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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:

This essay will be reflecting on the effect organisational culture within policing has had on my wellbeing and resilience since achieving independent patrol status.

I gained Independent Patrol Status around 10 months ago and since this I have been faced with numerous high stress and traumatic incidents whilst attending calls both independently and crewed with other officers. Whilst well-being does not have a specific definition, it can be explained as “having good mental health, high life satisfaction, a sense of meaning or purpose and the ability to manage stress” (Davis, 2019) whereas resilience can be defined as the “ability to cope with and recover from setbacks (Cherry, 2023).  
 
Organisational culture is an important factor to consider when it comes to wellbeing and resilience as most of your time is work is spent with those who you are on shift with. Chartered Management Institute (2015) explains that organisational culture is the unwritten rules that influence the employee’s behaviour and attitudes. This is made up of multiple things such as the shared beliefs, values, and assumptions about how people should interact, how decisions should be made and how work tasks should be carried out. 
It has been found that a positive culture within an organisation improves performance from employees due to higher levels of job satisfaction and lower stress levels. This in turn leads to heightened commitment to the organisation (Sreekumaran, 2021). 

The College of Policing (2021) states that to promote the right culture within the organisation, police officers must build trust with members of the public by giving people the chance to express their views whilst listening and taking their feelings into account. Not only this, but officers should make impartial decisions and be open and honest about why these decisions were made. If this culture is recognised it will improve public confidence within the police. This culture is important to encourage as there has been a significant drop in public confidence between the years 2022 and 2023; driven by news stories highlighting the failings and misconduct within the police force following the murder of Sarah Everard by serving police officer of the Metropolitan Police, Wayne Couzens (Independent Office for Police Conduct, 2023). When gaining my independent status the culture of ‘always doing the right thing’ for the members of the public weighed heavily on my mind. It felt as if every decision I was making was going to be criticised and one small bad decision during a high stress and dynamic incident could lead to media attention and criticism in my ability as a new police officer. 

An example of organisational culture that can have an impact on wellbeing and resilience is the colleagues you spend time with and the influence they have on your behaviour. When joining a new shift it may be easier to put up a façade of being unaffected by the stresses of the job due to fear of the stigma around mental health struggles within an ‘organisation that encourages physical and emotional courage’ (Garbarino, 2013). Bell and Esky (2016) state that this “face” police officers subject themselves to leads to inherent cynicism within the workplace, lack of empathy and a ‘macho culture’. The risk officers pose when conforming to this culture is they may find it hard to open up about any mental health struggles they may be faced with and consequently may not have access to all the support available to them, either because they simply do not know about it or because it has not been offered to them as they are suffering in silence (Bell, 2016, p.99).

A further example of organisational culture that may have a negative effect on wellbeing and resilience within the workplace is poor management and/or leadership (Biggam, 1997, p. 125). Stress levels are a lot higher when workload is unmanageable, and a study conducted looking at British police officers found that excess workload was one of the main stressors leading to ill mental health (Collins, 2003, p. 258). Workload may also increase when staffing levels are short and due to poor management, this is not handled correctly and officers are therefore not being supported (Brown, 1999, p. 320). Furthermore when employees have a positive and supported relationship with their supervisor it is linked to organisational efficiency (Trinker, 2016, p. 170) which helps manage employees’ workload. I have experienced this myself within the workplace as I have had 3 different supervisors since gaining independent patrol status. I found that when I had consistent one to ones with my supervisors and they went through my workload and helped me reduce it, I felt considerably less stressed and was not thinking about work when I was at home. With my newest supervisor I found he did not often do one to one meetings and therefore when my workload was increasing, I asked for help as I knew my stress levels would increase alongside this. Straight away he arranged this with me, and it had a positive effect on my mental well-being and helped me organise and prioritise what needed doing. Although this time in my career may have been more stressful for me due to my workload and also having to attend emergency calls it also helped build my resilience. This is highlighted by research conducted which shows resilience is built when faced with adversity (Masten, 2014, p. 12) and resilience is ‘positively impacted by the mere presence of mutual and robust relationships and is more successfully fostered by individuals who have strong attachment’ (Masten, 2014, p. 19).

Policing is considered one of the most stressful jobs due to frequent exposure to dangerous situations, public criticism and the frequent attendance of traumatic calls (Purba, 2019) such as suicides and sudden deaths. In my previous job I was not subjected to these sort of incidents’ and therefore it was important I learned how to deal with the emotions that arose afterwards and find coping mechanism to help maintain a positive attitude and improve my wellbeing both emotionally and physically. When I first started shift, I had unhealthy coping mechanisms for dealing with the long hours, night shifts and the stress that naturally comes with being a part the police. I used to struggle to shut off after a busy shift and found myself often becoming stressed and having a feeling of anxiety when reflecting on the calls I had attended; this feeling was especially prevalent after night shifts. All I wanted to do when I was not working was sleep and consequently, I got into a negative cycle of just sleeping and working with no downtime to myself and no time to enjoy life outside of the police. This series of feelings and behaviours were affecting my mental health, so I spoke to the colleagues I worked with to seek some advice on how they managed their emotions when they first joined the job. They explained that they are motivated and gain a sense of satisfaction and stress relief by ensuring they exercise every day for at least 30 minutes, even if it is just walking the dog. I decided to take this advice on board and pushed myself to walk every day. Once I had gained enthusiasm for this, I enjoyed spending time outdoors and moving my body. Subsequently this turned into running and I now enjoy pushing myself to achieve new goals. I was also invited to join the netball team run within the force and this helped me exercise as well as taking part in a group activity and meeting new people. 

In conclusion, it is important to recognise the way that organisational culture may affect wellbeing and resilience. By doing this, officers can take the relevant steps and finding coping mechanism to maintain positive mental health. 
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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. 

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





ANSWER:

In this essay I will be reflecting on how I used The National Decision-Making Model (NDM) to make a dynamic risk assessment and establish what course of action I was going to take during a complex and unpredictable domestic related incident. 

The NDM was introduced for all police officers in England and Wales ‘to focus on delivering the mission of policing while acting in accordance with values, enhancing the use of discretion and professional judgement, reducing risk-aversion and in so doing helping to strike the balance between demand for police services and increasingly limited resources’ (Police Professional, 2011). Essentially, the NDM was created to provide police officers with a decision-making basis where ethics underpins every rationale as to why something was or was not done at an incident (Blackburn, 2022, p. 81)   The six key elements of this model are: 

· Code of Ethics; Ethical policing principles and Guidance for ethical and professional behaviour in policing. 
· Gather information and intelligence.
· Assess threat and risk and develop a working strategy.
· Consider powers and policy.
· Identify options and contingencies.
· Take action and review what happened.

(College of Policing, 2013). 

There are nine main policing principles that make up the Code of Ethics are accountability, fairness, honesty, integrity, leadership, objectivity, openness, respect, and selflessness. These are the factors that should underpin ever decision made whilst conducting duties as a police officer (College of Policing, 2014).

In England and Wales the police recorded a 7.7% increase in domestic abuse related incidents with 1,500,369 reports being made in March 2022 compared to March 2021 (Office for National Statistics, 2022). For this reason, it is paramount that when responding to these calls the correct decisions are made in order to build trust between the police and those affected by domestic abuse and even more importantly safeguard victims of domestic abuse to prevent further incidents from happening. 

An example of a domestic related incident I attended was an emergency graded call whereby the victim had messaged Police via social media. She was not able to speak over the phone due to fear and the information passed via the force control room (FCR) was limited due to the delay in receiving messages. It was eventually established the victim wanted to leave her home address as there had been a physical assault between herself and her partner and she did not feel safe to be inside the property. However, she needed assistance from police as her partner had locked the door and hidden her house keys. She requested we came without sirens or lights as her partner had also threatened to kill her if she called the police and she genuinely feared he would follow through with this threat. I asked the FCR to run checks on the address and the name of the victim/subject through the Police National Database (PNC) to try and gather further intelligence and information but nothing of significance was discovered. 

Upon arrival at the scene myself and my colleague separated to ensure the house was surrounded to prevent any chance of the subject escaping through a back door or window. Using the FCR as the middleman, I communicated with the victim to try and gather more information to help with the decision-making process. The FCR informed me that the victim was inside the living room and the subject was still upstairs, sleeping. I located the living room at the back of the property and could see the victim through the window. The victim was upset and injured with blood visible on her face. I asked the victim through the window if she could open the lock on the window to allow me to climb through, but she stated the subject also had the keys on him. At this point, I was assessing the threat and trying to develop a strategy of entering the address. I knew I needed to take action immediately as I was unsure of the level of injury to the victim, and it was apparent she needed medical assistance. However I did not want to risk putting the victim at harm by waking the subject up whilst still being locked outside the address. I considered requesting ambulance assistance for the victims’ injuries, but I knew they would not attend until further information could be established and therefore, I put this idea on hold. 

Before any more considerations could be made the victim messaged the FCR stating the subject could be heard moving upstairs. The victim then left the living room, so I no longer had eyes on her. At this point I considered my options; enter the address to prevent any further harm to her or risk the incident escalating. I therefore decided to enter the property under Section 17 Police and Criminal Evidence Act 1984 under provisions of saving life or limb (Legislation UK, 2020) as I genuinely believed the victim was in real danger due to the information I had already received and the injuries to her face. Fortunately, other colleagues had arrived on scene as I knew I needed a taser carrying officer to assist me due to the disclosure of a knife being involved. I used my baton to smash the frame of the window and it was decided the taser carrying officer would enter the property first due to their experience and skills to lower the risk of harm to us that could come from a potential weapon. 

The victim was found in the hallway and the subject was walking down the stairs with a knife in his hand. I told the victim to go back into the living room and stay there until the subject was detained to guarantee her safety. My colleague took the lead and instructed the subject to drop the knife and he obliged. Due to the narrow infrastructure of the stairs the subject was then instructed to slowly come down the stairs with his hands out of his pockets as it would not have been safe for both of us to approach him. The subject followed these instructions and once he had got to the bottom of the stairs, I went to handcuff him to prevent him from harming himself and officers on scene. However, once one handcuff had been placed on the subject, he started physically resisting arrest by trying to use the handcuff to push me away and successfully headbutted my colleague. I decided to deploy my PAVA irritant spray to help control the situation. I did not offer any warnings to the subject as the incident had escalated so fast and I felt as if it could not be dealt with by any other tactical option, such as communication The subject was successfully handcuffed. Following national guidance, I informed the FCR PAVA had been used and I took the subject outside into fresh air and informed him to try and keep his eyes open to prevent the burning from worsening (West Yorkshire Police, 2020). This followed the Code of Ethics as I acted objectively, remained respectful and courteous and provided the support needed to the subject despite him assaulting a colleague and trying to assault myself.

Once the subject had calmed down, I arrested him on suspicion of assault occasioning actual bodily harm under section 47 Offences against the Person Act 1861 (Legislation UK, 2024) due to the level of injuries on the victim. I also arrested the subject on suspicion of assault on an emergency worker contrary to The Assault on Emergency Workers Act 2018 as the male headbutted my colleague when he was ‘acting in the exercise of functions as such a worker’ (Legislation UK, 2018). 

Colleagues then transported the subject to custody, and I stayed with the victim to discuss what had happened. I photographed her injuries on my work mobile devices for evidential purposes and established she had three children who were not at the address at the time of the incident and also recorded their details in my pocket notebook in order to submit a Public Protection Notice to Social Services. I knew the incident had been dealt with short term with the arrest of the subject, but I knew safeguarding measures needed to be put in place to ensure long term protection of the victim and I recognised by submitting this referral further support could be provided to the victim. As well as this, I signposted the victim to charities such as Women’s Aid and provided a list of numbers for charities she can contact if needed in her own time.

Reflecting on this incident, next time I would have called for more units earlier on once arriving on scene and receiving more information. With more units present from the beginning it may have prevented a physical attack on officers and the escalation of violence as we would have had more help. However, due to the limited information and the risk assessment I believe I used the NDM to the best of my ability in order to assist with the decision of every action that was made. 

To conclude I have identified a domestic incident I attended and outlined how I applied the NDM successfully when identifying risk and exploring different options I could have taken. I utilised the Code of Ethics appropriately within every decision I made in order to uphold the policing values and create trust between myself and the victim. I also took accountability for my actions and recorded the use of force in my electronic pocket notebook. 
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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:

In this essay I will be evaluating theories of team dynamics and how these theories can help develop team cohesion and the strategies that can be used to enhance team performance. I will also be explaining why conflict can occur within a team and what strategies can be adopted to overcome this. 

Teamwork can be considered as the central basis for any organisation to successfully function; on any given day we each interact with teams to get things accomplished in our workplaces (Kozlowski, 2018, p. 205). In the police this is especially true as collaborative working is considered one of the main values of the organisation. When discussing collaborative working, the College of Policing (2018) state, ‘we aim to work effectively with colleagues and external partners, mutually sharing our skills, knowledge and insights with each other to achieve the best results for all’. This is important as teamwork between officers can increase safety, strengthen efficiency and communication as well as boost morale (Bergner, 1997, p. 10). Leadership is also an important value within policing no matter whether a new recruit or have years of experience; this ranges from leadership whilst responding to an incident, mentoring a colleague, or delivering a project (College of Policing, 2023). 

Although team cognition has been recognised as a critical element of team performance and decision making there is a lack of understanding, theory, and research into the topic (Grand et al, 2016, p.1353). However there are a few notable theories of team dynamics that I will be evaluating below.  

One of the most popular frameworks for understanding team dynamics in ‘The Tuckman Ladder Model’ which was introduced by Bruce Tuckman in 1965 (Project Managers, 2024). There are five stages to this model: ‘Forming,’ ‘Storming’, ’Norming’, ’Performing’ and ‘Adjourning’ (Wallbridge, 2021). I will be describing each stage of this model and demonstrating how this applied to my class in training school.

In the ‘forming’ stage of ‘The Tuckman Ladder Model’, Rossingol (2023) explains that team orientation is the main characteristic. The group develops as members start to get to know each other. People are excited to build relationships and find a shared purpose of getting a particular project or task completed. However, members act with caution as it is uncertain how they may fit into the group and may become afraid to make the wrong move. Often, major milestones are discussed, and duties/responsibilities are assigned. In training school this was apparent; everybody was so excited to start their new role and we discussed how we wanted the exams to go successfully so we could all pass out with good results. 

As the name suggests, the second stage of the model, ‘storming’, is characterised by competition and conflict. Members understand their role in the team and dominant members emerge, whereas other members stay in their comfort one preferring not to be confrontational; consequently this can cause a divide. Subgroups are formed with members who share the same thoughts/opinions; the team does not function as a whole. Conflict arises when people have different expectations about the work and dispute how to approach it.  If these clashes of opinions are ignored, the problem gets bigger (Rossingol, 2023). In training school, as people got to know each other better it became apparent which characters were more dominant in particular areas such as practical assessments. This caused a slight divide in the class as it was clear some members were being dominated and therefore were not scoring as well in these assessments which lead to some frustration within the group. This is reiterated by Seck (2014) who explained conflict is an inherent factor when it comes to team progression, and it is inevitable during the development of a team. Seck (2014) also states that the conflict that occurs within a team cannot be avoided if a team is to reach its full potential. This is because it strengthens the dynamics of a team and helps member communicate and learn from each other.  

The third stage of the model, ‘norming’ is where members start uniting and cooperating again as they have grown comfortable with how different members work. Members exchange feedback and ask for help so productivity increases. (Rossingol, 2023). After approximately 3 months within training school, personalities had settled, and we all worked together after realising the different learning styles people had. As we grew more comfortable, any issues were also vocalised so they could be resolved as early as possible to prevent them from escalating further. 

The fourth stage, ‘performing’, is when members are accustomed with each other and strong cohesion is form, allowing people work to their full potential and not get distracted by interpersonal conflicts. They also develop team resilience (Rossingol, 2023). During the second exam season, everybody worked together effectively and supported each other massively to ensure we all made it to the end of the six months. We had also already successfully passed the first exam which had built resilience within the class. 

The fifth and final stage, ‘adjourning’ is when the members of the team get a sense of closure. Projects/goals have been completed and achieve. The group has settled and got used to each other and there is a sense of loss when the work is completed. It can also be used to reflect on mistakes and celebrate achievements (Rossingol, 2023). At the pass out parade, there were feeling of success and achievement from successfully completing the initial training but also it was emotional to say goodbye to everybody after forming such a close bond within the group. 

As of 2021 ‘The Tuckman Ladder Model’ has been cited 8766 in different research papers according to Google Scholar. This high number of citations being used illustrates that this model is still relevant in modern literature and has ‘stood the test time’ (Vaida, 2021, p. 96). On the other hand, the model identifies stages, but team dynamics may not always be as linear as simply explaining it stages. For example, the ‘storming stage’, may occur more than once during a task as members will grow more and more comfortable with each other overtime and may make opinions clear later down the line (Ito and Brotheridge, 2008, p. 94). The rigidity of the structure has also been criticised as the stages can be completely dependent based on the size of the group, the personalities of the members of the group and the organisation the group is formed in (Sundstrom, 1990). 

An alternative model outlining group development is ‘Bass and Ryterband’s Model’. They describe four stages in a group structure, during which the group learn how to use their resources and utilise individual assets. (Zoltan and Vancea, 2016, p. 243). Zoltan and Vancea (2016) details the four stages in this model as follows. The first stage is ‘acceptance’ – this takes place once sharing information, interpersonal awareness and discussing multiple topics has tested other members reactions, knowledge, and experience which in turn builds trust and acceptance into the groups. The second stage is ‘communication and decision making’. This occurs when group members are open and establish how to effectively make group decisions together. This is done by setting rules and discussing mutual goals. The third stage is ‘solidarity’ where group members do more activities together to increase the overall accomplishment of the group. The motivation and efficiency of the group is driven by having a common purpose. The fourth and final stage of the model is ‘control’ which is characterised by flexibility and informality. This is where group members seek to maximise the group’s success by matching individual capabilities with group tasks and support. Similarly to ‘The Tuckman’s Model’ the key aspect to this model is effectiveness of a team is achieved as time goes on and is developed through conflict and growing to understand how different team members operate. However, this model ‘focuses more on the actual group formation rather than a graduality in the groups evolution from end to end’ (Vaida, 2021, p. 92) 

In both of these models’ conflict is also mentioned as being a main factor in group development. Inter-personal conflict occurs because as individuals we all have varying personalities, expectations, values, and attitudes (Healthline, 2020). Nonetheless, conflict should not and cannot be avoided as it can have a positive impact on team performance by removing barriers caused by assumptions or misunderstandings as long as it is handled and managed correctly (Osborne, 2016). There are many strategies that can be used to enhance team performance after conflict. An example of one of these strategies is communication between team members. Communication needs to be open and clear and other team members need to listen to everybody’s point of view (Reynolds, 2022). Whilst communication is it also essential to focus on the problem and not the individuals to prevent any escalation of personal conflicts (Reynolds, 2022). 

Team dynamics within the police service can result to failing in professional standards due to the shared values, beliefs and behaviour within a team not complying with the Code of Ethics. One of the Code of Ethics in policing is ‘Courage’ and this highlights how officers should ‘challenge unprofessional and practice’ (College of Policing, 2024). This can be difficult when joining a new team as officers may feel they are betraying their colleagues and there could be fear of becoming isolated from the team. But if inappropriate language, jokes are behaviour are taking place within the work environment it is essential to report it to avoid breaching professional standards. 

To conclude, I have explained different theories of team dynamics and why inter-personal conflict can be managed within a team. I have compared two theories of team dynamics and evaluated how they explain how team cohesion is formed. I have also explained why it is important police officers follow the Code of Ethics and adhere to Professional Policing Standards when working as a team and the responsibilities and maintaining these standards art all times. 

WORD COUNT: 1652

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:

In this essay I will be explaining how policing of the roads can be an effective means of gathering information and intelligence to disrupt prevalent criminal activity. I will also be explaining how automatic number plate recognition (ANPR) can also be used as an investigative resource to disrupt criminal activity. 

Police officers collect information every day for the purpose of protecting life and property, preserving order, preventing offences from occurring and bringing offenders to justice (College of Policing, 2015).  The College of Policing (2013) explains that “police information refers to all information obtained, recorded or processed for a policing purpose” whereas intelligence refers to information that has already been obtained by police but has also been subject to a process of evaluation. Intelligence allows the police and other relevant agencies to effectively identify and prioritise actions against serious organised crimes groups and manage the threat levels posed by them (National Crime Agency, 2024). Intelligence led policing (ILP) helps to move from a “reactive” form of policing to a “proactive” form of policing to prevent crime rather than deal with it as it is occurring (Innes M, 2005, p. 41). Put simply, the collection and analysis of intelligence assists law enforcement in developing tactical responses to threats and/or strategic planning related to emerging or changing threats (Carter, 2009, p. 310).

The use of the National Intelligence Model (NIM), also known as the 5x5x5 system, allows police to be more efficient with limited resources by prioritising actions needed to tackle the most serious crimes (Carter, 2019, p. 43) by correctly evaluating the reliability of information received from a source (GOV.UK, 2016). It does this by grading how reliable a source is through the letters A-E (with A being the most reliable) and evaluates the intelligence through the numbers 1-5, with 1 being “known to be true” and 5 being “suspected to be false or suspicious (GOV.UK, 2016). The last step is known as ‘The Handling Code’ which dictates how intelligence can be shared and disseminated (GOV.UK, 2016). Another model used for developing intelligence, alongside HIM is the “Intelligence Cycle” – The six stages for this model are planning, collection, collation, evaluation, analysis, and dissemination (Warner, 2013, p. 9). 

In the United Kingdom approximately 80% of domestic freight is transported by the efficient road network, however, this efficient road network is also being used by criminal gangs to exploit other people, drugs smuggling and human trafficking (Department for Transport, 2020). The free movement of people goods and services allows criminals to abuse the road systems for their own sinister motives (Committees Parliament, 2019). Therefore, it is imperative that Police, and the agencies who work alongside them, develop effective strategies to prevent this. In fact, The National Crime Agency (2017) state that serious organise crime groups, such as County Lines, adapt their operating methods, including changing their use of transport, in order to strengthen their criminal enterprise. In fact, it was found that 51% of Police forces across England and Wales reported county line groups using hire vehicles for criminality, 42% reported owned vehicles being used and 33% reported the use of taxis (National Crime Agency, 2017). These figures highlight how criminal gangs use the roads in order to commit crimes and why it is so important that police use effective monitoring techniques, such as ANPR and CCTV to detect and in turn prevent county line suspects from continuing their criminal activity. 

The Police work alongside multiple agencies to prevent more prevalent activity. These agencies include, but are not limited to, The Driver and Vehicle Licensing Agency (DVLA), Experian, Local Highway Authority, and the National Crime Agency (College of Policing, 2020). For example, the DVLA help police disrupt crime as they hold data on road users and their vehicles. This data is then transferred to the Police National Computer (PNC). This helps officers find details on vehicles that have been stolen or lost and drivers who are disqualified. Not only this, but the DVLA can assist police sharing intelligence through a dedicated intelligence unit and examines suspected forged documents used by criminals to try and conceal their true identities (College of Policing, 2020). Experian has also consented to police forces having access to the information they hold. They hold information such as vehicle identification numbers versus VRM checks and number of previous keepers and dates of changes (College of Policing, 2020). This helps police identify prevalent criminal activity as criminals often change the vehicles they are driving to try and evade any suspicion on them. 

The police also hold powers to collect information and intelligence and prevent crime whilst policing the roads using the relevant legislation in order to stop and search vehicles. Under 23 Misuse of Drugs Act 1971 allows an officers to ‘search any vehicle or vessel in which the constable suspects a drug may be found’ (GOV.UK, 2011). This helps prevent and detect serious organised crime as information and intelligence can be used to help with this by putting markers on certain vehicles if drugs have been found previously. 

Automatic Number Plate Recognition (ANPR) is used throughout England, Wales, Scotland and Northern Ireland by agencies, such as the police and government, to disrupt, prevent and detect criminal activity at a local, force, regional and national level (PoliceUK, 2018). ANPR ‘automatically reads vehicle registration numbers (VRNs) for comparison against database records’ (College of Policing, 2013). Vehicles pass a covert or overt ANPR camera, the VRN is checked against the Police National Computer (PNC), DVLA and Motor Insurers Bureau (MIB) (NPCC, 2013).

College of Policing (2013) explains this data can be used for the following reasons:

· Locate stolen or lost vehicles. 
· Identify movements of a vehicle used in crime. 
· Examine alibis. 
· Identify the vehicle(s) in a particular location during a particular time period to assist in identifying a suspect, victims, or witnesses. 
· Cross reference data from other sources to enhance information and intelligence. 
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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. Understanding how Out of Court disposals can be utilised and enhancing my knowledge on workshops/rehabilitation work that can be part these disposals. 








2. How the Criminal Investigations Department (CID) conduct their investigations.

















3. Case Files       
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I should arrange an attachment with the officers who deals with Out of Court Disposals, so I understand how to best use them. I often rely on arrests or voluntary attendee interviews when there are other outcomes that can be applied where necessary.

I will also look on The Beat as they also have resources and information sheets and carry them with me if I need a point of reference. 


I would like to gain a better understanding of what CID look for in their initial investigation’s and how they develop their findings. This will help me conduct more in-depth enquiries that will have positive outcomes for victims, when in any other case it might be a no further action result due to lack of evidential possibilities. I could do this by arranging further attachments to work alongside them or asking for a 1 on 1 discussion with a CID officer from the professional development (training) unit




   I need to gain a greater understanding on the skills needed to build a good case file for CPS advice or for a charge. 

I can do a basic file for post charge cases, but I do not know how to create more extensive case files for more complex investigations.

To improve this I will ask for examples from my colleagues to follow step by step and speak to colleagues who work in the file management unit to gain a wider understanding on what is needed on a file



	SKILLS 
 
4. Conflict 
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8
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7
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 I still approach incidents with conflict with apprehension as I get nervous about the situation escalating and either myself or my colleagues getting hurt. 

I will stay up to date with my PPST (Personal Safety Training) refreshers and practice the best use of handcuffing techniques with my colleagues to ensure I am confident in my abilities to restrain subjects if needed. 

Also, due to aggravating factors with those I deal with (such as heigh, weight, gender etc..) I will attend classes to develop my confidence with my strength so I approach these incidents with more belief I can handle it.

After attending incidents I will also debrief with my colleagues so they can advise me what I can do better and what I could improve on.  


	EXPERIENCE 
 
 
1. Interviewing Techniques 
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9 
	 

 I have recently completed my Tier 2 Interviewing Course where I have learnt how to use bad character evidence and special warnings. 

I have not had a chance to utilise these skills yet so when I next conduct an interview, I will use these techniques regularly to grow more confident and gain as much information as possible from a suspect in an interview for better outcomes. 
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