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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:


Organisational culture is when a set of assumptions, shared perceptions of practices and a set of core values is formed within a workplace (Schein, 2016). Research is often taking place into the ever-changing and evolving organisational culture within policing. Understanding this culture can give insight into the impact it may have on the individuals, teams, and organisation as a whole.

Research on police culture suggests that the effects may cut two ways, in that officers can identify with, and gain confidence from it negatively, such as misplaced loyalty. There is also the potential for some to comply with instructions and rules without fail, even though they believe it to be wrong.

Johnson (2018) provides one such approach for looking at and changing an organisation’s culture. The six elements of the “cultural web” model include stories, rituals and routines, symbols, organisational structure, control systems, and power structures. Subculture develops whenever a group of people are put together for any length of time. As a result of this, police culture is not universal. Subcultures exist within different levels and departments within the police force, such as chief officers, middle management, and departmental staff. 

Research studies have shown that the concept of “police family” is a central part of police officers view of the organisational culture (Brough, Chataway and Biggs, 2016). I share this perception as my colleagues, and I share the same experiences and witness things that other professions may never come into contact with. Some of these experiences can be distressing or traumatic. Having the opportunity to de-brief with colleagues after such events creates a culture where we feel we can be understood and empathise with one another. Participants in this study described how integrating into the “police family” takes time. I had this same experience when I joined my team. I feel a lot more respected and trusted by my colleagues now that I am more established in my role and in my team. The trust I feel from my colleagues and superiors has given me a lot more confidence in my role. 

Evidence has shown that many officers feel an “us versus them” mentality which divides police officers from the general public (Brough, Chataway and Biggs, 2016). I have recently come to appreciate this and how the media contributes to this division. At times the media can portray the police in a negative light, and this fuels the public to have a negative perception of the police. This was demonstrated in recent events following an incident in Ely, Cardiff which led to riots against police. I found these events deeply distressing and it affected the way public would address my colleagues and I in our day-to-day jobs. I felt uneasy when attending calls, as the public were retaliating against the police, and we were being subject to a great deal of verbal abuse. I was able to overcome this by discussing these concerns I had with my colleagues who had also been subject to similar situations. This built up my resilience when being faced with these negative interactions.

There is a well-defined hierarchical culture within policing. I find that this is constructive and effective. I feel confident in my role knowing that I can call upon my superiors for help and advice. On occasion, my hard work has been recognised and acknowledged by my sergeants and inspector. This gives me motivation to continually strive to reach my full potential in the job role and stay resilient when facing new challenges in my role.

Masculinity is often mentioned in literature when discussing police culture (Jacques, 2022). Recent studies suggest that this is less evident in modern police culture, however it is still present to a significant degree. On average, female officers now represent approximately 30% of the police work force globally. Some studies discuss how dark humour is a masculine coping mechanism, and there is still discrimination when assigning certain duties to officers of female gender. I agree that there is still a “cult of masculinity” within the police force, however I have not felt it has impacted my wellbeing or mentality in the job role. The physical demands of the job could be deemed better suited to male officers, and I find I often feel more confident approaching dangerous situations when accompanied by a male colleague. However, a large part of how I maintain my wellbeing in the job role is by focusing on physical exercise outside of work. I acknowledged that I would feel more resilient if I felt more physically suited to handle certain situations which demanded restraint or defence to protect myself from physical assault.

Organisational culture is embedded within the police, and adopting this culture is unavoidable due to the nature of the job being so different to any other job. Charman (2017) describes the process of “becoming blue” as an identity formation. This describes new officers developing the following characteristics: cynicism, communication, comradeship, code of self-protection, categorisation, and compassion. Conforming to organisational culture has its boundaries. Loyalty to your colleagues is key to maintaining that solidarity amongst police personnel. This comes with practical value and a feeling of reassurance that you will back each other up in dangerous situations. However, this solidarity could allow for misconduct to go under the radar. The “blue wall of silence” is a phrase often used to describe this in literature reviewing police culture (Westmarland and Conway, 2020). This contradicts the policing principles and standards of professional behaviour outlined in the code of ethics. 

It is essential that the right culture is promoted by all individuals. As described by the College of Policing (2021), this should be done by treating people fairly and with dignity and respect, listening to people’s views and taking them into account, making impartial decisions and being open and honest.

Maintaining my wellbeing and resilience in the job role has not come without its challenges. Over the past year I have had to adapt to the different shift patterns, the physical demands of the job, and learning to manage my time and workload effectively. I have had to learn how to cope with physical and emotional exhaustion. I find mindfulness activities help me to decompress after a long and demanding shift and physical exercise on my days off maintains my mental wellbeing as well as my physical health. 

Some experiences in the job role can be traumatic and I find that debriefing with my colleagues helps me to cope with these scenarios. We are able to share how we feel and have an in-depth discussion about what we feel went well and how to improve if faced with similar situations in the future. Resilience in the job role is something that I am finding builds up naturally over time. The more experiences I encounter, the more I am exposed to situations that challenge me physically and emotionally. I find that the repetition builds my resilience which I would relate back to part of “becoming blue”. 
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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:

I attended an incident involving a male who presented with mental health concerns. The initial report expressed concerns that the male was threatening serious self-harm, following a verbal dispute with his mother who he resided with. 

My colleague found the male in question and stated over the air that he was running through traffic and in possession of a razor which he was threatening to harm himself with. Firearms units were unable to attend as they were with another call at the time. As I am taser trained, another colleague and I attended the scene. Upon arrival the male spotted our marked police van and shouted at us to “get back” whilst holding the razor blade to his left arm with demeanour suggestive of causing imminent harm to himself. I withdrew my taser, activated and use the red dot function. I kept the red dots facing the ground just in front of said male. I informed him that I am a taser trained officer and asked him to drop whatever he had in his hand. Despite this, the male continued to hold the razor blade to his arm. 

At this point, more officers arrived on scene at this point as this male was deemed to be high risk. I spoke at length with the male regarding why he felt in such a way that he wanted to harm himself. The male responded to this explaining that he was having problems with housing and that he had recently found guilty in relation to an incident involving the next-door neighbours. We have engaged with him by stating that we could assist with putting referrals for him to get his own residence. The male was calm, but still refused to move the razor blade away from his forearm. He stated that everyone would be better off without him, and he wished he had jumped off of a bridge. We asked for a negotiator, however FIM stated that a negotiator would not be deployed and taser units on scene were to continue to engage with him. We asked the male if there was anyone he would speak to, but he refused. We asked again if he would place the razor blade on the ground so that all parties could feel safe and speak to him about how we could help. The male then pressed the razor blade against his forearm and stated that he was going to harm himself and harm individuals who work for the council. 

On numerous occasions, we asked if there was anything we could do that would make him drop the razor blade to which he declined and told officers to “just shoot him”. We then asked for a final time if there was anything we could do to help him to which he replied no and pressed the razor blade into his forearm with more force. Due to fearing that he would harm himself I raised my taser and discharged it. It connected with him and caused neuromuscular incapacitation. The male dropped the razor blade and fell backwards, hitting his head on the ground. My colleagues then detained the male and cuffed his to the rear. I informed the male that I was placing him under section 136 Mental Health Act due to his threats of self-harm and stating he wanted to kill himself.

The male sustained a graze on the left side of his head from falling backwards. He was taken to the hospital to be checked over before being taken to the appropriate mental health department.

I implemented the national decision-making model (College of Policing, 2013) when making decisions in this case. I have considered the principles and standards of professional behaviour demonstrated in this situation in accordance with the code of ethics. I have evaluated the necessity for use of fore in this situation and believe that I acted with proportionate and justified use of force. The use of force was implemented in accordance with my roles and responsibilities as an officer and prevented the male from causing harm to himself. I gave clear and reasonable instruction to the male to drop the razor blade and acted with honesty and integrity throughout tactical communications with the subject. The male was given ample opportunity to drop the razor blade, but he would not engage with officers. 

I gathered all information and intelligence possible prior to attending this call. The male called the police directly himself threatening to kill himself by slitting his wrists. Officers attended his home address where they conversed with his mother who reinforced these concerns stating that he had left the house with the intention of causing self-harm. His mother gave a description of what the male was wearing which assisted my colleague in finding and identifying the male. Warning markers for this subject included previous use of weapons. He had previously threatened a neighbour with an imitation firearm and also had history of making threats with an axe. He had a previous suicide attempt where he threatened to slit his throat with a razor blade in police presence. He had also used a fork to harm himself whilst in police custody. My colleagues conducted an area search and when he saw officers, he showed the razor blade and made threats to commit self-harm with said item.

Based upon the intelligence I had gathered; I assessed the threat and risk of this situation and developed a working strategy. I believed that this male had a razor blade in his possession which he had intention of harming himself with and causing threat to his own life. I deemed this individual to be of an imminent risk of self-harm and suicide. He was also a high-risk threat to officers and members of the public as he was running through traffic. With all this considered, I withdrew my taser. At that time, my strategy was to activate my taser and make the male aware that we were concerned he would harm himself. As directed, we tried to engage and use tactical communications, however the subject did not drop the item.

There was concern for the male as he was making numerous and serious threats to harm himself and go on to harm others. Due to this, I have used my power under Common Law for Self Defence and for Saving Life. I had reason to believe that he would harm himself with the razor blade in his possession due to repeated and unwavering threats. I then implemented my power to place this male under Section 136 of The Mental Health Act 1983 given the intention to conduct self-harm.

I identified feasible options and assessed if these were appropriate to this situation. I considered the option of arcing my taser when trying to engage with the male. I decided this would not be the best option as it could cause the subject to make sudden movements whilst having the blade firmly compressed to his forearm. Therefore, my colleagues and I decided to use tactical communications to try and get him to drop the razor blade. We asked for a negotiator, however FIM stated that officers at scene were to continue with tactical communications. Despite continuing with this strategy for approximately an hour, the threat of self-harm the male posed to himself worsened. When the taser probes connected with the subject, he dropped the razor minimising the risk which allowed officers to detain him.

I have reviewed this incident and concluded that my actions were carefully considered, justified, and proportionate for the situation. My actions were necessary to negate the risk this male posed to himself. I acted in my legal actions under section Common Law and prevented this male from harming himself and making it possible to detain him for mental health assessment. I recorded my decisions and the rationale for why these decisions were made. I weighed the ethics of my actions and deemed that I acted in a way that was necessary to protect the male from harming himself.

Due to the unpredictable and serious nature of this incident, I made sure to implement a dynamic risk assessment throughout. At the forefront of my mind was the safety of the public as this male was in possession of a sharp object and his actions were unpredictable due to the nature of the call. He was running through traffic and therefore putting himself and the general public at risk. I had to balance my decision and make judgement based upon the options available to me. I weighed up the benefits and risks of taking certain actions as discussed previously. I acknowledged that harm could not totally be prevented in this case. The male sustained a graze to his head after falling, however he could have incurred more serious harm if I had not acted.
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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:
Like any organisation, policing relies heavily on efficacious team working. Team dynamics and their productivity have been analysed in many studies. Belbin’s team roles have been implemented and deemed successful by many organisations (Belbin, 2010). Belbin’s research showed that the most successful teams are made up of a diverse mix of behaviours. Following on from this, Belbin outlines nine team roles which an individual may identify with in a group dynamic. These roles include, resource investigator, team worker, co-ordinator, plant, monitor evaluator, specialist, shaper, implementor, and completer finisher. These roles are defined by their strengths and weakness within a team. Whilst it is important for members of a team to identify their own roles, strengths, and weaknesses; it is just as important to recognise the strengths and weaknesses of others. Generally speaking, individuals tend to be most proficient at either the social roles, thinking roles or action roles. 

Policing operates on a hierarchical organisational structure which abides by a chain-of-command. Therefore, leadership is demonstrated on many levels throughout the organisation. Team cohesion is directly correlated with the calibre of leadership and whether this style of leadership is best suited to the team. Styles of leadership include transformational, delegative, authoritative, participative, transactional, visionary, coaching, democratic, pacesetting, autocratic, and bureaucratic (Fischer and Sitkin, 2022). Leadership in policing needs to encompass several of these styles at different times. Therefore, a team’s cohesion and efficacy are reliant on the leader being adaptable in accordance with the timing and scenario. Transformational and transactional leadership have dominated the police’s approach to leadership over the years. Bass (1990) describes that transformational leadership “occurs when leaders broaden and elevate the interests of their employees, when they generate awareness and acceptance of the purposes and mission of the group, and when they stir their employees to look beyond their own self-interest for the good of the group”.

Policing Vision 2025 highlights the significant changes in culture and leadership within policing. The latest Policing Vision 2030 sets out five objectives targeted at developing and inspiring the workforce to evolve. These objectives include welcoming inclusion, active participation, effective leadership at all levels and a stronger focus on mental and physical wellbeing. The desired outcome is to have a “talented, representative and inclusive workforce that feels supported and has the capabilities to meet future policing challenges” (College of Policing, 2023). 

Rogers (2008) identified leadership to be key to good performance in the police service. Furthermore, research conducted with police officers showed that recognition of their efforts and regular feedback by leaders is an important feature in creating good team morale in the workplace. According to Adair’s 50:50 rule, 50% of the motivation in a team lies within the individuals, while the remaining 50% comes from the environment people work in, and particularly the quality of leadership they are working to (Adair, 2009). Motivation has a significant impact on the adherence of a team and their productivity. Maslow’s hierarchy of needs is organised into a pyramid structure of the five steps to reach self-actualisation (Maslow, 1943). The most fundamental need at the base of the pyramid is physiological needs, such as sleep and food. It is therefore important that officers are given sufficient time between shifts to rest, and time to eat when on shift. Higher up this pyramid is self-esteem. If officers feel they are respected, valued, and their hard work is recognised then they are more likely to feel motivated in their job. Herzberg’s two-factor motivation theory supports many of these same factors, but also places an emphasis on how work relationships affecting motivation (Herzberg et al., 1959). 

The action centred leadership model highlights the importance of leading a team by simultaneously conducting the following three functions: achieving tasks, building the team, and developing the individuals in the team. Alternatively, some leaders may find the four-layer leadership model is a better fit to their team. Northouse’s model (2006) focuses on monitoring the team, diagnosing team problems, taking appropriate action, and restoring the effectiveness of the team. This model describes a leader as taking a supervising approach, whereas the action centred leadership model puts the leader at the centre of the team. A good leader will trial different approaches to identify which approach optimises the effectiveness of their team.

It takes time for a team to work at their optimal productivity. Tuckman (1965) describes the stages of how a group of individuals progress to working as a team. This model is referred to as “forming, storming, norming, performing and adjourning”. These steps take time as the members of a team learn how to co-operate. In policing, this cycle can be seen to repeat frequently as changes to team dynamics are changed to meet workload and demand for numbers. In some cases, this cycle is often disrupted before the “performing” stages and so the full working potential within a particular team may not be seen. The “storming” stage is where conflict may arise between team members as they begin to encounter different characters, opinions, and ways of working that may differ from their own. 

In 2002, Lencioni published his theory which highlights the five dysfunctions of a team in a pyramid model (Lencioni, 2002). At the bottom of the pyramid is “absence of trust”. If this is not rectified, it states that fear of conflict, lack of commitment and avoidance of accountability will follow. This ultimately leads to inattention to results within an organisation. This is highly applicable to policing as trust, commitment, and accountability are essential components of the policing code of conduct.

The T7 model can be applied when understanding how a team fits into a bigger picture and contributed to meeting organisation goals. The five internal components of this model are task, teaming, talent, thrust and trust. These are encompassed by the external factors; team leader fit and support from the organisation. This is applicable to team dynamics in policing as there are large numbers of teams operating at any one team. Similarly, the Hackman (2002” model also describes a supportive organisational culture to be an overarching factor in the effectiveness of a team. In policing, there is an organisational model of the code of ethics. This model identifies the enablers to achieving continuous improvement and how this can be encouraged in practice. 

Within a team, it is inevitable that there will be a combination of different personalities, characters, and opinions. In some situations, this can lead to conflict between individuals, causing friction within a team and affecting the team dynamics. CUDSA is a conflict management tool which can be applied to these scenarios if and when they occur. CUDSA suggests that conflict resolution should be achieved by confronting the situation, understanding each other’s position, defining the problem, searching for a solution, and agreeing upon the best solution. A similar model of conflict resolution is the interest-based relational (IBR) approach (Fisher and Ury, 1991). This model suggests that you should resolve conflict by separating people and their emotions from the problem. Both of these models are most effective when all individuals involved actively listen, display positive body language, and have a degree of emotional intelligence. Research links emotional intelligence directly to positive teamwork outcomes, including better performance and reduced levels of stress. According to Goleman (1995), emotional intelligence is a combination of skills including, self-awareness, adaptability, conflict management, empathy, and teamwork. 

Conflict management is an essential skill to have as a police officer when attending calls in the community. These communication skills are also transferable to inter-personal relationships within teams in the police force. If team dynamics are compromised in the police, it could affect compliance with the professional standard requirements. The code of ethics outlines how officers should conduct themselves when on and off duty. If it is clear to the public that two officers are in dispute or disagreement, then it could affect public confidence and trust in the police. Furthermore, it is an officer’s duty and responsibility to support their colleagues to the best of their ability. This could be affected if conflict is left unresolved by individuals within a team, leading to a breach in maintaining the code of ethics. It is also possible that officers may not follow orders and instructions if they feel dissatisfied with the leadership in their team. This could have negative repercussions on public safety and police integrity. This extends to another key principle in the code of ethics: authority, respect, and courtesy. Officers are expected to “act with self-control and tolerance, treating members of the pubic and colleagues with respect and courtesy”. This includes ensuring that language and behaviour of officers could not be perceived as abusive, oppressive, harassing, bullying, victimising or offensive by the public or policing colleagues. This demonstrates the importance of resolving any conflict within a team in a timely, professional, and appropriate manner. 
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

	
Explain how information and intelligence can be used in the disruption of the more prevalent criminal activity (e.g. drug smuggling, human trafficking, child sexual exploitation, counterfeit goods, organised crime groups and ‘county lines’) by effective policing of the roads. 

Outline how ANPR can be used as investigative resource when disrupting criminal activity. 

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




ANSWER:

Information that is used in police investigations is referred to as intelligence. Intelligence can come from many different sources and is used to build a picture of the criminal activity in question. This information may come from victims, suspects, witnesses, or the general public. Intelligence can also be gained through digital sources, such as CCTV footage, phone records, and automatic number plate recognition (ANPR) technology (College of Policing, 2023). Intelligence must be meticulously collected, developed, and disseminated in accordance with strict protocols. This requires thorough and accurate documentation throughout. Police will collect intelligence if and where there is legal basis to do so. This could be to protect life and/or property, bring offenders to justice, or prevent the commission of offences. An example of prevention of commission of offences can be seen in the policing of roads. 

The National Police Chiefs’ Council released a National Roads Policing Strategy for 2022-2025 titled “Policing our Roads Together”. This strategy is built around four pillars: preventing harm and saving lives, tackling crime, driving technology and innovation, and changing minds (College of Policing, 2022). Effective policing of roads has proven to be effective in the disruption of more prevalent criminal activity, such as, drug smuggling, human trafficking, and organised crime groups. 

In 2018, the Government launched a new strategy to tackle serious and organised crime (Home Office, 2018). This coincided with the launch of the National Crime Agency (NCA). The NCA is the national law enforcement agency which is designed to target serious and organised criminal activities. This strategy outlined the framework that has been developed for national counterterrorist work and is constructed around the following four principles: pursue, prevent, protect, and prepare. This approach relies heavily on the assumption that individuals involved in serious and organised crime can be identified, pursued, and prevented from carrying out criminal activity. For this to be successful in practice, effective partnerships between different agencies are needed to gather and share intelligence on organised crime groups. This could be in relation to those operating in the local area or across borders. The evolving technology which enhances our efficiency of roads policing makes such disruption of crime possible. Serious and organised crime such as human or drug trafficking and transportation of counterfeit goods involve the use of vehicles. It is a legal requirement for all vehicles on the roads to have vehicle registration marks (VRMs). These VRMs act as a unique fingerprint for these vehicles and make it possible for police to find and follow these vehicles. 

Identifying and tackling criminality on the roads is made possible by technology. Technology available to police forces include, ANPR, CCTV, vehicle tracking devices, roadside fingerprinting, SmartWater, facial recognition, average speed safety cameras, and facial images national database (FIND) project (College of Policing, 2022). Vehicle tracking devices can be fitted to vehicles and some models of these devices allow vehicles to be immobilised from remote locations. SmartWater can be used to mark vehicles as it is only visible under ultraviolet light. It contains a code which is unique and can be tracked at a later date.

The use of ANPR systems in law enforcement seems to have become more frequent, however it has been used by law enforcement in the UK since 1990 (Parsons et al., 2012). It has always been used to gather intelligence with the aim of preventing serious and organised crime. The rationale for its introduction surrounds the assumption that a large number of serious and organised crime rely on vehicles to perpetrate criminal activities. ANPR systems are now considered to be an integral part of the disruption of criminal activity.

ANPR technology works by reading vehicle registration marks, allowing these details to potentially be identified in database records of vehicles of interest. This could provide a tactical option to disrupt, detect, and prevent criminal activity. ANPR systems are linked to a reading device, known as an NRD. These NRDs collect data which is then stored on the National ANPR Service (NAS) database (College of Policing, 2013). NRDs can be static, moveable, multi-lane, CCTV-integrated, mobile, or covert. A vehicle may come to the attention of a response patrol as a result of a Police National Computer (PNC) check. In these circumstances, it should be dealt with according to information provided in an action (ACT) report. An ACT report will outline what actions, if any, police officers are to take. This could be stopping the vehicle.  A reaction (REACT) report may be used to cancel an ACT report after required tasks have been completed.

The National ANPR Standards for Policing and Law Enforcement (NASPLE) allow police and other law enforcement agencies (LEAs) to access the National ANPR Capability (NAC) providing certain requirements are met. ANPR should always be considered as an investigative tool where it is believed that a vehicle may be involved in and incident or ongoing criminal activity. The data from ANPR can be used to locate lost or stolen vehicles, track the movements of vehicles involved in criminal activity, follow the movements of a victim’s vehicle, support or contradict alibis, or identify potential witnesses of particular incidents ((Lubna et al., 2021).

ANPR cameras nationally submit approximately 60 million “read” records to ANPR systems on a daily basis. This means that if a vehicle of interest is on the roads, then it is likely to be picked up and flagged up. This can drastically speed up police investigations and help build evidence. 


Policing roads is made possible by the mass input from a number of partner agencies. Amongst these partner agencies are the driver and vehicle Licencing Agency (DVLA) and Driver and Vehicle Standards Agency (DVSA). The DVLA holds data on drivers and their vehicles in the UK. The majority of this data is accessible via the Police National Computer (PNC) which enables officers to gain information and intelligence regarding drivers and/ or vehicles that they deem to be suspicious of involvement in criminal activity. The DVLA has a police liaison and support group (PLSG). In each force, there will be designated DVLA liaison officers who are specialised in gathering this intelligence and disseminating it appropriately. The PLSG can also grant police with access to services such as International Criminal Police Organization (INTERPOL) stolen vehicle database, examination of suspected forged driver or vehicle documents, and sharing of intelligence through a dedicated intelligence unit (College of Policing, 2023).

The police have a number of powers on the roads which enable them to stop, search, and seize vehicles when justified and necessary to do so. Prior to stopping any vehicle, police officers must conduct a dynamic risk assessment. This dynamic risk assessment must take into consideration whether the vehicle could be involved in more prevalent criminal activity such as terrorism, or is believed to be carrying firearms, drugs, or vulnerable people. If drugs are suspected, the National Crime Agency (NCA) diamond database can provide information on the movements, transportation methods, routes used, packaging, markings, and concealment methods (National Crime Agency, 2019). By conducting stops and searches of vehicles of interest, criminal activity may be disrupted. This could be part of a pre-planned operation, whereby ANPR is relied upon to give an alert and allow for an immediate response and pursuit. Once stopped, contents of the vehicle and the vehicle itself may be seized and used in evidence which can be passed on to the Crown Prosecution Service. Minor crimes may be prevented in this way, but also organised and serious crime. 

In some cases, it may be necessary for police to be in pursuit of a vehicle. In these circumstances the police must strongly believe that driver of the subject vehicle is aware of the need to stop and is refusing/ has no intention to do so. Police pursuit can pose a great risk to the public and other drivers on the road, especially when the pursuit is “spontaneous”. Therefore, the national decision-making model should always be used when considering the need to initiate a police pursuit. Pursuits must be authorised, managed, and coordinated by officers who are specially trained. This includes control room personnel, pursuit tactical advisors, FIMs and air support staff. Officers driving vehicles involved in the pursuit must be qualified within the training standards outlined by the National Police Chiefs’ Council (NPCC).

Word count:	1374




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

	KNOWLEDGE 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 I have been a serving officer within South Wales Police for approximately a year and a half. During this time, I have recognised how vast and complex powers and policy procedures can be. Whilst in training school, I was taught how to recite and relay legislation however I entered into my probation ignorant of the policies put in place. I now know that in order to gain further knowledge I must take note and retain information regarding South Wales Police policies. One way of gaining insight into policies is by researching via our specific police homepage known as BOB. BOB contains vital information such as the complaints policy and policy regarding property. A personal example of this is that I did not know the policy in regard to releasing property following a sudden death, however I found this information within our police homepage and due to this I was able to educate myself and members of the public. I recognise that when joining a new sector and specific patch, you are limited on your information and intelligence surrounding frequent offenders. In order to improve this, I intend to select a day of each working set to research updated intelligence surrounding offenders and victims who reside on my patch. 

I have set goals within my working environment, one being that I advance within my career and lead my own team. I recognise that in order to fulfil this successfully, I will need to complete leadership programmes so that I am well informed on how to manage a team. In order to achieve this goal, I plan to undertake leadership courses. 


	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 Within the next 6 months I have multiple courses where I will be able to gain new skills, which I will use on a regular basis with my role as a response officer. An example of this is that I will attend my blue light response course, which means that I will be able to attend grade 1 response calls. I will also be attending my kiosk course, which means that I will be able to download and analyse mobile devices. In order to continuously develop my skillset, I will sign up for and attend courses when I am able.


	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 I work in an area with a high amount of crime and diversity which means that I am developing continuously by attending a multitude of emergency calls where I am pushed to reflect and apply what I have learnt from previous situations. I plan to continue improving my response to emergency calls by pushing myself to attend calls despite my anxiety in feeling as though I may not be able to anticipate what I will be responding too.

One example of this is that I am a SOFR trained officer, which means I have been trained to deal with situations involving sexual assault. We do not deal with this type of offence as often as other locations and in order to improve my initial response to this, I plan to attend sexual assault emergency calls outside of my patch or sector. 

Another example of how I plan to increase my experience is by undertaking attachments with other departments. Within the next few months, I will be attending the Hub and CID where I will spend a considerable amount of time where I will be able to develop my skillset. By doing these attachments, I will be able to return to response policing with a higher level of understanding in regards to investigations and building casefiles in preparation for CPS review.
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