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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:

During this essay I will define what organisational culture is, then discuss and reflect on the impact that organisation culture can have on an employee’s wellbeing and resilience. How personal values have an impact on a person’s adaption to an organisations culture. I will then discuss why organisational change should be encouraged in some circumstances due to the risks that can occur from conforming to an organisations culture that may have not changed and adapted. 

When discussing organisation culture, it is important to understand what it is and the part it plays in developing an effective and efficient working environment whilst also ensuring the health of employees are met. Organisational culture can be defined as being a “set of underlying beliefs, values, principles, and ways of interacting within an organization. It defines and creates a unique environment to work in.  Things like an organization’s expectations, vision, philosophy, image, interactions within the office and outside of the office also define what the organization’s culture is all about.” (Business Terms, 2019) This shows that the culture of an organisation can be engrained into almost all parts of its management as it creates the environment the staff need to perform in, which in turn affects the way in which the organisation is perceived by the public and their views. 

Organisations must pay a great attention to the culture they develop as research shows that it can significantly influence the performance and effectiveness of organisation but the morale and productivity of its employees which also affects its ability to attract, motivate and retain people in roles. (Warrick, 2017)
Reflecting on the organisations culture within policing and how it has affected my wellbeing and resilience is difficult to quantify due to the demands of the role. Overall, my opinion on how the role has affected me is that is has caused me to experience a much higher level of stress in day-to-day life compared to before being a police constable. This is due to the workload officers carry whilst also responding to incidents which can make progressing investigations difficult. This means it can be difficult to switch off from work and maintain a healthy work life balance. However, I do believe there are parts of the culture within the police for that have helped me to improve on my wellbeing and resilience. Such as teamwork which is part of the polices “competency and values framework which set out nationally recognised behaviours and values to support all policing professionals” (College of Policing, 2017). Being part of team helps to develop resilience and wellbeing as it can decrease workload placed on one individual. It then also allows you to learn from others whilst also being able to develop your own leadership skills, this allows you to build resilience by empowering you to take control of your working environment whilst providing a protective support network (Jagger and Lewith, 2016).
 
In a wider organisation is important to retain personal values as this has a large impact on a person’s wellbeing. Research has shown that an individual’s openness to change has an impact on their wellbeing which in turn also has impact on their willingness to change (Grosz, Schwartz and Lechner,2021) This means that if a individual is unable to stick to their personal values it is going to have an effect on their well-being and resilience which would make them less likely to adopt the organisations culture make it more difficult for the individual to succeed in their role within the organisation. Meaning for organisation culture to thrive it should align with the employees’ personal values. Research has shown “values alignment may not just be an important integral part of organisational change strategies; it could well be the bedrock, the foundation, on which all truly successful organisational change depends” (Branson, 2008) This will result in employees having a better outlook with the work they are tasked with and allowing them to maintain a higher level of resilience and wellbeing. 

There are also risks that come with conforming to organisational culture that would have a negative effect of people’s wellbeing and resilience which for such a demanding role as a police constable could have drastic effect of employee’s performance in the role and the organisations’ ability to support and retain officers to keep an effective and efficient work force. An example of this is the traditional policing culture having a masculine ethos and value placed on dominant and authoritative behaviours which may deter officers from complaining about stress and bullying or revealing emotional distress and psychological illness (Burke, 2016). This behaviour would make it harder for officers to communicate their needs and get the support systems in place which they may Vitaly need. This is in a time where more officers each year and being signed off work due to suffering from mental health conditions. This can be seen in research conducted in 2022 showing there was a 57% increase in officers being absent of work from 8,450 to 13,263 due to the traumatic incidents officers deal with leaving 1 in 5 officers having PTSD (www.polfed.org, n.d). 



Another consideration to the risk of conforming to organisational culture is that for many years the mental health of police officers was not a priority in which the government was looking to improve. This has had a lasting effect on officers feeling like they can ask for support where they wouldn’t be treated without judgement. However, this view has been changing and there is being more pressure applied on police organisations to better support officer whose mental health and wellbeing is suffering (McDaniel, Moss and K Pease, 2020). When this approach can be fully integrated into the policing culture it will allow for more open conversations to take place and hopefully get officer’s the mental health support they may need sooner. 

My strategies for maintaining my wellbeing and resilience revolve around sport. As I have competed and been involved in sport since a very early age it’s something I find comfort in. This also acts a constant in my life and allows me to quickly be able to stop thinking about work and it acts as a constant in my life which helps me to get back into my normal routine and disconnect from any traumatic incidents or stressful situations I have encountered. I believe this is helpful as from my research resilience can be described as “the ability to bounce back or recover from stress” (Smith et al, 2008). Rugby is the sport I am most dedicated too and get the most joy out of. I believe that rugby also being a team game helps to maintain my wellbeing due to the support I receive from team members. Research supports this as it has been shown there are many different psychological and social health benefits reported mostly commonly being improved self-esteem, social interaction followed by fewer depressive symptoms (Eime et al,2013). Therefore, I believe sport plays a major part in supporting my resilience and wellbeing. 

In conclusion organisational culture can both positively and negatively affect employers of an organisation. It is important for the organisation to develop its culture alongside the values of its employee’s. This will enable the organisation to encourage further recruits to join the organisations and develop, support and retain its active work force. As a failure to create the correct organisational culture will have a negative effect on its employee’s resilience and wellbeing. Lastly there is different methods that people can use to develop their resilience and wellbeing such as mine being sport. However, this may not be suitable to everybody so it is important that people are able to figure out what works for them and how they can gain access to their chosen method. 
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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:


Domestic incidents often have a high level of complexity and can lead to unpredictable circumstances making it unpracticable to treat all incidents the same. This is due to the variety of differences that domestic incidents can have, from the different offences that could have been committed, to the risks that each incident may have on the victim, offender, and wider community. Also, the history of previous incidents that are attached to the parties involved in ongoing incidents. During this essay I will give a brief description of the events that took place and reflect on my use of the National Decision Model, discretion, and the ethical approach to my decision. I will also evaluate the considerations that must be mad when recording the details of an incident due to the effect this can have on an investigation. 

Whilst on duty the force control room have received a call from a female who has stated that her ex-partner has attended her address on proceeded to spit on her and caused damage by smashing a window. The male has then left where she was unsure if he was on foot or in a car. She was able to provide a description of the male and the vehicle registration number of the car the male he owns. This incident would fall under the legislation of domestic abuse. This is because domestic abuse can be defined as the “Behaviour of a person (“A”) towards another person (“B”) is “domestic abuse” if—
(a)A and B are each aged 16 or over and are personally connected to each other, and
(b)the behaviour is abusive.” (GOV.UK, 2021).
As a police officer I have a legal duty which is also encompassed with force policy to provide positive action with domestic abuse incidents by choosing an outcome that is necessary and proportionate to the circumstances (College of Policing, 2015). For this reason, it is important to identify the primary perpetrator to allow for the victim to be protected at the earliest opportunity. 
To aid in the decision making process throughout this incident I have used the National Decision Model (College of Policing, 2013). The first step of this model is to gather as much information and intelligence as possible. For this reason, I have asked the force control to do a police national computer check on the two parties involved in this incident and look at the history between them. I believe this was important information to gather as it can offer a pattern of behaviour and identify any risks that could be posed to officers before arrival which could affect how the incident is dealt with and if the skills of specialist units may be appropriate.  As the male had left the scene, I also asked the control room if they could run checks on the automatic number plate recognition system as if he had left in his vehicle this would allow us to locate what direction he was travelling in. The response to this was, no detections on the vehicle on the date of the incident suggesting the male was less likely to be using his car. The male had a warning marker on his profile for being a medium risk domestic abuse perpetrator against the victim. I could use this information to assess the threat and develop a strategy whilst considering powers on the most appropriate way to investigate this incident. As there was another unit responding to the incident, I have communicated with the officers that I will conduct an area search as I was going to be first to the location this would give the offender less opportunity to leave the area. Part of the national decision model is to identify options and contingencies, due to this I am considering if he’s not in the area where is he likely to go such as him home address or any close addresses of his associates. Whilst conducting the area search, I have spotted a male matching the description of the offender walking in the direction of the victim address and when I have stopped my vehicle and asked the male his name this has correlated with the name provided by the victim. I have then made other units aware of my location and asked for them to make their way to me. I have held of arresting the male at this time as the male was calm at this point and I was aware of the warning markers on his person to be violent towards officers. When another officer has arrived, I have then arrested the male as I had reasonable grounds to believe he has committed offences under section 24(2) of the Police and Criminal Evidence act (legislation.gov.uk, 2022). The rational for this decision is as the incident has recently taking place and the offender is still in the area it is necessary to arrest the male to allow for a prompt and effective investigation to take place so evidence can be gathered. To prevent further offences taking place and protect a vulnerable person as she is repeat victim of domestic abuse and has children living at the address. This is an example of where I have used my discretion by prolonging the arrest of the male until further units arrived. As I made this decision using my professional judgement and the National Decision Model using the information, I had to develop a working strategy and implement the power I had available to me. By allowing officers the time to reach my location decreases the level of danger to myself and the offender should he resist. For this reason, on reviewing my decision I believe this was the safest option to deal with the male and effect a lawful arrest. Whilst being searched after arrest the male has informed me that he has two ends of cigarettes that had marijuana in them on his person. Due to the minuscule amount of controlled substance that would be left I have again used my discretion to not further arrest the male.
Evaluating how this incident transpired is necessary to provide learning points for when dealing with similar incidents in the future. An option that should have been considered at the time was the use of the dog unit. As it was believed the male had left on foot a dog unit may have been able to pick up a track which would have led to the offender should he have got further away from the address. I believe I dealt with this incident in an ethical manor as at the heart of the National Decision Model is the police code of ethics which officers are expected to adhere to at all times (College Of Policing, 2013). For example, treating the male with fairness and respect throughout my encounter with him and only using minimum amount of force which on this occasion was placing the male in handcuffs. I also looked at the incident objectively and made my choices based on the evidence available to me at the time whilst using my best professional judgment. 
When recording information around an incident it is necessary to record all information that has some bearing on the incident. This will help build a full picture of the events that have taken place. It is important to be specific with the information gathered as this help to focus the investigation on relevant information and not allow evidence related to the incident to be lost. This will allow for ongoing investigation to be carried out fairly and expeditiously as required under the Police and Criminal Evidence act. It is also a requirement under the Home Office Counting Rules that “all reports of incidents, whether from victims, witnesses or third parties and whether crime related or not, will result in the registration of an incident report by the police” (His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services, n.d.). As much of the information recorded will be sensitive information it is vital that this is stored following force policies and the data protection act 2018. This ensures that the information is handled in a way that has appropriate levels of security, is necessary and accurate (GOV.UK, 2018). Powers of seizure should be considered when investigating offences to stop evidence being lost, altered or destroyed as this will allow for the most accurate version of events allowing for a suitable outcome. 

The consequences of my actions allowed for the offender being safely and lawfully arrested to allowing for a prompt and effective investigation to take place whilst protecting the victim. Due to a lack of evidence surrounding these offences the male was alleged to have committed were no further actioned. This allowed for a domestic violence protection notice to be put in place which stopped the male contacting the victim or attending the address for 72 hours before being seen in court. This notice was then granted to be upgraded to a domestic violence protection order which extended the conditions for 28 days. This would aid in stopping a pattern in the subject’s behaviour and helping to protect the victim.  

In conclusion I believe this incident was well handled and the use of the National Decision Model helped to make quick decisions which provided the victim with some confidence she was now in a place of safety. However, the use of the dog unit should have been considered as if the male had gotten further from the address, he may not have been found on that night which would have a more detrimental effect on the victim. The victim was satisfied with the outcome of the investigation. All my actions and decision were ethical and aligned with the forces code of ethics. 
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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 discuss and evaluate team dynamics and how they can develop or negatively affect team cohesion. Also, how the use of different theories and models can be used to improve a team’s ability to work together. I will then go onto to discuss why Inter-personal conflict within a team can become prevalent and what strategies can be used by members of a team to improve their overall performance. Lastly, I will discuss how team dynamics can affect the police service in carrying out their role and what affect this has on following the polices’ professional standards. 

The Tuckman Team Model is a theory that was created by psychologist Bruce Tuckman in which he created a linear model of a group’s development. The model is comprised of five stages that teams will experience which will affect their performance (Last, 2019). The five stages that comprise this model are forming, storming, norming, performing and adjourning. The forming stage encompasses when the team are getting to know each other and trying to set a good impression. This is when many expectations are set in place and a team character is being formed. This makes it a useful period to help build trust and understand the strengths and weaknesses of each team member. The storming stage is determined by a team’s conflict where they are often challenged on their expectations and boundaries. This will encourage team members to learn more about others in their group and the motivation the fuels them. It is important for teams in this stage to use the conflict to their advantage by being able to compromise and develop a goal. This then leads onto the norming stage when team members have been able to resolve their conflicts and they are able to work in unison. The group cohesion is important in this stage as this ensure that members in the team understand their role and is responsible for their actions as if problems occur as group members do not fully understand their responsibility the team may have to revisit the forming or storming stage. If teams continue to work well with each other they will enter the performing stage. This is due to the team developing a strong system that allows all members to complete their roles, this allows for the team to be efficient in working towards their goal. This stage also allows teams to spend less time in other stages of the model as individuals can act interdependently to achieve a goal. The last stage of this model is adjourning meaning team members are separating as they become more independent the team will lose the cohesion it once had. This model appears to show a path teams could use to develop their performance however it is not as simple as moving from one stage to the next. This is due to the different influences and pressures that they be on a team can affect their communication and team cohesion that limits their performance as they must revisit stages to develop. On evaluation of this theory, it could be used as a tool to allow for teams improve their cohesion as it accounts many different stages teams face and will allow teams to visualise what stage they are currently operating in. This will enable teams to develop plans that will improve their working environment and have a positive effect on their goals. It will do this by allowing members of the team to have clear goals that are developed together. This will also allow for team members to understand their strengths and weaknesses and allow them to understand what motivates the other members in their team. This will improve the cohesiveness of the team by building stronger intergroup relationships and allowing the team to have more trust in each other. The theory highlights the importance of each stage and encourages team members to have a flexible mindset and allows them to discover where their team is currently placed on this model. This can encourage team building as the group will have to actively engage and work together and improve the cohesion that enables the team to perform. This allows helps to the team to develop their communication as they work through various issues in an attempt to reach a common goal.

There are various theories in which a team may fail to function but from my research team procrastination is a team dynamic which may cause a lack of performance. Team procrastination has been defined as “the unplanned, voluntary, and irrational delay of intended goal-directed team activities” (Van Hooft and Van Mierlo, 2018). This delay in the teams work rate will hinder the amount of time they are able to use effectively to develop their performance and the overall quality of their intended goal. For this reason, events such as a team meeting will cause a disruption in their task. This means the will not function properly and it would be more efficient for a member to delegate roles for everyone to complete that would assist in the completion on the task. However, this could affect members of the team’s motivation as it would not allow for much flexibility. This could then lead onto the group’s ideas being more conflicting as their preferences would not be considered for different aspects of the project that they are interested in. 

When working in a team dynamic it is useful to develop and use models that can be used to improve team cohesion. A method that can be used to develop team cohesion is team activity debriefings (Madson and Burns, 2019). These debriefings are advantageous to the team’s development as they focus on problem solving strategies and teamwork. This is as it can be shown to help people understand the characteristics of a high functioning team allowing them to work better within their team. This is a useful method that can be adopted as helping members of the team to understand and develop their knowledge on the team dynamic will help them self-reflect and evaluate how they can add value. Also, if members of the team the team and doing this in unison with the same goal in mind it will improve the team’s ability to cohesively complete the goal they have set. 

From my research “around 38% of employees experience interpersonal conflict per year” (Lake and Pereira, 2022). This makes up a large percentage of the work force and part of the reason that contributes to this is communication styles. As people from different backgrounds and cultures work together this can affect the communication between team members which would negatively affect team performance. Due to this it is important for strategies to be put in place that will enable the conflict to be identified and resolved. My research shows a strategy to help tackle conflict is to “keep the communication open and clear” by inviting colleagues to a face-to-face meeting where issues can shared (Reynolds, 2022). This will enable points of agreement and disagreement can be identified allowing a plan to be developed where actions and goals can be put in place to resolve the issue. 

Research show that strategies must be adopted in order to properly motivate individuals or teams to allow for people to feel good about their role and preform optimally (Ganta, 2014). This is as people are motivated in different ways, some will be motivated by money and others by the recognition they will receive. These motivations are defined as intrinsic motivation and extrinsic motivation. Intrinsic motivation is the joy that they gain from completing a certain task with motivates them to continue. Extrinsic motivation is motivation that a person receives from external factors such as money and fame. Intrinsic motivation is usually the major reason why a person would choose to continue doing a certain job and will help to keep a person’s stress levels down. This is why it is important to understand what motivates different team members as a team leader can implement motivations that are specifically targeted at different members to improve the overall team performance. 

Team dynamics can play a major role within the police service especially in response policing. This is as response policing is structured with set shifts that are made up of the same members of staff. Having a low preforming team dynamic will could contribute to individuals failing to comply with professional standards such as the code of ethics. There are several parts of the code ethics that a team member will not conform to if they are not working cohesively with their team. Such as honesty as they will not be trustworthy to if they do not have the same goals and boundaries set in place. This would also make them unable to lead by a good example as the expectations they have will be different from the rest of the team. They would also be unable to show full selflessness as they would be unwilling to be flexible to help improve to performance of the team which would not allow them to act in the public interest. This could then translate into a member of the team failing to act completely within their duties which under legislation would be offence of neglect of duties.


In conclusion there is different theories on how teams can develop their cohesion making them more efficient and effective. The Tucker team model can be used as effective tool by teams to help them understand what phase they are in and able them to develop a plan to improve their performance. There are also factors which can cause teams to fail such as the team procrastination theory and the differences in communication styles that people have. It is vital to understand this to try and combat these issues and understand how to improve the team’s performance. Which is why it is important to introduce ways team cohesion can be improved to align goals and expectations and use this to drive performance. Team dynamics are vital to policing as a failure to understand and act on a poor dynamic will allow for the public not getting the service, they deserve but also allowing officers to commit offences by neglecting their duties. 

Word count: 1703



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:


During this essay I will be defining what information and intelligence is and how the police use the 3X5X2 model to evaluate information and manage intelligence. I will then explain how information and intelligence is a crucial asset to policing and the role it plays in the detection and prevention of criminal activity by effectively policing the roads. I will also discuss how ANPR can be used as a tool to disrupt criminal activity. 

From my research information can be defined as “facts about a situation, person, event” and more, this can also include a person’s knowledge on a particular subject even if it is not yet proven to be a fact (Cambridge Dictionary, 2020). This is then the basis on which police can use this information to develop intelligence. Intelligence can be described as “the ability to learn, understand and make judgements or have opinions that are based on reason” (Cambridge Dictionary, 2019). These definitions highlight the differences between information and intelligence and how intelligence needs to be developed before judgments can be made on how to prevent crimes that are taking place. 

Police forces are constantly gathering information from a variety of sources making it vital to have a system in place to evaluate this information that will have a direct effect on how it is likely to be valuable intelligence which can be used in the prevention of crime. The way in which this information is evaluated is with the use of a 3x5x2 intelligence model. The College of Policing website explains when information is submitted the source evaluation is completed first (College of Policing, 2015). This is a way in which the reliability of the source is evaluated, and the credibility of the information can be established. This is split into 3 separate gradings. First is reliable if the source is believed to give accurate and truthful information which can be determined by prior intelligence. Secondly is untested, this would be suited for individuals that have not provided information in the past or information they have disclosed in the past is yet to be confirmed. And the last grading of a source is unreliable, this is used when there is reasonable reason to be uncertain of the information they are giving. It considers the “authenticity, trustworthiness, competence and motive of the source”. The next stage refers to the gauging of the information which is done by grading the reliability of the information on how it has been discovered by the source and what other information is available that will support the new information. It will then be categorised into one of five categories. Firstly, if the information is directly known to the source and obtained first hand. Secondly, known indirectly to the source but has been corroborated. Thirdly, information that has been told to the source via another person. Fourth, when there is no applicable way of assessing how the information was made known such as an anonymous report. And lastly, the information is suspected to be false. The last stage of the model is split into two categories and dictates how the information can be handled. The first category allows for lawful sharing permitted when there is reasonable to do so such as a genuine policing purpose. The second category dictates that lawful sharing is permitted but with conditions such as permission to be given by the source before action can be taken. 

This shows how information and intelligence can be gathered in many ways such as reports made from members of the public, criminal activity captured on CCTV, offences witnessed or discovered first hand by officers and by forensically gathered evidence. However, this list is not extensive and there is still a variety of way in which information is gathered. This information can become intelligence by identifying patterns of behaviours, locations, and victims of repeat crimes. This will enable information to be shared with relevant areas of policing who can develop strategies to prevent criminal activity. For this reason, it is vital that when information and intelligence is being collected and it needs to be accurate and concise to properly investigate and strategically reduce criminal activity. The National Crime Agency state “An accurate intelligence picture allows us to effectively prioritise action against the greatest threats and deliver the maximum disruptive impact on serious organised crime.” (Panlogic, n.d.).

Research shows that in order to prevent crime it requires proactivity which requires predictability which requires patterns to be identified (Ratcliffe, J.H., 2010). This is due to offenders who identify and exploit an opportunity for criminal activity they will continue to do so until this is disrupted. This means that the most reliable way to indicate future crimes is to identify the crimes that are currently taking place. This shows that is vital to develop information and intelligence to prevent criminal activity taking place because without this vulnerability being identified it creates a more accessible way in which organised crimes groups can continue their criminal behaviour. 

Developing intelligence on locations, individuals and vehicles could help to increase the policing of roads by providing officers with more information helping to utilize powers such as stop and search and the power of seizing vehicles if it is believed to have been used to commit a crime (College of Policing, 2013). In turn this would help to disrupt the way in which individuals are using vehicles to commit crimes and create a pattern of their offending to put an end to future offending in the same way. 


Organised crime can be defined as “planned and co-ordinated criminal behaviour and conduct by people working together on a continuing basis. Their motivation is often, but not always, financial gain.” These groups can not only spread across a country but be threats internationally (Crown Prosecution Service, 2019). Due to the often widespread criminal behaviour offenders will often use the roads to transport illegal substance, traffic people, counterfeit goods and use them to disguise their criminal behaviour by reducing a pattern being created. Therefore, effective policing of the roads can help to reduce criminal behaviour taking place and improve the number of opportunities to protect people. Using the Police National Computer to confirm that vehicle is all in order will help to disrupt offenders as this allows officers to make sure that vehicle are on the road lawfully and if not seize the vehicle. UK law dictates that all vehicles must be taxed and insured before they are used on the road. This creates a link between offenders and the vehicles they are driving which help to develop intelligence on their involvement in crime and allow for a strategy to be put in place to holt their offending. Also utilizing powers such as section 163 of the road traffic act which allows officers to stop any vehicle on the road and section 1 and 23 of the Police and Criminal Evidence act will help in the disruption of organized crime. By stopping vehicles officers can confirm who the driver is and determine if they are driving it lawfully. This also gives officers the chance to see who else is inside the vehicle and potential victims the opportunity to ask for help which in their normal day to day life will not get the opportunity to do so. Section 1 and 23 of the Police and Criminal Evidence act will give officers the opportunity to search both individuals and vehicles for any evidence they may have in relation to a criminal offence. This also allows officers to search parts of vehicles that criminals will use to hide evidence and avoid arrest/ seizure increasing the chance of detecting crime.  

ANPR can be used as an investigative tool and disrupt criminal behaviour in a variety of ways. ANPR can almost instantly check against database records and gather intelligence on vehicles such as what routes a vehicle takes, the times in which it is travelling and the general direction of where the vehicle is going. As ANPR cameras are on many roads across the UK and mainly focussed on common roads that are used. ANPR locations are also not revealed as this would benefit offenders and make the system less useful. Due to this it is difficult for offenders to avoid ANPR cameras (Police.uk, n.d). ANPR cameras are also incorporated into police vehicles which allows officers to see where vehicles of interest are in live time which allows officers to react to information and develop a strategy to stop the vehicle without offenders being aware. ANPR camera can also be used to identify when a car is using stolen plates due to the locations and times in which the original car is being used as well as the cloned plates. Officers can also use the images provided by the ANPR to detect the differences between each vehicle. 

In conclusion information and intelligence is key to policing and the disruption of organised crime. It can help to identify areas that need further investigating and allow for police resourcing to be me more efficiently used, saving money for police forces to be able to invest in disrupting crime further. It can help develop patterns of offending helping officers to use their discretion and decide where and how they should focus on using their powers. However, this information must be stored currently and use the 3x5x2 model to allow for intelligence to be gathered and developed in the most efficient and effective way. ANPR has a variety of ways in which it can be used to develop intelligence and how it can be used to disrupt criminal behaviour. For this reason, it should be used as important tool for officers to use to help protect the public.
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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: During this answer is will make assessments of my knowledge, skills and experience will be completed in line with using SMART targets. This meaning that the targets I set for myself would be Specific, Measurable, Appropriate, Realistic and Timed (Rietbergen and Blok, 2010). Setting targets in this way will allow me to ensure targets I set are relevant to my job role and aid in my development as a constable. It’s important to be able to measure the progression being made when developing to be able to understand if the process being followed is having a positive or negative effect on my development. Being sure that the target set is appropriate is vital to identify if my goals are fit for purpose. Making my goals realistic is important as setting goals that may not be achievable will have a negative effect on performance and potentially confidence if I was unable to reach a goal. Lastly, timed meaning to set a date where you would expect to see development made by, this would give me the opportunity to then re-evaluate my goals and the methods used to reach them. Although these are important factors to factor in when trying to achieve a goal, I am also going to consider my well-being as a high priority throughout my development. As studies have shown there is a strong relationship between well-being and performance (Chambel and Curral, 2005). Understanding the direct link my well-being will have on my performance and ensuring that I have sufficient time to recovery mentally will have a greater impact on my performance.




 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 I believe the knowledge required at my current level of service would fit in level 5-7. As working as a response officer, you are not required to understand how other departments work and how they manage their investigations. However, there Is wide range of things response officers need to be aware of as they are often initially responding to most incidents, such as identifying offences committed and evidential opportunities. I feel like I am on course with the knowledge I have obtained as I have completed my level 2 interviewing course alongside completing all my attachments required with other departments. This has given me more knowledge on different departments of the police and allowed me to implement my learnings into my own investigations. Such as carrying investigations that could be better suited for the fraud investigation department to handle but instead working alongside them and gaining valuable advice and experience from the suggestions they make. Having the motivation to continue to conduct investigations that response officer might not always conduct has given me a large amount experience in developing my knowledge. However, there is still many other departments and investigations that take place within the police force that I would like to gain knowledge from. To do this I will implement the two strategies I have mentioned above to keep a healthy work like balance as well as using SMART targets. 
Going forward I will choose specific investigations to keep under my workload. It will be difficult to measure if this has improved my knowledge on each investigation but my confidence level on dealing with the same crime again will impact if it has been successful. By making sure the investigation is appropriate for my level of service will ensure that any victims are still provided with a high level of service. This will tie in with being realistic as with the limited time a response officer can have dealing with a protracted investigation. Setting a time of this can also be difficult as each investigation can have a different time scale, but I would like to continue doing this throughout my career ensuring I am constantly developing as a constable. 


	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 Currently, I feel the force believe that response officers early in their careers do not need many skills to be effective in their role. As the only mandatory skills training a response officer is expected to pass is Operational Safety Training, Level 1 and 2 interviewing and a basic A to B driving assessment. To which I have currently passed each of these skills. I believe the force feel this way as at the start of an officer’s career is the best opportunity to gain a vast amount of experience dealing with different situations, alongside completing the university course. This will then provide officer with the information they need and allow then them to decide if they would like the specialise with other departments. These departments include, PPU, CID, Armed response, Roads Traffic Team, Mosovo ETC. I will soon be undertaking the driving course to use blue lights whilst attending calls. This will provide me the opportunity to develop my driving capabilities and help me to be a safer road user. This course will take part over three weeks and will also provide me the opportunity to gather feedback from instructors to further develop. In the future I would I am also considering the course to carry a taser, but I would like to further develop my verbal command skills in conflict situations. 

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 Experience can vary widely in the beginning of an officer’s career depending on the area they work and they investigation and operations they have been involved with. I feel I have developed more experience than what would be expected of officer at this stage of my career due to the serious level of some investigations I have been the officer in case for. This has required me to work with multiple different departs where I am often seeking advice from more experienced officers which has given me a large amount of knowledge that I can take forward into future investigations. I have also completed attachments with departments such as Road traffic policing, PPU/CID and Neighbourhood policing teams which gave me an insight into how they conduct their investigations and their role within the police force. This allowed me to understand how to best utilise each department and the importance of seeking advice from members of these teams. This has been completed alongside my daily duties of a response officer and drastically improved my experience as an officer. As I enjoy working on response, I plan to continue to develop my experience but make time to work with other departments as they hold valuable knowledge that we are often not exposed to on response. This will allow me to improve my performance at calls when responding to the initial call as I would have been exposed to what evidence they will look to gather further down the line. With the introduction of force training days now requiring officers to complete it as a tour of duty as an available unit on duty I will be able to use this time to target situations/ incidents proactively and specifically which I feel less confident in dealing with and improve my experience. It will allow me to do this due to the surplus that will be on duty this would make it realistically possible. My confidence in attending calls would be the determining factor in if this has been effective. The time I would give myself to feel if I have developed in areas, I lack confidence would be 12 months which would give me an achievable time frame to improve as well as maintaining a healthy work life balance. 
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