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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:

Throughout this task, I will apply a theory from Borton's development framework to reflect on how the impact of organisational culture has affected my wellbeing and resilience. By reflecting on my experiences, I aim to highlight the strategies I have developed and identify areas that operate well to improve myself more professionally. 

“Organisational culture is the collection of values, expectations, and practices that guide and inform the actions of all team members. Think of it as the collection of traits that make your company what it is. A great culture exemplifies positive traits that lead to improved performance, while a dysfunctional company culture brings out qualities that can hinder even the most successful organizations”. (Wong, 2020)

Essentially, organisational culture is the values, behaviours and shared vision that contribute to the environment of an organisation (Gothamculture, 2022). The concept of organisational culture was introduced to the field of management and organisation studies in the late 1970s, and it began to attract significant scholarly attention in the early to mid-1980s. Building on insights from sociology and anthropology, organisational scholars argued that organisations could possess distinct cultures, or sets of shared values, beliefs, and norms that guide the attitudes and actions of organisational members (Glynn, 2013). When discussing organisational culture, Doyle, (2020) explains that when people ask, “what is the company culture like?”, people often refer to the “really friendly people, ping pong tables, free pizza Friday…”. However, culture is a critical component of any organisation - “Culture is to recruiting, as product is to marketing” (Warboy, 2021). 

According to Reiner, (2000), police occupational cultures can be defined as;
“A kind of share values, beliefs, norms, working practices, and informal rules, police officers will use these cultures to justify their works in their world.”

I realised the impact of organisational and police occupational cultures when I was working towards my Independent Patrol Status (IPS). When I changed teams and worked in a new police station, I found I was meeting different people from different departments each day. With this I was able to have a conversation surrounding their opinions on the police force and maybe give myself a different idea on how to progress myself professionally and academically. As there was such an array of officers and police staff each person voiced their opinions whether positive or negative. I found such different attitudes towards South Wales Police force and this varied on the length of service that the individual had served - the longer serving officers came across very negative along with no words of advice to new students other than “back in the old days it was much better”. Often, they would only refer to the times before Body Worn Video and what they would class as “real policing” - highlighting the amount of mental health calls that they are attending instead nowadays. 

When interacting with these experienced officers I found their views to be very negative towards new officers, like myself, and it certainly could have affected the way in which I would work. However, a PolFed article highlights that there may be even a 1:6 ratio of experienced officers to student officers which I believe exacerbates the senior officer’s negative outlook on organisational changes due to their extra workload, I along with student officers appreciate the difficult times that the more seniors offices are having but they themselves have been in the same situation as the new students. Through this experience, I found that I became more resilient due to myself always wanting to improve through academic work and along with practical policing. I did not let these views burden me or let my views change for the future. 

There are risks within the workplace if individuals, groups or the employee conform to organisational culture, groups will form where there is potential for discussing or sharing private information within group chats outside of work which will allow themselves subject to misconduct hearings. Allowing negative comments to affect me would impact my work and indirectly affect the victims and witnesses that I would deal with on a daily basis. Ultimately, this would provide a bad service to the people who need the police the most and it would serve a distrust among South Wales Police. Furthermore, conforming to a negative culture would impact future recruitment. As there is a massive recruitment for police officers and promoting the right culture is imperative to prevent high staff turnover. 

A positive culture within the workplace will express gratitude towards the team, help employees work towards goals, promote health and wellness and also invest individually in the employees. This in turn will promote a good public perception on the police force along with each individual officer having pride in their work and encourage staff to believe in their vision and empower them to help make a difference. By promoting the right culture, the chief officers should take steps to ensure that all police contact with colleagues, partners and the public seeks to build trust and is consistent with the procedural justice. The police organisation has set its own culture whereby there have been a code of ethics set in order to support and become a positive, every day, decision-making framework. It ensures and empowers everyone in policing that they are always doing the right thing (Policing, 2014)

I obtained my IPS after 12 weeks whereby I had to pass my first academic year along with my occupational competency portfolio. This was a very difficult 12 weeks where my wellbeing took a back step as I needed to focus on hitting my targets to progress further and felt that every incident I was attending was above what I could manage. One of the strategies I utilised to maintain my resilience and wellbeing included seeking support from my tutor and team who helped me through by encouraging me as they have all been through or are going through the same period of time. Additionally, I was aware that throughout England and Wales police forces, there is a big push to help serving officers with their health and wellbeing. I took advantage of these services that they offer and have been able to maintain my mental health. 

Furthermore, I have been able to promote myself in a positive manner towards my team and also the new recruits coming through by promoting a positive organisational culture. Being a police officer along with completing a degree is a very demanding role and around 91% of police have experienced stress and poor mental health at work at some point in their career (Mind, 2019). It has affected my quality family time as I am using my days off to complete university work. To maintain this balance, I took time off strategically during school time in order to complete the relevant work needed to pass year 2. By prioritising and having this time to myself, I am able to concentrate solely on the work needing to be completed without any distractions and give myself a better work/life balance. Finally, I have retained and maintained my personal values in the police force and outside of work by abiding by the Police and Conduct Regulations act, (1999). Since joining the police force, I have become more suspicious of my surroundings, this leading to a “social isolation” which has affected my family, friends, and others that are around me. By becoming more isolated I have a smaller group of friends and family which understand the pressures that I have from work, this in turn provides me with reassurance and a more closeness towards the people I want to spend time with outside of work.
To conclude, I believe that promoting organisational culture within the police force will not only benefit the police force but also have a knock-on effect from senior management to the police officers. With the new recruitment of student officers, this will bring a wide range of individuals who will be able to express themselves which in turn will provide strengths along with weaknesses for the police force to become a wider fit for the community in who they serve

(1348 words) 
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Task 2

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

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

Evaluate decisions made during the incident and your use (or otherwise) of the National Decision Model. 

Explain the rationale behind your decisions and your considerations when recording details of the incident. 

Consider your ethical approach to the decision. 

Outline the consequences of your decision making. 

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





ANSWER:

During this task I will use Burton’s Development Framework and National Decisions Model (NDM) to analyse an incident I have attended recently. This will allow me to discuss how I handled the incident and reflect on my feelings with the aim of improving my personal and professional development level.

This incident relates a group of males where one individual was found to be in possession of Class A substance and a bladed article. I was the driver of a marked police vehicle and completing a drive around my local area where there had been high visibility patrols due to the increasing amount of anti-social behaviour. Additionally, the community tension between the police and their actions towards residents is high due to a high-profile incident that had occurred previously and the widespread coverage from the media. 

During the high visibility patrol, there is a section of road known for having large crowds of youths to gather on motorbikes and other vehicles. I approached this area where I noticed around 4 youths run off down a back lane and jump over a fence into a garden. Due to the time I have spent in this local area, I know that the youths, typically, do not run as they like to provoke and intimidate the police. Using my experience and professional judgement, I knew that there was something not quite right and needed to be investigated immediately. 
Due to the large gathering, I went over the airwaves to alert all the other officers in the local vicinity where I was located with the possibility of another police unit coming free from another call and attending the area. I decided to drive down the lane and head past the garden where the youths had gone into to try and stop them at the other end. When coming to the end of the lane, I noticed 1 of the youths attempting to climb over a gate and into the lane. I quickly got out of the vehicle and ran towards this person. The male (around 15 -17 years of age) was then trapped in the garden where the only exit was towards me.

My colleague and I proceeded to speak to him about why he had run away. When talking to the male, he was constantly playing around with his back trouser pocket and was always asking to leave as we do not have the right to hold him there. The male become very agitated towards officers and it was then I noticed the slurred speech and heightend aggression – indicative of possible substance misuse. I explained that I was going to do a Stop Search under Section 23 Misuse of Drugs Act (1971). For me to have grounds to complete a search I need “reasonable grounds to suspect that any person is in possession of a controlled drug”. Since the male ran away from officers and along with my reasonable suspicion, I decided to use my stop search powers. My body worn video had been on for the duration of the conversation as evidence to back up my decision to use my power of detaining the male.

As the male was quite unpredicatable along with the warning markers that were passed to myself I decided to place hand cuffs to the rear, this was in accordance of Section 117 PACE (1984), whereby I am able to exercise my power to use force. Whilst the male was in handcuffs I explained to my colleague that my body worn video is on  and to make sure that my colleague’s body worn video is facing towards me at all times in order to have a full view of search being conducted. Given the male’s age along with being on his own, I wanted to make sure everything was recorded for my safety and the male. This is in line with South Wales Police policy (2022). I then proceeded to conduct the stop search on the male to find any evidence of drug misuse, in line with Code A Pace (2015).

While searching the male, the larger group have come closer and started to provoke myself. They began to take their mobile phones out and were exclaiming what I was doing was against the males human rights along with abusing my powers. My colleague was attempting to calm the situation down but due to the large amount it was starting to get out of hand. I had previously alerted other officers in the area of my situation but due to the risk and harm invovled with the youths where me and my colleague were outnumbered considerably I needed further assistance in roder to keep the unpredicatable situation under control, when other officers arrived at my location I proceeded to complete my stop search whereby I found a 3 small snapbags of unknown white powder in the back pocket of his jeans and a small metal tin which contained a larger amount of empty snap bags. A small black object was removed from the waistband of the trousers and passed to my colleague. I initially did not examine this object as I was keeping the male under control while compelting the search, it was ater on my colleague explained that it was a switch knife approximately 4 inch in length.

Once the group was under control due to other officers arriving,  I was then able to arrest the male for possession of a controlled substance and possession of a bladed article - contrary to Section 5 of Misuse of Drugs Act (1971) and Section 139 Criminal Justice Act (1988) respectively. The male was then conveyed to custody where his detention was authorised.

Due to the incident being dynamic with an ever evolving threat towards myself, I was constantly using the National Decision Model (NDM) and utilising all the information that was presented to myself. On arrival of the large group, the NDM allowed me to establish the possible threat, risk and harm  of a large group of youths known, from previous expereince, to be anti-police. Throughout the incident I did not feel threatened as I have dealt with these youths on previous occasions but the risk was high as the group was larger than usual. I needed to reduce this risk which units in the area were notified of the possible disturbance in the area.

I believe that my rationale throughout the incident was the appropriate decisions to make. From the time I noticed the large group I was already thinking of consequences that might happen and to immediately alert other officers in the area of where I was and the situation in case of escalation so as to safeguard myslef and others. When detaining the male I needed to quickly establish basic information like the name and address to find out any previous warning markers that may need to be highlighted when reporting the incident. On gathering this information, I asked the Public Service Centre (PSC) to conduct an enquiry into the male. Information was passed back and a crucial warning marker was that the male conceals weapons. This quickly escalated the level of threat and I used the NDM to make a decision to detain the male in handcuffs to the rear to not only safeguard myself and the male in question due to the possibility of a weapon being used. 

I always consider ethcial approach to each incident as no two incidents are the same. I always aim for the best outcome, not only for myself but also the individual I am dealing with. The male in question is 17 years old and may be vulnerable to coercion into dealing drugs from Organised Crime Groups. Even though the male is under the age of 18, where other options are usually viable where in particualar strong words of advice or documenting the actiosn through a Public Protection Notice (PPN) where the details of the incident can be shared to agencies outside of the police force in order to provide the male with education and help. This is normally a fair approach to the incident where the male will take on board what has happened and not reoffencd in the future. But due to the seriousness of the offence and the potential threat of a knife being carried on the street an arrest is the most viable option.

 Alternatively, there was a need to adopt a utalitarian approach to ensure public confidence in the area. For any police force in England and Wales, it is essential in to complete their duties, especially in this local neighbourhood which has seen an increase in crime. This is outlined in Peel’s Principles (Gov.Uk, 2012):

“To maintain at all times a relationship with the public that gives reality to the historic tradition that the police are the public and that the public are the police, the police being only members of the public who are paid to give full-time attention to duties which are incumbent on every citizen in the interests of community welfare and existence”.

The two offences previosuly stated are deemed to be very serious, especially due to the youths age. Gang culture in the area is on the rise and there is a number of stabbings which have resulted in life changing injuries. During most incidents I would use discretion and take into considering the information and intelligence along with any previous incidents involving the person to make my decision. Consequently, due to the possession of Class A drugs and a bladed article, I was not able to use discretion and my only option was to arrest. I recorded all details of the incident via my ePNB where it would later be compiled into a full statement outling all my actions during the incident. the details in this incident are crucial as from a publics point of view I singled out a young male where I detained and arrested without any lawful grounds, BWV is a crucial piece of equipment that is able to record all the interactions along with any details that I may have missed throughout the incident.
In conclusion, the application fo the NDM allowed me to deal with this incident accordingly. Consequently, I was not able to use my discretion on this occasion. I believe that even with the current media coverage in the area, I would not make my judegment on the situation any different. If this incident happened again I would still use the same approach where the same outcome would be sought as I had a clear rational and ethical approach. Alternatively, I would strive in future incidences, where applicable, to consider a less intrusive method which can be dealt with by other agencies so that young people are not criminalised.

1788 Words













Task 3

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

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

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

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


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




ANSWER:


Team dynamics are the unconscious, psychological forces that influence the direction of a team’s behaviour and performance.  They are like undercurrents in the sea, which can carry boats in a different direction to the one they intend to sail. Team dynamics are created by the nature of the team’s work, the personalities within the team, and their working relationships with other people, and the environment in which the team works. Team dynamics can be good - for example, when they improve overall team performance and/or get the best out of individual team members.  They can also be bad - for example, when they cause unproductive conflict, demotivation, and prevent the team from achieving its goals (Osborne, 2020).

Team Cohesion is a “dynamic process which reflected in the tendency for a group to stick together and remain united in the pursuit of goals and objectives” (Hagger, 2005). Team cohesion is useful as it can both improve performance and motivation of a team. If a team work well together, this improves their team cohesion and in turn improves performance and personal satisfaction. The cycle continues either on an upward or downward trend, see Fig. 1 (Leadership in Sport, 2022).







[image: ]Figure 1 – Team cohesion cycle (Leadership in Sport, 2022).





Within the police force it is crucial that there is a successful team cohesion as each rank, whether constable, detective or chief constable, has to work together with a common goal in sight to have the best possible outcome. Each individual will have a different role, but each role is responsible for creating that team cohesion where the team can strive for the best. As explained by Chitra Reddy (2022) there are also disadvantages to team cohesion. They state that a team may lack creativity and innovation resulting in a company falling behind with its creative and innovative elements. One of the main factors mentioned is domination, whereby a team leader does not work well on a team and doesn’t treat the group equally - damagaing the unity of a team.

Team dynamics has been heavily researched and theorisied for many of years and has become a focal point, especially in the sports development world. Teams are not only becoming stronger and fitter but coaches are looking towards behavioural patterns. Bo Hanson (2019) explains that most teams fail due to “personality clashes” which are really just the differences in behavioural patterns.  Simply put, behavioural patterns are your preferred way of doing things. However, we can tend to get into the thinking of “this is the way I do things; therefore I am right, and that person (who has a different way of doing things, and different behavioural pattern) is wrong.”

Theories have become an important part in the development of teamwork, allowing an understanding of the factors that impact teamwork and applying those theories in the workplace to help a team perform optimally and manages crises effectively. ‘Tuckman’s Stages of Group Development’, proposed by psychologist Bruce Tuckman in 1965, is one of the most famous theories of team development. It describes four stages that teams may progress through: forming, storming, norming, and performing (a 5th stage was added later:  adjourning).  Susan McCahan (2015), highlights that the stages move from organising to producing, and although the stages appear linear, teams may move backwards to previous stages, depending on events that may influence the team and the communications strategies that they use. Some teams can also stall in a stage and never fully realise their potential. Fig. 2 outlines these stages below:
[image: circular diagram of Tuckman’s Linear Model of group development. Shows five stages: Forming, stroming, norming, performing, and adjourning.]
			













Figure 2 – Tuckman’s Linear Model of Group Development (Tuckman, 1965).








Communication is a key factor in each part of Tuckman’s Theory as it allows the team to develop onto the next stage. (BCcampus, 2022) 
Unfortunately, a single theory cannot be perfect. Like ‘Tuckman Theory’ at the end of the four stages individuals are getting along and are forming effectively together. A weakness is that at any stage something could go wrong - for example, too many arguments can affect the whole group and will not form correctly, limiting the usefulness and applicability of the theory. 
Another theory that fits around the policing role is the ‘Thomas Kilmann Conflict Mode Model’. This model outlines five approaches to manage team dynamics - Competing, Accommodating, Compromising, Avoiding and Collaborating. These are scheduled in a matrix of two scales called Assertiveness and Cooperativeness, see Fig. 3 below:
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Figure 3 – Thomas Kilmann Conflict Mode Model (MIshra, 2021)




Within this model it describes how an individual needs to have assertiveness along with cooperation, this hand in hand is a basic role within the police force. Having to deal with members of the public you need to be assertive in finding out facts of an incident and uphold the law while also cooperating with them to also provide them with the best possible service at that time. 


Inter-personal conflict within a team is inevitable. By putting various individuals into a team environment who have different values and ethics where they are to work towards a goal will have an impact on the team dynamic. Conflict is a natural part of a person due to their own personal goals and beliefs in their personal lives and in the workplace. Personalities on two ends of a spectrum which will likely create more conflict. Many conflicts happen due to misunderstanding and a lack of communication between the each other. By developing and resolving the conflict properly it can result in a more productive team.
For a team to work without interpersonal conflict there are many ways in which you can manage the team to work in cohesion. Communication demonstrates understanding and also gives the opportunity to each person involved to provide their side and listen to others. A major part of conflict resolution is also acknowledging that there is conflict in the first place and discussing on a possible resolution. Additionally, by understanding how and why the conflict has happened you are in a better position to understand how individuals within a team feel and their thoughts on a resolution. Furthermore, it requires each person to understand their own personal needs and also the needs of others as there will always be different viewpoints. When the conflict has been resolved, the team need to recognise that mistakes happen and can always build and strengthen to accomplish what they set out to do.

In some circumstances where a resolution cannot be sought, it may require escalation and the involvement of higher management or Human Resources (HR). Alternatively, it may be necessary when a much more serious incident such as discrimination towards a group or individual has occurred. 

Team dynamics within the police force is crucial, in the police force there are numerous teams who all cooperate with each other to achieve the main goal that is set out by the Chief Constable. These teams need to be working with great communication, efficiency and each individual needs to work to set themselves to the highest standards. College of Policing (2014) has set out a Code of Ethics for the professional behaviour of the Policing Profession. These are there to support each member to deliver the highest professional standards in their service to the public. 
Due to the vast number of teams that work together and in the same bracket, such as Response Policing, Roads Policing Unit and Public Protection Unit, there may be individuals’ who can alter the team dynamics. As explained in a report by Beth Osborne (2020), “one of the most important aspects of team dynamics is human behaviour, which is unpredictable and largely uncontrollable”. The vast amount of new recruits entering the police force after a uptake of estimated +13,576  (of +20,000 by March 2023) (Gov.Uk, 2022) also contribute to the change in team dynamics. Additional recuits present a challenge in that they can change the dynamic of an already efficient team as new and different personalities, values and ethics may clash. Consequently, this may result in standards being undermined and lead to misconduct hearings.

The report goes onto explain that having an effective leader can impact the ability to influence the behaviour of that individual. One of the most common causes behind a poor group dynamic has been identified as weak leadership/authority (Central, 2022). Having weak leadership within a team will only pave way for a dominant team member to take over. This then results in a lack of direction which will undermine and bring conflict into the team. When the team dynamic has shifted into a negative dynamic, often individuals in that team would rather agree and not challenge in fear of conflict and repercussions (Allen Cheng, 2019) There will also be larger promotions within the police force to facilitate the new recruits, this bringing in-expereicned officers to become Sergeants who may only have a minimum of 2-3 years service, this may result in an individual having weak leadership qualities who may then go onto not provide the authority needed in a police service. In the report published by College of Policing (2021) it states “I will report, challenge or take action against the conduct of colleagues which has fallen below the standards of professional behaviour”. This report relflects that there are measures in place to support each individual if their report has any validity and to uphold the stadnrds ecpected from police staff. Everyone has a obligation to question the conduct of colleagues including senior management if they belive that the standards have not been met. By not doing so you are exposing yourself and others to possible corruption, complaints and also misconduct contrary to The Police Regulations (2020). By identifying a team leader early on that is able to understand individuals needs on the team and who has effective communication to express peoples views, can be crucial in the ever changing dynamic of the police force. 

In conclusion, from the discussed theories and models surrounding team dynamics I believe that there isn’t one theory that can be used to directly link to a team. Working alongside multiple theories will only help the team develop strongly and flourish by identifying inter-personal problems and quickly learning on how to overcome such difficulties. Especially in the police force where each day is dynamic. Each individual in a team needs to have great communication and drive for the group dynamic to reach their next target and ensure that standards upheld. It is recognised that failure to address inter-personal conflict can impact on the quality of work output and undermine standards and Codes of Conduct outlined within the police force. Additionally, I believe that a strong or weak team dynamic is a determining factor on the impact to the wider community and public. 

1780 Words












Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

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

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

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




ANSWER:


This task aims to discuss how information and intelligence is used to disrupt criminal activity through the effective policing of the roads and how ANPR is used as an investigative resource to disrupt criminal activity.
Road policing in the UK is shaped by local priorities. In England and Wales, road policing is covered by 42 local police forces each led by a Chief Constable. The National Police Chiefs Council (NPCC) plays a role in bringing police forces in the UK together to help policing coordinate operations. The NPCC has a road policing strategy (2018-2021) with three main objectives (NPCC, 2018);
· Safe roads, free from harm.
· Secure roads free from the threat of serious crime and terrorism.
· Efficient roads that promote public confidence and satisfaction.

Road policing has evolved from “Traffic Officers” who were mainly focused on enforcement of road traffic legislation and dealing with road traffic collisions as a wider concept of policing the roads. This includes the use of roads policing resources to target criminals who use the roads network for their criminal purpose  (HMICFRS, 2020).

Police Forces across the UK for many of years have witnessed a decline in Police Officers. In 2018, the number of police officers per 100,000 people in England and Wales had declined to 199, compared with 247 per 100,000 in 1996 (Institute for Government, 2019). This was down to large cuts in funding from the central government. While around 2010-2014 the number of traffic officers fell by 22% and between 2015-2019 the number fell by a further 18%. Despite a growing body of evidence that shows cutting the number of traffic officers has directly contributed to making our roads less safe. (Foxall, 2019)


Criminals’ use of roads which ranges from minor motoring offences to international organised crime. Forces should use intelligence and enforcement to disrupt criminality. Police may be called to assist with road checks being conducted by the Driver and Vehicle Standards Agency (DVSA) and be associated with national and seasonal campaigns (College of Policing, 2019).

Each day, UK roads are becoming more accessible and with the heavy usage from motorists it is becoming an efficient road network that is essential to a thriving economy. Nearly 80% of domestic freight in the UK is transported by road. Unfortunately, what works for commerce also works for criminals. Whether it is the illegal trafficking of people, drugs or other contraband, the road network will be used by criminals in furthering of their socially damaging enterprises. Offenders will use the road network to facilitate the commission of crimes including smuggling and cargo theft, county lines exploitation, facilitating burglary and crimes of violence (Department for Transport, 2020).

Intelligence led policing (ILP) is an effective way of policing where policing becomes a more “proactive” style of crime prevention rather than a “reactive” style where officers respond to individual incidents and threats. By using the ILP it re-imagines how the police can be “smarter” in the exercise of their unique authority and capactities (Wood and Shearing, 2007). ILP was introduced in the United Kingdom in the 1990s and has primarliy been used in countering serious and organised crime. ILP focuses on systematic gathering and evaluation of data and information, through a defined analysis process, turning it into strategic and operatinal analysis products, which serve as a base for improved, informed and evidence-based decision making (Vienna, 2017).

For the ILP model to work effectively, it needs to rely on information that is collected, recorded and evaluated in a consistent manner across organisational and force boundaries. The information should be available to support policing purposes across the country and it does not matter where the information originates. Information is collected in one of three ways:
· Routine Collection.
· Tasked Information.
· Volunteered Information.
Routine information is collected as part of routine operational policing activity. Much of it is only relevant for the specific policing purpose for which it was collected, but some will prove to be relevant to an entirely differnet policing purpose. Tasked information is generated from all policing activites e.g. responding to incidents, arrests, targeted patrols. Volunteered information this is usually collected from the general public, community contacts and partners, or any information received which has not been obtained by routine or tasked collection (College of Policing, 2019).

“Information consists of bits of data that, when combined and viewed together with relevant background knowledge, may be used to produce intelligence, which informs the actions and decisions of policing organisations” - (Innes & Sheptycki, 2004).
There are also specific requirements for its recording and use, as is the case with information covered by  the Regulation of Investigatory Powers Act (2000). Additinally, the information content should compy with basic principles of 5WH ie. What, When, Where, Why, Who and How and be clear, concise and without abbreviaitions. Information must be of value and understood without the need to refer to other information sources and should only be used for police purpose. 
The National Intelligence Model (NIM) has it roots in criminal intelligence but is a business process model with certain key elements. It facilitates the organisation of knowledge, informs resource allocation, co-ordinates activity and aloows lessons to be learnt from that activity. The model was designed by NCIS to drive activity, not just in relation to crime and criminals, but all policing from organised crime to road safety (College of Policing, 2022).

In order for Roads Policing unit (RPU) to be effective and to be able to disrupt the more prevalent criminal activities, RPU use the intelligence that has been gathered in order to disrupt the criminals who use the roads each day. The police use different techniques in order to stop criminals who are using the roads daily. RPU utilise the powers that they have daily in order to keep the roads safe and free from accidents and criminals, and have multiple powers to stop vehciles. The main stop and search power is Section 163 (Road Traffic Act, 1988) whereby a person driving a mechanically propelled vehicle on a road must stop the vehicle on being required to do so by a constable in uniform or a traffic officer. Many criminals who use the road do not follow regulations and, consequently, commit offences without them knowing. Often, criminals will exceed the speed limit or use a handheld device. By committing these lesser offences RPU are able to disrupt their movements and gater information and intelligence.

In 2020, the total road length in England and Wales was estimated to be 210,000 miles which presented a problem since RPU and other sectors of the police force are not enough to disrupt criminal activity on these roads (Department for Transport, 2021). In order for 43 Police Forces in England and Wales to maintain road safety, they use an effective and reliable tool called ANPR (Automatic Number Plate Recognition). They use ANPR technology to help detect, deter and disrupt criminal activity at a local, force, regional and national level. This includes travelling criminals (those using the road network to avoid being caught), organised crime groups and terrorists (South Wales Police, 2022). 

ANPR has been around since 1976, there has been advancements over these years to a point that ANPR is used in most modern day cameras and an extension to the Police National Computer (PNC). By a Police Force using ANPR it is only able to check the number plate against records and alert the police where there is cause for concern. There are strict guidelines which have been published and available to everyone on the use of ANPR and those provide the necessary safeguards to prevent abuse of this technology. ANPR is governed very tightly and legislated under the Regulatory Investigatory Powers Act (RIPA) (Dorset Police, 2022).

As a vehicle passes an ANPR camera, its registration number is read and instantly checked against database records of vehicles of interest. Police officers can stop a vehicle, speak to the occupants and, where necessary, make arrests. ANPR has proved to be important in the detection of many offences, including locating people wanted for arrest or missing, witnesses, stolen vehicles, uninsured vehicles and uncovering cases of major crime  (Police.Uk, 2022).

At present, there are around 13,000 ANPR cameras nationally which submit, on average, around 55 millions ANPR “read” records to national ANPR systems daily  (NPCC, 2020). Due to the amount of ANPR cameras nationally, there are many positives and negatives in relation to using them through England and Wales Police Forces. Some of the positives are;
· Can produce accurate geographic location data.
· Increase the information and intelligence available to identify criminals.
· Enable the police to deploy resources to respond to vehicles of interest in real time.
· Improve investigations after crimes have been committed  (npcc, 2013).
· Is an easily searchable system.
· Is a relatively low-cost system.
· Can allow the investigator to mointor several vehicles at the same time.
· Anpr can be flexible, fixed or temporary fixed and mobile.
· It can read several Number Plates at the same time.
· In fixed locations it can stop criminals from accessing or exiting certain roads (College of Policing, 2021).
There are also negatives to ANPR being used;
· Bad weather and hinderances (obstructions from tress, cars).
· Privacy concerns.
· False positive results. Reading an “8” as a “B”.
· Number plate cloning.
· The accuracy from other national lists from DVLA and MIB (Vehicle Excise, SORN, MOT).
· Illegal numberplates (Letters and Numbers incorrectly spaced).
Not all ANPR work is positive and beneficial, like other technology it has its flaws and is only able to work efficently with up to date information which is accuracte and also the ANPR can “read” the number plate correctly. There have been numerous investigations surrounding the use of ANPR – with one incident resulting in a death. On 12th October 2010, as a result of an ANPR trace on his vehicle, Mr Toombs was arrested by Lincolnshire Police in relation to an ongoing investigation. After being interviewed he was bailed pending further enquiries at a little before midnight the same day. On 13 October 2010, Mr Toombs’ vehicle was recorded on a police mobile ANPR device, again, a pursuit was authorised after the vehicle failed to stop. Sean Toombs died following a pursuit on the M180, where his vehicle caught alight.
This ANPR activation related to the information for which Toombs had been arrested and interviewed already the previous day. The IPCC recommended that Lincolnshire Police adopted a method of ensuring that once a suspect had been dealt with, the vehicle registration is removed from the ANPR list as soon as possible. (NPCC, 2013). This information has then been passed to all England and Wales police forces to adopt the same routine.
In conclusion, RPU cover vast lengths of road that link towns and cities along with remote villages. Not all roads can be policed effectively, largely due to budget cuts over the past 10 years, resulting in loss of police officers along with money to help organise different sectors of the police force. With the use of ANPR being used nationwide, this will enable traffic officers to carry out their daily duites while relying on this technology to aide them with reducing criminal activity on the roads.

(1856 Words)
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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 
 
 
 Completion of Case File Building where multiple documents/evidence is produced and gathered for CPS
















































Understanding Traffic Laws
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
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	High 
8-10 
	


Case file building is something I need to improve on to a point where I will be able to send of a case file for CPS advice without spending multiple hours compiling the evidence and uploading documents.

March 2022, I attended my Hub Attachment where I was able to complete 3 full weeks on case file building, this helped with my understanding of which documents were to be completed. During this time I compiled my own documents in order to help when I was back on response, a simplified version where I am able to understand exactly what needs to go into a NGAP or GAP file. 

Since returning back onto response I have been delegated 3 case files where each case file I have become more competent and also quicker in completing ready to be sent off. Having the better understanding from the Hub Attachment has enabled me to be more confident and also being able to offer my knowledge to others who only have basic knowledge.


During my time since leaving tutorship I have struggled with the knowledge of most Traffic Laws; I do not have the confidence to pursue any Traffic Offence as I am unable to complete any traffic documentation correctly or without the assistance of a Traffic Officer. 

As I don’t have a good understanding while also my Traffic Attachment being taken away I have opted to complete unpaid work where I will work alongside a traffic officer. Having this experience will help me in my day to day response role where I will be confident in my ability to complete traffic documents/stops 

	SKILLS 


Verbal Communications


























Dealing with pressure through incidents
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5
	 


One of my strongest assets in being a police officer is that I am able to communicate with individuals whether it is a colleague or a victim/suspect. Having this ability to talk and also be confident in I am talking about helps me deal with situations in a more methodical and concise approach. 

I believe this comes from my previous roles where I have always been a customer focus individual and having that ability to understand and receive the correct information to process into dealing with the outcome.


From the little time I have had on response I feel I have dealt with a multitude of incidents ranging from small verbal altercations to life threatening incidents due to wounding with knives or assaults resulting in a person receiving medical treatment from myself until further assistance arrives.

When dealing with these incidents I instantly take a lead role, I have always been a person to speak up and offer assistance. This is a quality I have built up over time and also knowing who the people I work with helps me identify key roles that can be completed instantly. 

	EXPERIENCE 
 
 
Completing Stop/Search 
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Road Traffic Incidents
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5-7 
	High 
8-10 

10



































10









































10
	Low 
1-4 

4



































4









































4
	Med 
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I have a understanding of what I need to do in a stop search and also the grounds for suspicion in order to detain someone. I feel I do not pursue any stop search during my time on response due to the negative feedback I have had from other officers where they have been scrutinised for them completing a stop search. This has had a negative impact on me and it has hindered my day to day role when working on response.

Due to not having a Neighbourhood attachment I have spoken with the local neighbourhood teams and offered myself to work alongside them when my response team is at full capacity. This in turn will boost my confidence when patrolling on response.

Mental Health is a ever increasing part of the police officers role, throughout covid and also the current climate of increasing taxes/utility bills this is having a knock on effect to not only the lower class people but also middle class and upper class. This is shown by the amount of Mental Health calls that I have attended where each person I have dealt with is not confined to a certain background. 

I am progressing in my understanding of how to deal with Mental Health incidents, previously I would attend and then speak to a Mental Health worker where their advice would put me in the right direction. By now understanding the person and also what outcomes there are for people I am starting to feel more confident in providing this to the individual. Overall, this will be of great benefit to the person who contacted the police for support.


The knowledge that I have of Traffic Regulations is very minimal and this in turn shows when I attend any Road Traffic incidents. I am instantly asking for any traffic officers to attend for their advice as I feel I am unable to take a lead role in using my discretion for what has happened during the incident. Having better experience will in turn help with conducting more traffic stops and also being able to identify what the correct offence is.
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