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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:

As I have achieved independent patrol status, I have started to come into my own way of doing things as a police officer. As I am no longer being tutored, I am now dealing with my own workload and carrying out duties alone such as statement taking, interviews, and case files.

During my first year as a Police Officer, I have experienced the police force’s organisational culture.
Described by Schrodt, Organisational culture affects the way people and groups interact with each other, with clients, and with stakeholders. Also, organizational culture may influence how much employees identify with their organisation (Schrodt, 2002)
I gained an initial impression of the culture of South Wales Police by reading the mission and value statements. However, my true insight has been from my colleagues that I work with on shift and in my stations. Simply stated, organizational culture is “the way things are done around here” (Kennedy, 2008) 
Speaking to colleagues of my shift I have gaged what their impressions are of the organisation. Many feel they are criticised more than they are praised. This is fuelled by claims from the general public of racism, biased, and cover-ups.  This can be traced back as far as the 1970’s to the Hillsborough incident, which the public saw its first modern memory institutional cover-up from a UK police service. Only in 2021 have South Yorkshire and West Midlands police agreed a settlement with more than 600 people to compensate them for the false police campaign aimed at avoiding responsibility for the 1989 Hillsborough disaster and victim blaming instead. (Conn, 2021)

As explained by the Police foundation; the police service has required its staff to work in dangerous and stressful environments and today police officers are tasked with dealing with some of the most challenging social problems. “It is a line of work in which employees can encounter traumatic situations where their health and wellbeing come under direct threat”.   (Lewis, 2019) These traumatic incidents can include indecent assaults involving children, life or death emergencies and violent attacks.  

As stated in Blackstones, policing presents its own unique challenges in that it involves not only the usual sources of stress when working for a large organisation (bureaucracy, differences with colleagues, etc) but also coping with crises, emergencies and crime. This has been heightened during the pandemic as many looked to police to maintain order and keep the country and its services running smoothly. 

Furthermore, Blackstone’s states the sources of stress in policing can be thought of as originating from three interrelated contexts; from within the person, from being a member of a police force, and from the external demands placed on police officers.  (Blackstone's, 2021)

Robertson and Cooper have demonstrated the importance of employee wellbeing, its links to ‘engagement’ at work, and the subsequent achievement of long-term organisational goals. (Robertson & Cooper, 2021)
They have shown how employees who have high levels of psychological wellbeing are a significantly more valuable resource for the organisations they work for. In order to maintain wellbeing, along with making sure I keep healthy habits such as eating and sleeping well, I try not to conform to organisational culture. This is so I’m able to maintain a healthy mind-set. Sleepfoundation states diet, exercise, and sleep are three pillars of a healthy life. (Newsom, 2020)

I understand that as a young in-service officer I am most at risk of conforming to organisational culture. I have made a conscious effort to not conform to organisation culture within my team and wider station. An example of this is when dealing with any persons in work I do not make assumptions, nor do I let other people’s opinions of a person or their background affect my decision making. As described by Needle, Culture also includes the organization’s vision, values, norms, systems, symbols, language, assumptions, beliefs, and habits (Needle, 2004) 

There’s evidence to suggest that certain attitudes and behaviours can spread from one person to a group of people quite easily in work contexts 
Kakkar says workplace negativity and employees who are vocal about their dislike for their job can send ripples effects through teams.
He attributes these ripple effects to a psychological phenomenon called social contagion, wherein attitudes and behaviours can spread among others, who then take on those traits. (Kakkar, 2021)
 
I have witnessed this myself in work and have noticed the “cop culture” that exists among the police. Cop culture is described by Reiner as shared values, beliefs, norms, working practices, and informal rules, police officers will use these cultures to justify their works. (Reiner, 2010)  
Though it is linked with many negative connotations such as racism, sexism and covering up poor ethical decisions, cop culture can be a sense of belonging and solidarity. However, I believe a big part of cop culture is cynicism. 

Neiderhoffer stated there are stages of police cynicism, which states the first stage Pseudo cynicism; being a new officer with a desire to help people, through to the fourth and final stage being resigned Cynicism; Detachment, passiveness, an acceptance of the flaws of the system. 
I am still in my honeymoon stage with the job, I am a new officer full of hope, excitement and trust. 
However, I understand the importance of retaining my personal values, and “not conforming to the pessimism that is so common amongst longer serving officers”.  (Niederhoffer, 1967) 

The cynicism can be understood however, as stress is one of the most common of all occupational hazards for police and can be extremely debilitating, leading to the early onset of stress-related illness. My research states one of the biggest problems for police officers is that stress can go unrecognized and unacknowledged. (Beshears, 2017) Police officers are under constant stress and sometimes do not take the time to seek treatment, often because it can be seen as being “weak” amongst colleagues.   Research has also revealed rates of PTSD in the UK police service to be also give times higher than the UK population. (University of Cambridge, 2021)

However I believe there is strength in mind-set. Trougakos, organisational behaviour expert believes that plant the seed and soon enough multiple people have the same opinion. There’s strength in numbers, when you have two, three or four people saying the same thing to you it strengthens and you can be locked into that mind-set. (Trougakos, 2021) I have made a conscious effort to reduce negativity on my shift. I do not engage in non-productive venting and focus on the positive aspects of my career.  

Having my own workload as an independent officer has meant my time management skills are been put into play. By managing my time well, I’ve enabled myself to organise my workload and decipher my priorities  
Shah confirms this and says, Time management helps you to reduce long-term stress by giving you direction when you have too much work to do. (Shah, 2016)

Good time management means I have increased productivity. Occupational psychologist Emma Donaldson-Feilder says the aim of good time management is to achieve the lifestyle balance you want. (Donaldson-Feilder, 2018)
By doing this, I am not conforming to negative organisational culture, which is the belief amongst colleagues that a workload in not manageable.  The belief and “norm” that the workload is not manageable contributes to negative atmosphere at work. 

Reflecting on my time so far as an independent officer, I have had a lot of realisations since settling into the organisation, and I am aware that it’s significantly easier to fit in to the police when you openly conform to organisational culture, and what the police culture dictates. However, if I maintain my wellbeing and resistance, I will endure less stress at work and therefore be happier and more positive in my role. 
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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 essay I will be talking about a domestic incident that I attended, how I dealt with it and the decisions I made. I utilised the NDM throughout each stage of my decision making which ultimately helped me come to my end decision, the college of policing expands on what the NDM is and states “The National Decision Model (NDM) is suitable for all decisions and should be used by everyone in policing. It can be applied: to spontaneous incidents or planned operations, by an individual or team of people and to both operational and non-operational situations. All police decision makers can use the NDM to structure a rationale of what they did during an incident and why.” 

Please See Figure 1 which visually shows the NDM 


Figure 1
[image: National Decision Model, with the Code of Ethics at the centre]













(College of policing, 2021)

In a fast-moving incident, the police service recognises that it may not always be possible to segregate thinking or response according to each phase of the model. In such cases, the main priority of decision makers is to keep in mind their overarching mission to act with integrity to protect and serve the public. (Avon and Somerset Police, 2021) 

At the time of the incident in question, I was on duty in the company of my male colleague when we had cause to attend an address after a report had been made of domestic disturbance. 
On the way to the call I utilised the first step of the National decision model which is gather information and intelligence. I looked on my work phone at the context of the 999 call and could see it was a third-party report from a neighbour who stated they could hear lots of shouting and swearing from the flat next door. The caller had provided no details of the persons.
Due to this, I then used my radio to communicate with the control room and asked for a check to be done on the address is question, and any listed occupants. 
The control room informed me that the female occupant of the flat had warning markers for domestic violence victim. “Police are often called to the same households repeatedly, and the most likely repeat victim is that of domestic abuse, However only a fraction of domestic incidents are ever reported.” (HMICFRS, 2019)

Crime Survey in England and Wales estimates that approximately 1.6 million women and 786,000 men experienced domestic abuse in the year ending March 2019 (Office Of National Statistics , 2021). As they were frequent callers, I ensured I was not biased or made presumptions when dealing with this incident. 
 
I was also informed that there was a harassment order in place that prevented the domestic abuse aggressor – the female’s ex-partner – from contacting her. 
I am aware that victims of domestic violence often continue to allow the perpetrator to contact them. Women’s Aid explain; there are many barriers that stand in the way of a woman leaving an abusive relationship – be it psychological, emotional, financial or physical threats. One of the most important reasons women don’t leave is because it can be incredibly dangerous. The fear that women feel is very real and there is a huge rise in the likelihood of violence after separation. (Women's Aid, 2021)  

I then further utilised my work phone to check the male in questions details on the internal police systems and was able to view a custody photograph of the male. I also viewed the males warning markers, which included multiple assaults with weapons. I then considered the impact of these warning markers. 
I then utilised the next step of the National Decision Model, Assess threat and risk and develop a working strategy. 
Because all resources were stretched, and the potential risk of harm to the vulnerable female, myself and my colleague decided to proceed to the flat. We activated our body worn video cameras in line with force policy when attending domestic incidents. The door was knocked and answered by a female. She gave her me her details and it matched with the information from the control room. I ensured I was not going to be bias in my decision making, Buzawa notes, domestic violence is suffered by women throughout all social classes and races, however in this incident there were no cultural or language barriers. (Buzawa, 1993)
I asked her who else was in the address and she was not forthcoming with information. I told her we were coming in and she attempted to close the door. I assessed the threat and risk again and placed my boot in the doorway to stop her closing the door. I explained to her that I believed that there someone was in the address who had committed and offence and therefore we would be coming into the flat. 
I utilised the third stage of the National Decision Model, I knew that Section 17 of PACE stated; Section 17(1)(e) of PACE gives the police the power to enter and search premises without a warrant, in order to ‘save life or limb’ or prevent serious damage to property. However, it is not enough that the police should have a general welfare concern about somebody in order to use this power of entry, which may only be used in cases of emergency, not general welfare. (Social Care Institute for Excellence, 2018)
Though I did not deem this to be a general welfare call, given the history of the female, her being a high-risk domestic violence victim, and an order being in place I asked again if we could come in and she then allowed us in. Upon entering the living room, I noticed a large dog in the kitchen which was barking loudly so I utilised the NDM again and assessed the potential risk from the animal. 
We separated the pair and I spoke with the female and asked her what had gone on whilst my colleague spoke with the male. The first priority at a domestic incident is the safety of everyone at scene. 
I then utilised stage four of the National decision making model which is identify options and contingencies. As I knew this meant the male was in breach of his harassment order, I knew I had the necessity to conduct an arrest on him. I have attempted to take hold of his arm to try and gain control in order to arrest him. On holding his arm I have told him he is under arrest and he has immediately pushed me away and thrown his arm towards me in what I believed to be an attempt to assault me. There was instant aggression from the male. 
Aggression has been defined in the Principals of Social Psychology as behaviour that is intended to harm another individual who does not wish to be harmed (Richardson, 1994).  
It was at this point I used the National decision model again and I assessed threat and risk, primarily impact factors. 
As explained by the NPCC, Use of the spray is one of a number of tactical options available to an officers who is faced with violence or the threat of violence. Its use must be lawful in all the circumstances, and the decision to use the spray is an individual one for which the officer will be accountable. 
I risk assessed the situation utilise the NDM again and the male was not complying with officers, so I used my PAVA spray in an attempt to incapacitate him. I believed this to be justified and proportionate and appropriate. The male was detained in handcuffs.  The finale stage of the National decision model is take review of what happened.  I implemented this stage by arresting the violent male who had commit a breach of an order imposed by the courts. 

The female was asked if she had been assaulted and she stated she did not wish to speak to us. However, she appeared dishevelled and I could see injuries. I was aware my body camera was on and thought about the importance of first disclosures, and how it’s essential all best evidence is captured. 

I said to the male “I am now arresting you for domestic related common assault” and I gave him the caution. There is currently no legal definition of domestic abuse. The Home Office (2013a) gives the following definition “Any incident or pattern of incidents of controlling, coercive, threatening behaviour, violence or abuse between those aged 16 or over who are or have been intimates partners or family members regardless of gender or sexuality”. (Home Office, 2013)
By choosing to arrest even though the victim was non-compliant and did not want action taken, I was treating her with the force positive action policy on domestic violence.
I also considered S149 of the Equality Act which states all individuals are treated fairly and do not suffer discrimination.

I discussed a Domestic Violence Protection Notice (DVPN) with the victim, which gives the victim more time to leave the abuser or to apply for a non-molestation order. The DVPO can be imposed by the police in the immediate aftermath of a domestic violence incident, and prevents the abuser from having contact with the victim or returning to their home for up to 48 hours (Blackstone’s) this allows time for an application to magistrates court for a Domestic Violence Protection Order (DVPO).
As the responding officer I worked to build a rapport with the victim, and provided reassurance. I am aware this helps the initial investigation and ensures a successful handover (College Of Policing, 2020)
Though there was no initial disclosure at scene, used my discretion and took the decision to arrest the male based on what the victim had said on the 999 call. I used the NDM and believed that safeguarding the victim was the priority. 
When documenting the incident in my statement, I ensured I provide a detailed, honest and accurate account of what happened. I made note of how I utilised the NDM throughout the incident, and why I believe all my actions were in line with the force code of ethics. 
Upon reflection, I believe I acted in the best interest of the victim, and in line with the code of ethics. I continually reviewed the degree of risk in order to ensure the correct level of protection for the victim. 
Also, my actions meant I abided to the force’s policy on domestic incidents. His detention was authorised at custody, meaning the victim was safeguarded and given time to decide how she was going to proceed. 

· Word count - 1750


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:

In this essay I will be evaluating team dynamics, considering interpersonal conflict, and considering how team dynamics can result in failings. 

A team is defined as an interdependent group of individuals who share responsibility and a common goal. A team differs from simply just a group. In a typical group, everybody works on mutually exclusive tasks, while in a team all members are focused on common goal or mission through completion of interdependent tasks. (Southern Health NHS, 2015)
A high functioning team is one that allows its members to connect with their calling in working towards a common purpose. I will consider a team model that can be applied to policing, such as Tuckman’s stages of team development which is demonstrated in Figure 1 below 

Figure 1
[image: See the source image]












Tuckman states each stage is necessary for a team to thrive.
Tuckman states that raising awareness about the different stages and why things happen a certain way can positively influence a team’s process and productivity. (MSPGUIDE, 2021) 
Tuckman’s model is important as it states that for a team to be successful a clear purpose and ground rules need to be set, and interestingly he suggests is only one part of an effective team.  (Cuofano, 2021)

According to Tuckman, during the storming phase is when conflict is likely to occur between team members of between team members and supervisors. This is when inter-personal conflict can become apparent. 
Interposal conflict in a team can come in the form of clash of characters, discrepancy of views or incompatible personalities.  
Occasionally, there can be disagreement between team members or with a supervisor. It is important to resolve disagreement diplomatically in order to avoid undermining police responses, as this might otherwise result in poor performance. Unless conflicts are solved, a sense of distrust is likely to develop between team members and supervisors, and they will no longer be able to work together effectively.  

CUDSA model can be used to resolve this conflict amongst teams. The CUDSA model is shown below 
[image: Conflict Resolution Training - ppt video online download] (Southern Health NHS, 2021)

The CUDSA model would suggest that when met with behaviour within a team that you are unhappy with, the behaviour should be concentrated on, not the person. This can be done by being open and saying to the person “I feel uncomfortable with what you have said, please can we work to resolve this problem”. In a policing context, this ties in with the Code of ethics and being open, honest and accountable. 
If members of the team keep lines of communication open and clean, the overall team can have better emotional intelligence. 

Emotional intelligence involves the ability to perceive accurately, the appraisal and expression of emotions, the ability to assess and / or generate feelings when they facilitate thought; the ability to understand emotions and emotional knowledge and the ability to regulate emotions to promote emotional and intellectual growth. (Mayer, 1990)

Research has demonstrated a strong link between high emotional intelligence and positive outcomes in a work environment. This includes better overall performance and levels of stress on a significantly lower scale. 

Unfortunately, The culture of ‘grin and bear it’ within the policing field leads to repressed and unacknowledged emotions, which is particularly concerning. Research shows that suppressing human emotions can lead to serious consequences, especially among law enforcement officers who deal with emotionally charged situations daily. 

Tarratt, who is a Clinical Psychologist states “Suppressing your emotions, whether anger, sadness, grief or frustration, can lead to physical stress on your body (Tarratt, 2018) 
Emotional suppression is all too common amongst teams in the police service. However, that term is not used amongst police colleagues, and instead it replaced with having a stiff upper lip or “sucking it up”.  This attitude might decrease team member’s outward expressions of emotion but not the inner emotional experience. 

It’s in situations where you feel you cannot be outward with your emotions that your integrity can be called into question.
Integrity is defined as; following your moral or ethical convictions and doing the right thing in all circumstances, even if no one is watching you. Having integrity means you are true to yourself and would do nothing that demeans or dishonours you. (Gunner, 2021)

A team with questionable ethics can either be accelerated or halted, depending on the leadership of that team. 
According to Adair’s 50:50 rule, Fifty percent of our motivation comes from within us as we respond to our internal program of needs; fifty percent comes from outside ourselves, especially from the leadership we encounter in life. (Adair, 2021) 
This is relevant to the police service as traditional characterizations of the police culture have focused on describing the shared values, attitudes, and norms created within the occupational and organizational environments of policing (Eugene A. Paoline, 2004) 
Relationships between officers and senior management can worsen when they feel some officers aren’t pulling their weight by, for example, not managing their workload or having dissatisfied feedback from victims. 

Research conducted by the College of policing found leadership is consistently identified as one of the most important aspects to maintaining police integrity and ensuring police professionalism. (College Of Policing, 2015)

The research literature on ethical leadership identifies how principles from social and organisational psychology – such as social learning theory, transformational leadership, transactional leadership, and organisational justice – can effectively promote ethical behaviour.

The styles of leadership by police management play an important role in work environment stress levels. Lind and Otte found significant differences in employee stress levels among management styles. (Otte & Lind, 1994) Furthermore, when management styles were included as a predictor variable, the styles were one of the primary predictors of stress in employees. 

This is especially true in police organizations that are characteristically authoritarian but attract college-educated personnel. Roberg, Crank, and Kuykendall concluded that college-educated police would be less willing to work in, and be less satisfied with, authoritarian departments and managerial practices. This is echoed among overall society. (Publictations, 2021)

As a new workforce generation joins the police, there is a wave of young in-service officers who are a lot more focused on prioritising their wellness.  
How leadership prioritise their officer’s wellbeing is where management will win or lose.  
Younger recruits have grown up with perhaps different work ethics to their elder in-service colleagues and want to work for a place they enjoy going to and a place they feel truly cares about them. 

The belief that just because you are being paid, does not mean they get to control your life. The typical police personality is changing, and this is altering the dynamics of teams within the police.
Berg (concluded that the police personality was a combination of characteristics and behaviours that are commonly used to stereotype the police. These characteristics included a “desire to be in control of the situation, assertions, cynicism, authoritarian attitude, a wish to be aloof from citizens, an increased solidarity with other police officers and a tendency to be physically aggressive” (Berg, 1999) 

Leadership styles are another interpersonal demand that can create stress in the work environment. 
Professor Peter Northouse defines leadership as “a process whereby an individual influence a group of individuals to achieve a common goal. 
Sergeants are the first level of line management in policing and as such carry an important role in ensuring effective daily supervision, guidance and support of officers and staff. They are a middle management role, and they are responsible for enabling the development of competence within their team whilst ensuring that organisational standards are met and objectives achieved. (College of Policing, 2015)

Referring to Tuckman’s model, the norming stage is whereby persons feel comfortable amongst their team, thus becoming more complacent when it comes to sharing their opinions. Within the police service, this is when I believe there is most likely to be breaches of the Code of Ethics. As officers feel safe within their team, they may be more likely to broadcast controversial opinions, and behave in a way that they only would behind closed doors. This is because the team has now become a “safe space” and it’s as though nothing is off limits. This stage in when officers are most likely to find themselves receiving disciplinary action. There can be a belief amongst teams of secrets and covering for each other. This “code of silence” is common amongst the police force, and is based off the “us-versus-them” mentality that a lot of police officers obtain as their service progresses. Tajfel’s theory explains this mentality as categorising people we have an affinity with because we perceive the members of the group as being similar to us. The group we feel we belong to would be the in-group while the ‘others’ will be part of the out-group (Tajfel, 2021) 	Comment by Mercer,Alice swp6727: 

The performing stage of is the final stage of Tuckman’s model. This is the stage at which a team is working to its fullest potential and maximum efficiency. In terms of teams within the police, the team now look after each other, and the team no longer needs as intense instruction or assistance from the Sargent. The Sargent’s role is now focused around delegating and overseeing.  

In conclusion, team cohesion in South Wales Police makes for a more enthusiastic, positive and overall more discerning and hardworking workforce. Regardless of the team dynamic, if there is trust amongst the team and contribution from everyone then overall that team within the police will be able to provide a higher quality service to the public. It is my belief that lack of team cohesion leads to breaches of professional standards, a disgruntled workforce and a dissatisfied working environment.  

Word Count – 1594
























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:

Roads policing has evolved from ‘traffic officers’ who were mainly focused on enforcement of road traffic legislation, and dealing with road traffic collisions, to a wider concept of policing the roads. This includes the use of roads policing resources to target criminals who use the road network for their criminal purpose. Most criminals have got to use the roads, as opposed to other forms of transport such as boats and planes that have stringent security checks. 
Patrolling and maintaining a visible presence on the UK’S arterial roads in core part of the Road’s policing unit. 

A large amount of roads policing is based on information and intelligence.
The National Crime agency described intelligence as information that has been analysed to assess its relevance and reliability. (NCA) Police intelligence is graded by using the 3x5x2 aspect of the National Intelligence Model (NIM). 

It is then allocated to an Intelligence Officer. The Intelligence Officer develops and evaluates intelligence, assessing the threat, risk, harm, vulnerabilities and opportunities which exist and identifying gaps. “They manage the dissemination of the assessment or intelligence product, support reactive, proactive and/or crimes in action and provide advice on appropriate tactical options to support policing priorities.”
(College Of Policing, 2021)

Once graded, any member of police staff should be able to judge the intelligence and act on it accordingly simply by using the 3x5x2 grading system. 

The most reliable intelligence is graded as number 1. This grading is used when the source is believed to be both competent and information received is generally reliable. This may include information from human intelligence, technical, scientific and forensic sources. Examples of this is technical products e.g. DNA, fingerprints, CCTV.  When policing the roads, an essential reliable CCTV tool for information and intelligence is ANPR cameras. 

Police use ANPR (Automatic Number Plate Recognition) technology to help detect, deter and disrupt criminal activity at a local, force, regional and national level. This includes travelling criminals (those using the road network to avoid being caught), organised crime groups and terrorists.  As a vehicle passes an ANPR camera, its registration number is read and instantly checked against database records of vehicles of interest. (Police UK, n.d.) 

Police can use ANPR to analyse the journeys made by a vehicle, frequent routes travelled and on what times and days. This means officers can get into place to intercept the vehicle and disrupt the criminal activity.
By denying criminals the use of the road, the police will be better able to enforce the law, prevent crime and detect offenders. (PSNI, n.d.)

ANPR is a brilliant tool for the police, as every vehicle has a number plate, and the number plate is registered to a person or organisation, thus providing avenues for enquiries. 

If an ANPR camera flags up something untoward, such as an intelligence report or a notification for no insurance, The police have a number of powers to enable them to search and seize vehicles.  Police can also seize a vehicle on a road if it may have been used to commit crime. (College of Policing, 2019)
Before stopping a vehicle, police officers should utilise the national decision model and conduct a thorough risk assessment to ensure Officers should carry out a dynamic risk assessment prior to stopping a vehicle and ensure not only that the stop is safe for other road users, but depending on the intelligence and the nature of the concern the vehicle may be containing; 
· firearms – in this case specialist advice from a firearms advisor should be sought
· drugs – the National Crime Agency diamond database can provide information on the movements, transportation methods, routes used, packaging, markings and concealment methods
· Vulnerable people – this includes those subjected to child sexual exploitation, human trafficking, kidnap and extortion, missing persons and child abduction.
(College of Policing, 2019)

If a vehicle comes to the attention of a patrol officer because of a Police National Computer (PNC) check, it should be dealt with according to the information within the report. An action (ACT) report may include the requirement to STOP the vehicle or ASSESS where the action should be determined, based on the information within the report and the circumstances relevant at the time. This means that if this vehicle hits any ANPR cameras, officers can be made aware that the vehicle has ACT marker and thus needs to be intercepted and stopped. Criminal gangs often will steal cars to dismantle them and sell them for parts. Some high-end luxury cars are even sometimes stolen to order.
When a car in stolen, police often only have a short amount of time from when the vehicle is stolen to track it down before any tracking systems are dismantled or disabled. This means ANPR is a vital part of officer’s initial golden hour enquiries when it comes to vehicle crime.

ANPR can be vital in the apprehension of OCG’s. Organised crime groups (OCG’S) are defined by the NCA as organised criminals working together for a particular criminal activity or activities are called an organised crime group (OCG). Serious and organised crime orchestrated by OCG’S has a significant social and economic cost – estimated at £24 billion each year to the overall economy. (National Crime Agency, 2018)
Human trafficking is a global phenomenon which needs to be tackled at a local, national and international level. Men, women and children are moved and exploited for sex, labour, domestic servitude, and other criminal activities. Victims may come from all over the world. They may enter the UK legally, on forged documentation or clandestinely, or they may be a UK citizen living in the UK. Trafficking is a relatively low risk crime. Victims are often unwilling to come forward, fearing reprisals from their traffickers, and may not be recognised as trafficking victims by those who encounter them.

Human trafficking offences are not carried out in isolation. Quite often they are linked to individuals who are involved in a range of other serious and organised crimes. This means that if police are able to intercept those involved in trafficking, numerous lives can be saved, and also other criminal activity can be disrupted.
‘People trafficking is the fastest growing means by which people are enslaved, the fastest growing international crime, and one of the largest sources of income for organised crime.’ (Home Office, 2012)
The organised crime groups involved in trafficking rely heavily on the road network to move both persons and contraband across the UK. 

The same can be said for drug trafficking. Because drug trafficking funds and enables other forms of crime our investigations often provide crucial intelligence into associated criminal operations. It can also help us to identify and safeguard victims of crimes such as modern slavery and child sexual exploitation and abuse. 
Positive action on the roads is regularly broadcasted with the following excerpts reported in the news from just this summer- Thousands of pounds worth of drugs have been recovered by police after stopping a car on the M74.  The vehicle was pulled over near Junction 15 in Dumfries and Galloway on Friday, June 18.  Following a search, herbal cannabis was discovered with a street value of around £50,000. (Ryder, 2021)
In another instance, two men took off at 100mph when asked to stop and were later found to have cocaine with street value of £500,000 (Campbell, 2021)
Had the drugs referenced in these reports entered the supply chain, numerous lives would have been affected through the knock-on effect of drugs on local communities. Police spokespersons regularly comment how tackling and dismantling groups seeking to profit from the sale of Class A drugs helps prevent the exploitation of vulnerable persons and other local issues. 

A form of trafficking that has gained notoriety recently is County lines. Country lines groups often use public transport or hire cars to move illegal drugs and other commodities from the urban hubs to county locations. Useful intelligence for police with regards to county lines includes unusual hire car use. However, the roads may not be the preferred method of transport for County lines organised crime groups as car is registered to a number plate, which when caught by ANPR cameras can link back to an individual, a business or an address. Therefore, OCG’s involved in County lines will likely prefer to use low-cost public transport as a means of moving contraband across the UK as it is a less risky alternative.
Serious and organised crime is intertwined. Gangs are often involved in numerous different criminal activities, with each activity lending a hand to and feeding another. For example, 
This is why police rely so heavily on the public reporting information, regardless of how small it may seem in isolation. It allows police to build a more accurate crime intelligence picture of the UK and how criminal entities intertwined. 
Crimestoppers furthers my point and states serious and organised crime is often not recognised for what it is by members of the public.
Which is why crime reports to us are so valuable to the authorities. These individual reports help them to build up a picture of wider criminal activities and the groups of people connected with them (Crimestoppers, n.d.)
Another way police gather intelligence in through Covert Human Intelligence Sources (CHIS). Unlike ANPR which has been created through the progression of technology, CHIS have been utilised by the police for decades. Described by the UK government as a core part of security, intelligence and policing work, (Home Office, n.d.)A CHIS is a tactic to obtain information from criminals themselves. They can conduct surveillance or establish relationship with a person for the covert purpose of obtaining information. This intelligence can then provide the police with information such as planned movements of goods or persons for example. Officers are then able to intercept and bring any persons at risk of harm to safety. 
To summarise, a proactive and visible roads policing unit who conduct targeted patrols based off reliable intelligence can be prevalent in the disrupting of serious offences and often dangerous offenders. Intelligence being received from various sources allows police to produce a factual intelligence picture, which enables police to efficaciously disrupt serious and organised crime. The goal is to make the roads a hostile environment for criminals, not a haven for OCG’S. Policing the roads couldn’t be further than just dealing with road traffic collisions. 
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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 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 In the next 6 months I will be completing CID, PPU and intelligence department attachments. These attachments will give me better knowledge of the works of detectives, and how things work “behind the scenes”. 
Overall, my knowledge of the law has improved, along with my knowledge of the area I work.
I have a better understanding of how to deal with incidents such as domestics, and how to safeguard.


	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 I believe my skills have improved drastically since becoming an independent officer. I have developed myself through being a Sexual Offences trained officer, and I will also be attending a Taser course. Obtaining these skills has and will help me become an overall better officer, and more of an asset to my team.   

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 Though I am still very young in experience, I have dealt with such a variety of calls and incidents that I have gained a wealth of experience in my first year on shift. Besides my day to day work as a response officer, Having completed various attachments has given me a broader experience of policing outside my usual duties.
For example, when completing m hub attachment I issued an Osman warning to a prisoner, and also submitted a Superintendents extension, both are things I may not necessarily be involved in or required to do when working on shift. 
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The bibliography should only include sources referenced within the workbook using the Harvard referencing system. Information about referencing in written assignments and how to avoid plagiarism can be found on Moodle. It is important that you are aware of the importance of ensuring that the work submitted is your original work.
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