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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:

In this essay, I will be reflecting on the impact on my wellbeing and resilience from the organisational culture within policing. Whilst reflecting on the impact of organisational culture, I will also be considering the risks of organisational culture may have on myself by conforming. Finally, I will also be illustrating my strategies for maintaining wellbeing and resilience within the organisational culture in policing. 

Organisational culture is the set of shared values, behaviours, practices, and beliefs that shape the way people work together within an organisation. The Indeed Editorial Team (2022) states that organisational culture is a complex concept that encompasses a wide range of factors, including the organisations’ goal, its leadership style, the behaviours of the officers within the team and the overall approach to completing the tasks given as stated by the Indeed Editorial Team (2022)

A strong and positive organisation culture can help form a sense of community and togetherness for the officers in the team, whilst a negative organisational culture can lead to low morale, high turnover, and poor performance as stated by Ramachandra, S (2023). Well-being is the state of being healthy, physically, and mentally. It encompasses many different aspects such as physical and emotional health. The World Health Organisation (WHO) (2021) states that maintaining and having a good level of well-being is essential for living a fulfilling and healthy life. The WHO also states that this can be achieved with various factors such as exercise, sleep, stress management and nutrition. Kulas (2021) states that having a good level of well-being can help you have a better level of self-esteem which can overall improve your social relations which in turn can help officers deal with victims and make their job easier and more enjoyable. 

Cherry (2023) states that resilience is being able to adapt and recover from stress or difficult situation. Kendra Cherry further states that resilience is being able to bounce back from setbacks and overcome challenges and to be able to maintain a sense of well-being. Key factors of resilience are to have a positive mindset, social support, and effective coping strategies (MayoClinic, 2022)
Organisational Culture: The American Law Institute (2023) states that in policing everyone has goals, but the sole goal is the help the serve the community to make the lives of the community better and easier. However, if there is one team member that lack motivation and puts minimum effort into helping the team work on the goal then this could put strain and can create a tense/toxic work environment as well as low working morale which has been evidenced by Samuel (2021). For instance, if a team member is not proactively working or helping other team members with the workload, then this can cause stress to the other team members as they are having to do more with less manpower. If you do not have good maintenance of the well-being and resilience then the demeanour of the team will go downhill, people will not want to come to work anymore, their work attitude will deplete and there will be more tension and the service that the public will be provided will be affected, which is further evidenced by Samuel (2021).

O’Connor and Jonason (2023) states that members who have been in the police force for a long period will have different organisational culture then a member who have a few months – years of service. Members with longer periods of service may rush incidents, this can be due to the experience and how often they have dealt with similar situations and can also be due to their knowledge of more important and less important matters. So, officers with more experience tend to rush and get some minor incidents done as quickly as they can. O’Connor and Jonason also state members with less experience and a short period of service will tend to be more eager and more invested with all incidents and eager to provide overboard services. This can be the result of being less experienced and dealing with all situations with the same level of priority and going the extra mile for minor incidents as stated by Keller. S (2017). This can be looked at as a good thing however, an officer with more experience could look at it another way and see it as a waste of time and feel like there could be more pressing matters. This is where some infliction could take place. However, Keller. S further states that members with higher years of service can be more engaged and have 

For example, there was an incident which I was involved in where I and other police officer had different opinions of how to deal with an intoxicated male, whereby a member of the public has contacted the police stating the male was asleep in his car with empty alcohol bottles. The vehicle was clearly under a CCTV camera and showed them being there for over 3 hours therefore were not in control of a vehicle, the vehicle in question was a new model where it was an automatic start button rather than a key. The keys were not in the possession of the male, as he was fast asleep when we had arrived. As a new officer I was wanting to return to the driver and make the decision to breathalyse him and arrest as he was naturally over the limit, it was later revealed by the male that the day before he had been made sacked from his law job, naturally this caused him to stress, he had not told his wife that he had been sacked and he pretended he had gone to work that morning and had parked the car outside the large store, and had a drink due to being stressed. He had no intention of driving which was proved by the CCTV, however there could have been other ways to deal with this considering the intention was not there to drive the vehicle, the criminal record meant that the male would not be able to gain a job in law again, causing effect to his life. 

The experienced officer would have dealt with this better and from this I have taken the experience from other officers when making decisions as this male did not need to be arrested and other means could have been utilised to deal with the incident. This had caused tension between the me and the other officer as there was a disagreement in how they would have dealt with it and not taking their advice. For example, it was apparent that the male was fast asleep, if it had been an older vehicle and the keys weren’t in the ignition, and they were not in his possession then arrest was not necessary. 

The consensus of the experience officer was due to the fact of the above and the evidence provided that he had been there a while he had no convictions and had never come to light in the police they felt that it could had been appropriate to drive the vehicle to the police compound, take the car keys off him and put them at the front desk on the police station, convey him home and explain to his partner the circumstances. 

The experienced officer and I were at disagreements but after some time and learning I have learnt the best ways to deal with each individual incident and the low morale of the team after tensions was restored via using many strategies referenced by Duske T (2023) such as work nights out, team building days, speaking about team issues openly and not keeping it in and learning from experienced members as evidenced by Tyler and McKenzie (2011) who state that after interviews with police officers they have found that less experienced officers benefit massively from being mentored by officers with a higher service history due to their experience and expertise 

Doing these strategies has helped me become more confident at doing my job as I always know my team will help me and have my back. If I was in a team that did not have the level of camaraderie, then I do not believe I would be able to do my job as well as I do. 
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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:

The incident I will be talking about is an incident where there was a concern for a young woman who made suicidal comments. The young woman was in accommodation in a facility where there is 24-hour staff, this accommodation was designed for people with mental health problems and where the staff can monitor and look after these people and give them the care that they need. The start of the incident a call came from one of the staff members stating that the young woman had been denied her medication and the young woman stated that she will not return. 

The call came in as a concern for her welfare, once we got the details and the description of the woman, myself, and the other officer that I was with recognised the woman involved as there was a previous incident involving this woman with a similar natured call. Boud, Cohen and Walker (1993) wrote a book on ‘Using Experience for Learning’, and they state that having experience and using experience and self -reflection from previous incidents can help create a more efficient and effective outcome when the same or similar circumstance arrives in the future. I had used this experience with this woman to give out information from the previous incident. I and the other officer I was with informed that control room that the woman was most likely going to be heading to a certain bridge where she was found previously. I made my way to the bridge and made sure to turn off the sirens in case this startled or scared the woman as previously she did not like the sirens or the blue lights, however the lights had to be kept on due to the marked police vehicle being in the first lane of a dual carriage way.

In my head, without thinking I utilised the National Decision-Making model by gathering the information and intelligence which is the first step within the NDM as stated by the College of Policing (2023). From the previous incident with the female, she was startled last time by officers’ sirens and lights and quick appearance, so I used this information and took that into account whilst risk assessing the incident. I assessed the risk that if the siren was to be kept on, the woman may jump sooner, and I would not get the chance to try speaking to her also I would then have additional background noise when trying to communicate with the woman. However, if the lights were to be turned off there could have been an accident as the police vehicle was on a dual carriage way and without lights activated an accident could have occurred. I identified the options with the lights and sirens with my colleague however chose to remain with the sirens off and lights remained on as this was the best option. This is because the blue lights on the vehicles main purpose is to draw attention to the police vehicle and allow drivers to be aware of the vehicle whilst parked alongside a fast-paced dual carriage way for public and officer safety as stated by Extreme Tactical Dynamics (2019) which specialise in police lighting systems.

Once I got out of the vehicle, I began to walk along the dual carriage way on the path leading up to where the I had seen the woman in the past incident, I made sure to keep looking over the edge to see if I could see her as I did not want to get to close in case she was startled. Once I had seen the woman from around 20ft away, I then radioed in to inform control room that the woman has been located and is on the ledge to make sure other officers were aware of the situation. I called out the woman’s name and she told me not to come closer, I listened to what she said as I did not know of her intentions at that time. I had learnt to do this from my colleague who was a trained negotiator and we had previously talked about the first steps when arriving at this sort of situation.

I considered that she was talked down last time but had to treat this incident like the first time as people who are in crisis can be unpredictable and have intense anxiety as stated by Fredriksen (2017). I tried to talk to the woman to engage with her from the distance but was hard to hear her due to the level of traffic going by at speed. I began to move closer when she was not looking to hear what she was saying. I radioed traffic to be blocked off so that I can hear the woman more clearly and create less distraction for her, I used my experience for this to be done early in the incident as this worked well last time. 

Due to how busy the night was with constant grade one calls coming out there was not a lot of officers available to block the road off, so this took longer than expected to do. I started to slowly approach the woman, I took information from the last incident where she was engaging with officers and chose to move closer to be able to build a rapport, Buttm (2021) states that to build a rapport you need to find common ground and use experience to help get the “patient” to communicate with you. Once I got close enough, I began to speak with her, I found it hard to engage with the woman and I feel like if I was to do this incident again, using a female officer to engage with her may have resulted in a better outcome as she would only speak to a female officer and did not like male officers.

There was a member of the public below filming the woman on the bridge ledge and the woman did not want him to be there, she asked me if I could tell the male to move on and stop recording, this potentially aided towards building a rapport as Buttm (2021) further states that aiding a person in a crisis with what they desire, within reason, can help build a trust and help the “patient” feel listened too. I assessed that if the male was to remain there and make the woman feel uncomfortable then there could be the risk that this could make her jump and there could have been a possibility that she jumps and lands on the male below causing further injury. Another outcome could have been that if I was to ignore her wishes for the male to be moved on then a rapport would not be made between me and the female. I acted and asked the male to move on and he agreed and apologised which allowed me to get into a conversation with the female.

I began to speak with her to show that I am listening to her and to get her mind away from jumping and to see if she was willing to come back over from the ledge. When I worked out that I was not getting through to her, I radioed in to see if an assist trained operator could give the woman a call and preferable the operator to be female. I assessed that this would be better for the woman as she could speak clearly to another officer and to speak to someone trained in negotiation and for her to speak to a female which might make the woman feel safer and more comfortable. I could overhear that she was engaging with the assist trained operator for some time and appeared to be working. However, the consequence of this was that the woman could end the call whenever and could stop the assist trained operator from engaging by ending the call. Once the woman ended the call, she then jumped from the ledge. 

Once the woman jumped, I radioed in that the woman had jumped and nearby ground officers were at the scene administer first aid within 20 seconds, Fairfax (2007) states that if first aid is administered within the first 2 minutes of an injury the likelihood of survival and less long-term damage is reduced significantly. The next decision that was made was to drive down the opposite of the dual carriage way slip road to get to the female quicker and administer first aid, I had no knowledge that there would be officers with her that quickly so myself and blue light trained colleague made the decision to drive down the opposite side of the road with caution, lights, and sirens on. We assessed that there would be oncoming vehicles however, due to it being late at night and not many vehicles on the road we decided to act. The result was that there were no oncoming vehicles and we got to the woman along with other officers and administered first aid within seconds of the fall. This resulted in the woman being able to breathe properly as she needed to be placed into the recovery position due to her drowning on her own blood which is stated by Thomas Burton (2020) to prevent the patient from drowning in their own fluids. 

Once we got the female into the recovery position, she began to move her legs and was frantically moving, I decided to grab her legs and hold them to the floor. I did this due to seeing the woman land on her legs first. The reason I was holding the legs first was that I considered another incident involving a suicidal woman who jumped and landed legs first, this woman had broken her femur and ripped her femoral artery which resulted in her death. Reference Writer (2020) states how a broken femur can be dangerous due to how close it is to the femoral artery and how cutting this artery can cause death. Due to knowing this information, I examined the woman’s legs for any injuries and any excessive bleeding, I cut away her trouser legs and did this whilst preserving her dignity. I noticed that her femur was protruding through her right thigh and made sure another officer kept pressure on that open wound. I began to hold her legs down as I did not want her to move her legs anymore in case one of her broken femurs were to cut her femoral artery. 
Overall, I believe that I had managed and handled the situation to the best of my ability and using the National Decision-Making Model had sub-consciously helped me achieve the best outcome from the situation. I believe that there was nothing we could have done differently to prevent the woman from jumping all we could have done is help give her the medical treatment she needed as quickly as possible. If I am involved in a similar situation again, I would try get the assist operator on the phone sooner but other than that there is nothing nobody else could have done without putting themselves at risk.
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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 the theories of team dynamics and how they develop team cohesion, and explaining as to why some teams are unable to function as an effective and proactive team and will also be providing examples on how teams can improve the cohesion on their team in order to come more efficient and have a stronger team. I will also be considering the reasoning behind why inter-personal conflict can occur within a team even with a team with high levels of cohesiveness and outlining simple strategies that can be used to enhance team performance. Additionally, I will be considering how team dynamics such as the Tuckman Model, can result in officers failing to comply with the professional standards of behaviour set out by the College of Policing and how police officers with too much comfortability in their team can break the Code of Ethics. Lastly, I will be adding a conclusion which will summaries all my findings.

The Tuckman model is a model which is used for easier team management and helping a team become more cohesive with one another. Personio (2022) states that the Tuckman Model is a boon way at making a team more cohesive and the model is split up into stages: Forming, Storming, Norming and Performing. The first stage is Forming; this stage is when all the team members are getting to know each other and are being polite with one another as there are no “unwritten rules” and the team’s culture is unknown. The second stage is Storming; this is where conflict arises as team members politeness begins to decrease and comfortability sets in. This stage is where everyone’s true character comes out and differences can arise. Stage three is Norming; this stage is where team members become comfortable with their role and understand their responsibilities and they know each other’s strengths and weaknesses. Personio further also states that the problems from stage two begin to settle and team members start to know how each other’s personalities professionally and personally. Stage four is Performing; at this point the team works very well and know what needs to be done and supervisors do not need to supervise the team as much.

Norton (2017) states that the Tuckman Theory creates stable teams which creates effective productivity. However, Norton also states that when teams are constantly changing team members can be stuck in the storming stage which will reduce productivity and keep tensions and conflict within a team resulting in low cohesion. In addition, Norton states that “Tuckman was wrong”, Norton goes onto state that there was a study taken within the US military that shows over an extended period of time very few teams experienced what Tuckman planned out in his model and in fact teams were to be seen skipping Tuckman’s stages and was also hard to say when teams were in certain stages and can vary based on how the team acts with one another. For example, Norton goes onto say that teams that engage with each other doing activities and team building tend to progress the stages more or are more pronounced to notice the stages due to seeing the team cohesion.

There are a lot of reasons why a team may or may not work, HACKMAN (2002) states that teams can prove to be more productive than a self-directed member this can be because members within a team can be involved within a “click” and this can achieve better results working together then they would alone. However, Rajagopal (2023) states that a lot of teams can underperform based on these common reasons, poor communication, low employee engagement, lack of motivation and ineffective leadership. Rajagopal states that poor communication is the main reason for why team may not function well as without effective communication then cohesion will not take place and members may not know what is expected of them. Furthermore, having an ineffective leader as well as lack of motivation can also make a team less cohesive by making the work place a duller and less enjoyable place to work.

To make the workplace more enjoyable and make teams more productive there needs to be more team cohesion, team cohesion will allow people to become a close-knit and cooperative team as stated by Knouse (2007). Knouse further states that high cohesion allows teams to develop a team mentality and can solve problems when they have reached a dead end. Herrity (2023) states that in a team communication with one other is key and needs to be encouraged open communication allows members to have their voice heard about their concerns and create trust amongst each other with increased the team’s effectiveness. A main factor that Herrity adds is that teams would benefit from team-building activities as these activities can boost a member’s self-esteem and morale ultimately increases the bond with each other. A few examples of this can be team games, team nights out, and outings such as paintballing/go-karting as suggested by Herrity. 

Conflict is common within a team and is expected from time to time, conflict is especially prone within the storming phase of the development of a team which Osbourne (2020) and Hackman (2002) both agree on. Osbourne states that inter-personal conflict can occur within a team for many reasons each team member has their own personalities, and some personalities can clash with one another, the common cause can be these personality traits, poor communication, conflicting interests, and unhealthy competition as further stated by Osbourne. Osbourne goes into stating that this conflict can have a negative impact on the team’s cohesion and can lower the team’s productivity. However, Osbourne states that team conflict is not always a negative thing, conflict can provide with some positives to cohesion by behaviours being changed and issues being resolved which can improve a team’s bond and strength.

To enhance a teams or individual team members performance there needs to be an effective leader who will be able to manage a team, without an effective leader the team’s performance and confidence will not be effective stated by Bachiochi (2000). An effective leader would need to have strategies and a plan on how to manage their team to effectively work, some of these strategies to help are being able to know the team’s strengths and weaknesses as well as being able to identify individual team members advantages and disadvantage which is evidenced by Janet (2018). Janet also states that knowing this you can plan an effective way at delegating tasks and creates a sufficient way at completing duties without having to micromanage.

Team dynamics have a range of factors, one of these factors which can be seen as the main factor is everyone’s personalities, Ravikumar (2021) states that these personality traits can affect how other team members can communicate with each other and their abilities to resolve conflict. For a team to be effective it is best for teams to have similarities and having similar personalities can benefit by making the team bond and more “friendly” as stated by Herrity (2023). 

The Code of Ethics states that that an officer within the police force must always demonstrate many principles, one of these principles must be fairness, this is referenced by The College of Policing (2014). When teams become more cohesive after getting to know each other relationships can be formed on the teams, and this can create unfairness with team members that are not in a close relationship with other members this has been researched into by Adamovic (2020).  Six Q (2020) states that after team members become comfortable with each other there could be times where they go against policies and professional behaviour. Team members can become too comfortable within the workplace and forget they are in a professional environment, Sausdal (2020) states that research shows that police officers often use “banter” and say things that would be taken as an offense and often inappropriate. Where Sausdal adds that this can be warped by researchers and that police officers have a sense of dark humour to cope with their harsh profession, Sausdal still states that this behaviour is still unprofessional in what is a professional job role and officers are sworn to uphold the Code of Ethics which the standards of behaviour are to remain professional at all times stated by the Code of Ethics (2014).

In conclusion to this essay, the theories of team dynamic on developing team cohesion proves to be somewhat effective. Where there is multiple different team dynamics there are also little evidence proving that these models and theories are the exact and direct responsibility of making a team more cohesive. There is evidence from multiple studies referred to by Norton (2017) of how the Tuckman theory does not show the stages of team development and the teams’ development is primarily based on how well the team initial gets on and that activities and individual personalities contribute to a team’s overall cohesiveness. Teams that do not work may not work due to what Rajagopal (2023) states about how some individuals could have poor communication skills and the leader of the team could have poor management skills this could make it somewhat more difficult for a team to become cohesive and could increase conflict situation. For a team to be more cohesive, there needs to be limited inter-personal conflict, Osbourne (2020) stated that a person’s personality is one of the main causes for conflict within a team, however this conflict can sometimes be beneficial to the team if they are resolved well, and communication is healthy within the team. The strategies stated by Bachiochi (2000), and Janet (2018) that would overall help the team’s performance to increase would be primarily with how the leader of the team decides to manage the team. A strategy that would work well is to find each person’s strength and weakness and develop a working plan for how best to delegate tasks to make the team as efficient as possible, thus creating less conflict within the team and a stronger bond as stated by Bachiochi (2000). Finally, team dynamics are a good way at making a team more cohesive as stated by Norton (2017) however, as stated by Adamovic (2020) and Six Q (2020) team members can become too comfortable with each other resulting in standards of professional behaviour slipping resulting in police officers using unprofessional “banter” in the workplace after becoming overall comfortable with one another.
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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:

In this essay, I will be talking about how road traffic policing can disrupt more established criminality such as organised crime groups (OCG) and how the road traffic unit uses the intelligence to utilises their tactics to disrupt and prevent criminality on the roads and within the United Kingdom. I will then move onto outlining how the use of the Automatic Number Plate Recognition (ANPR) system deters criminal activity on the UKs main roads as an investigative tactic used by the road traffic unit. 

Information is referred to information that has been obtained, recorded, and processed and then is used by police for a policing purpose as stated by the College of Policing (2013). The College of Policing further state that information that is processed and provided to police are for example, data and personal data. This information can then go through a process and be evaluated on the authenticity, once the information has been checked and verified the information becomes known as intelligence. Intelligence must be analysed based on its relevance and reliability, a lot of intelligence can come from a range of sources such as social media, undercover officers, law enforcement partners in the UK and overseas and members of the public stated by the National Crime Agency (N.D.). 

Information and intelligence can be used against offenders that have been convicted of a drug trafficking offence. When an offender is convicted of a drug trafficking offence, they will have a Travel Restriction Order imposed on the offender. This prohibited the offender from leaving the UK and restricts the offender from being able to leave the UK to their ‘safe haven’ as stated by Clements (2017). There is a case study where an Operation CURL was undertaken and involved an investigation into a large multi-million drugs importation in Liverpool and resulted in several convictions where Six convicts were subjected to Travel Restriction Orders and these varied in length and were up to 10 years. This prevented future offending from these individuals and stopped a large quality of drugs being distributed around the UK which has been referenced by Clements. 

There is a branch that specialises in the management of intelligence and provides as a link between the national network of agencies for the UK National Security. This branch is called the ‘Special Branch’ and they operate throughout all entry and travel points in and out the UK such as airports, ports, airfields and roads. Their main responsibility is for the national security of the UK and mainly counter terrorism as stated by the Home Office (2012). The special branch gathers intelligence of major crime and coming into the UK and within the UK and this intelligence is shared with appropriate agencies such as NCA, Force FIB, UK Human Trafficking Centre and Local forces as stated by Clements (2017). Road traffic police can use this intelligence to intercept vehicles, identify OCGS and disrupt their criminality at point of travel.

Road traffic orders can produce a target package for Organised Crime Group (OCG) members for when there is intelligence of OCG having use of a vehicle stated by Clements (2017). Clements adds that with intelligence into OCGs using identified vehicles, the road traffic police can utilise tactics for the OCG to be denied the use of any vehicle, to deny the OCGs use of the road network for their use in criminality and can also increase the intelligence opportunities for disrupting the OCGs criminal activity such as county lines. 

Whilst policing the roads officers can use this intelligence into the OCGs vehicles to use their policing powers such as Section 71 of the Road Traffic Act 1988 which can make it an offence of a person to drive a vehicle in contravention of a prohibition stated by Legislation (1988). This legislation states that any such defects such as anything that would fail on an MOT test e.g. (corrosion, tyre tread depth, seat belts, lights, and glass) allows the officer to seize the vehicle at that time. This in turn would remove the use of the vehicle from the OCG and restrict the ability of the OCG from committing any crime on the roads. This way the vehicle used by the OCG is taken off the roads and for it to be used again, the requirements needed would need to be amended before the OCG can use it again. Making this an effective way at deterring and disruption criminal activity further stated by Clements (2017).

Policing of the roads has become modernise to disrupt more criminal activity on the UK roads. The College of Policing (2013) the police have utilised modern technology to transform how police tackle this criminal activity. Police now use Automatic Number Plate Recognition (ANPR), CCTV, Average speed cameras, Facial recognition, and facial images national database (FIND) to deter criminals or make it harder for criminals to get away with crime by using the UK main road system. There are many ways criminals use the UK roads for criminal gain. For instance, there are biker gangs within the UK and around the world that engage in criminal activity such as drug distribution and firearm distribution as well as robberies as stated by the American Journal of Criminal Justice (2011). ANPR cameras can target and identify these gangs or OCGs by recording these bikers number plates on their bikes and can monitor their movements which can disrupt these OCGs from using the main UK roads to avoid these ANPR cameras Harris (2020). 

ANPR cameras can also be used to deter OCGs from using the motorways and common routes that OCGs use that were identified by police intelligence. This tactic of placing ANPR cameras in certain locations have forced OCGs to alter their routes and be forced into using more populated routes and routes that were policed routinely also referenced by Clements (2017)

College of Policing (2017) show that there is a case study where an ANPR camera was specifically placed in a rural area and was manufactured large enough for the OCGs to notice. This ANPR camera was placed near a criminal safe haven after police intelligence. This ultimately forced the OCGs to take alternative routes through the heavily policed routes and resulted in more intelligence of what vehicles were being used, times the vehicles were being used and more vehicles stopped. This can have led to change in routine which has led to mistakes by these criminal gangs and helped provide more intelligence by influencing the activity of the OCGs further stated by the College of Policing and Clements. 

Where there are many positives to the Automatic Number Plate Recognition (ANPR) cameras, there are also some limitations. The limitations to the ANPR cameras can result in these organise crime groups being able to use the UK roads without being detected and being able to commit criminal activity on the roads. Bhaskar (2023) adds that there are significant challenges posed to the ANPR cameras, the main challenge faced are the weather conditions. When the weather conditions are not great, the roads can become wet and muddy and the standard license plates being obscured and dirty resulting in the ANPR noy being able to proficiently recognise these number plates allowing OCGs vehicles being able to go undetected on the UK roads. Bhaskar also states that the accuracy of the ANPR cameras can be diminished due to heavy rain or snow as well as poor lighting conditions. Another limitation is that ANPR cameras, at rare times is unable to recognise the license plate correctly due to the non-regulatory plate being used on a vehicle referenced by Hall (2007). OCGs are aware of this limitation and use this tactic of obscuring their number plates when travelling for the vehicle they are using not to be tagged or activated by an ANPR camera Clements (2017). ANPR cameras also rely primarily on an image from the front of a vehicle, this is a limitation for OCGs that use motorcycles as they know that they will not be picked up on ANPR cameras and that motorcycles are not as routinely monitored compared to vehicles further added by College of Policing (2017). 

In conclusion, information and intelligence can be utilized by many methods whilst policing the roads. There are ways convicted offenders to drug trafficking offences can have their intelligence used to prevent further road traffic offences and to disrupt the organised crime groups from using the roads to gain from their criminal activity such as the Travel Restriction Order (TRO) which prevents these OCG members, who have been convicted, from owning or driving a vehicle on the roads and denies the OCGs from using the road network for their use in criminality. Effective policing of the roads and identifying the OCGs vehicles via intelligence can result in officers stopping the OCG vehicles and utilising their powers of Section 71 RTA 1988 to seize their vehicles for as little as a failed MOT, this can disrupt the OCG from using their vehicles even further on the roads as stated by Legislation (1988). The use of ANPR cameras can significantly disrupt criminal activity of OCGs on the roads by making it easier to identify and mark every OCG vehicle for intelligence that is on the road. However, there are some limitations to the ANPR camera as stated by Bhaskar (2023) and Hall (2007) but the positivise outweigh the negative. Overall, the use of intelligence, information, and the utilisation of ANPR cameras can seriously disrupt criminal activity on the road network.

Word Count: 1582

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. Giving Evidence in court as a police officer (Officer in Charge)
 
 














2. Knowledge of my patch (street names and locations)
 














3. Case File work

Being able to confidently put any type of file together independently. 
 
 
 
 
 
 
	Low 
1-4



	Med 
5-7 























7
	High 
8-10


8









































8
	Low 
1-4 


3





































4
	Med 
5-7 























6
	High 
8-10























 
	 


1. Would need to familiarise myself with the court system, having not yet been in court I am unexperienced with how giving evidence within court works. Would look to attend or talk to team members about their experiences in court.

2. I know the hots spots to my patch quite well but certain street names I need knowledge on. I can develop this by driving the police vehicles myself and familiarising myself with them.





3. I struggle a lot with the computer and admin side of the job and have identified that my main weakness are the case files. I can develop this knowledge when I have my Hub attachment.

	SKILLS 
 
 
1. Dealing with conflict and being hands on
 
 
 
 












2. Stop and Search
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

10

















8
	Low 
1-4 
	Med 
5-7





















7
	High 
8-10

8
	 

1. I feel like I am very capable at dealing with conflicting situations and dealing with getting hands on. However, my area of improvement would on knowing how much force and when to use certain types of force.



2. I can carry out a stop and search in relation to an on-going incident. However, find it difficult to find the grounds or think of what grounds I have when stop searching proactively. I can do this by reading into Section 1 PACE and Section 23 Misuse of drugs act due to these being the main sections for a stop search. 










	EXPERIENCE 
 
 
 
1. Proper use of the 3 parts to a caution








2. Voluntary Attendance and Contempt Interview 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10



10









8
	Low 
1-4 













4
	Med 
5-7 



7
	High 
8-10 
	 

1. I am knowledge able of the When cautioned, Now caution however would need to brush up and research up on the restricted caution.


2. I have yet to do a VA or a contempt interview, I am aware of the process and know what needs to be done, however would need the experience of doing one. 


 
 


 Bibliography
Adamovic (2020) The vicious cycle of unfairness and conflict in teams, International Journal     of Conflict Management. Available at: https://www.emerald.com/insight/content/doi/10.1108/IJCMA-09-2019-0169/full/html (Accessed: 03 January 2024). 
American Journal of Criminal Justice (2011): International Organized Crime. American Journal of Criminal Justice, 36(3), Springer Nature, 207–215. doi: 10.1007/s12103-011- 9104-8, 2011 (Accessed: 07 January 2024)
AMERICAN LAW INSTITUTE (2023) Principles of the law, policing, Principles of the Law Policing. Available at: https://www.policingprinciples.org/chapter-1/1-02-goals-of-policing/#:~:text=The%20goals%20of%20policing%20are%20to%20promote%20a,to%20address%20crime%2C%20and%20to%20uphold%20the%20law. (Accessed: 02 January 2024). 
Bachiochi (2000) The qualities of an effective team leader -, The Qualities Of An Effective Team Leader. Available at: https://www.researchgate.net/profile/Peter-Bachiochi/publication/241758706_THE_QUALITIES_OF_AN_EFFECTIVE_TEAM_
Bhaskar (2023) Understanding Automated Number Plate Recognition Technology, Euro Parking Services. Available at: https://europarkingservices.com/understanding-anpr-technology.html#:~:text=Limitations%3A%20ANPR%20technology%20has%20inherent%20limitations%20that%20can,also%20hinder%20ANPR%E2%80%99s%20ability%20to%20capture%20accurate%20data. (Accessed: 07 January 2024)
Boud, Cohen, and Walker (1993) Using experience for learning. Book 1st Edition
0335190952 · 9780335190959 Buckingham Gran Bretaña. (Accessed: 02 January 2024)
Burton· (2020) Recovery position - OSCE guide: Basic life support, Geeky Medics. Available at: https://geekymedics.com/recovery-position-osce-guide/ (Accessed: 29 November
Buttm (2021) Approaches to building rapport with patients, Clinical medicine (London, England). Available at: https://www.ncbi.nlm.nih.gov/pmc/articles/PMC8806294/ (Accessed: 02 January 2024).
Cherry (2023) How resilience helps you cope with challenges, Very well Mind. Available at: https://www.verywellmind.com/what-is-resilience-2795059#:~:text=Resilience%20is%20the%20ability%20to%20cope%20with%20and,ways%20to%20manage%20the%20situation%20they%20are%20facing. (Accessed: 18 November 2023). 
Clements (2017) Menu of Tactics College Police Available at: https://assets.college.police.uk/s3fs-public/2022-03/Menu_of_tactics.pdf (Accessed: 07 January 2024)
College Of Policing (2013) Information Management; College of Policing Available at: https://www.college.police.uk/app/information-managementcing (Accessed: 07 January 2024)
College of Policing (2013) Disrupting Criminality: College of Policing Available at:  https://www.college.police.uk/app/roads-policing/disrupting-criminalitycing (Accessed: 07 January 2024)
College of Policing (2014) The code of ethics – reading list - college of policing. Available at: https://assets.college.police.uk/s3fs-public/2021-02/code_of_ethics_readinglist.pdf (Accessed: 03 January 2024). 
College of Policing (2017) Disrupting Serious and Organised Criminals Available at: file:///C:/Users/SWP8331/Downloads/disrupting-serious-and-organised-criminals-menu-of-tactics--1704661661.pdf (Accessed: 07 January 2024)
College of Policing (2023) National decision model, College of Policing. Available at: https://www.college.police.uk/app/national-decision-model/national-decision-model (Accessed: 29 November 2023). 
Duske, T. (2023) 23 Team night out ideas for group bonding, Museum Hack. Available at: https://museumhack.com/team-night-out-ideas/#:~:text=Team%20night%20out%20ideas%20are%20games%20and%20activities,activities%20is%20to%20promote%20camaraderie%20and%20boost%20confidence. (Accessed: 25 November 2023). 
Extreme Tactical Dynamics (2019) Why do police use blue lights (2019) Extreme Tactical Dynamics. Available at: https://www.extremetacticaldynamics.com/blog/why-do-police-use-blue-lights/ (Accessed: 02 January 2024). 
Fairfax (2007) OSHA requirements for providing training for first aid, CPR, and BBP for prompt treatment of injured employees at various workplaces., Occupational Safety and Health Administration. Available at: https://www.osha.gov/laws-regs/standardinterpretations/2007-01-16-0 (Accessed: 02 January 2024). 
Fredriksen (2017) Psychotic depression and suicidal behaviour, Psychotic Depression and Suicidal Behaviour. Available at: https://www.tandfonline.com/doi/full/10.1080/00332747.2016.1208002 (Accessed: 02 January 2024). 
Hackman, J.R. (2002) Why teams don’t work, SpringerLink. Available at: https://link.springer.com/chapter/10.1007/0-306-47144-2_12 (Accessed: 03 January 2024). 
Hall (2007) The Journal of Homicide and Major Incident Investigation Volume 3, Issue 2 Autumn 2007. Available at: https://uswvarious1.blob.core.windows.net/uswvarious-prod-uploads/documents/Volume_3_Issue_2_Autumn_2007.pdf#page=37 (Accessed: 07 January 2024)
Harris (2020) Guidance on NAPR Performance Assessment and Optimisation, The Home Office, Available at: https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/909024/ANPR_-_Evaluation_Approved_Version_2.0.pdf (Accessed: 07 January 2024)
Herrity, J. (2023) 10 ways to improve team cohesiveness in the workplace, 10 Ways To Improve Team Cohesiveness in the Workplace. Available at: https://www.indeed.com/career-advice/career-development/team-cohesiveness (Accessed: 03 January 2024). 
Home Office (2012) Counter-terrorism policing and special branch The Home Office Available at: https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/512166/ct-special-brancharchive.pdf (Accessed: 07 January 2024)
Indeed, Editorial Team (2022) Organizational culture: Definition and why it’s important, Indeed. Available at: https://www.indeed.com/career-advice/career-development/organizational-culture (Accessed: 18 November 2023). 
Janet (2018) 20 Tips & Strategies to improve work performance in your business, Broadly. Available at: https://broadly.com/blog/improve-work-performance/ (Accessed: 03 January 2024). 
Keller, S. (2017) High-performing teams: A timeless leadership topic, McKinsey & Company. Available at: https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/high-performing-teams-a-timeless-leadership-topic (Accessed: 02 January 2024). 
Knouse, (2007) Building Task Cohesion to Bring Teams Together, Quality Progress. Vol. 40, Issue 3. Page 49-53 Available at: https://www.proquest.com/openview/096f12ec8eca655e798d30afa67f718c/1?pq-origsite=gscholar&cbl=34671 (Accessed: 03 January 2024).
Kulas (2021) Social & emotional benefits of regular exercise, healthfully. Available at: https://healthfully.com/social-emotional-benefits-of-regular-exercise-7804919.html (Accessed: 18 November 2023). 
Legislation (1988) Road Traffic Act 1988 Legislation.GOV Available at: https://www.legislation.gov.uk/ukpga/1988/52/section/71#:~:text=%5B%20F1%2071%20Unfit%20and%20overloaded%20vehicles%3A%20offences.,direction%20under%20section%2070%20%283%29%20of%20this%20Act%2C (Accessed: 07 January 2024)
Mayo Clinic (2022) How to build resilience Available at: https://www.mayoclinic.org/tests-procedures/resilience-training/in-depth/resilience/art-20046311 (Accessed: 18 November 2023). 
National Crime Agency (N.D.) Intelligence: enhancing the picture of serious organised crime affecting the UK: National Crime Agency Available at: ://nationalcrimeagency.gov.uk/what-we-do/how-we-work/intelligence-enhancing-the-picture-of-serious-organised-crime-affecting-the-ukme Agency (Accessed: 07 January 2024)
Norton, (2017) Tuckman was wrong! On Belay. Available at: https://onbelay.co/articles/2017/5/5/tuckman-was-wrong (Accessed: 03 January 2024). 
O’Connor and Jonason (2023) These are the characteristics of people most likely to cut corners at work, The Conversation. Available at: https://theconversation.com/these-are-the-characteristics-of-people-most-likely-to-cut-corners-at-work-69630 (Accessed: 28 December 2023). 
Osbourne (2020) 9.2: The impact of interpersonal conflict on team performance, Social Sci Libre Texts. Available at: https://socialsci.libretexts.org/Courses/College_of_the_Canyons/COMS_120%3A_Small_Group_Communication_(Osborn)/09%3A_Managing_Conflict_in_Teams/9.02%3A_The_Impact_of_Interpersonal_Conflict_on_Team_Performance#:~:text=Team%20conflict%20arises%20from%20how%20people%20perceive%20the,to%20follow%20norms%2C%20poor%20communication%2C%20and%20performance%20deficiencies. (Accessed: 03 January 2024). 
Personio (2022) Tuckman Model: Forming, Storming, Norming, performing and adjourning, Personio. Available at: https://www.personio.com/hr-lexicon/the-tuckman-model/ (Accessed: 03 January 2024). 
Rajagopal, (2023) The top 6 reasons why teams underperform and how to fix them, The Predictive Index. Available at: https://www.predictiveindex.com/blog/reasons-teams-underperform/ (Accessed: 03 January 2024). 
Ramachandra, S. (2023) What are the key elements of a strong and positive organizational culture? How to Build a Strong and Positive Organizational Culture. Available at: https://www.linkedin.com/advice/0/what-key-elements-strong-positive-organizational-culture (Accessed: 28 December 2023). 
Ravikumar (2021) Understanding individual personality types and their effect on team. Available at: https://peer.asee.org/understanding-individual-personality-types-and-their-effect-on-team-dynamics-in-a-senior-design-project-course (Accessed: 03 January 2024). 
Reference Writer (2020) What happens if the femoral artery is cut? Reference. Available at: https://www.reference.com/science-technology/happens-femoral-artery-cut-67ec68146e943e46 (Accessed: 03 December 2023). 
Samuel (2021) Low morale in employees- reasons and how to tackle it, How I Got The Job. Available at: https://howigotjob.com/articles/low-morale-in-employees/?utm_content=cmp-true (Accessed: 02 January 2024). 
Six Q (2020) Being professional without being too friendly: The right balance, The 6Q. Available at: https://inside.6q.io/being-professional-too-friendly/ (Accessed: 03 January 2024). 
Tyler and McKenzie (2011) Mentoring first year police constables: Police mentors’ perspectives, Journal of Workplace Learning. Available at: https://www.emerald.com/insight/content/doi/10.1108/13665621111174870/full/html (Accessed: 02 January 2024). 
WHO TEAM (2021) Health promotion glossary of terms 2021, World Health Organization. Available at: https://www.who.int/publications/i/item/9789240038349 (Accessed: 03 December 2023). 

 
image1.png
Prifysgol Cymru
% Y Drindod Dewi Sant

N University of Wales
Trinity Saint David

%





