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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

	Having achieved Independent Patrol Status, reflect on the impact of organisation culture within policing on your wellbeing and resilience (organisation change, retaining personal values in a wider organisational culture). 

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


1250 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

The organisational culture within the police is a topic of great significance and one which is widely reported negatively by the media as a whole (Keesman, 2023). It can have a profound impact on the wellbeing and resilience of individual police officers. The challenging environment in which police officers operate can be stressful and demanding, and the culture that exists within the police has the power to either exacerbate these challenges or help officers to cope with them effectively (Padyab, 2016, p.229) This essay will explore the impact of organisational culture on my own wellbeing and resilience as well as the potential impact it may have on other police officers and examine some of the key factors that contribute to a healthy and supportive culture within the police.

To begin, this essay will focus on my experience of organisational culture from my initial nine months since achieving independent patrol status and reflect on the impact this has had on myself. In my personal experience however working within response policing, there is not a great deal of experienced officers on shift. The most experienced officers on shift themselves only have four years of operational police work behind them. As a result, some of what is negatively reported by media to be the general normal organisational culture within policing, has not been present to the same extent which it may have been expected prior to joining the police. 

An example of this would be reports from media which suggest a culture of misogynism strongly prevailing among police shifts (The Guardian, 2021). Typically, this would suggest that there has been a “lad” culture within the police, and that female officers would have to adapt to these outdated views to integrate themselves within the organisation. Although this may have once been the case, due to the changing nature of experienced officers no longer remaining on shift, these views appear to have been replaced by more of a modern culture through the introduction of a fresh work force and the change of ideals which come with it, which allows for better wellbeing within the organisation (Kingshot, 2013,p.366)

This however does not mean that this stereotypical culture does not still exist. There are shifts which do still have officers who have been in the position for many years. These officers, whilst perhaps not directly contributing to a negative organisational culture themselves, have been in the role since times when these points of view were more prevalent (Kingshot, 2013, p.366). As a result, some of the traits of a toxic culture within policing may still exist today. This can have a negative impact on the wellbeing and resilience of officers, as people can often find it difficult to adapt to this organisational culture as it may not have been as prevalent in other jobs prior to joining the police. (Atkinson, 2017, p.194)

The nature of police work often exposes officers to traumatic and stressful situations on a regular basis (Karlsson, 2003, p.419). Whether it is dealing with violent crime, the handling of dangerous suspects, or being confronted with the aftermath of a tragic event, police officers are constantly faced with high levels of stress. The organisational culture within the police can either acknowledge and address these challenges or disregard and dismiss them, with significant consequences for officer wellbeing.

A supportive organisational culture is one that recognises the impact of trauma and stress on officers and actively promotes their wellbeing. This can be done through various means, such as providing access to mental health services, implementing policies that promote a work-life balance, and fostering a sense of camaraderie and support among officers. Research has shown that police officers who have access to these resources and are part of a supportive culture tend to have higher levels of wellbeing and resilience (Milliard, 2020, p.1686). 

On the other hand, a toxic organisational culture can have a detrimental effect on officer wellbeing. For example, a culture that promotes an us against them mentality, where officers are in conflict with the communities in which they serve, can lead to heightened stress levels and emotional exhaustion (Lord, 1996, p.593). This is not helped by the negative reporting which happens from the media in relation to the police, as this can have a large impact on the viewpoint of the communities which police serve. With the constant portrayal of the police within the media in a negative light, it can have a severe impact on the wellbeing of police officers and their opinion of the public as a result. 

Distrust and a lack of support within the organisation can also contribute towards feelings of isolation and burnout and have a detrimental effect on an officers wellbeing. Whilst I have not experienced this personally, I am aware of the desire to please superiors which can have a stressful impact on wellbeing within the police.

One aspect of organisational culture within the police that can impact wellbeing is the attitude of the individual officer towards mental health. Historically, there has been a culture of silence and stigma surrounding mental health issues in the police (Corrigan, 2008, p.42). Officers may have feared that seeking help for mental health problems would be seen as a sign of weakness or vulnerability and may have hesitated to seek support (Rossler, 2016, p.1250). This can lead to untreated mental health issues and a lack of resilience among officers and could also be a contributory factor towards officers leaving the role, of which retention rates within the police are unfortunately low at the moment.(Keaton, 2021, p.708). 

However, there has been a shift in recent years towards recognising the importance of mental health support within the police. Initiatives such as a dedicated team of officers set up under TRiM (Trauma Risk Management), which provides mental health support to police officers, have been implemented to address this issue (Watson, 2018, p.348). This change in culture and awareness can have a positive impact on the wellbeing and resilience of police officers, as it encourages them to seek help and support when needed (Whybrow, 2015, p.331).

There is far more emphasis within the police now on the wellbeing of officers as can be seen by the implementation of TRiM. This was brought into effect in 2019 as a direct result of a call for more mental health support due to the situations and incidents which police officers attend on a regular basis, having a potentially prolonged negative impact on their mental health and wellbeing. TRiM is available for any police officer who feels they need it by offering support from other dedicated officers within the police, as well as guidance on which steps to take to help combat the negative impact serving in the police may have on an officer’s wellbeing.

Another factor that can impact on wellbeing is the leadership structure within the police. According to studies, a supportive and empathetic leadership style can create an environment where officers feel valued and respected (Kock, 2019, p.217). This can help to increase motivation as well as job satisfaction, ultimately leading to higher levels of wellbeing and resilience. On the other hand, a leadership style that is based on command and control, with little regard for the wellbeing of officers, can have the opposite effect. It can create a culture of fear and mistrust, where officers feel compelled to prioritize the demands of their superiors over their own wellbeing. 

In conclusion, the organisational culture within the police has a significant impact on wellbeing and resilience of officers. A more modern initiative within the police, which supports and addresses the challenges and stresses of police work, provides access to mental health support services through a TRiM assessment, fosters a sense of camaraderie, and prioritizes the wellbeing of officers can contribute to higher levels of wellbeing and resilience. On the other hand, a toxic culture which has historically dismissed the impact of trauma and stress, promoted an us against them mentality, and lacked support for officers has a detrimental effect on their wellbeing. Leadership style, attitudes towards mental health, and training and development opportunities all play a role in shaping the culture within the police. It is crucial for police organisations to foster a culture that supports the wellbeing and resilience of officers, as this will not only benefit the officers themselves, but also contribute to better outcomes in terms of public safety and trust.  

(1373 words)
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Task 2

Relevant areas of the National Policing Curriculum: 
Decision-making and Discretion, Vulnerability and Risk, Public Protection.  
 
You must choose an incident, for example a domestic related incident, and reflect on how you made decisions in complex and unpredictable circumstances using dynamic risk assessment. 

	
Give a brief description of the problem including social and legislative contexts and any relevant cultural, ethnicity and language issues. 

Evaluate decisions made during the incident and your use (or otherwise) of the National Decision Model. Explain the rationale behind your decisions and your considerations when recording details of the incident. Consider your ethical approach to the decision. Outline the consequences of your decision making. 

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





ANSWER:


In this essay I am going to focus on a domestic incident in which I was in attendance. This essay will explore and evaluate the decisions which were made and the reasons why those decisions were made, utilizing the national decision model and evaluating all of the information that was available to me at any given moment (College of policing). It is going to explain in detail the rationale behind the decisions I made, as well as reflecting on the other options and if there is anything that would be done differently if presented with a similar situation in future. I will also list the respective consequences of each of the actions that I have taken.

A request was made for police to attend an ongoing incident whereby shouting had been heard from an address. As it was a third party report there was no further information other than that people had heard shouting and occasional banging coming from the address. I attended the incident as an emergency on blue lights and whilst on route towards the incident I used my radio to ask force control room to do any checks on the address, including who lived at the address as well as any previous history which could provide me with more information about the people who may be involved. The reason’s behind me asking for these checks was so that I could be better prepared with information to inform my decisions prior to arriving.

Whilst I was still on route to the incident I received information back that there had been previous calls of a similar nature to the same address. I was informed that on one of these occasions there had been a person involved who did not live at the address but had access to a firearm. A firearm was not present on that occasion however. Given this information and the fact that I was not carrying a taser, I informed force control room of this fact. I was using the national decision model in guiding my decision to give this information. Despite not having a taser with me, I made the decision to continue to head to the incident. My reasoning behind this was that I still did not know at this point who was actually involved, as well as the fact that despite a person with links to firearms having previously been involved in a past incident, the information suggested they did not live at the address and on that previous incident they were not actually in possession of a firearm. I did consider that an officer with a taser may have been in a better position to attend the incident, as well as potentially firearms officers, but given the still limited information I had made the decision to continue. I was informed by force control room to provide an early update on my arrival at the property as a result.

On arrival in the street outside the property I immediately updated force control room that I had arrived on scene. I attended at the front door of the property and could still hear shouting coming from within the address. I ascertained that I could hear one female voice shouting. I presumed that she must have been shouting at someone, so that there may be at least one other person inside the address. I have considered at this point whether it was safe for me to engage with the persons as despite there being another officer dispatched, I was on my own at this time. I quickly made the decision that despite being on my own, there was nothing to suggest at this point that there was an increased risk by me engaging with the persons inside. As a result I knocked on the front door of the property. 

I could hear the shouting of a female voice from within the property still, however no other voices. I have decided to knock the door of the property again but louder. The shouting still continued and it did not appear as though anyone was answering the door. At this point I have considered my powers and policies as a police officer. I knew that under section seventeen of the police and criminal evidence act 1984 (PACE) (Bryant, 2021). I had a power of entry to the property under preservation of life. I evaluated all of the information that was available to me and decided that given that the shouting was still happening inside the address and that it had been going on for at least ten minutes since the initial call to police came from a third party, it was relevant to apply section 17 PACE and enter the property. I also considered at this time that it may be necessary to get another officer who was trained in method of entry to gain access to the property.

I attempted the door handle of the door and the door was unlocked and opened. I quickly gave an update via my airwave radio that I was entering the property under section 17 PACE due to a disturbance being heard ongoing inside the property. I have entered the property and made the decision to shout “Police”. I came to this decision as I wanted to inform all persons inside as I did not want the situation to escalate whereby they thought an unauthorised intruder was entering their property. I did not get any response to my shouting, so have continued inside the property shouting “Police” and asking for any persons inside to make themselves known. 

At this point I have re-evaluated the situation. I assessed that I was in a property of which I did not know the layout, I was still unsure of how many people were inside this property and what was going on past there being some sort of altercation. Due to these factors and the previous knowledge of a potential person who had links to a firearm at the address as well as not getting a response, I have drawn my PAVA spray and held it in a concealed carry position which I have been trained to do from officer safety training.

I continued into the property and found a female in the kitchen to the rear of the property. I have once again shouted informing her that I was police. The female has acknowledged me at this point and I have seen at this point that she was holding a knife in her hand, whilst shouting. I did not see anyone else in the property at this point. As a result I knew that I needed to make a decision quickly and have decided to raise my PAVA spray and point it towards the female, asking her to put the knife down. At this time I have received a message on my radio from force control room asking for an update. I realised the necessity for me to provide an update but also knew that I was currently in a situation which could easily become volatile. As a result I have not taken my hands off the spray to use the radio and continued pointing it towards the female. The female has then placed the knife down on the counter.

As a result of my decision not to respond to the request from force control room, I heard that the other officer who was on route was providing updates for how far out they were. I realised that this may have had a dangerous effect on my colleague as they did not know what was happening after I had entered the address, so may have been a bit less cautious in their response to the incident. I have gone over the air and provided an update to ensure that everyone knew that I was ok. I have then spoken with the female with my PAVA spray still raised as I approached her to grab the knife which she had placed on the kitchen counter. 

As I have arrived and removed the knife I have asked the female who else was in the property, to which she stated there was nobody else. At this time my colleague has arrived and entered the property. I have asked the female if she could step into another room to speak as I was aware that there were a number of sharp and potentially dangerous implements within the kitchen. She has agreed and we have gone into the living room of the address whilst my colleague has checked the property for any other persons with a negative result. The female appeared much more calm after leaving to walk into the living room so I have placed my PAVA spray back into its holster as I no longer felt there was any immediate risk to myself. 

On speaking with the female it became apparent that she was struggling with her mental health and that nobody else had been present in the property. The female appeared to be speaking to herself. I asked force control room if there was an approved mental health professional (AMHP) working who could call my mobile, as I felt that they would be better equipped to assess the females mental health and advise on the next steps to take. 

In conclusion I feel that the decisions I made were mostly correct at the time using the national decision-making model. I was constantly gathering the information which I had available to me and assessing the threat and risks to develop a working strategy. I have then considered my powers and policies such as when I was considering section 17 PACE to enter the property. At all times I was identifying my options and the alternatives available, and after taking action I would review the situation to see if anything had changed. At each point as more information became available, I began the process of the national decision-making model again. Throughout all of my decision making I was always considering the police code of ethics and the impact my actions and decisions would have on them.

(1676 words)













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:


Team dynamics play a crucial role within the police force. Effective teamwork and collaboration are essential for achieving organizational goals, maintaining public safety, and upholding the principles of the code of ethics, policies, procedures, protocols and legislation which governs the profession. However, not all police departments function optimally, leading to a lack of team cohesion and the potential for failing to comply with professional standards requirements. This essay will evaluate theories of team dynamics within the police, examine reasons why some teams cannot function, explore theories and models relating to team dynamics, and propose ways to improve team cohesion and enhance individual and team performance.

There are several reasons why police teams may struggle to function effectively. One main reason is the presence of inter-personal conflicts within the workplace. Conflicts can arise due to differences in personality, work styles, values, and goals among team members (Calabrese, 2000, p.459). These conflicts can lead to a breakdown in communication and collaboration, resulting in decreased team performance and cohesion. Additionally, organizational factors within the police, such as a lack of clarity in the roles and responsibilities of individuals, inadequate resources, and poor leadership, can also contribute to dysfunctional team dynamics within the police force (Peterson, 2003, p.795).

To enhance an individual and teams performance, it is critical to address inter-personal conflicts which develop within police departments. One strategy that can be adopted is that of promoting open and transparent communication. This requires creating an environment where all members of the team feel safe expressing their concerns, as well as their ideas and suggestions without fear of retribution. Research shows that regular team meetings and debriefings can facilitate communication and provide a platform for discussing any conflicts or issues within a team (Behfar, 2008, p.170). Additionally it also shows that providing training in conflict resolution and interpersonal skills can equip team members with the tools that are required to effectively manage and resolve conflicts.

Various theories and models of team dynamics can help explain the factors that contribute to effective teamwork within the police force. One such theory is Tuckman’s model of group development, which proposes that teams go through several stages, including forming, storming, norming, and performing, before achieving optimum performance and cohesion (Tuckman, 1977, p.419). Understanding this model can help teams within the police to recognise the normal challenges and conflicts that arise during the storming stage and work towards resolving them to reach the performing stage. This can be achieved by training and educating officers in the way in which this model works so that the stages can be identified within their own teams.

Another model that can be applied to police team dynamics is Belbin’s team roles theory (Aritzeta, 2007, p.96). This theory suggests that each team member has a preferred role within a team, such as a leader, coordinator, or specialist. By identifying and utilizing the diverse strengths and skills of team members, which is especially true as people come from so many different backgrounds prior to joining the police, police teams can enhance collaboration, effectiveness, and overall performance (Fekhiar, 2016, p.497). Additionally, the social identity theory suggests that individuals derive their self-esteem and identify from their group memberships. Applying this theory within police teams can foster a sense of belonging and collective identity, leading to increased team cohesion and commitment.

To improve team cohesion within the police force, it is essential to create a supportive and inclusive organizational culture. Leadership plays a crucial role in the shaping of team dynamics, and sergeants or other senior officers should lead by example, demonstrating professionalism, integrity, and respect. Additionally, fostering a sense of shared purpose and working towards a common goal can create a common bond among team members. This can include regular team building activities outside of the workplace and training which can also help develop trust, improve communication, and increase collaboration within the police.

Studies suggest that if people get along well outside of a work environment, then they work better inside the work environment (Buller, 1986, p.305). This is particularly essential in the role of a police officer, as communication and a good team dynamic is critical to achieving the desired goals. Without a working team dynamic challenging situations which police regularly find themselves in as part of the role, can quickly become a much larger issue. Effective communication is crucial within the role of a police officer.

There are a number of reasons why inter-personal conflict can occur within a team. The most basic of reasons for this is a clash of personalities. Within the police, there is a vast range of persons who come from varying different backgrounds and experiences. As a result, there is a large amount of people who otherwise would not necessarily become involved in each others lives outside of a work environment. Socially people tend to be drawn to persons of a similar nature to themselves (Verbrugges, 1977, p.576). However in a work environment, and in particular one such as the police force, persons come from a range of varying backgrounds and with a vast range of different interests. This in itself can cause frictions and inter-personal conflicts as people do not necessarily agree. 

If a team dynamic fails as a result of inter-personal conflicts, it can have a detrimental effect on the ability to effectively police in the community. Within the police there is a need for a sense of unity as the situations which police officers face can be dynamic and potentially dangerous. If there is not a sense of unity within a police team, then situations can very quickly become out of control. This can be damaging of the publics perception of the police force as a whole, as police forces are generally expected to hold themselves in a higher regard within the communities they serve (Ricca, 2003).

In conclusion, effective team dynamics are essential for achieving team cohesion, enhancing individual and team performance, and ensuring compliance with professional standards requirements within the police force. Inter-personal conflicts, organizational factors, and a lack of effective communication can hinder team functionality. By understanding theories and models of team dynamics, adopting strategies to address inter-personal conflicts, and promoting a supportive organizational culture, police teams can improve collaboration, communication, and overall performance. Failure to comply with these basic requirements can result from dysfunctional team dynamics, emphasizing the importance of effective teamwork and cohesion within the police force.

(1575 words)












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:

Police officers and in particular roads policing officers play a crucial role in the disruption of prevalent criminal activities such as drug smuggling, human trafficking, child sexual exploitation, counterfeit goods, organised crime groups and county lines. To effectively combat these crimes, it is essential for officers to utilize the information and intelligence provided to them by members of the public and through police investigations. Additionally, automatic number plate recognition (ANPR) cameras can be utilized on the roads as an investigative resource to further disrupt criminal activities. This essay will outline how police and in particular roads policing officers can use information and intelligence to disrupt criminal activities, as well as highlight the critical role of ANPR cameras in achieving this goal. 

Information and intelligence provided to the police by members of the public can prove invaluable in disrupting criminal activities. By carefully analysing and acting upon this information, officers can target their resources effectively and improve their operational outcomes. For example, intelligence on drug smuggling routes can be used to conduct targeted stop checks and surveillance operations, intercepting illegal drugs whilst they are in transit before they reach their destination. Similarly, information on suspected organised crime gangs activities can enable officers to locate and apprehend the perpetrators.

Frontline police officers in particular deal with members of the public on a daily basis. The importance of having police officers as a visible presence within the community can not be understated. By having a visible presence in the communities which they police, officers can build a better rapport within the communities and this can lead to more trust by members of the public who are then in turn more likely to give any information and intelligence to police (Stein, 2017, p.139). 

Response officers do come across a lot of information and intelligence in relation to persons and events happening within their community, however neighbourhood policing teams and police community support officers are much better placed to gather this information. Whilst response officers tend to be more of a reactionary presence to incidents, neighbourhood and police community support officers are able to take on a more pro-active approach. As a result, these officers tend to build better relations with the community they police as they are engaging with the same people on a more regular basis. This means members of the public feel more able to provide information which can help police to develop a larger idea of what is going on within the community.

Police officers can then submit this information to be disseminated amongst the rest of the police force. Information could be as simple as a member of the public reporting that their neighbour regularly goes out at certain hours of the night without an explanation. By itself this information may not provide much in terms of a policing purpose, but if there is a vehicle linked to that person that other information and intelligence suggests is in a certain area where drug dealing is known to be prevalent, it becomes more relevant to the information and intelligence gathering by the police as a whole.

Using this information, the number plate of the offending vehicle can then be placed into the data base, and specialist equipment such as automatic number plate recognition (ANPR) cameras can be used in the detection of these offences. ANPR cameras can be fitted in fixed locations or to moving police vehicles. They are able to automatically identify a car registration and quickly detect if that registration is of interest to police for any reason. This information is provided live and can update police of a location of a vehicle of interest. 

Using this information roads policing officers in particular are able to dispatch vehicles to the location where the offending vehicle was sighted by the cameras immediately. If the vehicle is involved in offences such as drug smuggling, then police can target the vehicle for a stop and if necessary search the vehicle and the occupants for any drugs under section 23 of the misuse of drugs act.(Bryant, 2021).

Cooperation with the public and the communities in which police serve is vital to the continued development of information and intelligence submissions made to police. As suggested in the Peelian principles, “policing by consent is a fundamental principle that underpins modern democratic societies. It is a concept rooted in the belief that the authority of the police derives from the consent and cooperation of the public they serve, as opposed to the power of the state.” (Tankebe, 2013, p.103). These are the very foundations on which the police force of England and Wales was built by John Peel. Fundamentally, without the consent of the public the police can not do their job satisfactorily.

In addition, the police’s information and intelligence submissions can help officers identify and disrupt networks involved in child sexual exploitation. By sharing relevant information such as known addresses, vehicle registrations, and behavioural patterns with roads policing officers, they can be better equipped to identify and apprehend individuals involved in these particular crimes. This collaborative effort ensures that resources are allocated efficiently, ultimately resulting in the disruption of these criminal activities and the safeguarding of potential victims.

ANPR cameras play a crucial role in the investigation and disruption of criminal activities. Their ability to capture and process vehicle licence plate information in real time enables police forces to identify and track vehicles associated with criminal activities. By cross referencing ANPR data with other databases, including stolen vehicles, wanted persons, and known criminals, roads policing officers can quickly identify vehicles suspected of involvement in criminal activities.

ANPR cameras can be strategically placed at several key locations in order to achieve their goals, such as motorways, major road junctions, and ports, and are capable of capturing a large volume of vehicles passing through an area. This data can then be analysed to identify patterns and anomalies that may indicate criminal activities. For example, if a specific vehicle is repeatedly captured by multiple ANPR cameras travelling along known drug smuggling routes, it raises suspicions and warrants further investigation. In addition, ANPR data can be used to establish links between vehicles and individuals involved in criminal activities, aiding in the identification and apprehension of key players in organised crime gangs.

ANPR cameras also provide real time alerts when a vehicle of interest is detected. Vehicles of interest can include anything from a vehicle in which the MOT or tax has expired, to a vehicle which is believed to be involved in more serious offences or stolen. This allows roads policing officers to respond immediately, intercepting the vehicle and potentially preventing crimes from occurring. For instance, if a vehicle linked to a known drug smuggler is flagged by the ANPR system, officers can quickly respond, ensuring that the drugs may be seized and removed from circulation.

Additionally, ANPR cameras have the capability to track the movement of vehicles, providing valuable intelligence regarding the routes taken by criminals. This information can be used to identify hotspots for specific criminal activities, enabling targeted and intelligence led deployments. For example, if ANPR data indicates a concentration of vehicles associated with county lines drug operations in a particular area, roads policing officers can focus their resources on conducting stop checks and surveillance in that area, disrupting the county lines networks.

Furthermore, ANPR cameras can aid in the detection and prevention of driving offences, such as speeding, driving under the influence, and driving without a valid license. By capturing the license plate information of vehicles committing these offences, roads policing officers can take appropriate enforcement actions, ensuring road safety and deterring future violations.

In conclusion, roads policing officers play a crucial role in the disruption of prevalent criminal activities. By utilizing the information and intelligence provided to them, police officers can effectively target their resources, enhancing their operational outcomes. ANPR cameras also serve as an investigative resource, providing real time alerts, tracking vehicle movements, and detecting stolen vehicles. Through the proactive use of information and intelligence and the strategic deployment of ANPR cameras at key locations, police are able to effectively disrupt criminal activities, safeguard potential victims, and contribute to overall public safety. It is imperative that officers continue to collaborate and share information across agencies, utilizing technological advancements such as ANPR cameras, to stay one step ahead in the fight against criminal activities on UK roads. 












Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7

 
	High 
8-10 


A high level of knowledge is required in order to police effectively. 
	Low 
1-4 
	Med 
5-7


Whilst in certain areas I do feel I have the high level of knowledge required due to attending several incidents of the same type e.g. domestic, there is always room for development and future learning opportunities. There are certain types of incidents of which I have not been to very many at this time including calls which involve persons from minority groups within the community. As a result my knowledge within these situations is far more limited and will need to be improved.
	High 
8-10 
	 


Certain incidents such as domestics I have attended on numerous occasions, and although each incident is different there are similarities in which knowledge is transferrable. This means that I am able to apply the knowledge from previous domestics to a new dynamic incident with ease, allowing for a quicker resolution and de-escalation of a situation. However, in terms of attending incidents involving cultural, religious and ethnical minorities, these have so far been limited in the area that I operate. I am in no doubt that increasing my knowledge regarding other cultures and religious beliefs will lead to being able to do a better job when in attendance with certain incidents. Although there have not been many incidents in my area which have needed this knowledge, continued exposure to them will aid with my development. Furthermore, personal research by means of studying literature and other such academic articles into different religious and cultural backgrounds, will improve my ability to deal with incidents within these communities prior to attending them. There is a need identified to study different cultures and religions within my personal time to gauge a better understanding of them, resulting in better capabilities to police incidents in which persons of certain religions or cultures may be present.

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

There is a high expectation from skills which should have been developed through training courses and attendance at incidents by this point.
	Low 
1-4 
	Med 
5-7

Similarly to knowledge, whilst I feel that in certain areas I have the high level of skills required to do the job, there are other areas which I have either not had the training or not been to an incident which requires certain skills, meaning that I cannot place myself in the high skills section at this time. 
	High 
8-10 
	 


I feel that I have been given sufficient training in skills such as OST, blue light training, first aid and tactical communication to place me in a strong position whilst dealing with numerous incidents. There is however many other skills which can be developed such as MOE, taser, advanced public order training etc. which will aid my ability to police effectively moving forward. Due to there being such a high recruitment drive presently within the police force, there is a bottleneck which has been created in relation to acquiring training for some of these skills. I am confident in my abilities to use the skills in which I have already been trained, and have already put them to use regularly over several incidents which I have attended. Much like everything I feel that my skills are improving the more they are being used operationally, and this is something which I am certain will continue to happen as I acquire new skills in the future. 



	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

At this moment in time I do not feel that there is as great an expectation placed on experience as realistically I have only been deployed operationally for 1 year. In that time I have been expected to attend a vast number of incidents however as a response officer.
	High 
8-10 
	Low 
1-4 
	Med 
5-7 

I feel that I have had a vast amount of experience in a relatively short space of time on response policing. That said I am still only one year into being operational, and only 9 months into achieving independent patrol status. Although I have experienced a wealth of different situations in this short time, it is still a relatively short time so experience is still not at a high level.
	High 
8-10 
	 


In the short amount of time that I have been operational, I have been in a attendance at a vast amount of differing situations which have given me numerous different methods and tactics for dealing with incidents. I carry each of these experiences through to each incident I attend and as a result feel I am able to perform my duties better each time I attend at an incident. I have learned that there is no one approach which works best for any given situation and that each team member brings a different aspect to a situation based on past experiences. It is this variation of approaches to incidents which I feel places the police in a strong position to deal with whichever incident comes up, and I adapt my approach and policing style dependent on which officers I am with accordingly. This is something which I feel only improves with more experience.
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