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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:

To fully reflect upon my experiences and answer the question fully I will utilising the Gibbs Reflective Cycle (Gibbs, 1988). 

Since its conception as a service the Police are consistently studied and challenged on organisational culture. Organisational culture, in terms of the Police service, relates to the attitudes and actions shown by frontline Police officers and staff and directly impacts public confidence and the public image of the Police service (Charman, 2017). If the Police service is promoting and allowing a poor culture, then why should the public listen to anything that the Police service has to say? The Police service needs to hold the upmost highest of standards and should be held accountable if this is not the case. 

One of the biggest cultures which seems imbedded in numerous Police Officers and staff is the use and abuse of force alongside showing a complete lack of respect towards members of the public. It is perceived by many officers that their position as a representative of a Police service entitles them to show a lack of respect towards members of the public, they perceive themselves to be of greater importance and allow this attitude to impact the decisions they make, causing a negative impact on the image of the Police service and in turn damaging the levels of confidence and trust that the public have in the Police service (Geller and Toch, 1959).

I have strong feelings towards this attitude and culture which some officers seem to believe is acceptable, their actions and attitudes heavily impacted my own wellbeing in a negative manner. At the time of seeing such attitudes and negative culture promoted, I felt angry, I questioned whether I was the right person for the job and whether challenging this behaviour would have any positive impact or just cause me problems in my career. This negative attitude towards the public was not only noticed by myself, it is my understanding that multiple Officers and staff members were also aware of this and had much the same feelings as myself, showing that this organisational culture was having a sizeable impact and was something that needed to be challenged, which falls in line with the expected Professional Standards of Behaviour, Challenging and Reporting Improper Behaviour (College of Policing, 2014). 

It was the father of Policing, Sir Robert Peel (1829) who said ‘The Police are the Public. The Public are the Police’ and it is this statement alone which sought to restore my faith in the Policing service and in turn improve my own wellbeing. I looked to challenge the behaviour being shown and was supported by my colleagues in doing so. I trusted my initial training and sought to ensure that the Policing Code of Ethic, Authority, Respect and Courtesy was upheld and believe my other colleagues sort for the same change in terms of organisational culture (College of Policing, 2014). In review it may have been more beneficial to both myself and the organisation to challenge this behaviour sooner, it may have been wise to discuss the situation with a federation rep to ensure I was doing the right thing, none the less, I feel happier in my place of work from making the challenge and believe that my decision making has made a difference and therefore improved mine and my colleagues welfare during work. 

The risks of conforming to the negative culture mainly revolves around having a negative impact on the confidence shown in the Police by the Public but also poses a threat of significant damage to the Police service internally. This damage can include high employee turnover rates, poor service delivery and most notably a dissatisfaction from clients, in the instance of the Police, the clients are the public who rely upon and need to trust their public services (Deloitte United States, 2020). 

In South Wales, new students spend their first six months learning from a classroom and are taught to uphold and promote the Policing Principles alongside the Code of Ethics. The reality of the organisational culture is partly responsible for 9.1% of new recruits who have opted to leave the Police Service prior to completing their probationary period (PolFed, 2022). This damning statistic shows exactly why change is needed and perhaps why training sessions to refresh experienced officers are needed as well as supervisor reviews to ensure standards and principles are upheld throughout a member of staff’s career. 

I have had to build resilience with regards to organisational change. The team I work on is forever changing, with team members frequently leaving for departments and new starters being introduced as replacements. This has often caused me to feel on edge, expecting myself to be moved, I have also felt the pressure of quickly becoming one of the more experienced officers on my team. I have had to learn to accept that people now look up to me for advice and have taught myself to accept this position and seek advice and support from my supervisor. I have also learnt to care for my own wellbeing and accept that constant change is a part of the organisational culture and is something I need to embrace as opposed to bringing me down and causing me unnecessary worry (Pennycooke, 2020). 

Despite the negativity I have found numerous ways to maintain my own wellbeing and build resilience when it comes to changes being made. My go to, has always been sports and fitness. Exercise is proven to be a natural mood lifter, reducing stress, anxiety, depression, anger as well as improving a person’s quality and ability to sleep (American Heart Association, 2017). For me Sport and exercise allows me to escape from my work, it makes me feel as though a weight has been lifted of my shoulders and truly allows my body and brain to focus on something else, in turn, vastly improving my wellbeing in preparation for the inevitable return to work. The issues I have with sport and fitness is that the shift pattern of the Police does not allow me to regularly attend training sessions on the same day and times each week, I have also found that I force myself to attend fitness sessions which has a negative impact, causing me to be more tired and allowing work to have a larger impact on my wellbeing. Overall, the impact is positive, I have had to make some changes to my routine, for instance, I’m fortunate enough to have a gym located in my place of work, this allows me to incorporate a fitness session into my working schedule, eliminating the pressure of finding time. This small adjustment has proven to be highly beneficial to me and my wellbeing.  Alongside sports and fitness, I have found sufficiently resting greatly improves my wellbeing, it helps with all aspects of both my work and private life. Being well rested is proven to improve memory, restore and energize a person, boost one’s immune system and helps to keep one mentally and emotionally fit (Delta Discovery Center, 2018). 

To conclude, I have accepted that I need to be a part of positive change in the Police service. Some aspects of frontline Policing culture go against what is taught and expected, it is down to me and others to challenge this behaviour, whilst maintaining my own sense of wellbeing and health. Naturally resilience is built as time goes on, despite my feelings towards the negativity, I truly believe that small changes such as training refreshers and closer scrutiny from supervisors will significantly impact this organisational culture. I have successfully maintained and continue to work on my own wellbeing something which will not stop until the day I retire. 

Word Count: 1279














1

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:

To fully reflect on the incident and explore my answer I will look to utilise the Gibbs reflective model, The Gibbs model allows me to learn over time based on my experiences (Gibbs, 1988). 

	I was required to attend an emergency call in the area that I work as part of the response Policing team. This call came through as a potential case of attempted Arson. This offence would fall under attempt to destroy or damage property which is section 2 of the Criminal Damage Act 1971 (CPS, 2019). The report was that the subject had screamed that he would burn down a block of flats towards his neighbour who lives directly above him. This threat seemed genuine as there was intel submitted suggesting that the subject had multiple fuel cannisters in his property alongside lighters and matches. The subject had multiple warning markers suggesting violence, mental health issues and a risk to officers’ safety. I was able to communicate with the subject effectively and talk him into a position of trust which saw him open the door and allow me and my colleague access to his property. I was then able to locate the reported fuel cannisters and prevent any damage being caused to the property and any persons. The subject was arrested and conveyed to the local Custody suite. There were no cultural, ethnicity or language issues relating to this incident. 

	 On arrival at the address, it was apparent that a dynamic risk assessment was needed. A dynamic risk assessment is the process of constantly analysing hazards and risks in an ever-changing scenario. A dynamic risk assessment is conducted on the spot and is in response to the situation that is presented to the person conducting the assessment (The Hub, 2019). Upon arrival at the incident, I did not have a choice, the use of a dynamic risk assessment was a necessity. I was put under pressure to make decisions which would impact the safety of my colleague, the safety of the property and the potential of losing life. The Hazards changed numerous times, the subject refused to open the door to his property, he was clearly upset and irate, I could not see any fuel cannisters or potential flame to start a fire, however, based on his behaviour and actions I had to be prepared for the worst-case scenario of a potential fire being caused by the subject. The situation was volatile meaning that anything could happen at any time, this is why a dynamic risk assessment was constantly being adapted and changed within my head, to ensure my actions could be fully justified. 

On reflection, I felt scared, under pressure but also empowered, the responsibility of making the key decisions and being intrusted to resolve this situation is something which filled me with self-confidence and allowed me to work. I believe the outcome of the incident is the best possible outcome from all scenarios, nobody was hurt, no damage was caused to any property, the fuel was seized, and the subject was arrested and kept calm throughout the process. The negatives are that more consideration should have been given to my colleagues, I took control of the situation, as much as the outcome was positive, I should have taken time to discuss my own actions to ensure that they were fully supported. I believe the incident was resolved in a positive manner due to my approach, I was calm, I listened to the subjects’ concerns, why he was angry, what he believed had happened and built rapport and trust. I could have acted differently, I could have been forceful with the situation, forced entry and used force to detain the subject. I believe this forceful approach posed a bigger risk to me, the potential victims, and the property. If I was faced with the same scenario again, I believe I would match my actions step by step, as previously mentioned, the only change I would make is further consideration for my colleagues (Smith, 2021). 

Throughout the incident I utilised the National Decision-Making Model or the NDM for short, is a tool designed to be used by all members of the Police service to rationale and show why decisions were made during an incident. The NDM promotes learning, ensuring all options are reviewed and allows for a different more efficient approach to be applied in similar scenarios (College of Policing, 2013).

The NDM holds the Police Code of Ethics at is core, every decision made by a member of Police staff needs to hold the Code of Ethics as its core principle. The reason for this is ensure that all decisions made are ethical decisions in line with the principles and expectations of the Police service. The Code of Ethics is made up of Policing principles and Professional standards. The Policing principles are Accountability, Fairness, Honesty, Integrity, Leadership, Objectivity, Openness, Respect and Selflessness. This works in partnership with the professional standards which are Honesty and Integrity, Authority, Respect and Courtesy, Equality and Diversity, Use of Force, Orders and Instructions, Duties and Responsibilities, Confidentiality, Fitness for Work, Conduct and Challenging and reporting improper behaviour (College of Policing, 2014). The decisions to take the lead and control this situation by communicating effectively with the subject showed Leadership, Authority, Respect, Fairness, and Integrity. By demonstrating the Code of Ethics, I believe my behaviour was mirrored by the subject, enabling me to bring the incident to calm and positive conclusion.

In terms of the NDM, the first start is reviewing what information and intelligence was available in relation to the incident. I knew there were petrol cannisters in the subject’s property, I knew he had means to ignite, I knew he had the characteristics to follow through with his threats. I also knew that the victim had been evacuated from the property, the only risk was to the subject, myself, my colleague, and the property. I had all the warning markers in relation to the subject and believe this equipped me with all I needed to move on in the NDM process (Suffolk Constabulary, 2018). 

The next step on the NDM is the assessment stage. This is where the threat and risk need to be assessed alongside a working strategy (College of Policing, 2014). Its here where I utilised all the information and intelligence that was gathered to confirm that the risk posed had been reduced as far as possible. The subject’s behaviour was erratic; however, he was talking to me, he was communicating, and I could not see a visible threat such as petrol and an ignitor. I had to consider that the subject may act upon the reported threats and that my decision to attempt to communicate with the subject may have to change into a use of force to protect life and prevent damage. I could see that my colleague was positioned to take this action if required. Reflecting upon this, I fully trusted that my colleague would be able to take the required forceful action if needed but fully trusted and supported my decision to try and talk down the subject before issuing an instruction to utilise force. 

The NDM leads into the consideration of what Powers, and Policies I have available to use as a Police Constable to resolve the incident. I knew that in order to protect property and life I would be able to force entry into the subject’s property by utilising section 17 of Police and Criminal Evidence Act 1984 (HM Government, 2012). I also knew that if this power was used then it was likely to escalate the situation, the subject was likely to mirror my actions in turn become volatile, potentially setting about completing his threats, putting himself, me, my colleague, and the property at risk (Lametti, 2009). With this consideration I believed that I had the required communication skills to gain access to the property with the full consent of the subject, this proved to be true and enabled me to control the situation as previously discussed. 

The final two stages of the NDM are options, which is to ensure that all options of response have been considered and a contingency plan has been set, if the first plan is not successful. This is then followed by Action and Review – this is where all the considerations are finalised and whatever decision has been made is actioned. Arguably the most important part of the NDM is the review, this is where the actions and outcomes are reviewed and the question of what could have been done differently to improve the outcome is asked (College of Policing, 2014). I have already discussed my chosen actions and the result of these in some detail. Following the conclusion of the incident I had a conversation with my colleague, we discussed how successful our approach and actions were and both agreed that based on the situation that presented itself, we had chosen the wisest action plan. We did however discuss that the same situation may well require more forceful action, another person may not be as approachable as this subject, so if a similar scenario was to present itself then the NDM would have to be re engaged and a dynamic risk assessment taken on that individual scenario. 

In conclusion, I believe I have fully examined the incident and learned by reflecting upon my experiences. I truly feel as though this incident was resolved with the best possible outcome, I fully utilised the National Decision-Making Model throughout the incident and was forced to use a dynamic risk assessment throughout a high risk scenario which could have ended in numerous ways. I will continue to utilise the discussed tools in my future career.  
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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:

Working as part of a team is vital in the public sector, the expectations and workload mean its an impossible task to undertake on your own, at some point, everybody needs help and support. Working as part of a team can increase morale, effectiveness, communication skills and levels of safety. Teamwork also builds trust and focuses a group of people who are looking to achieve the same objective. Teamwork encourages team members to support each other, both physically and emotionally (Bergner, 1997).

One of the most widely regarded theories for increasing team cohesion and developing a team is the Tuckman’s Stages of Group Development also known as the Tuckman’s Model (Tuckman, 1965). This theory incorporates five stages with the objective of unlocking a team’s full potential and delivering outstanding results. The first stage of the Tuckman model is forming, this is where a supervisor must bring together a group of individuals that they believe can form a successful team. The supervisor must set the teams objective, ensure each member of that team feels valued, set objectives for individuals. This then leads onto the storming stage (Wallbridge, 2021).

The storming stage of the Tuckman theory relates to controlling any potential storms within the team. It is inevitable that conflict of some type will happen as part of a teams dynamics. The conflict often occurs as people get to know each other and begin to challenge expectations of each team member, people can then look to challenge the boundaries set by supervisors causing feelings of anger, jealously and some cases making other members feel inadequate subsequently having a negative impact on the entire team and its level of productivity (Last, 2019). 

Staying with conflict and why it may take place within a team. Dr William Moulton Marston (1928) developed the DISC model, this model is designed to help us to understand why conflict takes place by categorizing people in to one of four groups. These groups are purely based on personality traits and seek to give a reasonable explanation as to why people with certain traits are likely to conflict with others. The model is a circle consisting of quarters, the first category is dominance, these are result orientated people, they are direct, outspoken, strong willed, forceful and seek to gain power and authority. They expect to be treated with respect, allowed to be a leader, and encourage challenges from others to create a feeling of self-worth. The second category is influence, these are people who are persuasive, they talk more than they listen, often political and somewhat emotional. They want to be popular, feel approval and seek rewards for the effort they put in. The third category is Steadiness, these types of people are patient, reserved and they ask questions. They want to be appreciated, work in a relaxed environment and be reassured. The fourth category is conscientious where people are analytical, adhere to the rules, careful and cautious. They want to be appreciated for their role, expect high standards and want accurate information (Mind Tools, 2019). In simple terms, the model places people based on personality traits. These personality traits are often opposites, and this difference tends to be the ignition for a conflict within a team. For instance, a person who works at a fast pace and is outgoing, will become frustrated with a person who has an analytical, slower approach to the same job. The DISC model shows that conflict can take place horizontally or vertically on the model. The horizontal differences are that people are either task driven, so they tend to get on their work, opposite to this are people who wish to socialise, bounce ideas of each other and engage with their work colleagues. Vertically, the difference is between people who are outspoken and work at a fast pace and people who work at a slower pace and like to keep themselves to themselves.  (Harris, 2010). When people have different working strategies, personalities, and purpose, there will inevitably be conflict of some type. It is vital that leaders create working strategies to stop or at least reduce the level of conflict for the benefit of the team. Feelings of jealousy, being outcasted, stress, anxiety are all possible catalysts for engaging in conflict.  As suggested in the storming stage of the Tuckman theory, conflict within a team will not be instant but will be something which takes place as people get to better understand one another (Last, 2019).

To prevent conflict and enhance performance, leadership should consider setting individual targets, with a view to these targets coming together in order to achieve the collective goal. To further enhance this each individual needs to be recognised for their contribution, rewarding team members shows that they are appreciated and gives them some substance for completing tasks which are asked of them (Team, 2021). A further strategy to enhance an individual and teams’ performance are training programmes. A leader who is willing to upskill staff shows that they truly trust the team they are responsible for. This trust and investment in skills is then likely to be returned in terms of motivation to work and productivity. In partnership with team training, leaders should take up specialised training in conflict resolution, this will equip them to deal with any internal conflict quickly and efficiently, promoting a happy workplace and team and therefore enhancing the overall performance of the team (Mistry, 2018).

Returning to the Tuckman model, to get beyond the storming stage, the leadership needs to have conflicts controlled, if this is the case then the team will move on to the norming stage. The norming stage is where team cohesion truly begins to set in. Each member of the team has a full understanding of the job and their role within it. Further to this, each team member has an understating of each other and may look to socialise outside of the work environment. This appreciation and respect for one another is where the team truly becomes closer, there is no questioning whether tasks will be complete and to what standard, those conflicts and questions have been left in the storming phase. Norming allows leaders to establish team processes, entrust individuals with more responsibility and sees the team wilfully working collaboratively, this is due to them understanding each other and their roles. This where routine is established, the team is established and the working environment is positive, the risk of norming is that motivation may start to lack, it is vital for leadership to continue working with the techniques to improve individual and team performance (The Team Building Company, 2019).

Once norming is established the team move on to performing. This is where the team is fully established. Little to no intervention is required by leadership, conflict is resolved amongst the team, the team has the same shared goals and a focused mentality in achieving these as a cohesive group. Tuckman (1975) introduced the fifth and final stage of his model, known as adjourning. This stage is the belief that once a team has achieved everything that it set out to do, then members of the team will look to leave, whether that is to seek a new challenge or establish their very own team (Wallbridge, 2021).  This is particularly relevant to the role of a Police Officer. Police Officers start as members of a response team, once they have sufficient experience and are established in their role, they will look to move on to more specialised roles within the Policing service, therefore leaving the team.

The Truckman model is widely used amongst organisations, its simple and easy for leaders and team members to understand and follow. It shows that a team can come together and establishes easy to follow stages for team dynamics, The disadvantages of the model are that is assumes that an entire team will progress to each stage at the same rate. Everyone may take varying times to move on with regards to team dynamics, its also possible that the entire team may fall backwards and must establish stages to move forward once again. The only way for this to avoided is with strong leadership, hence why the first stage of ‘forming’ is so vital. 

As mentioned, the Police service is made up of teams and somewhat reliant on Police Officers and staff working in partnership and driving towards the same objectives. In the case of South Wales Police (2022), this is ‘To be the best at understanding and responding to our communities’. In terms of team dynamics, a lot of the standards of professional behaviour and policing principles relate to appropriate conduct in relation to this. Relating back to the storming stage of the Truckman model, conflict within a Police service team would directly breach the Policing principles of Selflessness, Respect, Fairness, Integrity, and Leadership. A police service team should be positioned in the norming, performing and adjourning categories of the model, the storming category is not in keeping with the Police service and if a team finds themselves behaving in this manner then serious intervention from management is required to resolve the situation. Furthermore, poor team dynamics would be a breath of several of the professional standards of behaviour such as Conduct and Authority, Respect and Courtesy (College of Policing, 2014). A member of the Police service must have hold themselves to the highest standard, breaching the code of ethics is a dismissible act. The impact of breaching the Code of Ethics is far wider than on just the individual. The Police Service itself will be investigated and scrutinized and the question would have to be asked, how did a person who is so willing to break the Police Code of Ethics find themselves employed by the Police service in the first place? Once again this brings to fruition the importance of the first category in the Truckman model which is forming. 


In conclusion, it is highly important for any team to trust each other and have a full understanding of the expectations placed on them. Strong leadership is vital to ensure that team cohesion is created and there are numerous ways to enhance this for a team such as training and staff management. The Police service needs people who are willing to hold themselves accountable and hold themselves to the highest possible standards, as set by the Code of Ethics, Police staff who do not wish to abide to this will not form part of a team and should be dismissed from service. The Truckman model is a superb model to utilise and understand the fundamentals of how to be a successful team and is certainly something I will loo to introduce into my working life. 

Word Count: 1784

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:


To fully reflect and review this question I will be utilising the Gibbs Reflective cycle (Gibbs,1988), particularly when it comes to discussing automatic number plate recognition and its use. 

	Information and Intelligence is vital in helping to identify, respond to and disrupt criminal activity of all types (NCA, 2022). Information is the basic form of data, it can relate to anything and can only be recorded by the Police service if it has a Policing purpose such as protecting life, property and helping bring a criminal to justice (Law Insider, 2022). Intelligence is information which has been assessed, refined, and developed for action. An example of intelligence may be that a specific vehicle is involved in the transportation of drugs, this intelligence gives Police Officers the grounds they need in order to stop this vehicle and conduct a legal search, potentially stopping the vehicles use in illegal activities (College of Policing, 2022).

The Roads Policing Unit sources its information and intelligence in numerous ways, most importantly it comes by the way of partnership working, all aspects of the Police service are capable of submitting information, this can then be reviewed and potentially used as intelligence to allow for Police action. Information can be obtained by the Police in one of three ways. The first source is routine collection. Routine collection is when information is sourced from active police activity such as arrests, stop and searches and responding to ongoing incidents. Second to this, Volunteered information comes from the public, partner agencies and community contacts this can be submitted via online portals, telephone lines or by someone simply speaking to a member of the Police service. Finally, information can be gained via Tasked information, this is when information is required to develop intelligence examples of this are CCTV, Automatic Number Plate Recognition, covert human intelligence sources and databases such as the Police National Computer or local Police databases (College of Policing, 2022).

	Effective Policing of the Roads requires a combination of high-quality intelligence, proactive officers, and the proper use of technology. As an example, if a car is identified as being used for drug smuggling, via intelligence, then officers can utilise further technology to locate the vehicle and stop its use in criminal activity. Technology which can be utilised includes CCTV, Facial recognition technology and Automatic number plate recognition. This technology will allow officers to pinpoint the exact location of a vehicle and utilise Police powers to stop any further involvement in criminal activity (College of Policing, 2013). 

	Intelligence allows the Road Policing Unit to have a targeted approach to their Policing strategies. Intelligence led road Policing helps to identify offenders, victims, and points of interest to the Police. This allows the management team to make better educated decisions in terms of where to deploy resources and what criminal activity requires more of a focus (Police Chief Magazine, 2022). To further increase the effectiveness of deterring cross border crimes such as drug smuggling or County Lines it is vital that intelligence is shared amongst Police Services. This is easily done by utilising the Police National Computer, a national database that is accessible by every Police service in the UK. This means intelligence relating to vehicles will be flagged up no matter where it is located. If intelligence was only held on local databases, then vehicles would be able to travel around, and non-local Police services would be none the wiser to the vehicles involvement in criminal activity, in essence making that vehicle only of interest to a local force as opposed to on a national level (Elkins, 2019).

I feel as though the current model being utilised by Road Police throughout the UK is effective in disrupting criminality. The use of the Police National Computer is particularly vital, without this resource there would not be a targeted approach. As an officer I need to ensure that I am submitting information to develop intelligence, this will assist in the mentioned targeted approach to Policing. I do feel as though communication between Police services is poor, if intelligence is created causing a criminality to be stopped in another service location, then as an officer, I don’t receive any feedback. It would be great to have some sort of system which would allow credit to be passed on to an officer at a national level, therefore motivating officers to continue to submit information. 

	In the United Kingdom the issue we have with Roads Policing is that each of the forty-three Police Services are allowed to Police in the way which they say fit. The road network is connected throughout the UK meaning criminals can travel from one Police service area to another and experience different approaches from the Roads Policing Units, it also means vehicles being used for criminality have a better chance to fly under the radar. To improve the road Policing in the UK and further reduce criminal activity it may be wise to follow the model set out by the Police service in Germany. In Germany they have a dedicated Police service who are solely responsible for Policing the road network of Germany and are not restricted to Policing one specific county (Roads Policing Review, 2020). This allows the German Police service to follow through with intel throughout the country and allows officers to be responsible for the response, not pass the responsibility over to neighbouring services. A further benefit would be that a national Road Poling Unit would be able to release statistics on a national level and allow them to focus on more problematic areas. I would envision that this new style would see a bigger impact in terms of deterring the criminality on our road network. 

When it comes to Policing the roads many officers and staff would agree that the most helpful investigate tool is that of Automatic Number Plate recognition, also known as ANPR.  

ANPR stands for Automatic Number Plate recognition, it’s a network of cameras which reads number plates and instantly checks against a database to see if that vehicle is of interest. A vehicle of interest may be registered to a person who is wanted, missing or a key witness. ANPR allows Police services to locate, or at least get an understanding of the direction of travel which these vehicles of interest are taking. ANPR will also highlight stolen or uninsured vehicles – making ANPR a key investigative tool which is utilised by Police services throughout the United Kingdom every single day (NPCC, 2020).

ANPR has three significant benefits which it brings to Policing, it increases the amount of information and intelligence available to the Police, it allows the Police to respond to vehicles of interest in real time and it assists in the investigation of crimes (ANPR Working Group, 2014). For example ANPR can confirm if a vehicle has entered an area in which the owner is restricted to enter due to bail conditions, this evidence can then be utilised to support an arrest of breach of bail, as long as the driver of the vehicle at that time can be identified (GOV.UK, 2022). ANPR is reliant on constant intelligence and information being submitted to national and local databases. Neighbourhood Policing Teams play a vital role in the submission of intelligence and information. Neighbourhood Policing teams are the eyes and ears on the streets, frequently patrolling and engaging with local communities (College of Policing, 2021). As an example, Neighbourhood Poling teams may submit some intelligence in relation to a suspicious vehicle in their area, ANPR can then relay further intelligence suggesting that the vehicle is not from the local area but frequently visits. This alone is enough grounds for the vehicle to be stopped, stopping the vehicle may then result in a positive search or assist in revealing potential criminal activity. 

ANPR does not come without criticism, the issue is that the system reads millions upon millions of Vehicle Registrations daily, subsequently tracking the journey of millions of people who are of no interest to the Police. This brings into question security of data and the perception that we do not live in a free country, in fact we live in a society under constant surveillance (HIP, 2017). This was further put into question in April 2020 when information relating to data stored by ANPR cameras was leaked, over 8.6 million driving records were leaked online from the Governments databases (Sharma, 2020). This highlights the need for tighter security and what information needs to be held and for how long. 

ANPR has both pros and cons, I believe the pros outweigh the cons for the time being. I understand that the level of data being collected by ANPR is concerning to those who are of no interest in the Police, however, to have a tool which allows Police services to immediately identify and respond to suspected criminality is vital in fighting crime and delivering a successful service. To improve ANPR, further transparency is required from the Police services, showing exactly what data is stored and used, this transparency will look to improve public confidence and trust in how the Police utilise ANPR systems and what data is stored.

In conclusion, intelligence is vital in allowing Police services to target criminality on the road networks of the United Kingdom. A combination of intelligence and the use of ANPR allows Police services to target vehicles of interest and ensure that criminality is being targeted and reduced. As discussed, the current structure of road Policing in the UK can be improved by looking at other countries such as Germany, which appears to have an effective system, one in which the UK could learn some lessons. Drug smuggling on the roads has always been an issue for Policing and will continue to be, the Police service must adapt and change and utilise existing technology, along with new techniques to continue to disrupt criminality on the road network of the United Kingdom. 
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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


6
	High 
8-10 
	 
I need to continue to learn my definitions in relation to more obscure offences – most notably Traffic related. I also feel as though my knowledge is lacking with regards to public order. Counter to this I believe I have a good understanding of Domestic related incidents, Anti-Social Behaviour, Out of Court Dispersals, Assaults, Affray, Harassment, Stalking and Fraud. I believe that my continued involvement in response Policing will naturally lead to my knowledge improving. Furthermore, I will continue to utilise the College of Policing learning portal and par take in arranged training days. 

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 


	High 
8-10

8 
	Low 
1-4 
	Med 
5-7 

7
	High 
8-10 
	 I have enrolled onto numerous training courses to improve my skill set and will continue to do this over the next twelve months. My plan is to obtain Method of Entry, Taser and complete the blue light Driving course to ensure I am fully equipped to deal with all potential scenarios. I have developed strong communication skills as well as utilised personal safety training. I will continue to attend arranged training days to make sure that my skill set does not drop. 

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

8 
	Low 
1-4 
	Med 
5-7 

7
	High 
8-10 
	 I believe I have experienced a good number of incidents which has equipped me to deal with most scenarios in a professional and efficient manner. Similar to knowledge, this is something which will naturally improve as I continue to work with response Policing. I will look to enroll on some attachments with the dog units, traffic units and detectives, so that I can experience different operational departments.  
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