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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:


A police constables role can be extremely demanding with high volumes of calls and can have an effect on our mental health and wellbeing (HMICFRS, 2018). Some calls can be sensitive or can have so much information that it becomes overwhelming. After attending an incident, there is paperwork that must be completed for every call that we attend. This paperwork can differ from incident to incident. The paperwork has to be completed to a high standard, but sometime this paper is not completed directly after the incident. This could be because there had been another incident that needed attending. This then causes paperwork to back up and could lead to not been completed to the highest standard possible. Whilst dealing with the demand from the public, police have to manage they’re own values and moral principles that meet with the police forces expectations. 

This workbook will highlight key areas such as organisational culture in the police force. How organisational culture has a positive or negative impact on police officers. I will also explain the strategies that I have in place to support my resilience and wellbeing. 

Organizational Culture can be described as the values and expectations that inform team members what is expected of them (Wong, 2020). With a positive organizational culture this can lead to having a positive team. Where the team members are positive and have belief in the organisational culture this can improve performance (Agarwal, 2018). For example, within policing if the team members have a positive impact and belief in the organisational, this can lead to a better service to the public and communities but can also streamline the police force and work towards to the same target. 

Gwent Police force has in place the Police Code of Ethics. The Code of Ethics details the principles and standards of behavior expected by every member of its police force (College of Policing, 2014). These are the rules that are set in place that I must obey by. Some of the codes of ethics are like the roles that I have had in pervious jobs. For example, leadership, fitness for work and challenging improper conduct. These codes share the same values as a retail manager. I also found that the code of ethics has supported me outside of work with life experiences such as being a husband and a father of two young boys under the age of three which can be difficult and stressful on times. I have found that dealing with previous life experiences outside of work has helped develop myself into the officer that I am today where I can be confident in my work and the impact that I have on the members of the public.  

I understand my role as a police constable and what expectations are set out for myself and my colleagues. I do believe that strong leadership falls under organizational culture (Tanner, 2022). Having a strong leader can influence the team to stay positive and help them through times of uncertainty. A strong leader listens to concerns and coaches and mentors to bring the best out of the team. Having a strong and experienced sergeant on shift has a positive impact on the team. The sergeant had gained trust from his team members and belief in the values of the Gwent police vision (Cuthbert, 2022). With the team members having belief in the sergeant and the sergeant having belief in the organizational culture, this then has a positive impact on all platforms and the output being a positive interaction with local policing (Schein, 2010). 

A research study suggests that 1 in 2 members of the public believe that police officers are trustworthy in March 2022, which is an improvement on the year of 2021 (IPSOS, 2022). 

Where a positive organizational culture highlights the benefits of performance, behaviors and service. There is the opposite side where organizational culture has a negative effect. The key drivers for a negative organizational culture could be lack of training. This can impact the organization where the team members have not received the adequate training and either do not understand what is expected of them or where they understand the expectations but lack the belief in the vision of the organizational culture (Gardner, 2021). I found that the will skill matrix would be a good example of where issues could identify within a negative organizational culture. Another aspect that can affect the organizational culture would be high staff turnover (Benstead, 2021), especially within policing where new student officers are struggling with workloads or completing university work. This had a negative effect on myself and placing more pressure and stress on me to manage my workload. Which can lead to mental health issues and sickness (MQ Mental Health, 2018). 
Another impact on negative organizational culture would be where some team members have not obeyed by the values and vision of the force and had gone against the code of ethics. For example, Gwent police had been in the media recently due to whats app groups (Lodge, 2022). This does not only have an effect on the force itself and damages reputation and organizational culture but for team members that use such messaging platforms. It can cause further stress and fear to them due to being in social media groups outside of work and can lead to potential messages sent that are out of they’re control. This can result in that person leaving such groups and distancing themselves from friends and families. In a wider picture this can also affect the public and they’re trust with the police force. 

Gwent police force has now been proactivity promoting the importance of health and wellbeing especially after the recent lockdowns due to covid 19 (College of Policing, 2021). I have researched how trauma can affect you in different ways and what support there is within the police force.  This also links back to having a strong team leader that engages with they’re team and is able to identify the signs if someone has been affected by trauma. There are also different types of support within policing that can aid trauma and different issues that could occur. For example, the Oscar Kilo website supports police officers and staff (Oscar Kilo, 2022).  

The strategies that I found that help me combat stress and manage my own wellbeing are taking the dog for a walk. Research suggests that that walking is a positive stress reliver (Bumgardner, 2004) This enables the brain to produce endorphins that is a feel-good chemical to combat stress (Cafasso, 2017).  I found that even taking my children out to play or learn to ride a bike has had a positive impact and helps me reduce any stress that I may have (Jana, 2022). 

I feel that by having a positive leadership and a full understanding of the purpose and vison of the organizational culture set out by Gwent police force and adhering to the codes of ethics. This will lead to a common purpose and a goal of preventing crime, protecting the public and improving the public’s confidence 
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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:
 
The National Decision Model (NDM) is a decision model that is used by Police Officers when making difficult decisions in challenging situations.  The NDM ensures all decisions that are made by the police officers are consistent and justified. Within the NDM there are six topics to be considered during an incident and afterwards when reflecting upon the incident and the actions taken. Within the center of the NDM is Code of ethics (College of Policing, 2014). The last part of the NDM is about reflecting on the actions taken. You can establish to see what went well, what could you have done differently and most importantly the Police Code of Ethics was followed throughout the incident (College of Policing, 2014).
Within this workbook, I will explain how I used the NDM in the incident that I had attended with my colleague as part of my response role.  In regard to the incident, I will explain the detail of a male who was verbally and physically challenging and threatening towards myself and other team members.  
I was placed into the call for a domestic violence incident, my colleague had stated that this male is well known and is a large male, he can be extremely aggressive and to proceed with caution. This incident happened on a Saturday night, I found that weekends tend to be linked with either alcohol or drug related issues (Lau-Barraco et al., 2016).  I was under the impression that it could relate to alcohol and controlled substances incident. These can have a huge effect on the incident where the male could present different types of behaviors and could also be a concern for himself. I proceeded to gather as much information as possible to provide an understanding of what I was attending. The first part of the NDM is gathering information and intelligence. This can be information that the control room has gathered from the reporting person, pervious incidents at the property and checks on the persons involved where they are known and what history do they have. This is a key stage of the NDM where officers can understand the circumstances of the incident (College of Policing, 2014). Whilst receiving the information it enables the officers to dynamically risk assess the incident. By developing a dynamic risk assessment it allows me to be prepared if the situation was to worsen (Emma, 2022).  If officers were not to gather information or intelligence at this point, it can cause serious consequences where officer safety and public safety can be jeopardized. 
Whilst on route to the incident I had contacted our control room and asked if there had been further updates since. The control room stated that the male in question had left the property and the female had escaped to a nearby friends’ property.  My colleague and I attended the address where the female was residing and had gathered further information of the incident that had took place. During this time, I asked open questions. Asking open questions can aid in getting a full conversation, where asking closed questions may only lead to one-word answers (Leech, 2002). It came to my attention that the female had been subject to assault several times. I had taken photographs of injuries and gathered all relevant information as per the (NDM) that was needed at the time including a description of the male and direction of travel. My colleague and I safeguarded the female and her friend within the property. This was to ensure that there was not going to be any further violence until the male in question was located. This information was then pasted back to the control room and to keep a written log of the incident. 
Using the NDM, the second topic was to assess what threat and risks were present and developed a working strategy.  This part of the NDM allows my colleague and I to make a threat/risk assessment (Storey et al., 2011). My risk assessment, I knew that the male was nearby and hiding in another property nearby. I saw a crowd develop towards the end of the street. I could hear a male shouting from my position and my colleague, and I have immediately attended. My colleague stated that the male can be seen in the rear of the garden. It was nighttime, dark and extremely poor street lighting. There was intelligence on this male that he had previously been violent towards police officers. The male was behaving aggressively and violent manner and continued to shout abuse at members of the public and towards myself and colleague. Because of the way the male had presented himself and believed to be under the influence of alcohol and controlled substances. I felt that male presented a high risk towards members of the public and us police officers. We made the decision to wait until further colleagues to arrive before making an attempt to detain the male. By calling further officers this will enable us to get the male under control if the risk was still to remain high. This caused my colleague and myself to start the (NDM) again due to the ever changing situation. 
The third topic of the NDM is what powers and policies are in place for your action to be lawful and justified. Under Section 24 Police and Criminal Evidence Act (1984) (GOV.uk, 2017). This power gives me grounds to reasonable suspect that a crime had been committed and that I can arrest without warrant. Furthermore, there is also legislation for human rights. When arresting a member of the pubic you are taking away, they’re right to go about their normal business (Liberty, 2020). The evidence at the time was overwhelming and I had enough grounds to suspect that this was the male that was involved in the offence. 
When further police support attended. I updated them in regard to the incident that occurred and the risk this male is posing. A plan was formulated where we were able to detain the male and arret him for an allegation of actual bodily harm section 47 offences against the person act 1861 (Gov.uk, 2011). The male was escorted to police custody.   
The fourth part of the NDM is to identifying options and contingencies. This to identify what alternative options are there and if the original option does not go to plan, what further action must you take (College of Policing, 2014). The contingencies of the plan were that there were two authorized taser officers present to the incident and if it felt that the incident was getting out of handle then this could be an option.  I felt that the incident, from the moment I received the call, planning and sharing the information with my colleagues and eventually when arresting male went well and there were no further injuries suffered.  
The fifth part of the NDM is take action and review. This can be described as to implement the plan that had been decided by myself and my colleagues. I feel that this was evidenced within the incident as we made the decision and acted straightway with the information that was gathered (College of Policing, 2014.). The second part of this step is to review the incident and review the actions taken. This enables officers to express what had gone well and what can be improved if a similar incident was to occur College of Policing, 2014). 
Whilst all the topics of the NDM have been explained. Within the center of the NDM is the code of ethics (College of Policing, 2014). The code of ethics details the principles and standards of behavior expected by member of its police force.  
The incident was extremely challenging due to male aggressive behavior and other factors such as alcohol and miss use of controlled substances. Where he posed a risk to his partner and member of the public. The male was known to assault police officer, and I feel that if he was prepared to assault police officers what could he do to the members of public.  I believe that my actions using the (NDM) helped prevent any further issues occurring and helped resolve the incident in a manner that ensured every person remained as safe as possible. I am fully aware of the incident that happened that evening and due to witnessing past domestic violence incidents when growing up as a child, this could have had an effect on me. I had to use the NDM and code of ethics to maintain a high police standard and behavior which I believe that I had conducted (College of Policing, 2014).  
Reflecting on the incident, I made sure that the control room and sergeant was fully updated in relation to incident that took place that evening.  I made sure that the victim was up to date with appropriate markers on her home address as per policy, so that any further incidents, Officers are fully aware of previous incidents. 
After the male was conveyed to police custody I reattended the home address of the female where she provided a positive statement and also completed and submitted a Public Protection Notification (PPN) to Social Services and women’s aid to ensure the female received appropriate care and support following the incident.
The NDM is the most important tool for Police Officers and Staff. Not only does it stated that police officers and staff have to obey but the standards and behaviors set out by the code of ethics, but it is also a working tool to enable officers to effectively gather information, assess the risk, make a decision and take action. The NDM is a forever changing cycle (College of Policing, 2014). For example, if there all topics had been considered and it is prior to the take action topic and further information had been gathered. Officers can then start from the gathering information topic and work though the cycle again. This is in place to stop officers acting on impulse and potential lead to serious harm or conduct within the force polices (College of Policing, 2014). This ensures that we work though the incident in particular style considering all options. With the information available it allows officers to make decisions there and then. The NDM is a dynamic and ever-changing cycle that we start again at any point if the incident was to change at any point. I believe that this is the most important tool within policing to have in your toolbox. This tool allows the Police to complete their jobs to the best of our ability.
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Task 3

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

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

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

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


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




ANSWER:

This essay will evaluate the theories of team dynamics and explain how this can influence team cohesion. I will evaluate how relationships within a team can affect a person and teams’ performance. It will also consider how team dynamics within the police service can result in failing to comply with professional standards. 

Teamwork is defined as a group of people working together to achieve the same outcome (Tanner, 2019). For a team to be successful, they must demonstrate effective teamworking. This would suggest that that individuals within the team should have the best interests and focus on achieving the target or goal. For the team to be success full it first needs time to grow and develop so it can reach its full potential, especially where there could be change, for example a new person to the team. Bruce Tuckman an American psychologist proposed an idea of how a team would go through development stages, these stages are known as forming, storming norming and performing and adjourning (Stein, 2019). The first stage ‘forming’ is described as, individuals of the team that are unsure of their roles and what the target or goal that they need to achieve. The second part is ‘storming’, this would be considered as the most difficult stage whereby individuals start to challenge each other’s decisions. This can cause friction within the team and cause tensions to rise. The third stage is ‘norming’, this stage is where the team start to work together, where challenges have been sorted and there are no further tensions. The fourth stage is ‘preforming’, this is where the individuals of the team are working together and united to achieve the same common target or goal. The final stage, ‘adjourning’, at this stage the team should naturally progress to what is set out to be achieved (Mind Tools Content Team, 2022).

There is a theory on team dynamics, this was developed by Dr Meredith Belbin a British researcher. This theory would suggest that individuals of the team would assume different roles and once the roles were understood, they could develop the strengthens and improve on the weaknesses. This would theoretically take strengths from each individual and balancing out the weaknesses with the different strengths from each individual within the team (Mackechnie, 2003). Dr Meredith Belbin’s team roles model is made up of nine elements and formed into three groups. Action Oriented, People Oriented and Thought Oriented.  The nine elements of the team role are, the shaper, who maintains the team’s motivation and challenges them to improve, the implementer, who creates actions from individuals ideas, the completer, who supervises the team and make sure that all work completed is to a high standard, the resource investigator, who explores new ideas for the team to use, the team worker, who works hard and is proud of the team, the co-ordinator, who gathers information and set targets for the team and delegates workloads to team members, the plant who encourages new ways of working, the monitor evaluator who analyses options, the specialist, the team member with knowledge and experience to help support the team and its members (Moultrie, 2016). The perfect team would work with very little problems or issues. Every individual within the team would know the role that was expected of them and how they can achieve it. The individuals would be positive and feeling valued within the team. Unfortunately, this is not the case and many teams across different platforms or different companies do not always work and there can be problems. For example, the Arsenal football team in 2004 were unbeaten for 49 games and had won the premier league title (Waseem, 2022). Team members started to retire or leave to join bigger clubs. New players started to fill the potions where the old team players were, which cause disruption to how the team played. This then caused the team to start losing games and then turned fans against the current manager forcing him to leave the club. What caused this was the impact of change (Mccullough, 2020).

Regardless, if it’s a football team or a retail team on the paint department, all the aspects of the team are still the same. A team still needs a direction and purpose. A team without direction will often achieve nothing. By creating direction, you need to have a strong leader, a leader that can recognise the fails and then support the team to success. The leader needs to reassure the team members but also challenge them by setting targets (Iwata et al., 2023). Another reason could be change, some individuals do not agree with change, whether that is change in new team members or managers or could even be a change in a software programme that had been used for so many years. This can cause unwanted pressure and stress on individuals that would affect the team (Feldmann, 2014). It could be resolved by training needs if it was issues with new software programmes. A team can be more efficient when the team have been together for some time, the team members have built up the trust in relationships and understand one and other strengths and weaknesses (Healthfield, 2019). 

Challenging individuals within the team can be good and bad. When challenging, it needs to be constructive and have a positive impact. It can impact individuals in different ways. It can lead to a positive outcome, or it can cause a negative outcome causing a divide amongst team members and causing further issues for the team as a hole (Papeditor, 2018). If team members don’t trust in each other or believe in each other to recognise that it is in their best interests, it can cause conflict and the further the conflict grows and goes unchallenged, the further the tensions will rise (Brett and Goldberg, 2017). It is important for the team member to share they’re feeling and views even if other members have different views on the situation. This will allow teams to create alternative ways of working to help them achieve the target or goal set. 
 
One of the most important roles of the team is the team leader. The team leader should encourage openness and allow the team to talk freely about concerns that they might share. This will help boost team moral as the individuals feel that they are being listen to and feel appreciated by the leader, which will create a more positive culture (Harbour, 2011). Another important role for the team leader would be understanding what is needed by the individual, for example training requirements. This will help the individual develop as a person and allow them to complete more tasks. This then helps the team to move forward and become more effective. For the team leader, the understanding budgets and sales targets will help plan resources. This will help the team work more efficiently and are not over worked (Calnan, 2021). Understanding resources and not employing under the minimum staffing requirement to save money. This can lead to team individuals becoming over worked and over stretched, which could lead into sickness and mental health problems (Fries, 2018). 

Police forces have in place the Police Code of Ethics. The Code of Ethics details the principles and standards of behavior expected by every member of its police force (College of Policing, 2014). If police officers or police staff do not follow the guidelines set in place by the Code of ethics, this could lead to officers or staff member falling below the minimum expectation that they should be achieving. Within the Code of Ethics is honestly and integrity (College of Policing, 2014a). If a team member was to fail to provide information in regards to an incident that occurred in the police station between team members for inappropriate behavior or fails to challenge the behavior could lead to falling below the minimum expectations of the Code of Ethics (College of Policing, 2014a).  Another example would be if officers or staff were not to treat every team member with equality and would not let the person drive due to sex or race. This would then lead to falling below the minimum expectations of the Code of Ethics. It is paramount to have the Code of Ethics in place and have every officer or member of staff believe in the Code of Ethics. If officers or staff members were to choose not to obey by the Code of Ethics this could affect the members of public which would cause the public to lose trust and faith in the police. 
 
After completing research on teamwork and the theories of dynamic teamwork I have found that no matter what environment or company a team of individuals work at, teamwork is the most important part of any organisations. The theories suggest that if the team does not form a working relationship that they can trust and speak freely to one another then the basics of teamwork has fallen though. Best practise is for every team member to understand their role within the team and what support can be provide to them so they can meet the minimum expectation of the role that they are carrying out. Especially within policing, every officer should understand the Code of Ethics and what is required of them to complete this at a high standard or to the best of their abilities. If the standard was to fall within policing this could result in an increased crime and could cause members of the public to become at risk. It is important for team leaders to understand the role of the team leader and what support they can provide the team in delivering the set target. 
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

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

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

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




ANSWER:

This essay will explain how information and intelligence is used to disrupt prevalent criminal activity such as drug smuggling, Child Sexual Exploitation (CSE) and county lines activity through effective roads policing.  It will also explain how Automatic Number Plate Recognition (ANPR) is used as an effective investigative resource in disrupting criminal activity.

Information and intelligence is a major part in police investigations. The information can come from a single source such as volunteered information, this can then be used to build a bigger picture of the intelligence of multiple sources. When used correctly it can help to stop criminal activity (College of Policing, 2022). 

Information from a police force prospective refers to all information received, recorded and then processed for policing purposes (College of Policing, 2022). The information received from the source can be raw data that can include personal information (name, address, telephone number). This information will be evaluated though a police process that is then graded into intelligence. The process for turning information into intelligence is referred to as the 5x3x2 assessment model (College of Policing, 2022). It is a simple process, if the information is known directly or indirectly and if the source can be trusted and if it is an accurate account. The information is then graded to find out if it can be shared with other partner agencies.

Recording accurate intelligence allows the police forces to target certain areas and disrupt criminal activities. This intelligence is share with many teams within the police force such as (response policing, firearms unit, serious organised crime agency SOCA) (Info@rpmsolutions.co.uk, 2020). These teams can then target specific intelligence that relates to them. In regard to roads policing the areas that are targeted are the activities run by organised crime groups (OCG) using the road network. A OCG is a group of people that have been working together or with others in continuing in criminal activities that are for profit. These groups don’t necessarily have to be based within the UK (CPS.gov.uk, 2019). The criminal activities that are carried out can include, human trafficking, child sexual exploration (CSE), county lines and drug smuggling. The most common link to OCGs is county lines. County lines is where gang members would typically groom children or vulnerable adults into to smuggling drugs and carrying money around the country. The ‘lines’ is referred to as the mobile phone number that the gang member is using to organise the criminal activity (Bonning and Cleaver, 2020). The issue with this activity is that it can be difficult to resolve because the numerous mobile phones and people that are involved from different areas. This is all kept behind the scenes and normal hidden away from public view. 

Information can be developed from other sources within policing such as (CHIS) covert human intelligence source (Home office, 2016). A CHIS a person who can form a covert relationship with a person or be involved in gang like activity and gather information. This is regulated by the Regulation of Investigations Power Act 2000 (RIPA) (Home Office, 2020). Children can also be used as CHIS to seek information in the likes of child sexual exploitation. Under the RIPA act 2000 part 2 29C allows authorisation of children under the age of 18 years old to be able to conduct CHIS investigations (Gov.uk, 2021). 

Intelligence plays a crucial part in the disruption of the OCG world. As stated previously with information coming from single source, this can be members of the public giving information that notice suspicious activity within their local area, for example frequent visitors to an address or suspicious vehicles attending addresses or arriving late at night. This then leads onto roads policing and how they can disrupt the OCG network. The aim of road policing is though ‘Policing out roads together’, there are four topics, preventing harm and saving lives, tackling crime, driving technology and innovation, and changing minds. Whilst initially these officers account for the safety of road users and how the road network is used. The main area that I want to explain for this essay is ‘Tackling crime’ it refers to disrupting criminals that use the road networks for criminal gain (NRPC, 2022). This involves intelligence-led policing and proactivity searching for the criminals using the road network for profit. By doing this the intelligence gathered can be shared across different police forces and partner agencies to disrupt the OCG crossing over into different counties and going unnoticed (NRPC, 2022).

Road’s policing officers can use minor traffic offences as an effective way to use their powers to potentially stop OCG using the road networks. Road’s policing officers can proactively stop drivers of vehicle that are using mobile phones, speeding or not wearing a seat belt. These drivers can then be checked though the Police National Database (PND) (NPCC, 2010). This is a national information management system shared across all police forces. 

Another action used by roads policing is the use of unmarked police vehicles, these vehicles are not only used for traffic offences but can be used to stop OCG vehicles that are being used to transfer drugs, money or people around the country, where marked police cars can be seen from a distance and their presence is enough to cause suspicion of the OCG and allow them to take alternative routes (College of policing, 2016b). 

Other strategies used to stop vehicles is using the Driver and Vehicle Standards agency (DVSA) to assist with road checks being conducted (NRPC, 2022).

Another strategy to disrupt serious and organised crime is the use of the ‘menu of tactics ‘, this refers to the collation of a range of tactics and powers which are already available to the police and partner agencies (College of policing, 2016). The ‘menu of tactics’ was designed to assist police and partner agencies to disrupt criminality. There is four key words which are purse, prevent, protect and prepare. The menu goes into details of what tactics can be used what agencies can assist, for example driving licence interventions can be linked with the DVLA (College of policing, 2016b).  another would be stopping a vehicle with no insurance; the Insurance Fraud Bureau (IFB) will be able to check all relevant information. 

Police officers have a number of powers to allow them to search and seize vehicles. Some of these powers include powers to stop a vehicle Section 163 of the road traffic act (Gov.uk, 2022). A vehicle driven without a driving licence or insurance Section 165a of the road traffic act (Gov.uk, 2015). 

Roads Policing officers can use physical tactics to combat OGC activity. These tactics can include (TPAC) tactical pursuit and containment, stinkers, stop stick (Gov.uk, 2020). These tactics are based on information and intelligence and will be authorised by a police inspector in the control room. The police inspector with review all information and intelligence and process this through a threat, risk, harm assessment. 

The second part of the roads policing is the use of todays technology. Automatic Number Plate Recognition (ANPR) cameras. ANPR cameras can either be fixed on motto ways or junctions, or they can be placed in police road traffic vehicles. These cameras are designed to read number plates of vehicles that pass through the camera including vehicles used by OCGs, the data is then stored on a system called NAS database (College of Policing, 2013). A Police national Computer (PNC) marker can be added to these vehicles to flag these vehicles across the country. The ANPR camera then acts as a trigger and will alert if one of these vehicles has passed it (College of Policing, 2014c). If the vehicle has triggered a camera, it enables officers to attend the location and stop the vehicle under the police powers (Gov.uk, 2022). The ANPR cameras will also check heavy goods vehicle or large passenger vehicle that could potential be leaving the country (College of Policing, 2016). Another use for ANPR cameras is where a vehicle number plate has been cloned and used on another vehicle. Where the vehicle might be used in two separate parts of the country, is the number plate has been run through the computer if could flag that it is being used in another location. Other types of flags that could be added to the vehicles are no insurance, driving without a licence and intelligence for drug dealing. Whilst ANPR cameras are designed to not be detected by members of the public, these camera locations have been shared and OCG members where they could of been informed and could lead them to take different routes to avoid the ANPR cameras. 

Other cameras that can be used are facial recognition. This can be used to find faces of already linked criminals (College of policing, 2022). Due to these cameras being used in public places there is a lot of controversy about them (Dodd, Police and correspondent, 2022). This article describes that the facial recognition is a breach of the Human Rights Act (Equality and Human Rights Commission, 2018). 

In summary, whilst police traffic officer’s main role is to keep drivers and roads safe, they also play a major part in gathering information to submit as intelligence while patrolling the roads. Information can come from all different types of sources such as response police officers, CHIS or ANPR. This enables police traffic officers to review the intelligence and plan to take action and prevent further crimes being committed while using the model ‘menu of tactics’
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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 

Case files 
 
 
 
  
 
 
 
 
	Low 
1-4 
	Med 
5-7 

x
	High 
8-10 
	Low 
1-4 
	Med 
5-7 

x
	High 
8-10 
	 I had completed a few case files, but these case file have only been minor case files and straight forward charges. I would like to spend some time with the new case file team to become more confident in this. 

	SKILLS 
 
 English reading, writing 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

x
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

x
	 Carry on dyslexia meeting, reading slower, using the software that has been provided to me 

	EXPERIENCE 
 
 
 
 Making decisions 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

x
	High 
8-10 
	Low 
1-4 
	Med 
5-7

x 
	High 
8-10 
	 Some experienced team members have recently left the shift, I need to become more confident in the decisions that I make and to stand by them 
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