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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:

Within this essay, I will reflect upon the impact that organisational culture has within the police force and its impact on my resilience and wellbeing. I will take into consideration the potential risks that present when conforming to such culture and portray the strategies I have used to maintain a healthy and balanced lifestyle, keeping my wellbeing and resilience at the forefront of my priorities. Organisational culture refers to the study of group behaviour and management structure to improve understanding, thus improving organisational effectiveness and work performance (Mullins and McLean, 2019). Organisational culture affects wellbeing in positive and negative ways, these will be discussed in this essay.
Violanti et al (2018) identifies that policing is associated with high levels of stress from issues such as exhaustion and overcommitment to work, leading to burnout which can have a biopsychosocial effect on police officers. If officers are experiencing burnout, they will be less motivated to complete work to their fullest potential. Therefore, underperforming may leave the service user disgruntled, which could potentially lead to complaints within the service. This can add more stress and anxiety to police officers. It has also been recognised that police officers with high burnout levels are less motivated, their performance in work is worse and are more likely to leave the force (Gomes, Ribeiro and Gomes, 2022). I have experienced burnout since starting my role as a police officer, I felt stuck and unmotivated to work due to excessive pressure to complete tasks. However, it was imperative to me that I felt I could speak with my colleagues and seek support to manage my stress. As officers who are experiencing burnout feel less motivated to complete their workloads and tasks, this can lead to increased workloads for colleagues as further calls are divided out to the team, which can exacerbate other team members feeling overwhelmed or burnt out. Recently I have been told I need to complete an overwhelming number of tasks, which made my feeling of burnout exponentially worse with the increasing workload.
It is imperative that supervisors are supportive towards officers who are experiencing burnout as the alternative could result in the officer leaving the force and their workload being passed out to the rest of the team. I have personally had workloads from other officers who have left the team due to burnout which has added more pressure onto me. Davis and Silvestri (2020) recognises the fundamental importance of good leadership within policing which has a direct impact on wellbeing and resilience, in turn affecting organisational performance. Within a policing team, a competent and empathetic leader is needed to create a positive and resilient environment. Having a supportive and competent leader has helped me to take advantage of self-care opportunities when I have felt burnt out, ensuring I feel supported in times of high stress. Although this is not always possible due to high demand for senior officers in work, I have been able to go to other work colleagues which has had a positive impact on how I feel about the job, thus positively impacting on my wellbeing and resilience.
Miller (2022) discusses the importance of resilience within policing and factors that may have recently impacted police officer’s such as scrutiny from campaigns like Black Lives Matter, lack of trained police officers and the strain of COVID-19 on the force. The strain of COVID-19 also added stress due to being in close contact with members of the public, thus putting myself at risk. Moreover, the added pressure due to lack of trained and experienced police officers has left me in difficult situations where although I am relatively new, I have been the most senior at some very difficult scenes. This has put a strain on my mental health and proven difficult to keep a positive outlook. This has then negatively impacted my resilience and has left me feeling isolated and unsupported. Furthermore, research has shown that police culture is well known for excessive pressure to achieve results, frustration within the job and having a dark sense of humour which can lead to social isolation and an ‘us-versus-them’ frame of mind (Paesen, Maesschalck and Loyens, 2019). High pressure from senior management to ensure that officers conduct themselves correctly and in a manner that does not jeopardise the reputation of the force as a whole is understandable as one officer can make the whole force seem incompetent. However, this pressure from senior management is blanketed out to all officers, such as during the Black Lives Matter campaign, even to officers who conduct themselves correctly. This has sometimes led me to feel frustrated and unsupported as there is no positive reinforcement from managers when completing a job correctly or for surpassing expectations while dealing with an incident. Some officers may then feel it is pointless to exceed expectations and only do the bare minimum to ensure no backlash from upper management.
A study identified that policing is a high-risk profession for mental health conditions and officers have explained that the source of poor mental health is more likely due to organisational culture and stigma as opposed to the job itself (Edwards and Kotera, 2021). There are a number of unwritten rules that can be present within certain teams that will have a negative impact on the wellbeing of some officers. It has been apparent that some of the longer serving officers on other teams may hold a position of power and only leave the younger in-service officers to do some of the more unsavoury jobs. I have observed that older officers may not be very supportive towards new starters and feel as though they are a hindrance and not part of the team. This can lead to new officers struggling with mental health and feeling like a burden. The importance of identifying how police work can involve traumatic stress, public scrutiny, danger and insufficient support to then put measures in place to help prevent suicide risk and mental health issues has been acknowledged (Velazquez and Hernandez, 2019). In the future, if the strains that are discussed above are highlighted, this may hopefully lead to less negative attitudes towards new starters and new officers can feel more included in the team. 
Ondrejková and Halamová (2022) discusses the high prevalence of compassion fatigue within the police force and identifies some coping strategies that officers adopt like having a good work life balance and taking holidays, exercising, good sleeping patterns and keeping in touch with family and friends. It is imperative for myself to keep my work life and home life separated, as I feel this will negatively impact my performance at work due to feeling like I have not had a rest. I have been carrying out positive activities such as exercising and trying to regularly visit friends and family, which helped ensure I had a break from work and can relax and de-stress. This then helps prepare me for the beginning of my next shifts.
To conclude, I have discussed positive and negative organisational culture within policing. The effect that different cultures have on resilience and wellbeing of officers within the different teams has been explored. Furthermore, solutions to maintain and rebuild resilience and wellbeing and ensuring that effective and positive work is being carried out has been outlined. A more supportive and open team, which encourages colleagues to speak about mental health and work struggles is extremely important to help cope with the high demands and stress of the job. Lastly, ensuring that recreational activities are being carried out while out of work helps substantially to keep a healthy balance.
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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 incident involves an intoxicated male who has arrived at an address where there is a small gathering of friends having a party. The group of friends stated the offender approached them and threatened to cause damage to their cars and houses. The people at the gathering have then phoned the police. The offender has then damaged houses and vehicles prior to police arrival. While on route to the location, other officers from  my team have stated that they will attend the call also.  As I have arrived at the incident, the offender has seen our police van and thrown an unopened can of alcohol at the windshield of the van and acted aggressively before we disembarked. I could see the small gathering of friends down a near street, they seemed to be in distress due to the offender’s presence at the location. I have assessed that the offender is being aggressive and there are members of the public who are looking to us to take action and ensure that the offender is dealt with accordingly. With the knowledge of further officers attending shortly in mind, I have made the decision to exit the van and pursue the offender, who has then made multiple threats to stab officers and claims to be in possession of a knife. The offender was trying to actively leave the area which causes a risk to the public as he claimed to have a knife in his possession. I have then made the decision to stop and search the offender to determine whether he does or does not possess a knife. I have utilised the power to stop and search the offender which is provided by Section 1 of the Police and Criminal Evidence Act 1984. Section 1 of PACE states, constables have the power to detain a person or vehicle and conduct a search of said person or vehicle if they have reasonably suspect that the person or vehicle has any prohibited articles or any stolen items within their possession (Police and Criminal Evidence Act, 1984). As I have approached the offender he has become extremely violent and begun to swing his fists at me. I have assessed the situation and determined that I cannot let this male leave, due to the mention of possessing a knife, the potential that he may have committed further offences at the gathering of friends and his aggressive behaviour. I also still have in the back of my mind that further officers will be attending shortly so my colleague and I will not be alone for long. Both my colleague and I have then taken the offender to the floor due to his ongoing aggressive behaviour, where he then further assaulted the two of us. I have attempted to take control of the offender’s arms to prevent any further assault from occurring. While on the floor, another male has approached and began to strangle me in an attempt to remove me from the offender on the floor. I have then removed one of my hands from the offender and pushed the second male away and told him to get back. Further officers have arrived shortly after and assisted with apprehending the offender and conveying him to the rear of the police van.
The National Decision Model can be used to reflect on spontaneous incidents within policing by gathering information and assessing threats, identifying options and what action took place whilst considering policies and the Code of Ethics (College of Policing, 2014). I utilised the National Decision Model (NDM) throughout this incident, however I could have used it more effectively by further assessing the offender’s behaviour and waiting for additional units to attend before engaging with the male. This would have ensured that I would have had sufficient units to assist with apprehending the offender and it would have reduced the risk of myself and my colleague being assaulted in the process. However, by waiting any longer, there was a risk that the offender may have strayed further from the initial scene, therefore, risking that the additional units that were enroute, may likely struggle to locate myself and the offender. I could have moved into the path of the offender to attempt to change his course, however this may have also sparked the offender to lash out. Therefore, I feel as though it was more beneficial to the safety of my colleague and me to apprehend the offender by making the first contact. This would have then caught the offender by surprise, instead of the offender attacking my colleague or me and catching us off guard. 
Decisions within policing should involve professional judgement along with the most current research and evidence (Fielding, Bullock and Holdaway, 2020). It is essential that officers gather evidence before actions are taken. This is why I have attempted to reason with the offender to keep him in the area of the incident, so that I could gather the evidence and information that would assist me in making a decision. However, when the offender mentioned that he has a knife on him and that he intended to use it against officers, that was all the evidence and reasonable grounds I needed to make a decision to detain him and stop and search him. 
The College of Policing (2014) state police officers have a duty of care to prevent crime and protect the public. Due to the offender’s aggressive behaviour and demeanour, I could not let the male leave the area otherwise there would have been a risk of the offender causing more harm to further members of the public. Also, I was unaware initially, to the offences that the offender had committed by assaulting people and causing damage, therefore I needed to detain the offender to then be able to identify the offences that had been caused. Conflict has been seen to develop when two parties have different goals and non-verbal communication can intensify this when conveying aggressive language (Aloia, Denes and Crowley, 2020). The behaviour of the offender was extremely aggressive, and I made active efforts to show a calm and relaxed demeanour. I ensured that my body language was not portraying aggression and my voice and verbal communication with the offender was calm and non-threatening. 
The Human Rights Act (1998) states that everyone has the right to liberty unless they are under lawful arrest after breaking the law and therefore this is then deprived. By detaining and later arresting the offender, I have deprived him of this basic human right. The justification of this being that he has made multiple comments about possessing a knife and wanting to use it on officers, his aggressive behaviour, and the report that the public made stating that he had damaged cars and windows. Furthermore, the offender began to assault officers which meant that he had committed further offences, of which were witnessed by officers and captured on body worn video cameras. Ethical dilemmas that police officers face on a daily basis has been discussed which can include breaking rules in order to deal with members of the public that they feel have broken the law (Caldero, Dailey and Withrow, 2018). Multiple dilemmas were faced during the scenario above. However, Wood (2020) suggests that ethical thinking is when you don’t think about the consequences but instead think about the right decision to make. Within the situation discussed, my colleagues and I were able to put aside the potential violent consequences and apprehend the offender before he was able to commit more offences or cause the public any further harm. We put ethical thinking in the foreground of our decision making and that ultimately lead to the offender being arrested and not able to harm any further members of public.
Cohen, Feldberg and Moll (2021) acknowledge the importance of de-escalating situations as some members of the public may display more aggressive behaviour when police arrive, which could potentially lead to them trying to assault officers, especially if they have previously taken a disliking to the police. Despite all of my efforts to express a calm and non-aggressive demeanour, the offender remained extremely aggressive and violent towards officers, making numerous threats of violence and threats to commit harm. I spent a number of minutes at the scene, speaking calmly with the offender, attempting to reason with him. I even allowed him to walk a short distance to express that I was willing to work calmly and fairly with the offender. Ultimately, if I had identified offences then the male would need to have been arrested, however, this process can still be calm and fair, if the offender is willing to work with officers. Again, despite all of my attempts to calm and de-escalate the situation, the offender remained highly aggressive and violent towards officers, culminating in the offender assaulting myself and my colleague, and then his arrest. Spolum et al (2023) discusses recommendations to reduce police violence including sending response teams who are not trained officers and are unarmed, when members of the public phone for assistance. However, in the discussed situation, this would have been grossly inappropriate due to the level of violence and intoxication of the offender. It is likely that having an untrained and unarmed team attend would have garnered the same behaviour from the offender. The deployment of such a team would likely have resulted in a larger number of injured people and the offender may have  caused more serious harm to individuals and may have even fled the scene before an officer was able to apprehend him. Thusly, a team such as this would have been inappropriate and inadequate to deal with this incident.
Within this incident I have utilised the National Decision Model to evaluate a developing situation and made a decision on how to tackle the issue. This was done effectively by reviewing the surroundings, the people present and the behaviour and demeanour of the offender. This ultimately led me to taking hold of the offender, then the offender lashing out and assaulting my colleague and me, ending in the arrest of the offender for numerous offences. I feel as though this incident was dealt with well, using the National Decision Model,  ensuring that the public would be safe from the offender doing any more damage and causing any further harm. However, if I were present with a similar situation in the future I would tackle it differently. In the future, I would wait for further units to attend so that my colleague and I had sufficient resources to detain and arrest the individual with minimal risk to officer safety. I would change my approach due to further units being less than one minute away from arriving at the scene and the sheer aggression of the offender. I would likely have still spoken with the male and walked with him attempting to reason with him. However, if I had waited one more minute and updated my colleagues with our location, we all could have assisted each other in detaining and arresting the offender, with minimal risks to officer’s safety.
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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 discuss team dynamics within the police, evaluate different theories, discuss reasons why some teams cannot function and potential ways to improve the dynamics and functionality of the team. It will also consider inter-personal conflicts, how and why they can occur, and the strategies used to improve performance as a whole for the team. It will discuss how there is potential for these team dynamics to effect compliance with professional standards requirements. Furthermore, this essay will be referring to different studies and theories to outline the strategies that could be utilised to ensure that the team’s dynamic is one that is functioning efficiently, and to the standards that are expected from a policing team.
A theory relating to group development discusses how a group will go through various stages which start with forming and continue to storming, norming and lastly performing (Tuckman, 1965). These different stages will need to be understood by the team before they can be implemented. Once the group understands these stages, they can begin to apply them to facilitate team cohesion. Team cohesion will then lead to opportunities for the team to bond, resolve conflict, establish norms and aid with efficient communication. This is all key for a team to become successful, work seamlessly and operate without issue. Rojas (2021) acknowledges how vital Tuckman’s theory is to enhance effectiveness at work, allow communication and team cohesion whilst effectively communicating and resolving any conflict. It is essential that teams are able to communicate effectively, this will make sure that the team can be as productive and efficient as possible. It is also paramount that teams can resolve all conflicts that may occur so they can work efficiently and to their full potential.
Another theory that can be used in group development relates to nine different team roles including resource investigator, monitor evaluator, shaper, co-ordinator, team worker, plant, implementor, completer finisher and specialist (Belbin, 1981). Each of these team roles have their own individual places, each are indispensable in their respected sectors and boost the effectiveness of the team as a whole. Although some individuals in a team may not be efficient in some areas, by using this theory and all of the roles combined, it can make an efficient and successful team. Each individual may be competent in all areas of their job, however, excel in their respective roles. This would indicate that although some team members may be good at lots of roles, it will still be more efficient and effective to work to their strengths and accept help from others within the team when their skills aren’t so good.

Teams who function well generally have clear goals for individuals that align with their strengths, fostering team cohesion and therefore enabling each other to appreciate everyone’s contribution within the team (Aranzabal, Epelde and Artetxe, 2022). Teams who successfully operate in this manner, automatically negate the chance of resentment and conflict forming as they are working seamlessly together completing equal parts of the overall job and completing it to a high standard. However, Espevik et al (2021) discusses why some teams may fail in stressful environments which involve lack of communication, trust and leadership which can result in role conflict and unclear goals. It is paramount that teams have clearly identified roles and solid leadership, as this will assist the team in completing tasks. If there is not a good leadership in place to assist other team members to identify their roles within the team, it can lead to team members believing that they are better suited to a certain role than another team member, leading to needless and petty conflict, ultimately negatively impacting the team’s effectiveness at completing tasks. 
Stadler (2019) discusses how interpersonal conflict can occur from a minor issue and escalate further, or a major issue that is derived from ongoing tension with consequences in teams like loss of trust and poor interpersonal relationships. It is paramount, that teams maintain healthy and trustful workplace relationships. When team members begin to distrust their colleagues and have poor interpersonal connections with each other, this can cause rifts within the team, decreasing the team’s performance. This can also lead to risks when dealing with calls as if one team members distrusts another, this could lead to conflict at a call and could potentially mean that the call is not efficiently and correctly dealt with.

One-way interpersonal conflict can occur in teams could be due to knowledge hiding which can be a way of a member of a team trying to display that they are unsure of the task set to ensure they do not have to complete the task and therefore other team members do (Venz and Shoshan, 2021). This particular behaviour could cause a lot of conflict within the team and distrust for a particular colleague if they were to practice this. Conflict and distrust would be caused by this due to other team members having to pick up the workload that the one team member is not contributing to, therefore increasing the workload of the rest of the team. The other team member could then grow to dislike the one colleague, and this could then lead to further conflict if this behaviour were to continue. Interpersonal conflict can also occur from lack of trust and conflicting goals; hence it is essential for effective communication to take place (Hine and Bragias, 2021). Without efficient and effective communication between team members, the team will not be performing at its highest efficiency. It is paramount that team members communicate efficiently and inform each other of their goals to then be able to make a plan on how to tackle the problem or job to the best of their abilities.
In order to enhance individual performance and improve a team overall, it is important for regular training to be implemented to improve communication and completion of set goals whilst receiving feedback enabling police officers to improve individually (Umar et al, 2020). It is very important for team progression and job completion to ensure the whole team receive the same and regular training. Therefore, the whole team can work together efficiently and complete tasks to a high standard. Furthermore, positive reinforcement needs to be given to the team when they work well and complete tasks quickly and to a high standard. Without these, the team will not be as cohesive as it could be, and the performance will be negatively affected. Also, without positive reinforcement, team members may feel unmotivated and not valued, therefore leading to reduced efficiency at completing tasks. Hine and Bragias (2021) also identifies how training for police officers in regard to effective decision making and communication can enhance individual performance thus improving teamwork. With team members improving as individuals, this could motivate and make an impression on the rest of the team, therefore improving the other members’ performances and the teams as a whole. Without adequate training at the beginning, officers will struggle to complete the workload efficiently. While the inexperienced officers complete work, they may also develop bad habits that would have been avoided with the correct training at the early stages of their deployment.
The College of Policing (2014) discuss a number of policing principles that need to be upheld when carrying out duties including being accountable, good leadership and honesty. It is paramount that officers conduct themselves professionally and adhere to the core policing principles. If a team member is not honest and does not take responsibility for their action, this can lead to bad habits forming and potentially being passed on to other team members. For example, a longer serving member of a team may have numerous bad habits that could then be adopted by younger in-service officers. This could lead to issues with complying with professional standards requirements for the younger officers and possibly worse bad habits that may constitute criminal neglect.
Miller (2021) identified how issues such as bullying within the police force can result in failures to meet standards due to the job being a high teamwork environment. Without a supportive team, it would be difficult for a new team member to fit in and become a useful resource for the team. Especially if bullying is prevalent, newer members may not feel part of the team and therefore the team would be less efficient. It is of the utmost importance that the team be able to work seamlessly together otherwise there is potential that the public may not get the level of service that is required from the police. Issues such as lack of accountability, bullying and bad organisational culture can be resolved by whistle-blowers who are protected by law (College of Policing, 2014). Whistle-blowers would be able to identify where the particular issues are in policing teams and assist with a targeted approach to dealing with such organisational issues. This way, the organisation would be able to quickly and easily identify the areas that need attention and put their resources into solving the problems and issues, therefore improving the team, and lessening the amount of misconduct. 
Challenges within the police force regarding occupational culture and discretion have been noted in relation to complaints which can therefore cause issues within a team relating to transparency (Rowe, 2020). If there are members of the team who are not honest with their colleagues and are conducting themselves to less than the standards expected of them, this could lead to distrust and potentially, criminal activity by way of neglect. This sort of behaviour also may influence others on the team negatively, leading them to become more dishonest and taking advantage of officer discretion.
Exceptional leadership within policing can help to build a strong team with improvements in satisfaction and a decline in staff leaving and the number of complaints (Ramshaw, Silvestri and Simpson, 2019). With a competent supervisor leading the team, they would be able to set an example of how an officer should conduct themselves and how they should deal with tasks and calls. A competent leader would inspire the officers under their command to do better and carry themselves higher, therefore improving their efficiency as a team. A competent leader would also be able to quell any bullying happening within the workplace and deal with team members appropriately. 
In conclusion, for a cohesive and effective team, there needs to be an optimal mixture of different roles and different members who have specific skills in certain area. This means the team would be able to utilise the members who have specific skills in completing tasks that are suited to them, ensuring that they are completed correctly and to a high standard.
Team members must be able to trust each other and communicate well, whilst knowing that their team will be completing their roles satisfactorily. However, there are certain behaviours and cultures within teams that can breed negative and unproductive work. Bullying is also prevalent which will lead teams to fail if they are not managed correctly. Competent supervisors are a vital part of a successful team. Without a suitable supervisor, the team will not have a role model and influencer to follow and learn from, ultimately leading the team to adopt their own workstyle and culture which may be an unhealthy environment to work in.
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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 discuss the importance of information and intelligence when tackling organised crime by compiling evidence prior to taking any action against criminals. Information and intelligence are gathered by all types of officers and to varying degrees of reliability, depending on the source that the information has come from. Intelligence led policing uses technological advances to enable effective decision making in crime surveillance (Burcher and Whelan, 2018). In recent years, the advances in technology have greatly assisted police in capturing offences in action as well as deterring criminal activity. With more advanced surveillance option being available to police forces it means that they can be utilised in the effective identification of crime and assist in building a case of evidence against the criminal or organisation.
It has been recognised that identifying areas that are high in crime and ensuring police presence in these areas, can aid in the disruption of criminal activity (Innes et al, 2020). The presence of police officers within an area of high crime rates is effective at deterring criminal activity due to the unwillingness of the criminals wanting to be caught and prosecuted. Police presence can mean foot patrols, vehicle patrols, and stationary officers, all of which are highly visible and effective at deterring criminal activity.
Vilalta (2019) discusses the use of closed-circuit television (CCTV) systems in the prevention of crime and although it has allowed police officers to monitor traffic flow and investigate crime, they concluded that the use of CCTV does not deter crime. This is likely due to a number of factors; one being that some CCTV cameras have poor quality video recording and therefore are not useful in identifying the individual who is present in the video. Another could be that a veteran criminal would know how to outsmart CCTV by using non-descript clothing, masks or face coverings and maybe multiple layers of clothes to portray a larger build than they actually have.
Tudor-Owen (2021) discusses how traffic policing is essential, even though automated speed cameras work to reduce speeding, they do not reduce the number of drink drivers, poor seatbelt users or people who are distracted at the wheel. Traffic policing is vitally important to reduce and combat illegal activities that occur on the roads. Traffic policing is utilised to have a police presence, deterring criminal activity such as speeding and dangerous driving, as well as to monitor drivers on the road. If officers suspect that there is a driver who may be intoxicated, they can stop the vehicle and breathalyse the driver. Then if the test is failed, remove the driver from the roads by way of arrest, thusly preventing a possible road traffic collision (RTC).
It has been identified that when using intelligence to intervene on operations in drug markets, the main aim is to reassure fearful residents by using police presence instead of arresting for drug use and police aim to reduce violence when present rather than arresting for drug operations (Coomber, Moyle and Mahoney, 2019). It is vital that police reassure the local residents when they are looking to conduct a raid in a drug operation as ultimately the police operation will affect them, whether it is successful or not. The police presence will deter petty crime from the location which may help the resident feel safer, however when it comes time for a raid to occur, there is a large amount of disruption caused, and if the raid is unsuccessful there would be an even bigger amount of disruption and distress caused to the local residents. Demant et al (2019) further discusses the importance of public engagement and social media campaigns to enable officers to disrupt drug use on the roads as most communication is now found to be over social media. It is important that police are openly engaging with the community, and social media is a great place for this engagement to take place. The potential reach that the police will have to the community over social media is vast and is a perfect place to show the forces progression in high profile cases and positive outcomes from other criminal activity within local areas; for example, the arrest of a suspect wanted for serious offences.

Andrews and Crawford (2022) stress the importance of effective training for police officers in human trafficking in order for them to use proactive measures to disrupt criminal activity, especially as they are often reluctant to go to police as they have an emotional bond with the perpetrator leaving them exceptionally vulnerable. Adequate training for police officers regarding human trafficking can not be understated. If officers do not have the correct training for this, it may result in officers thinking that the victims of human trafficking are actually offenders and ‘willing participants’ instead of victims who are in need of help. If officers are trained correctly they would be able to identify the victims and provide assistance to them, instead of potentially criminalising them. Anti-trafficking intelligence is essential locally and nationally to ensure a proactive approach to support victims, however, it is stressed that if policies are not in place then timely responses could be limited resulting in poor inter-agency collaboration (Irwin, 2017). It is paramount that these such policies are in place and trained for as otherwise it could result in a miscarriage of justice. If roles and responsibilities are not clearly defined between different agencies, then this could lead to one agency claiming that the other agency are required to act when in fact it is the opposite. With the correct training and policies in place, this would negate the chance of inter-agency disagreement and result in a quicker and more appropriate response to trafficking situations.
Automatic Number Plate Recognition (ANPR) is technology used in traffic management to identify images of vehicles and further extract any information required such as number plates (Tang et al, 2022). ANPR is an incredibly valuable tool for policing as it allows police to partially track the direction to which a vehicle is heading. This is useful in a number of situations; for example, with missing persons, offenders who have failed to stop as well as offenders who have fled the scene of an incident in a vehicle. ANPR systems can be used to detect stolen cars or vehicles of interest which enable law enforcement to investigate criminal activity (Gunawan et al, 2017). By utilising ANPR, police can identify vehicles that are being driven illegally without tax or insurance, as well as vehicles that frequent the same route regularly. This could potentially indicate criminal activity by way of human trafficking or drug smuggling to different counties. Moreover, Salma et al (2021) discusses issues prior to ANPR systems such as human errors with record keeping but now, monitoring traffic has improved including identifying individuals speeding or breaking traffic rules. ANPR takes still images of vehicle numberplates, time stamps it and pins the location of the image across a map of the roads. This allows operators of ANPR to quickly identify the location of vehicle and the time at which it was sighted by ANPR. This is vastly superior to manually trawling through the traffic cameras to attempt to identify a certain vehicle as ANPR operators can search for a numberplate and then the system will return an answer of where the vehicle has been sighted.
Anderson et al (2021) identified the benefits of using ANPR cameras to look at cars passing at specific times of day and in different areas to help assist in intercepting with drug drivers and dealers. ANPR gathers a plethora of information which can then be sifted through by an operator to gather intelligence. For example, police may have identified a certain vehicle being utilised in drug deals in a local area. ANPR can be requested to find out if the same vehicle has made any journeys out of the local area and at what frequency. This may then identify the potential that the vehicle, and therefore the driver too, could be linked to a more organised crime group that runs drugs from one county or town to another. ANPR would also be able to identify regularity in the journeys and therefore assist police in intercepting the vehicle and potentially disrupting a major drug line in or out of the local area. ANPR is also an effective way to monitor the flow of traffic and identify any abnormal traffic patterns (Barroso et al, 2021). ANPR has more than just policing purposes. By utilising ANPR for the management of traffic, it will be able to identify if there are any abnormal traffic patterns that may not have been identified by a human operator so quickly, therefore allowing more reaction time to traffic issues and for plans and speed limit changes to be put into place to attempt to reduce the impact of any traffic buildups.
Daniel, Laksmono and Fitriani (2018) noted the benefits of ANPR cameras when gathering information regarding road crimes, however, also stated how lack of police officers to deal with criminal activity on the road is an issue. ANPR is an extremely useful tool for identifying and tracking criminal activity. However, without adequate police officers to take action and pursue these offenders, it is not being utilised to its fullest potential. If a vehicle is identified by ANPR as having no insurance, then a traffic officer will be required to carry out enquires to identify the driver and their address, as well as find the vehicle and potentially seize it. ANPR cannot carry out these enquires and requires a human operator or police officer to carry them, therefore without sufficient officers on the road ANPR cannot be utilised to its fullest.
In conclusion both CCTV and ANPR are very valuable resources for police to gather and review evidence, not only on petty crime but also more organised and serious criminals and organisations. CCTV allows police to have photographic and video evidence of an offence being committed and this can be used to help identify the offender. The footage can then be used as evidence in court to prove that the offender committed the offence. ANPR can also help build a case of evidence of organised crime by way of tracking vehicles from one local area to another and therefore assist police in intercepting these vehicles and disrupt an organised crime group’s activity. However, although CCTV and ANPR gather a plethora of evidence for police to utilise, it has been identified that the presence of CCTV cameras in an area does not deter criminal activity as there are ways to outsmart CCTV. Similarly, ANPR can gather information on vehicles driving illegally and the whereabouts of offenders and potentially missing persons, but there are resource issues within policing that mean that not all of this information can be acted on quickly enough or at all. Therefore, CCTV and ANPR are indispensable assets to police, however, without sufficient resources and officers to deploy, they cannot be utilised to their fullest potential.

WORD COUNT -  1831

Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 


	High 
8-10

X
	Low 
1-4 
	Med 
5-7 

X
	High 
8-10 
	To improve my knowledge within this role I could look to book online courses and training that are provided by the organisation. I could ask for feedback on how I dealt with incidents from my colleagues as well as service users. Constructive feedback from my supervisor on how to deal with certain incidents and types of people.

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

X
	Low 
1-4 
	Med 
5-7 

X
	High 
8-10 
	I could improve my skills within this role by booking and attending training courses, such as taser and method of entry courses. Working with experienced colleagues would provide a perfect environment to learn new skills on how to deal with incidents. Booking overtime shifts in different areas with different teams would be good to witness how different teams operate and would be a good place to pick up new skills. Booking to go on attachments with different departments, such as Traffic or CID, is a perfect place to learn new skills and see these skills in action. 

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

X
	High 
8-10 
	Low 
1-4 
	Med 
5-7 

X
	High 
8-10 
	To improve my experience within this role I would need to put myself forward for calls and be willing to attend and deal with anything to help boost my experiences and confidence. If I am free and my colleagues are attending a call, I could attend with them to assist in the event that a member of the public becomes aggressive. I could also speak with more experienced officers and/or my sergeant on how they would deal with incidents and find out where I need to improve and work on those areas that are identified.
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