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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:


Organisational culture within the Police has a clear impact on the way officers conduct themselves in public and within their stations in a private setting. “Broadly defined, culture refers to the shared norms, values, and beliefs of a group of people” (Valcore, 2018), which reflects on the teamed approach to policing a certain area. Within the Police family, officers will share similar views and largely share a similar lifestyle due to shift patterns, doing the same job etc. Any team at a particular station will share a bond due to the effects of working closely together and attending various emotionally challenging incidents in each other’s company. The added stresses of the job in regards to deadlines, workloads etc. also promote a team attitude due to the necessity to help each other out. When considering organisational culture within the Police, the solidarity of the team is the most evident manifestation of that. 

This has been extremely beneficial to my resilience and wellbeing as it has provided me with a support network. We also use a WhatsApp group chat to communicate when we are not in work, which creates a further friendship and encourages good relationships whilst in work. This makes my overall experience whilst in work more enjoyable, thus developing a positive work environment. 

On the other hand, the culture within the Police has affected my home and church life. Since joining the Police, I have not been able to attend my home church as often as usually would have. Prior to joining the Police, I knew that this would be the case due to the nature of the shift pattern. However, I have learnt that within the culture of the Police, it can be difficult to retain my religious and moral values. Although within Police, officers will share many views based on the job itself, each officer will also have their own religious, moral or even political opinions. For example, I have religious views, which many will not share. As a result of this, I do not use bad language, which stands out among the Police. Although there is no pressure on myself to use this language, I would argue that to an extent, in order to acclimatise myself with my team, I may be likely to change in order to further fit in. This may perhaps present itself as a risk to organisational culture, as is in a team, there is a chance that people will act differently in order to become more involved. This is an area which may affect many officers in different ways, however my religious views may be seen as an example of this. I believe that in my case, I have been fortunate not to be pressured in any way to change as a result of the job. 

One of the main aspects of organisational culture is hierarchy. This has both strengths and weaknesses, which can affect my wellbeing and resilience. Firstly, as a Police Constable working on response, and as a probationer, I am overtly aware that I am at the ‘bottom of the pile’. Within the Police Service for which I work, it is the response officer’s responsibility to attend all calls in the first instance (where some may go to CID in other services), and we must remain Officer in Case for the majority of the jobs we attend until their finalisation. Unlike other Police Services, it is also our responsibility to complete all case files. As response officers, we are also always single-crewed unless on a night shift. Furthermore, there are less and less officers on response teams, as other sections of the Police recruit, and officers are leaving response as soon as they finish their probation. This leaves fewer officers whom are all younger in service doing the majority of active work dealing with the public. These are all extra pressures, which cause stress in the work place and at home. 

Although being on the lowest rung of the ladder of hierarchy has it flaws, there are some benefits to this. For example, as a ‘PC’, I will always have a sergeant who manages my workload and gives advice on areas on which I am unsure. I have found this massively helpful since finishing the tutorship phase, as I have gone to my sergeant with any concerns and stresses, and he has addressed those. In the past, he has offered to give one of my occurrences to another member of the team who has less than me, in order to allow me to concentrate fully on other jobs. He has also pointed out operational priorities in terms of which of my occurrences are higher risk therefore need to be dealt with first. As is the norm, supervisors have one-to-one conversations with their staff in order to discuss the staff’s wellbeing/mental health, pressures of the job, and occurrences. I have found these particularly helpful as a strategy to encourage wellbeing and resilience as it makes me feel important within the organisation, and has taken some occupational pressure away in terms of my occurrences. One risk in the area is however becoming too dependent on supervisors, and being unable to make my own decisions. 
With regard to strategies to maintain wellbeing and resilience; I have found that talking to my team and having casual time with them outside of work has been extremely beneficial to me. This has distracted me from work a little, whilst also encouraging new friendships to develop. I also try to use my rest days to complete activities such as meeting with family/friends nearby and further afield, doing work around the house, and exercising.  Researchers have discovered that scientifically speaking, social interaction reduces stress and anxiety: “Psychologist Susan Pinker states that direct person-to-person contact triggers parts of our nervous system that release a “cocktail” of neurotransmitters tasked with regulating our response to stress and anxiety. In other words, when we communicate with people face-to-face, it could help to make us more resilient to stress factors in the long run.” (Cohut, 2018). 
I also try not to bring my work bag/laptop home with me between shifts in order to encourage me to forget about work whilst I am not there. By doing this, I am able to enjoy my time away from work more, thus further reducing stress. To conclude, when joining the Police, one should expect not to be able to reduce stress and anxiety entirely due to the nature of the role, but should strive to develop resilience and wellbeing through positive experiences and social interaction during the workday and outside of work. 
~ 1097 words 
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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:

In this essay, I will be discussing a domestic related incident I attended whereby a male whom was known to Police, assaulted his partner, and was subsequently arrested. A domestic incident is defined as “an incident or pattern of incidents of controlling, coercive, threatening behaviour, violence or abuse between those aged 16 or over who are or have been intimate partners or family members regardless of gender or sexuality.” (Home Office, 2012). In this instance, due to it being an incident of violence between two people in an intimate relationship, who were both over the age of sixteen, it was considered a domestic incident. 

The incident occurred during a birthday gathering of five people during the Covid-19 lockdown period. This caused considerations when attending the scene, in making sure the attending officers had appropriate personal protective equipment (PPE) – that being masks, gloves, and protective glasses. It also affected our actions on arrival at the scene, when laying hands on the involved persons when using force and separating parties. It may also be worth considering that if the parties had not gathered for this celebration, the domestic incident may not have happened. Despite this, we had a positive result of the detained person receiving a 23 weeks sentence due to this incident. 

At approximately 2100hrs on a Tuesday night, Police operators received an abandoned call to a home address in the centre of a Blaenau Gwent town, where a female could be heard saying “Get off me, get off me”, and a male could be hear saying “You’re shagging ‘name’ behind my back”. A further call came to Police a short while later, where a female reported she had been assaulted by being dragged outside and wrestled onto the floor. The control room were able to identify the address and persons involved, and then dispatch myself and two other officers. Later on, two other officers joined as a contingency, due to the amount of people present at the scene.  

This was the basis for my information and intelligence section of the National Decision Model. The initial report was also helpful to me as we identified the victim and aggressor, whom are both well-known to Police. My prior knowledge of the persons involved suggested that the aggressor was likely to be arrested, as he is during the majority of the incidents involving him, which had occurred on a weekly basis for a short while. When submitting the DASH for this incident, it was noted that there had been thirteen previous DASH forms submitted over the last twelve months due to domestic incidents between the two parties. However, I am aware that I should keep an open mind, as opposed to making assumptions prior to attending. From my experience, the aggressor and victim often argue when intoxicated, which is when these incidents occur. The male is often violent and sometimes uses weapons, such as hand-crafted knives or razor blades. 

The warning markers of both parties also added to my intelligence and risk assessment prior to attending the incident. The second part of the National Decision Model refers to assessing the risk and developing a working strategy. As part of this, I use the mnemonic ‘THRIVE’, which is an abbreviation for ‘threat, harm, risk, investigation, vulnerability, and engagement’. These factors must all be considered in order to properly assess the risk and effectively deal with the incident. 

The male involved in this incident had warning markers for violence, weapons, concealing items and ailment for previously fitting whilst in custody. His partner also had warning markers for mental health – depression on her Niche page. This information caused me to be cautious, especially when dealing with the male, in that we had to be prepared to deal with potential violence/use of force when engaging with him. 

On arrival at the scene, there were five persons present, most of whom were intoxicated. All persons involved were also shouting and moving around. This affected my THRIVE analysis as each person was highly unpredictable. I noticed the female caller among the persons involved, therefore I called her away from the group. This was beneficial as I was able to engage with her without the pressure of her partner and other people interfering. I was also able to maintain her safety by keeping her away from the presumed subject at the time. 

I activated my body-worn video (BWV) upon arrival at the incident, as per policy within domestic situations and anywhere force is likely to be used (among many other situations). This remained on when taking a first account from the victim, who stated that she had been assaulted by her partner in front of everyone. The victim later refused to provide a statement and domestic abuse form, therefore the initial disclosure on BWV was integral to the court case. 

I considered all powers and policies in this situation; knowing I had powers of arrest, use of force etc. under Section 24 PACE (power of arrest) and Section 117 PACE Act 1984 (Use of Force alongside any other Police power). I also have a responsibility to safeguard all persons involved by providing a safety plan, and ensuring that positive action is taken within a domestic incident to safeguard the victim. 

As a result of this incident, the victim’s partner was arrested by my colleagues whilst I remained a few metres away with the victim. As I was the only female officer in attendance, and I had met the victim multiple times previously, I felt that it was best for me to liaise with the victim. I considered the options of who might be best to engage with the victim, and felt that I had already established a rapport with the victim. Due to this, the victim was able to be more open and honest with me. The victim also made comments such as “YOU KNOW I’LL NEVER LEAVE HIM” and “WHY IS HE ONLY EVER LOCKED UP FOR A FEW DAYS, NOT A FEW MONTHS?”. I later documented this in a first attendance/BWV exhibit statement, where I noted that despite the victim’s feelings for the male, she appeared to want him to be sentenced for a longer period of time, however feared the consequences of providing a statement. 

My colleagues used their use of force powers to handcuff the male to the front, and place him in the rear of the Police van. This was necessary as the male was becoming aggressive and refusing to comply with directions given. The male was also lashing out once place in the van. Whilst the male was being placed in the van, I assessed the risk and believe that the situation could have escalated. I therefore remained nearby as they walked the male to the van, so that I could engage quickly if the male had to be fast-strapped or carried to the van. 

The National Decision Model (NDM) (National Decision Model, 2013) refers to several steps in the decision making process. The National Decision Model centres around the Code of Ethics, which specifies that all actions taken should be necessary, proportionate, justified and ethical. It also ensures that Police actions comply with the 9 Policing Principles and the standards of professional behaviour. Following this, are six sections, which provide a grounding for decisions to be made. Above, I have identified the intelligence and information received, risk assessment as a result of this, powers and policies available to resolve the situation, options and contingencies based on the initial risk assessment (such as handcuffing), and the actions taken. 

I then recorded all this information in a number of different ways. I wrote a statement documenting my actions at the scene, my conversation with the victim, and my body-worn video, which was exhibited. I also took a witness statement from one of the persons present who was not intoxicated at the time. On return to the Police Station, I also updated the Niche Occurrence Enquiry Log (OEL) with the incident report. In this case, as I had not used any force myself, I did not add a Use of Force Form, however, my colleagues who arrested the male later added this. 

The last section of the NDM refers to the review section. I believe that this incident was dealt with effectively and efficiently, and in accordance with the Code of Ethics. My colleagues and I arrived on scene, gained a brief first account, arrested the male, retrieved statements, and remanded the male the following day where he was then found guilty and sentenced in court thereafter, using a victimless prosecution. I later visited the victim in order to ensure she knew the outworking of the incident, as she did not have her own phone to be contacted by the courts for an update. The victim seemed to appreciate this, and stated that she was glad she had a few months of freedom. 

Although I did not consider at the time that I was following the National Decision Model so religiously, in hindsight, I see that it became part of every decision I made during the incident, and will hopefully became even more routine.  By following the NDM and documenting it appropriately, I am able to ensure that all actions are entirely justified and necessary in order to resolve a situation is the desired way. 









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:

An online website defines a team rather well, stating that a team is “two or more people working together to interdependently meet a specific goal or purpose” (6 strategies for managing and improving team dynamics, 2017). The writer continues by describing team dynamics, as the “unconscious, psychological factors that influence the direction of a team’s behaviour and performance.” This suggests that each team member has certain characteristics or behaviours, as part of their personality or role, which affect the rest of the team in the way they work together. 

If looking at the team as a group of individuals, each with different strengths and personalities that complement each other, then it may be helpful to assign specific roles to each person according to their most obvious characteristics. These can be considered rather stereotypically by age, gender, race, religion etc. In a Policing situation, this may be beneficial to a response team, if for example a team is responding to a domestic incident where it is more effective and allows for better communication for a female officer to deal with a female victim. 

On the other hand, individuals in a team can be categorised according to their strengths, such as problem solving, conflict management, being motivational, being calm and level-headed, or being good at implementing plans. Belbin’s Team Roles Model (The Nine Belbin Team Roles, 2020) addresses this idea, providing an online resource where one can establish their role within a team based on their strengths and weaknesses. There are nine roles, and each person can have more than one role. The theory suggests that for a team to be fully successful, then all roles must be accounted for. Below are the nine roles: 

· Resource investigator – inquisitive and provides ideas for the team, is outgoing but potentially over-optimistic 
· Team-worker – is co-operative and versatile in order to assist the team whenever possible 
· Co-ordinator – concentrates on the team goal and delegates work appropriately 
· Plant – is creative and problem solving 
· Monitor evaluator – is logical and impartial, can weigh up decisions well 
· Specialist – has high level of knowledge in specific areas 
· Shaper – provides motivation and maintains focus on the overall goal 
· Implementer – creates a plan and carries it out efficiently 
· Completer finisher – will act as the ‘proof reader’ and scrutinise the work once completed. 

If each of these roles are fulfilled within the team, then the team as a whole should be able to act efficiently, by remaining motivated and focussed on the goal, solving problems as they occur, creating and completing plans quickly and effectively. 

However, many teams appear to work successfully despite not necessarily having clear roles such as these, suggesting that there isn’t a perfect mould in which teams can work. With people joining and leaving teams often, it is also difficult to regulate and manage the roles by putting them into specific roles. Perhaps by taking a step back and allowing the team to form themselves, they are better able to manage their dynamics without the need for a leader to constantly direct and motivate them. 

The Tuckman Model (1965) suggests a way in which all teams develop as one by going through four, sometimes six, stages. These are forming, storming, norming, performing, and sometimes adjourning and reforming (Miller, 2014). The initial stage is forming, where each person is on their best behaviour, and all intentions are to be polite and to get on, as the individuals get to know each other. The storming stage occurs once the team have gotten used to each other, and small conflicts arise where people’s inhibitions have died down a little. In this stage, the team must learn to resolve conflict themselves, and learn to manage each other’s quirks and honesty. A strong leader may be necessary to direct the team in the right direction here. In the norming stage, team members’ conflicts seems to decline, and the team is able to work together effectively as they’re expectations of working harmoniously become reality. By the performing stage, the team members are able to work together, and are resolving conflict themselves. They are less reliant on a leader, and are successful in achieving their collective goal. The adjourning and reforming stages tend to refer to conflict issues or changes that cannot be solved quickly, followed by reaching a new normal. 

This model is successful is explaining the path that many teams take when considering the relationships between each person and how conflicts often mean having to make changes to resolve issues. The model also refers to the awkwardness of first meeting, and then becoming more comfortable prior to conflict and resolution occurring. This is relatable to most relationships, whether in work, with friends, or family etc. From my brief experience of working within a team within the Police, this is generally how teams develop. However, one must also consider that within the Police and likely many other jobs, teams do not start from scratch. Often, there is already a team established, and one person joins or leaves, and the team must readjust. When team-workers join who are willing to work and change to fit in, the readjustment can be subtle, however when a loud voice joins a team which has already been established, it may cause the whole team to become uncomfortable, and they would spend a long time in the ‘storming/adjourning’ stage in order to accommodate this. 

When considering the ‘storming’ stage of Tuckman’s model, it is worth considering how conflict can occur, and how it can be resolved effectively. Issues such as people not ‘pulling their weight’, or being lazy in the workplace can cause conflict as other team members may grow to resent that person. A lack of communication between team members may cause awkwardness to arise, especially if it feels like there is something which is being avoided. Issues such as this can escalate if not addressed quickly. A joking or judgemental attitude from one or more of the team members can also affect those that are quieter in the team, as it can cause the quieter team member to hold back from suggesting ideas, despite them perhaps having much more to offer. Despite a joking manner being helpful to make people comfortable, if used to judge others, it can make the other person scared to speak, and appear as unhelpful. 

There are many strategies which managers can use in order to resolve conflict which appears between two or more of the team members, such as staff meetings, individual meetings and arranging team-building events. However, many of these are extremely formal and only work to point out the issue as opposed to overcoming it. Team social events may be more effective in creating stronger relationships and friendships, which allows for people to be more self-sufficient, instead of relying on others to fix problems for them. These events could be things such as Christmas celebrations, takeaway dinners/breakfasts whilst on shift, or even having group chats on social media in which they can keep in contact. These are common within the Police, and allow for the team to naturally become closer, rather than being forced into friendship. 

From a leadership perspective, managers can encourage and congratulate good behaviours, and pay attention to the team dynamics as it continually changes. If potential issues are raised, a strong leader would be able to put a stop to it before it escalated by having quiet words, or separating the two team members that are creating problems, until they are able to appropriately work together. 

At times, it appears that if a team works too well together, or friendships become too close, then this can cause issues when focussing on the 10 Standards of Professional Behaviour (The Police (Conduct) Regulations, 2008). For example, there are multiple occurrences of morality and ethics coming into question when a shift night-out occurs, especially when drink is involved. This may go against the professional standard of discreditable conduct, as the behaviour of an officer during a night-out may not bring credit to the Police, and may in fact do the opposite. One must also consider the use of social media to post activities such as nights out or team outings, and also posts of officers in uniform. Generally Police are advised not to post anything related to them being part of the Police Service on social media, however, it is clear from scrolling through social media that this is still widely done by officers. It may set a bad example for friends and family to see photos of officers acting in an undesired or intoxicated manner or doing anything that may go against the standards of professional behaviour, as they apply when working and when off-duty. 

Similarly, Police officers are required to be professional, which is usually relatively simple within the public eye. However, when a shift becomes a group of friends who are attending a call together, they may appear too friendly to the public if they are joking around. It is important for the friendly team dynamic to be apparent when in the Police station or in private, but to remain entirely professional when in public. 

Having done some research on the subject of team dynamics in order to write this essay, it appears that it is a beneficial aspect of the job, as when a team works well together, they whole job seems easier and more manageable. This is based not only on my research but also my experience working within a team for almost a year. However, each person must be cautious in remaining professional and not letting the idea of working with friends distract from the focus of the job. 














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:



Effective policing of the roads depends largely on the information and intelligence available to Police. Whilst Police are still able to police the roads to an extent by searching for visible crime and dealing with it, unless they have certain information regarding drivers, passengers and vehicles, and their involvement in crime, then the more prevalent crime such as the above names drug smuggling, child sexual exploitation and county lines can go by unnoticed. 

Information is generally defined as any fact or opinion from the public or any other source that is untested and unevaluated. This information then becomes intelligence at the point of its evaluation, when it can be graded according to the source and its reliability, how the information is known, and whether or not it can be shared. This evaluation method is commonly known as the ‘3x5x2’ model. (Intelligence report, 2015). The ‘3’ refers to the source evaluation as reliable, untested, or not reliable. The ‘5’ refers to the intelligence assessment i.e. how it is known to the source (directly/indirectly etc.), and the ‘2’ refers to whether it can be disseminated to Police with or without conditions, depending on the circumstances of the intelligence. 

What is included in intelligence can vary greatly, and often includes information about drug suppliers, vehicles involved in drugs, drivers without documents, children at risk of child sexual exploitation among many other things. Police intelligence is submitted on the Niche system, where it is then evaluated by an intelligence officer and released. Once released, all Police can view the intelligence (without any source information) on Niche when searching the specific person or vehicle, and it will also show on the PNC (Police National Computer) when conducting a person or vehicle check. 

In this way, it is extremely effective in assisting Police in Roads Policing. That can apply to the traffic unit, and response or neighbourhood teams in their day to day proactive duties. Whilst traffic units can rely upon their ANPR and BOF systems, which I will go on to explain later, other uniformed officers will rely on vehicle and person checks on iPatrol (work phones) or over the tetra radios in order to conduct person or vehicle checks. In order for intelligence to be an effective asset to Police, there is a responsibility on Response teams, Neighbourhood teams and traffic units to submit it. 

By stopping vehicles appropriately and conducting person and vehicle checks, Police officers are given all related intelligence, which can be used in identifying more prevalent crimes. For example, criminal activity such as county lines relies on the use of motorways to transport drugs and people across the country, including children or particularly vulnerable people who may be exploited as drug runners. If Police are able to regulate vehicles travelling on the motorways in their force areas, through running vehicle checks and person checks, they can take vehicles off the road that are involved in the transportation of drugs or people, perhaps even children. By doing this, they are thereby preventing criminal activity in their force area and on the roads. This process relies on information and intelligence in order identify such vehicles that may be involved in crime. 

When submitting intelligence, supervisors are able to accumulate it in order to identify any potential organised crime groups (OCGs), thereby forming an investigation and identifying further need for intelligence. This can be developed by conducting stop/searches under either Section 1 of PACE (Police and Criminal Evidence Act 1984, 2018) or Section 23 Misuse of Drugs Act (Misuse of Drugs Act 1971, 2018), where any offences can be dealt with at the scene, by giving a Traffic Offence Report or perhaps by seizing the vehicle under S.165 of the Road Traffic Act (no insurance) or under S.19 Police and Criminal Evidence Act if potentially involved in crime. If drugs or anything else prohibited is found whilst searching the person/vehicle, further intelligence can be added to the vehicle and person, thereby justifying a future warrant if one is necessary. Identifying gaps of intelligence may provide the team with common objectives when focusing on certain OCG members and vehicles. Therefore, intelligence is an effective ground when looking to search a vehicle involved in crime, in order to remove it from the road. 

Officers can ‘police the roads’ in a number of different ways, many of which depend on intelligence. For example, when conducting mobile patrols, officers will rely on the ANPR system to bring up information relating to the vehicle and any associated intelligence. Without this, it is difficult to identify offences or reason to stop a vehicle. Similarly, Gwent Police take part in an operation named ‘Op Utah’ where they focus on stopping vehicles that are not roadworthy or where the manner of driving suggests the driver is under the influence of alcohol or drugs. By running searches on the vehicles and drivers in order to identify intelligence, Police are once again able to use a background knowledge in dealing with the people and potentially conducting stop/searches. Once again, if Police are aware of certain vehicles involved in prevalent criminal activity due to the intelligence held, then they can develop objectives in order to take that vehicle any known to be associating with it off the road if it is justified. 

ANPR is an abbreviation of Automatic Number Plate Recognition, which refers to a set of cameras that detect number plates, and check the registration against law enforcement databases such as PNC (Police National Computer) for vehicles of interest (Automatic Number Plate Recognition (ANPR), 2020). The aim of these cameras is to assist law enforcement agencies in proactively disrupting and deterring crime by stopping vehicles, conducting searches and dealing with any offences identified. These cameras can be placed on the road sides, for example where average speed cameras are located, and also within certain Police vehicle; largely being traffic vehicles (whether marked or unmarked). 

Force Control Rooms (FCR) and Police vehicles use the ‘BOF’ system in order to trace vehicles through ANPR cameras, thereby in effect creating a map of its route. The system does not only trace vehicles of interest, but also every other vehicle which passes the camera where a number plate can be recognised. Therefore, if a vehicle is not originally of interest but is in convoy with a vehicle that is, users of the BOF system can identify this pattern and conduct searches on that specific vehicle also.  

The ANPR system is an effective way of dealing with road related criminal activity as many road users do not know where the cameras are, as they do not require signs to promote their whereabouts. Because of this, Police are able to pursue or locate vehicles that are evading Police quickly, as they have passed cameras. Force control room operators are able to direct Police in the right direction due to tracing where the vehicle was last caught on an ANPR camera on the BOF system. 

Within Police traffic vehicles, the ANPR camera results show on a small screen within the vehicle, which provides registered owner and insurance details, and any related intelligence. This is extremely beneficial to Police as they can quickly identify whether there is need to stop/search the vehicle or if there are any driving offences. For example, if there is recent intelligence related to drugs, Police may use this in order to form grounds to search the vehicle and makes arrests if drugs are located. Also, if the registered owner and the insured drivers of a vehicle are all female as shown on the ANPR/BOF system within the vehicle, however the person see to be driving the vehicle appears to be a man, then the likelihood is that the driver does not have a valid insurance policy, or may even have taken the vehicle without the consent of the registered owner. 

Another benefit of the ANPR cameras are the use of stop markers, which can be graded as low, medium or high. If a vehicle has failed to stop for a Police officer, for whatever reason, then a stop marker can be requested by the officer, which can be added to the BOF system by the control room operator. If the vehicle has merely reacted to a Police vehicle’s presence by driving away at speed, without the blue lights being activated, then perhaps a low stop marker may be suitable to be added to the system. However, if a vehicle has failed to stop which has resulted in a pursuit then a total loss, then a high stop marker would be more suitable in order to justify further resources in stopping the vehicle in the future. This would be done as a priority due to the danger it has caused and is likely to cause to others due to its manner of driving. When the vehicle passes an ANPR camera again, Police would be notified of all the related information and could act accordingly. 

From my brief experience on attachment with the Area Support Unit (Traffic unit), I have come to learn that the ANPR and BOF systems are extremely effective in disrupting criminal activity and taking dangerous vehicles and drivers off the road. It also allows for a more proactive way of policing the roads, in which officers can choose the vehicle they believe to be necessary to stop in order to prevent future criminal activity.  










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 
 
 
Traffic 
 
 
 
 
 
 
 
 
 
 





Bail 
	Low 
1-4 
	Med 
5-7 

7 
	High 
8-10 

















9  
	Low 
1-4 


	Med 
5-7 

5 















6 
	High 
8-10 
	 


Traffic: This is an area not often dealt with due to it being a more proactive area of policing, hence perhaps only requiring a medium level of knowledge at this point in my probation. I was able to develop my knowledge whilst on the traffic (ASU) attachment, but feel that this could be further improved, by becoming more aware of the options when dealing with traffic-related incidents and dealing with road-related offences. E.g. TOR, FPN, reporting using POCLAROC, S.59 notice/seizure, S.165 seizure. 

Bail: Police are required to have a high level of knowledge of Bail due to the impact it has on any case going to court. If bail is not kept up to date then it may be dropped to RUI (released under investigation), which puts the victim/witnesses at risk due to not having any conditions protecting them. I have a reasonable knowledge of this area due to recently putting someone on bail, and experience of having done so before. However, I still find the process quite confusing once the person is on bail, as it can be extended by the superintendent then by the court. The deadlines (for the notice) and the effects of contact with CPS confuses the process. I need to carry out more cases through the bail and court process in order to understand it better. I currently have a case on bail which will be sent to CPS, therefore will hopefully gain a better working knowledge. 

	SKILLS 
 
 
Officer Safety Training 















Conflict Management 
 
 
 
 
 
 
 
 








First Aid 
	Low 
1-4 
	Med 
5-7 

 
	High 
8-10 

8 
















9 

















9
	Low 
1-4 
	Med 
5-7 

6 
















7 

















6 
	High 
8-10 
	 


OST: I am required to have a high level of officer safety training due to the consequences if this is done incorrectly, for example, injury to myself or other, harm not being prevented due to not being able to control the subject. I would say I have a relatively low level of skill here due to me struggling with the use of handcuffs. I am able to apply them safely but struggle when it comes to removing them quickly and often become flustered. I need to practice opening and closing the handcuffs in order to become more agile with them. 

Conflict Management: I should have a high level of skill in this area due to the risks to myself, colleagues and members of the public if the conflict increases and I am not able to resolve it. I am reasonably able at conflict resolution, whether that be through tactical communications or use of force, however feel that I need to be more confident to implement force prior to anyone else doing so e.g. hand cuffing someone who has started becoming aggressive. I have become better at this over the past few months but feel that there is still room to improve. 

[bookmark: _GoBack]First aid is an area where a high level of skill is required due to the risks of freezing when someone is suffering from a life changing or life threatening injury. However, I have graded it as ‘9’ due to having other officers around for the majority of the time who are able to assist. I feel the need to develop this skill due to not having much experience of it. So far I have dealt with one incident where it was required, and felt that I was not able to act properly until another officer directed me to go through the DRABC and put pressure on the wound etc. Once directed, I was quick in completing the necessary actions, but was not confident enough to assess the situation and deal with it myself at first. I need to continue to deal with first aid incidents as they occur in order to develop my confidence and abilities. 

	EXPERIENCE 
 
  
 
Traffic Offence Report 
 
 
 
 
 
 
 
 
 
 
 

Road Traffic Collisions 
	Low 
1-4 
	Med 
5-7 
	High 
8-10


8 













7
	Low 
1-4 
	Med 
5-7


6 













5  
	High 
8-10 
	 



TOR: During my traffic (ASU) attachment I was able to provide a number of TORs and felt reasonable confident on when to use them and how to use them. However, I continually forget to activate my body-worn video. According to policy, this is not a requirement however is recommended. In future, I should remember to do this and may find it easier to do if I activate the BWV at the beginning of the interaction. 

RTC’s: Officers are required to have a good level of experience and knowledge of how to deal with collisions as they may have to deal with it by themselves. I understand what needs to be done at collision scenes (Save life and limb first, ambulance if necessary, details of all persons and vehicles, PNC checks, photographs of damage and road layout, arrange recovery, identify offences, Stats19 booklet). However when it comes to actually doing it, I become nervous and forget what the next suitable step is. I need to gain more experience in this area by attending more RTC’s and become more comfortable with the attending actions. 


 
 


Task 6 
Recognition and confirmation of progress on the Occupational Competency Portfolio (OCP). 
  
 
 
By signing the section below you are acknowledging your continuing progress on O.C.P.  

This is recognised by the university as work that is fully supporting this module BMPP 5000D; Professional Police Practice 2 and in signing it will be equivalent to 1000 words towards the 8000 words equivalent total. 
 
 
 
 
Confirmation of the progress on the Occupational Competency Portfolio (OCP). 
 
I confirm that I am progressing with the Occupational Competency Portfolio (OCP) in accordance to the regulations.  
 
Signed:  K.Tosh  (Learner – electronic signature accepted.) 
 
Date: 16.09.2020 
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