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Task 1

[bookmark: _Hlk115006197]Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

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

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


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



ANSWER:

This short essay will explain what organisational culture is and will research organisational culture from a predominantly policing point of view. The challenges new police officers may face conforming to organisational culture will be discussed and the impacts this may have on the wellbeing of those officers. A new officer may develop to maintain wellbeing and resilience and the methods to support doing so will be discussed in this document. Personal experiences will be discussed and examples of organisational culture from previous employment to student police officer. 

	
It is believed that organisational culture can be the difference in an individual’s work performance. This could mean they are inspired by the culture to go above and beyond for the good of the organisation. The culture may be influential in swaying members of its work force to give very little due to a very negative culture. Which way the consensus sways amongst the work force can be crucial for the performance of the organisation. Organisational culture can be crucial to an organisation and should be understood by management as the culture will have an impact on organisational performance. It is widely agreed by most organisations hierarchy’s those individual targets are the main driving force toward a higher standard of performance. Organisational culture is the set of values, beliefs, behaviours, customs, and attitudes that helps the members of the organisation understand what it stands for, what goals are set and how it attempts to achieve them (Sokro, 2012).


Organisational culture is the pattern of values, norms, beliefs, attitudes, assumptions that may not have been articulated but shape the ways in which people behave and things get done (Armstrong, 2006). Cultures where organisations goals are one in the same as those they employ are often thought of as being ‘successful’ cultures (Kotter and Heskett, 1994). 


The changing of an organisations culture is a very difficult task for those in charge. This is due to the culture of the organisation being built on values, attitudes, assumptions, communication, goals, and targets. These elements bond together and combine in to one. This prevents any attempt at changing any one part of this. Small changes to these elements may appear successful initially, however, these changes are inevitably drawn back to the initial elements of that organisational culture. 
Changing of a culture is a large-scale operation and all skills available would have to be utilised toward changing the thought process of those involved as each element would have to be taken into consideration. It is critical these are initiated in the correct order for successful achievement (Denning, n.d.).


On reflection of my short career thus far within the Police service, which began with six months of initial training followed by a period of being tutored by an experienced Police officer as part of a team. Once signed off for independent patrol status which meant I no longer needed to be in company of a tutor. I was deemed a competent Police officer and I joined another team in another station. I noticed immediately after leaving initial training, that there was a culture of negativity towards ‘the job’. This was not only from those long in service but also those very new in service as the negativity had clearly affected some of the newer members of staff. Police officers would openly vent their anger, in the workplace to others. This would predominantly be towards decisions made by hierarchy which possibly affected them. There would also be discussions of the many times, they had been wronged by senior managements decisions. There are also the negative experiences with members of the public which are discussed, and some officers possess an “us and them” attitude. This is often done in the presence of new starters by individuals who know that these new starters are new to the job and very impressionable those more experienced in the policing profession. 

I however, have learned through my working life that some individuals lack the ability to look at anything from any other point of view but their own. Where I can understand some people need to vent their irritation, I also believe they should be mindful of the negative environment they can create. The spreading of negativity can be contagious, which can lead to a detrimental effect on not just new recruits but all of those that may experience it. I noticed group chats with colleagues I went through initial training with on times became negative towards decisions made by hierarchy and some individuals they had dealt with. Only topics of cancelled rest days, difficulty with shift work and other negative experiences within work begun to outweigh the positive experiences had by my colleagues. 


I have been aware of organisation culture for a long time, and this has not been my first experience of organisational culture. On leaving school I have worked in a vast variety of jobs, all of which have had an array of social differences and differing organisational cultures. I believe due to these changes in job and experiences, organisation culture has not had a great impact on me this time around. I believe these varied experiences have put me in good stead for joining the police. I also believe having a good life experience whilst working in a variety of different jobs with differing social cultures, has made me adaptable, understanding, and open minded in my approach to victims, suspect and witnesses alike. It has prepared me for dealing with colleagues and the negativity they can sometimes bring. 


In conclusion I would say that Organisational Culture within the police has not impacted me as much as it would an individual who has not been exposed to this negativity before and was experiencing it for the very first time or somebody with limited life experience who is very easily influenced by their peers. The organisational culture in the police is far more prevalent than I have experienced before and can be more negative. This is perhaps due to a higher level of responsibility and stress factors that come with a very high intensity job.  I was prepared for this change, and I use many strategies to lighten the mood on shift and steer conversations away from negativity, as I know from past experiences that if I allow negativity to spread the whole team will become negative and I would return home from my shift in a low mood which would then have a negative impact on my home life. I do not allow work experiences effect my homelife and always try to promote a positive outlook on all scenarios. If I do feel I am getting caught up in organisational culture I do find it is always good to de-brief by talking with family members, none of which are from a policing background. The people I have experienced displaying negativity are not always negative and it is not continuous negative environment. There are some individuals that lift spirits and spread positivity, these people I find are very important to balance organisational culture within a work force. 
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[bookmark: _Hlk115012673]Task 2

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

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

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

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





ANSWER:

Introduction to the incident

The incident the writer has chosen to use as an example for this short essay, was a call from a member of the public expressing a concern for the welfare of a child due to an ongoing domestic incident within a family home of whom the caller was a neighbour to. The call to emergency services had been made from this concerned neighbour who on hearing the raised voices and swearing had called 999 as they were aware the male and female who lived in the property also had a young child living with them in the property. 

The reporting person had requested police then expressed she was extremely concerned for a toddler who she believed was present in the property and experiencing the domestic incident. The reporting person stated she believed the male and female were fighting due to the level of shouting, swearing, and furniture being broken but could not hear the child crying as would be expected of a young child experiencing this aggression. Due to the nature of the call and the concern for the young child in this incident, it was graded with the police grading system as a G1. This means that the incident was to have an immediate response from officers. This also gave requirement for the activation of blue lights and siren to be used in accordance The Road vehicles Lighting regulations 1989 which follows the road traffic act 1988 (Legislation.gov.uk, 2022)

Blue lights and sirens were indeed activated to warn other road users of our presence and to allow us to pass by them safely. This immediate response was under way within seconds by my colleague, who has completed the relevant course to drive with blue lights at a greater speed than generally aloud for normal road users. I have not completed said training so would be unavailable to provide such a response. I read the text of the call on the journey to the incident. I was considerably concerned for the child in the property due to the report of not just shouting but the sound of damage being caused. The data available to us is limited with regards to exposure to intimate partner violence for children (Latzman et al, 2017).
According to a report named, world report on violence against children, however. It is believed that between 133 and 275 million children are potentially exposed to violence between intimate partners each year (Digital, n.d.). Domestic violence and child abuse have become more prevalent during the covid virus and where there were efforts made to stop the spread of the virus, the lockdown came at a different price. Children and other vulnerable family members became a higher risk to family violence. There were multiple explanations to this new danger by theorists with criminology backgrounds. The impacts of loss of earnings, economic instability, and high levels of fear of the virus as well as lack of socialising and prolonged periods of time indoors with family members added to household stress, therefore risk of violence (Pereda and Díaz-Faes, 2020).

It was imperative our response was rapid and that on arrival our actions were professional and appropriate steps were taken to safeguard those present and the correct decisions were made. 


The National Decision Model 


The National decision model is a guide for those operational officers making decisions on incidents no matter what your job role within the Police. 
It is possible to apply the model to incidents before, during, or after. Information and intelligence are at the forefront and the continuous cycle is constantly reviewed as new information is filtered in. The user is prompted to act on the most recent intelligence and information. This is dependent on risks, a dynamic risk assessment should be applied based on the information available. Police powers and policies should then be considered and what powers can be utilised for the relevant situation to prevent harm to any parties. Contingencies and options are next and should be fully explored to follow a backup plan should things not go according to the initial plan of action. appropriate action should be initiated whilst acting in a rationale and proportionate way. Following all these actions the officer should then reflect upon and review their decisions, assessing the outcome of each decision made (College of Policing, n.d.). 



Reflection of decisions made at scene 


On arrival at the scene, I could hear a male’s voice which was raised and aggressive. I had already checked warning markers for the address and there was no information of any persons at the address. I got to the house and was thinking about the child present in the property. The child’s safety and their exact location within the property. I activated my body worn video camera and knocked on the front door to the property loudly before shouting “POLICE” whilst opening the front door to alert those in the house of our presence. The shouting ceased and the male came bouncing from the living room to in front of me in the hallway. He was red faced and flustered. I asked the male in a soft manner to take a breath and to join me outside when he was ready to, so we could have a chat about what has happened. When I could see the male relax his body and begin to follow me, I told the male my colleague was going to chat with other people present in the house. The house I noticed was in disarray, there was far too much furniture for the one-bedroom flat and it was all piled on top of each other in the living room. I had brought him outside so that my colleague could check the welfare of those inside the house and due to the amount of furniture and the possibility of any tools or weapons in the house. As he entered the front garden, I asked him what was wrong as he looked upset, his reply was “everything” and he began to cry uncontrollably. He opened-up on how he was due to move house due to still living in a one-bedroom flat with his partner and autistic daughter. He had been collecting furniture ready for this move. Furniture was getting in the way and his partner was shouting at him for collecting so much furniture before it was official, it seemed they would not be moving after all. He said he is the sole carer for their autistic daughter as his partner was working full time which he admitted he struggled with due to her complex needs. The male admitted to shouting back at his partner from another room and had gone into the living room and began breaking the furniture up so he could dispose of it as it was the main argument point. 

The male was asked if this behaviour was acceptable in front of his young child. He explained his daughter showed no reaction to the loud noise nor did she react on him breaking the furniture. I explained that she could be very frightened despite not showing this due to her autism and could also begin copying this behaviour due to being at an impressionable age. Which the male agreed on.

I conversed with my colleague who had entered the property and engaged with the partner. She confirmed that it was not just a verbal argument, but the female had also slapped her partner during the disagreement due to frustrations with their situation with a small flat which had been filled with furniture and their difficulty with caring for their child who has complex needs and being the sole income earner due to the male remaining home with their daughter. There was now a reason for an arrest to be made due to an assault being disclosed. 

I returned to the male and informed him I knew of the assault he had received to which he said there was no complaint from himself and expressed his concern for his daughter should an arrest be made. 

On this occasion, me and my colleague agreed no arrest was necessary as this would have only added to the young couples’ troubles and caused distress to the young child.

I brought the two young parents together and told them I was sympathetic with their situation, however I did not believe shouting and swearing at each other nor her slapping her partner would resolve anything. I told them they needed to be supportive of one another in this difficult time. 
I told the male that damaging his own furniture to dispose of it, was his choice. I did point out how this may come across to neighbours along with the loud swearing as well as the impact of this on their autistic daughter. I also informed the couple; I could see they needed some support with their daughter due to her additional needs and could potentially benefit from some education on autism awareness. I also agreed housing needed to address their needs and find them suitable accommodation. I completed a public protection notice with them and explained the purpose of this being sent to relevant agencies to address their needs. 


My knowledge of the National Decision Model and the actions I took were ultimately the best form of actions to take at the time with the information available. At each stage, I analysed the situation in front of me as it progressed and always aimed to act ethically and just. I referred my decisions during this incident to the Code of Ethics (College of Policing , 2014) and acted in line with the College of Policing guidance on the NDM and the code of ethics. 
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Task 3

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

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

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

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


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




ANSWER:

The author of this short essay will define cohesion as well as an evaluation of the theory of team dynamics and its role on developing team cohesion. The writer will define team cohesion and the relating theories surrounding it including strategies for developing a team’s cohesion. 
The writer will consider why inter-personal conflict impedes on a team and will relate those theories discussed to a policing context.

“Cohesion – (of objects) the state of sticking together, or (of people) being in close agreement and working well together: 
Example: The team just seems to lack cohesion” (Cambridge Dictionary, 2020).

Team cohesiveness is the ability a team possesses to work successfully towards the same outcome. It is essential that the individuals of this team have the same common goals for the team to be successful in meeting targets set. This team cohesion is not natural to all team members and most individuals need to develop their team playing attributes. Communication skills and the development of strong bonds with fellow team members are essential. This can only be achieved through interactions over a period. This leads to teams performing at a higher level (Indeed Editorial Team, 2021). 

Team dynamics also known as group dynamics are constantly at play with shared work and collaborative efforts within the team. Every team has its individuals, who all have personal strengths, weaknesses, and their differing expertise and skill sets. 
When the teams’ dynamics are positive, individuals will work effectively together and tend to develop more innovative plans and a far better success rate. A team’s ability to perform well are affected by psychological factors. Looking at team dynamics and understanding these psychological factors and their impact on the team’s direction. It is important to acknowledge an individual performance, but an important part of leadership is the ability of interacting with the whole team as one (Guthrie, n.d.)

Increased productivity has been proven to be based on a team’s cohesion. However, how a leader or boss encourages this from his team or employees is the difficult part. 

The Picking of your team should be done with care and consideration. Within an employment setting there are two options when choosing who to recruit. The decision is if selection is from the current workforce or employment is sought from an outside source. No matter the decision the consideration should be given to if the potential candidate can work as part of a team and communicate with their peers. This individual may well have the highest credentials, best work ethic or time keeping, however, should they lack the ability to communicate with their team and work in union with them as failure to do so is failure to contributing to the team’s cohesion. This selection could possibly also lead to conflict and a negative impact on the team’s success. 
On selection of the correct staff members for the team, the following goal is for everyone to have a place in the team and all individuals to be successful at voicing their opinions and all individuals being given the opportunity to get there point across. Once the leader believes he has chosen correctly, it is imperative all are involved equally. Great success has come from those who draw on all its team members experience and knowledge. For full potential to be achieved not only should all members have a say and play a part, however, each member of that team and their contribution should be shown how much their contribution and efforts are valued.
Delegating tasks or authority to the correct individuals help increase cohesion. Team players are more likely to perform for their team when they feel ownership to the project. 
Conflicts within the team should be monitored as they can be healthy, it is only natural for a group to have internal conflict and challenges, this can help build character and strengthen teams. It is better to resolve these issues, so they are not able to manifest, especially those of an irrelevant, childish nature which should be eradicated at the earliest opportunity by the group. If the group cannot resolve this internally, it is possible to involve a third party who is impartial or if needs be then a manage who can listen to all parts and offer their non-biased opinion (CFI, 2018)

Bruce Tuckman was designed initially as four stages of group development theory which he introduced in 1965. The four stages of Tuckman’s development were Forming, Storming, Norming and Performing. Bruce Tuckman then revisited this development theory in 1970 which he added a fifth stage to the group development theory. The fifth stage was Adjourning which refers to the joy of reaching the groups main purpose or goal being achieved by the group. 
Then in 1977 Tuckman along with Mary Ann Jensen included this fifth and final stage into theory which was then given the name Tuckman and Jensen’s theory, due to the duo adding the fifth and final stage. This theory is an example of explanation of behaviour from those group members with dynamic characteristics as well as how they improve and develop within the group. (Kobiruzzaman, 2019)
Tuckman and Jensen theory has gone by many names such as Tuckman’s model, Tuckman’s team development, Tuckman theory of communication, Tuckman ladder and Tuckman stages

The Truckman and Jensen Theory’s stages

Forming 
When a new team comes together, the different members of this team will be unaware of their place in the team or their teams’ goals, aims and objectives. Everyone may feel a range of emotions around meeting fellow team members and understanding how each one works and if they will be compatible with one another. There will be a need for direction from a team leader. This development stage can take a long time which is dependent on compatibility of team members and skill level and ability of the person taking charge of leadership of the team.

Storming
Next comes the stage where individuals begin to test the boundaries set out by the hierarchy or company they are employed by. This stage often sees resistance and conflict between its workforce and hierarchy or between fellow team members as people become aware of their preferred way of working. Characteristics become more apparent due to members becoming more confident and this leads to clashes due to differing personalities. Leaders’ skills and abilities are really put to the test at this stage, as members of the team may challenge ability to lead or test authority. If certain members are not challenged this can lead to tension in the team and possible confrontations which effect morale and team performance. 

Norming
Eventually the next development stage is reached where people settle their disagreements, learn to appreciate one another and their differing abilities. There is a respect for the leader and the tasks they set. 
With the team bonding and members comfortable around one another, it is easier for them to ask for help within the team and rely on one another. Team performance begins to excel, and a common goal is made more achievable. 
Performing
The team is now performing well, and hard work is paying off due to the team’s performance. This makes success more likely as members are working together for a common goal. Full potential is being reached and there is a good working relationship between team members and their leaders. 
Adjourning 
This stage is where teams are possibly broken down through promotion of team members or their progression into different employment. This could also be through disbandment due to projects ending or lack of funding. This can be a very difficult time for those individuals who have created a strong working bond with team members or who favour routine (Kobiruzzaman, 2019).
In Policing the Communication within a team is essential. The implementation of good communication technologies is needed. Essential communication abilities such as team meeting software, online messaging like email and other communication abilities should be in place to ensure ease of communication between officers and hierarchy as well as fellow professionals. The use of these technologies enables officers to voice concerns and ideas to management and fellow team members alike. It is also another way to resolve unwanted conflict and promote trust amongst staff whilst making communication instant and effective (Indeed Editorial Team, 2021). 
Concentration on activities that promote team building can help increase confidence of staff members and can be essential for the growth of Team cohesion as they boost morale and improve relationships of officers and promote team success. Team building exercises that could improve all the above include Team outings, circle of appreciation, team events, team games, team lunches (Indeed Editorial Team, 2021).
Becoming an experienced officer can be gained over time in your role, but ability can be developed and nurtured by relevant training being delivered to officers. This promotes confidence in officers and helps improve contributions to the team from those officers. More confident and skilled officers are far more likely to complete tasks efficiently and communicate with those around them more proficiently.  All teams are susceptible to conflict between its members. How this conflict is addressed by hierarchy and resolved is significant in the team’s cohesion. Team cohesion can be developed by controlled and constructive conflict (Indeed Editorial Team, 2021) Officers should recognise any conflict arising and work together to resolve this as promptly as possible. 
Teams should celebrate their successes as a team as it improves a team’s cohesion. It is far more important to focus on the team’s success as opposed to individuals’ success which should still be acknowledged as it builds confidence, but team cohesion is more beneficial. Those in charge of this team should acknowledge their success giving praise and thanks to the hard work given in reaching this goal. Trust between officers is essential. Whilst the improvement of communication supports the building of trust, further steps can be taken to build on that trust within the team. Success and issues alike should be shared with team members and encouragement of teamwork to find solutions should be sought as a team. Sergeants are instrumental in leading this and must be seen as transparent and open and honest as possible. If they are seen as secretive the trust may be lost. Officers should know the policing codes of ethics. Officers are far more likely to contribute successfully when they understand what is expected of them (College of Policing, 2014). 
In conclusion the team cohesion is affected strongly by individuals who are a part of the team, and this cohesion can be affected by personalities clashing. However, this can be overcome by the team using some of the techniques outlined throughout this essay. It is down to the team members and their ability to control this outcome. An essential skill pointed out by the College policing is that officers should be open to change (College of Policing, 2014). 
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

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

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

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




ANSWER:

This short essay will explain what information and intelligence is within policing and more specifically how it can lead to the disruption of criminal activity namely serious organised crime. The writer will outline the use of Automatic Number Plate Recognition by police for the disruption of criminal activity. 

Information and Intelligence in a policing context is defined as data that is gathered by any means necessary and viewed together with relevant background knowledge by collators. This process is used to produce intelligence, which informs the actions and decisions of policing organisations (Innes and Sheptycki 2004). 

Police officers can submit an Information Report (I.R) when they witness anything, or they are passed information by any source. Where the Information is sourced must be documented as it must be considered if this information is credible or whether it is malicious or false. 
“The intelligence report is used to submit information, which is managed and disseminated. It protects the source of the information and contributes to a trail of the intelligence. It provides a confidence between law enforcement communities and partner agencies” (College of Policing, 2015).
Police Intelligence officers’ work is compared to that of a jigsaw, in the way that they begin with a few pieces of the puzzle, this is then gradually developed into more pieces, which in turn develops a better view of the bigger picture. Their job as an analyst is to understand and disseminate the information that comes their way and create a report from it. This report can be processed and acted on by others. It is never certain if all pieces are necessary, if the pieces needed have all been collected or if they are part of the correct puzzle. In the 1990’s Serious organised crime was a top priority internationally, which in turn led to the creation of intelligence led policing (ILP). Intelligence led Policing looks to problem solving as a way of coping with ever increasing sophistication of offenders in the United Kingdom. The National Criminal Intelligence Service created the National Intelligence Model (NIM) in 2000 (Ratcliff, 2008). It was seen as break through which intelligence led policing (ILP) is being delivered in England and Wales (Tilley, 2008). 
Organised crime groups also known as OCG’s can be described as a group which has a purpose and one of these includes carrying out criminal activities. Within these groups people agree to work together and consist of at least three or more people. The activities these groups carry out have a direct purpose and an aim of obtaining a financial gain. The people involved in the OCG are either involved in the criminal activities themselves or help towards carrying out this criminal activity. This includes deliberate omission for example a security guard deliberately not carry out his full duties, whilst knowing there is criminal activity taking place (CPS, 2022). The types of criminal activities that can take place are the dealing of class A drugs such as Crack-cocaine and heroin and can include prescription drugs. The members of the OCG can be involved in the dealing and use of weapons and the trafficking and sexual exploitation of vulnerable people and car crime such as stolen vehicles.  One tell-tale sign of criminal activity is people living outside of their means and the laundering of money through legitimate businesses to hide ill-gotten gains (crime stoppers, 2020). Criminal gangs often involve themselves in multiple criminal activities as a way of avoiding police detection. 
County lines is where illegal drug activity is operated by gangs who coheres vulnerable people, often children into selling drugs often in an area away from where the gang usually operates. It is known as county lines as this is the mobile phone used to take the order of drugs. The vulnerable person is usually oblivious to the severity and illegal activity of the job and that is why people with either mental health or suffering with addiction are often used to run drugs or move cash as this keeps the gang out of the limelight of the police. Dealers will take over a vulnerable person’s home in a nearby area as a base to sell and this is known as cuckooing (National Crime Agency, 2019).  The young / vulnerable people who are forced to sell drugs will be forced to live here and will work constantly selling drugs to addicts for the drug gang, this can often be very dangerous. Statistics from the United Kingdom’s Government state that the exact number is unknown of how many children have been affected but it is estimated that 27,000 children in England identified as gang members (Children’s commissioner, 2019). 91% of those involved in county lines are male however females and underrepresented in the data (National crime agency, 2019). It also states that female involvement is less likely to be discovered by services because they are less likely to be suspected.
Gangs often used children ages 15-17, although younger and older children and adolescents are also at risk of exploitation. According to children’s society, 2020 during the covid pandemic, criminal gangs have been seen to dress up like delivery drivers or key workers to deliver drugs around the area. The county lines exploitation is associated with Children’s society, 2019 state that those involved are at risk of physical and sexual violence and abuse, injuries and harm to their mental wellbeing. Those involved become very isolated from their social network and peers which can lead to low moods and a decline in their emotional well-being and development. The children’s commissioner, 2019 found that 77% of children associated with hang related activity were more likely to have a record of poor mental health and therefore twice as likely to have a history of self-harm.
To enhance the picture around serious organised crime that is infecting the United Kingdom, the national crime agency state that by bringing a range of sources together to maximise intelligence. This is a method used to increase opportunities of success, these include 
Open source 
Covert human intelligence source (CHIS) 
Under cover officers 
Law enforcement partners in and out of the United Kingdom 
Security and intel agencies 
Private sector reporting 
Members of the public 
Technical interception of communications 
This intel is developed and co-ordinated to create a national intelligence picture to decimate serious organised crime with partners in the United Kingdom and oversees. (National crime agency, 2019). Before the use of interception of individuals communications or surveillance is carried out on an individual there has got to be authorisation from the most senior police officer in the force or the home secretary, the authorisation of intrusive surveillance will only be granted if it is in the interest of national security for purposes of detecting or preventing serious crime or is in the best interest of the United Kingdom’s economic wellbeing. The investigatory powers act 2016 allows police and intelligence services to monitor and intercept peoples’ communications (liberty n.d). 
Article 8 of the European Convention on Human Rights (ECHR) protects a person’s right to respect for their private and family life. Article 8 is a right that is concerned with an individual’s need to live and develop in a social environment and to maintain relationships with others. It is enshrined in UK law by the Human Rights Act 1998 (Coram, n.d.)
Article 8 protects your right to respect for your private life, your family life, your home, and your correspondence (letters, telephone calls and emails) 
As a human you have the right to live your life privately without interference. The courts have deemed the concept of ‘private life’ as an outline. It outlines topic such as, your right to decide your sexual orientation, your lifestyle, and the way you conduct yourself and your appearance. It also includes your right to control who sees and touches your body. For example, this means that police officers cannot do things like leave you undressed in a busy ward (Equality and Human Rights Commission, 2021)
In summary the gathering of information and intelligence can be a useful means of tracking criminal behaviour and keeping on top of criminal activity. The National Decision model is a vital model for policing.  However 
The automatic number place recognition system or also knowns as (ANPR) is a technology used by police as a form of detection, deterrent, and disruption of criminal activity. The Database stores records of vehicles of interest. There are strict rules on the control of access of this database of information and it ensured that the officers involved are only doing so for official police investigation purposes. The database can only be accessed by a relevant officer to their role and can only be accessed for up to 90 days unless it is a major incident that would a longer investigation timeframe. Authorisation of this extended timeframe would need to be approved by a senior officer (police.uk, 2022). 
ANPR data can be used to identify vehicles which have been involved in crime or terrorism, this can be beneficial to police investigations as it can quicken the process. Police officers can stop a vehicle which is of interest to them and if or when necessary, make arrests. ANPR system detects vehicles which are stole, uninsured or linked to the case of a major crime. Cameras can be in some police vehicles, fixed key locations but none of these locations are revealed to the public as this would benefit the offenders and therefore reduce the success of ANPR systems. 
The nation guidelines outline further installation of ANPR cameras must be inline with 
· Local crime 
· Serious organised and major crime 
· Nation security and counter terrorism 
· Community confidence, reassurance and crime prevention and reduction (Police.uk, 2022) 
A data privacy impact assessment (DPIA) would need to be conducted to assess where the new cameras are to be justified within the area, the location of ANPR cameras are regularly reviewed to ensure that they are justified. 
Unfortunately, one-way criminals bypass the tracking of the vehicles is to clone numberplates and this is done by finding a car of the same make and model and copying its numberplate and putting it on a vehicle that is involved in criminal activity, these vehicles are often stolen to again avoid detection. 
In Summary of the ANPR system, it is an effective tool used by the police in combatting serious organised crime. Its prompt investigative data base is very beneficial in aiding police in identifying lines of enquiry leading to the possibility of criminals being apprehended. This can disrupt criminal activity and reduce the widespread effects of crime across the UK and therefore reassures the public to live without major crime related anxieties whilst going about their day-to-day activities. 
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Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
1. Increase knowledge of south Wales polices’ policies 
2. Further develop knowledge of road traffic offences 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7


6 





6
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 Familiarise self with policies and procedures by reading widely around south Wales polices intranet. 
 





Familiarise self with legislation in regard to road traffic offences under the road traffic act 1988. 

	SKILLS 
 
 
1. Enrol on response driver training  
 
 
 
 
 
 
 


2. Completion of PSU course 
	Low 
1-4 
	Med 
5-7 














6
	High 
8-10 


9 
	Low 
1-4 


2 











3
	Med 
5-7 
	High 
8-10 
	 Response driving courses are few and far between but will continue to attempt to obtain a space on this course. Knowledge of road traffic safety gained through road traffic handbook prior to the course. Set goals for personal skill development by reading widely around the police standards. (college of policing 2020) 

PSU training booked prior to attendance, ensure fitness level remains adequate and a basic knowledge of PSU is revised. 

	EXPERIENCE 
 
 
1. Gain a wider experience in using special warning for suspect interviews when applicable 
2. Gain further experience in full authority incidents to aid firearms officers at scene 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

7







7
	High 
8-10 
	Low 
1-4 

2
	Med 
5-7 









5
	High 
8-10 
	 Revise and understand where special warnings are needed under section 36 criminal justice and public order act 1994. 





Understand policies and procedures in line with officers involvement at full authority incidents. Understand stay safe principles for full authority calls (national police chiefs council, 2021). 
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