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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:


For this Task I will be using the Borton’s Development Framework to analyse my experience so far having achieved independent patrol. The Borton’s Development Framework will enable me to think about my experience and to actively reflect on the impact of organisation culture within policing and the impact that has had on my wellbeing and resilience. The Borton’s development framework will assist in my reflecting in a way will enhance my learning experience and will allow me to identify areas where improvement may be required. The Bortons framework will also help me to identify what worked well. Reflecting in this way will benefit my development and assist with my dealings in future scenarios. 

Organizational culture refers to a system of shared assumptions, values, and beliefs that show people what is appropriate and inappropriate behaviour. (“8.3 Understanding Organizational Culture”, 2015)
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Adapted from Schein, E. H. (1992). Organizational Culture and Leadership. San Francisco: Jossey-Bass.
Wellbeing is described as, the experience of health, happiness, and prosperity. It includes having good mental health, high life satisfaction, a sense of meaning or purpose, and ability to manage stress (Davis,Tchiki, 2019) .

My initial experience on response seen me being in the company of an experienced tutor who had a number of years of policing experience. Having a tutor allowed me to relax into the role and rightly or wrongly I would switch off at the end of every shift with the knowledge that my tutor would clear up any mistakes that were made and he would ensure we had completed all our updates to a high standard. Coming to the end of my tutorship, it had begun to dawn on me that my tutor would not be there to assist with calls and that I would have to take on a greater deal of responsibility and I would become more accountable for the outcomes and impacts of my decisions. Additional stress and pressure were added when I was told that I would be moving to another station, which meant being part of a new team of constables that I had never met before. With this news I began to feel slightly withdrawn under the knowledge that I would be the new person on the team and the relationship that I had built with my previous team would have to be built up again with the new team, being mindful of team dynamics. 

I had two weeks annual leave booked at the end of my tutorship, this gave me a little break from being tutored to having to join my new team. Throughout those two weeks I had feelings of anxiety and stress which was having a massive impact on my wellbeing. I would have sleepless nights and even have days where I would lose my appetite. Stress can shut down appetite, a part of the brain called the hypothalamus releases corticotropin releasing hormone, which supresses appetite. (Harvard Health Publishing, 2019). High levels of stress that is continuous over a prolonged period can result in insomnia. Stress causes insomnia by making it difficult to sleep and to stay asleep. Stress has the effect of hyperarousal on our bodies and minds, which can negatively impact the balance between sleep and awake fullness (Effects of stress on sleep, ND). I would feel fatigued and groggy throughout the day and would often get annoyed quite easily. My two-week holiday had passed, and it was time to meet my new team. 

I remember walking into the shift on day one and seeing that the constable’s room was electric. Everybody knew each other and they were chatting about what had happened on shift and what they had done on their time off. I felt that everyone was glancing at me, the new officer on shift. As the week passed, I was partnered up with other officers from my shift. This gave me the opportunity to get to know the team, and their feelings towards the organisation. There were a few officers on my shift that called themselves “old sweats” that had seen the job and structure change over the years. These officers would tell me that the job and conditions have deteriorated, and they were counting down the days to retirement. Every shift with the older officers would see them voice some form of negative narrative about the job and organisation. The narrative would range from officers complaining about the austerity cuts of the past still affecting them to this day, to the number of calls they would attend where they believed not to be a police matter, such as mental health calls. The constant bombardment of negative comments and views from the older officers was exhausting and even though I was early in my career, it began to make me think if I had made the right choice in joining South Wales Police. However, there were shifts where I would be teamed up with younger officers, and even thought they would voice negatives about the job, those negatives were not in the same extremes as the older officers. This had made me think back to my previous jobs and the correlation between people that had served in a role for a long time and their negative views of their job and organisation, compared to the newer staff, who had not seen the “good times” of the job and only knew the role for the short amount of time they had been there. Having had several roles in other organisations in the past and being mature, has enabled me to understand that there will always be people that are disillusioned with their jobs, yet they will be surrounded by a few people who are satisfied and grateful for being in that same role. The important aspect for me to remember, was not to get bogged down with other people opinions and allow their negativity to effect or influence my mindset or performance. It was important for me to maintain an open mind and to experience the role for myself and not to form any opinions from other officers’ experiences. 

Whilst I was mindful of the negative views of my older colleagues, I also knew that they were extremely experienced officers and as such I would benefit from seeing how they would deal with situations. A situation that may be new to me was likely to have been experienced many times by the older officers. With this in mind it was important to me that I learned from their experience, whilst at the same time not allowing myself to be influenced by their attitudes.    

To conclude I recognised early that the negative views were making me question the role and having an impact on my wellbeing. To counter this, I began to walk more on my days off as I know there are wellbeing benefits to walking. These benefits are more than just a feel-good factor. Walking improves self-perception and self-esteem, mood and the quality of sleep. Physically active people can have up to 30% reduced risk of becoming depressed. (“Healthy Minds | Walking for Health”, 2013). I also began to speak with the other student officers, who were in the same position as myself in regard to time served and experience as well as keeping in touch with my class from training. Having feedback from my class in training, highlighted that they were all encountering the same attitudes from the older officers, and this appeared to be across the board within SWP and not isolated to my shift. I found that by walking to take my mind off work and sharing experiences with other, new in-service officers, that my stress and anxiety began to reduce, which has resulted in me returning to a normal sleeping pattern and appetite. 
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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:


For this Task I will be using the Borton’s Development Framework to analyse an incident that I have attended. The Borton’s development framework will assist in my reflecting in a way will enhance my learning experience and will allow me to identify areas where improvement may be required. The Borton’s framework will also help me to identify what worked well. Reflecting in this way will benefit my development and assist with my dealings in future scenarios. 

I was working the night shift and was on patrol as a passenger of a marked vehicle and in the company of my colleague. We had just begun our tour of duty when there was a grade 1 call for officers to attend a location due to a male absconding from hospital, who prior to him leaving had also made threats to jump from a bridge. 

Upon our arrival at the location, we identified the male who was heading in the direction of a motorway bridge, not to far from the hospital. The male had spotted the police vehicle and turned around to walk in the other direction. We continued our approach towards the male, and whilst on approach I have taken off my seat belt in the anticipation that the male was about to run. By taking of my belt, that allowed me to alight the police vehicle a little quicker. We pulled up alongside the male, and as anticipated the male began to run, and in doing so I could see that the male had put something into his mouth. I have alighted the vehicle and after a short foot pursuit I have managed to grab hold of the male. The male was agitated and began to lash out, questioning why I was taking hold of him and telling me that he wanted to jump off the bridge. When asked why he had left the hospital the male had said that it was not him. However, the description given of the male was very distinctive and there was no question in my mind that this was the male that had absconded from the hospital. I was mindful that I had seen the male put something in his mouth, which I believed could have been a controlled drug. The male was sweating with his eyes being glazed. The male’s demeanour coupled with the fact that he had put something in his mouth whilst running away led me to suspect that the male could be in possession of a controlled substance. 

As I have been speaking to the male, I have also gone through the national decision making model (NDM). From the information that I was receiving I suspected that the male was under the influence due to his irrational behaviour. I have then begun to think about the threat the male poses and also the powers and policies that I could utilise.

[image: ] 

(College of Policing, 2014)

I have told the male that he was being detained for the purpose of a search under section 23 of the misuse of drugs act 1971 (MDA, 1971). The reason being that I had reasonable grounds to suspect that he was in possession of illegal drugs. (Bryant & Bryant, 2020, p172).  The male was informed that during the search I would be looking for any illegal drugs, at this point the male began to lash out at myself and my colleague. With the additional risk of the male trying to pull away from myself I have then decided that I would have to place the male in handcuffs. This would prevent the male from making his escape whilst also ensuring that both myself and my college were safe. A stop search was then carried out by myself, in accordance with Code A of the police and criminal evidence act 1984 (Bryant & Bryant, 2020, p70).  

During the search a small packet of green vegetable matter was found in the males right sock, with the quantity suggesting that it was for personal use. With the search resulting in the finding of a class B drug, I decided that I would carry out a persons check to see if this male has been in possession of any controlled drugs in the past. 
The checks came back informing me that the male had not been in trouble with the police before, nor was there any intelligence for drugs. There was however a number of occurrences where the male had been reported missing and also a number of concern for male calls. 

I began to think through the options that were available to me. The male would have been eligible for a cannabis warning with this being his first offence. There was also the option of arrest, however given the circumstances, I believed that there was no necessity for an arrest, as the quantity of drugs was so minimal that it would not have been in the public interest to pursue the male. Also in my assessment was that the male made mention of being suicidal and that his intention was to jump off a bridge. I decided that the best course of action was to use my discretion. Police discretion is the freedom of an individual officer to act accordingly to his or her own judgment in particular situations. (Bryant & Bryant, 2020, p80). In this instance I decided to proceed with no further action for the green vegetable matter and to convey the male back to hospital, as to have a mental health assessment. 

The male’s demeanour began to change, and he became more compliant towards myself and my colleague. I had asked the male if he wanted to go back to the hospital to continue from his earlier visit. The male was initially reluctant and told myself that he just wanted to go home. I have then told the male that due to his demeanour and that he had told officers that he wanted to jump off a bridge, then we now had a duty of care to the male and that he would have to attend hospital.  The male insisted that he would not go back to the hospital and that he had done nothing wrong. I have then told the male that due to what he had said then he could be detained under section 136 mental health act 1983. If a constable finds in a place to which the public have access a person who appears to him to be suffering from mental disorder and to be in immediate need of care or control, the constable may, if he thinks it necessary to do so in the interests of that person or for the protection of other persons, remove that person to a place of safety within the meaning of section 135 above (You gov, ND). With the mention of section 136, the male has then told me that he would attend hospital and that he did not want to be detained, 

With the male now calm I removed the handcuffs and place the male into the marked police vehicle and myself and my colleague have then conveyed him back to the hospital.  

Upon arrival at the hospital, we have walked the male through to the reception where he was booked back in and then we made our way to the waiting area. After waiting for approximately two hours, the male was called for and he underwent mental health assessment with the appropriately trained staff. A further wait of one hour followed, with the male now become more annoyed with the hospital staff and the presence of police officers. Myself and my colleague continued to talk to the male to calm him down. I began to assess the situation again as he continued to vent his frustration at the staff because he believed that he had been waiting to long. I proceeded to warn the male about his behaviour. Due to the males behaviour and the other members of public in the waiting room I talked the male into waiting in the marked police vehicle and inform the doctors that we would wait outside. A short time later an Indian doctor has come to the police vehicle and has told the male that the assessors did not believe that he was a risk to himself of others and he could now to return home. The male was obviously not happy with the result and began to shout insulting remarks at the doctor. My colleague and I have then taken hold of the male and placed him into handcuffs, and I arrested the male for Section 4 The public Order Act 1986.  

In conclusion, I believe given the same circumstances again in future I would look to deal with this situation in a similar manor. Having used my discretion in relation to the male being in possession of a class B drug and gathering intelligence on the male’s previous police incidents. Discretion is a very valuable tool for police officers and allows officers to deal with situations in a sensible manor and not having to stick rigidly to the laws. If the male had continued to be compliant and accepted the results from the doctors, then an arrest would not be necessary. As a police officer I understand that an arrest should always be the last resort and a less intrusive method should be sort when possible, however in this case an arrest was necessary. 
Upon reflection I believe that I could have been more forthcoming with the male by highlighting that his behaviour was likely to led to his arrest. I have also realised that even if a person does not have any previous history of contact with the police, then that does not mean that they will be law abiding when they do come into contact with police.   
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Task 3

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

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

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

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


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




ANSWER:

This essay will focus on evaluating the theories of team dynamics as a means of developing team cohesion. It will explain why some teams cannot function and why interpersonal conflict can occur. It will also highlight how team dynamics within the police service can result in the failing to comply with professional standard requirements. 

Team dynamics is a term used to describe the behavioural relationships between members of a group. The dynamic between these members include how they communicate, interact, and cooperate with each other. (Rally Bright, 2021). Team dynamics can also be influenced by the size of the group and the nature of their work. Understanding these team dynamics can highlight as to how successful the team might be (Psichology Answers, ND). 

An increased team cohesion in the workplace has shown to result in increased work satisfaction, success, member self-esteem and decreased anxiety. Team cohesion occurs when a team remains united in working towards a common goal. A cohesive team means that everyone feels like they have contributed to the overall success when goals are achieved. Individuals within the team are more focused on the group rather than themselves and are motivated to work towards the team goal (TenBoer, Keri, 2017). A team that suffers from poor team cohesion can result in the team not achieving their tasks, individuals focusing on their own objectives resulting an overall poor performance.  

An important element of effective teamwork entails the understanding of group dynamics which encompasses both the team’s situation and also individual temperament. As such a number of models have been applied in the workplace that help teams to perform and manage crisis. Below are the models utilised to understand group dynamics. 

The Tuckman’s stages of group development was proposed by Bruce Tuckman in 1965 an is one of the most popular and recognised theories of team development. Originally describing four stages that teams progress through, forming, storming, norming and performing. However a fifth stage, adjourning, was later added. 
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[bookmark: _Hlk99458140]Fig.1. Diagram to show Tuckman’s Stages of team Development (Stackpath, N.D.)


Forming describes when a new team forms the individuals within will be unsure of the teams’ purpose, how they fit into that team and whether they will work well with each other. This could leave to individuals feeling anxious, curious or excited. They will be looking to the leam leader for direction. This stage may take some time as people are getting to know their new colleagues and their ways of working. Once this is achieved the team will move onto the storming stage, where individuals may start to push against the established boundaries. This can cause conflict and friction to arise between team members as their characters and their preferred ways of working come to light and may clash with others. Individuals may begin to challenge authority and management styles or even the teams’ objectives If this is not challenged then face to face confrontations may arise. Roles and responsibilities must be clear, or individual’s mag begin to feel overwhelmed and frustrated by the lack of progress. Gradually the team will move into the norming stage. Individuals begin to resolve their differences and begin to appreciate each other’s strengths and respect the authority of the leader. The team begin to know one another and become more comfortable in asking for help. The individuals will share a greater commitment to the teams’ goals and are willing to make good progress towards that goal. (Mindtools, ND). The performing stage will see individuals begin to trust and accept each other. The individuals in the team are now competent and autonomous being able to handle the decision-making process without the need of supervision. The leadership within the team is flexible and may shift among team members who are more capable of solving a particular problem. The tea will become more strategically aware, with the team now having a shared vision and are able to work independently. Tuckman’s fifth and final stage is the adjourning stage. This is the breakup of the team after they have completed their tasks and objectives, many teams will reach this stage eventually especially if the team was originally designed for a fixed period. This allows for the termination of roles, and the beginnings of new projects. (Priestley, David. 2015).


The DISC model was developed by Dr. William Moulton Marston in 1982 and has evolved into a model for conflict management and predicts behaviours based on four personality traits that were originally described as dominance, inducement, submission and compliance. However, over the years the names of these four traits have been revised and are now often described as dominance, influence/inspiring, steadiness/supportive and compliance/conscientiousness. 
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Fig.2. Diagram to show DISC Model (Pressbooks, 2019)













 


Developed in 1972 by Richard Beckhard, the GRPI model, has been widely adapted in sports contexts as the GRIP model outlining four interrelated components of highly effective teamwork. 




[image: A circle in 4 pieces representing each of the GRIP elements: GOALS, ROLES, INTERPERSONAL RELATIONSHIPS, AND PROCESSES]














Fig 3 Diagram to show the GRIP model (Pressbooks, 2019) 



The final model I will highlight is the Lencioni model. Described as one of the most interesting models of team effectiveness. This model was developed by Patrick Lencioni (2005) which according to him, all teams have potential to be dysfunctional and to improve the level of disfunction it is important to understand the type and level of disfunction (Mcpheat, Sean, 2019)

[image: A pyramid representing the Lencioni model]















Fig 4 Diagram to show the Lencioni Model. 

Lencioni advises tackling each of the functions displayed in the pyramid from the bottom up. With establishing trust being the crucial first step to being able to manage conflict, achieve commitment create accountability and focus on results (Lencioni, 2002). 

Conflicts within teams arise when there are disagreements over the teams’ goals, methods or needs. Conflicts can also arise due to differing personalities within the team. Failing to address these conflicts can hurt overall productivity and team morale. Task based conflicts can occur when the team rely on each other to complete a task, if one person within the team fails to complete their task it can affect the team’s ability to complete the task. Leadership conflicts can occur when there is a differing of leadership styles. These leadership types can range from leaders being open and encouraging collaboration within the team to leaders being more preventative and enforcing their way onto the team. Just as there are differences in leadership styles, there are also differences in work styles. Work style conflicts occur when different members of the team have preferences as to how they would accomplish a task. Some team members may like to work methodically through tasks, whereas others may prefer to work quickly and move onto the next task. The most common types of team conflicts can be found when there are personality clashes. These types of conflicts are caused by differing personalities within the team. Not everyone will get along, regardless as to whether that person is a co-worker, supervisor or peer. Differing personalities within the team can lead to disagreements and have a negative impact on the overall team (Indeed Editorial Team, 2021).

Team dynamics within the police service are extremely important and are needed to create a strong bond between the individuals within the team. A strong bond however may become detrimental to the integrity of the team and can result in officers failing to comply with professional standards requirements. In the past the police service has been described as being corrupt, as the results of an independent enquiry into the murder of Daniel Morgan (The report of the Daniel Morgan panel, 2021). With further reports of the police being institutionally racist as highlighted in the Macpherson report related to the death of Stephen Lawrence (Home office, 1999). This has been down to officers turning a blind eye to the actions of fellow officers, which internally can be seen as a sign of loyalty to the team however externally this is seen as corruption. Likewise poor team dynamics can lead to officers not complying to the standards expected of them which can result in tasks not being completed to the standard required or wrong decisions being made. 

To combat this in 2014 the college of policing introduced the code of ethics. The code of ethics is a supportive, positive, everyday decision-making framework. Which provided a constant reinforcement of the values and standards expected within the police service. It is designed to encourage personal responsibility and professional judgement. The code of ethics ensures that everyone in policing feels able to do the right thing and are confident in challenging the behaviour of colleagues, irrespective of their rank, role or position. Under the standards of behaviour within the code of ethics is challenging and reporting improper behaviour. This ensures that officers will report, challenge and take action against the conduct of colleagues which has fallen below the standards of professional behaviour (College of policing, 2014).


In conclusion this essay has established the importance of team dynamics and how models can be used to assess the effectiveness of a team and how the same models can be used to improve team cohesion. This essay also explains the importance of team cohesion and how this has a positive impact on teamwork and completing tasks. This essay has also highlighted the impact that leadership can have on a team. If leadership is found lacking, then that can affect the productivity of the team and can result in team conflicts and reduced efficiencies within the team. However, if there is positive leadership, then individuals will feel more comfortable in sharing their ideas and solutions to problems. This essay has also explained how team dynamics within the police service can have both positive and negative effects on policing, with the police, in the past, being described as institutionally racist and corrupt. This essay also highlights the code of ethics and policing standards that the college of policing has introduced, which assist in decision making and the accountability of officers and staff. 

Word count - 1647































Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

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

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

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




ANSWER:

This essay will explore how the UK road networks have continued to expand whilst vehicle availability within households have increased. It will highlight how roads policing resources have seen a decline in officers, with some forces being below the minimal operational requirement. This essay will explain what county lines is and how this form of criminality is reliant on a deficient roads policing resource. It will explain how information and intelligence can be used in the disruption of the more prevalent criminal activity, such as drug smuggling and county lines. It will highlight the importance of the road network and the need to police these networks. It will also analyse the effectiveness of the automatic number plate recognition (ANPR) systems that the police utilise, as an investigative tool to detect and disrupt criminals using the UK’s Road networks. It will show examples of policing operations where ANPR was utilised and the results of those operations. 

Policing the UK road network is a massive challenge. In 2021 there was an estimated 247,800 miles of road in the Great Britain. This was an increase of more than 2800 miles when compared to the 2011 and approximately 4900 more miles that in 2001. In 2020, 85 per cent of adults in England lived in a household that had a car or van. Across Great Britain those who trave to work by car in 2020 accounted for around 68 per cent of commuting journeys by all modes. (RAC Foundation, 2022). With the increase of roads and easy accessibility to rural areas, has come with an increase of organised criminal gangs (OCG’s) taking advantage of the accessibility and creating organised transportation links for traffic drugs and sometimes people. The OCG’s are now not reliant on the inner cities for their criminal activities and have looked to expand. 

With the past budget cuts it has been highlighted that the number of roads policing officers has declined, whilst their responsibilities for supporting divisional policing has increased. Between 2013 and 2019, the roads policing expenditure had been reduced by approximately 34 per cent. According to the HM inspectorate of constabulary report published in May 2020, one forces staffing was 20 per cent below the minimum required level. As a result, the roads policing patrols stopped at 2am. (Shale -Hester, Tristan. 2022)  With this in mind it is no surprise that there has been a marked increase in criminal activity within the UK’s Road network. 

The Home Office is responsible for policing in Great Britain. Road policing is not currently deemed a strategic priority and is instead viewed as a local issue to be determined by the Police and Crime Commissioners (PCCs). The National Police Chiefs Council (NPCC) plays a role in bringing the UK police forces together to help coordinate operations. The NPCC has a road policing strategy which has three main objectives. 

· Safe roads, free from harm 
· Secure roads free from the threat of serious crime and terrorism
· Efficient roads that promote public confidence and satisfaction. 

(Roads Policing, 2021).

The police force introduced a new intelligence-led policing model (ILP) which was introduced in the 1990’s, and is also known as intelligence based policing. Within the model intelligence is gathered from a number of agencies and is pooled together. Its intention is to disrupt, disable or undermine criminal behaviour. (Bryant & Bryant, 2020 p 27). 

The intelligence-led Policing (ILP) model was first introduced in the UK in the 1990’s. It was a new Policing business model used to incorporate data analysis and criminal intelligence into a strategy that coordinates strategic risk management of threats, with a focus to target prolific and serious offenders. This model has assisted in the identification of ‘pattern crimes’ with linking crimes being an important aspect of the model. This has given rise to the police forces being able to deploy resources appropriately and proactively when possible. (Bryant & Bryant, 2020 p27). 

The police are able to obtain information and intelligence in a number of different ways. Information for one could be obtained from a member of the public giving information about an incident that has just happened. Intelligence on the other hand is more difficult to obtain as it is considered to be information from a number of sources that has been recorded, graded and evaluated. (Bryant & Bryant, 2020 p523).


In order to grade the information into intelligence the police use the 3 x 5 x 2 aspect of the national intelligence model. This system should mean uniformity to all pieces of intelligence gathered. 
[image: ]
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Information and intelligence could build a picture up of potential suspects and the vehicles in which they use. If the police have intelligence on a vehicle, then they are able to input that information into the ANPR systems database. As a vehicle passes an ANPR camera, the index number is read and checked against the database records. If a match is made then this allows officers to stop the vehicle, speak to the occupants and make arrests when required. 

Basic searches using the ANPR data can be used to help in investigations where vehicles are involved. The data can help to locate lost or stolen vehicles, identify the movements of vehicles involved in criminal activities, research the movements do the victims vehicle to assist in victimology and to research alibis. (College of Policing. 2021). 

ANPR can also be used to highlight vehicles with no insurance. In a recent scheme called Cars Behind Bars, which was launched two years ago, 4752 vehicles were seized. These vehicles ranged from cars, motorbikes, and mopeds. Assistant chief constable Jon Drake, from Staffordshire Police, has said of the scheme, “We are committed to this area of policing on a daily basis our officers seek out and target those committing these offences. ANPR is a vital tool in out crime fighting armoury, as all to often those who choose to drive on our roads without insurance are linked to other offences such as theft or burglary”. (Express and Star, ND)

ANPR has proved to be effective in the detection of county lines. County lines is a form of criminal exploitation where gangs from large cities, persuade or coerce children or vulnerable adults to store and transport drugs and money from the larger cities into the smaller rural areas. Country lines can also include other forms of criminal activity such as child sexual exploitation (CSE), trafficking, gang and knife crime. County lines gangs are organised criminal networks that utilise sophisticated technology and evolving techniques to groom vulnerable people and evade police action. Due to the vulnerable persons having to use the UK road networks to move from the cities into the rural areas, an opportunity for indication is possible with the effective use on ANPR. 

Officers from the Met and other forces undertook a three-day operation called Pandilla, where ANPR and intelligence was used in an attempt to disrupt county lines gang activity and reduce gang, drug and weapon violence. Overall, 1,065 officers assisted in the operation which targeted arterial routes and motorways in and around London. Officers were proactively patrolling on arterial routes with ANPR computers built into the patrol vehicles, which allowed them to scan several vehicles at once. The operation resulted in 230 arrests for offences including attempted murder, possession with intent to supply class A and B drugs, possession of firearms and assault. A total of 22 knives were seized, 54 vehicles seized, 62 illegal items such as drugs were seized, and 6 warrants executed. (Surrey Police, 2020)

Another option for police forces is the use of ACT markers. An ACT marker stands for an action marker and is designed to be a marker for vehicles, so that if officers do come across the vehicle, then there will be instructions to follow, such as detain the driver, or submit intelligence. Having an act marker on a vehicle will alert all officer who were to perform a vehicle check to its need for further investigation. It is important that the ACT marker is only on the vehicle for a policing purpose and for no longer than Is necessary. 

In conclusion this essay has highlighted how the UK roads have continued to expand over the last few years, with more now having access to vehicles. It also highlights the austerity cuts of the police service, with roads poling being substantially reduced, and we are now at a time where this is being taken advantage of by OCG’s in relation to county lines criminality. This essay explains the county lines phenomenon and the vulnerable persons that are involved. This essay explains the introduction of the ILP model and how effective roads policing is now heavily reliant on information and intelligence, whilst also utilising available technologies such as ANPR. It highlights how the information is obtained and processed to provided intelligence by utilising the 3 x 5 x 3 intelligence model. This essay explains what ANPR is and how the system works, whilst highlighting the advantages of using such technology. This essay shows how the use of ANPR allows the police to allocate its resources into areas where they are needed, assisting officers to disrupt, disable and undermine criminal activity. Examples have been given where ANPR has been used in policing operations and the results yielded from those operations. This essay also highlights other options that officers can use to assist in roads policing, such as the use of ACT markers.
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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 
 
 
 
 
Creation of case files, and a greater knowledge of the process once CPS take on an incident.
 
 
 
 
 
 
 












Traffic related incidents 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


  X























  X 
	Low 
1-4 





























   x
	Med 
5-7 


  x
	High 
8-10 
	I believe that I need development in all aspects.  Being a response officer is such a varied role, that it may be months in between dealing with a similar incident, this means that there is no continuity or repetition within the role. I do believe that I would benefit from further development in creating case files. I have recently completed my hub attachment; however I feel that there is a lot to learn when it comes to case file building and the short attachment was not quite sufficient. I will make an effort to speak with officers in HUB whenever I am building a case file, to get assistance and learn from the officers that are dealing with case files on a daily basis.   

Having not attended a traffic attachment, I feel that my traffic skills are lacking. I have dealt with traffic offences, however I feel that I have not dealt with enough to feel that I am confident in the process. I will be looking to book my traffic attachment and also to ask my colleagues, who have dealt with traffic, questions to build up my knowledge.

	SKILLS 
 
 

 Talking to people







 
 









Willingness to learn and attend courses
 
 
 
 
 


	Low 
1-4 
	Med 
5-7 
	High 
8-10


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


 x
	 
I feel that I am able to talk to people in line with the code of ethics, by treating everyone with respect and fairness. Due to my age I believe that I have sufficient experience of dealing with conflict and I am able to manage people who are showing signs of aggression. However I must be mindful that not all incidents will play out the same way and not to allow complacency to step in. A continued dealing of incidents will help to build on the current experience built. 

I feel that I put myself forward to learn new skills with me taking courses at short notice. I have recently completed my tazer course, for which I had three days notice and I am now part way through my initial response driving course. 

	EXPERIENCE 
 
 
 
 
 Sudden deaths 
 
 
 
 
 
 
 
 
 
 








  Stop search 
	Low 
1-4 
	Med 
5-7 



  


















  x
	High 
8-10 


  x
	Low 
1-4 
	Med 
5-7


  x 
	High 
8-10






















   x 
	 


I have attended a number of sudden deaths since the end of my tutorship, however I feel that i would benefit from attending a few more, as the process has slightly changed form when I was in tutorship to the todays process. There was a covid team on patrol up until the earlier part of this year, who would deal with sudden deaths, resulting in a lack of experience for divisional officers. 

Since I have been out of tutorship I have only completed a handful of stop searches. I do need to utilise this policing power more often as it is often the gateway to finding out criminality. I am however slightly confident of the process having completed may practice scenarios whilst in training. 
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