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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:


[bookmark: _Hlk130132054]For this essay I will be using the Gibbs reflective model to assist me with explaining how organisational culture within policing has impacted on my wellbeing and resilience. The Gibbs model will allow me to reflect on how organisational culture within the police has influenced me, and by doing so will hopefully benefit with my development going forward.

In my time as an independent police officer, the various incidents I have attended, and the experiences gained from them have been immeasurable to my development and growth, but until the question was asked, I had not considered how the organisational culture inside the police service has affected my values and my wellbeing. “Organizational culture is the collection of values, expectations, and practices that guide and inform the actions of all team members” (Wong, 2020).

Wong (2020) explains how an organisational culture can generate positive working relationships for employees which will assist them when dealing with trying and adverse situations. Wong also stated that the type of culture generated comes from the organisation’s supervisors and the organisations core values, but if the leadership fails and does not provide the correct standards, then a negative culture will instead take hold.  

Prior to me joining the Police Service, I was informed that the culture within the service does not truly reflect what the organisation tries to uphold and portray to the public. Active serving officers provided me with an awareness to what I should expect from my peers and supervisors, these serving officers stated that there is a ‘banter’ culture within the service and at times it can feel similar to bullying. “Disgraceful misogyny, discrimination, bullying and sexual harassment have been discovered within the ranks of the Met Police by the police watchdog” (BBC, 2022).

According to the BBC (2022) article an investigation which began in March 2018 discovered that several Police Officers behaviours fell far below of what is expected of them. Among other issues the investigation uncovered bullying, discrimination, and Misogyny. The Independent Office for Police Conduct (IOPC) recommend fifteen changes as a result of these findings which also caused two officers to resign and two to be dismissed. The IOPC’s inquiry concentrated on a single police station in London, although the organisation as whole discovered evidence of comparable behaviour at other police stations. After reading the BBC article, I could see there were comparisons to the reported behaviour from the officers at the station in London to some of my colleagues at my current station. 

I moved to a new station with a new team after my tutorship period ended and I was signed off and became an independent officer. However, the new team was not as cohesive as my previous team and there was occasionally an atmosphere of hostility between the officers, I was told that this was due to my new team having recently undergone a significant change due to an outflow of experienced officers, who had left for other positions within the Police service and these practised officers were subsequently replace by the likes of myself, officers who had very little service or experience..

The first few months working with the new team in the response room were a little awkward and unfriendly at times, very few of the officers seemed to get along with each other and would only speak to each other when it was necessary and when they did, it would only be for work-related issue. Throughout the initial period the team’s behaviour was for the most part very courteous and professional, it was when bonds were forming things began to change. The fusion within the team increased, as it did the teams confidence to talk more openly and freely, the conversational themes widened to include such topics as officers’ private lives, and somewhat opinions on topics that were not always associated to our role.

After the team began bonding, I started to hear some mildly inappropriate comments from officer, but on occasion there was also a few comments made that I felt were undeniably inappropriate. The more severe remarks were thankfully infrequent and although I did feel that they needed to be addressed, at the same time as a probationer or ‘newbie’ on the team I feared I would be ostracized by not only the officers in my team, but also from some of the officers from other teams at the station, the issues began to cause me some minor anxiety which transferred to my personal life.

My status within the squad grew over the following few months, and I felt I had the nerve to directly challenge some of the more risqué comments made by the individual officers. I was taken aback by some of the reactions I received when I spoke with the said officers; I was typically met with hostility, and my peers dismissed the inappropriate remark as harmless banter. It was even suggested to me on more than one occasion that the person making the comment was just doing so to assist them cope with the pressures and stresses that they must deal with in their capacity as a police officer. Despite the fact that I cannot support inappropriate remarks or poor behaviour by police officers, I started to empathise and realised that I too had also made remarks that may have offended without realising it at the time. “Black or gallows humour has long been recognised as having therapeutic value, particularly when used by individuals dealing with traumatic incidents” (Christopher, 2015), this article goes on to explain that dark humour is used frequently by emergency workers and that it is a bona fide way of coping, but that this type of behaviour can be alarming to newly recruited officers. 

I now see that the Police Officers' motivation for making sensational remarks was to decrease their level of stress rather than to intentionally hurt anyone. On some level, I can also admit that I was also guilty of doing the same without even knowing.
It is important that my colleagues and I are aware of who we are speaking to, who we are speaking about, and who else is listening. Serving Officers are not only expected to uphold the law, but it is mandatory that we abide by the standards outlined in the Code of Ethics.

“The Code of Ethics is a national code of practice, which defines core policing values and the standards of behaviour for everyone who works in policing” (Devon & Cornwall Police, N.D.). Officers that fail to maintain these standards be liable to reprimand or even dismissal from the service.

As a conclusion, I'll be sure to avoid normalising any negative behaviour from my peers or from myself moving forward. Instead, I'll work to spot when the standards fall short of what is expected, even when I am encounter with opposition, as I have a duty to question any behaviour that I deem to be improper, and I will do so, but I will also monitor and address my own behaviour as required. I will seek out advise from other colleagues who I believe trustworthy and who themselves uphold the same principles as myself them expected by the Police service, this will not only present me with another person's point of view but discussing such matters in confidence with a peer or supervisor can provide me with a level of support which can only be positive to my wellbeing. “Working in a supportive and cohesive team can protect us when we’re working in high stress and high-pressure environments” (National Wellbeing Hub, N.D.). This article states that It’s important for colleagues that are sharing the same feelings or concerns should support each other. This should be done by talking through the problems, and by doing so will assist with not only helping to address and resolving the issue, but it will also prevent the problem from being taken home by the employee and prevent work related issues becoming personal issues.
(1323 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:

For this essay I will be using Borton’s model of reflection to assist me with explaining and analysing the events that took place during the following incident. I will describe what took place, what decisions I made, what went well and what didn’t. Through Borton’s model I will look to learn from the incident so to develop my abilities for future incidents.

I was listening to a live incident on my radio as my colleague and I were travelling to a non-emergency incident. According to the live reports, the incident began when a woman in distress called our control room to report that she had receiving a text message from her partner in which he declared his intention to commit suicide. The male had not revealed the location of where he planned to carry out the act, but due to a previous threat to harm himself in which the male had provided a specific location, the female went to this area on a hunch and was able to locate her partner.

When the female arrived at the forest, she stated that she could see her partner attaching a metal wire which had been fashioned into a makeshift noose to a tree branch, and she could see her partner was readying himself to commit suicide. The female intervened causing her partner fled in his vehicle taking the noose with him. It was at this point that the female had called the emergency services and two officers were tasked to immediately attend the area and locate the male. 

I could hear that our bronze inspector was considering calling for an Operation New York (Op New York), but at the time it was decided that it was too late due to not having a confirmed direction of travel for the male. An Op New York is a South Wales Police codename for when a supervisor believes there is an immediate threat to life or serious harm and further assistance is required. Any officers on duty from any sector who is not currently committed to an incident will be expected to attach to the Op New York incident and attend immediately.

Although I was not involved in the incident at this time, I continued to follow it over the airways, I could hear that my colleagues had arrived at the scene and were speaking to the female. The attending officers informed control that the male does not live in our area, and it is most likely he is going to return to his home address and asked that officers from the relevant sector attend this address to sight the male, both of the officers then immediately detached himself from the incident. It was at this point I made a THRIVE assessment of the incident.

THRIVE stands for Threat, Harm, Risk, Investigation, Vulnerability and Engagement. THRIVE methodology is a recognised technique in policing and is used by a number of police services around the country. (Warwickshire Police, 2019). 

A THRIVE assessment is used by call handlers in the Police control room, it helps them decide how to grade and allocate 999 calls they receive. As Police officers we can make a THRIVE assessment ourselves with the information we have for any incident. With the information I had regarding this incident I made the following THRIVE assessment: -

Threat – Male stated he would take his own life; and made a physical attempt to carry out the threat.
Harm – To himself and it is likely that he will take his own life.
Risk – High risk.
Investigation – At this time it is to locate male and safeguard.
Vulnerability – Mental health, suicide markers.
Engagement – Locate and make contact with male in person, but on the phone if he cannot be found.

After making my THRIVE assessment, I spoke with my sergeant on a private radio call to discuss the situation. I shared my THRIVE assessment with him and expressed my concerns that our officers had detached themselves too soon from the incident, had not conducted a search of the surrounding area and had not immediately circulated the vehicle's details. Although my sergeant was not fully aware of this incident, he had the same level of concern as myself. Whilst I had been discussing the incident with my sergeant, I heard through my colleague’s radio that the male’s vehicle had just been spotted by an Automatic Number Plate Recognition (ANPR) camera system a few miles from our location, and the information indicated that the male’s vehicle was heading away from our location, I immediately attached my colleague and I to the incident and began to follow the camera hits. 

The National Police Air Service (NPAS) helicopter was launched by the request of the bronze Inspector, this is an indicator of the seriousness of the incident. Although the inspector would not have been able to put a value on human life, the Inspector would however have to defend this decision due to the high expenditure incurred with the deployment of a helicopter.

NPAS is a nationally managed, regionally organised service to deliver vital air support to forces locally. It operates under a National Collaboration Agreement covering all the police areas in England and Wales (Lancashire Constabulary, N.D.)

The vehicle was located by NPAS in an isolated car park near the coast and had directed two near-by officers to the location. Information was posted over the air which stated that all other units could stand down, although I had now been detached, I continued to read the live log for the incident on my work issue laptop. The live log informed me that two officers were with the male and his vehicle, but I had some reservation as I could see that both officers were very inexperienced, the NPAS pilot showed the same concern by stating that he was going to stay above the vehicle until officers on the ground had full control of the male and the situation.

I used the airways and requested that the control room operator re-attach my colleague and I to this incident, and that we would attend the location of the vehicle to assist if required. I also asked the operator that they keep me informed of any developments such as the male driving away in the vehicle. I informed control that the male would have to drive our way as he had stopped his vehicle in a dead-end car park and that I would block the road using our vehicle if necessary. We arrived a few minutes later and my concerns were confirmed, I could see that the male was sat in drivers’ seat of his vehicle and that he had possession of the ignition key, I could also see that the officers had placed their police vehicle in the path of the male’s vehicle, but it was only partially blocking the males exit.

I observed that the male was communicating fairly well with the officers, so I took a step back so not to interfere and possibly harm the rapport. I talked to my colleague and instructed him to place our police vehicle behind the male’s vehicle so to restrict its movement and prevent escape, I did this because I got quite concerned when the male kept making motions towards the ignition key as if to start the engine, I was unsure if the other officers were aware of this movement.

My next priority was to obtain the ignition key without prompting the male to flee. I discreetly advised an officer who was interacting with the male to reach through the open window and retrieve the keys. I emphasised to the officer that he does not ask the male for the keys, but that he takes them by surprise. Strangely, the officer asked the male for the ignition key, this caused the male to start the vehicles engine and make an attempt to flee, I considered using justifiable force and smashing the side window with my baton, but after a few moments of pleading the man turned off his engine and handed the officers the keys.

My next intention was to use police powers to end the incident, I did this by evaluating all the events and information through the National Decision Model (NDM) and assess what options were available to me. “The NDM is a police framework designed to make the decision-making process easier and standardised” (The Open University, N.D.) The open University explains the stages of the NDM, and when used correctly it enables an officer to make the right decision at any time. I also considered the males human rights and his right to freedom so to make sure that they were not infringed.

We all have the right to personal freedom; to move around and not to be locked indoors, However, there are times when this right can be taken away; if we’re arrested, imprisoned or detained under the Mental Health Act. (Mental Health Foundation, 2021)

I informed all officers of my decision, and that the male was to be detained under the Mental Health Act, and that my rational was that he male was a danger to himself, attending officers, and to the general public, this was due to the male actively trying to harm himself, and later attempting to flee from officers in a vehicle, which would have been a high risk threat to other road users. An officer advised the male he was now detained under the Mental Health Act section 136 “Section 136 is part of the Mental Health Act and gives police emergency powers” (Rethink Mental Illness, N.D.)

Once the male was informed of his detention officers forcibly removed him from the vehicle and placed him in handcuffs, he was subsequently taken to an appropriate facility for a mental health assessment. After the male was told of his detention officers forcibly remove him from his vehicle and then placed handcuffs on him so to limit his actions. The male was then transferred to an appropriate facility for a mental health assessment.

Now that I can reflect back on this situation and see what went right, and what went wrong and what I would do differently. I feel that I should not have wasted time calling me sergeant on a private call, I believe that I did this to avoid raising my concerns regarding the incident  over the open airways which may have been interpreted as a criticism of the officers who initially attended the attempted suicide, but I now see that the severity of the incident was much more important than the feeling of the other officers.

On my attendance to the car park, I quickly sensed the other attending officer’s inexperience and feel that what happened with the keys and the risks posed I should have taken full control of the situation immediately.

The positives I can take from this incident is that I am satisfied with my initial THRIVE assessment which I had made prior to the bronze Inspector’s assessment, and before NPAS was deployed. My THRIVE was correct and it justified our actions throughout this incident. I believe the choice I made to re-attach my colleague and I to the Incident after being stood down was a good decision and was a warranted use of Police resources. This was an incident that gave me not only job satisfaction but also it was an incident that I learned a lot about my own abilities, I was able to guide and help two inexperienced officers with my somewhat imperfect skills which aided with the male leaving the scene alive and unharmed.
(1926 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:

This essay will describe the understandings of team dynamics and its effects on the police service, it will explore how team dynamics impacts both individuals and an entire team. It will assess models and theories to determine how they may help Police teams form strong bonds and reap the rewards that follow. I'll discuss how a team's dynamics might be negatively impacted by bad teamwork, and the results could include unsatisfactory service from Police officers to the public. It will look at interpersonal conflict and how to recognise the warning signs, how to prevent it, and what strategies may be used to help resolve the issues. I'll start by looking at how team dynamics is defined in order to better comprehend it.

“Team dynamics are the unconscious, psychological forces that influence the direction of a team’s behaviour and performance” (Team Technology, 2022). According to Team Technology (2022) team dynamics are determined by the nature of the team’s work, the environment, the different personalities of the people within the team, and how the team members interact with one another.

Positive team dynamics can be influenced by many factors, and the list is not exhaustive. Nonetheless, cohesive teams are more likely to succeed when their leaders are effective and fair. The leader of a team does not have to be overly controlling but he or she must get to know the members of a team and have trust in every one of them. In order to find solutions and win support, team members must frequently interact and voice their opinions on problems inside the group, and by resolving these problems, the group will function better as a unit and produce better work. No matter their position, team members will need to be aware of their respective roles and responsibilities to achieve the objectives and expected workflow required. (RallyBright, N.D.).

A negative team dynamic occurs when individuals or groups within an organization exhibit behaviours that undermine each other’s ability to perform effectively (Quality Gurus, 2018).

Quality Gurus (2018) explain that this type of conduct “is destructive, not constructive”, and negative dynamics will reduce employee engagement and impede work output, yet there are warning indicators to look out for, such as domineering, overpowering, or unwilling team members. Supervisors must recognise the warning signs of poor team dynamics and take appropriate action to solve them, such as team members blaming others for problems that are actually their own and team members who are unable to accept criticism or who are unable to address their own shortcomings.

Inter-personal conflict is a major contributing factor to negative team dynamics, “interpersonal conflict is a disagreement in some manner between 2 or more people. The disagreement can be physical, mental, or emotional (Lifehack.org, N.D.). According to Lifehack (N.D.) conflict may occur in any area of our lives, including the workplace. While not all conflict is negative, it must be handled properly in order to produce good outcomes. Establishing guidelines and rules will help all parties involved resolve the problem in a way that will be beneficial to everyone involved.

Lifehack (N.D.) states that there are three types of inter-personal conflict in the workplace, they are as follows: -

· Policy Conflicts - This occurs when two or more parties disagree on how to handle a situation; it typically occurs when one party is adamant that their viewpoint is correct and will not be persuaded otherwise. Conflicts of this nature can occur in every area of our lives.

· Value Conflicts - Everybody has unique or varying values, but value conflict arises when a person's own values are put to the test in a situation. This is similar to policy conflict, but because the individual is guided by their values, they may come across as being highly stubborn. Because people's values are more deeply ingrained, value conflicts are more difficult to resolve.

· Ego conflict – This happens when there are power struggles, no one wants to admit they are wrong, and attention is diverted from the real problem. Resentment can develop when a person feels they are being taken advantage of, which can lead to confrontation.


To minimise any disruption to the volume of work output and of the quality of work, supervisors and management must be able to recognise conflict warning indicators and take prompt action to resolve them. (Thang, 2021) says there are seven rules for dealing with inter-personal conflict at work, these rules are as follows: - 

· Acknowledgement - As soon as you can, acknowledge the conflict since the longer you wait, the worse the problem will get.

· Open lines of communication – Reach out to the other parties, talk about the issue, and cooperate to achieve at the same conclusion.

· Focus on the problem, not the other person - Focus on fixing the problem and not on the other person or persons involved. Try to avoid taking the situation personally; it rarely happens that way.

· [bookmark: _Hlk130206997]Stick to the facts – Uncover the cause of the conflict but keep your attention strictly on the facts.

· Meet face to face – Avoid using email or other virtual means to settle disputes; instead, choose a time and a location where there won't be any interruptions. Dealing in person will help you build rapports with the other parties.

· Pick your battles – Don't get caught up in worthless endeavours that you can do nothing about; instead, focus on essential concerns that you can or are more likely to be able to handle.

Thang Nam (2021) concludes “Creating an action plan based on these ground rules will help you create a team-oriented environment at work where everyone can thrive”.

Understanding each team member's personality and temperament is essential for maximising work performance and creating and maintaining an effective team cohesion. The following are some examples of models that have been developed over time to help support and understand team cohesion.

This first model helps to spot dysfunction within a team, it is named Lencioni’s 5 dysfunctions of a team. The five-stage pyramid that Patrick Lencioni created and published in 2002 allows the user to understand and address issues within a team’s dynamics. Lencioni's table is seen in the figure below.

[image: Diagram

Description automatically generated]
Lencioni’s pyramid model.

Lencioni’s model is designed for the user to start at the bottom and work through each segment as follows: - 

· Trust – Employees trust one another.
· Healthy Conflict – Employees engage in healthy and unfiltered conflict around ideas.
· Commitment – Employees commit to decisions and plans of action.
· Accountability – Employees hold one another for delivering against the agreed plans.
· Results focus – Employees concentrate on the achievement of collective results.

“Trust is the foundation element because it is only with trust that team conflict can be possible” (McMahon, 2018).

A model that aims to forming team cohesion is the Tuckman Tool, this was created by Bruce Tuckman in 1965, the stages are shown in figure below;

[image: Diagram
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Tuckman’ development tool.

Tuckman’s tool consists of five stages, which are the following: -

· Forming – A team is formed; everyone is polite and on their best behaviour.
· Storming – Conflicts and frustrations begin to occur, guidance is required.
· Norming – Differences begin to get resolved; leader become respected.
· Performing – Team progression and satisfaction, tasks are delegated, and new problem are solved as they appear.

Though Tuckman presented the different phases as a linear model, it is important to realize that in practice, the phases are rather fluid and group formation is not always a linear process. (Wageningen University & Research, N.D.)


If a Police team has poor team dynamics or lacks team cohesion it will eventually result in mistakes and/or poor judgement, but it can also lead to officers not adhering to Police Professional Standards. Individual officers must be careful not to let problems within their team interfere with their performance in their highly responsible role as a Police officer, but they also have a duty to report any such conduct they observe. While all of the standards outlined in the Code of Professional Standards must be followed, it is the challenging and reporting of improper conduct that will not only safeguard the public but also ensure that the reporting officer is not complicit in such acts and is actively working to uphold standards. While dealing with crime or vulnerability, officers must work as a team, putting differences aside, concentrating solely on the specific goal and completing it in the manner expected of them as Police officers. “The public have the right to expect the police service to protect them by upholding the law and providing a professional police service” (Local Goverment Association, 2018)

In conclusion, poor team dynamics or interpersonal conflict can only have a negative impact on the quality and volume of work output, but this behaviour within the emergency services may have deadly consequences. Positive team dynamics and team cohesion do not happen instantly; it will take time for individuals to settle and grow.

A manager or team leader can anticipate prospective problems within their team by using a dysfunction model, like Lencioni's, and or a cohesion model, like Tuckman's, so that problems can be eliminated as they arise. This leads to a team that functions well together and pursues the organization's objectives.

A team's leadership must be effective for the position; ineffective leadership will only breed discontent and conflict within the team. The team leader must be aware of his viewpoint on particular issues and address them appropriately but fairly. It is crucial for leaders to keep an eye on their teams, look for problems, and address them as soon as they arise in order to prevent problems from getting worse. Each team member needs to receive proper training, and the team's leader must make sure that nobody falls behind or is excluded due to a lack of skills or knowledge.

Teams within the Police service endure rapid change, including the leadership. As a result, it is the duty of every team member to bring to highlight problems in a professional and ethical manner. Being a member of a team involves cooperating well and achieving the specific objectives that are required of them. 
(1672 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 essay will examine and explain how information, intelligence, and efficient road policing are used to prevent and disrupt the more common crimes. It will describe how Automatic Number Plate Recognition (ANPR) operates and how effective it is at both preventing and investigating crime.

Criminals are sometimes very enterprising individuals who try to infiltrate into society for financial gain. They also adapt their criminal behaviour to fit their surroundings, and the transport network is no exception. Since the creation of roadways, criminals have used the network to carry out or aid in illicit activity. Highway robbery on the roads near cities was a big issue in the 18th century, and new laws were passed to address this crime's rapid rise. One of which included the Bow Street Patrol, which was created in 1763, but another major change was that the Justice of the Peace (JP’s) would no longer issue a licence to Taverns or Inns that provided the highwaymen with a safe haven, (BBC Bitsize, N.D.). These incidents serve as a perfect historical depiction of how lawmakers have changed laws in the past to combat crime and lower crime activity on the roads. These changes to laws and Police powers continue to be made today but are done so at an alarming rate, as criminals are developing new, and much more sophisticated methods to carry out crimes and take advantage of the vulnerable.

Road networks in the United Kingdom (UK) have been growing year on year, as of April 2021 there was a recorded increase of 2,600 miles of roads built between 2010 and 2021, which took the total of route miles to over 247,000, and this does not include lane miles (Chartered Institution of Highways & Transportation, 2021). Along with road growth the number of cars on UK roads is also increasing, in 1994 there was over 21 million cars registered in the United Kingdom, the number of cars has increased ever year apart from a slight decrease due to the global pandemic, (Yurday, 2022) 

The UK's road networks are continuing to expand as is the number of vehicles, this is making it more difficult for the Police service to deal with traffic offences effectively and raise driving standards for other road users and vehicle safety. Additionally, there is a challenge to stop other criminals such as Organised Crime Gangs (OCG's) from using the road network for more serious crimes. Response Police Officers and Police Community Support Officers (PCSO's) can support road traffic officers by conducting proactive policing when time restraints allow. Response officers have the same powers as traffic officers and are able to issue tickets for motoring offences and summons to court. PCSO's also have a limited authority which allows them to issue tickets for the minor offences such as parking on yellow lines and blocking access. However, both of these resources can help road traffic officers with other demands such as attending and dealing with minor Road Traffic Collisions (RTC’s) in their place thus freeing up the traffic officers who are able to then continue to patrol the roads and deal with more severe crimes.

A main advantage to roads policing and catching criminals was the creation and installation of the Automatic Number Plate Recognition (ANPR), it has transformed the handling of traffic offence and assisting with crime prevention in the UK and other countries around the world. 

The ANPR system was invented in the UK by the Police and Scientific Development Branch in 1976, trials systems were first installed on the A1 and M25 roads, and the first recorded arrest linked to ANPR was in 1981. (REG LOCKER, 2021)

REG LOCKER (2021) explains that on UK roads, ANPR works by using high-speed images to capture the registration numbers of passing vehicles. These registration numbers are then cross-referenced against a large database, which checks the vehicle details to ensure that it complies with regulations such as insurance or MOT. However, it can also flag vehicles that have been marked as being used or involved in a particular criminal activity, and the user of the vehicle may be wanted. The system then alerts the user when necessary so action can be taken. These markers can be put in place by Police officers or dedicated staff and are called Action Markers (ACT), the ACT marker may be placed on a vehicle for a multitude of reasons.

ANPR can also be utilised after an offence has been committed, along with any available CCTV, the ANPR system can be examined, and the movements of a particular vehicle can be traced by any ANPR hits that have been captured on the system, which can assist with the progression of an investigation. Such an example would be of a Swansea landlord who was killed by his tenant in July 2015, the killer transported his victim's body to a location in North Wales in the deceased's own vehicle. Officers examined the ANPR images to identify the direction of travel which was through secluded roads, and officers were able to see the killer’s exact route to North Wales. With the information from the ANPR system officers were able to obtain and view CCTV from locations along the route that the killer used. This information enabled officers to arrest and charge the killer, but also locate the remains of his victim which may never have been found otherwise. This information along with other evidence convicted the tenant of murder and the police praised the technology, “Police in South Wales have revealed how remarkable CCTV and numberplate recognition cameras helped them track the killer as he fled the country” (ITV, 2017)

The college Policing of state the advantages of using ANPR as the following: -
· locate lost or stolen vehicles.
· identify the movements of a vehicle(s) involved in a crime and information associated with vehicle(s)
· research the movements of the victim’s vehicle to assist with victimology.
· research alibis
· identify the vehicle(s) in a particular location during particular time periods to assist in identifying a suspect, potential victims, or potential witnesses, for example, linking crimes or identifying witnesses to an incident (College of Policing, N.D.)
College of Policing (N.D.) warns that officers must be conscious that ANPR traces the movement of a vehicle, and the movements of an individual, and that any marker placed against a vehicle is backed up with reliable intelligence against the National ANPR Service (NAS).

It has been vital that the Police service continues to progress, and along with technological advances such as ANPR, it is important that all UK Police forces creates and develop a multi-agency approach strategy. This approach is to disrupt and catch criminals, committing crimes such as human trafficking, county lines drug smuggling and child sexual exploitation, the National Police Chiefs Council (NPCC) is such an organisation that does this.

The NPCC brings police forces in the UK together to help policing coordinate operations, reform, improve and provide value for money. Some of the biggest threats to public safety are national and international. We have a collective strength by coordinating the operational response across forces. (NPCC, N.D.)
NPCC (N.D.) explain that their role is to co-ordinate national operations, by working with other agencies such as the Nation Crime Agency and border control when necessary. They deliver counter terrorism policing using the national road networks to apprehend criminals and reduce criminal activity. The NPCC also works with the college of policing to provide training to foster joint national approaches to criminal justice.
While the ANPR has become invaluable to the NPCC and other departments in their development and approach to policing. They like the rest of the police service rely on information and intelligence (intel) provide to them from the public. The Intel can come from many opportunities such as when a member of the public provides Intel directly to a Police officer or more commonly to a PCSO’s who will have built up trust and rapport within the community are that they engage with.

Another invaluable source of criminal intelligence will come from a person who themselves is deep-rooted and involved in criminal activity, these people are named by the Police service as Covert Human Intelligence Source (CHIS).

Participation in criminal conduct is an essential and inescapable feature of CHIS use, otherwise they will not be credible or gain the trust of those under investigation. (Gov.UK, N.D.)

Gov.UK (N.D.) Describe how a CHIS typically engages in some type of criminal activity but offers invaluable information in exchange for money. The use of this information has prevented threats to human life, led to the capture of significant organised crime gang members, and more. Due to the information obtained from their registered CHIS, the Metropolitan police detained 3500 people in a year and stopped 30 terrorist threats to human life.

After Intel is received from a CHIS it must then be processed, analysed and graded for reliability, the Police service use the 3x5x2 national intelligence model (NIM): -
 
[image: The 5-minute guide to the intelligence grading process and its application  in OSINT]
National Intelligence model (NIM) 3X5X2

The NIM enables information to be managed through different points of the decision-making cycle, generating intelligence to act on 

· Setting strategic direction
· Making decisions through the gathering of information
· Allocating resources
· Developing tactical plans
· Tasking and co ordinating activity (Kenning, 2020)

Information processed through NIM and then deemed useful to be released can then be used to gather further intelligence, which may confirm or deny the original information’s validity. The released Intel is forwarded to the relevant department, who are usually directed to further develop the information or it is used to back up information held by that department. Intel can also be used to inform a certain department that they need to stay away from a particular person or group as the person(s) is being investigated by a dedicated department, so officers do not disrupt a covert investigation.

To conclude, roads policing is crucial to not only policing the traffic, but they are a vital part of the multi-agency link to prevent criminals utilizing UK roads to commit and distribute their criminal activity around the country. The ANPR system and the continual technological advances are necessary to police the ever-growing road network and keep the police service up to date with the ever-changing techniques, and lengths criminals will go to and take advantage of vulnerable people. 

Sources such as a registered CHIS must continue to be being utilized so to gather information and intelligence, as this data provided is used to save help save lives and apprehend criminals. The information obtained from a CHIS must be evaluated effectively and rated for reliability before being forwarded to the appropriate agencies, who must collaborate and develop strategies to continuously thwart criminal behaviour. 
(1774 word)

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 


Case Files/CPS
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10

10
	Low 
1-4 
	Med 
5-7

7 
	High 
8-10 
	 


Several months ago, my role has changed, and I became a neighbourhood beat manager with the NPT department. This role although rewarding itself provides little support for the ever-changing file work required for case files, and I can see already that I am falling behind.

I am due to be re-join a response team shortly where I hope to develop my case file skills. 

I will also aim to complete a further HUB attachment when my probation period is over so to develop my case file skills even further

	SKILLS 
 
 
Engaging with victims and perpetrators
 

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

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

9
	 


This area is where I still feel is my best strength. I have continued to deal with conflict situation by using verbal communication effectively rather than have to resort to physical use of force.

	EXPERIENCE


Stop/Search 
 
 

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

10
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

8
	 


For some time, I was lacking the experience of conducting a stop search that would hold up to scrutiny. My role in NPT has provided me with the opportunity to action several stop/searches to develop and conduct the search in accordance with PACE 1984 and follow the GROWISLEY acronym.
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