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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:

Achieving independent patrol status within South Wales Police can be daunting, I have spoken to many students who have achieved this status and very few have stated that they believed they were ready and were integrating well into the organisational culture of the police. Personally, I questioned my abilities and how I would fit in upon becoming independent, however, the culture within the organisation was quite familiar to me as a result of my time in the military and I believe that this had a positive effect on my personal wellbeing and faith in my abilities. 

Organisational culture has been defined as a deeper level of beliefs and assumptions are collectively shared by members of an organisation, these beliefs’ function and protect the organisation on a unconscious level (Grieve, 2007). This culture is present across all organisations, however within the police this culture is unlike others, due to the powers entrusted to the police to enforce and uphold the law. The powers granted to the police are designed to give them the discretion and flexibility to make decisions without resorting to using the law if an alternate solution is available. New officers are taught the value of discretion by the college of policing, and as outlined in the code of ethics (College of Policing, 2014). Officers are taught how it is necessary, however it must be used wisely, and only used by taking into account the officer’s knowledge of policing, considerations for what they are trying to achieve and potential outcomes of the decision.

Although organisational culture is present throughout all organisations, the police have developed a more individual culture. This is often referred to as police culture, or cop culture. As outlined in The Encyclopaedia of Criminology and Criminal Justice (E.A., 2014) the job of a police officer can be physically and mentally exhausting. As a result, many officers rely on one another for physical and emotional support. Terms such as brotherhood, family, loyalty, and the thin blue line are all common beliefs that police officer share. As I have stated previously these factors are familiar to myself, which I believe are a result of my time spent in the armed forces. Knowing others are in the same situation and under the same pressures as myself is comforting. To me, having the support of the team around me is crucial to maintaining my resilience within my role and knowing that my team members are always there offer the support and assistance. However, I have noticed some Changes within myself and how I conduct certain aspects of my personal life. I find myself questioning many things more often, things in the past I would have just either ignored, or not pay too much attention to. Also, my friendships outside of the police have declined, and friendships within the police have grown. I believe this because my colleagues within the police understand the stresses of the job and understand the decisions I must make on a day-to-day basis. It sometimes has become difficult to maintain conversations with friends outside of the police whilst talking about our jobs, as now I must consider confidentiality and their personal views of the police. Unfortunately for me, in some cases these friends have negative views on the police, which has had a negative impact, and even ended friendships that have been in place for many years. 

There are some risks however to conforming to this police culture. The effect of police culture can have a direct effect on police discretion, and the culture can have a deeper effect on the decision-making abilities of an officer (Poyser, 2004). Another risk comes from the fear of being left out of the culture, as outlined an article from 2014 discussing the importance of friendships for police officers (Althea Olson, 2015). This states that the temptation to socialise only with people who live and work in the police is strong. For most people who do not live it every day, policing is a highly visible, and underappreciated profession. Police officers believe they have a grasp on the situation. They will express a variety of viewpoints on how things should be done. Many people are completely unaware of how exhausting this can be. It is then easier to build friendships with those who understand and think the same way. This article also outlines that when this occurs, all too often, old friends fade away, who they were before vanishes from memory, opportunities are dismissed, and your world becomes increasingly secluded. Even old friendships are forgotten. Unfortunately, I cannot help to notice some truth to these points raised in my personal experience above.

Taking this into account I believe the biggest impact on my wellbeing since being engrossed in this organisational culture is the breakdown of friendships I have maintained previously for many years before I came a police officer. At first, I believed this was having a negative impact on myself however I came to realise these friendships will only break down if I let them. These friendships were built on common interests. I made the decision that I had to come up with a strategy to keep these friendships outside the police going by reconnecting with these common interests and most importantly to give myself a break from my role as a police officer. I am now making time for these friendships, as my shift patterns are vastly different to any of my friends outside of the police it does take some planning. However, I have always been a very organised person, this is one of the reasons these friendships have lasted for years. My friends have always appreciated my organisational ability, and they are beginning to understand my predicament of availability. I will say that now, organising meet ups sometimes weeks in advance is working. Another thing that I have noticed since becoming a police officer is that I have appeared to have lost my personal identity. I am no longer introduced by only my name, it has become this is my friend, He's a police officer. Dog walkers, teachers, and chefs will all be introduced without mentioning what they do for a living. This is outlined in an article regarding what to expect when a family member becomes a police officer (Uniform Stories , 2016) This does state that even off-duty every time a police officer is introduced, he or she is referred to as a cop. Emotionally I could dwell on this and wonder why I am introduced this way, however after discussions with my colleagues It is comforting to know I’m not the only person who notices this.

There have been many changes within my life since being part of the police as an organisation. However, I will state that I strongly believe that my personal values have not changed. I have always had a strong moral compass, I believe in family, helping others, honesty and making my family proud. Even though some friendships have suffered, there are still friends that support me and are proud of my decision. My immediate family including my wife and children are proud of what I do and will support me when I struggle to retain these values. Their support is what maintains my wellbeing and keeps on moving forward. My colleagues support my decision spend time with my friends and family outside of work, as it is the opposite. However, there is a possibility that my colleagues support could possibly be influenced by my wife being a baker and providing them with complimentary cakes and bakes goods. However, I cannot confirm or deny this.

In conclusion impact of organisational culture on my personal wellbeing initially affected my friendships outside of work life causing them to break down. Although, some of these friendships ended I have gained new friendships and essentially a work family who share the same values as myself. I see this as a positive impact on my wellbeing. I have more common interests with my colleagues and the support of both my work family and my home family. If I ensure I dedicate time and remember the common interests shared with my home family and friendships outside of the job role I believe the organisation will not have a negative effect on my wellbeing.
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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:


During my time with South Wales Police since becoming an independent patrol officer I must make many decisions by considering the factors of the situation I am presented with, and my knowledge as an officer by way of a dynamic risk assessment. These decisions not only affect me, but also effect my colleagues, victims, offenders, and members of the public and their perception of police as an organisation (Shanique G. Brown, 2015). Below is a reflection of my decision-making process and the factors that influenced these decisions while I attended a domestic related incident which occurred during the winter of 2021. 

The incident was reported to police around midnight on a Saturday. The incident occurred at a time during the coronavirus pandemic where many restrictions were still in place. Closures of local bars were one of these restrictions. Unfortunately, because of this particular restriction many people had taken to consuming large quantities of alcohol within their homes, this was a contributing factor, alongside the pandemic which presented an increase in domestic related incidents that required police attendance (Office for National Statistics , 2020). The report on this occasion had been made by the victim. The victim was female, and they had requested police attendance after a verbal altercation with her male partner resulted in her being physically assaulted. The victim had informed the call taker that her partner had been drinking large quantities of alcohol throughout the day whilst being at the address. The victim stated that her partner had started smoking a cigarette inside the house whilst intoxicated. She approached her partner and asked him to smoke outside as they had their daughter in the house who was eight weeks old. The partner refused and a verbal argument began resulting in the male leaving the property, only to return approximately five minutes later to approach the victim and strike her multiple times to the face causing her to fall to the floor. Whilst on the floor the victim was able to crawl away and lock herself in the downstairs bathroom. The male tried forcing his way inside, however, was unsuccessful and left the property once again. The victim took this opportunity to secure the property to prevent the male once again gaining entry, she then requested police attendance. 

After receiving this information, myself and a colleague were attached to this incident and made our way towards where the address where incident had occurred. As a result of the information received during the initial call this was graded by the police grading system for calls, which grades severity of the report and outlines response time, this call was graded as grade one. Grade one calls are those in which an immediate presence will have a substantial influence on the outcome of an incident. This is usually defined as a situation in which there is, or is likely to be a threat to life, a severe threat of violence, serious property damage, or serious injury. A call of this nature requires a response time of less than 15 minutes (College of Policing, 2012). 

Whilst travelling to the address further information was received from the victim which stated her partner had returned to the address. Included in the second report was that the male was now believed to be in possession of a broken glass bottle in his hand whilst trying to gain entry to the address. The male had already left and returned previously, a verbal altercation escalated to a physical assault, there was now a reason to believe the incident could escalate further, possibly the male using the broken glass bottle as a weapon or instrument to cause damage. With this information I had to start conducting a dynamic risk assessment of this incident. A dynamic risk assessment is when in the quickly changing circumstances of an operational event or incident, the continual process of recognising hazards, assessing risk, taking action to eliminate or decrease risk, monitoring, and reviewing (College of Policing, 2016). Initially, from a safeguarding concern, the victim was no longer with her partner as he had left the property. However, as he has returned for a second time with a broken glass bottle in his hand, he had already physically assaulted the victim, I had to recognise the hazard that he may use the broken bottle as a weapon against anyone present. As a result, I requested additional units to attend the location and requested that the attending officers be equipped with tasers. 

Unfortunately, there were no officers equipped with tasers available. However, additional units confirmed they would make their way as a priority to the incident. When myself and my colleague arrived, I could see the male with a broken bottle in hand violently banging on the front door which appeared to be open slightly with a female attempting to close. Upon seeing this I immediately exited the police vehicle along with my colleague and quickly approached the male whilst shouting to him to put the bottle down and step away from the door. As the male still had the bottle in his hand, I made the decision to keep a safe distance from him in the event he came towards me intending to use the bottle as a weapon. I made this decision to give me ample opportunity to draw my baton or pava spray if required. The male continued to push the door towards the victim. As me and my colleague got closer to the male, he began to swing the broken bottle towards us taking his attention away from pushing the door. It was at this time I made the decision to continue moving forward towards the male to shift his attention towards me giving the victim an opportunity to secure the front door. I made this decision, although putting myself in danger, to safeguard the victim and the child still inside the property. Due to the males intoxicated state he was unsteady on his feet. As me and my colleague approached, he would swing the bottle violently towards us in a rapid movement in the side-to-side motion. On one swing the bottle contacted the side of the house causing the bottle to shatter in his hand. The male instantly bent down towards a fragments at his feet. In this moment I believed his intention was to pick up a shard of glass and once again threaten to use it as a weapon. As a result of this conclusion, I closed the distance between myself and the male as quickly as I could, taking hold of his right arm pulling him away from the property and the broken glass around him. My colleague took hold of the male by the left arm where after period of the male actively resisting officers by attempting to kick, spit and bite we were able to place him in handcuffs and place him in the rear of a police vehicle. 

Once the male was secure, I immediately approached the property and entered the front door which was now open. I immediately approached the female, I then quickly asked for the location of the child, to which the female pointed towards the staircase. I responded to this by immediately making my way up the stairs to check the welfare of a child, which was safe and well and appeared in good health. At this time additional officers arrived as requested. 

On reflection of this incident, I have come to realise that as the situation unfolded, the potential for serious harm being caused was increasing quite rapidly. From my initial arrival to the male being placed in the rear of a police vehicle took place in a timeframe only between 2 to 3 minutes. However, even in this short period of time the decisions I made could have altered the situation and the incident could have progressed differently. My decision to request additional taser carrying officers, it was reported that the male had a broken bottle in his hand however there was no report he had attempted to use it as a weapon. I failed to consider he could have broken it while attempting to gain entry and due to his intoxicated state, he might not have realised it was broken, or even, if in fact it was a broken bottle in his hand. Although I have considered If taser officers had been present maybe it would have been a deterrent for the male’s behaviour. My decision to approach the male and keep moving forward, even though he was swinging a broken bottle in my direction. Although officer’s presence drew the male’s attention, giving the female time to secure the door, I had placed myself in danger of injury. My decision to take hold of the male, I made this decision quite quickly and I focused on the hand he was using to reach for the broken glass I failed to confirm his left hand was clear, again potentially putting myself at risk. My decision to immediately leave the female and check the welfare of the child. I failed to consider the female emotional state at that time. Somewhere in my mind my focus became the child. Maybe I subconsciously made this decision because I am a father myself, or maybe I wanted to ensure everyone was safe as soon as possible. A potential risk in making this decision could have been that the female felt that officers are not concerned about her, only the child. Potentially risking support of police involvement.


In conclusion, although I have reflected, I believe my decisions were justified and in line with the police National decision model (College of Policing, 2014). I was able to use the intelligence already gathered to assess the risk. In this incident, the risk of further injuries to the female from the male. I considered powers and policies that I could implement, such as requesting taser carrying officers. Also justifying the potential, and subsequently use of force under Section 3 of the Criminal Law Act 1967, which outlines that “a person may use such force as is reasonable in the circumstances in the prevention of crime, or in effecting or assisting in the lawful arrest of offenders or suspected offenders, or of persons unlawfully at large" (TNS BMRB, 2015). Following on, because of fast pace of the incident, identifying options and acting, followed on by reviewing my decisions. On further reflection if more time was available, I may have considered alternate options, or outcomes as stated above. I could have taken a more ethical approach towards the female and considered that I left her alone before checking the welfare of the child. She has just gone through a traumatic event, and I was less than empathetic to her needs. I could have asked her if the child was safe or asked her if we could go check on the child. The welfare of the child would have had to been checked regardless, however I believe now looking back and if I had involved her in this it may have been able to take your mind off the incident, if only for a second, by giving her a task to assist in. This incident will stay with me for quite some time as the decisions I made during this incident were made very quickly. If I have hesitated or doubted my abilities, then this incident could have played out much differently. I am unaware if other officers have the same thoughts, however I do believe I still have much to learn about becoming a police officer.
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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:


Maintaining professional standards, leadership and team working are the cornerstones of any working culture (Mary Lynn Boscardin, 2012). They are the behaviours that make a team function effectively, and they are the behaviours that help a workforce to succeed. although to progress and function effectively, they must be maintained. Maintaining professional standards, leadership and team working is not a one-off activity, it is a continual process that needs to be monitored and adjusted as needed to keep the culture working well for the organisation and its people (Davis, 2014). This essay will evaluate certain theories of team dynamics that will assist in maintaining these behaviours within an organisation such as the police. Taking into consideration any conflicts or any obstacles that may a negative effect on maintaining these standards. 

Professional standards are guidelines and requirements that govern a practice or profession. They are put in place and designed to ensure that the workforce employed in this profession act and perform in a way that is in the best interests of the people they serve. Professional standards can be set by the government, professional bodies, or industry bodies (Corporate Finance Institute, 2015). The profession of policing is no different, and it has its own professional standards to ensure that the needs of the people it serves are met. The Standards of Professional Behaviour are a statement of the police and public's expectations of how officers should conduct themselves. They are not meant to represent every circumstance, rather, they are meant to provide a framework that everybody can grasp. They make it clear to everyone what type of police officer behaviour is acceptable and what is not. These criteria should be read and followed while keeping the Code of Ethics in mind (Home Office , 2020). These standards can only be met by effective leadership and effective teamwork within an organisation. 

A team is made up of two or more persons who work together to accomplish a common goal or objective. A team can be for the long term or just for a few hours. The impact of individual team members' duties and behaviours on other team members and the group as a whole is referred to as team dynamics (Deakinco, 2017). Most people have been a part of a team at some point in their lives, whether in work, school, or playing sports. Some of these teams were likely to be enjoyable, productive, and successful, whereas others were likely to be unpleasant, ineffective, or draining. While many teams get along well, true success comes from being a part of a cohesive unit. When a group works together to achieve a common purpose, it is called team cohesion. Not only are group goals attained when a team is cohesive, but everyone feels like they contributed to the group's overall success. Individuals on a cohesive team are more driven to work toward the team goal and focus on the complete group rather than their own selves (Salas, 2015). 

There are four stages in team growth that can be used to gauge a team's cohesiveness, according to Bruce Tuckman, a well-known researcher in team dynamics (Tuckman, 1965). Forming, Storming, Norming, and Performing are the four stages. Leaders and team members may understand why certain behaviours occur and make informed changes by understanding these stages. During the forming process a team will get to know one another through comparisons and social judgments. When new members join a team, they require time to acclimate to their new surroundings and learn who does what, what the team's boundaries are, and how the team performs as a whole. However, effective leadership is essential in this phase. Leadership is needed by clearly defining the goals, setting both team and individual goals for each member of the team. Using team-building exercises to help members get to know one another. Storming is usually associated with conflict, which arises from the process of defining roles. Emotional resistance and behaviours compatible with trying to achieve individual goals rather than operate as a team are common among team members. Once again in this stage effective leadership is essential to Create structures and procedures that everyone on the team follows. Resolve conflict as soon as it arises, and individual team members and management must feel free to express themselves. Norming is the point at which conflict begins to fade away and collaboration takes its place. Individuals begin to unify their efforts and work together in pursuit of a single objective, and unity is built within a team. At this point members are often comfortable providing feedback to one another, which helps to build trust. Leadership can maintain this course by holding regular meetings to confirm that everyone is still working toward the same goal and to make any necessary adjustments. Also, by keeping communication open and dynamic. In the final stage, performing, teams are often functioning at their best, which means that each member is more interested with team triumph than individual success. Everyone believes they have a purpose and are valued. Teams that advance to the performing stage recognise the importance of working together to achieve the objectives they set out to accomplish. These groups have a strong sense of camaraderie. At this stage leadership needs to take pride in the team’s accomplishments. Re-plan and set new objectives, while continuing to hold regular meetings to ensure that everyone is on the same page. Allow the team to make their own decisions, as too much control at this level can lead to a reversion to earlier stages.

It's vital to keep in mind that teams will change during these stages, particularly as new team members join and some leave (TenBoer, 2021). When people work together, they achieve success. Although organisations such as the police also operate with ineffective teams. When team members are uncomfortable, they fail. When members feel threatened psychologically and they are unable to freely discuss their opinions with their co-workers, can disintegrate vital team foundations. These emotions can erode trust in one another, causing the cornerstone of a productive team to crumble (Edmondson, 1999). Additionally, when members of a team participate in dysfunctional or unproductive behaviour, the team will fail. Working with a team member who exhibits dysfunctional behaviour, micromanaging, leading others down unproductive paths, lacking self-awareness, and critiquing other people's ideas are all examples of social loafing, and if leadership chooses to ignore them when a team is forming rather than address them early, they can become much more destructive (Felps W., 2006). Following on, teams fail when they believe they are on the same page when they are not. Before a team can be productive, it must agree on tasks and teamwork criteria. All team members, for example, must agree on team goals, timetables, work roles, how and when to communicate, and who to turn to for specific information and resources. Misalignment among members can lead to misunderstandings and incorrect assumptions, resulting in lower-quality work and missed deadlines as members try to realign (DeChurch, 2010). When it comes to selecting team members, psychological research has consistently proven that the theory and practise of team composition has an impact on performance outcomes (Bell, 2007). This does not mean only recruiting high performing team members. It means that team members can not only complement each other's skills but also work successfully together, create common understandings about collaboration and the task at hand, provide constructive criticism to one another, and offer assistance as needed. Teams with members who are extremely conscientious, for example, are more likely to be successful. Hiring processes can screen for traits that are related with good teamwork as well as traits that are connected with unfavourable teamwork behaviours.

Any sort of dispute that involves two or more people is referred to as interpersonal conflict. Interpersonal conflict in the workplace is defined as someone or a group of people interfering with another person's efforts to achieve goals or complete assignments. Resolving this type of workplace conflict can aid in the repair of working relationships, the boost of morale (Indeed Editorial Team, 2021).  While workplace confrontations are likely to occur, they can also be avoided. Getting to the bottom of the problem helps to strengthen connections and prepare the road for future success. Understanding team members point of view can help you find solutions to interpersonal conflicts. Listen to each other's ideas and perspectives. Face-to-face meetings should be held with a goal in mind. Without interrupting, listen to what the other person has to say. This not only shows empathy, but it also assists you in getting to the bottom of the problem. Asking questions to clarify your knowledge of their worries also shows that you're paying attention. Demonstrate empathy. Recognising the concerns of your co-worker. To encourage honesty and avoid future disagreement, it's critical to comprehend their feelings and actions (UC San Diego, 2018).

To assist in their role the police use teamwork to take advantage of in-house resources, match critical expertise, and reach out to other departments and organisations. Individual officers operating alone are frequently less efficient and effective than teams within the police. When the police use team building to unite against organised and systematic crime, they are better able to make use of available resources to keep the public safe (Ray, 2020).  However, even though these teams can be beneficial, Members of these teams can become protective of other members within the team or the organisation. This has been found to be present many times within the police and is known as the blue wall of silence (Network, 2019). The blue wall of silence is a concept used to describe a police officer's informal code of silence not to disclose a colleague or team members faults, misconducts, or crimes, including instances of police brutality. When asked about a suspected instance involving another officer. For example, during an official investigation, an officer being questioned can perjure themselves by claiming ignorance of another officer's wrongdoing by adhering to the code. Therefore, having a detrimental effect on the professional standards of policing.

Overall, to maintain professional standards and effective team dynamics, workplace team cohesion is vital since it leads to higher performance, employee satisfaction, and motivation. Although team cohesion can be taught, teams must approach the process organically. It's critical to remember that communication is crucial, and roles must be clearly defined. This is where effective leadership is needed. If communication is lacking, roles are not clearly defined, and professional standards are not reinforced teams can break down and can affect profession or business in a negative way. A cohesive team might be small or large, local, or worldwide. Regardless of the team dynamic, each team member must have a clear grasp of their unique position, the collective goal, and the confidence that each person is contributing, all under effective leadership. With these in place, maintaining professional standards in an organisation such as the police is it goal that can be achieved.
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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 job of the police is critical in keeping the roadways safe. On the front lines, police officers ensure that our roads are patrolled and that the laws of the road are followed (The Royal Society for the Prevention of Accidents, 2004). Officers need to gather and supply critical information and intelligence to help keep our roads safe, and they are frequently called upon to conduct complicated investigations to ensure that criminals are prosecuted. In the case of a collision, police officers are frequently the first responders, ensuring that those who require medical assistance receive it and that those who caused the incident are suitably dealt with (National Police Chiefs Council , 2018). However, in addition to this, by affectively policing the roads the police can disrupt and prevent criminal activity. This essay will explain how the use of information and intelligence available to officers and the police as an organisation can be used in the affective policing of the roads and the disruption of criminal activity. 

The United Kingdom has a road network of around 247,100 miles of varying condition and capacity (Department of Transport , 2020). This network depends on the tireless efforts of police officers to keep it as secure as possible for all road users. Enforcing rules and regulations, promoting road safety, and ensuring that the roads are policed are all responsibilities of the police as an organisation. A vibrant economy requires a well-functioning road network. Road transport accounts for over 80% of domestic freight in the United Kingdom (Transport, 2022) and is an important means of commerce and leisure for the country. In the absence of police officers, the ability of the United Kingdom to function as a society, and to function as a part of the international economy, would be compromised. Policing the roads is an important part of the social infrastructure of the United Kingdom. Regrettably, what works for business is also effective for criminal activity. Criminals will exploit the road network to promote their destructive activities, whether it be unlawful human trafficking, drug trafficking, or other contraband. Offenders will utilise the road network to aid in the conduct of crimes such as smuggling and cargo theft, exploitation of county lines, assisting burglary, and violent crimes. Local police forces, the National Crime Agency, the Border Force, and other law enforcement agencies are responsible for gathering information and intelligence that will be utilised to focus on finding and prosecuting these criminals (Department of Transport , 2020). The United Kingdom is home to many international criminals and organised crime organisations. These organisations have a financial incentive to operate within the constraints of the law and are thus subject to the laws that police are tasked with maintaining and enforcing (CPS, 2017). The UK would be unable to operate as a society and as a member of the world economy if law enforcement organisations such as the police were unable to implement these laws. The capacity of police officers to properly police the roads of the United Kingdom is critical to the safety and security of the country. To do so, police personnel must have the necessary resources, information, and intelligence to carry out their duties. 

An item received through a social media website, a remark made by a confidential informant, or simply an observation made by a police officer during a traffic stop are all examples of information. It is unusual that action can or should be done only on the basis of this raw, unevaluated data. Context must be offered at some point, corroboration must be provided, and value must be added to this raw data. Analysis is a key component of the process that transforms this raw data into intelligence (Palmieri, 2005). The police can also obtain information from partner agencies. the Driver and Vehicle Licensing Agency (DVLA) is one example. The DVLA is a government agency that keeps track of drivers and automobiles in the United Kingdom. Much of the information it has is stored on the police national computer (PNC), which informs the DVLA about lost/stolen reports and disqualified drivers. Each force has chosen DVLA liaison officers, and the DVLA maintains a police liaison and support group (PLSG). Other services can be provided directly to the police by the PLSG. These can include a history of the car and the driver, inspection of fake driver's or vehicle's documents, INTERPOL's database of stolen vehicles, information exchange through a designated intelligence unit, and access to the European Vehicle Information System (College of Policing, 2020). Having access to this information and intelligence the police and detect criminal activity and implement strategies to combat it. 

According to a Home Office research study, the social and economic consequences of organised crime in the UK are at least £24 billion per year (Home Office , 2013). As a result, organisations have been forced to examine new police strategies in order to address this rising national and worldwide problem. Surveillance, remote technologies, and the employment of informants are preferred by some law enforcement agencies to get significant intelligence and evidence material (Michael Lewis, 2019). With information and Intelligence gathered from sources such as these vehicles used by those involved in organised crime, or suspected to be involved, can be monitored and evidence gathered to assist in their prosecution. As previously stated, the UK has a vast network of roads, if these roads could be monitored and policed efficiently the detection and prevention of criminal activity could be an attainable goal. However, the information and intelligence would have to be obtained from a reliable source. One way the police have access to reliable information is through Automatic Number Plate Recognition (ANPR). On a local, force, regional, and national level, this technology is utilised to identify, discourage, and disrupt criminal behaviour. Traveling criminals, those who use the road network, such as organised crime groups, and terrorists all fall under this category (Police.uk, 2018). ANPR is utilised by police forces around the UK to give lines of inquiry and evidence in criminal investigations. When a car passes via an ANPR camera, its registration number is read and verified against a database of vehicles of interest in real time. This is when reliable and up-to-date information and intelligence becomes impactive. Police Officers have the authority to stop a car, question the occupants, and, if necessary, make arrests. ANPR useful is detecting a wide range of crimes, including identifying persons wanted for arrest or missing, witnesses, stolen cars, uninsured vehicles, and significant criminal investigations in to organised crime.

A major advantage of this technology is that officers' discretion in determining which people to stop is greatly reduced, removing any potential for prejudice in stopping specific people. It has been outlined in A policing Journal of Policy and Practice (Corbett, 2008) that ANPR technology may become as common as speed cameras and traffic signals, but unlike data from transgressing vehicles detected in violations of the law, ANPR data storage will also include time and location observations of vehicles of 'no current interest' or 'no previous police interest,' though this may change in the future. This might be beneficial for future intelligence needs. The public has been fairly supportive of monitoring technologies such as of CCTV technology thus far, however, broad surveillance and long-term storage of vehicles that are lawfully going about their business may test the public's tolerance, especially if such data is stored with the identity of the registered owner and linked drivers. Despite data protection laws protecting the information collected.

In conclusion to effectively police the roads to reduce the impact of criminal activity, reliable information and intelligence must be obtained from reliable sources. This intelligence lead officers and other law enforcement agencies to be effective in their responsibilities both now and in the future. The concept of intelligence-led policing is evident across police forces and can be analysed in many ways, but the idea is simple, use today's knowledge to influence tomorrow's policing. ANPR technology is a crucial law enforcement capacity for detecting, deterring, and disrupting criminal activity at the local, regional, and national levels, including organised crime groups, human traffickers, and terrorists. If there is information that a person is involved in any of these criminal activities, intelligence of what vehicles they have access to using can be used by police to track their whereabouts and locate any associates. ANPR can also be utilised to keep vulnerable persons safe. ANPR allows police forces across the UK and other authorised law enforcement agencies to identify people who are using our roads for unlawful reasons while safeguarding the privacy, rights, and safety of those who use our roads lawfully (National Police Chiefs Council , 2020). As with the majority of roles within policing, there needs to be enough officers employed by their respective force to effectively police the UK roads. These officers play a critical role in enforcing the law, not just for traffic offences, but a wider range of criminal activity. However, despite their critical role in enforcing these laws, the number of specialist road policing personnel has been declining. According to the latest recent data from the Home Office's Police Workforce Statistics, the number of officers has been declining since 2010. A Policy and Research Officer outlined in a report in 2020 (Norbury, 2020) between 2010 and 2019, the overall number of police officers in England and Wales declined by roughly 13% across all forces. However, the percentage reduction in the number of dedicated roads policing officers was even greater. Between 2010 and 2014, the number of dedicated roads policing officers fell from 5,634 to 4,355, a 22% reduction. Then again between 2015 and 2019, from 5,220 to 4,276, an 18% reduction. Regardless of the amount of information and intelligence available, to effectively police the roads there needs to be officers on the front line to be able to use this information and intelligence to enforce the law and ensure the safety of the public. Road policing is an important service. Technology, like as ANPR, may unavoidably shape future road law enforcement policy and practise. Human presence, however, is still required. Simply said, the accuracy and the use of information and intelligence are critical in properly policing the road. The more precise the information provided to officers from reliable sources, the more effective it will be in detecting and preventing illegal behaviour.
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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 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 As it stands, I believe the knowledge that is required of me as a operational police officer is currently where it needs to be. I am increasing becoming more confident of my knowledge, and becoming more trusting in my decisions and that they are the suitable, and the correct ones while dealing with operational incidents. There are some occasions that I will contact my supervisor, if applicable, for advice and looking for confirmation that I am making the correct decision. I do believe that I still need development in my knowledge when it comes to file building and the paperwork side of the role. I can operate at a decent level presently, however, I still need to refer to my notes on occasion. To assist in my development in increasing my knowledge on this, I have already completed my attachment within the HUB, and on completion I requested from the HUB sergeant if there was possibility to do overtime to help develop my skills. This was agreed by the HUB sergeant. However, with current staff levels of my shift, university work commitments, family commitments, and cancelled rest days, this is proving difficult. We have had HUB staff attend the station regularly over the past few months in order to assist response officers with their workload and knowledge of file building. While they are in attendance, I have made an effort to ask for assistance and make more notes to refer to, until the knowledge stays with me. 


	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 As I am still in my probation, my skill set as a response police officer is still quite close to the level I was when I was first made independent. On my current team we are all still in our probation and I have found it difficult to book on to training courses in order to expand my skill set. Currently, the only training course I have been able to attend is public order training, which has had a positive impact on my conflict management and confidence to deal with incidents. I have been able to book onto method of entry training, and training course to become a taser carrying officer. I believe the next important training for myself, to increase my skills, is a response driving course. I am currently on the waiting list for this course. Once I attend this course, I will be able to respond faster to incidents and I believe I will also increase my confidence in my driving ability. I believe that during our probation period that it is expected to only complete the response driver training, however, I personally wish to improve my skills as an officer whenever the opportunity arises. I believe that ongoing training is essential for my development as an officer and will assist in career progression opportunities in the future. 


	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 It appears to me that in the role as a police office in South Wales police, that experience within the role is associated with officers that have been longer than in service and have a lower collar number. Although my experience at this time is looked at as minimal by senior officers due to my high collar number. I believe that senior officers expect me to have more life experience than some of my colleges due to a 10+ year age gap between many of them and myself. I obviously understand that experience within the role will come as time goes on, however, my collar number will always be others first impression. To combat this, I believe I need to prove I am a capable officer by increasing my knowledge and my skill set. Therefore, increasing my level of experience as a police officer. Although I do believe that my history within the military does assist in others judging my experience, although there are not many officers outside my current team that know this information. It is up to me to gain experience within the role and put myself forward for opportunities to increase my experience. 
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