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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:


Having achieved independent patrol status, I have been able to broaden my understanding of what it means to be a police constable by experiencing a range of incidents first hand, this has in turn enabled me to develop coping strategies to build resilience and minimise stress. 

One of the biggest challenges I found was being able to adapt to changes within the organisation and fitting in with the culture of the police which also ties into one of my coping strategies to help build resilience and minimise stress. The definition of organisational culture is “the way that things are done in an organisation” and factors that could influence organisational culture are unwritten rules of how things are done, attitudes and behaviours of staff and colleagues and the systems and processes that must be followed (Managers.org, 2015).

Having been moved to a different station, I felt under pressure as I wanted to fit in and prove myself as being an asset to the team. However, this increase in pressure resulted in an increase in stress. Upon conducting research into the negative impacts of stress, it was found that stress can cause physical, emotional, and mental problems which may lead to difficulties in the working environment including reduced productivity, difficulty concentrating and a lack of motivation (Heathfield, 2022). 

The way in which I tried to overcome this stress was by engaging with the team and adapting to their organisational culture which had proven to be quite successful as the team was incredibly welcoming, instilling a sense of belonging. My team had developed their own organisational culture and working ethics which promoted team morale and bonding for the purpose of keeping spirits high whilst working to an efficient and exceptional standard. An article has been submitted by Baker (2023) that outlines the importance of team bonding. Team bonding promotes increased trust among colleagues, improved communication, and enhanced creativity, all of which are important attributes of a successful team (Baker, 2023). By adapting to the team’s culture, I found that I became one with the team, which subsequently helped towards reducing the stress that I was feeling and building confidence. 

Though organisational culture may prove to encourage positivity and good team morale, there may be situations where the adverse effect may take place. An organisation that are unable to correctly manager their staff may find that a culture shift is inevitable, leading to an inefficient and toxic workforce whereby staff feel stressed and unmotivated to work or an increased rate of negative gossiping may take place (Sherman, 2019). In my short amount of time as a police constable, I have witnessed the negative effects of organisational culture. 

Firstly, I would like to reflect upon the negative impacts of organisational culture surrounding the pressures of work demand. The role of a student police constable is incredibly demanding as there is so much to learn in such a short amount of time, especially when workload continues to rise. An article by Hill (2022) on work-related stress suggests that work-related stress may be caused by the demands of one’s job, mainly around excessive workloads, and unrealistic targets among other impactors such as insufficient support from managers and colleagues and difficult relationships with colleagues.  

Work-related stress can cause physical and psychological effects on individuals such as not feeling motivated to work, feeling anxious and depressed, headaches, gaining or losing weight among other symptoms (Hill, 2022). Due to the pressures of my role, I have experienced the aforementioned physical and psychological effects which has led to me feeling “burnt out”. Lumsden and Black (2020) highlights the negative impacts of organisational culture leading to officer burnout stating that “police officer burnout is more likely where officers exhibit value dissonance” referring to the way in which officers are having to balance the values that are expected of police officers with the role and function of policing. I was able to overcome these negative effects by speaking to my supervisor and colleagues, highlighting the stress that I was feeling and seeking guidance on how to overcome this.

The negative effects of gossiping in the work force are another area that causes great concern for many people in all walks of life. I have previously been subject to workplace gossip whereby my competence as a police officer has been put into question and this has in turn caused me to doubt myself and feel less confident within my role. Workplace gossiping are prevalent across all industries and the negative impacts may include erosion of trust and morale, reduced productivity, increased anxiety and hurt feelings among colleagues (Wilkie. N.d.). I was able to overcome the negative effects of gossiping that I was subject to by confronting the culprits of the gossiping and explaining the negative impacts that gossiping has on myself and other people.

Conforming to organisational culture can prove to be beneficial to an individual as positive effects such as team bonding, motivation and job satisfaction may be promoted, however the adverse effect may also take place whereby an individual may become toxic and lose sight of the values that we strive to maintain. The risks of conforming to an organisational culture that promotes negative working practices can cause distrust among colleagues leading to an un-motivated workforce that are unable to work to an efficient standard. The college of policing’s code of ethics outlines several principles and standards of professional behaviour that all officers must abide by in order to be the best officer that they can be, such as being honest and act with integrity, treating all people fairly and treating everyone with respect (College of Policing, 2014). Conforming to a negative organisational culture may prove to be a direct contradiction to the standards all officers are expected to uphold by the Code of Ethics and by doing so, officers may lose sight of what it means to be a police officer, resulting in inefficient, sloppy, and unacceptable working ethic.

As previously mentioned, I have identified areas where I have used strategies or methods to overcome stress, whether this was by speaking to supervisors or colleagues to seek advice or confronting colleagues about particular issues. Now I would like to highlight strategies that I am currently using to maintain wellbeing and resilience. According to the Cambridge Dictionary, resilience is defined as “the ability to be happy and successful again after something difficult or bad has happened”, (Cambridge Dictionary, n.d.). 

My first strategy revolves around the ability to look after myself, which includes engaging in regular exercise (walking, running, etc), getting enough sleep and maintaining a healthy diet. Studies have shown that exercising for between 2-8 hours per week reduces the risk of early death in individuals by 29-36 percent, whilst those getting less than 7 hours of sleep per night are linked to higher rates of mortality (Lawler, 2023). Maintaining a healthy, balanced lifestyle is crucial to maintaining wellbeing and resilience. 

Setting goals for the purpose of improving my work performance in another strategy I use to build resilience. Setting goals and reflecting upon these goals are effective ways of building resilience as it keeps my find focused and enables the sense of accomplishment when goals have been accomplished. A study has been conducted into the benefits of goal setting for nursing students engaging in a goal achievement programme for the purpose of managing and reflecting on the goals set. The study involved a total of 144 students setting 432 unique goals and shows that 58.3% of goals were fully achieved, 35% of goals were partially achieved (Eric H. Gilliam, 2018). This study has shown the importance of goal setting and has proven to be an important strategy for achieving my goals and building resilience. 
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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:


During my time as a police constable, I have dealt with several incidents whereby the dynamics of the situation continued to change, and full use of the National Decision Model had to be used to maintain the safety of all individuals whilst dealing with incidents as effectively and efficiently as possible. The National Decision Model is a model comprised of six different elements that are applied before, during and after an incident for the purpose of risk assessing and decision-making (College of Policing, 2013).

The incident that I would like to reflect upon for the purpose of this essay is one whereby the reporting person has called into the police saying that her son has made threats to kill himself as well as someone and has taken her bank cards before leaving the house. The use of the national decision model was used from the very beginning as I was applying the “gather information and intelligence” section to gain an initial understanding of what is happening, where the incident is taking place and gaining information and intelligence on the suspect. 

What must be first assessed is the difference between information and intelligence. Information is the raw content that is lacking analysis which in this instance is the initial call text that was reported to the police by the reporting person whilst intelligence is the information that has been collated and processed from multiple sources that paints an accurate description of a particular person that may include past reports and warning markers linked to an individual (Stark, 2016).

Based off the information that was given to us, my colleague and I headed to the address of the reporting person to gain further information on the suspect and where the suspect may have been heading. I believed this to the best approach as we first needed to safeguard the reporting person and make sure all further details were as accurate as possible as to prevent any time wasting. The reporting person initially explained that her son had been taking drugs and has become incredibly irate as a result and began shouting, saying that he was going to kill someone before taking her bank cards and leaving the house. 

I then assessed the well-being of the reporting person and implemented safeguarding measures to make sure she would be safe in the short term whilst the remaining enquiries of this incident was ongoing. The reporting person was in company of a family member who assured that she would keep her company until the incident has been dealt with. Further information of the potential whereabouts of the suspect was identified and as such, my colleague and I headed in the direction that the suspect was possibly heading. 

Whilst heading to the potential location, I began to consider what powers and policies I may have to use from the information that I have been given. I initially identified that this male had taken his mothers bank cards without her permission and has made threats to kill someone which has already made this male viable to arrest. As the threat to kill was not directed at anyone and there were no victims regarding this threat, I considered arresting the male under section 1 of the Theft Act 1968 which states, “a person is guilty of theft if they dishonestly appropriates property belonging to another with the intention of permanently depriving the other of it” (Legislation.gov, n.d).

At this time, I also began to assess the threat and risk and develop a working strategy for this incident. It was already addressed by the reporting person that her son has been taking drugs and had become irate as a result of this. An article has been submitted on violence linked to drug use disorders and suggests that upon the information that has been collated, there is an increased risk of violence in drug users (Zhong, Yu and Fazel, 2020). It was decided that upon first point of contact, officers are to detain the male as to prevent him from running away and causing harm to other individuals in the area. 

Whilst approaching the location, I spotted the male outside a cash machine situated outside a shop, which looked as if he was getting money out. By the time we pulled the police van over in a safe location, I spotted the male crossing the road and as such I immediately approached the male in a polite and outgoing manner as to prevent scaring the male. I used the dynamic risk assessment throughout this incident to safeguard myself, the public and the suspect. A dynamic risk assessment is a risk assessment that is conducted in a continuously changing environment which allows individuals to analyse risks and hazards and remove them to eliminate any further risks (Cornelius, 2023). 


Following the use of my dynamic risk assessment, I detained the suspect by holding his arm as to prevent him from fleeing. I believed this was the best approach as I identified several risks that may be posed to the male as he was stood in the middle of a road and may accidently run out in front of traffic, ultimately eliminating any immediate risks. Upon immediate interaction, the male became hostile whilst shouting and hitting officers. Although it initially seemed like a good idea to hold the male’s arm, I underestimated how the male was going to react and should have factored this into my risk assessment, this may have resulted in a different outcome whereby the male could have been compliant and calm with officers, eliminating the violence that was displayed by the male.  The male continued his hostility towards my colleague and I, resulting in the male being placed into the rear of the police van. I deemed this to be a good decision as I prevented the male from fleeing or escalating the situation, and to prevent any escalation from any members of the public. 

The location where this incident had taken place is in an area where the community has developed an anti-police culture and any police presence is unwanted. This had a huge impact factor on the way in which I conducted my duties, as I had to consider the potential of escalation from the public. 

Due to the erratic behaviour displayed by the suspect, it appeared to me that he was suffering with his mental health and as such, I decided to take the male back to his mother to discuss how she would like officers to deal with this matter whilst in the process returning her bank cards. The male remained in the back of the police van whilst officers were speaking to his mother to prevent any further escalation between the male and his family. I considered this to be the best option, however this caused the male to get more irate due to feeling trapped in the van, describing how he felt as being, “trapped in a cage like an animal”. Having weighed up my options, I kept the male in the van as the needs of the many, outweighs the needs of the few, meaning that it was better to safeguard the family from the male, rather than allowing him to leave the van for the purpose of keeping him happy, which may result in a bigger disruption taking place as a result. 

Since having her bank cards returned to her, the mother did not want to press any charges against her son and as such, my idea of arresting the male under Section 1 of the Theft Act was void due to not having a supporting victim. This was not necessarily a bad outcome as positive action had been taken, however I then had to address the issues regarding the threats that had been made by the male. 


The victim explained that she would happily take her son back into her house on the condition that her son would calm down. This did not seem to be a good idea to me at first, however due to the limited options that we had at this moment, I considered this to be the best option as the male would be safeguarded by his family and any risks to harm himself would be eliminated. I then went to speak to the male, all the while factoring in the male’s behaviour and reactions towards my actions, this is when I began to reflect upon the Betari box model to aide my communication style with the male. 

The Betari box model is a model that demonstrates a cycle of attitude and behaviour whereby one’s attitude can affect one’s behaviour which will in turn affect another person’s attitude, therefore implicating their behaviour (MindTools, n.d). Using the Betari box model, I reflected upon how my actions of holding the male whilst detaining him caused the male to react negatively, whilst presenting an aggressive and violent attitude. This in turn caused his behaviour to turn aggressive and violent which was shown in the way he was shouting and hitting officers. I approached the male and began to speak to him with a positive and welcoming voice for the purpose of keeping him calm, whilst opening the cage to give him a sense of space and freedom. I considered this to be a good option, as it shows that I am willing to help and support the male and considered that the male may respond positively towards this. This unfortunately was not the case as the male continued to shout and lash out at officer, saying that he was going to kill himself. 

After a little while of trying to reason with the male and asking him what we could do to help him, it was apparent that the male was not going to comply and continued the threats to kill himself. It was at this stage that I considered that this male was going to be a risk to himself if he was left to his own devices and as such, I began to explore other options and contingencies. Due to the threat that he made to himself, and the risks posed to him, I took action and sectioned him under section 136 of the Mental Health Act as it allows officers to remove an individual to a place of safety for the purpose of obtaining support from a nurse, medical practitioner or mental health professional (Legislation.gov, n.d). 

The code of ethics outlines policing principles that officers are encouraged to abide by in order to conduct their duties to their best possible standard. Throughout this incident, I was able to address the needs of the reporting person and the suspect, whilst reinforcing safeguarding for all. I acted with integrity and took full accountability for my actions, and worked in a fair and respectful manner for purpose of helping all of those that needed my help. The suspect of this incident was in need of help, and I believed that sectioning him under the Mental Health Act was ethically the right thing to do as arresting the male would have fuelled his hatred towards the police and the concerns for his mental health would not have been address (College of Policing, 2014). 
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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:

Throughout my career with South Wales Police, I have had the experience of working with different teams and have been able to see first hand how these different teams operate. With the ever-increasing demand on officers across the force, the ability to work well as a team is essential and there is very little room for team discourse. For the purpose of this essay, I will be looking at several theories based on team dynamics and evaluating their effectiveness. 

The first model that I would like to evaluate is the Tuckman’s Team Development Model that was created in 1965 by Dr Bruce Tuckman that depicts the five stages that a group would go through as they develop into an effective team. The five sages of this model are “forming”, “storming”, “norming”, “performing” and “adjourning” and shows how a group of people can come together, learn each other strengths and weaknesses and overcome challenges as a hierarchy is formed (Revolution learning and development, n.d).

I believe that the Tuckman’s model is an accurate representation of the stages of team development having moved from one team to another whereby I had to incorporate myself into a new way of working. This model outlines a number of pros and cons that I shall highlight for the purpose of evaluating this particular model’s effectiveness. Firstly, the Tuckman’s model shows how easy it is for a group of strangers to come together and form a team off the basis of actions and behaviours, whereby individuals may form strong bonds due to their similarities and common interests. As shown in the forming section, personality types may prove to be a benefit or a detriment to a team as shy individuals may find themselves to be left out, which is negative to a team, whilst those with stronger personalities may prove to be natural leaders or may find themselves being avoided due to their overbearing nature.
Members within a team may jostle for power which may seem to be detrimental to a team, however I believe it to be a good learning tool, as it may illustrates the strength and weaknesses of members within the team. Being able to identify strengths and weaknesses from an early stage allows the team to develop at an early stage. The jostle for power will also create a hierarchy whereby strong individuals will be seen as a leader figure, whilst other people will know where they sit and what their roles are in a team.

Cliques may also start to form as depicted in the storming section, which can have negative effects on teams whereby negative gossiping, rumour-spreading and bullying may take place, and other individuals may feel disjointed within the team (Gordon, 2020). A study has been conducted into the negative effects of cliques within a workplace environment whereby 568 participants across the production, operations and logistics sectors engaged in standard workplace practices to determine a rate of cliques forming. The subsequent study showed a negative correlation between the number of cliques in a team compared to the number of people within each team, showing that cliques are more likely to have negative impacts on the workplace environment (Peretz et al, 2021)

As the model continues into the norming and performing stages, there appears to be more beneficial elements than negative ones whereby the team has gained a better understanding of everyone’s strengths and weaknesses and work towards making progress towards objectives and goals. Individuals within the team are starting to display more supportive characteristics whereby negativity and adversity has been discarded. 

Contrary to the stages of norming and performing, whereby the benefits outweighed the detriments, the adjourning stage displays an inevitable flaw and comes about when there is a shift in the team dynamics. An example of this is when a member of the team leaves, whereby the team would then mourn the loss of this person or a new member join, resulting in the current members of the team having to get used to the new member, and likewise for the new member of the team having to get used to the existing members of the team. Confidence levels may shift during this stage and the renewal of the cycle is set in motion, setting the team back to the forming stage. 

A study has been conducted into the effectiveness of the Tuckman’s model in a small group development as a means of analysing the processes and effectiveness of a workload project team. The five stages of the Tuckman’s model were used in sequence throughout the study and concluded that this model “was an effective framework for analysing the positive and negative aspects of the processes used by the project team”. It was also shown that the Tuckman’s model may prove to be an effective tool to increase the overall effectiveness of teams within an organisation (Natvig and Stark, 2016). This study has shown that the Tuckman’s model is an effective tool as a means of developing team cohesion. 

The next model I would like to review is the Thomas-Kilmann model which bears similarities to the Tuckman’s model in that there are multiple stages to this model, however, focuses more on conflict management within a team. This model uses a ven-diagram type chart using assertiveness and cooperativeness from high to low as a means of managing a five-stage system for conflict management. The five stages of the Thomas-Kilmann model are “avoiding”, “accommodating”, “competing”, “collaborating” and “comprising” and each stage illustrates different types of conflict management scenarios. This model is an effective tool that anyone can use, whether it be a manager of a team, or a single individual as a means of dealing with conflict in a workplace (McPheat, 2022). 

The benefits of the Thomas-Kilmann model are that using this model can increases self-awareness. What this means that that, by using this model, an individual can reflect upon how they deal with conflict in the workplace and develop their style of conflict management as a means of overcoming these issues in future. With an increase in self-awareness, individuals may find that the way in which they communicate with other people is improved as this model emphasises the importance understanding other people perspectives, allowing an individuals communication style to adapt with their conflict management style. The downfall of this model is due to its limitations. The Thomas-Kilmann model provides an excellent tool for assessing one’s conflict management style, however it does not serve as a means of addressing issues on a larger scale regarding conflict. The simplistic nature of this model establishes an effective framework for individuals to understand different conflict management styles but does not factor in the complexities of human interaction (Salama, 2023). 

Using models like the Thoman-Kilmanns Conflict model and the Tuckman’s Team Development model can help teams work together more efficiently, whether by assessing ways in which a team can learn to work together using a step-by-step system or as a means of managing conflict styles, leading to overall team cohesion. However, these models do not absolutely confirm the success of a team’s cohesion as a variety of different issues may emerge that can not be overcome by simply using these models.

Interpersonal conflict can occur within a team for several reasons but is mainly linked back to the behaviour of individuals. Certain individuals in a team may have an over-bearing personality and may compete for their interests which can lead to conflict in a team when another’s interests clash leading to a disagreement with both parties. Interpersonal conflict may also come about due to the working ethics of individuals, whereby poor communication and poor performance may have a negative impact on overall team performance, leading to conflict among the team (Osborne, n.d).

Enhancing team performance is essential for creating and efficient and effective team and strategies can be adopted to accomplish this. From a supervisor’s perspective, being able to delegate tasks without micromanaging the team is essential as it entrusts individuals with their own responsibilities making them feel more valued. Micromanaging would have the adverse effect as it would make individuals feel like they are having their every move watched, which can lead to low team morale and decreased productivity. Genuine and authentic communication within a team can enhance team performance as it creates an atmosphere of belonging whereby the team feels like more of a family than a group of individuals. This will in turn improve morale, team cohesion and will encourage individuals to take pride in their work (Gavin, 2020).

Though promoting team morale and improving team cohesion through the aforementioned means can prove to be beneficial to the effectiveness of a team, there are still times where team dynamics may result in individuals failing to comply to professional standard requirements. The code of ethics outlines several standards of professional behaviour that must be met by all officers throughout their service. Section 5 and 6 of the standards of professional behaviour illustrates how officers will carry out lawful orders in abidance with police regulations and be diligent in the exercise of duties and responsibilities, however team dynamics may contradict this as some individuals in a team may not perform to the best of their abilities and carry out their orders in disregard to the regulations that are set in place (College of Policing, 2014). 

The code of ethics also highlights the importance of challenging and reporting improper behaviour, however there may be instances where improper behaviour has not been challenged or reported due to officers being too afraid to challenge improper behaviour or due to the “this is how we do it” culture of the team. This is highlighted in greater detail in an article by Westmarland and Rowe (2016) about the “blue code” which highlights the effects of police culture overlooking corrupt behaviours across three UK forces (Westmerland and Rowe, 2016). 
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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:

Information and intelligence are at the heart of what we do in the police service and is used on a day-to-day basis to allow officers to conduct their duties in an efficient and effective manner to protect the public and disrupt criminal activity. For the purpose of this essay, I will be talking about the effects of criminal actives and how the use of ANPR in cooperation with effective policing of the roads can disrupt criminal activity. 

Information is the raw data that may have been gathered from numerous sources including third party reports and may highlight issues and any potential ongoing criminal activities. Intelligence is the collated and processed information that has been gathered from multiple sources and examples of intelligence may be in relation to a suspect location where drug deals are taking place that may have come to the attention of the police from numerous sources or multiple incidents of the same nature being reported to the police (Stark, 2016). 

I would like to focus my attention on how information and intelligence can disrupt criminal activities in relation to drug smuggling and county lines. County lines is a police term that describes the process of illegal drug transportation from one area to another and is mainly done by children or vulnerable people who have been coerced into doing it by gangs or drug dealers (National Crime Agency, n.d). County lines is identified when information and intelligence has been collated illuding to suspicious activity taking place. In the case of a child, the information that may be brought to the polices attention is missing person reports whereby a child has gone missing for a number of days. Further information may the come to light that states that this child has been going to places where drug dealing is taking place or if the child is meeting up with known drug dealers. 

This is when the information becomes intelligence as a pattern of behaviour is starting to show. This type of scenario becomes more difficult to deal with when the child is travelling to different areas to transport the drugs. In order to track the child and return them home safely, which will in turn disrupt the county lines criminal activity, the information and intelligence can be passed over to other force areas for missing person observation messages and to see if there is any further information and intelligence that may link the child to an associate or location as observed from frequent patterns. The 2021 overview of the County Lines Programme that was launched in 2019 has taken action into disrupting criminal activities through county lines as the home office say that the police has closed more than 1500 lines, made over 7400 arrests, seized £4.3 million in cash and significant quantities of drugs, safeguarded more than 4000 vulnerable people and engaged more than 4000 individuals through safeguarding interventions (Safeguarding network, n.d). 

Organised crime groups are infamous for engaging in different kinds of criminal activities and may include drug smuggling, human trafficking and the handling of counterfeit goods and being able to track these individuals may prove to be difficult. However, quite like the previous section on county lines, information and intelligence reports may help officers and other agencies track down offenders and put an end to their criminal activities. This such information and intelligence may include names of individuals involved in incidents, potential associates and vehicles used including description and registration of the vehicle. 

Vehicles are used a lot by organised crime groups simply because they are the easiest way to get around and transport various things. ANPR cameras which stands for Automatic Number Plate Reignition are cameras that are located all over the UK are and used to calculate the average speed of vehicles, detect vehicles which are untaxed, uninsured, or stolen and detect, deter, or disrupt criminality (Hicks, 2021). 

ANPR cameras are a valued resource and can be used to detect criminal activity regarding organised crime groups and allow the police to track their activities. If a vehicle is linked to an individual believed to be a part of an organised crime group or is believed to be engaging in criminal activities, this vehicle can be tracked using ANPR camera. As a vehicle passes through an ANPR camera that is linked to an offence, the location of the vehicle will be shared to the police. It is undeniable that this vehicle will then pass through several ANPR cameras on their way to the chosen destination, this means that routes and road links can be established. Once these road links have been established, investigations can be taken place into areas that this vehicle is likely to be going and who the occupant of the vehicle is potentially meeting. 

For the purpose of this essay, if a vehicle is first picked up on ANPR camera leaving one area and was last seen on ANPR cameras in a completely different area, this will give the police an area to search whereby information and intelligence may be used to determine whether this individual have any associates linked to this new area that are possibly tied in with organised crime.

ANPR cameras may also be used to intercept vehicles that are linked to organised crime if there is sufficient evidence to suggest that an offence has taken place or is currently taking place. Where road links has been established and ANPR cameras continue to track the whereabouts of a vehicle linked to organised crime, traffic response officers can intercept this vehicle using the established road links. Once the vehicle has been intercepted, the officer can then search the vehicle under Section 163 of the Road Traffic Act 1988 or under Section 4 of the Police and Criminal Evidence Act 1984 which gives officers the power to search the vehicle to locate and offender in an indictable offence (College of policing, 2013). This will in turn disrupt criminal activities linked to organised crime. 

In the case that a person is located in the vehicle that is believed to be involved in human trafficking, the officer can conduct a person search to determine if this individual has any warning markers on them or whether they have been reported missing as a result of the human trafficking element that is taking place. Regardless of what offence has taken place, the officer will have the power to arrest the offender. The subsequent circumstances that led to the arrest of the individual will play an important role as further information and intelligence will be linked to this individual in the event that an incident of a similar nature may happen again in future. 
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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. Knowledge to be able to deal with sexual offences accurately and effectively  
(SOFR)

 

	Low 
1-4 




	Med 
5-7 
	High 
8-10 

8
	Low 
1-4 

4
	Med 
5-7 
	High 
8-10 
	 
S – Gain the knowledge to be able to deal with sexual offence related incident accurately and effectively to give the best possible support to victim. 

M - I will ask for assistance from colleagues and other departments to gain a better insight as well as learning key areas of this subject from blackstone books to back up and reinforce my knowledge.

A – This is achievable as I have a wealth of knowledge at my disposal as addressed above. I believe that my level of service has given me the basic knowledge to build the foundations for further knowledge to be developed. 

R - This is both a realistic and relevant goal as sexual offences take place quite frequently and having the knowledge to be able to deal with these types of incidents are essential. At present, there are only a few officers on my team that know how to deal with sexual offences properly, so being able to learn this knowledge to a high standard will make the team more efficient in this key area. 

T – I believe that this can be achieved in approximately 3-6 months as it would give me plenty of time to seek advice from colleagues, learn all relevant information and try dealing with these incidents first hand, to see how the development of this knowledge is coming along. 

	SKILLS 
 
 
 
1.  To become a qualified blue light driver. 
 
 
 
 
 
 
 
 
	Low 
1-4 


	Med 
5-7 
	High 
8-10 

8
	Low 
1-4 

1
	Med 
5-7 
	High 
8-10 
	 
S – Engage in the blue light driver training course to be able to learn the theoretical and practical knowledge to become a qualified blue light driver. 

M - I will have to engage in a 3 week training course where I will be taught the theoretical and practical elements to become a qualified blue light driver. I will know that I have accomplished this goal when I have passed that 3 weeks training course. 

A - I know that I will be able to achieve this. Blue light driving is an essential skill to have in order to become and efficient and effectively police officer. I have been driver for 9 years and have developed my skills and confidence with driving over those years.

R - This is a realistic and relevant goal as all police officers should have the ability to drive with blue lights to get to emergency calls as quickly and safely as possible, rendering the driver training skill and essential skill. 

T - I would like to complete this goal in approximately 3-6 months. At present there is a waiting list and I know not going to know when the driver training course becomes available until they are released.  

	EXPERIENCE 
 
 
 
1. Gain the confidence and experience to deal with conflict management effectively. 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

9
	Low 
1-4 
	Med 
5-7

6
	High 
8-10 
	 
S – I would like to gain the confidence and experience to deal with incidents involving conflict in order to protect myself, my colleagues and to deal with incident as efficiently and effectively as possible. 

M – The way I’ll be able to determine if I have achieved or developed this goal is by dealing with these incidents first hand. The more someone is subject to any type of incident, the more they’ll get used to it and develop their confidence and skills along with it. I believe that the more I deal with these types of incidents, the more my confidence and experience will grow. 

A - I know this is achievable as I have been dealing with incidents involving conflict for a few months, but I believe that there are still areas to improve. As addressed above, the more I deal with incidents involving conflict, the more confident I’ll become.

R - This is a relevant and realistic goal as the area that I cover tends to deal with incidents involving conflict on a day-to-day basis. Being able to gain the experience and confidence to be able to deal with these types of incidents are essential so that I can protect myself and my team. 

T – Though I will continue to develop my confidence and experience throughout my career with South Wales Police, I would like to develop and subsequently complete this task in approximately 1-2 months. I believe having the confidence to deal with these types of incidents are essential and as such, the sooner I complete this goal, the better. 
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