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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:

All organisations have a culture, and the Police is no different. Some of these cultures are what the organisation wishes to promote and be seen as reflective of their ethos, values and heart of the organisation. However, there are other cultures that are more of a by-product of the job by those engaged in that work. 

Policing and law enforcement is recognised by most, as a very difficult stressful occupation. Police officers are exposed to incidents and situations that can be very traumatic, confrontational, including being assaulted as an accepted possibility of the role, while being responsible for other people’s lives in some instances. Police officers have to process and witness things that a normal person would never see in their lifetime, sometimes several times year. They are constantly in the public eye and especially recently seemingly criticised and scrutinised in all they do.

Having obtained independent patrol status, I have been out serving the public for approaching a year. I have seen how long standing experienced officers of many years, have developed various coping mechanisms and resilience for the difficult job that is policing. 

Critical incidents and other work-related stressors, including the un-sociable shift patterns and long hours can lead officers to use maladaptive coping strategies, such as avoidance and to suffer subsequent negative outcomes, such as alcohol problems and posttraumatic stress disorder.
I have seen first-hand an organisational culture of drinking alcohol as a coping strategy to relive stress and aid sleep. This is not to say it is the only culture I have seen, there is also the use of exercise, which is a positive strategy.

A drinking culture is evident in British sociality as a whole.  The annual spend on all alcohol in the UK for 2019 was over £21 million. 

The most recent guidelines, changed on January 2016. The NHS chief medical officers stated that no amount of alcohol is safe but to keep health risks from drinking alcohol to a low level you are safest not regularly drinking more than 14 units per week and if you do drink as much as 14 units per week, it is best to spread this evenly over three days or more. New alcohol advice issued (National Health Service, 2016)

The above guideline is a maximum amount of alcohol units to drink in a week before you become more at risk for alcohol health related problems. The UK's chief medical officers say new research shows any amount of alcohol can increase the risk of cancer, however in 2017 in England “60% of the adult population drank up to 14 units a week” which is an average of 2 units every day, and “17% of the adult population drank between 35-50 units in a week” Alcohol consumption UK (Drinkaware, 2019)

Excessive alcohol consumption is widely known to have negative health risks. Some of these being cancers of the mouth, throat, colon and breast, stroke, heart disease, liver disease and mental health to name a few. Alcohol and public health (Centres for disease control and prevention, 2020)

Despite these warnings, there been many instances after I/the team have been on a particularly difficult incident, topic of conversation turns to what drink will be consumed after the shift. Similarly returning from rest days the conversation will include how drunken people got at during their time off. 

During team social events there is an expectation that drinking will be part of the event, in many instances, drinking is expected.  I have observed this in different teams at different stations. I would say, it is the same across the board. This isn’t to say that that officers are inappropriate with alcohol when in work, but it is clear that alcohol is used to decompress from the exposure to critical incidents capable of creating both stress and aversive reactions because of the job. This would suggest that this is a culture within the organisation.

Consider the data collected by the charity “blue light mind” which conducted a survey between 5/12/2014 and 12/1/2015. There were 3,627 responses to this survey from emergency services personnel in England – representing approximately 1.5% of the country’s total Blue Light workforce, however 1,194 responses were from support staff. 

They have stated the outcome as,

“Police personnel use a mix of coping strategies – talking to friends and family is the most common (57%). However, isolation (54%) and drink/illegal drugs (21%) are worryingly popular” 
Blue light scoping survey Police summary (Mind, for better mental health, 2015) 

There is a more current survey published in 2019 with a wider base and more participants. However, the option of selecting drink/illegal drugs was removed from the survey. There are many research papers completed on the subject of alcohol used as a coping method for police in other countries like the US

There seems little documentation of it for the UK. It is strange that the option of alcohol/drugs was removed from the previous survey, when clearly from an anecdotal perspective and internationally it is a significant issue.

I have developed other coping strategies for a good work life balance and mental health. I don’t need this culture/strategy of alcohol use. The police have moved away from the peer pressure to drink. I have been on social and team cohesion events, and not experienced that pressure. However, it’s a lot more difficult to feel included when not drinking with the rest of the team, even if that is not deliberate exclusion. 

To overcoming this, I ensure I attend team social events, and will offer to drive if required. I will try offering an alternative social event not solely based around drinking, but still a good activity. Even with moderate success this enables me to still feel part of the team and have a good working relationship with my colleagues. Thus helping to maintain wellbeing and resilience to this particular coping method.

Some health risks of conforming to this culture within the organisation been mentioned. There are also risks to your professional life. Countless incidents recorded have involved officers making bad decisions while under the influence of alcohol, leading to disciplinary action and fractured relationships both in and out of work. Consideration should be given to the long term addictive affects of alcohol, which fails the code of ethics. 
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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 instance I was on duty with a female colleague. We were called to an emergency domestic related incident between a mother and her teenage son. The address to which we were called is known to myself as being an area of social deprivation and has a high volume of crime. The family in question was also of an ethic minority and of the Muslim faith. All these factors were reviewed when dealing with this incident. There were no language barriers.
When going to any incident that has the potential to be unpredictable, I was taught to use the National Decision making model (NDM) for the Police to assist in making the best decision for the incident.  
The Police as a whole, make thousands of decisions every day, from mundane to critical, including where members of the public deliberately try to miss-lead them. When officers make a decision during an incident there can be very serious implications - from serious harm, to death, notwithstanding the detrimental effect on the reputation of the Force. 
All decisions made by officers can be publicly scrutinised,, thus increasing the pressure on officers to be able to justify every decision they make in a fast paced environment.
“To improve public confidence in policing by ensuring the police are accountable for their actions and lessons are learnt” Strategic plan 2018-2022 (Independent Office for Police Conduct, 2018)

To achieve this more effectively the NDM was introduced to the Police by the Association of Chief Police Officers (ACPO) and came into effect in October 2012. The model is not designed to be academic but to support decision-making in a fast paced, time critical and non-time critical situation. 
The model has the Police code of ethics at the core, which is a strength of the model. It reminds officers and staff that all decisions must be in line with the code of ethics. All other parts stem from this core. The thought process follows a clockwise direction and are identified in order of importance and they are, Information – gather information and intelligence, Assessment – assess threat and risk and develop a working strategy, Powers and policy – consider powers and policy, Options – identify options and contingencies, Action – take action, Review – the situation or outcome. National decision model (College of policing, 2013)

The model, or even parts of it can be used several times in the course of a single incident. It is designed to be simple in its essence because of the nature and demands of when and how it is used. In relation to the domestic assault incident that I attended, I used the NDM to assist me to make decisions quickly and that were appropriate and quantifiable and in line with the code of ethics. 
On route to the address I started gathering information by looking on my police mobile regarding the incident. There was a brief overview taken from the call handler, a description of the male, his age and that he was the victim’s son.
My first priority was the safety and security of the victim and her daughter, ourselves, but also of the suspect who was a minor, and from the history of the family, had other additional needs that had to be considered.
Police officers have to make decisions in situations where not all or even a fraction of the information that is relevant is available before a decision must be made. It is better to make a decision on 60% of the information, but within the critical time frame than to wait to have 100% of the information but it is then too late to act upon it. This was the scenario in the incident I attended. As we pulled up in the car outside the flats, I could see a male who fitted the description leaving the address and refusing to make eye contact with me. I quickly got out the vehicle and went after the male who, even when prompted would not stop and talk to me. I tried to gather further information from the male but he gave me a made-up name and would not give his address. 
With this limited information I had to decide if we needed to detain the male for further enquires or not. I had to think of the most likely course of action and the most dangerous, (as there are hundreds of different outcomes and variables in this situation). These two points are the most useful when being presented with so many options. I used the NDM to make my decision. I knew there was only myself and my colleague present, also being female and of slight build. 
The male in question, even though he was only 14, was very tall and of a large build. I assessed the risk and possible harm should he become violent or have a weapon. The male fitted the description we were given, and he was also trying to actively get away from us, leading me to believe that he was involved.
My decision for a working strategy was to detain him until we could find out from the victim if this was her son responsible for the assault. I knew that I had enough evidence to support the suspicion that the male was involved in the incident, and that there is policy in place to detain and arrest a person you suspect of an offence. (Bryant and Bryant, 2018, P.197)
When my partner and I put our hands on the male to try and stop him as he was still seeking to get away from us, he became aggressive. Going through the “assess risk” element, I spoke over the air on my radio and requested back up, as I could foresee with the impact factors and different possible outcomes the male was not responding to our discussion and would not come with us willingly. 
As I did this I passed all the information over the air communications. This would have been recorded, assisting other attending officers to find the male if he was successful in making-off.  This also made the control room aware of what was happening to us, allowing them to make assessment and ensure help for us would be forthcoming. As the efforts to detain the male progressed, he assaulted both myself and my partner by pushing and shoving us in an effort to get away.
At this juncture I reverted back to the assess risk element of the NDM, referencing the safety of all of those involved. I was able to get the male into a garden with high fences with no way out. After another dynamic risk assessment of the situation and possible outcomes, including him becoming more aggressive, but knowing backup was on the way, I decided it was not worth the risk of an escalation of violence and potential injury, in trying to handcuff him. I also didn’t think my female colleague and I were in the best position to arrest him with minimum potential for injury. The option of assistance was close at hand and so we waited until back up arrived. Use of the de-escalation training is becoming more significant. (College of Policing, 2019)

That whole incident to this point took less than 3 minutes. During that time I had used the NDM several times to make a decision that was professional, where I behaved in a manner that was respectful to the suspect, even though he was disrespectful. I used self-control and an appropriate level of force dealing with him, considering his safety, despite his aggression all with the code of ethics at the centre of my decisions. 
Another officer arrived and the male was detained and escorted into the Police vehicle. I was able to check the victim and daughter’s safety and further assess if either of them needed medical attention. This being achieved, additional information and a positive conformation that the detained male was indeed responsible for the assault and damage to the properly. 
The male was arrested and taken to custody. The investigation was completed, I was able to review my actions and decision process of the incident. We had a debrief and review with our sergeant as both myself and my colleague were assaulted. I reflected upon the incident with a non-time restricted process and reviewed my decisions without the stress of the situation bearing down on me. This was undertaken, being conscious of the core values of the NDM and those decisions reflected the standards of professional behaviour whilst being the best outcome that I could have achieved in a very demanding stressful situation. 
Over all I am satisfied with the decisions I made. I feel that I acted with fairness and impartiality for the suspect but was still able to safeguard the victim and stop any further harm to her and her daughter. If faced with the same situation again I would call for assistance sooner when the male initially started to become aggressive and I would position myself differently to the male making it more difficult for him to commit assault. 
References
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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:

Work teams have become an increasing component of organisational structure, and are found everywhere in today’s world, with their intention of bringing together groups of skilled individuals to achieve a set purpose. (McEwan, 2017, p.2)
Team dynamics are created by the very nature of “team” work.  These dynamics stem from a whole range of variables from different personalities, the structure of the organisation and the nature of the work and funding of the projects etc. Team-building has been specifically studied for over 50 years.
The Tuckman Team model, developed in 1965 describes the four stages that a team will progress though: forming, storming, norming, performing and afterwards the adjourning. These stages are the processes that a working team will go though in their journey to complete tasks and improve team cohesion. 
GRIP model, created by Richard Beckhard developed in 1972. The stages are Goals, Roles, Interpersonal roles and Process. These are similar to the model above but makes the assumption that all parties involved are working towards a common goal. 
Lencioni Model, developed 2005 uses his model in a reverse manner looking at five main dysfunctions of a team. Starting with the biggest factor, lack of trust, fear of conflict, lack of commitment, avoidance of accountability, and inattention to results. (Last, Unknown P.115)
Today’s studies are far more complex and have built on previous studies, with greater detail to many different features and theories of psychology.
Today it is thought that there are several layers to team building. Surface level attributes or variables of the team members - such as age, gender and reputation can be important, but may not be the factors that matter most. But deeper level factors such as personality traits, values and abilities tend to have much bigger impacts of work teams. (Weir, 2018, p.46)
This idea is supported by others that redefine the work carried out by the team into “task-work” and “teamwork”, with the difference being task-work representing what the team is doing and teamwork how they are doing it with each other. (McEwan, 2017, p.16)
There are many elements mentioned, looking at the requirements to make a successful team, and they bring many valid points to consider for an effective team, including important external factors, to the individual, the task in hand, the funding and support for the group, unrealistic expectations, pressures from those outside the group, the facilities they are to work with and the environment in which they work in. But as highlighted by Desmond McEwan (et al, 2017) the differentiation of doing and how it is done is so important. 
This can then give recognition to the many elements of the individual. All the models and the theories on particulars of the models are all seeking to identify ways of bringing a group of different individuals into an effective unit, somewhat like a bee hive, where the overall aim of the group overrides the individuality of each member.  Achieving these goals is a difficult task, as people have innate needs that are often expressed and this is part of what makes them an individual in the first place. These difficulties are well recognised as there is a wealth of research on the dynamics of teams.
A team is a group of people in which the commonality is a shared goal.  This fact, itself, creates a dynamic between each team member, because they are dependent on each other for success. 
Organisations are living systems consisting of units having their own defined roles, independently and which operate in a structured environment with defined resources - in such a context conflict becomes inevitable. (Oachesu, 2016, p. 807)
Conflict is bound to exist in every organisation where people are brought together as a group not choosing one another but still having to work together. People in teams are in essence, all individuals with their own wants, needs and individual thoughts, beliefs and personality.
There are many reasons why conflict can occur in a team as the relationship between them all is complex and multi-layered. An individual’s personality will interplay with different cultures, back grounds, values, beliefs, attitudes, age differences, skills, social class, gender, and education which will all influence how a single person behaves in a team. 
The structure or management of the team, the issues of power and authority, and the effectiveness of the manager will all play a part. The manager should be on hand to make sure that the organisational culture or ethos is being adhered to, and to make sure the allocation of the workload is fairly distributed and to intervene, mediate and facilitate the individuals back to being team centered and goal orientated when conflict does arise.
Prevention of these negative conflicts, provides the basis for a more positive, open, harmonious and goal focused team.  Communication is a critical factor in all human relationships, and good communication needs to be established and maintained between the employees. (Oachesu, 2016, p. 808)
Effective and efficient communication in the team setting cannot be over emphasised. Making sure that people understand what is being asked of them, having clear instructions for tasks, goals and priorities, and how they are to interact with others in the team, with mechanisms for feedback, including difficulties and ongoing in the progress are essential.
However, should conflict arise, some of the different ways this is addressed are by mediation - engaging all the parties involved. Ground rules are set for conversation to bring out the issues and establish the root cause of the problem. This may lead to compromise from either or both parties to find a common solution that is acceptable to both or all persons in the team. 
Collaboration may also be required, engaging both parties to try and cooperate with each other to find an outcome that is suitable enough to make them overlook the various conflicts and unite their ideas to find a common goal. The last resort is disciplinary action for one or both parties involved to stop certain behaviors that are causing the conflict if they are against the ethos or culture of the organisation. This is can lead to members of the team being removed or choosing to leave. 
On joining a new organisation, people will naturally observe similarities and differences they have with other members of the team. If they find themselves dissimilar in a lot of ways they may think that the rest of the team will view them as different, and not fitting in with the group dynamic. This is when they are most likely, at least in the beginning, to try and change part of their behaviour to fit in more and be more “similar” to the rest of the group dynamic. This can be a positive change for example if the group dynamic is to go the extra mile to get the task completed but it can also be negative change. 
An example of this change in the police team scenario, is the sense of humour that Officers are known to have. The force sense of humour can be quite dark, this being a coping mechanism for the frequent difficult, stressful and occasionally traumatic incidents that Officers have to deal with in their day to day role.  
Whilst on shift sometimes, the jokes made to each other and on some unofficial platforms like WhatsApp groups for the team can be inappropriate and unacceptable. When placed in a new team you are much less likely to challenge such behaviours as you do not want to alienate yourself from the group, which may already be functioning as a cohesive unit. 
This behaviour from all involved can result in failing to comply with professional standards requirements and not be in line with the code of ethics, failing in both professional “conduct” and not “challenging and reporting improper behaviour as seen in the standards of professional behaviour. (College of Policing, 2014)
While it may seem trivial in that it’s just officers ‘trying to make light’ of difficult situations, these behaviours can escalate. These jokes can be very offensive to other officers who have different life experiences to those who find the jokes amusing. It would also, without doubt bring the force into disrepute if some of the things joked about were ever to become common knowledge due to the higher expectations of ethical standards required of Police officers. 
If the team is truly a cohesive, effective unit the individual should feel comfortable and be able to discuss these unacceptable behaviours to the officers involved or report them as previously stated to the line manager, who should be in a position to implement the change that is required to comply with professional standards and in essence the Police ethos. 
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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:

Automatic number plate recognition (ANPR) was first introduced in the UK in 1979 by the Police scientific development branch. 
The ANPR concept is about being able to detect and identify vehicle registration marks (VRM) for police relevance. The ANPR system works by cameras being placed on the road or surrounding infrastructure, so that when a vehicle passes by the camera it automatically reads and records the vehicle registration mark. The camera is linked to a computer that checks the information against database records for any vehicles of interest (VOI).

There are many different types of camera, static, movable, multi-lane, Closed Circuit TV (CCTV) integrated, mobile and covert ANPR systems. As these cameras capture data and have the potential to hold and use detailed information about the activity of a vehicle, different ANPR cameras will require different levels of ‘permissions’. There is législation designed to ensure that ANPR cameras are governed correctly and proportionately, as seen in the Regulation of Investigatory Powers Act 2000 and the Data protection act 2018.

There is a national ANPR infrastructure across the UK. The majority of these cameras are the responsibility of the various Police forces which all connect to one national system. This is called the National ANPR infrastructure (NAI). (National Police chief’s council, 2016)
There are currently around 11,000 ANPR cameras nationally, which submit around 50 million ANPR ‘read’ records to national ANPR systems every day. ANPR data from each police force is stored together with similar data from other forces for a period of one year, unless preserved under the provisions of legislation that changes the time frame (Criminal Procedure and Investigations Act 1996)
There are clear rules to control access to ANPR data to ensure that access is lawfully proportionate and for legitimate investigation purposes only. (Police UK, 2020)

There must also be consideration given as the constant use of ANPR cameras are an infringement of a person’s human rights, going against article 8(1) of the European Convention on Human Rights which guarantees the right to respect privacy and family life, home and correspondence.

It is argued that however the use of ANPR does not generally result in the obtaining of private information. A vehicle Registration plate detail is not in itself private information as it is a deliberately obvious displayed information, which is intended to be seen by the very nature of it. People who drive a vehicle, voluntarily accept that they are likely to be linked to a particular vehicle by reference to the VRM in the context of data from the DVLA, and that ANPR technology on the roads will allow the police and other agencies to determine the presence of a vehicle at a location. (Home office, 2014)

This technology is used in the disruption and detection of various criminal offences including terrorism, major and organised crime, stolen vehicles, uninsured vehicle use and county lines to name a few. There are two main ways in which ANPR is utilised - reactively and proactively. It’s also used to support all law enforcement in investigating crime.  
The common factor of these uses of ANPR in the course of law enforcement, is to limit the freedom and ease of movement that criminals have on the roads and infrastructure that is available in the UK. 

ANPR is used reactively for a direct Police response. A vehicle that is checked against the database as a vehicle of interest will create an “alert”. This can be passed on to Traffic Police officers, who can legitimately intercept the vehicle and conduct a multitude of actions such as ‘stop and search’ to check for evidence, to check relevant documentation and, if necessary to make arrests and/or seize the vehicle. 

An example of this would be if a Multi-agency public protection arrangement (MAPPA) level 3 offender, (violent or sexual offender), has a vehicle registered to them, this information will be logged on the Police National Computer (PNC). If the offender has license restrictions placed on them to not attend a specific area or not to travel beyond a specific point, and they travel there, it will be read by an ANPR. If they are in breach of their conditions an alert will be created and the Police can go and investigate the event and possibly arrest the offender. (Home office, 2014)

ANPR was used in the case for the murder of Ashleigh Hall, a seventeen year old female who was murdered in 2009 by Peter Chapman - a known sex offender. Details of Chapman’s vehicle were circulated on PNC in October 2009, by Merseyside Police after he failed to notify Police of a change of address which was a criteria of his sex offenders order. 

The Durham, Cleveland and North Yorkshire forces all recorded ANPR ‘hits’ on their system between 23rd and 26th October, These resulted in Chapman's arrest by Cleveland Police, at which point he confessed to Ashleigh's murder.” (BBC, 2011)

The second use is proactively. ANPR is used to develop intelligence and build a macro picture of criminal activity UK wide. It is a very useful tool to show patterns of movement including the traveling of known criminals, supporting assessment and intelligence, providing lines of enquiries - particularly pursuing organised crime. 

An example of this would be County Lines. County Lines is the term used for criminal gangs who use the most vulnerable in society - young adults and children to facilitate taking class A drugs and drug money around the UK. They specifically operate across police and local authority boundaries out of area to manipulate the anonymity given in different areas to their location. Relying on different forces having different computer systems on which they may not have a record. 

The modus operandi of County Lines are to use the railways or cars which continue to be the main transportation choice for their illegal activity. The ANPR is used to read the VRM - that information is used to check the vehicle, whether it is from the current area or a different area and whether the vehicle is associated with a person linked to County Lines. This information can be used to build up an intelligence picture and with further development, see which areas the vehicles are coming from and going to and how frequently they travel. 

It is also used to help create intelligence with the information analysed to help identify crime trends and hot spots. For example, if they are going to cities with prisons, because that gang member is linked to, or an associate of, a person in said prison. It is important to note that a portion of vehicles used by County Lines are from hire company’s - making it more difficult to build an intelligence picture. It is hard to trace who is using hired vehicles, however this can be utilised again by the roads police officers using intelligence led patrolling, who can use the information for profiling and targeting hire vehicles. (National Crime Agency, 2016)

ANPR can be used as an investigative resource, acting as a force multiplier for police departments spread over many different force areas, increasing the scope of what is seen and the data submitted. The National ANPR Service enables police services to access this data outside the boundaries of their own force area. 

Through ANPR cameras scanning VRM’s and automatically matching them to hotlist databases, many more license plates and vehicles can be scrutinised and larger areas patrolled effectively because of this. With this technology, more arrests can be made because the ANPR systems frees up officers to attend offending vehicles whilst law abiding drivers can go about their business unhindered.
 
ANPR can also be used to support investigations, confirming if vehicles associated with known criminals have been in the area at the time of a crime and their movements in that area - this critically speeds up the investigation. The ANPR camera will have logged accurately the last time and the vehicle position if linked to that incident, if it was in the area of said crime. It can also help when no other specific information is known about the offender’s vehicle.

[bookmark: alibis]ANPR when used with other sources of information like CCTV, witnesses, and DNA data can assist in the overall direction of the investigation and prove or disprove alibis. (College of Policing, 2013)

ANPR is a deterrent to organised crime groups, who are aware of what the system is capable of and have to constantly adapt their operating procedure to remain hidden. It can be used to intercept a suspects vehicles before they commit a crime, and to enforce road traffic offences identified through ANPR, to disrupt criminal activity. (College of Policing, 2013)

The ANPR system, while needing to kept proportionate to the criminal offence, provides a huge resource to many different areas of policing. It is also a significant challenge to the criminal who often have to accept sub optimal alternatives for the pursuit of their illegal activities. This ultimately provides safety and security to the general population. 
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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 
 
Legislation
 
 
 
 
 
 
 
 
 
 
 




Intelligence












Completing files














Fraud











DVPO/DVPN


	Low 
1-4 
	Med 
5-7 
7















6













7












6










7
	High 
8-10 
	Low 
1-4 
















4


































4
	Med 
5-7
6 




























6











5
	High 
8-10 
	 

I need to continue to increase my knowledge of some legislation. An example of this would be roads policing. In my area we do not have a great deal of road related incidents and so my exposure and knowledge is limited. I have my roads policing attachment booked in for December, I will be able to use this to develop my knowledge and exposure with what is done to investigate a roads incident and how to execute it.

– I need to increase my knowledge of what is intelligence, and what adds value as opposed to just sending in information. My current exposure for the types of intelligence I have submitted tends to be low level. I need to increase my knowledge of intelligence for more serious crime to have better understanding of what creates a good intelligence assessment. 

I need to increase my knowledge for completing the different types of files to CPS. Knowing what needs to be completed for the different cases files, and how to access them on the systems we use. How to complete certain tasks associated with different investigations, like phone download applications, and charter applications.  

I need to increase my knowledge for fraud cases. Again this is not area of crime we have a lot of in my policing area. I need to know more of what is available to me, to help me in getting the correct department to do the correct job and what needs to be completed in a fraud crime.

I have not completed either a DVPO or DVPN. I am unsure as to how I would complete one and what information I would need to be granted one.


	SKILLS 
 
 
RTC
 













Conflict management/Public order





 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 














7
	High 
8-10 

8
	Low 
1-4 
	Med 
5-7

6 














5
	High 
8-10 
	 


I need to build my confidence in dealing with a road traffic incident. For in my decision making for preserving evidence and how I would deal with an incident that was larger with more than one car. I need to know the best way I would deal with the incident while ensuring that I followed the policy, and knowing who to call to be able to clear the involved vehicles after.

I need to build my confidence at dealing with aggressive behaviours with more than one person. This is something again I have not had a lot of dealing with in my area. I need to work on the ability to be able to deal with the conflict in the best way possible, and be able to bring people who are aggressive back down to being passive if possible. Dealing with large scale public order. 


	EXPERIENCE 
 
 
Issuing traffic related TORS and NIPS












Contempt interview








Being lead Officer








Case file building
 











Suspicious death
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7

6 












7







7







8
	High 
8-10











































8 
	Low 
1-4 

4










	Med 
5-7 














5







6







6












6
	High 
8-10 
	 


I have given out very few of these in my area as they are not something I have dealt with much, so I am not familiar with the forms. I need to be more proactive when on mobile patrol, by doing more vehicle checks and be more visible as presence see more offences and issue tickets. This should happen on my traffic attachment.

I have only done one of these, I need to increase my experience in this area so I am comfortable with the process, knowing when you are able to complete them, and what needs to be covered.

I need to be more proactive with asking to take lead on incidents. The more exposure I get the better it will be for my confidence and experience in dealing with the different types of crime and safeguarding

I need to increase my experience of casefile building. Specifically for completing documents like remand applications and bail applications. I need to get experience in knowing the best way to fill them out with the more relevant information for the application, and why. 


I have never been to a suspicious sudden death, so being first on scene and setting up the cordons and preserving evidence. Making sure that I contacted the correct departments to make sure the investigation was competed correctly. 



 
 


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:  Esther Cole (Learner – electronic signature accepted.) 
 
Date: 27th September 2020


Bibliography
The bibliography should only include sources referenced within the workbook using the Harvard referencing system. Information about referencing in written assignments and how to avoid plagiarism can be found on Moodle. It is important that you are aware of the importance of ensuring that the work submitted is your original work.

image1.png
Prifysgol Cymru
% Y Drindod Dewi Sant

N University of Wales
Trinity Saint David

%





