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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. 

[bookmark: _Hlk160812669]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 plays a crucial role in shaping the well-being and resilience of individuals within the policing profession, particularly after attaining Independent Patrol Status. This essay aims to delve into the influence of organisational culture on one's overall well-being and resilience, highlighting the potential risks associated with excessive conformity to such culture. Furthermore, practical approaches will be proposed to safeguard and enhance the well-being and resilience of police officers. Throughout this essay, I will be using the Gibbs’ Model of Reflection (Nancy Johnston, 2022).

As I’ve progressed through training into my time as a response officer a sense of solidarity has become deeply ingrained in my identity. I have started to develop an 'us-against-them' mentality, where I view myself and my shift colleagues as a tight-knit group that is distinct from the rest of society. This mentality is not only a result of the demanding nature of the job but also a response to the inherent risks and dangers that we face daily. By relying on each other and forming strong bonds, I feel a sense of security and protection within my rank.

A consequence of this strong bond among officers is the development of an unwritten rule known as 'The Blue Code of Silence'. This code dictates that officers should refrain from reporting any misconduct they witness within their rank. The reasons for upholding this code are complex. Firstly, officers fear the repercussions of breaking the code, as it can lead to ostracism and damage their reputation and career. Secondly, officers may genuinely believe that reporting misconduct would betray their fellow officers and undermine the sense of solidarity within the police culture. This can feel particularly unsettling when witnessing inappropriate behaviours within the force (Terri Cole, 2022). 

In addition to this, the absence of resources within the Gwent police force (Jenkins, 2021) has had a significant impact on my overall well-being and health. With limited support, I consistently respond to calls without breaks for meals or rest. This continuous cycle of uninterrupted emergency responses and priority calls has affected both my physical and mental well-being.  Physically, the lack of breaks and meals prevents me from properly refuelling my body, leading to decreased energy levels and a weakened immune system. I consistently surpass the expectations of my regular responsibilities, willingly dedicating additional hours to ensure the safety and welfare of the community. These extra hours are utilised for various tasks such as conducting thorough investigations, attending training sessions, participating in community outreach programs, and providing support during emergencies or crises. 

Unfortunately, these unofficially claimed hours often go unnoticed and unappreciated. I selflessly offer my time and effort without expecting recognition or compensation, driven solely by my dedication to the profession and the desire to make a positive difference in the lives of others. The numerous additional hours I invest demonstrate the commitment and enthusiasm I bring to my job. I willingly sacrifice personal time, family obligations with my partner and children, and recreational activities to ensure effective management of my workload and the completion of my daily tasks.

This has left me vulnerable and susceptible to illnesses, leading me to be unwell at work, further compromising my ability to perform my duties. Mentally, the constant exposure to stressful situations and traumatic events leaves me exhausted and unable to rest following my shift. These experiences could potentially result in the onset of conditions such as post-traumatic stress disorder (PTSD), anxiety, and depression. The absence of time for self-care and relaxation exacerbates these mental health issues, posing a challenge for me to handle my work duties and uphold a positive work-life balance.

Figures show 13,263 officers were absent due to stress, depression, anxiety, or post-traumatic stress disorder in the past financial year, compared with 8,450 in 2022 (Federation, 2023).

Furthermore, conforming to organisational culture may promote a "macho" or "tough" image, where officers are expected to suppress their emotions and deal with traumatic experiences on their own. This culture of emotional suppression can hinder effective communication and empathy between officers and the communities they serve. By prioritising emotional detachment, officers may struggle to connect with individuals who are experiencing distress or trauma. This can lead to a lack of understanding and trust, potentially escalating tensions and hindering the building of positive relationships between law enforcement and the wider community (Jim Foley, 2020).

However, despite these challenges and stressors, the sense of camaraderie and unity I have experienced among officers helps to alleviate some of the burdens. Knowing that I am part of a team that is dedicated to serving and protecting the community gives me a sense of purpose and fulfilment in my work. Furthermore, the strong bond among officers fosters a culture of trust and support. This allows for open communication and collaboration, which is crucial in effectively addressing and resolving complex issues and situations. It also creates a support system where officers can rely on each other for advice, guidance, and emotional support, especially during difficult times.

Recognising the potential drawbacks of this culture, some law enforcement agencies are now actively working to promote a more holistic approach to officer well-being. They are implementing mental health support programs, encouraging open dialogue about emotions and stress, and providing resources for officers to seek help when needed. By acknowledging the importance of emotional well-being and fostering a culture that supports officers in seeking support, agencies can create a healthier and more effective law enforcement environment (Policing, 2024).

To preserve my well-being and resilience there are various stress management techniques that I incorporate into my daily routine to help alleviate stress. These techniques include exercise, meditation, deep breathing exercises, mindfulness practices, and seeking support from friends and family. It is important to find what works best for each individual and to make time for self-care activities that promote relaxation and reduce stress levels. In addition to personal stress management techniques, should I experience a stressful situation at work, I would seek assistance from professionals by submitting a referral to our internal counselling service. This service could provide me with guidance, support, and tools to help me cope with stress healthily and productively.

By addressing the root causes of stress and developing coping strategies, individuals can build resilience and effectively navigate through challenging situations. Ultimately, by actively managing stress and seeking assistance when needed, I can cultivate a sense of empowerment and resilience in the face of stress. While stress may be a constant presence in my life, it does not have to control me. With the right tools and support, I can successfully navigate through stress and emerge stronger and more resilient than before (Beshears, 2017).

In conclusion, I will thoroughly assess the impact of organisational culture on my well-being and resilience. While staying true to my values, I will be cautious of the risks associated with excessive conformity. Through prioritising self-care, actively participating in the culture, and establishing a strong support system, I aim to uphold my well-being and resilience during times of organisational change. Additionally, it is vital to address the issue of limited resources to ensure the well-being and health of officers in the Gwent police force. Offering adequate support, such as appropriate staffing levels, regular breaks, and access to nutritious meals, is crucial for officers to effectively fulfil their duties and maintain their physical and mental well-being. By investing in the well-being of officers, the police force can enhance overall performance, promote community safety, and cultivate a healthier and more resilient workforce.
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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:


Policing is inherently adversarial, making conflict a central aspect of the profession. Various forms of conflict, ranging from physical altercations to emotional tensions, are prevalent in policing. As officers, we are guided by structure, boundaries, and protocols on how to navigate these conflicts. This essay will delve into these aspects using a recent incident from my time since becoming a police constable. I will provide a concise description of the incident while adhering to data protection. Subsequently, I will analyse the incident considering the relevant social and legislative context and discuss how I made decisions in complex and unpredictable circumstances using dynamic risk assessment. The Gibbs model of reflection (Gibbs, 1988, p. 49) will be a critical part of this essay and will be used to reflect on my performance. Furthermore, I will examine the processes that govern the appropriate use of force in conflict scenarios, drawing insights from internal police models, academic theories, and best practices recommended by organisations such as the College of Policing.

In this incident, the victim's call to the emergency services alerted me to a serious crime that had just occurred. The woman reported being assaulted by an unknown male who forcefully snatched her handbag while she was walking home from work. The assailant wasted no time and quickly fled the scene in a getaway car, leaving the victim in a state of shock and distress. As I listened to the victim's description of the incident, it became clear that this was not a simple case of theft, but rather a robbery. Robbery is a criminal act in which an individual unlawfully takes someone's property by using force against another person or by instilling fear in them (Legal Guidance, 2022). In this case, the unknown male had used physical force to snatch the victim's handbag, causing her to fear for her safety.

Given the severity of the crime and the potential danger posed by the suspect, I needed to act swiftly and decisively. The victim's description of the suspect and the getaway car provided me with valuable information to aid in the apprehension of the perpetrator. Through the assistance of CCTV inquiries, the car was successfully identified and located. A team of officers was dispatched to the location where the vehicle was found. As a responding officer, we have minimal details when instructed to respond to a call, highlighting the significance of collecting as much information and intelligence as feasible before reaching the location. These verifications were conducted using a PNC- Police National Computer check through the force control room to identify any pertinent indicators that the officers should be mindful of. 

The PNC is a comprehensive database that holds a wide range of information, including personal details, criminal records, and intelligence reports. It allows law enforcement agencies to access vital information quickly and efficiently about individuals, aiding in the prevention and detection of crime. One of the key features of the PNC is the presence of warning indicators. These indicators are flags that highlight specific concerns or risks associated with an individual. They can include information about previous violent behaviour, mental health issues, or involvement in extremist activities. By providing officers with this crucial information, the PNC helps them make informed decisions and take appropriate action to ensure public safety (David Weisburd, 2023). It was relayed that this individual had a previous record of being violent toward police officers and a proclivity for resisting arrest.

Considering all the available information, I evaluated potential threats that could arise during the arrest. This prompted me to develop a flexible working strategy. Upon arrival at the scene, my colleague and I activated our Body Worn Video (BWV). BWV provides a multitude of notable benefits and is obligatory for officers to wear whilst on duty. It amplifies the visibility of policing, and any recorded material can be subsequently scrutinised, evaluated, and presented as evidence. This not only ensures the responsibility of alleged offenders but also safeguards all parties involved (Karen Harrison, 2021).

Anticipating the need for immediate action, I prepared myself to employ my Powers of Entry. According to (Hussein, 2024), these powers, granted to law enforcement officers, allow for lawful entry into premises or vehicles in certain circumstances. In this case, it was necessary to access the suspect's vehicle to apprehend him and recover the stolen property.

Approaching the vehicle, I observed a male who closely resembled the description of the suspected perpetrator. He seemed distressed, in tears, and sat upright on the driver's side seat, loudly expressing his remorse. While maintaining awareness of my surroundings, I tried to initiate a conversation with him, but it quickly became evident that he was uncooperative. As a police constable, it is always preferable to seek cooperation from all parties involved, regardless of the circumstances, to prevent any escalation. In this situation, I attempted to engage the individual in conversation and issued clear and direct instructions, which he chose to disregard. 

The Betari Box Model can be a valuable tool for officers to defuse tense situations and establish trust with perpetrators. By demonstrating empathy, actively listening, and communicating clearly, officers can cultivate positive relationships with the individuals they encounter. This not only improves the overall perception of law enforcement but also encourages cooperation and compliance from the public (Roland Dix, 2024). Consequently, I had to act efficiently and appropriately, taking into consideration the powers and resources at my disposal, to apprehend the individual for the committed offense.

As well as the Betari Box, when encountering someone who has been stopped by the police, it is important for officers to adhere to a five-step communication model. This model includes a simple appeal, a reasoned appeal, a personal appeal, a final appeal, and finally, acting if necessary (IOPC, 2023) After exhausting the 5-step appeal for the suspect's cooperation, I explored all reasonable options. 

Ensuring clear communication of my intentions to both the suspect and my colleagues was essential. All parties needed to understand my actions and the steps I intended to take next. Following the National Decision Model's systematic approach, I carefully assessed the potential risks involved and carefully considered all available options before moving forward.

I proceeded to unlock the vehicle's door and immediately detected the strong scent of alcohol emanating from the individual. I promptly instructed him to position his hands where they could be seen. However, he unexpectedly and swiftly attempted to flee from officers. Acting swiftly, I firmly took hold of his arm and with the assistance of my colleagues, I securely placed handcuffs on him in the back stack position and provided him with the appropriate caution. Considering the circumstances, I believed it was both lawful and necessary to apprehend him under suspicion of robbery. Observing his distressed demeanour and lack of further cooperation with the officers, I decided to employ the handcuffs as a precautionary measure to ensure the safety of myself and my colleagues.

When deciding whether to use force, police must think about "impact factors". The one to consider during this incident was alcohol, as the male in question was slightly inebriated. Alcohol consumption tends to impair rational decision-making, particularly in terms of risk evaluation and impulsivity (UK, 2023). This could explain why the male sought to run from officers and further challenge arrest, something he may not have done whilst sober. This emphasises the importance of alcohol as a contributing component in this situation. 

“Alcohol not only reduces inhibitions and increases impulsivity, but it also impairs the brain's ability to make sound judgment calls, leading to distorted decision-making processes”. (BoardPrep, 2024)

Throughout the arrest process, I remained mindful of the suspect's rights and treated him with respect and dignity. I ensured that he was informed of his rights and provided with the necessary support. By adhering to the principles of fairness and transparency outlined in the NDM, I was able to uphold the integrity of the law enforcement process and maintain the trust of the perpetrator and my colleagues.

The NDM, or National Decision Model, is a framework that guides police officers in making informed and ethical decisions in their line of duty. It is a crucial aspect of every police officer's role, as it is integrated into all aspects of their work. The NDM provides a structured approach to decision-making, ensuring that officers consider all relevant factors and make decisions that are in line with the Code of Ethics. One of the key features of the NDM is its consistency across different scenarios. While the specific circumstances may vary, the components of the NDM remain the same. This allows officers to have a standardised approach to decision-making, ensuring that important factors are not overlooked. Furthermore, the NDM also allows for individual discretion. Officers have the freedom to select which questions and considerations to apply at each stage of the decision-making process. This flexibility allows for adaptability and ensures that decisions are tailored to the specific circumstances of each case (Roach, 2023).

Following arrest, the male was conveyed to custody and charged with robbery. I then proceeded to document the incident thoroughly and accurately, ensuring that all relevant information was recorded per legal requirements. By following the prescribed procedures and guidelines, I was able to demonstrate accountability and transparency in my actions, thereby upholding the principles of justice and the law. With the help of the CCTV footage, we were able to track down the suspect and apprehend him without incident. The victim positively identified him as the man who had assaulted her and stolen her handbag. Upon further investigation, it was discovered that the suspect had a history of similar crimes. The victim's items were recovered and returned to her, providing some sense of closure and justice for the traumatic experience she had endured.

My background as a Domestic Abuse officer helped me stay calm and confidently handle the situation, even in a potentially volatile situation. This experience equipped me with the skills needed to effectively manage the male's uncooperative behaviour. In conclusion, my ability to remain composed, communicate effectively, and connect with the male were key factors in resolving the incident successfully. Leveraging my experience, I was able to de-escalate the situation and ensure a smooth arrest process, reinforcing the importance of active listening and clear communication within policing.
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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. 

[bookmark: _Hlk161424041]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 assess various theories on team dynamics to foster team unity. I will explore the reasons behind teams' inability to function effectively, examine theories and models about team dynamics, and propose methods to enhance team cohesion. Furthermore, I will analyse the causes of interpersonal conflict within a team and provide an overview of strategies that can be implemented to improve both individual and team performance. Additionally, I will discuss the impact of team dynamics within the police service, specifically how it can lead to non-compliance with professional standards such as the Code of Ethics, policies, procedures, protocols, or legislation.

Understanding group dynamics within team circumstances and individual personalities is a crucial element of successful teamwork. It is important to recognise that teams are made up of individuals with unique skills, experiences, and personalities, and these factors can greatly influence how the team functions (Middleton, 2024).

One commonly used model to understand group dynamics is Tuckman's stages of group development. The model developed by psychologist Bruce Tuckman in 1965 has become widely recognised and applied in various fields including psychology, organisational behaviour, and team management. It is highly regarded for its comprehensive understanding of the challenges and stages that groups go through during their development and growth (W.Tuckman, 2024). This model suggests that teams go through several stages - forming, storming, norming, and performing - as they develop and work towards their goals. By understanding these stages, team leaders can anticipate and address potential challenges that may arise during each stage, such as conflicts or lack of cohesion, and guide the team toward effective collaboration.

It is important to note that Tuckman's stages of group development are not linear and may not always occur in the same order. Teams may regress to previous stages or skip stages altogether, depending on various things such as team dynamics, external influences, or changes in team composition. Nonetheless, understanding these stages can help team leaders anticipate potential challenges and proactively address them. Additionally, Tuckman's model does not consider the diversity and individual differences within groups. Different personalities, backgrounds, and communication styles can affect how group members interact and progress through the stages. Some individuals may be more resistant to change or have difficulty adapting to new group dynamics, which can impede the group's development (Jones, 2019).

Another model that is often used in professional settings is the Lencioni Model. It consists of five stages: trust, conflict, commitment, accountability, and results. This model emphasizes creating a safe space for team members to share their thoughts and ideas without fear of judgment (Team, 2024).

[bookmark: _Hlk161600739]Trust fosters open communication and collaboration, which in turn strengthens relationships and enhances decision-making capabilities. Conflict, when approached positively, allows for the inclusion of diverse perspectives, and encourages their consideration. Embracing conflict and promoting healthy debates can result in the generation of more innovative solutions and improved decision-making processes. In the Lencioni model, commitment plays a vital role as it ensures team members fully support decisions and goals. When everyone is dedicated to a shared purpose and actively works towards common objectives, teams can attain greater success and drive better outcomes (Janse, 2023). Accountability is crucial in ensuring that team members take responsibility for their actions. By holding each other accountable and ensuring that everyone contributes to the team's success, teams can maintain focus and achieve their goals more effectively.

The Lencioni model prioritises results, as teams work together to achieve tangible outcomes and drive success. By focusing on building trust, embracing conflict, fostering commitment, promoting accountability, and striving for results, teams can build strong relationships, make effective decisions, and ultimately achieve their goals (Janse, 2023).

However, one potential challenge is resistance from team members who are not comfortable with conflict or struggle to trust their colleagues. In such cases, it may be difficult to create an environment where open communication and constructive conflict resolution can thrive. Additionally, if team members lack commitment to the team's goals or are not held accountable for their actions, it can hinder progress and impact overall results. Overall, while the Lencioni model provides a valuable framework for building high-performing teams, it is important to recognise that it may not always guarantee success. It requires ongoing effort, communication, and adaptability to address any obstacles that may arise and ensure that the team can achieve its desired outcomes (McPheat, 2022). 

During my professional journey of collaborating within teams, I have observed that team dynamics can often be disrupted by interpersonal conflicts. These conflicts can arise due to various factors such as conflicting opinions, clashes in personalities, cultural differences, diverse backgrounds, and contrasting values and beliefs. These disagreements often escalate due to emotions like anger, anxiety, and hostility, or due to breakdowns in communication when unresolved issues surface unexpectedly.

Disagreements are an inevitable element of human interactions. Each person has unique characteristics and needs, which can sometimes result in conflicts. However, disputes can also foster a deeper bond and understanding. Conversely, disputes can be harmful when egos are involved, individuals feel their position is threatened, or they resort to a defensive/offensive approach (Scarbrough, 2023).

According to (Angelo, 2019), to effectively manage interpersonal conflicts, it is essential to cultivate strong communication skills, empathy, and a willingness to understand and respect different perspectives. Conflict resolution techniques such as active listening, compromise, and finding common ground can be instrumental in resolving conflicts and fostering healthier relationships. Nevertheless, it is important to recognise that excessive cohesion and camaraderie can also have negative implications. One potential drawback is the creation of an atmosphere within the department. When officers develop strong bonds with their colleagues, it can inadvertently lead to the formation of cliques or closed circles. This exclusivity can hinder diversity within the police force, as it may discourage individuals who do not fit into the established social dynamics from joining or advancing within the department.

[bookmark: _Hlk161602080]Furthermore, excessive cohesion and camaraderie can sometimes result in a culture of groupthink. When officers prioritise maintaining harmony and consensus within their tight-knit group, they may be less inclined to question or challenge each other's ideas or actions. This can lead to a lack of critical thinking and innovation, as alternative viewpoints and constructive criticism may be suppressed. In such cases, the effectiveness of the police force may be compromised, as it may struggle to adapt to changing circumstances or identify potential flaws in its strategies (Palmquist, 2015).

Working within the policing profession, having a profound understanding of group dynamics is essential for effectively handling emergencies as it allows leaders to predict and tackle potential challenges that may arise in high-pressure situations. When confronted with an emergency, teams must collaborate seamlessly and make prompt decisions to guarantee the safety and well-being of all involved. By grasping how individuals react to stress, leaders can pinpoint possible sources of conflict or breakdown in communication within the team (Martin, 2021). Some individuals may feel overwhelmed and freeze under pressure, while others may become more assertive or take charge. 

Recognising these diverse responses can assist leaders in assigning roles and responsibilities that align with each team member's strengths, ensuring that everyone can contribute efficiently. Moreover, comprehending how the team functions as a unit is vital in emergency management. Leaders need to understand the team's strengths and weaknesses, along with any existing dynamics or conflicts that could hinder their ability to work together harmoniously. By acknowledging these dynamics, leaders can implement strategies to enhance communication, coordination, and problem-solving.

Furthermore, it is important to recognise how team dynamics can influence compliance with professional standards and requirements within the police force. When team members do not adhere to the Code of Ethics, policies, procedures, protocols, or legislation, it can have serious consequences for the organisation and erode public trust (Policing, 2024). By promoting a culture of accountability and ethical behaviour within the team, leaders can mitigate the risk of non-compliance and uphold the integrity of the organisation.

[bookmark: _Hlk161602220]The College of Policing's Code of Ethics, issued under section 39A of the Police Act 1996, outlines the principles and standard behaviours for policing professionals in England and Wales. As England and Wales professional policing body, the College of Policing oversees establishing policing practice standards as well as recognising, developing, and promoting ethics, values, and integrity (Policing, 2024).

One way in which team dynamics within the police service can lead to a failure in adhering to professional standards requirements is through the development of a toxic culture. When a team fosters an environment that tolerates or even encourages unethical behaviour, it can erode the commitment to upholding professional standards (Palmquist, 2015). This toxic culture may arise from factors such as a lack of accountability, favouritism, or a disregard for the Code of Ethics.

In such an environment, team members may feel pressured to conform to the group's norms, even if it means compromising their professional integrity. This can result in non-compliance with lawful orders, as individuals may prioritise loyalty to their team over their duty to follow the law. For example, if a team member witnesses a colleague engaging in misconduct but fails to report it due to fear of backlash or ostracization it can lead to a failure in adhering to professional standards.

Additionally, inappropriate behaviours can emerge within a team that lacks effective leadership and communication. When team members do not feel valued or respected, they may resort to unprofessional conduct as a means of asserting power or control. This can include engaging in discriminatory practices, using excessive force, or engaging in corrupt activities. These behaviours not only violate professional standards but also erode public trust in the police service.

Furthermore, team dynamics can contribute to a failure to adhere to professional standards by fostering a culture of silence. If team members witness misconduct but feel unable to speak up due to fear of retaliation or a lack of support from their colleagues, it can perpetuate a cycle of non-compliance (Team, 2023). This silence can prevent the identification and correction of unethical behaviour, allowing it to persist and potentially escalate.


In conclusion, it is crucial to establish a team environment that is both positive and ethical. This entails creating a culture that values trust, respect, and open communication, where team members feel at ease expressing concerns and reporting any misconduct. Additionally, it necessitates leaders who are dedicated to upholding professional standards and actively promoting and enforcing ethical behaviour. Prioritising ethical conduct involves team members adhering to established protocols and procedures, and taking responsibility for maintaining professional standards, both for themselves and their colleagues. By doing so they can preserve the integrity of the department, foster trust within the community, and ensure effective service and protection for the public.
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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:

Yet to be completed.













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 
 

 
The ability to assess a situation, react quickly, and take positive action.

(Knowledge and Skills)
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7


	High 
8-10

8 
	Low 
1-4 
	Med 
5-7

6 
	High 
8-10

 
	I will assume responsibility for managing incoming calls and familiarise myself with the various procedures to enhance my knowledge.

I will do this through research on the BEAT (familiarising myself with legislation and disposals), utilising the experience of my colleagues, and looking through work I completed during my training. 

I will remain committed to leading in answering calls and mastering the various disposal methods.

As well as this, I will focus on actively listening to callers, addressing their inquiries or concerns promptly and professionally, and ensuring that all information is accurately documented and relayed to the appropriate parties.



	SKILLS 
 

Decision-making skills.
 
 
 
 
 
	Low 
1-4 
	Med 
5-7

 6-7
	High 
8-10


	Low 
1-4 
	Med 
5-7 
	High 
8-10

8 
	
As a newly appointed police officer, I frequently encounter unfamiliar scenarios and situations that demand quick decision-making abilities. 

To enhance my skills in this area, I am committed to actively seeking feedback and advice on my decision-making process. 

Additionally, I will dedicate time to thoroughly researching legislation and protocols relevant to my role. To facilitate this, I will utilise online resources such as The College of Policing, The BEAT, and Pocket Sergeant.



	EXPERIENCE 
 
 
For me, as the officer responsible for making the arrest and supervising custody procedures, to build confidence, I must have a comprehensive understanding of the circumstances surrounding the incident.
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

10
	Low 
1-4 
	Med 
5-7 
	High 
8-10

8 
	 I will continue to complete the process and understand the exercise of powers should be consistent with the Human Rights Act (1998), Police and Criminal Evidence (PACE) Act (1984) & associated Codes of Practice.

I will ensure that I gather comprehensive information regarding the initial call, the incident particulars, and any pending actions. I will make certain to liaise with my colleagues regarding any outcomes from the golden hour inquiry and familiarise myself with the offense for which I have made the arrest.


 
Bibliography
The bibliography should only include sources referenced within the workbook using the Harvard referencing system. Information about referencing in written assignments and how to avoid plagiarism can be found on Moodle. It is important that you are aware of the importance of ensuring that the work submitted is your original work.

Bibliography

Gibbs, G. (1988) Learning by doing: A guide to teaching and learning methods. London: Further Education Unit.
Angelo, E., 2019. Nursing Management. Managing interpersonal conflict, 05 03, pp. 22-28.
Beshears, M., 2017. How police can reduce and manage stress. [Online] 
Available at: https://www.police1.com/stress/articles/how-police-can-reduce-and-manage-stress.
[Accessed 10 02 2024].
BoardPrep, 2024. Boardprep Recovery. [Online] 
Available at: https://www.boardpreprecovery.com/rehab-blog/how-alcohol-can-impact-your-decision-making/
[Accessed 05 02 2024].
David Weisburd, K. P. S. F., 2023. Policing: A Journal of Policy and Practice. Does Scientific Evidence Support the Widespread Use of SQFs as a Proactive Policing Strategy?, Volume 17, p. 35.
Federation, P., 2023. Mental health-related absences soar to record highs. [Online] 
Available at: https://www.polfed.org/news/latest-news/2022/mental-health-related-absences-soar-to-record-highs/
[Accessed 02 02 2024].
Hussein, M. A., 2024. Lawhive. [Online] 
Available at: https://lawhive.co.uk/knowledge-hub/litigation/police-powers-of-entry/
[Accessed 26 02 2024].
IOPC, 2023. IOPC- Independent Office for Police Conduct. [Online] 
Available at: https://www.policeconduct.gov.uk/news/poplar-incident-inform-national-recommendation-how-police-officers-deal-potential-medical
[Accessed 10 01 2024].
Janse, B., 2023. Toolshero. [Online] 
Available at: https://www.toolshero.com/leadership/lencioni-trust-pyramid/
[Accessed 05 03 2024].
Jenkins, G., 2021. Leadership. [Online] 
Available at: https://gwent.pcc.police.uk/media/d5gofdql/3-h-1-leadership-strategic-plan-2022-annex-1.pdf
[Accessed 17 02 2024].
Jim Foley, K. L. D. M., 2020. Sage Journals. The ‘cost’ of caring in policing: From burnout to PTSD in police officers in England and Wales, 94(3), p. 9.
Jones, D. A., 2019. The Tuckman’s Model Implementation, Effect, and Analysis & the New Development of Jones LSI Model on a Small Group. Journal of Management, 6(4), pp. 23-28.
Karen Harrison, S. S. X. L., 2021. Sage Journals. [Online] 
Available at: https://journals.sagepub.com/doi/full/10.1177/0032258X211000834
[Accessed 01 03 2024].
Legal Guidance, F. a. e. c., 2022. CPS. [Online] 
Available at: https://www.cps.gov.uk/legal-guidance/theft-act-offences
[Accessed 10 01 2024].
Martin, D., 2021. Understanding the reconstruction of police professionalism in the UK. Policing and Society , 32(7), pp. 931-946.
McPheat, S., 2022. Management Training Specialists. [Online] 
Available at: https://www.mtdtraining.com/blog/lencionis-five-dysfunctions-of-a-team.htm
[Accessed 03 03 2024].
Middleton, T., 2024. Work Life. [Online] 
Available at: https://www.atlassian.com/blog/teamwork/the-importance-of-teamwork
[Accessed 10 02 2024].
Nancy Johnston, O. E., 2022. Sage Journals. Development and Implementation of a Reflective Writing Assignment for Undergraduate Students in a Large Public Health Biology Course, 9(2), p. 32.
Palmquist, M., 2015. Workforce. [Online] 
Available at: https://www.strategy-business.com/blog/The-Dangers-of-Too-Much-Workplace-Cohesion
[Accessed 05 03 2024].
Policing, C. o., 2020. Conflict Management Skills. [Online] 
Available at: https://www.college.police.uk/guidance/conflict-management/conflict-management-skills
[Accessed 10 01 2024].
Policing, C. o., 2024. College of Policing. [Online] 
Available at: https://www.college.police.uk/research/projects/exploring-experiences-workplace-stress-within-uk-police
[Accessed 01 02 2024].
Policing, C. o., 2024. College of Policing. [Online] 
Available at: https://www.college.police.uk/article/why-code-ethics-has-changed
[Accessed 05 03 2024].
Roach, J., 2023. Contemporary Policing. In: Practical Psychology for Policing. Huddersfield: Policy Press, pp. 28-44.
Roach, J., 2023. Key Themes in Policing . In: M. 0'Neil, ed. Practical Psychology for Policing. Bristol : Bristol University , p. 132.
Roland Dix, M. P., 2024. De- Escalation . In: S. Dye, ed. Psychiatric Intensive Care . Cambridge : Cambridge University , pp. 178-179.
Scarbrough, S., 2023. Psychology Of Human Relations. [Online] 
Available at: https://openoregon.pressbooks.pub/psychologyofhumanrelations/chapter/9-1-understanding-conflict/
[Accessed 05 03 2024].
Team, A., 2023. ActiveCollab. [Online] 
Available at: https://activecollab.com/blog/collaboration/team-dynamics
[Accessed 05 03 2024].
Team, M. T. C., 2024. MindTools. [Online] 
Available at: https://www.mindtools.com/a6ooqev/lencionis-five-dysfunctions-of-a-team
[Accessed 17 02 2024].
Terri Cole, P. H. F. S., 2022. Police Science and Management. Is the blue wall of silence a fallacy in cases of police sexual misconduct?, 10 08, p. 09.
UK, A. R., 2023. Alcohol Change UK. [Online] 
Available at: https://alcoholchange.org.uk/alcohol-facts/fact-sheets/arbd-legal-issues-using-the-mental-capacity-act
[Accessed 05 02 2024].
W.Tuckman, B., 2024. Developmental sequence in small groups.. Psychological Bulletin, 12 03, pp. 384-399.




image1.png
Prifysgol Cymru
% Y Drindod Dewi Sant

N University of Wales
Trinity Saint David

%





