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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

	Having achieved Independent Patrol Status, reflect on the impact of organisation culture within policing on your wellbeing and resilience (organisation change, retaining personal values in a wider organisational culture). 

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


1250 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:


In this essay I will discuss how organisational culture within the police force affects individuals’ wellbeing and resilience including how I have to found it to affect myself. I will be using, “Borton’s Reflective Model” Dabell (2018) as a guide to help illustrate the findings. Organisational culture can be defined as a, “method to describe the values, objectives, mission and expectations of a company or business.” (Virtual College, 2021). Another source states that organisational culture can be described as, “simply as a way things are done around here” Watkins (2013). This in turn suggests there is a stigma that some companies encourage new employees to adhere to current methods and ideologies as opposed to suggesting new ideas and ways of working. It is clear, if that is the case how this in turn might have an adverse effect for businesses and organisations including Gwent Police. Some examples of negative organisational culture might include, an absence of core values, management or senior employees not abiding to these, gossip and discussions about other co-workers, high turnover of staff, unfriendly competition, working through allocated breaks, minimal support and guidance, lack of employee reward and appreciation, mainly promoting externally also the pressure and expectations newly joined officers or employees might feel. 

Speaking from experience, I notice that my peers were often seen as a model to follow and adhere to therefore conforming to social expectations was crucial to feeling like I was ‘fitting in’. This is to a certain degree still a challenge I face as I am contentious about maintaining good working relationships with colleagues even if I might not agree with a someone’s personal values and beliefs. Where conformity with peers and self beliefs might cross on occasions I often adopt the method of compromise. I have learned since achieving independent patrol status there has been less pressure from peers but also I am aware I am fully accountable for my own actions, behaviour and decisions I make within my role. Consequently, due to this being with less conformity and direction from tutors and other senior officers I am more liable to make mistakes when it comes to decision making at calls as I might take an approach that conforms more to my own discretion and values and opposed to someone more senior who is more likely to better judgement in some scenarios. I found when this was the case on occasions after achieving independent patrol status, I would face criticism from other colleagues which in turn would have an impact on my wellbeing and resilience. This in turn I have found challenging and coping with the demands of the job I have sometimes considered my career choice. I know this feeling was not solely felt by myself as many of my colleagues who I joined the police force with have now left the career. A figure to state the significance of this problem can be demonstrated from an article in 2019 found that, “more than 2400 officers have left their jobs since April 2018” Knowles (2019, a). The reason for this was explained by the Police federation as, “they are leaving because of the huge stresses they are under they say they can get a less stressful job with a better home-life balance” Knowles (2019, b).

From these experiences I have learned various methods of thinking and characteristics that I have acquired intentionally and some unintentionally. Some of these cultural characteristics were explained as by Charman that newly established officers acquire include, “cynicism, communication, comradeship, code of self protection, categorisation and compassion”. (Charman, 2017, p317-344). One form of this I noticed was categorisation which came in the form of sub cultures. A source defined a sub culture to be, “when a group of people within an organisation share a situation, problem or experience that is unique to them” (Study.com, 2022). This would often develop from the same small assemblies of people often remaining within their designated sectors and over long periods of time, you can expect to get variations between shifts and different force areas and even when it comes to management and other senior officers. Sub cultures and categorisation run the risk that some colleagues would judge and rate others against their own group values. This is turn can result in hostility between colleagues and will have a detrimental effect on peoples willingness to remain on a shift, a part of a department or their self esteem. Personally I have experienced this, which on occasion has resulted in additional stress within the workplace. However I am aware if I adopt the same method of judging others this in the long term may have a damaging impact on my career as I will be seen in a negative light. In order to maintain my sense of wellbeing in relation to this aspect I have made a conscious effort to remain neutral to criticism of other colleagues and personally this makes me value my character and I am less likely to be disciplined by line managers or frowned upon by other colleagues outside of my sub culture. 
One coping strategy I implemented to maintain my wellbeing was cynicism which I felt I learnt subconsciously from prolonged exposure to hostile situations and offenders. Naturally in my career I now feel I am less affected by attending a distressing call compared to when I first came on shift. Firstly, I understood over time the actual realities of the role compared to my previous expectations, I also gained a new understanding, perception wise of the public as myself and other colleagues often come into contact with serious offenders. Some disgruntled attitudes from more senior colleagues who have less optimistic attitudes towards certain aspects of the role has also made an impact on my perceived perception. One disadvantage and consequence you could say I have experienced from becoming more cynical is a sense of emotional detachment which is a form of emotional hardening. This at times can be challenge to balance between work and my own social and family life. To counter act this I should try further develop my emotional intelligence by reflecting and evaluating upon my level of emotional awareness, emotional management and empathy. An example of why a good level of emotional intelligence is important within the police service can be explained as follows, “officers with high levels of emotional intelligence can choose a proper course of action to deal with a stressful situation and are able to hold onto their optimism in the face of adversity” (Civil Service Success, 2021). 

In conclusion it is evident there are many various challenges when it comes to policing and not just the role itself but also the culture and community within. Adhering to expectations whilst maintaining your own sense of pride, values and character can sometimes come into conflict. I believe the aspects I have discussed as above I have found to be the most impactful on my wellbeing and resilience. I often compare with how I have progressed over the course of time I have been in the police and I can see that I am more a well rounded and professional and driven individual.  Even though some organisational cultures within the police can impact individuals and the organisation negatively it is to be expected as each colleague represents their own views and morals. I feel I have learnt many social and communication skills from recognition of these challenges and implementation of some coping strategies, which is required in order to develop oneself for the nature and demands of the role along with the challenges and requirements from members of the public. 
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Task 2

Relevant areas of the National Policing Curriculum: 
Decision-making and Discretion, Vulnerability and Risk, Public Protection.  
 
You must choose an incident, for example a domestic related incident, and reflect on how you made decisions in complex and unpredictable circumstances using dynamic risk assessment. 

	
Give a brief description of the problem including social and legislative contexts and any relevant cultural, ethnicity and language issues. 

Evaluate decisions made during the incident and your use (or otherwise) of the National Decision Model. Explain the rationale behind your decisions and your considerations when recording details of the incident. Consider your ethical approach to the decision. Outline the consequences of your decision making. 

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





ANSWER:

In this essay I am going to evaluate an incident I attended as a police constable whereby I was responsible for making decisions in complex circumstances using the national decision model. I will explain the contingencies that applied to the specific scenario and my rationale for the outcomes that were made. I will also discuss the consequences of these actions that were undertaken and how I will seek to continue improving. During this essay I will be using the, “Borton Model of Reflection” Dabell (2018) as a guide to help aid my evaluation and reflection of the incident I am going to talk about. 

As a police constable it is encourage that I consider put to use the National Decision Model (NDM) to help aid my decision making any incident when it involves a member of public. The NDM is a national framework that is instilled in all police forces to help officers make the right decision based on the circumstances at the time whilst always adhering to ethics and policies. The model consists of various components with each component requiring its own area for focus and consideration. The model is listed on the (College of Policing, 2022) and the first component to be considered by an individual are the code of ethics and professional standards, which also applies to each further segment of the model. The second phase is known as the gather information and intelligence phase which is followed by assess threat and risk and develop and working strategy. The officer then should consider powers and policy then identify options and contingencies. The final stage of the process is to take action and review what happened. 

The incident I am going to talk about is an emergency graded domestic call. Officers already at the scene requested urgent assistance so myself and another colleague made way. At this point prior to arriving on scene I was contentious to consider the policing code of ethics and particularly in this scenario duties and responsibilities was the priority as officer and member of public’s safety were potentially at risk. Whilst on route I was liaising with control room and trying to reach officers on scene for updates and information which included details of persons involved and if any warning markers are applicable, whether there are any injuries, is any kit required to be brought to scene ect, which is all part of the gather information and intelligence stage of the NDM. An officer at scene then explained a male is bleeding heavily, so my focus and attention was set to prioritise this person who required first aid treatment. As I arrived on scene there was a male who had a deep wound to his wrist and officers were holding this male down on the floor attempting to keep him calm. Upon risk assessing, I gathered there was no present danger with those involved, so it was safe to approach and apply a first aid bandage and torniquet. As this had been done and the male was more stable and other officers assisted the male, my focus turned to the investigation element. At this point from speaking to witnesses and victims I established the male had been inside an address and an altercation occurred whereby he punched, damaged a television and had assaulted two people and racially abused an officer. The television was not property of this male, so I considered the powers and options available to me, which were that the male is arrestable for the offences of criminal damage and assault. Due to colleague disclosure there was the issue of the ethnicity and legislative element whereas the male had racially abused an officer. Racially aggravated public order offences is an either way offence under the, “Crime and Disorder Act 1998 section 31 (1) (a) and (b) and carries the power of arrest without warrant” (PNLD, 2021). Other than this there were no other social, cultural or language issues. 
Further on into the incident I could hear the male had become irate and volatile, so I approached and again assessed the threat and risk as the situation had escalated from time when I initially arrived. Other officers and I tried to deescalate the situation verbally however this was not working then the male became threatening and physical towards officers. The action I chose to make was to use Pava spray on the subject and take him to the floor, this in turn resolved the situation and the subject was placed in handcuffs and subsequently arrested. Officers then noticed the male had become drowsy from significant blood loss, so the focus again turned to the subjects welfare. I immediately went to check on the individual for signs of breathing and a pulse however the male was unconscious. I decided to take some leadership and ask for a colleague to give an update to the control room to request an ambulance urgently and myself and another officer continued performing checks and procedures on the male and administering more bandages to stem blood flow. The male was soon escorted to hospital by Ambulance crews and further enquires were then continued on scene. I documented accounts and victims and witness contact details and scene photographs in my electronic pocket notebook (EPNB). The EPNB is a secure database that is only accessible to the relevant officer inputting the data and information and only other authorised officers. This is in-line with the Data Protection Act which states, “processing of personal data by the police and other competent authorities for law enforcement purposes” (College of Policing, 2021).  At this point after the situation had been dealt with, I could review what had happened and rationalise it on other police databases at the station in the form of use of force forms. 

So, I have explained in detail about the incident and explained the actions I took and what I was trying to achieve. So, what I could take from this is advice and feedback from the officers who were also at scene to establish how they would of dealt with the situation and if differently. Also, so what I had learnt is that scenarios involving police attendance can fluctuate very quickly and without warning and it is on occasions as described above, that decisions have to be made quickly but always in accordance with the NDM. On occasions when decisions are not made in accordance with this model it runs a greater risk of complaints and investigations into police conduct, as one source states the NDM values, “protection of human rights and these factors must be considered at every stage because the decisions officers and staff make need to be both technically and ethically right” Lander (2011). So the importance of reviewing and assessing the situation is crucial to establish if my decisions and actions were ethical. Now myself making the decision to use force is one thing but the question can be asked is whether I needed to use the amount of force that I did in that situation. Although each officer is taught to always adhere to the NDM decisions and actions make by that individual are still accountable by that officer. One of the consequences of myself using that level of force was that the male had become very resistive and in turn led to his wound becoming exposed again and the high levels of physical exertion caused more blood loss. That then as explained led to further issues and the subject’s health further deteriorated. As explained the method of action I chose to undertake worked in controlling the subject and preventing harm to officers, and according to legislation is states, “Police officers are empowered by Section 117 of the Police and Criminal Evidence Act to use reasonable force if necessary, when exercising powers conferred by that act” (CPS, 2022). From this context I would argue based on the decision processes that I made on the information and events at the time, my decision making and actions were reasonable and justified.

The other consequences of the decision making I made was that the male was placed under arrest and investigated for the alleged offences disclosed by victims and witnesses. As explained above under Section 24 of the Police and Criminal Evidence Act 1984 which states, “If an offence has been committed a constable may arrest without a warrant anyone whom he has reasonable grounds for suspecting to be guilty of it.” (Legislation.gov.uk, 2022). From reflection upon this I believe this was the right course of action in order to safeguard victims and witnesses and for the investigation to commence. 

In conclusion I have talked about an incident that presented many challenges and there were consequences to my actions that I perceived were reasonable and justifiable at the time. From review of this using the NDM, I can see that I adhered to the code of ethics as listed below; 
“Honesty and integrity, authority and respect, equality and diversity, use of force, orders and instructions, duties and responsibilities, confidentiality, fitness for work, conduct and challenging and reporting improper behaviour” (College of Policing, 2014).
All of these qualities are at the forefront of the NDM. From using Borton’s model I feel I have evaluated and rationalised the decision making I had applied. From this experience I will be contentious of ensuring all persons remain safe or minimise conflict at the first instance by keeping subjects detained and under constant supervision, to avoid similar situations from reoccurring. I will continue to reflect on further incidents and discuss with colleagues their thoughts and opinions on decision making I have made at incidents, to better aid my decision making and discretion as a police constable.
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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 consist of a discussion into how team cohesions are formed through theories of team dynamics and evaluate why some teams can flourish and others experience friction. I will consider how inter-personal conflict occurs within teams and theories to counter act this. Within this essay I will also consider how certain team dynamics with police forces can have a negative impact on required professional standards. I will be using the, “Gibbs Reflective Cycle” (University of Cambridge, 2022) within this essay to help aid reflection upon these findings. 

Firstly, team dynamics is defined as, “the behavioural relationships between the members of a group. The dynamic between them includes how they interact, communicate, and cooperate with one another” Osborne (2020). Secondly team cohesion can be explained as, “the strength and extent of interpersonal connection existing among members of a group. It is an interpersonal bond that causes members to participate readily and remain motivated to accomplish set goals.” (CFI, 2022) From this understanding, team dynamics generally categorises how a particular team correlates and communicates with each other. Some examples of positive team dynamics can include, each team member understanding the direction and goals with no ambiguity of what needs to be achieved, transparency when it comes to problems and issues that arise with the team and these are discussed openly and collectively, also individual accountability which increases trust within a team, improving teamwork and team building. These qualities are encouraged by team leaders and management to counter act negative team dynamics and unpredictable social behaviour. Team dynamics is how a team works and builds together, whereas team cohesion is an element of team dynamics that is strived and aimed for. Team cohesion symbolises a productive and efficient team as members can rely on one another, work together cohesively even on occasions where members may share different views and have different strengths, as opposed to a team where members are in competition for dominance over each other and who’s views and opinions clash with others. 

Some different scenarios that can affect a team negatively is common, some of the most common reasons are listed as, “unknown purpose, unclear or no leadership, too many team members, inconsistent membership and contribution and teams that are reluctant to share different values or opinions.” (Team Building Ireland, 2022) There is one model and theory that helps teams in the workplace understand the stages of team dynamics which is known as the ‘Tuckman Model’. The Tuckman Model introduces four key stages of team development which include, “forming, storming, norming and performing” as listed by Karanjgaokar (2022). The forming stage is when team members are established, and rules are put in place from the beginning. At this point individuals are highly reliant on the leader for direction and guidance and is a crucial part where the leader or supervisor is required to display a good directing style. The storming stage of the model is when individuals start expressing their views and opinions but aren’t yet working cohesively as displaying team thinking qualities. This is the stage where team dynamics are tested the most as there is conflict between members over interpersonal issues. The team may also devise themselves into smaller groups with similar views and opinions and supervisors can even be challenged in this phase by members. The norming stage of the model is when individuals start accepting to work together by accepting people’s views and opinions and results are starting to be achieved by this stage. Roles and individual responsibilities are also understood by everyone at this point and management can delegate some leadership to other team members. Finally the performing stage of Tuckman’s model is reached when the team has developed an efficient and trusting environment and can operate with little direction or leadership from management. This is achieved as the team now resolves issues at first point of contact within the team and the team has a the same aim and direction therefor management can adopt a more delegating style. 

So inter-personal conflict can occur within teams for various reasons. Inter-personal conflict can be defined as, “conflict which refers to any type of conflict involving two or more people” Raypole (2020). There are various types which explains why this conflict can occur, the first is ‘pseudo conflict’ which usually occurs from a misunderstanding and then causes a difference of opinion between members. The other is ‘fact conflict’ and is when individuals disagree over particular aspects of information, whether that be true or false. ‘Value conflict’ is when individuals have differentiating personal values, and this cannot always be easy to resolve apart from the individuals accepting each other’s own values. The next type is known as ‘policy conflict’ and is when individuals cannot seem to agree with a strategy or action plan and this can occur from the individuals personality and opinions, education and other factors. ‘Ego conflict’ occurs when people become egotistical, and the conflict becomes a bit of a dominance match between colleagues. The last type of interpersonal conflict is known as ‘meta conflict’ and happens when colleagues become frustrated about getting into conflicts and use past conflict situations as a reason why they are having issues with communication. Organisations and businesses including police forces have incorporated some models to use for situations of inter-personal conflict and promote opportunity of good team cohesion and individual performance. The ‘CUDSA model’ symbolises the following stages to tackling conflict within the workplace developing team cohesion; “Confront the behaviour, Understand each other’s position, Define the problem, Search for a solution, Agree upon the best solution and put into place.” (Volunteer Ireland, 2019) This system can be used and adopted by supervisors and leaders in businesses and in police forces, as when conflict within teams goes unresolved it can result in teams not functioning as effectively and efficiently and also be responsible for unsatisfactory service performance to members of the public. One other method of enhancing team and individual performance is the use of, “John Adair’s Action Centred Leadership model” Channell (2021). This model consists of three elements are all jointly as important as the other, the first being task needs which includes objectives and responsibilities being set. The other being individual need which might include mentoring and guidance to an individual within a team and lastly the group needs which would include motivation, team building and order. 

As police forces predominately work in collective teams there are occasions where negative team dynamics can have an adverse inference on serving communities. One example of when this which has happened is the case of a, “wrongful assault, arrest and imprisonment without reasonable grounds by Essex police on 13th September 2018” (HNK Solicitors, 2022). This source states a member of the public attended a police station for a voluntary interview with a police officer. As the interview ended and both parties left the room the officer pushed the member of public before walking through a doorway. This was captured on CCTV which showed both people walked through a doorway at the same time and their shoulders brushed past each other. The member of the public was taken to the ground and other officers then assisted and handcuffed and arrested the person on suspicion of assault. The subject was imprisoned and charged with assault of an officer, but the incident was discontinued by the crown prosecution service. The case went to court and Essex police paid out £14,000 in damages and legal costs. This incident actually demonstrates the issue of group thinking and unquestioned acceptance of opinions as facts, as other officers instantly following suit instead of reviewing evidence. This scenario also hints the officer was potentially a dominant individual, whereby one person would take charge of a decision, which are all negative traits of team dynamics.  

Another example of where team dynamics have fallen below the required standard of professional standard’s in the police service is the case of a detective inspector, detective sergeant and two police constables were found guilty of, “making comments of a discriminatory, homophobic, racist and sexist nature between March and April 2018 during covert monitoring of the serious and organised crime unit at Hampshire Constabulary” (Hampshire Constabulary, 2022). It was also established comments of the same nature were also sent via work email addresses, work issued phones and also a Whatsapp group created by the accused. These findings were a breach to the following standards of professional behaviour; equality and diversity, authority respect and courtesy, challenging and reporting improper conduct and discreditable conduct. This example demonstrates how a team within a department which even included high ranking officers can develop poor team working attributed and professionalism. 

In conclusion I have described and broken down the categories of team work and explanations of how issues can arise. As teams are based on people working together and each individual person representing their own personal background, skillsets and views are more than likely going to cause inter-personal problems within a team and social behaviour is very unpredictable in all aspects of society. From analysis of the various team work and leadership models (Tuckman model, CUDSA model and John Adair three circle model) it is evident how crucial the role of leadership in the form of managers or supervisors and sergeants and inspectors on police forces are. Leaders are ultimately responsible for their teams that they manage and are expected to display high levels of commitment to providing quality service to the public, always adhering to high professional and ethical standards, be educated to a level to have relevant skills and knowledge and to also manage and value staff members. These same values that leaders require are also reflected in the Policing Vision of 2025 which focuses on, “Effecting leadership and cultural change, supporting serving police staff through a national police welfare service pilot and developing consistent professional standards” (NPCC, 2022). It is evident that with suitable direction and implementation of appropriate leadership and mentoring methods it will ensure effective team cohesion and situations whereby teams fail to comply with professional standards requirements should reduce. 
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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:


In this essay I am going to discuss how roads policing units have a direct impact on criminal activity including drug smuggling, human trafficking, county lines ect, by using key information and intelligence. I will explain how information is gathered and what processes are used by police to develop intelligence that is used to counteract criminality. I will also discuss how tactics used by roads policing units such as automatic number plate recognition (ANPR) disrupts and prevents criminal activity within the UK. During this essay I will be using the “Gibbs Reflective Cycle” (University of Cambridge, 2022, b) within this essay to help aid reflection upon these findings.

Firstly, I will describe the key difference between information and intelligence. Information can be described as, “essentially raw data lacking context or analysis” and intelligence can be explained as, “information that is collated and processed often from multiple sources” Stark (2016). From a policing perspective information can be gathered from the caller via the control room and is then passed to the attending officer. The attending officer will then attend and gather further details and as much relevant information as possible to build a picture of the event that has occurred. The information would be reviewed and any information that is deemed particularly important and form multiple sources would then be reviewed and classed as intelligence. A scenario of this could include members of the public stating that a particular driver of a vehicle regularly transports controlled substances. So that vehicle will likely be pulled over and searched and if the information is found to be correct the intelligence would be corroborated, and a marker would be placed upon that vehicle to alert other officers in future that particular driver is known to transport drugs or other items. 

There are various ways within policing that information can be gathered, and intelligence can be formed as a result and can be categorised into two sections open and closed sources. Open sources are generally widely accessible but might not be correct or as reliable, open sources might include public information, websites, social media and other forms of media. Some methods of closed sources can include, covert human intelligence sources (CHIS), directed surveillance, interception of communications, intrusive surveillance and equipment interference (Blue Light Academy, 2022). So in essence any information that is collected in relation to when vehicles are used to assist in criminal activity, would be passed onto the relevant department which in this case would be a road policing unit. Road policing officers also work closely in conjunction with partner agencies to detect potential criminal activity. Some of these partner agencies include, “British transport police, department for transport, motor insurers bureau, driver and vehicle standards agency and even Experian” (College of Policing, 2020). The National Police Chiefs Council (NPCC) has devised a three year ‘National Roads Policing Strategy’ from 2022 to 2025 it states;
“To enable the detection and prosecution of the most serious crime it will involve the use of technology such as ANPR or intelligence from our partners and the public and the regulatory and coercive powers of other agencies” (NPCC, 2022).

The National Intelligence Model (NIM) promotes intelligence-led policing and is a streamlined intelligence related structure for forces to handle information and decide upon effective deployment of resources. This model is being used by road policing strategies across all forces as stated by one source from the Government, “Association of Chief Police Officers told use that its Operation Forum is a tactical co-ordinating group which by applying the NIM seeks to encourage a consistent approach to road policing strategies throughout forces” (House of Commons Transport Committee, 2006). Intelligence-led policing can be explained as, “data that is gathered to track patterns in crime and individuals or organised crime groups, to build models that identify the potential for future crimes that might occur” LeCates (2018). This method of information gathering encourages the development of relevant and reliable intelligence whereby officers and resources can be dispatched to prolific areas that might be experiencing and influx in a certain aspect of serious crime such as drug smuggling, human trafficking, child sexual exploitation, county lines and organised crime groups. Police forces clearly recognise the need for and advocate partnership working as it utilises a broader range of skills to deliver better intelligence led outcomes. One such partnership the Policing Institute for the Eastern Region (PIER) works closely with police forces and aims to improve policing through partnership in applied research. The focus of this organisation, “falls into three broad areas, sexual offending, policing for the 21st century and extremism and counterterrorism” (Anglia Ruskin University ARU, 2021). This proves that police forces are utilising partner agencies to gather information and intelligence in the disruption of crime, as well as conducting their own tactics.

Road policing units have a significant impact on prevalent criminal activity as motorways are understood to be a main link for criminals to commit crime in various areas of the UK. One method to detect and prevent crime is the use of ANPR which can be explained as, “an effective way of automatically identifying vehicles registration marks and matching them against predetermined indices or flags gathered from information and intelligence on police systems” (College of Policing, 2019). Police officers would then be notified a specific vehicle that has flagged on the database for a specific reason from various sources such as the driver and vehicle licensing system, insurance, and MOT databases and also information and intelligence from Police National Computer and Police National Database systems. This flag would then notify officers that a certain vehicle that has been flagged for whatever reason, is currently passing through an area on a specific road going in specific direction. The vehicle can then be intercepted by police and where necessary arrests can be made. ANPR systems have a wide range of capability and be implemented to be used covertly, be CCTV integrated, have multi-lane coverage and either be static or mobile. ANPR cameras are also commonly equipped and integrated into most vehicles that are operated by road policing departments to further detection and deterrence of criminal activity. Searches of ANPR data can also be used with non-dynamic and ongoing investigations to identify vehicles associated with crime as, “ANPR data from each police force is stored together with similar date from other forces for one year” (POLICE.UK, 2022). In relation to serious organised crime where criminals can be expected to use link routes and motorways between major cities, you can expect there to be ANPR systems in place at strategic points. This is proven according to one source, “Police have used ANPR systems at strategics points for a number of years, for example at ports, tunnels and as part of the ring of steel around the city of London” (PA Consulting Group, 2022).
A statistic states that during a period of only six months between 2002 and 2003 a total of, “£2,071,445 worth of stolen vehicles were recovered, £715,275 stolen goods were recovered, and £102,179 illegal drugs were seized.” (PA Consulting Group, 2022, b) across nine different forces in the UK piloting the use of ANPR systems. This clearly shows the use of this system works in identifying crime and aids in building intelligence when it comes to serious organised crime. One more recent example of how these systems are being put into practise by Gwent Police is a scheme known as ‘Operation Utah’. According to BBC News, “Operation Utah was responsible for £10,000 worth of drugs being confiscated during 2018” (BBC News Wales, 2018).  This operation consists of the police working co-inside with other partner agencies such as local tax licensing and scrap metal. Motorists are then made to drive into a compound which are flagged on ANPR or are just deemed suspicious by the traffic officer. Checks are then carried out on the vehicle such as vehicle searches and driver license and even tachograph checks on commercial vehicles. If then required traffic offence reports or vehicle seizures or arrests can then be made. This is a regular ongoing pro-active operation that is carried out by Gwent Police and other forces and results and figures are often published in a hope to educate and deter criminals from using the roads in the process of crime. 

In conclusion the evidence suggests roads policing units benefit from the use of relevant and reliable information and intelligence, advanced technology to aid detection and deterrent of crime such as ANPR and the assistance of partner agencies who help with operations and conducting research. I have explained the process of how information is translated into intelligence and then how this is used to assist traffic officers when they are patrolling and policing the UK’s road network. Proactive policing is one of the key attributes of roads policing units for when it comes to the disruption of prevalent criminal activity. This can be demonstrated from one sources which states, “majority of ANPR officers time is spent in the field either on intercept duties or travelling to and from intercept duties (79%) compared to a typical police officer who only spends 57% of their time away from the station” (PA Consulting Group, 2022, c). Another source stated the effectiveness of ANPR systems as, “ANPR enabled police officers make around nine times the number of arrests usually expected and may contribute over three times more offenders brought to justice” (House of Commons Transport Committee, 2006, b). This statistic goes to prove that roads policing units generally have more time to be proactive and hence there is more of a likelihood criminals who use the road networks will be caught prosecuted. 
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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

X 
	Low 
1-4 
	Med 
5-7

X 
	High 
8-10 
	 I firmly believe as a Police Constable a high degree of understanding and knowledge of law, force policies and of the local area are required to be efficient constable. From training school we are educated in law and practises conducted by police for various incidents, however since leaving training school I feel as if I can not recall as much information concerning law as I previously could. I would say I still have a general understanding and feel confident with identifying offences. If I am unsure about anything knowledge I am aware of the help and resources available to me such as my supervisor, other colleagues and websites such as PNLD and apps such as Pocket Sergeant. I believe with more practise and time spent in the police service my understanding of law and practises will continue to improve.

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 


	High 
8-10

X 
	Low 
1-4 
	Med 
5-7 

X
	High 
8-10


	I would deem my skills at this moment of time to be adequate. I have recently completed a blue light course so I feel more of an asset when it comes to responding to emergencies. Although I am aware that are on many occasions officers who have taser and method of entry training are needed for many scenarios. I have noticed there is a shortfall in the officers who possess these skills so I have an interest in developing further specialisms to be a greater asset to the team and build upon my job reward.

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 

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

X
	High 
8-10 
	 I would say I am still relatively new to the role and I believe there is still far more to learn and experience when it come to the role. I compare how I deal with situations currently as opposed to how I dealt with similar situations when I first came to shift and I can see a vast improvement. I firmly believe policing is mostly and best learnt through experience and with more time spent dealing with various incidents and reflecting on my performance and decision making and also learning from others will make me a better police officer.
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