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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

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

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


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



ANSWER:

This essay will begin by defining organisational culture, wellbeing and resilience.  I will reflect upon the last 9 months of my policing career as a result of achieving independent patrol status. I will define and explore the impact and risks of the organisational culture of the police and how this has affected me during this time. Also comparing how the police organisation differs to my previous job. I will also reflect upon how my own well-being has been during this time period through using Gibbs Model of Reflection 1988. 
Management experts Chartered Management Institute define organisational culture as being the setup of an organisation and the individual characteristics and factors that make it unique.  (Chartered Management Institute, 2015)
Mental health charity and experts Mind define wellbeing as being how you are feeling at a particular time. (Mind, 2020)
Mental health charity and experts Mind define resilience as being your capacity for responding to a stressful situation. (Mind, 2017)
All Gwent Police staff will undoubtedly share several beliefs and personality traits.  The Code of Ethics and policing values underpin how all staff should approach a situation, moreover these values are also assessed during the recruitment phase and throughout an officer’s career. These values and traits will therefore be an integral part of the organisational culture of Gwent Police. Through Driscoll’s Reflective Model 2007 the three major values I have identified that form the basis of my shift culture are; teamwork, support and working hard. This positive culture is something I was able to engage with straight away upon joining shift. As a result of having always played team sports, teamwork is something that comes naturally to me. Brinkley et al., (2016) suggests that playing team sports improves your physical health but can also benefit the workplace by an improvement in work performance and team bonding. 
Part of my shift culture is that if someone is required to stay late then other team members will stay to assist. This culture is unequivocally positive; however, it could be argued there are negative aspects to it. It can lead to constantly working late which brings about higher levels of stress. Moreover, resulting in neglect of your own workload which requires catching up on your workload whilst at home. Therefore, dramatically impacting upon your well being as there is very little rest.
Another risk to the organisational culture is the high turnover of staff and new recruits especially require more guidance. In the last 9 months I have had 4 different sergeants who have had different expectations of what is required when at a call. This has been difficult to adapt to and has led to more stress. 
Moreover, Gwent Police officers carry a significant workload and will manage a case till completion. This is different to South Wales Police where a central hub will manage the case files therefore taking some pressure off frontline officers. Due to this demand upon Gwent Police, officers view this negatively and there is a belief that working for South Wales Police is more comfortable. 
Within Gwent Police there are several different subcultures within the organisation. Response officers wear different uniforms to that of the Area Support Unit and the Criminal Investigation Department. Within these subcultures there is a negative conception that response have the largest workload, inferior clothing and equipment, and that other departments deflect responsibility. Johnson and Scholes (1992) as quoted in Chartered Management Institute (2015) state that symbols and dress code are a part of an organisation’s culture. 
The training provided to new recruits covers the basic theory and legislation. However, part of the organisational culture is an expectation for recruits to learn from senior members on shift. Therefore, a recruit is going to be largely guided by those on their shift, hence this is a risk in that all shifts have a different ethos and different personalities that form that shift. A recruit may therefore pick up bad habits such as not fully progressing a case and not taking responsibility. Johnson and Scholes (1992) as quoted in Chartered Management Institute (2015) state that routine actions can be identified as being acceptable within the organisational culture. Furthermore, new recruits do not have the experience to challenge this sort of behaviour or may just accept this is how the organisation operates. 
Recent statistics published in January 2021 by the Welsh Government showed that in Newport 12.3% of the population were of Black, Asian and Ethnic Minority groups. (Welsh Government, 2021) It is essential that Gwent Police fully represent these minority groups in order to improve public perception and break down any cultural barriers. Gwent Police Joint Strategic Equality Plan 2020- 2024 states that it is one of the forces objectives to develop an organisational culture that is structured around diversity and includes everyone.  (Office of Police and Crime Commissioner and Gwent Police, n.d.)
Upon reflection this year has been particularly difficult and frustrating. With having a large job workload and with the demands from university, I am constantly feeling like there is no break. On my days off I am constantly thinking about work and the requirements of university. This has been further amplified with the COVID 19 global pandemic with many of my coping mechanisms taken away. Seeing friends, playing rugby and going to the gym has always been my mechanism for dealing with stress and maintaining my well-being and resilience. Chekroud et al (2018) analysed data over several years and found that those that exercised had 43.2% fewer days of low levels of mental health in comparison with those who didn’t exercise. I have continued exercising during lockdown however my well-being is at its lowest and only through resilience have I kept going. 
In my previous job as a senior marine surveyor I worked for a company that employed approximately 40 staff. Naturally the police hierarchy and organisation size is very different as Gwent Police employ nearly 2500 people. (Gwent Police, n.d.) The culture of my previous company was everyone was very approachable. However the structure of Gwent Police is a risk, with there being a disengagement from senior staff members and to those lower in rank. Also, with office staff who may request a procedural change that is met with discontent from frontline officers and failure to comply.
To conclude, through using Gibbs Model of Reflection 1988 I have identified there are both positive and negative aspects to the organisational culture of Gwent Police. The culture on shift I have found easy to adapt to, however the stress of both university work and demands from the job I have found to be detrimental to my wellbeing. This being worsened by all the restrictions due to the global pandemic and that many of my escape mechanisms from stress have been taken away. 
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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:

This essay will begin by explaining the National Decision Model (NDM). I will then reflect on a call I attended where the NDM was being used constantly. I will consider social, cultural issues that we faced and the relevant legislation I used. Through Gibbs Reflective Cycle 1988 I will evaluate what could have done differently in order to reach a more effective outcome. 
The NDM is a process used by the police to assist in their decision making, to ensure that they can make the best decision they can at a particular time. The police regularly attend very dynamic situations and are required to make decisions very quickly. At the centre of the NDM is the Code of Ethics and the standards of behaviour and principles required of an officer, these ultimately form the basis of any police decision. The second requirement of the NDM is to obtain relevant information and intelligence before making a decision. Thirdly, officers must develop a plan as to how to deal with the situation and evaluate any threat or risk to their colleagues and the public. Fourthly, officers must consider the relevant legislation to identify if their working plan is lawful. Next, officers must consider any other possible options that they can use instead. Then officers must act and follow out their plan. Finally, officers must review what has happened to establish if they took the right course of action and to identify how they can improve on it next time. (Bryant and Bryant, 2019)
My colleagues and I responded to a high risk domestic 999 call from a 13 year old female stating that her dad was punching her mum and that there was blood everywhere. Upon entering the address, we located the young girl downstairs crying, and could hear screaming coming from a bedroom upstairs. I entered the room first and saw the mother who had blood around her lips stood in the room, with the father lying on the bed just in underwear, whilst his son was stood over him shouting. I moved the son to the other side of the room as I was concerned that the son was so angry, he may have lashed out at this father. Myself and my colleague stayed with the father, whilst two of our other colleagues took the son and mother into a different room. I then told the father he was under arrest on suspicion of causing Actual Bodily Harm, he then asked if he could get his clothes together before going. He did state that if I touched him, he would throw me out of the bedroom window. Through my use of the NDM I felt that if we were able to gather his clothes then he might come to custody with us compliantly. Chen et al., (2015) states that offering the person what they want or “the carrot” results in the highest level of cooperation.  However, whilst we were gathering his clothes, I heard a big bang coming from the room next door where the son was. I straight away grabbed hold of the father as I thought the situation would escalate. However, he then pushed me away and pushed my colleague into a wall. I then grabbed hold of him around his arms from behind, locking his arms to prevent him further assaulting my colleague, but me and him then fell into the light switch and all went dark. The light then came back on and my colleague sprayed the father and myself in the eyes with PAVA spray. Using my body, I then swung the father over my knee, so that we both fell onto the floor. Where between myself and my colleagues we were able to restrain him on the floor and handcuff him.  
Throughout this incident I was using the NDM, initially, I did not handcuff the male as I did not think it suitable for him to go to custody in just his underwear, but also, I believed that if he was wearing his clothes he would come compliantly. This along with respect for his dignity and privacy, and from a health perspective as it was a cold day. However due to the escalation of factors with his son becoming agitated next door I decided to quickly apply handcuffs which resulted in both myself and my colleague being assaulted. 
Moreover, our use of force was considered whilst using the NDM and therefore had to be documented in our statement and within the police reports as a use of force form. Our body cameras were also activated during this incident. Our use of force included the use of handcuffs, PAVA spray, restraint and take down techniques. These were effective and necessary to use, as a result of the assault on my colleague and myself, the nature of the incident, and that it was a very dynamic situation. Our use of force was justified under Common Law to protect myself and my colleagues, Section 117 of the Police and Criminal Evidence Act 1984, and Section 3 of the Criminal Law Act 1967 to enable an arrest. (College of Policing, 2013) Special considerations had to be made to Article 5 The right to liberty and security of the Human Rights Act 1988. However, the arrest was lawful under Code G of the Police and Criminal Evidence Act 1984 and the necessity of the arrest was to protect a vulnerable person, to prevent any further harm and to allow for a prompt and effective investigation.  (Bryant and Bryant, 2019) 
Furthermore, there are several socioeconomic and cultural factors that are very significant to this incident, and these also increased the level of risk to myself and my colleagues, but also to the other family members. The family are quite deprived with several people living in a small house. The father has also been in and out of prison, which is possibly why he reacted as he did, because he knew that his actions could have meant a return to prison. The family are quite disjointed with the son being a regular missing person and a dv aggressor towards his mother. All parties at the address were evidently under the influence of alcohol. Bryant and Lightowlers (2021) found that those of lower socioeconomic groups were found to be involved with higher levels of alcohol related domestic violence.  Likewise, the family are well known to police with the father and son being known for domestic abuse perpetrators. Moreover, the father especially was quite a large and strong person. There was also the issue of the mother having injuries and the young children being witness to such an event. All these factors resulted in the situation being very dynamic and everyone at the address was at risk to some element of abuse. Likewise, they are a family well known to police, and are often anti police and can show hostility towards officers. Sindall, McCarthy and Brunton-Smith (2016) state that there is a constant link between parent’s views and those of their children. Indicating that is why the family appear to have a negative view of the police. Moreover, the son was evidently angry towards his father in regards to what had gone on. However we were later informed that he was angry that police had attended, as he was working with his father and did not want his father arrested, as his father would have been likely to go to prison hence the son would have lost his job as well. All these components I believe lead to the escalation of behaviour and added to the risk factor. 
There was significant safeguarding required with this incident. Firstly, with the young children at the address, social services and their schools were informed about this incident. This was especially concerning due to their age and what they had witnessed with Adverse Childhood Experiences (ACEs) being a worry. Hughes et al., (2017) state that having 4 or more ACE’s results in an increased risk to a person’s health. In Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (2019) report it states that Gwent Police is involved with Operation Encompass, which allows for effective safeguarding of children especially when they are involved in a domestic incident. Information sharing with partner agencies occurs to enable this safeguarding and support to try limit the effects on the children. A Domestic Abuse, Stalking and Harassment (DASH) form was also offered to the mother as a further method of trying to safeguard her.   
Upon reflection through Gibbs Reflective Cycle 1988 I could have handcuffed the male earlier whilst he was just in his underwear and removed him from the property straight away. This potentially may have resulted in the son calming down quicker and not escalating the situation. However, I do believe he would have lashed out at myself and my colleagues regardless of when we were to apply the handcuffs. Moreover, the time we spent gathering his clothes would not have been enough time to remove him from the address before his son’s behaviour escalated. 
To conclude this dynamic situation required constant use of the NDM and the social factors increased the level of risk to myself and my colleagues. Upon reflection I could have handcuffed the male earlier however at the time I felt like I could make him come with us compliantly. Otherwise I think my colleagues and I dealt with this situation very well and the only improvement that could have been made was to remove the father from the address quicker.  
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Task 3

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

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

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

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


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




ANSWER:


This essay will begin by defining team dynamics, team cohesion and inter-personal conflict. There are several theories related to team dynamics. Tuckman Model 1965 is one of the most recognised models, however I will focus on the GPRI Model 1972 and the Lencioni Model as they offer different approaches. I will also explore how a team’s dynamic can be improved. The makeup of a team is very important and if the balance is wrong it can have a dramatic impact on the success of the team. Therefore, I will look at the reasons why conflict can occur within a team and how this can result in officers failing to abide by the standards of behaviour that are required. Through using John Model of Structured Reflection 2006 I will reflect upon the team dynamics and cohesion of my team on shift. 
Team performance training specialists RallyBright define team dynamics as being the relationship between those members who are part of a team, and their success is dependent on how well the team work together. (Osborne, 2020)
Joo et al (2012) define team cohesion as being when a team works together and stays focused in order to accomplish their target. 
Healthline define interpersonal conflict as being a difference of opinion between two different people. It can occur when both parties do not share the same goal or opinion. (Raypole, 2020)
The GPRI Model 1972 identifies that there are four key aspects to a team these being; goals, roles, processes and interactions; A team must have a common goal that requires all the team members to be focused and committed, in order so that they can together achieve their target. Each member of the team must have a role that matches their skill set and there must be a clear understanding of what is required from each person. Each person can then undertake their role by following a process which allows them to achieve their task. Lastly, there must be interaction between all team members, which allows for people to ask for advice and updates on progress. If these four aspects are met with commitment from each person, then it is likely that the team will be successful. (Raue et al 2013)
The Lencioni Model derived from Lencioni’s book the 5 Dysfunctions of  a Team offers a different approach as it focuses on five key aspects that a team shouldn’t have these being; an absence of trust, fear of conflict, lack of commitment, avoidance of accountability and inattention to results. Team members who are not open and honest with each other will suffer from there being an absence of trust amongst of the team. Ultimately this will lead to a fear of conflict as team members will not be honest in their feelings, and will not say what they think is the best approach to a situation. This lack of trust will also lead to a lack of commitment as it is likely that the team won’t engage in the activity as they do not fully support it, and have not been honest in their feelings about it. Without anyone taking accountability for their actions, performance and progress is likely to be slow resulting in the team goal not being achieved or the results not being monitored. (Lencioni, 2012)
Both models are very useful in trying to depict the dynamics and cohesion of a team, especially when the models are used in conjunction with each other. Moreover, they both allow for the positive and negative aspects of the team to be highlighted, which therefore means a good leader will be able to identify areas for improvement to achieve success.
However, some teams will fail and there are often several reasons why that is the case.  Wergin et al., (2018) discovered that the main reasons that cause a team to fail are; “emotional contagion, decreased performance contagion, lack of accountability, limited communication, and blaming other players for mistakes” These factors feature heavily in both the Lencioni Model and the GPRI Model 1972 therefore showing that team failings will likely be as a result of these stated elements.  
Interpersonal conflict can also occur between people on the same team and can result in a positive outcome, and both parties appreciate their difference of opinion and take it on board. However, it can also result negatively and can range from a mild disagreement to something more serious and damaging for the team. Due to everyone having different personalities, some people just don’t get on with each other and if this level of conflict affects their work performance then it should be addressed. Schieman and Reid (2008) discovered that greater levels of interpersonal conflict were found with those in a position of authority, especially for those younger in age. Regarding Police Sergeants, they are dealing daily with interpersonal conflict as they manage several Police Constables who will have their own personal views on their job. It could be argued that the level of the conflict depends not only on the personalities of both parties but also how respected the Sergeant is. Therefore, the requirement for a Sergeant to be a good leader is imperative.
There are several ways that team cohesion and the dynamic of the team can be improved. Team building and bonding activities outside the workplace can help break down barriers and improve relationships on a team, as it can allow people to open up and enjoy each other’s company. Resulting in improvements not only in an individual but also as a team overall. Mokaya and Gitari (2012) discovered team bonding activities such as aerobics and staff parties had a positive impact on employees, as it improved staff relations, productivity, commitment and helped develop essential skills like communication. Having a positive dynamic has numerous benefits including retention of staff as the team will enjoy working together. As a last resort, leaders can also resort to a personnel change if they are unable to solve the interpersonal conflict amongst the team. Ultimately no one should be bigger than the team and it maybe necessary to remove someone in order to protect the team. Moreover, intrinsic and extrinsic motivation can also be used to try improving a team or an individual’s performance. Putra, Cho and Liu (2015) state that intrinsic motivation was found to be significant in improving an employee’s commitment to the job. It could be argued that intrinsic motivation can be improved upon by creating a good team dynamic as staff will enjoy working together.
Most evidence suggests that good team dynamics and team cohesion are essential in making a team successful. Braun et al., (2020) found evidence that strong levels of team cohesion resulted in better team performance and as a result this further increased the strength of the team’s cohesion.
However, Einola and Alvesson (2019) indicate that a team that that does not interact socially can also result in a good work yield because the team is focused on the task. On the other hand, teams that do interact socially can result in a poor work yield as the team is not focused on the task and instead focuses on the relationships within the team.   
Team dynamics within the police can also result in failings to uphold the standards of behaviour that is required of them. A close-knit team can have the mentality that they will protect each other at all costs even if someone’s behaviour isn’t deemed appropriate, and that they should be reported for it.  Moreover, the dynamics of a shift could be that they often mock each other and try to keep things light-hearted, which is required in the line of work that officers do. However, if someone is repeatedly targeted and they do not receive the remarks well, then it could be argued that they are being bullied. Likewise, a new person on shift may be given a much larger workload by their colleagues and all accountability is passed onto them.  This person may feel uncomfortable defending themselves in this situation. Gwent Police Domestic Violence Policy is that positive action should be taken when dealing with a domestic incident, and the correct paperwork should always be completed. The dynamics of a shift maybe that some officers might avoid recording an incident as a domestic, due to the larger workload that is required of them. This being a failing to follow Gwent Police procedure on domestic violence. 
To conclude the team dynamic and cohesion of the team are very important in determining the success of a team. If the team enjoy working together then it is likely that their output is greater, hence a leader should always look to address any issues that may arise on a team, and there are several ways that this can be improved upon. The use of Johns Model of Reflection 2006 has allowed me to identify that my team on shift have a good balance between our social relationships and our work ethic. If there is a task that needs to be completed all team members will assist each other and will have a clear understanding of their role. This comradery helps boost our social relationships and these relationships naturally develop as we spend so much time together. As a result of this I would consider my team on shift to be effective and successful in completing whatever task is required of us. 
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

	
Explain how information and intelligence can be used in the disruption of the more prevalent criminal activity (e.g. drug smuggling, human trafficking, child sexual exploitation, counterfeit goods, organised crime groups and ‘county lines’) by effective policing of the roads. 

Outline how ANPR can be used as investigative resource when disrupting criminal activity. 

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




ANSWER:

This essay will begin by defining information, intelligence and intelligence led policing.  I will consider how intelligence is gathered, and the benefits of intelligence will also be evaluated. Moreover, the use of ANPR and other methods will be considered as to how the police can use them to disrupt criminal activity by policing the roads. Using Schon’s Reflective Model I will reflect upon how I have used ANPR to assist with investigations I have been involved with.  
 Information is defined as being any data or details provided to a person or organisation. (Bryant and Bryant, 2019)
Intelligence is defined as information that has been processed and evaluated to determine its reliability. Information that is passed to the Police is graded by officers using the 3 x 5 x 2 model. The first part of the model assesses the reliability of the source to identify if they are reliable, not tested or unreliable. The second part of the model evaluates the reliability of the intelligence itself, to depict how the informant has come across the information; if it is known directly, know indirectly but corroborated, known indirectly, not known or suspected to be incorrect. Finally, the third part establishes who the information can be passed to or if they are any conditions to sharing the information. (Bryant and Bryant, 2019)
Ratcliffe (2016) defines intelligence led policing as being a proactive tactic based upon using intelligence to reduce crime and target the most prolific offenders. 
The National Intelligence Model (NIM) is also used to allocate resources through the Tasking and Coordination Group. Using intelligence, it allows the police to identify crimes where a similar Modus Operandi (MO) is being used and resources can then be allocated to target these offenders. The NIM is broken down into three levels; Level 1 is managed locally, Level 2 is managed regionally and requires more resources than level 1, Level 3 is managed nationally and involves organised crime and the most serious offences. (Bryant and Bryant, 2019)
Intelligence can be gathered in several ways. The public are often in the best place to provide the police with information as they can observe criminals operating within their community. Ultimately the police do not have the resources to monitor all offenders and the issues facing a community. Therefore, community intelligence is integral to the police being able to build up an intelligence package, so that they can act upon it. Bullock (2012) states that there is a relationship between neighbourhood policing and intelligence led policing. By having a police presence in the neighbourhood and tackling the issues they face, will allow for better communications between the public and police, resulting in more intelligence being provided. Covert Human Intelligence Source (CHIS) also provide information to the police regarding criminals. Often the source will have had a criminal history themselves as it is through their connection with the criminal, that allows them to discreetly disclose information to the police. A CHIS will be managed by a handling source who is a trained officer that will oversee their actions and the intelligence they provide. Online and communication data such as social media can also provide the police with information as can open surveillance such as the use of CCTV. Covert surveillance can also be used such as following a subject’s movements or using undercover officers. (Bryant and Bryant, 2019) Through information sharing agreements, information can be passed through different forces and partner agencies to ensure that prolific offenders are brought to justice. (College of Policing, 2013)
As with all information and intelligence special consideration must be given to the Management of Police Information (MOPI), Investigatory Powers Act 2016, Regulation of Investigatory Powers Act 2000, Human Rights Act 1988 and the Data Protection Act 2018 to ensure that everything is done in accordance with the law. 
Information and intelligence is also integral in an application for a warrant. If a warrant is granted under the Misuse of Drugs Act 1971 officers may enter a property in order to search for drugs or drug related items. 
Criminals frequently used the road network in order to carry out their criminal activity. Therefore, any information and intelligence that is provided regarding criminals use of such vehicles is integral. In tasking and information given in briefing it allows local officers to keep a look out for these vehicles enabling proactive stops to take place. Vehicle stops can be undertaken under the following sections of law; by a police constable under Section 163 Road Traffic Act 1988.  Under Section 4 of the Police and Criminal Evidence Act 1984 if someone is involved in an indicatable offence. Under Section 1 of the Police and Criminal Evidence Act 1984 if the officer has grounds for suspecting they may have stolen or prohibited articles upon them. Under Section 60 of the Criminal Justice and Public Order Act 1994 if violence is thought to occur at a specific location. Finally, under Section 43, Section 44, Section 45 of the Terrorism Act 2000 where terrorism acts are thought to occur at a specific location. (College of Policing, 2013)
There are also other methods that can be used to assist officers in policing the roads effectively and stopping criminal activity. The use of the Police National Computer, Police National Database along with police systems themselves can be used to flag up vehicles involved in crime. Moreover, even if specific intelligence has not been provided about a criminals’ use of vehicle, checks can be made to identify what vehicles they are linked to. Markers can be placed upon the vehicles so that they can be highlighted quickly once a search is completed on that vehicle. Smart Water may assist in officers trying to locate stolen items, moreover dog units can help identify if people are carrying drugs within their vehicles. Local CCTV may also assist in identifying offenders. Tracking devices can be placed on vehicles therefore making it easier to locate a vehicle.    
Automatic Number Plate Recognition (ANPR) is a tool used to disrupt criminal activity, they can be located on static cameras and on mobile vehicles.  Sidhu et al., (2017) states that ANPR can be used to identify and track vehicles that have been involved in a crime and can also be used proactively to target vehicles linked to criminal activity. ANPR allows for intelligence to be built to explore what routes criminals are using through their vehicle use. Furthermore, along with mapping it can assist in identifying crime hotspots and the specific MO of the crimes. Moreover, ANPR can also be used to determine what time of day the criminals are also using the road. This is especially effective with county lines and drug dealing where often the same routes and vehicles are being used late at night. Therefore, with intelligence led policing and targeted patrols of these times and routes, it increases the likelihood that these offenders will be stopped and apprehended. ANPR can also be used in the evidence gathering phase of a case, a subject may deny all involvement in a vehicle related offence. However, if ANPR, CCTV checks are made it may place the subject within the material time frame and capture them in the vehicle themselves.
With a growing population and an increasing number of car users, this increase needs to me aligned with an increase of roads policing officers. Roads policing officers have the necessary training and equipment such as ANPR in order to deal with road related offences and have the ability to track vehicles. However, within the Parliamentary Advisory Council for Transport Safety report, Norbury (2020) states there was a 18% decrease of roads policing officers between the years 2015-2019 in England and Wales. 
ANPR also provides several other benefits for the safety of road users as it allows officers to quickly identify vehicles that have not passed their annual safety test (MOT) or vehicles that are not insured. Officers can then stop these vehicles and remove them from the roads to ensure they are no longer a risk to the public. Within the Parliamentary Advisory Council for Transport Safety report, Norbury (2020) states that ANPR allows for improvements in road safety and in how the roads are policed.  
To conclude information and intelligence is very important in its use for disrupting criminal activity. It allows for both proactive and reactive policing to ensure that offenders are brought to justice. Due to criminals regularly using the roads it is essential that roads policing is effective and ANPR is a very useful tool in enabling officers to police the roads. Through using Schon’s Reflective Model it has allowed me to identify that ANPR has been a very useful tool regarding some of the cases I have been involved with. It allows for effective tracking of a vehicle and involved offender suspected involvement in a crime. Furthermore, whilst on my roads policing attachment it also assisted in quickly identifying and stopping vehicles that are unsafe to be used on a road. 
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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 
 
Required: 5
Rating: 5
 
Upon reflection I have recently arrested someone for possession of an offensive weapon. However, possession of a bladed article was a more appropriate offence. 
Having working in a busy area I have not had much experience with roads policing so knowledge maybe weaker in this area.
Overall legislation knowledge is an area I can improve on.
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	· Continue to put myself forward to take on several different cases and attending different calls this will improve my knowledge.
· To improve on my knowledge of the law to do this I will continue to attend university lectures online, complete further reading and research. 
· Research relevant case law. 
· Try to put into practice roads policing legislation

	SKILLS 
 
Required: 5
Rating: 7 
 
 I think I entered the job having good levels of communicational skills already. 
Also, from having played sport, team work and OST is also something that I was able to pick up on quickly.  
[bookmark: _GoBack] I have also undertaken a number of arrests and interviews so feel confident in this area.
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	· Continue to put myself forward to attending different calls this will improve my skill set.
· Put myself forward for any courses available to me. For example, taser, blue light training. 

	EXPERIENCE 
 
Required: 4
Rating: 6
 
From working in a busy area that covers a wide range of different crimes I feel like I have had quite a variety in dealing with different things. In comparison with others. 
One area I think I have had the least experience in is traffic, however due to the call demand where I work it is not often that officers have the time to be proactive.
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	·  Continue to put myself forward to take on several different cases and attending different calls this will improve my experience.
· Experience will only come from “doing” so any opportunities to experience new things I will put myself forward to do so. 
· Try to be proactive especially when it comes to traffic offences and conduct 163 RTA stops. 



 
 


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:  G.O’Donovan_ _ _ _ _ _ _ _ _ _ _ (Learner – electronic signature accepted.) 
 
Date: 05.04.21_ _ _ _ _ _ _ _ _ _ 
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