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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

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

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


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



ANSWER:


Resilience can be described as “a dynamic process of maintaining positive adaptation and effective coping strategies in the face of adversity” (Allen et al, 2010). Throughout training and now having independent patrol status I have attempted to maintain my resilience and wellbeing by utilising a variety of strategies. Wellbeing has been described as “judging life positively and feeling good” and “feeling very healthy and full of energy” (no author, 2018). Both physical and mental wellbeing go hand in hand as they are “viewed as critical to overall well-being” (no author, 2018). Gogo et al (2019) demonstrated how there are three main strategies to maintain your own wellness and resilience which are gratification, resilience building practices and useful attitudes. 

My mental and physical wellbeing has been impacted whilst working on patrol as I have had to adapt to a large change in my daily routine. The biggest impact is due to the responsibility of being in a position of power and having to manage a variety of emotional and potentially dangerous situations on a daily basis. One technique I use is to find time for myself on my rest days is by regularly attending the gym and joining the football team which keeps me physically fit and benefits my mental health. “Results strongly support previous evidence on the beneficial effects of acute exercise on wellbeing and stress levels” (Klaperski et al, 2019). The same principles apply whilst working within the police organisation as you are a small part of a large team. Having specialised teams within the force results in a more structured and effective way of working and you have experienced officers to ask and learn from. I feel that having a team around me gives structure to the work and increased safety and good communication.  Another strategy I use is to self-reflect on incidences I have attended. This has been harder than I first thought as it really makes you question what you did well and what you would change in the future, but this has enabled me to take time to debrief after a difficult situation and take time to process the incidents. Another strategy I used to maintain my wellbeing and resilience is to read books in my spare time. This allows me to take my mind off work and relax so that I can perform better after having a break which is good for my mental health. “Reading books benefits both your physical and mental health, and those benefits can last a lifetime” (Stanborough, 2019). It is especially important to me that I maintain my core values at all times. This has come with its own difficulties as my opinions or beliefs have been different to other police officers when dealing with difficult situations. A strategy I have used to overcome this is similar to what Wheeler (2021) describes as an effective way to ensure the core values are maintained. This author illustrates that writing down your core values allows you to solidify their meaning and they are always there for me to reflect on. I use these core values when making difficult decisions during cases. 

Organisational culture can be described in many ways as each organisation has its own definition, one definition is “a set of norms, beliefs, principles and ways of behaving together give each organisation a distinctive character” (Willcoxson and Millet, 2000). Organisational culture has also been described as “values expectations and practices that guide and inform the actions of all team” (Wong, 2023). Organisational culture has developed over the years changing the description of it within the British police. Some officers believe organisational culture has changed by “embracing issues of quality of service” and “the culture of an organisation impacts on service quality initiatives and implications for a wide range of service organisations” (Kiely and Peek, 2010). However, organisational culture has also been presented as showcasing high expectations across every team within the police force. This is to help maintain and express a high standard of policing every time when dealing with any incident and not to prejudice against anyone as we are to treat everyone “treating people fairly and with dignity and respect” (College of Policing, 2022). This is one of the principles which officers should conform to when complying with organisational culture. As junior police officer I have watched and learned from more experienced colleagues, they demonstrate the attributes that I value and need to have and uphold within the police organisation. By starting my career with these core values, it means I adhere to the policies and procedures set in place. Keeping to these attributes it helps to showcase our professionalism. By dealing with any situation like this, I have seen first-hand that this helps to de-escalate situations, and to build trust with the public. Furthermore, when someone has been arrested, they are still treated with respect and dignity. 

The organisational culture is illustrated by Gogo et al (2019) as previously stated. The gratification section of this model demonstrates how having good communication within your team is important to build connections which can give people a sense of meaning. The resilience component involves taking the time to self-reflect and providing opportunity for self-compassion. The useful attitudes division involves having an accepting attitude and being flexible.  

However, it is considered that there are some risks to conforming to organisational culture. “Conformity in the workplace can be dangerous because it can lead to groupthink, where individuals prioritize group harmony over critical thinking and independent decision-making” (Levine, 2023). In the workplace organisational culture can be destructive which may lead to “high turnover, low morale, and bad performance” (Moseley, 2023). It is explained by Clark (2002) how organisational culture can be this basis of a safety culture but solving problems as a team requires an effective organisation, but a toxic culture can result in individuals blaming one another. This author also describes another aspect organisational culture can lead to which is complacency and ineffective communication. This is linked to individuals coming from different backgrounds and therefore having different attitudes and experiences.  

In conclusion, having achieved independent patrol status I have seen aspects of organisational culture in several situations in the workplace. There are lots of benefits of organisational culture which may outweigh the risks, but it is still important to consider the negative aspects within the workplace. I have had to ensure I maintain my personal values and to do this I have had to put my wellbeing and resilience first. Despite having strategies to achieve this, I am always looking for new techniques to ensure I can perform my best when working. I have enjoyed many elements of the organisational culture I have been involved in such as the teamwork portion and continuing to develop my knowledge when working with more superior police officers. 


Final word count: 1132



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:

I will be describing a dynamic situation in which I attended whilst on independent patrol and illustrating my decision-making thought process throughout the incident. It is explained how the National Decision-Making model (NDM) was used to aid the choices made in the situation. Due to this incident being an emergency call I had to adapt constantly throughout the initial incident and reflect on the overall outcome. 

Our force control room received an emergency call from a Polish female whom spoke limited English, however, enough to state her ex-partner was within the property and he had become verbally and physical aggressive. This was because they had been having an argument over a recent break up, although they had continued to live at the same address together. The male had been shouting at her with increasing anger and had assaulted her to the face. The reporting female had quickly ended the call so her ex-partner was not alerted to her request for police attendance at the property. My colleague and I attended and proceeded to knock the door, however, there was no answer. I could hear what appeared to be a female screaming and hysterically crying so we forced entry into the property as there was a legitimate reason for doing so. 

Upon entering the property there was a clear sign of a disturbance as there was lots of mess and clutter everywhere. I could hear the female upstairs crying hysterically and so proceeded straight upstairs whilst also identifying myself as the police. The female was sat on the floor crying and had superficial cuts and bruising already forming on her face and arms from what I could see. Due to her speaking limited English this posed as a language barrier, therefore, I instructed my colleague to call language line to have effective communication between the female and us. As there was no sign of her ex-partner at this time, we needed to conduct a house search for him, and this could be explained through the interpreter. 

Because of the males “warning makers” further units were already on route to the address, however in this case, an urgent house search was necessary to be conducted at the earliest opportunity thus not to have any further harm come to the victim nor my colleague and me. Whilst conducting the house search, I had my parva spray in my hand as it was possible for the male to have a weapon because of the superficial cuts I had seen on the victim. 

I entered the kitchen to see the male with a small razor within his grasp. He threatened to use the razor to himself and me, if I were not to leave immediately. I began speaking with the male whilst also passing an update over the radio for my colleagues to hear the potential threat and risk that was present. The male spoke a greater amount of English helping me to effectively communicate with him and reason with him to calm himself down. The male was clearly observing the fact I had my parva spray in my hand consequently making him more anxious and aggressive towards me. I put the parva spray back into my holster but, this was not clipped or shut allowing me to access this quickly if required to do so. Once the male had put down the razor due to the effective communication, I gave clear and precise commands for him to withdraw from the kitchen and to enter the neutral room to the side of the kitchen where there were no possible weapons in sight. I then placed handcuffs on the male and escorted him to custody. 

Throughout me engaging with the offending male my colleague provided appropriate first aid to the female whilst speaking with language line to ensure she understood what was happening. This helped her to remain calm and reassured that she was now safe.

When attending any incident within the police every officer applies the National Decision Model (NDM). This helps all officers to make effective decisions to rapidly changing scenarios. The initial part of the NDM is to “gather information and intelligence” (College of Policing, 2014). This is where I requested our force control room to communicate over the radio regarding any previous incidents at the address as previous emergency calls are linked to the telephone number which associates with the persons linked to the address. When passing the information, the force control room passed warning markers or flags which may be linked to either the caller or the persons at the address. The male that was linked to the address had prior convictions to domestic violence, against his partner and family members.  All this information assists my colleague and I in progressing to the next stage of the NDM. My colleague and I are still working through the first part of the NDM as we are on route to the incident.

Upon arrival we could hear shouting from within the address, as there was no response it was critical to gain entry as there was a risk to life within the property because of the information the female had provided during the emergency call. The second part of the NDM is to “assess threat and risk and develop a working strategy” (College of Policing, 2014). Due to the male’s prior convictions and the information provided during the call, this escalated the necessity to enter the property. I was the more experienced officer, therefore I stated I would take lead. As it was necessary to assess the threat, harm and risk of the scenario I stated we would enter with caution and to have our parva spray ready in case of any attack. 

Prior to me entering the property I progressed to the third part of the NDM which is to “consider powers and policies” (College of Policing, 2014). This is where I thought through the legislative powers of entry. Under section 17 of the 1984 Police and Criminal Evidence act (PACE) my colleague and I had a right to enter the property, “To save life or limb”. (Thomas and Rathmell, 2014). This allows any constable to enter the property when exercising this power to attempt to save the life of the persons in harm’s way. Officers must have a reason to believe a person is within this property and due to the call from the female and noises heard, this gave me a high reason to believe that someone’s life within the property was at risk. I then forced entry into the property utilising method of entry (MOE) techniques. Upon entering the property there was a clear sign of a disturbance as the house had lots of clutter everywhere with destroyed valuable items everywhere this made it hard navigating our way around the property and posed a further risk as there was no quick escape and we were unsteady on our feet. I instantly shouted again that we were police thus not to scare anyone and to possibly stop any further harm which might be happening. 
 
I made my way upstairs in the property still stating this was the police and we are here to help. I informed my colleague to watch behind us as we weren’t sure if there was more than one possible offender and we did not know where they were. I made my way into the bedroom where I saw the female who had called police. Instantly I saw she had been badly beaten as she was very bruised and had superficial wounds on her arms and face. Since identifying this new information, I have re-evaluated the NDM process to help me negate any risk to this female, my colleague and I, and to come out with the best outcome possible. Once I had re-evaluated the NDM I moved onto the fourth part of the process which is to “identify options and contingences” (College of Policing, 2014). When moving onto the fourth part of the NDM this is where all officers “consider different ways to make a particular decision with the least risk of harm” (College of Policing, 2014). To mitigate the most amount of threat, harm and risk, I requested further units to attend even though some where already on their way. This was due to us not knowing where the offender was and the female needing urgent medical attention. I requested the female to inform officers where the male had gone, she stated she was not sure however, believed him to be downstairs. 

I had made my way downstairs shouting the males name and that again I was the police, there was no reply. As I turned into the kitchen, I saw a male with a razor blade to his neck. I instantly utilised my tactical communication skills. These skills help to “work effectively with individuals regardless of the kind of day he/she is having” (Miller, 2008). This technique helped me to engage with the male so that he does not harm himself or me. I used a calming voice and asked him to speak with me, regarding his thoughts and feelings as if I was to state he was under arrest this may escalate the situation. Completely engaging with a person can change their mood very well. By me engaging for a long period of time I was able to get the male to lower the razor blade and to vacate the kitchen into a neutral zone such as the living room.

Once in the living room my colleagues joined me as the male had calmed down and was no longer in possession of the blade. I moved onto the final part of the NDM which is to “take action and reviewed what happened” (College of Policing, 2014) I placed the male in a rear stack handcuff position, where he was searched under section 32 of the Police and Criminal Evidence Act 1984, “the common law allowed the police to search an arrested person” (Clarke, 2006). I searched the male as I suspected he has a potential to be in possession of other harmful objections which could be used against himself or anyone else within a close proximity, this helped to mitigate any potential risks which could have arisen if he were to be in possession of such objects. 

Throughout this whole incident I applied the Code of Ethics which is at the heart of the NDM. Some of the Code of Ethics I used were an appropriate amount of force “I will only use force as part of my role and responsibilities, and only to the extent that it is necessary, proportionate and reasonable in all the circumstances” (College of Policing, 2014). Utilising my tactical communication skills, I was able to only use handcuffs which were proportionate to the situation. 

To conclude, when making any decision I will process the NDM every time prior to making any decision thus to negate as much risk to myself, the victim of the incident, the public and the offender as effectively as I can. The NDM is critical in all dynamic situations as you can keep cycling it and think about the best outcome. 
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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:

Effective teamwork is important in any work environment to establish a strong team dynamic but is particularly critical for police officers to have good communication skills to ensure the team cohesion continues to develop. This is a profession that requires a united alliance so that all team members are supported by each other which enables them to provide the best possible service for members of the public. There are a multitude of theories and models that present how different factors combined result in an improved team dynamic, resulting in good team cohesion. “Cohesion is a key contributor to team effectiveness” (Grossman et al, 2015) which involves al members of the team contributing to achieve the set goals. To maintain good team cohesion there may be issues the team has to work together on to overcome which can ultimately make the team stronger.

The ‘Tuckman Team Model’ demonstrates how teams advance through five stages. Each stage is explained by Jones (2019) which shows how a team typically progresses through each stage and fundamentally creates a stronger team dynamic. The first stage is the forming stage which examines a person’s skills, behaviour and allows the development of leadership skills. This initial stage either leads to the success of a team or failure to accomplish the goals set. The storming stage involves conflict between the team members and may lead to hostility between the group, but it illustrates individuality and competition for leadership. The norming stage is where reconciliation is achieved, and group members accept other people’s opinions and negotiate ideas. The fourth stage is the performing stage, where the focus of the group is more specifically aimed at the end goal as the team members may work on individual tasks which come together to reach the final objective. The final stage is the adjourning stage where after achieving the main goal it is an opportunity for the team to evaluate the overall performance. It is suggested that during the stage a transition plan is advised to provide members with reassurance as insecurity can occur at this stage. This model is helpful for teams to understand that it is common for most teams to go through the difficult stages but working together to overcome these issues is key for maintaining a good team dynamic.

Collins et al (2016) describes how ‘growth modelling’ is beneficial at displaying how team cohesion can be improved by investigating the current conditions of the team and understanding that this has an impact on if the team will go on to improve together or get worse. “Group cohesiveness predicted performance criteria” and “cohesive teams are likely to have a stable and solid foundation of interpersonal relationships (Ensley, Pearson and Amason, 2002). This further demonstrates that good team cohesion is crucial for a team to function properly and for the team to achieve good results. Conflict within the team has been found to be one of the main reasons as to why some teams do not work as well as others. “Conflict causes problems not only by undermining decision quality and understanding but also by reducing satisfaction and team member affect” (Ensley, Pearson and Amason, 2002). Conflict within the workplace can have positive and negative effects. Some members of the team may have different ideas and views on a subject, resulting in a disagreement. This can lead to improvements in the path to a solution and ultimately resulting in overall success. However, the negative aspect includes confidence being lost within the team, frustration and rash decisions being made. Interpersonal conflicts can occur for many reasons which are described by Dyer,Dyer and Dyer (2013). They report that in teams with new members, others may not understand what the other employees do or what is expected of them and changes within the team may alter the way the team functions which can cause confusion. Infrequent team meetings are another factor that contributes to why conflicts can occur within teams due to assignments being given out without total understanding as to what is needed to complete the tasks to a good standard. 

Another model relating to team dynamics is the Dominance, Influence, Steadiness, Conscientious (DISC) model which is more specific to the relationship of a manager to the employee. This model is described by Sugerman (2009) shows ways in which team cohesion can be improved. Regarding the dominance phase, the management may be direct, and this style of command is to keep the aim on the end goal. The influence factor is described as being enthusiastic which can motivate other team members to produce good work. During the steadiness phase, the manager is patient to listen to the team members’ issues and show concern for those who need it. Finally, being conscientious is the last section of the model which is important as this person cares about taking the time to produce quality work rather than quantity. This model is linked to the theory that “leadership styles that promote back up behaviour were suggested to enhance team cohesion” (Salcinovic et al, 2022) as this type of leadership can influence the way the group thinks which can impact the attitudes and beliefs of the team.

There are several strategies that can be followed to enhance individual and team performance. “Reflection combined with feedback enhanced performance improvement” (Anseel, Lievens and Scrollaert). Evaluating feedback given during reviews and then carrying out an individual reflection on this can lead to an improved performance. Having a type of rewards system for employees can result in a better team performance, “rewarding employees is related to the motivation of the workforce of organization for better performance” (Francis, Zirra, and Mambula, 2020). The Goals, Roles, Processes, and interpersonal Relationships (GRPI) model is a pyramid-based model described by De Meuse (2009) which shows how teams should always start with defining a goal and clarifying deadlines and standards. The role section of the model shows how a team leader needs to be appointed and share out the responsibilities between individuals. The processes stage involves analysing how the team overcomes issues or conflict. Finally, the interpersonal relationships stage involves trusting the other team members, having good communication and working together to problem solve. This model outlines how these components all relate to one another and are required for a team to have good team cohesion. Madson and Burns (2019) describe how peer evaluations may be a valuable tool for team-based learning and individual development. However, team activity debriefings have been shown to be more effective as the team’s problem-solving skills are focused on, alongside how the groups’ teamwork skills can be improved which leads to an overall better team cohesion. 

A ruptured team dynamic within the police service may lead to a failure of compliance with professional standards requirements. There are several policing principles which may not be followed if there is not a good team cohesion. If the leader of the team does not lead by a good example, then this could cause the rest of the team to follow which may lead to non-compliance with professional standards requirements. If team members do not treat each other with respect or fairness which are two other policing principles, then this could cause conflict within the group a reduced team cohesion. The Code of Ethics shows that officers should “retain proportionate self-restraint in volatile situations” (College of Policing, 2014) which may not only apply in situations dealing with victims or criminals but also when disagreements occur within the team. It is important to not rise to conflict and remain professional to work towards the end goals with the team. This can be achieved by using the models discussed as an example of how to overcome these situations. “Actively seek or use opportunities to promote equality and diversity” (College of Policing, 2014) is also found in the Code of Ethics and is an example of where some team members may fail to comply with professional standards requirements by not being inclusive to everyone in the team by possibly being discriminatory or not providing equal opportunities to all members of the group. This could also cause conflict between team members, dividing the team and destroying team cohesion. As it is stated as a Standard Professional behaviour that police officers should “act and make decisions on merit, without prejudice and using the best available information” which is important to consider as police officers should remain impartial which is a key factor at resolving conflict between team members. 

In conclusion, the many theories and models that are available may assist with developing team cohesion. Investigating why interpersonal conflict occurs within teams can not only improve individual performance but the group’s performance as a whole. Providing a good incentive to work well is important for individual and team development. A good team dynamic is important within the police force because it is a profession that requires good teamwork, good communication skills and good team cohesion to ensure all team members are working towards the same goal. It is important for team members in a management position to keep up to date with recent performance management styles and techniques to continually educate the rest of the team and motivate others to produce a good standard of work. Providing regular feedback to the team is a good way of maintaining a good team dynamic and allows opportunity for individual development which can also lead to an overall improvement in the team as a whole. Ensuring a good team dynamic remains as important to ensure that each team member complies with all professional standards requirements which provides confidence to other police officers and members of the public that there are strategies in place to resolve these issues to ensure the Code of Ethics is always met. 
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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:

Intelligence is information that has been evaluated to assess the relevance and reliability of the evidence or source. There are a range of sources used to gather this information such as undercover police officers, members of the public and publicly available sources like social media platforms. This information can be used to disrupt prevalent crime activity alongside effective policing strategies on the roads. It is common for criminal activity to occur in locations that have vulnerable targets for offenders to exploit to their advantage. This may include bars due to targets being under the influence of alcohol, or parks and shopping centres due to possible absence of a guardian. These areas should be patrolled more often by police officers to “address the underlying conditions that contribute to crime and disorder at these places through problem solving efforts that may include enforcement and investigative operations as well as prevention measures” (Taylor, Koper and Woods, 2011). A variety of strategies are used to effectively police the roads to disrupt the more prevalent criminal activity. These criminal activities can include drug smuggling, human trafficking, child sexual exploitation, counterfeit goods, organised crime groups and county lines. 

Automatic Number Plate Recognition (ANPR) is an extremely valuable technique used by all response and road police officers. It can identify vehicles and shows if they have been involved with any crime as the details of the vehicles can be matched to police records on the database. This gives the response and roads policing teams the opportunity to prevent or intervene with criminal activity as these systems are linked to a Number Plate Reading Device (NRD) which then stores data on the National ANPR Service (NAS) database. As illustrated by Tang et al (2022) the ANPR system is an effective tool due to the advanced technology. It is explained by Kirby and Turner (2007) how the ANPR system aids in the disruption of criminal activity during reactive investigations by identifying vehicles involved in crime, aids in locating the possible suspects, record the victim’s location which is useful when assisting with victimology, witnesses can be identified and alibis can be researched. The ANPR system is very advanced as it does not need a Vehicle Registration Mark (VRM), the system can identify a vehicle off of information such as individual factors such as the make, model or colour. However, there are disadvantages of this system is that it is only 95% accurate and therefore could lead to incorrect information which can be misleading to the investigation and the location of the victims or offenders could not be correct as explained by no author (2023). Another disadvantage described is the cost of these systems, due to the advanced technology within them they are very expensive and therefore only a limited number of ANPR cameras exist across the country. 

During proactive investigations the movements of a target can be researched, vehicles of interest can be identified for surveillance operations in the future and it can be used when formulating a plan for an arrest. Specifically for preventing criminal activity and causing a disruption, the ANPR system can be used to deter offenders when surveillance in specific locations of interest are increased, vehicles involved in crime can be intercepted before a crime is committed and traffic offences are disrupted which may lead to the seizure of vehicles involved with criminal activity. Due to section 163 subsection 1 of The Road Traffic Act 1988 “A person driving a motor vehicle on a road must stop the vehicle on being required to do so by a constable in uniform” no author (2006). This helps to prevent or intervene as if a vehicle has a flag, warning marker or any intelligence on the vehicle then a constable is more likely to pull this car over. ANPR links into this as if a vehicle has any of these linked to it, then when it travels throw ANPR systems this will flag up to police control room and officers whom have ANPR system on their phones. This helps in a fast response time.  

There are a number of factors that the police have to take into consideration when using the ANPR system. For the deployment aspect, this includes factoring in “the nature of the crime, intelligence and information available, traffic flows, available vehicle site and additional support resources” (College of Policing). When taking the tactical aspect into consideration, this includes reflecting on the “environment and location, other operational commitments, type and number of available resources and other agency support or partnership working” (College of Policing). The advantages of using the ANPR system to disrupt criminal activity is that it provides a geographical location which is very accurate which can be used to monitor more than one vehicle at the same time. When “hot spots” of criminal activity have been identified, the ANPR system can aid with identifying vehicles at these locations at identified times of day (College of Policing). The disadvantages of the ANPR is that it does have limitations. Sometimes the camera may be unable to record the number plate, for example, if a non-regulatory number plate is used as illustrated by Kirby and Turner (2007). Due to the limits of ANPR cameras that are available there a limitation as they are widely utilised around motorways however, they do not cover every exit which does limit officers attempts in locating suspect offenders and victims. 

Another valuable technique police officers can use to disrupt criminal activity is Back Office Facility (BOF) checks which can utilise ANPR systems and other useful cameras located around the United Kingdom to inform officers of particular vehicles linked to criminal activity and their recent movements within a certain period of time which can aid in predicting the movements of the individuals and the vehicle itself. The advantage of this technology is that it not only reads the number plate of vehicles, it also takes a clear image in daylight and even in the dark of the vehicle of interest and the individuals inside the vehicle. The BOF checks “ensures police officers are immediately alerted to vehicles that are stolen, unregistered, unlicensed, uninsured or believed or known to be involved in crime” (Association of Chief Police Officers, 2013). 

Section 163 subsection 1 of The Road Traffic Act 1988 gives police officers in full uniform the power to stop vehicles. However, police officers will only typically use this if the vehicles or the individual has flags or warning markers against them. Effective policing on the roads can disrupt more prevalent criminal activity such as drug smuggling. A stop conducted by a police officer may lead to further suspicion which leads to further arrests regarding the use or distribution of drugs. Information and intelligence form the variety of sources discussed can lead to arrests and the containment of drug paraphernalia and drugs themselves. If a vehicle is flagged on the ANPR system linking to drug intelligence and fire arm intelligence, officers have a large range of legislation to utilise when stopping and searching these vehicles on the road and public places. An example of one of these acts is section 37, the psychoactive substances act 2016 as described by the legislative government (2016), which allows police officers whom suspect a person to be in possession or under the influence of psychoactive substances, they may search the person and the vehicle if it is not a dwelling. Another act relating to the seizure of drugs including but not limited to cannabis, cocaine, heroin and methadone is section 23 of the misuse of drugs act 1971 as stated by Walker (2017). This act gives police officers the power to retain and search persons and vehicles for drugs stated if they reasonably suspect them to be in the vehicle or on the person themselves. 

Another way that effective policing on the roads disrupt criminal activity is through section 1 of Police and Criminal Evidence act (PACE) 1984. This act gives police officers the opportunity to stop and search vehicles and persons for prohibited articles and stolen articles which may be linked to organised criminal activity. These stop searches are then uploaded to the police databases which contributes further information for future investigations. One database in particular that this information is uploaded to is the Police National Database (PND) which helps forces link together organised crime groups from all across the United Kingdom. This is demonstrated by the National Policing Improvement Agency (2010). 


In conclusion, ANPR and other camera systems have revolutionised modern policing by giving response and roads policing units the advantage of knowing the direction in which the suspects are traveling and what potential risks they may face when dealing with this suspect. This advanced technology combined with other information and intelligence assists in disruption of a range of criminal activity such as the movement or use of drugs, organised crime groups and movement counterfeit goods. The acts that allows police officers to perform stop and searches are vital as when these are utilised it may lead to further arrested for more serious criminal activity. 
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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 
 
 For my knowledge I would like to improve on my understanding of the human rights when it comes to public order
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10


10
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


8
	 At this moment in time I would believe I have a high knowledge such as a level 8 however, due to myself haven applied for public order training and being s front line officer, I will need to improve my understanding of the human rights and how to apply them into my decision making. I believe an appropriate time frame for this would be 6 months as I will have time to revise the human rights and experience in public order training. At this moment I believe the force require a level 10 due to the human rights being so important when dealing with any situation not just public order. 

	SKILLS 
 
 A skill in which I would like to improve on would be tactical communications as this will help to calm situations down 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10


10
	Low 
1-4 
	Med 
5-7 


7
	High 
8-10 
	 To improve my tactical communications, I will conduct more foot patrols when on shift as this will help me to engage with the public and over time develop better understanding of communication. I would also complete city safe patrols on Friday and Saturday nights as there will be people whom are heavily intoxicated therefore sometimes difficult to deal with. This again will improve my de-escalation skills. I believe applicable time frame for this would be 6 months however, again this will not stop here this will be ongoing throughout my career as I will learn everyday how to engage with different people. At this moment in time I believe I am at a level 7 however, I believe the force require a level 10 as this is vital for dealing with situations and public confidence within the police. 

	EXPERIENCE 
 
 I would like to improve on my experience on providing traffic offence reports. To anyone whom is committing lower level traffic offences.
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 


5
	High 
8-10 
	Low 
1-4 
	Med 
5-7 


5
	High 
8-10 
	 To develop this, I am going to set an operation whereby I will pull over vehicles alongside my colleagues. This is where we will conduct vehicle inspections and complete drug wipes with the roadside breath tests if this is appropriate haven pulled a vehicle over. I believe an appropriate amount of time for this would be 8 months. This is due to me having plenty of time to arrange operations and having time whilst on shift to complete these traffic offence reports. At this time I would consider myself to be in the medium rang such as a level 5 at this time however, within this time frame I believe I will be able to progress further than this to a possible level 8 or higher. I suspect the force would agree with me being a level 8 in 8 months as proactive stops are a force priority at this time.
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