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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:

I will be utilising the Gibbs 1988 Model of Reflection (Gibbs, 1988), in order to explain how I was able to evaluate, analyse and put in place an action plan, whilst maintaining the wellbeing and resilience required in the role of a Police Constable. I decided to use this cyclical model as it enabled me to reflect on how I have been performing in the role and how to best identify any learning opportunities available to me.

When we think of the term ‘Organisational Culture’, we often think of a group of employees in a certain job role, having a set of beliefs about certain things, which come about because of their role and the things they often deal with. Another term for this could be ‘Unconscious Bias’. As the police service are such a vast organisation in modern days, they are often tasked to engage with individuals of all types, who all come from very different backgrounds. Whilst I personally have been lucky enough on a few occasions to be able to engage with the community in a positive manner, such as talking with keen and inquisitive young children, who have asked me “What do you enjoy the most about being a policeman?”, I have also unfortunately seen the other side of modern-day policing, which heavily involves crimes such as theft and assault. One key detail surrounding these crimes are that they are often triggered by factors such as mental health or drug and alcohol misuse. The police as a whole have learnt that the mental health aspect can often come from the individual having adverse childhood trauma, such as being assaulted/mistreated as a child. These are also commonly known as ‘Trigger Offences’. 

Since becoming a Police Constable, I have made friends with many more experienced colleagues, thus gaining a catalogue of knowledge in certain areas along the way. Whilst in work and attending calls with different officers, my more experienced colleagues will tell me stories of calls they have previously attended and what did / could have gone wrong. I will often hear “You can’t trust that individual” when at a call, even if we have not dealt with that person before.

The point being made here is that the modern-day Police Service have unfortunately had to develop a sense of ‘Organisational Culture’ when it comes to dealing with individuals who present themselves in a certain manner or are believed to be associated with other certain people or places. Most organisations have cultures and/or beliefs, however it is said that the Police Service are a much more unique body when it comes to this, due to them having to enforce the law (Grieve, Harfield and MacVean, 2007). As previously mentioned, when a person commits an offence (Common Assault for example), they will often need to be arrested to be interviewed and potentially charged for the offence. Although ‘Common Assault’ is a less serious offence with less injuries to the victim, it can still carry a maximum sentence of six months imprisonment, usually based on the offenders’ previous offences (Crown Prosecution Service, n.d.). As a result of this, people generally do not like being arrested and will put up a fight with the attending officer(s). Over 30,000 assaults on Police Officers were recorded in the UK in 2018/19 alone, with almost 11,000 of these resulting in injury (Gov.UK, 2019). Unfortunately, however, these numbers are not surprising.

As a result of this, I have learnt that Police Officers are never fully at ease when attending any call, as you never know what the person you are going to see is capable of, or what their intentions are. This is where the ‘Organisational Culture’ would come into play within the Police Service, as unfortunately most people who are suspected of committing a crime would now be tarnished with the same brush. This is often the officers unconscious bias coming into play to protect themselves, their colleagues and the public from any potential and unnecessary threat, harm and/or risk.

The risks surrounding this seemingly prejudiced approach by the Police Service is that of a negative perception raised by the public. The Police are an establishment that are constantly targeted and criticised by the public and media outlets and can very rarely afford to put a foot wrong. As ‘mental health’ is now such a widely used term, the police are conscious that it is something that needs to be taken very seriously and that every effort will be made to fully exhaust any avenues of safeguarding all individuals who may need help.

I have considered how I can further my knowledge when it comes to dealing with these individuals who potentially pose a threat to themselves and/or other’s due to the condition of their mental health. 
Mental health is an ever-growing part of modern-day policing and people are encouraged now more than ever to open up about their mental health, to not only healthcare specialists, but Police Officers as well (McKinnon and Grubin, 2014). Although I remain realistic in the sense that you can never be too sure who you are dealing with, especially in the role of a Police Constable, I would like to be able to do my bit to help anybody who is genuinely suffering mentally. I think it is extremely important for people of all backgrounds to feel safe and in good hands when being dealt with by the Police Service and in order for them to form a good perception of us, we need to be doing all that we can in order to help them where they have not been helped before. 

Although I do not myself use social media, I am aware that there are new forms of it serving as outlets for young people, where they can discuss how they are feeling, anonymously if they wish to (Mcdaniel, Moss and K Pease, 2020, pp.24–25). I have dealt with a few young people who are suffering with their mental health and advised them of this more anonymous approach to opening up about their feelings to somebody, which they seemed interested in. Unfortunately, some people, particularly young people, are too embarrassed to talk about their emotions in front of other people, as they feel it makes them come across as weak or unstable. It is a nice change to see social media having a potential positive impact on young people in this aspect, as I firmly believe it usually does more harm than good, especially among young people in their adolescent years. Upon researching this topic, I have learnt that a link has been formed between high usage of social media and higher depression and anxiety scores, poor sleep, low self-esteem and body image concerns in young people (Warrender and Milne, 2020).

I have found dealing with mental health one of the more challenging parts of being a Police Constable, however it has been a very beneficial learning curve for me and made me realise how important my own mental health is. Dealing with young people like myself who are struggling with mental health has been an eye opener into why it is vital I maintain a healthy work-life balance. In my spare time I spend a lot of time with my young family and partake in sports such as boxing and football. I also attend the gym and lift weights almost every day. I find these physical activities very useful and always feel a sense of relief once I have attended a session. I do often find that on a day where I am unable to attend the gym, I feel slightly lower and more deflated, especially if this is after a hard shift in work. Whilst reading into this, I found a statement written by Psychologist William James (1842-1910), supporting the idea that bodily discomforts form the causal basis of an unhealthy mind (James, 1899, pp.38–39). This to me demonstrates the importance of physical activity being my ‘coping method’ to allow me to keep a healthy mind frame and remain positive and able to stay fully committed to my job.
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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:

I will again be studying the GIBBS reflective cycle (Gibbs, G. 1998), to help me structure my essay, as I  find it the most appropriate way to be able to explain all decisions and actions that I took during an incident, by describing the incident itself, my feelings during the incident, how I evaluated the incident afterwards and any actions that were taken by myself or my colleagues following the incident. 

I will be structuring this essay in first-person context, in order to explain and evaluate the emotions I was feeling during a particular incident and also evaluate the decisions that I made, whilst considering the Police National Decision Model (NDM).

The incident I will be looking at is one where a daughter had been accused by her mother of stealing jewellery from her bedside drawer whilst staying over her house for the night. As the initial actions such as obtaining a supporting statement from the victim and asking any other persons from within the household if they had any knowledge of the incident had already been completed, I was asked by my sergeant to attend the home address of the accused female to conduct arrest enquiries. This would mean arresting her and taking her to the nearby Police Custody Suite where her detention would be authorised, and she could be interviewed regarding the allegation of theft. 

My colleague and I attended her address which was a staffed hostel. The staff member pointed me in the direction of the subject’s room, where I went upstairs to knock the door. During this time, I was constantly evaluating and considering any potential risks that we may encounter. 

I was revising the Police national Decision Model (NDM) in my head. The NDM is a Values based tool to provide a simple, logical and evidence-based approach to policing decisions. It was introduced to the police with the intention of being "A Police framework to make the decision-making process easier and more uniform" (College of Policing, 2013). The NDM guides officers to firstly gather any information and/or intelligence about a person/premises before attending a call. This in turn allows them to assess any threat or risk towards officers upon attendance and come up with a working strategy, in order to minimise this risk. Whilst on route to a call, an officer can also use the NDM to revise any powers they have in relation to the offence that has been disclosed to them, for example, section 117 of the Police and Criminal Evidence Act 1984 (PACE), which allows an officer to use reasonable force on a person when exercising any power under the Police and Criminal Evidence Act, such as a suspect being actively resistant during the making of an arrest (Gov.uk, 1984). 

As we had never met this female and we were about to enter her property, I was considering the potential for any danger we may be subjected to, such as any other persons inside the address, or if the subject had access to any weapons for example. 

There are few credible up-to-date articles relating to officers being assaulted at work, however I have researched and learned that a staggering number of officers are assaulted each year in the line of duty, few of whom actually reporting it at the time. Police officers are considered to be the most likely to be assaulted in their place of work, not just in the UK (Chappell and Di Martino 2006b; Buckley 2013). 

At this time, I was feeling a slight sense of uncertainty, due to the above possibilities, however, I knew I had a job to do and that I had been through all the relevant training and had the appropriate appointments with me to conduct this arrest enquiry in the safest and most professional manner, with the intentions of nobody being put in any danger. 
 
I again utilised the NDM and searched for the Subject female’s information on the police database, which allows officers to view any warning markers that have been added against a certain individual. I noticed that the female had a few previous incidents whereby she had been arrested, however did not appear to be of any immediate concern to police regarding her causing them any danger or showing any threatening behaviour. 

I knocked the subject’s door multiple times, however, was not able to get a reply, nor could I hear anything from behind the door. I went downstairs to liaise with the staff member who advised me that she was in her room and showed me the CCTV footage of her returning to the property shortly before our attendance. I felt this CCTV footage enough to justify me entering the subject’s room as I had reasonable grounds to believe that she was inside. An officer can use section 17 PACE 1984 (Gov.uk, 1984), to enter or search any premises for the purpose of making an arrest if they have reasonable grounds to believe that the person is inside. I asked the staff member to unlock the subject’s door for me using the master key, whilst I continued making myself known by shouting “Hello it’s the police, please make yourself known to me”. Once the door was open, I could see the subject lying in bed asleep. I called out to her again, this time waking her up. I kept a safe distance between myself and the subject initially as I could not see if she had anything in her hands. I told the female to show me her hands. Once I established, she did not have anything in her hands, I began to explain to her why I was there and that she was going to be arrested. The female was shaken up by me being in her room, however, was compliant and caused me no reason to believe I was going to need to use any sort of force or other tactic to gain her compliance. 

The female was in her pyjamas, which had no pockets, therefore posed no immediate threat to my colleague or I. Due to this, I wanted to allow the female to keep her dignity so allowed her to put more clothing on, such as a hooded jumper and some shoes. I searched the items of clothing under Section 32 PACE (Legislation, 2011) before allowing her to put them on in case any of the pockets contained items which could be used to cause anybody harm.

I advised the female that we would be taking her to the Police Custody Suite and asked her if there were any possessions that she wished to bring with her, or if there was any medication that she needed to take within the next 24 hours. The female described what medication she needed and pointed me to the direction of where it was stored in the kitchen drawer, where my colleague collected it for her to bring with us. 

I used a Police Mnemonic called ‘LEAPS’ in order to positively engage with the female and build up a positive rapport with her. Once I advised her why we were there, I Listened to what she had to say, whilst reminding her that anything she did say was under caution. I empathised with her situation and advised her that she would get her chance to give her account in interview shortly. I asked if there was anything she needed from me, or if I could do anything to make her unwanted experience with us more comfortable. I knew that for a young female, being arrested and taken in a police van by two older, bigger, male officers would be a daunting experience, so I wanted to make her feel as comfortable as possible, given the circumstances. Finally, in regard to the mnemonic ‘LEAPS’, I Summarised the conversation we had been having and squared off any questions she had before we left the address.

The female had cuts on her wrists where she had recently self-harmed using a razor blade. As she was being compliant with my colleague and I, I did not want to cause her any further injury or pain to her injuries, so I advised her that if she was willing to remain compliant with me, then I would not handcuff her. The female agreed to this and appreciated it. Self-harm is usually a way to show the feelings you have inside (Young Minds, 2021) so I did not want to affect the females state of mind further negatively.  

The reason I made this decision is due to the fact the female was significantly smaller than both my colleague and I and she was posing no threat or showing any intention to rebel against anything I was saying to her. I could see that she clearly had fresh injuries to her wrists, however, these had already been seen to by the nurse at the hostel she resided at, so did not require any immediate first aid. There have been occasions in the past where officers have handcuffed detained persons who were also being compliant and causing no trouble, who already had injuries to their hands/arms/wrists, whereby the handcuffs have excelled the injuries. I felt no need to exacerbate the female’s injuries and make this process any worse for her. I feel it is important to never make judgement against any persons who I detain and arrest and that everybody who is in my care whilst I am in a police uniform should be treated with respect and looked after accordingly. 

During the convey to custody, the female was placed in the cage at the rear of the police van. My colleague sat in the back of the van where the seats face the rear, so that he could keep a constant eye on the female whilst we were driving. Since she was not handcuffed, there was always a chance that we may need to stop the van and handcuff her, should she become non-compliant or begin to try and cause herself any harm, so my colleague made sure to keep a close eye on our detained female and engage in regular conversation with her during the journey.  

Upon reflection, I am aware the decision I made to not handcuff the female could have potentially had negative consequences, should she have decided to become non-compliant, however I felt it a justified decision based on the circumstances I was presented with at the time. I feel I acted both professionally and fairly toward the female and the way I treated her had a positive effect on the way she reacted and responded to me. This positive behavioural technique is something I have investigated previously and is covered by the theory of ‘Betari’s box’, which simply points out that your attitude and behaviour can often directly affect the attitude and behaviour of people around you (MindTools, 2019).
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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:

In 1965, psychologist Bruce Tuckman stated that there were four stages of development when it came to a new group of people meeting for the first time, for them to become a fully functioning team. (Tuckman, 1965). Tuckman cleverly titled these four stages in a rhyming fashion, which made it easier to remember and relay the theory to others. The four stages that Tuckman came up with in this theory were the ‘forming’, ‘storming’, ‘norming’, and ‘performing’ stages. Tuckman would state that the forming stage is when the team, or group of individuals are meeting for the first time. It is thought that if a task is set for the team to complete together at this stage, most people would still tend to act on an independent basis, as they have not begun to fully trust their counterparts. It is thought that during this stage, a common theme of conversation would be what everybody within the group’s strengths and weaknesses are and what they may be able to bring to the team. 

I will be considering Borton’s 1970 model of reflection (Borton, 1970), in order to structure this essay in a way that describes ‘What?’, ‘So What?’ And ‘Now What?’. I will be describe the issues faced, my feelings regarding the issues, evaluate any issues or issues that may arise and also how I have personally acted upon situations concerning these issues.

Job roles such as the Police Service, involve successful candidates who have been offered the job, to meet for the first time during a training period. This includes the new recruits meeting a new team of complete strangers, whom they will be working vey closely with for a number of months whilst learning their new job role. New recruits will be expected to undergo both classroom-based lessons as well as physical training as part of a new close-knit team and are expected to show certain qualities that are important in their new role, such as being able to work as part of a team and respecting everybody else’s opinion. Also, demonstrating that they are capable of and not afraid to show a good range of leadership skills when required.

Other theories conducted, such as that by Troy Hall in 2015, have found new results which contradict the findings of Tuckman. Research conducted by Hall, which is more recent than that conducted by Tuckman, has shown that, statistically, the strongest correlation between a newly formed team’s cohesion and performance, were actually occurring in the ‘forming’ stage (Hall and Regent, 2015).

The ‘storming’ phase is believed by Tuckman to be the stage where personalities are most likely to begin to show, such as certain individuals beginning to take charge of the group, or voicing their opinion, whether it shed a positive or negative light on another within the group. Individuals may begin to disagree and argue over certain opinions. This is thought to be the stage where an individual with strong, positive leadership skills is what the group are looking for, and often, one will come forward.

Again, in relation to the Police Service, especially during the training phase, new officers are required to undergo simulation events, also known as scenario-based practical’s. During these practical’s, officers are paired up with another student at random and are expected to demonstrate their knowledge and understanding of what they have learnt so far during their training. These simulations are monitored by training staff and feedback is given. The practical scenarios often prompt the new recruits to take the lead during the exercise, when the best thing to do at this point is often show they have an ability to work as part of a team and show good communication skills. Trainers will often find that they see individuals who are not quite as outspoken in the classroom-based training, coming out of their shell as such and showing that they are in fact capable of dealing with conflictual circumstances.

Tuckman believed that during the third stage, the ‘norming’ phase, the group will have become more used to each other and any personality clashes or tension within the group would usually have become easier to manage and that any conflict would be easier to resolve, as the group will have gotten through the worst part of the disagreements.

Once everybody in the team has become more used to working together and have formed more of a working relationship, individual’s strengths and weaknesses will usually have become more obvious within the group and the team should have become more confident about working together effectively, without as much close supervision.

Upon evaluating this stage of the theory and comparing with the role of a police officer, it is quite closely linked with working as part of a close-knit team on departments such as response. Response teams are made up of approximately eight Police Constables and a Police Sergeant. Response teams usually consist of officers with varying lengths of service and experience, and as with most teams, are comprised of different personalities and individuals with different strengths and weaknesses. Police response teams often work very closely and will use everybody on the team’s strengths to their advantage, for example, one officer may prefer taking the lead during a physical altercation between two large males, whereas another may thrive on the more theoretical element by helping out with the paperwork afterwards. It is believed in some circumstances that if senior officers/management want newer and less experienced officers to be more committed, then they need to improve the officer’s working relationship with their immediate superior/line manager by upskilling them and utilising opportunities to improve teamwork and processes (Brunetto et al., 2016).

Following this theory taking off and proving accurate on most occasions of new ‘working’ relationships and teams being formed, Tuckman decided to add a fifth stage to his theory 12 years later in 1977. This fifth stage was named the ‘adjourning’ stage. This stage is believed to have been added as it is necessary in some certain fields of work, that a team can be discontinued or disbanded once a certain project or task has been completed. Tuckman states that it is likely there will be a certain sense of sadness or mourning if a team has worked closely together for a period of time, although they may have been complete strangers only a short time ago. 

Considering team dynamics when it comes to modern day policing, it is quite clear that some teams, particularly on response, who work in very close-knit team on shift work, are able to form much stronger bonds and close working relationships than others. This is often to do with which individuals form these teams. For example, some teams are quite male dominated, resulting in the few females on that team sometimes enduring more male conversations and jokes than a female who is on a more female dominant team elsewhere. Another example is where a team may be made up of older and more experienced officers than others, who have been doing the job for a lot longer than those on other teams. This can sometimes lead to complacency and neglect of certain duties they have as officers, such as complying with certain elements of the code of ethics (College of Policing, 2014) for example. Failing to comply with the code of ethics could mean a vast range of things for a police officer, such as not complying with the basic values and standards that are expected of a police officer to always uphold, whilst on and off duty. Failure to comply with these ethics can result in disciplinary action or even dismissal. 

Another example of why certain teams may not be able to function as effectively as others are simply that there are two or more individuals on that team who simply do not get along and are incapable of forming a civil working relationship. It is quite common within policing, particularly response, that teams will often be switched around. This is usually just to give officers the chance to work with all different officers within their station and get a chance to work with different sergeants that may be available to them, as it is normal for people in any job role to find that they learn more from different people. Often, response teams may be made up of officer’s that have worked together for quite some time. When these teams are eventually disbanded and people are moved around, it is quite common for officers to feel agitated by this, as they enjoy working with the team that they have formed over the past few years and are often more engaged with their job and enjoy coming to work when they work with somebody whom they consider to be a friend (MindTools, 2009). 

In response especially, the onus falls greatly on the team sergeant when it comes to making sure that all staff on their team are abiding by and maintaining professional standards. The modern-day Police Service is a very diverse body and employs individuals with all different kinds of beliefs and outlooks on life, so it is extremely important that these standards are adhered to by all of its members. 

Studying Tuckman’s 1965 theory gives you a much clearer idea of what teamwork is and is easy to put into context with what most people’s day to day working lives entail. Many jobs across the world involve working within a close-knit team and it is very common that individuals within that team will have different ideas and outlooks on certain topics. These disagreements are often discussed as a team following positive leadership and intervention by a manager/leader, or even a member of the team at the same level as everybody else, who has previously demonstrated positive leadership characteristics. 

I have considered my current role as a Police Officer and previous job roles that I have had over the years in an attempt to assess and further understand both how and why inter-personal conflict can occur within a team in the workplace. I believe that the main reason behind this supports the ‘forming’ phase of Tuckman’s theory, whereby new individuals are meeting for the first time and being expected to work together as a team. individuals from different backgrounds and walks of life are often going to have conflicting opinions and this will usually cause disagreements, particularly between two people who have just recently met. 

“Good leadership requires you to surround yourself with people of diverse perspectives who can disagree with you without fear of retaliation.” - (Goodwin, 2019)
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

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

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

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




ANSWER:

Automatic number plate recognition (ANPR) has been a revelation to modern day policing in Britain since its introduction in 1976 (ANPR International LTD, n.d.) and many people are surprised that its existence stretches back as far as it does. Early trials were conducted on the A1 Road and on the M25 motorway, near the Dartford Tunnel crossing. It was in place for 5 years before the first arrest which could be credited to the system was made in 1981, when it detected a stolen car which was eventually brought to a stop as a result. 

This essay will be set out in the format following the Gibbs model of reflection (Gibbs, 1988), in an attempt to evaluate and explain the cycle of emotion a standard police officer will experience whilst dealing with day-to-day policing. It will highlight what certain calls will comprise of, examine the feelings of the officers at the time and also how they analyse the event and set an action plan for themselves based on how they feel they performed during the event. The types of calls this essay will be looking to assess are ones where ANPR technology has been relevant and called upon in order to assist with enquiries and identifying/locating a person or vehicle of interest.

ANPR technology has progressed dramatically and has evolved with the times, allowing it to boast new applications and outlet opportunities. Some of the notable occasions where ANPR has assisted policing and enforcing laws in recent history include the forming of the Police National ANPR Data Centre (NADC) in 1997, the first static ANPR camera being deployed for parking management in 2006 and more recently in 2012 saw the introduction of the Vehicle Damage Recording System, which shows the condition of vehicles being driven into places such as airport valet parking areas, which takes a 360 degree image of all vehicles entering the car park and noting any damage the vehicle may already have, in an effort to reduce the number of fraudulent insurance claims.

The general set up of how an ANPR camera works is simple. As a vehicle passes the coverage point of a camera, it will trigger the camera to activate and read the registration of the passing vehicle. The clever part of the ANPR cameras is that they will automatically run this registration through a vast number of database records to see if there are any matches with any ‘vehicles of interest’ that have been added to the list. This may be the make, model or registration of the vehicle. 
This in turn can then help the police and other agencies track down individuals who are guilty of an offence by providing all known details of that person, such as their address, and other lines of enquiry that may be available at the time, such as known associates or places they visit regularly.

ANPR has proven extremely useful and helpful in modern day policing as it allows officers to focus solely on offenders and offending vehicles as opposed to stopping innocent, law abiding drivers unnecessarily (NPCC, 2020). It has the ability to store the information of all passing vehicles, even If they are not of any interest to the police at that time and store these details for future reference. Many offences have been intercepted by police as a result of ANPR, including locating stolen vehicles, intercepting drivers with no license or insurance and even helping solve cases of terrorism and organised crime. 

The majority of UK ANPR cameras are static at fixed locations, predominantly at busier and more populated roads, where they help to detect vehicles and prevent or reduce criminal activity. There are currently around 13,000 ANPR cameras in the UK, which submit a staggering 55 million “reads” to the ANPR records system daily (NPCC, 2020). ANPR camera locations are not disclosed by the police as this may prove to give offenders an advantage and encourage them to take alternative routes, where their movements may prove much harder to track. Many police vehicles also have ANPR cameras mounted in them. This will often be the case for the Roads Policing (Traffic) department, whose job it is to police the roads and help keep urban roads and motorways safe and free of crime. 

Section 192(1) of The Road Traffic Act of 1988 (Legislation), defines a ‘road’ as “any highway and any other road in which the public has access and includes bridges over which a road may pass” (Bridges, Fraser Sampson and Police National Legal Database (England, 2006). These are the priority areas for any member of the ‘Roads Policing Team’ (Traffic Officers)

A traffic officer has the job of responding to calls which are predominantly concerning vehicles. Standard police response vehicles are not authorised to pursue a vehicle which is making off from them, so this responsibility falls to the traffic officers, who have a higher standard of driver pursuit training. The traffic officer’s vehicle will have an ANPR camera and data feeder mounted to the dashboard, allowing them to monitor vehicles that are passing them, that they may recognise as potentially being a vehicle of interest to the police. The vehicle in question does not necessarily need to be directly in front of the officer’s vehicle, as the camera can monitor vehicles travelling in a different lane, or even in the opposite direction to them and advise the officer of its exact whereabouts. 

Busier cities like London, are constantly finding areas that would benefit from having an ANPR camera in. Transport for London (TFL) control 1,300 cameras which the Metropolitan Police (Met) still do not have access to. The Met have approached TFL and asked them to consider allowing them access to these cameras, as it would triple their camera coverage of the city (London Gov, 2015).

Whilst response officers are not able to pursue a vehicle which may be of interest, they are able to be kept in the loop of where the vehicle is by monitoring the active call log on their police issue mobile phones. Each time the vehicle of interest drives past an ANPR camera, it will automatically alert the police instantly if it has been added to the ‘interest’ or ‘hot list’. This information will usually be added and updated on the call log by a member of the control room. This information will also be provided to any nearby traffic officers. With this information, a response officer will be able to make their way to the vicinity of where the last ANPR hit was of the vehicle in case they are required by the traffic officer to assist them with arresting the driver. Response officers are also better equipped to convey a person who has been arrested as they have a van with a cage at the back. 

The ANPR system has proven very effective in helping to tackle and prevent more serious offences, such as drug smuggling and even human trafficking. However, it is only fully effective when there is strong and substantial intelligence put in against a person or group of persons (Criminal Organisation). Often, organisations who use vehicles for driving long distances will regularly change vehicles or even use fake (cloned) registration plates, so that the ANPR system will not flag them up to the police and they are able to stay undetected for longer. 

There are very few statistics made available surrounding numbers of reported cases of human trafficking within the UK, however there are staggering and very concerning statistics available surrounding the offence taking place in other countries, particularly within Europe, which highlight the importance of police within the UK keeping on top of monitoring intelligence put in concerning individuals or organisations that may pose a threat of carrying out such an offence, but also looking out for individuals, often young or vulnerable, who are at risk of being targeted by such groups.

Common offences reported to UK police regarding organised crime are labour and sexual exploitation. In 2020, a majority of all county lines referrals were for male children. This made up approximately 81%, which is about 1,247 male children. 

There are also common patterns emerging surrounding both Vietnamese and Albanian nationals being exploited, which made up approximately 6% and 15% of all referrals within the UK respectively. However, UK nationals still appear to make up most of all referrals (Gov.UK, 2020).

The police within the UK attempt to intercept and take positive action, including providing victim care to all human trafficking and exploitation cases that they are made aware of. South Wales Police and various other forces within the UK work closely with an organisation known as MARAC, which is an abbreviation for the Multi-Agency Risk Assessment Conferences. These are meetings that are held to discuss the most high-risk cases of criminal activity which occur on a repeated level, including domestic abuse and sexual violence. These conferences are held in order to put in place the most effective safeguarding plan for victims of such offences (Gov.UK).

Officers who are involved or who have played a part in using the ANPR system in order to track down or intercept an ongoing crime such as human or drug trafficking, will have an overwhelming sense of achievement afterwards, as these are some of the hardest offences for the police to monitor and are unfortunately some of the most common offences still taking place. Members of organised crime groups have large networks of ‘runners’, who are working the frontline, such as driving the vehicles which have smuggled victim’s or large quantities of drugs onboard, to leaders who are often the intelligence and brains behind the operation. The police are constantly working closely with a vast number of partner organisations in an attempt to clamp down dramatically on these offences and to spread the word to members of the public to be more vigilant and keep an eye out for any concerning behaviour they may witness. 

I personally have not had any involvement with cases such as human trafficking or large quantity drug smuggling, however I have often liaised with the control room regarding ANPR hits on a vehicle or person I was attempting to track down. The teamwork between the police control room and the on-shift officers is vital and often works well. Some response officers who have previously worked in the control room will still have access to the APNR database and will be able to feed information to their team or other units on their radio channel if they are able to view the last vehicle hit before the control room are able to pass the information, as they are also busy dealing with other calls at the same time. 

According to government statistics, the number for labour exploitation has gradually decreased over the previous five years, however, the number for sexual exploitation has been increasing from the year ending December 2018 until the year ending December 2021 (Gov.UK).

Further cooperation and communication between the UK Police Services and partner agencies is vital if we are going to see a much larger decrease of these offences and ANPR is more than likely going to remain a key feature in the investigations for the foreseeable future.

“Human trafficking is an open wound on the body of contemporary society, a scourge upon the body of Christ. It is a crime against humanity.” (Pope Francis).
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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 


7
	High 
8-10 
	Due to working in a very busy and diverse area for my first year of response policing, I feel I have had the luxury of attending a wide range of calls with a large selection of different officers with all types of experience. Due to this, I have been able to pick up many things by each individual officer I have been paired up with at the time and have learnt many new ways of dealing with different types of incidents, some of which I was not very confident with dealing with a few months prior. 

I have gained knowledge in the more theoretical side of response policing. For example, I have been given different types of files to deal with, where I have attempted to complete as much work by myself, by referring to the notes I made during training and during my 3-month tutorship and then asking for feedback by teammates and my team sergeant before submitting anything. I have found ‘Full Files’ particularly challenging, as there are slight variations between a ‘GAP’ and ‘NGAP’ file based on the initial interview of the suspect. I have found this a very useful way of learning on the job, as there can be a lot of information to take in during the role of response, especially within your first few years.  

Something that I am very much looking forward to completing is my initial response driving course. I am extremely passionate about driving, however I am unable to drive to Grade 1 response calls at the moment due to not having completed this course. I have gained a vast knowledge of this course and the standard of driving which is required at all times during being in this career, so I feel I am more than ready now to undergo this course due to the knowledge I have gained prior to attending the training. 



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

7 
	High 
8-10 
	I feel my skills as a response officer have grown massively within the last year, due to the number of experiences I have been exposed to. I have never been afraid of conflict, however, during the role of response and being on the frontline, you never know what may happen when you attend a call. It is a very unpredictable environment to be in, especially when you are called to inside somebody’s house, where you have never been before and do not know who or how many people may be inside the address. Within my first few weeks, I was naturally very nervous about going to certain calls due to all of the above, however, since being exposed to so many unpredictable calls and scenarios, I have gained a lot of new skills such as special awareness and much further communication skills with the officer(s) that are also present with me and the control room, so that they and all other officers who are on channel are updated and aware of whether or not the situation is under control. 

I have always been confident with communication skills such as talking to different people and actively listening, however I feel that this job role furthers your skills, as you are constantly dealing and engaging with different people from all walks of life. I often find it beneficial to remember the importance of trying to talk to everybody in the same manner and treat everybody with the same respect, despite the reason that you are with them that day, as this often helps keep situations under control and keeps everybody present calm. This is a skill I am finding extremely important and beneficial as I have not yet found myself in a conflictual scenario that has been started due to something I said or did, so I feel I am treating everybody fairly and I am getting the same respect back from them. 

The main skills I am aiming to acquire as soon as is possible are my Grade 1 response driver course and my Taser carrier course. These are two courses and qualifications that are expected of response officers to at least show willingness to complete within a few years. 

As I have previously mentioned, my main goal within the police is to be a highly qualified driver as my ambition is to join either the traffic or firearms departments, which are both roles that require a very high standard of driver training. Unfortunately, there has been a very large backlog of driver training courses, predominantly due to COVID-19, which has made booking a course very difficult as of recent due to there only being a few available which are often snapped up very quickly by whoever happens to be lucky enough to be online at the time the notification email comes out. 



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

7
	High 
8-10 


	Although I would like to grade myself higher for experience, due to the vast range of calls I have attended and different types of people I have dealt with over the last year, I am fully aware that this is a job role where every day can be a learning curve, and you never know what is around the corner. I am extremely proud of myself for the job I have, and I endeavour to put 110% into every shift. I have fully enjoyed working in a close-knit team on response, as there is a real sense of family about it. 

I have found working in such a close team beneficial for progressing my learning and experience as I have been so comfortable asking them all for assistance and advice. 
When I first came out of training, I found it quite dawning having a sergeant to report to and wondered what I had in store for me, however as soon as I joined division, I could see exactly why each response team has their own sergeant and how helpful they are. 

I have found my first year of response policing an extremely rewarding experience and I am looking forward to what the job has in store for me next. 

I have found being tutored on the job in an active front line team of response officers, who are also still learning themselves, even with 5+ years more experience than me, extremely rewarding and exciting and I am looking forward to becoming further trained in certain departments so that I can further my knowledge and experience and be able to help and even tutor new constables in the near future, so that I can give to them what my new team gave to me. 
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