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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

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

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


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



ANSWER:

In this essay I will be discussing the impact of organisation culture within policing on my wellbeing and resilience after achieving my independent patrol status. I will be considering the risks of conforming to organisational culture and also highlighting the strategies I have used for maintaining my wellbeing and resilience while being an independent police constable. 

Initially after I achieved independent patrol status I found it really difficult, this is due to having so much too learn in a short time frame. I felt quite anxious being able to do things alone and stressed at the thought. According to a survey conducted in 2020 37% of respondents from South Wales Police said that they viewed their job as very or extremely stressful (Wellington, N. 2021). In addition to this statistic, 55% of respondents told us that their workload is currently too high/ much too high and 83% of respondents disagreed or that they generally have enough officers to manage all the demands being made on them as a team/unit. After looking at these statistics, I feel quite lucky as my current shift has enough resources to fill constable positions. This reduces my stress levels slightly, as I am not overworked and the workload can be evenly distributed between the resources to ensure I am not being overworked. Also by having a full team on shift, I am able to gain knowledge and experience from a variety of officers with different working styles. This has reduced my stress levels massively as I feel supported in my role.

Although, we have plenty of resources I still found that I was stressed in my role as a constable. A study conducted by a mental heath charity MIND (2015) shows that out of 1,194 responses from police officers 91% of them have experienced mental heath issues or health problems within their role as a  police officer. Although I have experienced stress in my role as a constable, due to building strong relationships and team bonds I have always been able to express the way I feel and talk about any worries I have with my team and my Sargent. After 12 weeks of initial tutorship, my bond with my tutor became strong  almost as a friendship. This allowed me to express any concerns I had within my role and reduce the build up of stress making me feel supported and valued.  According to the Home Office new recruits survey 68% of new officers feel valued as constables with 10% disagreeing and 21% neither disagree or agree (Police and Fire Analysis Unit, Home Office Analysis & Insight 2022). This is overall a positive result showing that in recent years new officers are feeling welcomed and respected into the force. This is great for officer wellbeing and maintaining positivity within the job.  In addition a study conducted by the American Psychological Association (2012)  finds that 93% of employees who stated they feel valued, feel a lot more motivated to complete work at their best standard. This shows that due to feeling valued in my team I am more likely to perform. 

Within my role as a constable it is vital that I follow the organisational culture expected. Wong, (2020) describes organizational culture as “the collection of values, expectations, and practices that guide and inform the actions of all team members. Think of it as the collection of traits that make your company what it is.” Within my role as a constable, I closely follow the code of ethics which sets out exemplary standards of behaviour police officers should follow. The code of ethics ensures that decision making in officers everyday role is consistent throughout and reinforces the values and standards that should be followed while remaining positive and supportive. The intention of the code is to enhance professional judgement and enable constables to ensure that the right decision is made (College of Policing, 2014). Honesty and integrity, equality and diversity, confidentiality and fitness for work are all standards of professional behaviour listed in the code of ethics (College of Policing, 2014a). I believe that prior to becoming a constable my personal values already aligned with the organisational values and code of ethics that constables follow therefore I was able to retain my values during organisational change and I did not have to adapt that much to meet the standards of a constable. 

Another pressure I have felt since becoming a constable is the negativity and scrutiny that police officers are under within the news, press and social platforms. The public often see articles and reports in the news about the police service and a lot of the time this is negative coverage. Being a constable I feel that this can lead to officers feeling down as if they have been treated unfairly as it is not often that officers get praised on the media for the hard work they do. According to Gramlich, J. and Parker, K. (2017 a study by the national police research platform, 65% of police  officers who agree that the media treat them unfairly often say that their work makes them feel angry or frustrated compared to only 31% of officers who say work makes them angry who do not feel strongly about the media treating them unfairly. Police officers feeling angry or frustrated is a lot less common among those who don’t have strong opinions of media coverage of the police. This suggests that the majority of officers disagree with the media coverage relating to being a police officer and the coverage can lead to officers having negative feelings towards the job which could potentially lead to poor wellbeing and resilience. Personally, I find it difficult when seeing negative coverage of the police service in the media. I often get frustrated as the media often highlight the negatives rather than the positives. Some of the strategies I use to combat this is by engaging with members of the public whilst out on patrol. This is important as engagement increases the confidence and trust between the public and the community perceptions of the police. It also improves the job satisfaction and police officers’ attitudes towards their job.

Some of the main strategies I have found beneficial to maintain my wellbeing and resilience after having achieved independent patrol status is continuing my hobbies outside of work. The main one being exercise and sport. I find that because training is something I have always enjoyed I look forward to part taking in it after a stressful day at work. It allows my mind to focus on something else for a short period of time which helps relieve stress. From my research I have discovered that as your exercise levels increase so does your resilience (Lancaster and Callaghan, 2022), this shows that sticking to my exercise routine has helped me maintain reliance as an independent officer. 
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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 will describe briefly a domestic related that I have attended during my role as a constable, and I will include any social and legislative context along with any other relevant ethnicity, language and cultural issues faced. I will evaluate my decision making during the incident and highlight the use of the national decision-making model explaining the rationale behind the decisions I have made along with the considerations when recording details of the incident I have attended, and reflect on any consequences that arise from this decision.

In my role as I constable I attended a domestic related incident following a report of ongoing domestic damage taking place at the home address of a young couple and that damage had been caused inside the address. In the initial report the female states that her partner had damaged her property by headbutting the door causing damage to a wall in the living room area. 

Upon arrival, I could hear shouting  and banging coming from the inside of the address. I then knocked on the front door of the property and was met by a very irate and intoxicated male at the front window of the property and he was refusing to open the door to officers. His eyes were glassy and he was slurring his words. Research highlights the link between domestic violence and alcohol and the percentage of people who abuse partners or ex partners who also misuse substances is considerably high. The American Society of Addiction Medicine or also known as ASAM, different studies has found that the misuse of substances such as alcohol is involved in between 40 to 60% of reported incidents of domestic violence (Alcohol.org, n.d.).


The male refused to open the front door of the property and to let officers in, he was not listening to officers requests and continued to get more irate as I attempted to calm him down using tactical communications. His mood was up and down  due to him being intoxicated with unknow substances and due to the police being present. This made him very unpredictable. I could see through the window at the front of the property that there were two young females inside along with the male, both females were visibly upset by the males behaviour and actions and hiding in the kitchen of the property.  Due to this I had to use the national decision making model to decide how I was going to ensure everyone was safe including myself and colleagues . The national decision making model, also known as the NDM is suited to all decision making scenarios and is to be used by everyone within policing. The model can be applied to both planned operations or spontaneous incidents, by a team or by an individual or in both non operational or operational situations. The model is six key elements which are, the code of ethics, gathering information and intelligence, assessing threat and risk, powers and polices, options and contingencies and taking actions and reviewing (College of Policing, 2013). The code of ethics is located at the centre of the national decision making model  ensures that all decisions made are in like with the professional standards and the nine Peelian Principles to ensure that decisions made by officers are ethical, lawful and justified  (College of Policing, 2014).

The male continuously refused to allow officers into the property and I could see that the females inside were getting more and more upset. Due to the nature of the initial call I was unaware if anyone inside was injured,  therefore it was important to quickly assess the situation and decide what actions to take. Initially, I  used the NDM to gather information on the male as this is the first step of the model. I did this by conducting a person check on him via the airways and the police national database whilst on route to the call. The check provided me with information and intelligence on the male and it was apparent that he has history of violence. Due the these results, throughout this incident I was dynamically risk assessing the situation as the males mood was constantly changing as he was clearly intoxicated with an unknown substance. Cornelius, M. (2022) defines a dynamic risk assessment as a ‘continuous safety practice that allows workers to quickly identify and analyse risks and hazards ‘on the spot’, remove them, and proceed with work safely. These assessments are performed by regularly observing and analysing high-risk or changing work environments and making quick, yet considered decisions’ this was important during this incident to ensure safety of all involved. 

The second stage of the national decision making model is outlined by the college of policing (2014) is “Assess threat and risk and develop a working strategy. Due to not knowing how the male would react to officers forcing entry to the property we had to make a quick decision on how we get into the address efficiently and fast in order to safeguard the females who were also present in the property. Due to not knowing if the females had any physical injuries I made the decision that I would need to get into the property as soon as possible. Although this was a risk as the male had warning signals for violence, I was in possession of personal protective equipment (PPE) so assessing the risk involved it was safer for me to go in rather that the females attempt to leave as I could still see the male being irate and shouting in the living room of the property and we were equipped with full PPE and a taser. This is extremely important when assessing risk as according to  the Home Office (2021) in the year ending March 2021 there were nearly 37000 assaults on police constables in the UK of which 11,235 were with injury, with access to a taser I was confident that it was safe to take action as the relevant safety equipment was available. 

Considering my “Powers and policies” under Section 17 of the Police and Criminal Evidence Act PACE Section 17 of the Police and Criminal Evidence Act 1984 (PACE) and Section 24 which states “A constable may arrest without a warrant—
(a)anyone who is about to commit an offence;
(b)anyone who is in the act of committing an offence;
(c)anyone whom he has reasonable grounds for suspecting to be about to commit an offence;
(d)anyone whom he has reasonable grounds for suspecting to be committing an offence.
(2)If a constable has reasonable grounds for suspecting that an offence has been committed, he may arrest without a warrant anyone whom he has reasonable grounds to suspect of being guilty of it.” (legislation.gov.uk, 2022) I knew I had power of entry to the address as the reporting female disclosed domestic damage during her original report. 

The next stage of the decision making model is to “Identify options and contingencies”. The options we had to again entry to the address were to locate a method of entry trained officer or to go through an open window at the front of the address as every other door was locked. At this point we were still unaware if there were any injuries so our only option in this instance was to get inside the address and establish this with the aggrieved.  I then made the decision to go through the front window as it was open enough for myself and my colleague who was in possession of a taser to go through. If we had tried to enter through  front door I feel that this would have given the male time to react. The final stage of the national decision making model then followed which is to ‘’take action and review what happened’’. I followed this step by entering the property and making myself known to the occupants. The male continued to be hostile against officers and after attempting the 5 step approach to calm the male down he immediately reacted by punching the wall. As a result myself and my colleague used force to restrain the male and handcuff him for our safety. I then arrested the male for domestic criminal damage. 

When recording details of the incident I ensured recorded details of my decision making process and highlighted my reasons for my actions at the call I explained why the use of force was necessary and justified my actions for this. After the male was secure in the police marked vehicle, I was able to speak to the victim who disclosed that her partner had damaged her home however she did not want him to be arrested. As a result of me arresting the male the female was visibly upset however, I explained to her that we have a duty to safeguard victims and due to the demeanour of the male and his violent actions he would not be coming back for the night. Although initially the female didn’t agree she understood the reasons behind it. As a result of police attendance, the male would now go through criminal justice system and potentially be issued with bail conditions which would further safeguard the victim. Throughout the incident, I ensured that my police issue body worn camera was activated in line with force policy. I am really happy with my decision making during this incident and I believe that I followed each stage of the NDM accurately when dealing with this offender. 
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Task 3

Relevant areas of the National Policing Curriculum: 
Maintaining Professional Standards, Leadership and Team-working

	
Evaluate theories of team dynamics as a means of developing team cohesion (reasons why some teams cannot function, theories and models relating to team dynamics, ways to improve team cohesion).

Consider why inter-personal conflict can occur within a team and outline what strategies can be adopted to enhance individual and team performance. 

Consider how team dynamics within the police service can result in failing to comply with professional standards requirements (Code of Ethics, policies, procedures, protocols or legislation).


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




ANSWER:

In this essay I will be evaluating different theories and models of team dynamics as means of developing team cohesion. I will look into why inter-personal conflict can occur within teams and strategies that can be used in order to enhance both individual as well as team performance. Finally, I will be considering how team dynamics within the service may result in a failure to comply with professional standards required such as legislation, policies and procedures and the code of ethics.

Firstly, I will be evaluating a team development model called The Tuckman Team model. The model was created in 1965 by Dr Bruce Tuckman  which initially included four elements which newly developing teams go through. The four initial elements being  Forming, norming, storming and performing. Ten years after the model was created Dr Bruce Tuckman added a fifth element which was called adjourning. This model highlights different phases which teams experience whilst working in cohesion and highlights areas why some teams cannot function successfully (Wilson,2020). According to Louise (2022) the forming stage is the beginning stage and where the team first come together as one and is where the team get to know each other. During this stage the team will tend to look at the team leader for some form of direction. During this stage people avoid conflict as they want go fit in to the team. The storming stage is where the boundaries begin to be tested and pushed an conflict tends to begin as different personalities and working styles become more apparent. The team must work together in this stage to overcome these differences and  challenges in order to move on to the next stage of the task. The next stage of the Tuckman’s team developing model is the norming stage and usually where a plan withing the team will start to come together. This is where a plan is agreed and where roles to tackle a task are allocated based on the skills and strengths of the individual members. This is where team cohesion is vital, as each member has their own task to complete in order to reach the full teams end goal. During this stage it is still possible for storming such as conflict between the team to occur. This may happen due to stress or team members not fully understanding what their role in the team is. After this stage, the team reaches the performing stage. During this stage the team is stable and working towards goals clearly and different opinions are seen as ways on improvements rather than causing conflict and the leader of the team is encouraging adopting different ideas from team members. Finally, then comes the adjourning stage which was later added to the theory after Tuckman teamed up in 1977 with Mary Ann Jensen. During this stage the tasks ends and the team part ways after the end goals have been reached.

Miller (2009) recognised the model stating that it was “widely recognised” and “predominantly referred to” my research finds that not everyone agrees with this view. During a Agile India conference in 2019, Doc Norton shared why Tuckmans model is not accurate and reasons as to why the model doesn’t work. He stated that teams wont always make it out of certain stages of the model such as the storming stage and that the stages are not liner (ConfEngine,2019). This highlights that due to different opinions and conflicts within teams they may never hit peak performance and it is common for them to get stuck in the storming stage therefore Tuckmans theory is not always accurate for every team. A study by Monterey Naval Postgraduate School conducted in the year 20071 show that only 2 percent of teams surveyed got through all of Tuckmans stages in a liner progression (Alvares, 2019).

Another theory that outlines team roles and team development is Belbins team roles which was developed by Meredith Belbin in the year 1981. Meredith Belbin states "The types of behaviour in which people engage are infinite. But the range of useful behaviours, which make an effective contribution to team performance, is finite. These behaviours are grouped into a set number of related clusters, to which the term 'Team Role' is applied." Her research highlights that teams that are the most successful are aften made up of members with a variety of behaviours in order for the teams to be high performing, all nine of Belbins behaviour attributes need to be effective for the team to be successful and progress (Belbin, 2023). The nine roles that Belbin has identified nine roles needed with in a successful team which fall into three different categories “action orientated roles, people orientated roles and cerebral roles”.  Each role in the retrospective category has its own strengths and allowable weaknesses. Moultrie (2016) outlines the categories and roles with the first category being  ”action orientated roles” and this contains three roles which are the shaper who is very motivated and driven to overcome any obstacles in their way. The implementer who is very reliable and efficient and turn their ideas into physical actions. Then there Is the completer finisher who follow through with the ideas and always delivers on time. 

The next category is the “people orientated roles” and the three roles within this category are the coordinator, the team worker and the resource investigator. The coordinator tends to be mature and confident. They like to clarify and promotes decision making and delegates the team well. Next is the team worker who is very cooperative within the team and supportive of the other members. The final role within the “people orientated category” is the resource investigator. These team members are very enthusiastic and communicative. They are the ones who explore opportunities for the team and develop contracts. 

Finally, comes the “cerebral roles” category. The first role within this category is the plant who are defined as creative and imaginative and solve difficult problems within the team. The next role is the monitor evaluator who oversees all options and accurately judges them. Finally, comes the specialist role who are members who have specialist skills and knowledge and provide this to the team. 

Interpersonal conflict occurs when there is a disagreement or clash between two or more persons which arises from them having different values, beliefs, opinions or behaviours. Interpersonal conflict can occur in many different situations such a personal relationships or relationships in the workplace (Risser, 2022). When these differences are not addressed teams can breakdown and begin to mistrust each other causing a decreased performance. A survey conducted by CIPD (2020) shows that 35% of employees have experienced some form of interpersonal conflict over the past year. 

To enhance team cohesion and performance an to prevent and manage any interpersonal conflict within the team there are a variety of strategies that can be adopted. Firstly, by setting clear expectations and goals within a team will give the team a clear understanding of what is expected of them including members own role. This will help with any confusion regarding their workload and hold them accountable for individual tasks. Secondly, by addressing any conflicts within the team promptly before it escalates members can work together to find a solution rather than resenting each other and breaking down the team bond (Team 6Q, 2022).

In addition to this, encouraging open communication within a team can also promote team cohesion, prevent misunderstandings and enhance a more effective problem-solving approach. Key findings by a survey conducted by CIPD (2020) show that 77% of employers agree that employees would feel confident in raising issues regarding conflict within their organisation and 60% of employees agree with this. However, 46 % which is less than half of employees within this survey agree that their organisation have an effective policy and procedure for resolving personal conflict within their organisation. 

Lastly, will be looking into why team dynamics within the police service can result in failing to comply with professional standards requirements. Having strong team dynamics is extremely important within the police force and there are many reasons as to why a negative dynamic may result in failure to comply including lack of accountability, loyalty and groupthink. Groupthink is described by Kenton (2020) as ‘a phenomenon that occurs when a group of individuals reaches a consensus without critical reasoning or evaluation of the consequences or alternatives. Groupthink is based on a common desire not to upset the balance of a group of people’. Within the police force this can lead to officers failing to speak up about misconduct or failing to comply with professional standards due to not wanting to upset team members the get on with or respect (Police1, n.d.). 

In addition to this, when working as a team lack of individual accountability can be detrimental. Within the code of ethics are the nine Peelian Principles created by Sir Robert Peel in 1982 to define an ethic police force (University of Washington, 2022). The college of policing (2014) set out the nine principles with one of the main ones being accountability. Without holding themselves accountable, officers may think that they can act without consequences potentially leading to non compliance with professional standards. 

To conclude, there are a variety of different theories as to why team dynamics can effect team cohesion. Studies show that almost all teams have experienced conflict within their teams at work however by adopting strategies such as goal setting and encouraging open communications and discussions this can enhance a more effective problem solving approach rather than holding grudges and having a lack of trust within a team. 
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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:

The following essay I will look at how information and intelligence can be used in to disrupt prevalent criminal activities and more organised crimes such as drug smuggling, county lines and human trafficking etc. through effective policing of the roads. I will be looking into what information and intelligence is and how the police use it in their everyday roles. I will also be looking into what roads policing involves and how the use of automatic number plate recognition (ANPR) is used as an investigative and proactive was of disrupting organised criminal activity. 

What is information and intelligence and what separates the two?

Palmieri (2005) defines information as ‘ raw data; it could be an item obtained from a newspaper report, a statement made by a confidential informant, or simply an observation made by an astute police officer during a traffic stop. In and of itself, it is rare that action can or should be taken on raw, unevaluated information on its own. At some point, context must be provided; corroboration must be supplied; value must be added to this raw information. Where as intelligence as ‘ a major component of the process that turns raw information is analysis; the product is intelligence’. The difference between the two being the processing and evaluation of the information that police constables are able to act on and create actions plans to further identify offenders of criminality and resource them accordingly to maximize the disruption impact on serious organised crimes such as county lines, drug smuggling and child sexual exploitation. 


What is intelligence led policing?

Intelligence led policing is the collection of data and analysing it to created intelligence that can be used to disable and disrupt criminal offences and behaviours. This is a more reactive way of policing that directs officers and resources to places and people who are involved in criminal activity to prevent it  or disrupt it from taking place. This way of policing often relies on the relationship the police have with the community who observe criminal activity or have information on ongoing criminal activity and provide it to the police  which can then be analysed and turned into useful intelligence (Fritsvold, 2019).

There are many different types of intelligence that can be collected and used to the polices advantages. Firstly, strategic intelligence lets officers and partnership agencies know where resources should be deployed to disrupt the highest threats. Tactical intelligence  will advise officers of any arising risks and threats of organised crime groups within the UK such as the roads organised crime groups are using to traffic into the country and how detection of the trafficking is avoided. Another type of intelligence is operational intelligence which specifically relates to known organised crime groups and their current activities which will allow the national crime agency to direct any operational against the organised crime gang (National Crime Agency, 2019).


What is policing of the roads and county lines?

Policing the roads is mainly conducted by the Roads Policing Unit (RPU) who cover all roads including motorways and large roads within their allocated areas but does filter into everyday response policing too. They deal with reports of road traffic collisions and their causes, counter terrorism and organised crime preventing criminals using the roads to commit crimes. Road traffic laws aim to deter any illegal activities and behaviour causing danger to road users. According to a survey conducted by Brake and Direct Line (2019) 83% of people believe that a visibly high presence of police officers and traffic officers on the roads avoids people breaking road traffic laws however 79% of people also stated that the number of police vehicles that are visible on the roads in the last 5 years has decreased, with  73% of people stating they think that there should be a higher presence of police vehicles on the road (Brake, n.d.). 

According to GOV.UK(2021)  in the year 2020 the estimated length of road in Great Britain were 3100 miles of major road which consisted of 2300 miles of motorways and 29500 miles of ‘A’ road.  In 2018 alone, 25,511 people from Wales and England suffered from a serious injury as a result of a road traffic collision (Robineau, 2019).

County lines is a form of criminal exploitation and a name given to organised crime groups (OCGS) who use a mobile phone or ‘deal line’ that are involved in exporting drugs into varies locations in the UK through the use of the roads or other travel networks. They target vulnerable adults and children to export and store money and drugs and often sexually exploit them, coerce, and control them and use weapons and violence against them (National crime agency, n.d.). According to Crmiestoppers (2023) there are over 2000 county lines operating throughout the UK.


What is ANPR and how do the police use it?

ANPR or inn full automatic number plate recognition is technology that is used by police to help deter, detect and disrupt criminality who are travelling via  the roads. It ca  be used at local level, force level and also national. ANPR helps detect locations of vehicles involved in crimes such as OCGS and terrorist and provides the police with lines of enquiry to follow  and has evidential value when investigating crime (National ANPR Standards for Policing and Law Enforcement, 2022). 

ANPR cameras work by reading the number plate of a vehicle when it drives past and instantly checking the details of that number plate against previous and current records on the police database such as the police national computer (PNC). Currently ANPR cameras nationally, submit around 60 million ANPR read records on average daily (Police.UK, 2023)  . This allows officers to locate current movements of certain vehicles to find or arrest those wanted, missing, driving a stolen vehicle or even disrupt and under cover major crimes such as county lines and, trafficking and drug smuggling. 

An example operation where ANPR was a key element was conducted by a mutli police force including officers from London The Met Police, Kent Police  and Essex police forces  in order to disrupt and tackle drug supply and violent crime over their areas. On July 22nd  2020,  units including dog support units, transport policing and specialist crime  teams came together and conducted intelligence led police patrols across trains networks and transport hubs to target train users who use the network rail to transport drugs.

Automatic number plate recognition (ANPR) was also used at sights around Dartford Crossing to target linked vehicles to violent crime In the area. As a result of the use of ANPR and intelligence led patrols over 32 arrests in total were made by officers for offences such as the supplying of class A drugs, drug driving and possession of offensive weapons. In addition, a total of 7 weapons were recovered, over 40000 pounds in cash seized by officers and 14 vehicles committing motor offences were seized as well as 3 stolen vehicles being recovered during the operation. The Detective Super intendant Shaun White from the Metropolitan Police Stated ““We know that drugs are a driver of violent crime, and teams across the Met are using a range of tactics to tackle the supply of them on the streets of London. Officers are working hard to stop Organised Crime Groups importing drugs into the UK; specialist teams are targeting those managing the supply – exploiting young and vulnerable people to transport the commodity across the UK – and operations like this are identifying those responsible for distributing these substances on the streets. We will not tolerate drug supply and the violence which can come with it, and our work does not stop here – we will continue to use tactics such as ANPR and all other lawful powers available to us to target violent crime in London” (Dillon, 2020). 

Although the correct use of ANPR cameras can lead to great success for the police there have been times that flaws have been highlighted. A article written by The Northern Echo (2011) highlights the flaws of Durham, North Yorkshire and Cleveland police forces and how they monitor ANPR cameras. Murder Peter Chapman who was a registered sex offender who when on to brutally murder teenager Ashley Hall was driving his vehicle which was known through intelligence to the police, flagged up on the ANPR cameras 16 times across the three force areas before his arrest of the murder and three other offences he was wanted for. As a result the Independent Complaints Commission or IPPC report regarding this revealed a variety of incompetence’s  in ANPR policies such as not monitoring ANPR for 24 hours a day, the reliability of the system and no records highlighting why officers were not deployed to an ANPR hit.  In this case it was clear that there were missed opportunities by all three forces. 

In conclusion, if information and intelligence is used effectively and efficiently withing the police force, forces are able to deploy the correct resources to people and locations to prevent further crime, detect crime and also disrupt serious criminal activity including offences that use the roads such as county lines, drug smuggling and humas trafficking and child sexual exploitation. The use of specialist technology such as ANPR cameras can be used in investigations to pick up locations of offenders or vehicle involved in criminal activity in order to disrupt crime. However, if resources are not deployed quickly this technology may not be useful as highlighted in the case mentioned previously, this can result in failures in detecting and disrupting criminal activity.
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Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
1. Using my discretion to decide when a out of court disposal should be used.

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




10

	Low 
1-4 
	Med 
5-7 




5

	High 
8-10 
	 



Familiarise myself with the out of court disposal options available and when and how they are issued.

I will look into previous occurrences of the offenders to ensure that they are eligible for an out of court disposal and issue the relevant resolution. 





	SKILLS 
 
 
 
 Take the lead at more difficult calls and rely on my skills and knowledge to make confident decision. 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 




10

	Low 
1-4 
	Med 
5-7 



7

	High 
8-10 
	 



Although I often take the lead at calls when I attend with colleagues, I often find myself asking for advice from more experienced colleagues for a second opinion.

I would like to have more confidence in my decisions and experience.

I will aim to feel more confident in my decision making by the end of April as this would mark a year of being on response.


I will evaluate my performance with my supervisor and discuss any improvements with him. 


	EXPERIENCE 
 
 
 
1. Building files for the CPS.
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4


 4
	Med 
5-7 
	High 
8-10 


8

	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 Gaining more experience building casefiles for the crown prosecution service. I will do this by successfully completing my HUB attachment and signing off my competencies. 

I will look to do this within a month period during my attachment which will be concluded by the end of April 2023.

I will then continue to put my experience into practice by completing files independently whilst on shift taking ownership of my own workload. 

I will discuss any issues I have with my Sargent who has over ten years experience in casefile building. 
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