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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:

In this task I will reflect on the impact of organisation culture within policing on my wellbeing and resilience, considering the risk of conforming to organisational culture along with my strategies for maintaining wellbeing and resilience. To do this I will use the Gibbs’ Reflective Cycle (Gibbs, 1988). This will allow me to evaluate and analyse my experiences, concluding on what I have learned and how I will do things differently to benefit my career development in the future. 

Organisational culture is described as the ‘invisible force’ that melds how people think, feel and act in their place of work. It is defined as the underlying beliefs, assumptions, values, and ways of interacting that contribute to the social and psychological environment of an organisation (gothamCulture, 2017). Wong (2020), states that organisations that prioritise culture help employees feel more comfortable, supported, and valued. Good organisational culture can garner respect between colleagues, aiding in great teamwork and can aid towards integrity, resilience, and good performance. However, Wong (2020) also states that leaders of these organisations are responsible for enforcing these values, and should they fail to do so it can lead to team members emulating negative values as well. 

Prior to joining the police, I was aware after reading news articles that there was a culture within the police service that was not aligned to the particular organisation’s views or ethos. Due to policing being a constantly changing organisation, officers are expected to keep up to date with changes and this can pose challenges for officers with considerable lengths of service, as they are often stuck in their own ways of doing things.

Currently there is mass scrutiny on the Metropolitan following several scandals involving serving officers, such as when a serving Metropolitan Police officer Wayne Couzens raped and murdered a female Sarah Everard in 2021. This incident, along with a series of others has prompted an independent review to be undertaken by Baroness Casey of the Metropolitan Police service. The review investigated the standards of behaviour and internal culture of the Metropolitan Police and findings of this independent review have identified gross failings in the service the Metropolitan Police is providing to Londoners. Further to this, the review has found that there is an ongoing culture of racism, sexism, and homophobia within the organisation (Casey, 2023). To ensure that serving officers and new officers joining the service do not conform to this culture it has led to the appointment of Sir Mark Rowley as Commissioner of the Metropolitan Police to undertake the responsibility of changing the culture within the organisation. Sir Mark Rowley has been tasked to remove officers contributing to the failings of the organisation and he has directed officers to be removed from specialist crime units and to place these officers in posts to eradicate and investigate officers who are prevalent within the organisation who have committed crimes or have gross professional standards failings (Hymas & Bolton, 2023). 

In my own experience as an officer, I am only too aware of the culture within the police service and how daunting this can be when joining a new team or station. When I was in police training, I was informed about the culture whereby junior officers in their probationary periods are expected to make tea and coffee. I was also informed by training staff that although there was an expectation to make tea and coffee that this should not be against the officers freewill to do so. Whilst I was in my probationary period, I noticed myself and younger officers would be asked to make tea and coffee in a non-courteous manner. This would involve myself and other officers not being asked politely to make the drinks or be thanked when doing so. This caused me to feel aggrieved and I identified that this culture adversely impacted me in that I felt less respected than the other team members.

I therefore felt if I allowed this to continue that it could continue to adversely impact my wellbeing and that of other junior officers. I understood that the culture was to make tea and coffee for junior officers, and I had no issues of doing so when asked politely, however when I was asked to make tea and coffee in a derogatory manner I would refuse to do. I did this because I believe that younger officers should be treated with respect and that the culture of policing should be a more inclusive environment for everyone, as not every officer would have the resilience to stand up against this and could potentially make them feel isolated and want to leave the police service. Being able to handle situations like this aided in my resilience and overall well-being and I felt I gained respect from senior team members who became more courteous towards me. 

Resilience is described as a person’s ability to ‘bounce back’ after major challenges. It’s also defined as an individual’s ability to effectively regulate their thoughts and emotions, viewing challenging situations as an opportunity (Burton-Hughes, 2020). Resilience is also key in maintaining emotional wellbeing. I have found that to build my resilience, I need to take care of my wellbeing as a priority. This will enable me to navigate the stresses of work more efficiently. Spending time doing things you enjoy is key in maintain wellbeing. Personally, I go to the gym almost every day as I find that it helps to calm me and it pushes me to be the best person I can be, both physically and mentally. Exercise is also proven to reduce distress and maintain wellbeing (Acquadro Maran, et al., 2018). Other ways people can help maintain their wellbeing is by developing interests and hobbies, spending time in nature and finding the time to relax (MIND, 2022). 

To summarise, there is clearly a culture within policing that is contrary to the organisational aims and values. I do feel that this culture is being addressed on a national level following a review of policing by Baroness Casey and the implementation of Sir Mark Rowley as commissioner of the Metropolitan Police. However, I feel that officers must take responsibility in challenging untoward behaviour within policing, and I feel my actions when being asked to make tea and coffee derogatively have played a small part in contributing to positive organisational change. If officers do not take personal responsibility on addressing workplace behaviour, then this will only continue to contribute to the negative public scrutiny of policing and allow for a poor culture to continue. Personally, I will continue to adapt to the changes in the organisation and adhere to the organisation’s ethos and values. Further to this, I will continue to challenge any inappropriate behaviour and will support any colleagues who feel isolated and aggrieved with any negative culture within policing. 
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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:

In this task I am going to reflect on and discuss how I dealt with a domestic incident whilst being an independent patrol officer and improvements I will make when dealing with future incidents following evaluating my own performance. To reflect on this incident, I will use Borton’s model of reflection, which follows a simple sequence of ‘What’, ‘So what’ and ‘Now what’. This model will allow me to evaluate and analyse my experience, pinpointing any changes I would implement in the future and including them into an action plan to help me incorporate these changes (Borton, 1970). During this domestic incident, I made decisions by conducting a dynamic risk assessment throughout the incident and did so by effectively using the National Decision-Making Model (NDM), so that all my decisions were carefully considered and justified.

Whilst conducting mobile patrol, I was asked to attend a domestic incident with a more inexperienced colleague who was still in their probationary period. This situation was one I was not used too, as colleagues in their probationary period should be assigned with a tutor, so on this occasion I would have to take the lead at the call due to me being the more experienced officer. The initial report of the incident was made by an independent third-party, whom was a neighbour of the address where the incident was reported. The caller had reported to the police control room that they had heard arguing and shouting from the address, but they could not understand what was going on, as the family who lived there were not from the UK and English was not their native language. 
I have then advised my colleague to conduct database checks on the address concerned and to ascertain if there was any information on the address such as persons living there and warning markers to ensure officer safety. After conducting these checks there was no information present on police systems and this could not prepare or assist us for what we were to face due to the limited information available.

Upon confirming that this myself and my colleague attended the call, to which a male has then answered the door and has spoken broken English to us. I have then used my tactical communication skills to break down barriers and speak in a calm and clear manner and the male has subsequently allowed us inside the address. Good communication skills are imperative in policing as the way an officer communicates with an individual can have a major impact on the outcome of a situation (Roberts & Davies, 2011). Upon entering the address, I could see a female inside the living room who appeared agitated and intoxicated and it appeared to me that there had been some kind of disturbance due to her body language. I have then used the National Decision Model (NDM) to dynamically risk assess the situation and have instructed my colleague to speak to the female, whilst I directed the male upstairs to ascertain if anything had occurred and to safeguard both parties from potential harm and escalation. The National Decision Model has 5 stages users must go through to come to a fully informed decision, with the police services missions and values being considered at every prospect (Lax, 2014). 

Further to this I felt that it was imperative that both parties remained apart, so that this could avoid any collaboration, as English was not their first language, and this could have provided them with an advantage against officers. I also felt that it was also very important that both parties were able to speak freely without influence from one another to ensure that the full picture could be ascertained. Whilst speaking to this male involved, he informed me that the female, which was his wife, had drunk a large quantity of alcohol over the course of the evening and had become aggressive towards him by chasing him upstairs, which has subsequently caused him to barricade himself inside his children’s bedroom to protect himself. 

Upon receiving this information, I have again used the NDM and have immediately focused on the whereabouts and wellbeing of the children and have asked the male to direct me to their respective rooms. I have then sighted the children and have confirmed that they were both safe and well and have continued to take details from the male concerned. The male appeared completely sober, and he provided me with a credible account based on the information I had available to me. I have then directed the male to stay upstairs, whilst I attended and spoke to my colleague, as he had now taken an account off the female. I felt that it was important to speak with my colleague to confirm or negate if any potential criminal offences had occurred and my colleague has then advised me that of the female’s account. This account was contrary to what the male had stated, and she stated that nothing had occurred between them and that she did not know why police were called.

This immediately confirmed my suspicions that something had occurred between both parties, and I have then dynamically risk assessed the situation by reviewing all information available to me. I have taken into consideration that there was a 3rd party independent report made and an account had been taken from the male who was sober, which aligned with the context of the initial report. I further considered that this female was intoxicated, and I felt that she could be a risk to her husband and her children if she was allowed to stay at the property. I now had to consider all options available to me to deal with this, as the female had not actually committed any criminal offences and my options were limited. My immediate thoughts were to work with my colleague to establish if the female could stay at a relatives or friends house for the evening, so that everyone was safeguarded until she was sober.
However, the female informed me that as she was from a different country and had not been living in the UK for long and that there was nowhere that she could stay for the night. I have further considered powers and policies available to me, such as arresting the female for a ‘Breach of The Peace’, as I felt harm was likely to be done if she stayed at the address. A breach of the peace is a common law notion which is used to stop unlawful violence against both individuals and property (Trevelyan, 2023). I also took into consideration Code G of PACE. This is a statutory power that allows police officers to arrest an individual who is involved, or presumed of being involved, in a criminal offence (Home Office, 2012). Arresting the female involved was a last resort, therefore I needed to ensure I had exhausted all available options. 

Following this, I then explained to the female that she could be conveyed to a hotel for the night at her own cost if she was willing to do so. The female agreed and stated she would allow officers to escort her to a hotel, however she said she would not have enough money in her bank until midnight, which was approximately 1 hour away. I have further considered this alongside Code G (2012) and I felt that this female should have been afforded the opportunity to wait for funds in her bank, as an arrest was an absolute last resort. My colleague proceeded to stay with the female downstairs in the living area whilst I went upstairs to speak to the male and inform him of the actions we were going to be taking. I also asked him if he would consent to a Public Protection Notification form, to which he agreed to. This form enables me to obtain information on vulnerable people, so that this information can be then shared to agencies who can intervene and protect individuals from harm (South Wales Police, 2021). I explained to the male that due to this incident being a domestic related incident that there was support available to him and I advised him to contact the Live Fear Free helpline. This helpline provides both help and advice about domestic abuse. When support is provided to victims of abuse, it is shown to have a positive effect on them, helping to reduce anxiety, depression, post-traumatic stress disorder and even suicidal tendencies (Gregory, et al., 2019). 

Finally, my colleague and I left the address with the female in attendance and escorted her to a nearby hotel, whereby there were several attempts to pay for a room, which were all declined. My colleague and I then waited a considerable amount of time for money to become available in the individuals account, which she had stated previously would be around midnight. This was to no avail as money failed to be deposited into her account. Again, I tried to establish with the female as to whether there was another residence of a family member of friend in which she could spend the night, which she stated was not possible. At this stage I felt that I had exhausted all reasonable options available to me and had considered all legislation relevant to the incident. Therefore, my colleague and I made a collective decision to arrest the female for a breach of the peace to safeguard all involved individuals. 

Now that I reflect on this situation, I feel that my actions were fair and justified in the circumstances I was faced with, and I have thought my decisions through by utilising the National Decision-Making Model to make informed decisions. I have considered all options available to me after analysing information from the reporting person and information given by both parties involved in this incident. I have also used my discretion when dealing with this incident and I have applied legislation as a last resort to ensure both parties were safeguarded. If a similar situation was to arise again, I believe that I could effectively deal with the problem and I could also make use of language line, which is a translator service which officers can use when dealing with incidents. By using Language Line this can assist me when dealing with people whom English is not their first language and in doing so can ensure that I ascertain the full circumstances and information from people. 
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[bookmark: _Hlk131781751]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 task will evaluate theories of team dynamics as a means of developing team cohesion, looking into the reasons as to why some teams are unable to function, as well as theories and models relating to team dynamics and ways to improve team cohesion. Inter-personal conflict and why it occurs within a team will be considered and strategies that can be adopted to enhance individual and team performance will be outlined. Team dynamics within the police service will also be considered, and the how these dynamics can fail to comply with professional standards requirements will be considered, taking into account the Code of Ethics as well as policies and procedures.

Team dynamics is described as the behavioural relationship between members of any given team. It is seen as the automatic, psychological forces that sway the direction of a team’s behaviour and overall performance (Kulakov, 2022). The dynamics within teams are created by the personalities within the team, the nature of their work, their working environment, and their working relationships with others (Team Technology, 2013). 

Teamwork is a versatile phenomenon that allows individuals from different backgrounds to function effectively as a close-knit unit, using a wide range of skills, knowledge, and attitudes. Communication, coordination, and conflict management are vital in creating positive team dynamics (Bisbey & Salas, 2019). Teams with negative dynamics are easily spotted, as they are prone to making poor decisions as their behaviour disrupts their work. A strong group leader is needed to create an effective team dynamic, and not having this can cause lead to other team members taking charge, therefore causing a lack of focus and direction. Blocking is another way in which team dynamics can become negative, with team members often disagreeing with others, being overly critical of others’ ideas, not participating in team discussions or completely taking over during information sharing (The Mind Tools Content Team, 2022). Work is needed in order to create a cohesive team, and studies have found team members go through stages in order to gel. Psychologist Bruce Tuckman created a model that describes these stages and following this model aids in creating an effective and cohesive team (Tuckman, 1965). The stages are as follows:

· Forming – This is the initial stage, where strangers come together hoping to form a cohesive team. The atmosphere is mostly positive yet reserved. Leaders will need to state the team’s purpose, how it will work, and the outcomes expected. 
· Storming - Getting to know each other, clashes are likely to occur, and leaders need to be sure each team member has an equal voice. Building trust is vital. 
· Norming – This is the stage in which members begin to settle into their roles. Team building and 1-2-1 sessions will aid in creating a cohesive team.
· Performing – Members know their roles and any disagreements are easily resolved.
· Adjourning – This stage outlines the success of the team, prompting dissipation for the development of other teams. This will not always apply as most organisations will not require teams to go their separate ways upon achievement of team goals. 
One of the biggest contributing factors to negative team dynamics is inter-personal conflict. Such conflict arises when there are disputes over the aims, methods or demands of the team (Herrity, 2022). However, conflict can also have a productive effect on team performance. Resolving conflict within a team has shown to provide benefits to team performance. The productivity of conflict depends on how individual team members perceive it. Substantive conflict helps to remove barriers caused by different assumptions or disputes about a team’s tasks, plans, or goals. Conflict can also highlight deficiencies in teams, such as poor communication, which can then be worked on and improved. Whilst most individuals will find conflict uncomfortable, addressing personal conflicts within teams can aid collaboration, helping team members to adapt their behaviour in order to benefit the team as a whole (Osborne, 2020). 

Interpersonal conflict is seen as one of the biggest causes of stress in the workplace. Studies have found that higher levels of interpersonal conflict were associated with job authority. Authoritative individuals were found to be more frequently exposed to interpersonal conflict due to their role, as they are responsible for both the cooperation and production of team members as well as their actions and accomplishments (Schiemen & Reid, 2008). Research has shown that even in policing, a less authoritarian style of leadership was preferred and created a better working environment. Whilst leaders in the police need to be able to command and control, in order to be an effective leader, they must also be able to develop participative and supportive styles, proficiencies and behaviours (Campbell & Kodz, 2011). Leaders also need to be able to identify signs of conflict early on and put effective measures into place in order to resolve it as quickly, and with as little disruption to the team overall, as possible. Apodaca (2019), states that there are 7 ground rules for dealing with interpersonal conflict in the workplace and these include:

· Acknowledge – Acknowledging that there is a problem is the first step in solving said problem. Leaving it to fester will only make the problem worse. 
· Open up the lines of communication – Being the first to reach out and discuss the issue will only aid in progressing towards your team’s goal. 
· Focus on the problem and not the other individual – Don’t take things personally, as this is rarely the cause of conflict in the workplace. Focus on the problem at hand and not on the other individual as changing another person’s attitudes and beliefs is rarely possible. 
· Stick to the facts – Aim to decipher the underlying reason for the conflict. Instead of focusing on the person or any other individuals involved, focus on why the conflict has occurred.
· Meet face to face – Avoiding distractions, take the time to meet up with the individual to address the conflict. Doing so will also aid in enhancing your working relationship. 
· Pick your battles – Focus on the issues that you can control and that can easily be resolved. Worrying about things that are out of your control is pointless. Concentrate on the issues at hand.  
· Make a decision and act on it – On solving the issue causing the conflict, create an action plan in order to prevent future conflicts over the same issues. 
The Code of Ethics (College of Policing, 2014) states that leaders within the police force are responsible for supporting and guiding their individual team members in performing their duties effectively, and this includes always promoting and reinforcing ethical behaviour. Negative team dynamics and interpersonal conflict within the police service has the potential to lead to errors and instances of poor judgement. It is imperative that all officers not let any issues within their team effect their own professional behaviour. All officers have a duty to challenge and report any improper conduct, including any behaviour believed to be below the expected standards. 

Teamwork in policing is not just reserved for teams consisting of just police officers, but also includes multi-agency working. Building good relationships with other public and third-party sectors, as well as private organisations and the local communities in imperative in creating a cohesive environment. Not adhering to these principles would be contrary to The Competency and Values Framework (CVF), which supports policing professionals by setting out nationally recognised behaviours and values which uphold the ethos of the Code of Ethics (College of Policing, 2023).  

In conclusion, dynamics within teams are created by the personalities within the team, the nature of their work, their working environment, and their working relationships with others (Team Technology, 2013). Positive dynamics and team cohesion will not happen overnight, as members get to know each other and settle into their respective roles. However, negative team dynamics and interpersonal conflict can cause major stress in the workplace, which in the police service can lead to poor judgement and bad decision making. One of the biggest contributing factors to negative team dynamics is inter-personal conflict. However, this can have both a negative and positive impact on team performance. Conflict can aid in removing barriers, highlighting issues such as poor communication skills but it can also cause a lot of stress and anxiety for members of the team. 

In order to have a cohesive team, a strong leader is needed. Not having this can cause a team to become discontent, resulting in a lack of focus and overall direction. Whilst leaders in the police need to be commanding and demand control, they must also be able to develop supportive tendencies for their team. This includes being able to identify signs of conflict early on, putting measures into place to resolve the issues as quickly and as efficiently as possible (Campbell & Kodz, 2011). This shouldn’t be a problem as research shows that those in leadership roles are more prone to conflict exposure (Schiemen & Reid, 2008). Using cohesion models such as Tuckman’s (1965) will also aid leaders in identifying any arising issues within the team, efficiently eliminating said issues and succeeding in leading a team that works well together. 

Whilst the police service is a forever changing organisation, teamwork will always be vital in the role of serving the public effectively. Teamwork and the importance of positive team dynamics is reiterated to officers from the very beginning of their training. Working cohesively with their colleagues is imperative, especially during emergency situations. However, being able to work effectively with other public sector agencies and with the communities themselves is also vital. 
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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 task will explore how more prevalent crimes, such as human trafficking and organised crime groups, can be disrupted using information and intelligence along with effective policing of the roads. Automatic Number Plate Recognition (ANPR) will also be outlined, highlighting it’s use as an investigative resource in the disruption of criminal activity.

The road system in the UK is highly sophisticated and as of 2021, consists of approximately 247,800 miles in total. The types of roads included in this statistic are motorways, A roads, B roads, C roads and U roads (Department for Transport, 2022). Along with the increasing road growth, there are also large volumes of people using their vehicles on the road system, collectively accumulating 297.6 million miles in their retrospective vehicles in 2021 alone, which was an increase on the previous year by 11.9% (Department for Transport, 2021). Due to the complexity of the roads spanning across rural and suburban areas, along with the ever-growing road system and number of vehicles, it is becoming more challenging for law enforcement agencies such as the police to do their jobs. In England and Wales for the years 2021/2022 there were 4,102 dedicated police traffic officers policing the road systems (Action Vision Zero, 2022). This is an astonishing figure when you put into consideration that there are over 34.8 million people holding a driving license in the UK (RAC Foundation, 2022). This shows that there is one traffic officer for approximately every 8,483 people, and this already places the police at a disadvantage to effectively police so many people. When you consider the amount of time police officers also spend doing paperwork, which has shown that 15% of an officer’s working day is spent on frontline patrol duties, it can further place the police at a disadvantage statistically in fighting crime (Full Fact, 2012).

Due to these disadvantages making it harder for the police service to effectively police the roads, it provides opportunities for criminals to exploit the road system so that they can conduct their criminal activities. To combat this, it is imperative that driving standards in the UK remain high and that all road users are monitored appropriately. The Driver Vehicle License Agency (DVLA) are the main regulatory body for road users in the UK and hold records on all license holders and vehicles on their databases. Due to the DVLA having this information it can allow for seamless information sharing with other agencies such as the police. The DVLA also works alongside the Home Office to provide officers with new digital solutions in roadside policing, including new technology that assists officers in confirming the identity of individuals stopped for motoring offences by allowing them digital access to the individuals photocard picture (Driver and Vehicle Licensing Agency, 2021).

One of the most significant developments to assist in effectively policing the roads was the development of tools such as the Automatic Number Plate Recognition (ANPR) system. This is a system where cameras are placed at fixed points on the roads and capture images of vehicle registration numbers as they pass the cameras. This then allows for the photograph of the registration to be converted into text and cross referenced against a large data base which contains information and intelligence on vehicles of interest, such as stolen vehicles and vehicles with intelligence of links to organised crime. When a vehicle passes an ANPR camera this can provide a notification to police, for example if the vehicle is stolen it can accurately pinpoint a location and advise officers the direction of travel for the vehicle concerned and police can intercept this if required (Police.UK, 2018)
To avoid capture and to allow their activities to flourish, criminals will often avoid roads such as motorways where they know ANPR cameras are active. This can be at the detriment to police; however, police cars are often equipped with ANPR cameras, and this can allow for effective policing in areas which do not have fixed ANPR cameras and to proactively disrupt criminals when using more rural roads to conduct their activities. These ANPR cameras are capable of reading approximately 3,600 vehicles per hour, completing searches against databases such as the Police National Computer (PNC), local and foreign databases, DVLA and Mobile Identity At The Scene (MIDAS) within 2 seconds (National Policing Improvement Agency, 2007). 

ANPR can also be crucial in investigations after an offence has been committed. The use of ANPR, along with other available technology such as CCTV, can aid in investigations in which a vehicle was involved. Such was the case for multiple investigations in Greater Manchester. A sergeant in Greater Manchester police responsible for ANPR and CCTV cameras across the area praised their effectiveness and success since being installed in 2015. In 2018, the cameras assisted in the arrest of multiple individuals involved in the smuggling of £2million of heroin. The same cameras were also crucial in catching the suspects involved in the kidnapping of an electrical goods lorry that was transporting over £1.3million worth of laptops. ANPR cameras caught the suspects tailing the lorry in their own vehicles (Baxter, 2019). 

To ensure effective use of ANPR, it is imperative that intelligence and information is accurate, as false and inaccurate intelligence is a waste of police time and resources. It can also infringe on people’s human rights if acted upon, as people have a right to a private life under Article 8 of the Human Rights Act 1998 (UK Government, 1998). Certifying the accuracy of any intelligence submitted is also vital and intelligence grading is a fundamental step in the gathering intelligence process. Police must adhere to the 3x5x2 National Intelligence Model (NIM) and by adhering to this system, they are able to sanitise the intelligence and accurately grade the reliability of it:
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National Intelligence Model 3x5x2 (Adams, 2020).

Everyone submitting intelligence has an obligation to ensure it is precise and is verified where possible. The first aspect of this system is the grading of the reliability of the source of the intelligence, and this is as follows:
· Reliable – This is where the source is considered to have reliable intelligence, and this can often be from them submitting intelligence previously. However, it is vital that two tests of competence and legitimacy of past intelligence are both met before a source can be considered reliable. 
· Untested – This is where the source of the information has not submitted any intelligence previously, so there is no way to indicate the likelihood of credibility. However, to act on this information it would often require another strand of intelligence or something to corroborate the intelligence submitted. Information from these sources should be treated cautiously. 
· Unreliable – This is where the source of the intelligence is doubted for the reliability of the intelligence submitted. This can be due to the source previously submitting false or inaccurate intelligence and caution should be given to this type of intelligence. Corroboration should be obtained before acting on any intelligence from an unreliable source (College of Policing, 2022). 
Following the grading of the source it is important to assess the intelligence and this is graded as follows:
· A - Known directly to the source – This is when the source has generally witnessed information first hand and is the best form of intelligence.
· B - Known indirectly to the source but corroborated – This is when the source is aware of information, however, has not witnessed this themselves and can be corroborated with other information known.
· C - Known indirectly to the source – This relates to information that the source has been given by somebody else.
· D - Not known – This is where there is no way to assess the level of intelligence given and can often be provided by an anonymous source.
· E - Suspected to be false – This is when there is intelligence where police to believe to be malicious in nature or incorrect when corroborated with their information systems (College of Policing, 2022).
Following the grading of the intelligence it is imperative that the information is shared with the relevant conditions to ensure the integrity and security of the intelligence given. There are 3 different levels of sharing intelligence which is as follows:
· Lawful sharing permitted – This can allow for the intelligence to be shared if there is a policing purpose to do so and to effectively fight crime.
· Lawful sharing permitted with conditions – This is when intelligence can be shared, however a risk assessment can be in place for the intelligence with conditions to ensure that the integrity of the intelligence.
· Conditions – This is where the intelligence unit takes primacy of the intelligence and can decide whether to take covert or overt action to develop or act on the intelligence given (College of Policing, 2022).
In conclusion, effective policing of the roads is vital in the gathering of information and intelligence to disrupt criminal activity. The ANPR system, as well as new advancing technology, are essential in policing the ever-growing road system and the increasing number of vehicles on the UK roads (Department for Transport, 2021). Statistics have showed that to more effectively police the roads, an influx of police traffic officers is needed as current figures show that there is currently on 1 traffic officer for every 4,843 people (RAC Foundation, 2022). Research has showed the effectiveness of ANPR cameras, as well as CCTV, not just in traffic related incidents but also in other ongoing investigations. In order for information to be used effectively, it is imperative that all intelligence gathered be graded through the 3x5x2 National Intelligence Model (NIM). This model aims to determine the reliability of sources as well. Assessment of the intelligence is vital and the need to share the information with other departments is determined. Overall, ANPR is a fantastic resource of information for investigative purposes and has played a huge role in the disruption of prevalent criminal activity.
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Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

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

8
	Low 
1-4 
	Med 
5-7

5 
	High 
8-10

 
	 Road traffic legislation

Road traffic legislation is often overlooked by response officers, as officers on response duties do not deal with this type of legislation enough to effectively deal with these incidents. 

I feel that my peers also do not have the knowledge to help me use this legislation, as they are unfamiliar with procedures and are young in service. 

I feel that learning road traffic legislation and how to apply it in real circumstances would make me a more well-rounded officer and not become reliant on other officers in particular traffic officers to assist me. 

I have been proactive in trying to deal with road traffic incidents and have attended several road traffic collisions and incidents involving vehicles.

Further to this, I have volunteered to conduct breathalyser samples at the roadside for suspected drink drivers at incidents. 

To summarise, I will continue to be proactive to further enhance my knowledge in this area and I have asked my supervisor if I can go on a placement with a traffic officer to gain experience, to which he has made enquiries to do so.


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

10 
	Low 
1-4 
	Med 
5-7

7 
	High 
8-10 


	 Interviewing skills

I feel interviewing skills to be one of the most difficult aspects of policing to grasp.

As a young officer in service, I have conducted several interviews and have conducted interviews alone very soon after passing my probationary period. 

I feel that interviewing was daunting to me when having to speak with legal professionals and disclose information regarding the case concerned and adhere to data protection in doing so. 

I feel that I have improved on my interviewing skills by adapting my communication style to each prisoner I am interviewing to ensure I build a rapport with them and obtain their version of events to ensure a positive interview. 

I have also gained confidence and have interviewed with little preparation; however I now feel that I should apply better practices when preparing for interviews. 

To assist me, I will now incorporate the PEACE interview model to ensure that I conduct interviews to the highest of standards expected of me. 

I have also completed my hub attachment and I feel this has enabled me to become a more well-rounded officer. 

I also feel that by volunteering to conduct interviews more frequently will further prepare me for all types of interview scenarios and will equip me to deal with legal professionals in a more effective manner for example if they become obstructive during the interview. 

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

10 
	Low 
1-4 
	Med 
5-7

7 
	High 
8-10 


	 I feel that during my time as a response officer I have dealt with conflict on a regular basis. 

Types of conflict have varied from minor to serious levels of conflict where violence has been used against me. 

I feel that I have dealt with conflict well, however I feel that I could do better and by doing so could enable me to become a more experienced officer that can effectively deal with people. 

I feel that most of the conflict I have been exposed to has been of a minor level such as low-level verbal abuse used against me. 

I feel that it is important to expose myself to conflict so that I can gain the necessary experience to feel completely confident when dealing with it. 

To do this, I have volunteered to work nighttime economy shifts in areas where there is a large nightlife and concentration of people who are under the influence of alcohol or drugs. 

By working these shifts, it exposes me to challenging and unexpected circumstances which could arise at any point. 

I feel that continuing to work these shifts will assist my experience in how to speak to people to effectively deal with a problem. 

I also ask my supervisor and peers for regular feedback on my performance when dealing with people and conflict management. 

I hope to gain experience where I can effectively deal with people by using the minimum level of conflict de-escalation required to ensure a positive outcome.
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