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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:


	The term organisation culture is one in which relates to government agencies, such as the policing service, and refers to a set of values, beliefs, attitudes, and rules in which outline and directly influence one's behaviour within the organisation. Policing is governed by the code of ethics which outlines appropriate way officers are obligated to obey and maintain which is how I as an officer maintain my own personal values as they A-line with this. The transformation framework outlined by the College of policing has been deployed as a tool kit to combat organisation culture and introduced change for the better. The purpose of this reflection is to reflect on the impact of organisation culture within policing on wellbeing and resilience. 

	    The transformation framework (Meecahn . F, 2016) was introduced by the college of policing that worked with representatives from the National Police Chiefs’ Council (NPCC), Her Majesty’s Inspectorate of Constabulary and Fire and Rescue Services (HMICFRS) as well as the home office to consider police transformation. It outlines the importance of the framework and the forces in which use it are contributing to the consistency in organisational development and building to change. The frameworks' main goal is to be deployed as a tool kit and provide policing with structured and consistent approach to analysing and developing deeper understanding of their organisation, it allows for reflection of organisational behaviour, force performance, and how the force operates and works as a whole to increase efficiency and deliver outstanding service and public value. Organisational culture is the main prospective in which the framework is built upon, by having an evidenced based way to access and reflect on the organisational culture on the onset allows for the evaluation of cultural development across the organisation leading to change for the better. The framework can be split into four main steps (scan, plan, do, review).  The first step, scan, to gain a deeper and clearer understanding the influence a force has upon itself, for example, the environment and the future demands as well as its planning and operational performance and how effective and efficient this will be.  The second step being plan, this refers to having well developed and reflective plans that are built on a strong understanding of the force’s environment and their individual needs, consequently this enables the force to be more effective and efficient in the terms of using resources and the skills of its officers to deliver the service when required. Thirdly, do, this is split into two subsections the first being change management - This is important as it allows for the organisation to effectively change for the better and is essential that police forces manage change positively to reform and invoke fewer negative consequences as possible. The second subsection being business as usual (BAU) Which means that there is still an ongoing responsibility to provide a quality police and service at any given time regardless of any new initiatives that may be rolled out. Lastly review, this is a key trait of any successful organisation as it outlines the understanding of their performances which provide key learning experiences and evidence for future improvement, for example, considering what works well and what does not and how this can be built upon to inflict positive change effectively and efficiently.

	Organisation culture has a large impact on Officer well-being and the World Health Organisation (WHO) recognises mental health as a state of wellbeing, “ every individual realises his or her own potential, can cope with the normal stresses of life, can work productively and fruitfully, and is able to make a contribution to his or her community” (MacLeod and Clarke, 2009) this refers to policing as if an officer is able to realise their potential they in turn will be able to make greater contributions to the field as well as maintaining a positive attitude that will ultimately impact their way of policing in to a more positive engagement with members of the community. It has been widely disputed that organisation culture will impact an individual's ability to work effectively dependent on the culture impacting - either - positively or negatively on the individual's mental health and wellbeing, it is stated that ‘shared basic assumptions that the group”, or in this case the organisation, “ has learned to solve problems of external adaptations and internal interrogation, that has worked well enough to be considered valid and therefore, to be taught to new members as the correct way to perceive, think, and feel in relation to those problems” (Schein E, 1993). It is evident from this that if organisational culture in a negative form will then have a resistant culture that can stifle growth and innovation within the organisation, however, if the organisational culture is positive then a supportive culture can manifest and motivate an engaged workforce therefore projecting change for the better quicker and more effectively whilst reducing the negative impacts. This is increasingly important within the policing service as the more officers are engaged and their wellbeing is nurtured then the more effective, they will become whilst conducting duties and engaging meaningfully within communities which in turn will increase public confidence within the police. 

	There are many risks associated with conforming to organisation culture such as, a lack of innovation, lack of productivity and lead to a stifle in individual contributions which all lead to negative environment where, ultimately, officer wellbeing will diminish as cultural complacency increases – this is when individuals feel accustomed to following established norms within the workplace and do not challenge problematic behaviours due to keeping the status quo. The policing service is one in which has been highly critiqued within the past few years for the ‘solidaristic nature of policing’, meaning that it can become particularly intolerant of ‘whistle blowers’ that speak up against misconduct/behaviours of their colleagues, for this reason strides and procedures have been put in place to diminish this way of thinking so that the new default social norm is to hold officers accountable for behaviours that fall below/outside of the ethical and professional standards (Muir R, 2022). There are methods in which negative impacts on wellbeing due to the high speed and pressure that the policing service is under to help maintain wellbeing of its officers, the first being, The national Police Wellbeing Service and Oscar Kilo (2019). This is a service helps officers and police staff with mental and physical health support, mental health outreach support and training and toolkits to improve the provisions in which are available across forces which is an invaluable tool which is available to everyone and can be accessed at any time in which an individual may need it.

	To conclude, the transformation framework purpose is to be rolled out as a toolkit to combat organisational culture and reform the policing service by increasing consistency in organisational development and make way for change. Organisational culture has a significant impact on officer wellbeing whether this be positive or negative. A negative organisational culture will lead to a resistant culture developing whereas s positive organisation culture will lead to the development of a supportive culture, there are many risk associates to conforming to a negative organisational culture such as the lack of innovation which in turn will diminish an officer's wellbeing. Officer wellbeing is extremely and increasingly important and are offered an array of services if this is an area in which they are struggling, the Oscar Kilo resources were started in 2019 and holds an array of information and services that are available to officers that may need additional support.  
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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:

	Decision making is one in which is a vital skill that is required by all policing constables. Being able to effectively and efficiently make lawful and consistent decisions in high stakes situations can be a matter of life and death. Being able to make such decisions and ensuring that officers are acting in a manner that is lawful is governed by the professional policing standards and the code of ethics. The purpose of this evaluation is to evaluate the rationale behind decisions made in a domestic related incident and the consequences of making this decision. The ability to make good decisions and the use of the national decision model alongside the code of ethics is vital and as the incident outlined below will demonstrate this.      

 	A call had been received from a female stating that her husband was refusing to leave the address after an argument had taken place – the caller in this instance, had very little English meaning that information was coming through in scattered pieces which meant the exact circumstance of the situation was unknown and language line was used to gain a clearer understanding – language line is a interpreting service in which allows individuals to speak to each-other that do not share a common language (LanguageLine Solutions, 2024). After using the language line tool, it was then disclosed to my partner and I that the female has disclosed several previous assaults from the husband, in domestic related incidents it is South Wales Police policy to split the two parties apart, when doing this the male refused to leave resulting us in moving the female to a sperate room, this is done to gain both parties side of what has happened and the course of events that have led to the police being called, the male was presenting as extremely aggressive and after talking with the female, in this case, the decision was made to arrest the male (dv common assault) which also removed him from the address. There are several considerations that must be made when making decisions within the policing role as police constables are required to have greater professional judgements and take greater risks in terms of decision making. 

Logical decisions require information/intelligence to be able to make informed decisions and these can be influenced by three different elements, these include logic/reason, intuition and cognitive bias. To make a logical decision it relies hugely on the individual being informed on all the facts including, all the pros and cons, to consider every option available to them – this is demonstrated here in the above example via the use of moving the female into a sperate room as the male was refusing to leave and preventing any further harm coming to the victim, this is an analytical technique (College of policing, 2013). When a decision is required to be made quickly and information is not complete and available is where an officers intuition comes into play – this developed overtime and gains with experience, to make decisions based on intuition alone a policing constable must have a considerable amount of experience and good judgment (Sadler-Smith.E, & Akinci.C, 2024). Also, inherent bias is a factor within decision making as it can disrupt and distort the decision-making process, this is split into four different subsections, confirmation, anchoring and halo-effect. Confirmation refers to when the decision maker seeks evidence that confirms their existing belief or bias that, ultimately, discounts evidence that supports alternative conclusions (Pilat.D & Dr.Krastev.S). the third element of decision making is referred to as the halo-effect, this is when an overall impression of an individual (or product, or company alike) that, ultimately, effects objectivity as well as over-confidence in one’s judgment (Cherry.K,2024). Within policing, it is vital that these are overcome to remain impartial and to conduct practices that obey by professional standards and ethical considerations. 

The national decision model (NDM) is a framework that is used within policing in the decision-making process, it links British Policing values to its operations by helping to ensure considerations of the necessary factors by breaking-up more complex decisions into easier-to-manage steps. The NDM whilst providing a structure for a rationale of what an individual did during an incident and why it can be applied to spontaneous incidents or planned operations by an individual or team of people in both operational and non-operational instances. In the incident described above the NDM was a vital framework in which I used to ensure that policies and procedures were followed correctly and that professional standards were maintained. The first decision that was made, in line with current South Wales Police service, to separate two parties in any domestic related incidents, I used the knowledge from the call to make an informed decision to enter the address and ask the male to leave into a separate room, when this request was denied I then looked at any other options that were available to myself at this time – in this case the female was willing to go into another room, now policy has been followed the next decision was to gather information and intelligence from both parties to being piecing together the course of events and enable myself to make a conscience and informed decision as some situations are not as they first seem, there was also a huge language barrier between the reporting person and ourselves as her English was very limited, hereby the use of language line proved invaluable. After gathering information from both parties, the male became very aggressive which has led for myself to make a quick decision and arrest him. This decision has now decreased the risk to the female and removed the male from the address and allows for the appropriate referrals to be made ensuring that the reporting person receives support and any other service in which she may require. The rationale behind this decision to arrest was to ensure the safeguarding of the vulnerable adult, in this case the reporting person, and to allow for a prompt and effective investigation to take place. Many considerations had to be taken into place during this incident, the first being from an evidence point of view, to gather as much evidence as possible to aid in the prompt investigation and ensuring the information gather is correct. 
The code of practice for ethical policing was introduced under section 39 of the Police Act (1996) outlines a way officers should carry out lawful and consistent duties within the ethical policing principles and act in a manner that is proactive and positive. The ethical considerations that I took within the above incident were ensuring I took the time to understand clearly and concisely the information that the reporting person was relaying and taking the time to ensure that the language barrier was overcame effectively and efficiently.    

To conclude, the incident in which I responded to was one in which first impressions could not have been as they first seen, the reporting person had a language barrier as her English was limited meaning that the information that was coming through was scattered and incomplete and ever changing so a tool called language line was used to make sense of this. I made use of the NDM when making decisions in this incident to ensure that the choices I made were in guidance and accordance with code of practice on ethical policing under section 39 of the Police Act 1996. Ethical considerations are at the core of policing and, ultimately, essential. Logical decisions are three elements which are logic and reasoning (meaning where information is required to make a judgement), intuition(meaning when a decision is required to be made quickly and information is not readily available) and cognitive bias(inherent bias can disrupt and distort the decision making process). Cognitive bias is split into three subsections that include confirmation (meaning decisions maker seeks evidence to support their existing beliefs), anchoring (meaning overly relying on one experience to make a judgement) and the halo effect (meaning overall impression of a person that affects objectivity) – each of which gain insight into limitations and potential risks that may affect a persons’ decision-making process.                   
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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:




	Leadership and significant changes in culture within policing have changed massively over the last few years. Within policing there is a reliance on good leaders more than ever that can adapt and empower staff throughout changing times. The importance of good team development is one in which is invaluable to policing and vital as without it, public confidence would decline. The framework that was proposed by psychologist Bruce Tuckman has outlined the four main stage’ of team development and how this has been developed as a means of team cohesion, however, there is a disadvantage to this. The aim of this assessment is to evaluate theories of team and dynamics and ways in which this can be improved, as well as how team dynamics within the police service can result in a failure to comply with professional standard requirements.  

	Developing relationships between members in a team is a task in which takes time to develop and is becoming increasingly important within the policing role. Bruce Tuckman (1967), psychologist proposed the framework for developing team cohesion, the paper identified four main stages of group development, forming, storming, norming and preforming with a fifth stage being proposed later that was named adjourning (Journal of management, 2019). 
The first stage, forming, is described as the initiation phase – members within the stage will become acquaints with other members, maintain formalities and this is where ground rules will be established. Here, there is little agreement on team aims and responsibilities are unclear and thus a high dependence on the leader as well as other members for guidance and direction is essential to maintain order and testing tolerance of the system and the leader. The forming stage is important within policing teams as this stage will create a sense of belonging, trust and commitment between members of the team which is crucial – within the policing service you are required to attend complex calls and situations that often will require assistance from other members on your team, by having this strong sense of trust and commitment it will be vital in being able to resolve issues that you are faced with day-to-day quickly and effectively as possible. However, it is argued that during this stage connections can be superficial as there is yet a clear vision/structure for their work and what is required from everyone. The leadership role in this stage is one in which adopts a direct style of leadership, with the main goal of bringing the team together and ensuring the development of trust between members to foster a healthy working relationship (Linkin, 2024).
The second stage of team development, storming, is one in which the team gains confidence and individuals being to show their personalities as well as communicating their feelings, However, members of the team can confront each-others’ ideas and perspectives as they still value themselves as individuals rather than as part of a team. This is an important stage as conflicts may arise between members around inter-personal issues’ and as a result cliques may form, leading the way for power struggles in which members of the team may resist control by the group leader and show hostility and challenge their authority. In terms of policing, it is important that strategies (which are explored later) are deployed to eliminate any conflict between members on their team so that the group harmony can be restored, and the group continues to work together efficiently. However, as members of the team gain confidence in sharing their perspective’ it makes way for innovation and changes to be made within the teams to promote positive change not only within policing but in the communities that the officers serve. The leadership role within the storming stage adopts a coaching style of leadership to guide members of the team to remain focused on goals and do not become distracted for the best interest of progressing further (Komar. L, 2024).
	Norming is the third stage of team development – within this stage members being feeling part of the team, and it is realised that mutual goals can be achieved much more quickly and easily by working together and accepting each individual viewpoint. Here, the team beings to develop a personality/identity as role and responsibilities are clear and accepted by members thus motivation levels will increase and there is a conscience effort to resolve problems effectively. The team will begin to discus and develop their working style together with members engaging in social and fun activities together outside of work thus increasing team effectiveness as a result. In terms of policing, when there are clear goals for members of the team to focus their efforts on motivation will increase and therefore the standard of policing increases thus increasing public confidence as a result as well as achieving team cohesion. The leadership role for the norming stage of team development will adapt a facilitative and enabling leadership style by allowing the team to become autonomous and therefore ‘sharing’ (in a sense) leadership roles with them. 
The fourth team development style, performing, in one in which the team works in an open-minded and trusting atmosphere, where flexibility is key. Hierarchy is of little importance (in a sense) that roles are flexible and functionable where the group energy is one in which is channelled into tasks that have a shared vision, functioning as a unit and a high degree of autonomy where disagreements are positively resolved. Here, changes to process’ and structure are made by and within the team. In terms of policing, this stage is the final and what it hoped to be achieved in every team, this stage allows for members of a team to work together effectively with a positive working atmosphere between colleagues. It also gives teams the autonomy to make changes that benefit not only the team but the community in which they are policing, for example, if a certain approach is proving ineffective in a certain area the team can positively communicate to each other and make changes to try a different approach which proves effective and inflicts positive change. The leadership role within this stage is to adopt a delegative style of leadership in which the team is now competent in the decision-making process’ and able to have higher autonomy. This is essential as the team is now operating at peak efficiency and problems can be resolved without compromising timelines of goals (Brigden. B, 2024).  
By promoting good teamwork, the productivity of individuals will also increase, this is vital within policing as for good quality policing to take place, officers must feel coherent within their teams, fostering trust and a good working environment, this can be achieved by building diverse and inclusive teams and ensure that the same opportunities are presented to everyone. However, there is a valid argument that the Bruce Tuckman framework for team development is that it does not provide any guidance on how each team should progress in each stage so, for example, if a team get’ stuck with conflict resolution and cannot find a way through it they will then be unable to progress through the storming stage and onto the norming stage (Herman. M, 2024). 

Conflict can arise when individuals cannot agree on a problem-solving strategy or action plan in a situation and therefore causing inter-personal conflicts. Within policing communities, a strategy that is called the CUDA model is deployed as a means of resolution to conflicts that may arise. The CUDA model is an acronym with each letter representing each stage of conflict resolution, the first being ‘confront the conflict’, this refers to the acknowledgement that there is a conflict and that both parties want to solve it. The next step is to understand each other’ position in the conflict, meaning each involved individual is to make clear statements about their position and then actively listen to the other person’, with the main goal of clarifying different viewpoints and diffuse emotions. Next, to define the problem regarding ensuring that both involved parties accept that they will need to ‘give ground’ and change position. To seek a solution for, and evaluate, alternative solutions to resolve the conflict, meaning for the individuals to mutually generate possible outcomes via the use of compromise. Lastly, to agree action to resolve, meaning that involved parties will agree upon and implement the best solution so that the conflict is resolved respectfully (L&D Hero,2023). This model can enhance and individuals and teams’ performance as the model can allow for conflicts to be better understood as well as being resolved quickly and effectively which strengthens emotional connections between members on the team and thus increasing the productivity and effectiveness of the team by achieving a win-win situation. 

As a police constable are held to a higher standard and have the professional standards in which they are required to obey as well as the code of ethics which set out moral principles that govern a person, these are increasingly important as public confidence is affected by police officers’ actions. There are many reasons in which an officer acts in an unethical manner, for example, loyalty which when implied correctly is a great positive, for example, loyalty for a colleague whereby a police officer risks their life to save another is commendable. Loyalty in another instance relates to having loyalty for colleagues or others that raise another ethical dilemma, such as leading to covering up for another is corrupt and this can have a large negative effect of team dynamics. Here, this goes against the code of ethics as it states that police must work in the public best interest foster trust and confidence, courage, respect and empathy (College of policing, 2024). Another factor that can affect team dynamics is that policing has been descripted as a corrosive environment, meaning the environment in which police constables work is corrosive by working and being at risk from those they police. 

To conclude, theories of team dynamics and development proposed by psychologist Bruce Tuckman has four main stages in which a team should progress through to become coherent, forming, storming, norming and performing. However, there is no clear guidance on how each team should progress through each stage or if they even must be progressed though in order, so in conclusion it could be possible for a team to become stuck in the storming stage which, for a team, is the least coherent and least productive. The CUDA model has proven effective in dealing with conflict in a manner which has been described as a win-win situation that resolves conflict quickly effectively as possible whilst fostering positive emotional connections. The policing standards for professional conduct and code of ethics are one in which sets out the moral and professional way in which is expected of all officers to behave, for this reason public confidence can increase, however, there are reasons in which an officer may act against these, this is called corruption.   
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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:


	Policing of the roads is one that is essential within the policing service, it not only deters dangerous/careless behaviour on the road and illegal activity but also detects and stop the abuse of road networks for criminal gain. This is not always easily obtainable, however, a police constable under the Road Traffic Act 1988 section 163 gives a police constable the power to stop vehicles and section 164 allows for the lawful power that a police constable to require the production of a driving licence and in certain circumstances statement of date of birth – the use if this power critical when tackling prevalent criminality on the roads, another tool in which is useful when combatting criminality in the roads and aids policing of the roads is automatic number plate recognition (ANPR), this is a camera that automatically reads vehicle number plates by taking an image. The purpose of this evaluation is to explore how information and intelligence can be used in the disruption of criminal activity by effectively policing on the roads and the use of ANPR cameras in aiding this. 

	Intelligence gathering is vital as a police constable it not only allows an officer to monitor certain situations it also can be the missing puzzle piece to an offence that now lawfully allows an officer to act upon. Intelligence gathered from patrol or members of the community can alert police to something that they were unaware of, and specialised officers are able to identify and assess the risk involved and then decided on how is best to act/approach a situation, its common that some information gathered will be insignificant but may also lead to a breakthrough somewhere else (Essex Police, 2024). The Police and Criminality Act 1984 section four gives a police constable the power (when authorised by appropriate superior) to stop and search a vehicle on the road, either all or selected by a particular criterion (such as colour and make of a car) in a particular location as a means to locate an offender or witness involved in an offence. This is achieved by setting up locations of road checks in areas of interest, to do so by exercising this power it ensures maximum protection for officers and members of the public as little/no warning given to the suspect with no escape routes available. This here is evident that road checks due to intelligence gathering is an effective way in which policing the roads and causes disruption to criminal activity. 

The National Police Chiefs Council (NPCC) have introduced a road policing strategy (2022-2025) that has four main objectives, tackling crime, preventing harm, and saving lives, driving technology and innovation, and changing minds. It states that the UK has some of the safest roads in the word, however, there are more than five deaths and many more seriously injured every day. It has been called for more effective policing on the roads by the NPCC to tackle anything that prevents the safe and lawful travel of individuals without the cause of economic loss and disruption by targeting those that are causing the harm on the roads. The strategy goes on to describe an effective way to continue policing the roads is to focus on the public as they are the most influential. This means that the public help police by submitting dash cam footage, being part of community's speed watch schemes and by setting socially acceptable ways to use the road, responsibly and by abiding by the law. Also, road networks are being exploited for criminal gain which has called for more effective policing on the roads, it was reported by brake and direct line (2019) survey of UK drivers that 83% believing that a higher policing presents in the road would decrease and deter people from committing crimes on the road, however, only 3% of officers in total force strength in England and Wales being dedicated to policing the roads and aimed at tackling the fatal four, speeding ,driving while distracted, non-wearing of a seatbelt and drink and drug driving.

	 The use of technology is one in which is changing policing of the roads and acts of law on the road for the better by increasing efficiency and effeteness, just as it can with counterterrorism – such as the use of vehicle tracking. Vehicle tracking is where a device is attached to a vehicle either by manufactures or an individual, some of which allow for vehicles to be immobilised remotely – therefore acts as deterrent to being stolen. A traceable liquid, smart water, is commonly used by police which is applied to items of value to not only act as a deterrent but also to identify thieves. The way in which smart water works is the clear liquid leaves a unique identifier which is only visible under ultraviolet light – this provides police with a legal irrefutable way to identify assets and convict criminals (Heddlu, Gwent Police). Another device which aids policing on the road is roadside fingerprinting – this is a device that allows for police to carry out fingerprint identity checks on the roadside thus saving time on having to arrest and take people to the police station for identity checks – a great means of effectively policing on the roads. Facial recognition is also a tool in which aids policing - this tool allows for police/users to instantly search through billions of photos with the aim of identifying an unknown suspect in a crime scene photo (GOA, 2024). The tools listed above are just a few examples of how technology is innovative to policing, especially policing of the roads and how effective they are in tackling criminality. 

[bookmark: _Int_oUZY2R7p]Disruption of criminal activity is at the core of policing and coherent with the ‘peelian principles. Research has shown that there is a link between offending on the roads and other forms of criminality thus calling for more innovative means of tackling this. A tool in which has proven invaluable to policing is automatic number plate recognition cameras (ANPR). ANPR is an effective way to identify vehicles by reading registration marks (VRMs) and matching them against pre-determined indices or ‘flags’ with database records, however, such identification should not be replaced through investigative enquires and officer discretion. ANPR is proactive tool used for response and investigative means which, ultimately, can prevent crime by targeting criminals via their use of the roads (Police.uk, 2024), therefore by providing this tactical option to disrupt, prevent and detect criminal activity on the roads thus public confidence in increased. ANPR cameras are linked to a reading device (NRD) that collects data and stores it on the NAS database and the number of vehicles in which it can read is dependant to the capability of the NAS reader. NRD can be split into six distinct categories, these include static (fixed into place), moveable (fixed into place but can be moved), multi-lanes (has the capability to read VRMs across Multiple lanes as well as vehicles movements either in the same or opposite directions), CCTV Integrated (dual purpose but will only provide data to the NAS when in ANPR mode), mobile (can record VRMs from a mobile base such as mounted on a vehicle) and covert (can be either static or moveable and authorised for deployment to support covert operations) all of which are representative of their names – in laymen's terms meaning some can be moved and some cannot (College of Policing, 2013). Due to these types of ANPR, it has proven a vital tool in disrupting criminal activity on the road and increasing the effectiveness of policing on the road.  

To conclude, intelligence gathering is not only vital to a police constable as it allows officers to conduct their duty lawfully and ensure that the laws are being up-holded to the highest standard and members of the community feel safe to confide important information that may not have been previously known. The Police and Criminality Act 1988 gives a police constable the power to stop and search a vehicle on the road which acts a means of discovering and deterring criminal activity on the roads and stops the road networks being exploited for criminal gain. The National Police Chief’ Council introduced the road policing strategy with four main objectives that aim at targeting the main dangers that arise on the road, such as the fatal four, and purpose a new and more efficient way of policing on the roads to tackle this issue as well as highlighting the importance of changing the socially accepted norm of the public in relation of how the behave on the road and change this for a more positive and law abiding mindset thus increasing public confidence in the police. Use of technology has increased within the past few years and has allowed innovation within this field, for example, roadside fingerprinting – not only and time effective way to establish an individual's identity but avoids having to arrest a person and take them to the station to be able to confirm their identity. Lastly, ANPR a vital tool that helps increase the efficiency and effeteness of policing on the road by allowing a camera to take photos of individuals number plates as they pass the camera and an effective way to identify vehicles by reading registration marks (VRMs) and matching them against pre-determined indices or ‘flags’ with database records, however, such identification should not be replaced through investigative enquires and officer discretion. All the above have proven invaluable in the disruption of prevalent crimes by effectively policing of the roads.         
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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 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 Over the past 6 months my knowledge has grown significantly – this is due to being exposed to several different incidents all of which require individual handling. I also underwent a PSU course which again has added to my knowledge. Within the next 6-12 months I hope to progress further with my knowledge by to attending more calls and broadening the range of situations and calls that I respond to.   

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 My skills have increased greatly over the past 6 months by undergoing a PSU course which has developed my skills in this area hugely. I intend within the next 6-12 months to part-take in PSU deployments to further my skills and knowledge in this area. 

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 Within the last 6 months I have gained a large amount of experience by attending calls day-to-day and dealing with complex and in-depth situations. Within the next 6-12 months I intend to gain more experience by attending calls and dealing with an array on situations as well as doing PSU deployments to gain further experience within this area.  
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