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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 be reflecting on the impact of organisation culture within policing on my wellbeing and resilience (Organisation change, retaining personal values in a wider organisational culture).  I will illustrate strategies for maintaining wellbeing and resilience. I will reference research through, and my reflection will be completed using Gibbs’ Model of Reflection (Mind Tools,2016)

While researching organisational culture, I understand it as the established practices within an organization, incorporating unwritten guidelines that shape the behaviours and attitudes of individuals and groups. The culture of an organization can be influenced by various factors, and in my experience since achieving independent patrol status, I've notably observed the impact of management and leadership styles. Additionally, the systems and processes governing our work, as well as the collective behaviours and attitudes of fellow employees, play integral roles in shaping the organizational culture (CMI, 2015).


Upon achieving independent patrol status, following a 10-week support period with an experienced officer, I vividly recall feelings of nervousness, under confidence, and resentment towards senior officers. These sentiments align with Jennifer Casarella's description of resentment as a negative emotional reaction triggered by perceived mistreatment and feeling put down (Casarella, J., 2022

The source of my discontent often stemmed from first-line managers, specifically sergeants within the police hierarchy. It became evident that the organizational culture leaned towards an individualistic approach. The incongruence between the training received and the standards expected by higher-ranking officers, such as Superintendents, highlighted a clear contrast.


Researching police leadership has validated my experience, revealing that many share similar sentiments. Government statistics indicate a 72% increase in voluntary resignations from the police service in England and Wales, rising from 1,996 in 2021 to 3,433 in 2022 (Home Office, 2022). The University of Portsmouth's findings shed light on officers resigning due to internal organizational issues, citing complaints about poor leadership, lack of perceived value from line managers, frustration with temporary promotions to address resource issues, especially at the sergeant rank, and concerns about the promotion process favouring preference (Charman, S., 2022).

As previously mentioned, I experienced feelings of resentment, nervousness, and under confidence, contemplating leaving my role. To manage these emotions, I delved into research on maintaining well-being in a toxic workplace. The Harvard Business Review provided valuable insights, suggesting seven strategies, with two particularly resonating from my experience after tutorship, The review states that leaderships should ensure the organization is adequately staffed for reasonable workloads and encouraging managers to support employees' personal needs (Kelly, E. L. et al., 2021). The police culture, characterized by high workloads and limited staff, posed challenges despite ongoing recruitment efforts and an influx of new officers, including those transitioning into roles like sergeant meant that both of the above were being neglected.

Post-tutorship, my workload surged, and my confidence to engage with managers lowered. As a person I have always Strived for excellence however this was proving difficult as I had to  grappling with the stark contrast between training and leadership, I resisted adopting the organizational culture of doing the bare minimum investigation wise to ensure the crime could be closed down.  I allowed the workload to accumulate, managing it to the best of my ability without succumbing to stress. Despite this, the situation became unmanageable. Recognizing the need for change, I realized the importance of initiating difficult conversations with management about staffing levels and workloads. The book "The Freedom Mind" emphasizes breaking cycles to avoid repeating ineffective actions, stressing the human tendency to trap oneself in unproductive patterns. Although I am a small figure in a large organisation, speaking to the right manager one day may get the ball rolling to align training and the real world police leaders.

Addressing feelings of resentment, stress, and under confidence, I initiated a new fitness program. Exercise, according to the Mayo Clinic, triggers the production of feel-good neurotransmitters called endorphins, providing immediate relief during and after training. Exercise allowed me to focus solely on body movement, alleviating stress and boosting confidence as If I was meditating while training. The physical benefits, including weight loss, contributed to an improved mood, relaxation, and reduced anxiety (Mayo Clinic Staff, 2020)


I've investigated the positive impact of incorporating exercise into my well-being. Beyond its immediate benefits, physical activity generates small incremental victories, laying the groundwork for habits that hold significance in shaping our mental beliefs during challenging moments. Although exercise can be demanding, I've encountered moments of internal struggle with the impulsive "chimp brain" to ensure continuity. This resilience tool has played a pivotal role in fostering mental toughness and fortitude.




In evaluating the impact of organizational culture within policing on my well-being and resilience, it is evident that the established practices, leadership styles, and the overall culture significantly influenced my experience. Achieving independent patrol status unveiled a blatant contrast between the training received and the expectations set by higher-ranking officers, contributing to feelings of under confidence, nervousness, and resentment, as illuminated by Casarella's insights into resentment triggered by perceived mistreatment (Casarella, J., 2022).

The inconsistency between the organizational culture's individualistic approach and my values, along with the organizational changes, led me to reflect on my well-being. Government statistics and university findings align with my experiences, highlighting widespread dissatisfaction and a massive increase in resignations due to poor leadership, perceived undervaluation, and systemic issues within the police force (Home Office, 2022; Charman, S., 2022).

Due to the challenging environment, I researched strategies for maintaining well-being and resilience. The Harvard Business Review emphasized the importance of adequate staffing and managerial support for personal needs (Kelly, E. L. et al., 2021). The initiation of a fitness program emerged as an important tool to help build mental resilience and wellbeing. 

In conclusion, my exploration of organizational culture within policing revealed its profound impact on my well-being and resilience. The established practices, leadership styles, and overarching culture significantly influenced my experience as an independent patrol officer. The difference between training and expectations fostered feelings of under confidence, nervousness, and resentment, echoing Casarella's insights into resentment triggered by perceived mistreatment. Government statistics and university findings validated widespread dissatisfaction, marked by a substantial increase in resignations due to poor leadership, perceived undervaluation, and systemic issues within the police force.
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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:

As a Police officer decision making is paramount and holds significant importance for several reasons. Police decisions directly impact public safety, officers must make split-second judgement in various situations to protect themselves and the community from potential threats. Decision making shapes the relationship between the Police and the public. Fair, transparent, and well-reasoned decisions contribute to building trust, while poor decisions can erode public’s confidence. Police decisions must align with legal standards and ethical principles. As of 2014 college of policing introduced the code of ethics, the code of ethics It is intended to encourage personal responsibility and the exercise of professional judgement; empowering everyone in policing to ensure they always do the right thing. These are examples of why Decision making is so important however the list is extensive however as the examples above show effective decision making is the cornerstone of successful and community-oriented policing. Due to the importance of decision making the college of policing have developed The National Decision Model (NDM). 

I recently attended an emergency call of an adult male causing criminal damage to his mothers dwelling, along with the male assaulting his mother by pushing her down the stairs. The reporting persons was the victim and was still on the scene, the incident began when the male returned home early hours of the morning very intoxicated and had been using medication such as diazepam recreationally. When I arrived, the male was very aggressive, and force had too be applied to protect the victim in addition my personal safety. The male was taken to the ground and restrained. Using techniques taught under the new Public and Personal Safety Training incorporated by College of Policing which requires all forces in England and Wales to be introducing the curriculum by 2024. Once taken to the ground safely the male became more responsive in regard to conversing with myself. To summarise an adult male assaulted his mother while intoxicated and under the influence of drugs and proceeded to cause criminal damage to the property.

The incident was simple in nature due to these calls being common within the response policing role. The call being Domestic Violence related as the male being over sixteen and personally connected to the victim, along with the abusive behaviour which include the crimes committed being Criminal damage and Common Assault contrary to Section 1 of the Domestic Abuse act 2021 (Legislation.gov.uk, 2021). Throughout the incident the male smashed all the kitchen doors off their hinges, along with smashing the draws of the Kitchen, without lawful excuse the male has damaged property belonging to another. This is known as Criminal damage contrary to Section 1 Criminal Damage Act 1971 (Legislation.gov.uk,1991). Prior to causing damage to the kitchen the male has tried to push the victim down the stairs, Due to the acts intention to cause another to suffer or apprehend immediate unlawful violence the assault is complete and is contrary to Section 39 Criminal justice act 1988 (Legislation.gov.uk, 2018). Unfortunately, as a police officer I experience domestic abuse calls frequently, so this is not an unusual call. Studies by National centre for Domestic Violence now show that 1 in 5 adults experience domestic abuse during their lifetime, and 1.5 million incidents have been recorded in England and Wales year ending 2022, which is also an increase in 7.7% from the previous year. However, it is estimated that it is less that 24% of domestic abuse is reported to police, this figure is low but still results in domestic abuse related calls being made every 30 seconds to the police (National Centre for Domestic Violence, 2023). 


The National Decision Model is crucial for guiding officers in decision-making and ensuring accountability, particularly concerning threat and risks. Introduced by the College of Policing in 2014, this model is applicable to all decisions officers make due to the dynamic nature of incidents they encounter. It serves as a framework for decision makers to articulate the reasoning behind their actions during an incident. As officers, the primary mission is to act with integrity and protect the public. It's important to note that the NDM doesn’t grant immunity for actions outside the code of ethics but aids in providing a rationale for supervisors to comprehend decision-making, contributing to the learning process in profession where challenges can arise. The Code of Ethics (COE) underpins the NDM’s 5 stages. The NDM is to be followed through the 5 stages from gather information and intelligence, assess threat and risk and develop a working strategy, consider powers and policy, identify options and contingencies and take action and review (College of Policing, 2013).

Gathering information and intelligence is the first stage, whereby I was tasked by force control room to attend an emergency and the initial information is given to me over my radio, due to both parties and the address being unknown to me, I needed to understand threat and risk so requested PNC and NICHE checks to be conducted. PNC being the Police National Computer and NICHE is the database used for Police record management. 

On arriving at the address, the victim (Mother) and the alleged subject (the son) were outside of the address while a neighbour was trying to stand in between and protect the victim. The male was shouting and acting extremely aggressive. Referring to the NDM and assessing the threat and risk, the immediate threat was the male acting aggressive towards his mother after he had already allegedly assaulted her along with causing criminal damage. The initial strategy was to separate the parties to ensure the safety of the victim along with gathering an account as to what had happened. In attempting to do so the subject attempted to push me out of the way, this was a warning sign and a sign indicated by the alleged offender that his behaviour may be escalating towards physical violence as stated by the College of policing (Control, restraint and searches, College of Policing ,2013). After 3 warnings to stay back, he turned his aggression towards myself. The threat and risk then diverted in safeguarding myself. I reverted to my PPST training whereby I took the offender to the ground and restrained him to prevent any further harm, College of policing state an initiative-taking way of dealing with a violent person will usually be rapid initial restraint (College of Policing, 2013). Referring to the powers and policies alongside the NDM the powers available were Section 117 of pace, Common law, and S3 of the Criminal Law Act. 

On separating the parties successfully, I could carefully consider the options and contingencies. 

Due to the nature of the call and the prominent level of threat and risk. The necessity of Arrest was present, as there had been two clear offences committed. The elements of arrest fall under Section 24 of PACE, 
‘where it states A person’s involvement or suspected involvement or attempted involvement in the commission of a criminal offence; and Reasonable grounds for believing that the person’s arrest is necessary.’
(Home Office, 2022).
In relation to the necessities the arrest was present to prevent the person in question causing physical injury to himself or any other. The law states that his may apply where the suspect has already used or threatened violence against others (Home Office, 2022). In regard to ethics, placing a person in handcuffs and arresting someone, 





















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 the following essay, I will explore theories of team dynamics as a mechanism for fostering team cohesion. This discussion aims to enhance comprehension of the concept of team cohesion by introducing relevant theories, models and researched strategies designed to promote and elevate team unity. 


Team Dynamics is intricate and sometimes complicated due to the different personality traits people possess. Dr. William Moulton Marston developed the DISC theory, within the DISC theory there are 4 key personality traits described as Dominance, Inducement, submission, and compliance. These are also known as Dominance, Influence/ Inspiring, Steadiness/ supportive and Compliance/ conscientiousness. (International Disc Theory, 2023).  A Dominant person within the team may possess characteristics that are direct, decisive, ego- driven, problem solver and risk taker. Another team member may be enthusiastic persuasive, optimistic, impulsive and emotional which would place them as Influential. 

4 Key personality traits are explained by Dr Marston as 


‘Direct, decisive, ego-driven, and a risk-taker. Strengths: Excellent organizer, effective time manager, challenges the status quo. Weaknesses: Tends to be argumentative, disrespectful of authority, overly ambitious, stubborn, and aggressive

Inspiring/Influential Characteristics: Enthusiastic, persuasive, optimistic, trusting, impulsive, charismatic, and emotional. Strengths: Creative problem solver, great cheerleader, negotiator, and peacemaker, a real "people person." Weaknesses: More concerned with popularity than tangible results, lacks attention to detail
Steady/Supportive Characteristics: Reliable, predictable, friendly, good listener, team player, empathetic, easy-going, and altruistic. Strengths: Dependable, loyal; respects authority; has patience and empathy; good at conflict resolution; willing to compromise. Weaknesses: Resistant to change; sensitive to criticism; difficulty prioritizing

Cautious/Conscientious/Compliant Characteristics: Has high standards; values precision and accuracy; analytical and systematic; even-tempered, realistic, and logical; methodical; respect for authority. Strengths: Great information gatherer/researcher; able to define situations precisely and accurately; offers a realistic perspective. Weaknesses: Can get bogged down in details; needs clear boundaries, procedures, and methods; difficulty accepting criticism; may avoid conflict or just "give in." May be overly timid ’

When looking at team dynamics after understanding the 4 personality traits. The cautious and conscientious character’s weakness is to avoid conflict or become timid and just give in. This could lead to a corrosive environment leading to unethical decisions being made. Team cohesion can also be a accelerant for loyalty leading to officers acting unethically.


Team Cohesion is essential for team effectiveness and performance, however it is inconsistently defined and measured. Making it difficult to compare findings. Stacy Warner, Matthew T. Bowers and Marlene A. Dixon state that team cohesion is positively related to a team performance under certain conditions (Warner,S.,Bowers, M.T. and Dixon, M.A., 2012). Whereby a survey by University of Michigan defines cohesion or success of cohesion by members attraction to the group or resistance to leaving (Blumen, I. and Seashore, S.E. 1954). Team cohesion within policing 

The College of policing highlights the Bruce Tuckman Linear model as a valuable framework for team development. This model outlines four progressive stages that teams may undergo: forming, storming, norming, performing and adjourning. According to Tuckman, the storming stage is often marked by group conflict as boundaries are challenged, and individuals gain insights into each other’s motivations. The norming stage follows the resolution of conflicts, where team members showcase flexibility, and in an optimal scenario, each member understands their role and contributes effectively to the project. The performing stage is reached when teams, having successfully collaborated on multiple projects, achieve an understanding of their positions for the execution of the project. (Mind Tools, 2022).

When looking in more depth at the conflict stage the storming phase in the Tuckman model in regard to why teams cannot function properly leading to poor team cohesion, there are several reasons as to why as mentioned earlier in the essay Dr MARSTON set out four different personalities, which in a team could lead to conflict between members due to their different views. Richard Beckhard’s GRIP model outlines four interrelated components of highly effective teamwork. To ensure there is no conflict in regard to the teams understanding of what they are aiming to achieve, Richard states the goals must be aligned in order to establish trust. Beckhard states for a team to function effectively all team members must know what part they play and what is expected and how they are held accountable. Communication can cause difficulty within a team, Beckhard states quality communication and collaboration require, and foster trust, sensitivity and flexibility needed to deal with conflict and make progress (Last, S., 2019) 

College of Policing use many different models for conflict management however a good example is the CUDSA model which can be used as a strategy and often intervention to enhance team cohesion. There are 5 steps, the framework embodies a collaborative approach and encourages all parties to make the choices that increase team cohesion. Firstly, the team need to Acknowledge that there is conflict and that you want to resolve it. Then the model states they should
Understand each other’s positions Make clear statements about your own position and listening actively to the other person, to clarify positions and diffuse emotions. The team can then define the problem and ensuring that both accept that they will need to give ground to change the position. Once this has been completed the team can seek solution and evaluate, alternative solutions, mutually generating possible alternatives through making trade-offs and compromises. Resulting in the final stages transforming into an agreement and implement the best solution.


In most teams, there exists a leader, and the role of leadership is pivotal in the team dynamic. Leadership involves guiding and impacting outcomes, empowering groups to collaborate and achieve objectives beyond individual capabilities as stated by (Winston,B. and Patterson, K., 2006). Given the notable shifts in culture and leadership outlined in the recent Police Vision 2025, there is a need for proficient leaders in the police force to empower their staff.  According to Theorist John Adair, empowering staff involves a shared responsibility, where 50% of motivation originates from the team member, and the remaining 50% is influenced by the work environment, specifically the quality of leadership they encounter.

Enhancing leadership is a crucial aspect to improved team cohesion. When exploring Action-Centred leadership, also recognized as John Adair's three-circle model, the theorist emphasizes the essential actions leaders must undertake to be effective in any work environment. These actions encompass achieving the task, building, and maintaining the team, and developing the individual. Looking into this concept reveals that accomplishing the task not only achieves the team's goals but also contributes to individual satisfaction. Failure to address the team's needs can hinder task performance and reduce individual satisfaction. Likewise, neglecting individual needs can undermine team cohesion, impacting the overall task performance.

. 
Adair also states that the leader should act as a role model, inspire the team, communicate clearly, establish clear goals and evaluate.

Utilizing emotional intelligence to motivate your team has been linked to increased success and enhanced team cohesion, as indicated by research. Emotional intelligence empowers individuals to understand and manage their emotions and behaviors, recognize emotions in others, and cultivate effective working relationships in changing environments.

Daniel Goleman has identified essential personal and interpersonal skills within emotional intelligence, including self-awareness, self-management, relationship management, and social awareness. These skills encompass twelve subscales, with notable ones being teamwork, inspirational leadership, influence, adaptability, and conflict management. In the Police force, leaders such as Sergeants, who closely collaborate with frontline officers, are required to employ emotional intelligence to motivate the team. Given the persistently low morale in the Police, team dynamics are subject to frequent fluctuations. Changes may arise due to staff transfers to different sections of the police or variations in officers' workloads based on the incidents they've attended or the tasks on their agenda, which may linger in their thoughts (Goleman, D 2020).


Dysfunction within police teams can frequently be attributed to a lack of effective leadership and conflicting objectives. This is supported by (Hoggett, J et al, 2018), which highlights two widespread models dominating police leadership. The first model revolves around transactional dynamics between leaders and specific followers, where leaders provide rewards, and followers, in turn, permit leaders to guide them. 
This form of leadership is often ineffective, with leaders losing touch with the experiences of officers, resulting in diminished emotional intelligence and subsequently, reduced team motivation.

 Police promotions can also create dysfunction within a team, whereby the extrinsic motivating factors, such as monetary incentives and promotions, can compromise an officer's integrity. In such cases, officers may prioritize personal gain over adhering to correct procedures, driven by a desire not to upset higher management during the promotion board, or alternatively they require certain evidence to put to the interviewers, resulting in the team not functioning together but as individuals.

In conclusion, this essay looks into team dynamics, explores into models and strategies for improved cohesion. Dr. William Moulton Marston's DISC theory sheds light on diverse personality traits, displaying how individual differences contribute to team dynamics. The Bruce Tuckman Linear model illustrates the progressive stages teams undergo—forming, storming, norming, performing, and adjourning—emphasizing the impact of conflict on team functioning. Models like the CUDSA model offer collaborative conflict resolution approaches, essential for promoting team cohesion

Leadership is pivotal in team dynamics, with John Adair's three-circle model emphasizing key actions—achieving tasks, building/maintaining teams, and developing individuals. Effective leadership, highlighted as crucial for empowerment and motivation, significantly contributes to team cohesion.

Emotional intelligence emerges as a critical factor in team success, with Daniel Goleman's identified skills underscoring its importance, especially in contexts like policing with prevalent low morale and shifting team dynamics.

Dysfunction in police teams often stems from a lack of effective leadership and conflicting goals, as highlighted by prevalent models dominating police leadership. Transactional dynamics can lead to diminished emotional intelligence, affecting team motivation. In essence, success in team cohesion lies in understanding individual traits, effective conflict resolution, strong leadership, and the application of emotional intelligence for overcoming challenges and fostering a cohesive working environment
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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 will explain how information and intelligence can be used in the disruption of the more prevalent criminal activity by effective policing of the roads and how Automatic Number Plate Recognition (ANPR) can be used as investigative resource when disrupting criminal activity. Throughout the essay I will discuss how roads policing is integral alongside information and intelligence for disrupting Drug smuggling, Human trafficking, child sexual exploitation, counterfeit goods, organised crime groups and ‘county lines’.

Effective Roads Policing relies on a foundation of information and intelligence, aligning with the ‘Peelian Principles,’ which consider the disruption of criminal activity as a core policing objective. According to the United States Department of Justice, Information is characterized as raw data, while intelligence results from the analysis of this information (Palmieri, L.M, 2005). Whereas Innes and Sheptycki 2004 state 

‘ Information consists of bits of data that, when combined and viewed together with relevant background knowledge may be used to produce intelligence, which informs the actions and decisions of policing organisations’.


Before intelligence is gathered, information is acquired through three distinct methods: Routine, Tasked and Volunteered. Routine collection involves information gathered through regular policing activities such as responding to incidents, making arrests and conducting stop and searches. Tasked information can be sourced from various outlets, including CCTV, Covert Human Intelligence Sources or Automatic.

The police should organise the collection of all this information using intelligence collection plans. These plans need to outline information requirements to create a complete and accurate intelligence picture. The police utilize both open and closed sources for information gathering. Open sources are widely accessible but may lack accuracy or reliability. Closed sources involve restricted access, such as information obtained through partners and information sharing agreements.

Processing of information and intelligence is facilitated through The National Intelligence Model (NIM). The NIM enables the systematic processing of information at various points in the decision-making cycle, generating actionable intelligence. After Information undergoes the intelligence cycle, the dissemination of intelligence informs decisions about priorities and tactical options. This process operates at three levels. 
Level one: Local/ Basic Command Unit – for example thefts and criminal damage
Level 2: Force and or regional, usually requires advice from national experts and bordering forced.
Level 3 Serious and organised crime which is on a national and international scale. E.g National Crime Agency (NCA) (College of Policing, 2022).

The oversight of intelligence gathering involves various organisations including the regulations of investigatory powers act 2000, established to regulate the surveillance and investigative powers of public bodies (UK Government,2019). In 2016 the investigatory Powers Act (IPA) expanded electronic surveillance powers in the UK (Home Office, 2018). Intelligence gathering techniques described earlier align with legal requirements set out by these governing bodies.

Utilizing intelligence to disrupt major crime is crucial. The National Crime Agency (NCA) emphasizes that a significant amount of serious and organised crime remains hidden unreported, operating across borders within large networks. Criminals exploit vulnerabilities in global trade and transport routes for illicit activities such as smuggling drugs, firearms, and people (HM Government, 2018). As a response, the government implemented a strategy, number 1 being Disruption and targeted action against the highest harm and serious organized criminal network. This has transformed roads policing from a focus on traffic legislation and collisions to a broad concept, involving the targeting of criminals who exploit the road network.

Chief Constable Alan Pughsley stated that criminals utilize the road network plan and carry our their crimes, disregarding jurisdictional boundaries. (NPCC,2022).


Research indicates that individuals who engage in motoring offenses or exhibit dangerous driving behaviour are more likely to be involved in other criminal activities. This aligns with the approach of gaining information, where routine policing methods, such as targeting minor driving offenses, poor driver behaviour, and conducting vehicle stops, should be a regular practice. Criminals often disregard road traffic regulations, making proactive targeting against them an effective disruption tactic. Offenses like speeding, failure to wear a seatbelt, using a mobile phone while driving, and violations related to parking, construction, and vehicle use are commonly flouted by criminals. Both the police and the Driver and Vehicle Standards Agency possess the authority to prohibit a vehicle from moving. Additionally, vehicles can be seized if used in an antisocial manner or without valid insurance. The impact on Organized Crime Groups (OCGs) is significant, as officers can eliminate an OCG member's ability to use a vehicle (College of Policing, 2023).


Automatic Number Plate Recognition is just one of the many tactics used to Police on the roads. Which is also often used to target Serious organised crime. ANPR has many benefits including real-time data, identification if suspects and pattern recognition. ANPR is a technology that reads and stores vehicle number plates. Deployed through fixed and mobile units by the police and other agencies. ANPR has significant impacts. It identifies vehicles based on make/ model or partial registrations, allowing the police to use PNC markers to flag a vehicle nationally for intervention. ANPR systems can function as alarms and identify vehicles linked to a subject vehicle. Local Police force PNC bureaus manage the procedure, adding action markers for proper management by police and other agencies. While ANPR is advanced, it has downsides including limitations in monitoring motorbikes, as it relies on the front of the vehicle. Criminals are also aware so have started to introduce techniques such as using hire cars, stolen vehicles, and cloned plates.

Automatic Number Plate was originally introduced designed as traffic control tool, Automatic Number Plate Recognition (ANPR) has evolved into a sophisticated tool by the police force to disrupt criminal activities. The approach taken by Kent Police involves a dedicated ANPR team comprising a back-office unit for research and a frontline team for intercepting criminals. This strategic deployment has generated some great success stories, including the capture of former royal aide Jane Andrews, who absconded from prison in November 2009. Moreover, the ANPR system played a pivotal role in intercepting an Essex male at Bluewater Shopping Centre, leading to the seizure of £632,400—a great example of collaborative efforts with partner agencies (BBC, 2010). 

Despite these accomplishments, public reception of Automatic Number Plate recognition cameras is not universally favourable. The Centre for Crime and Justice Studies has raised concerns about the introduction of these cameras by the police without parliamentary or public debate. They argue that Automatic Number Plate Recognition systems act as automated checkpoints, conducting random vehicle checks on all passing vehicles. Importantly, the indiscriminate nature of the system, capturing and storing all vehicle movements for two years in databases susceptible to data mining.

In contrast, Dyfed Powys police conducted a survey to gauge public attitude regarding Automatic number plate recognition cameras. Most expressed a positive stance, with 67% strongly supporting the use of Automatic Number Plate Recognition cameras and data to address criminal behaviour. However, opinions branched off when it came to road safety, with only 53% agreeing that Automatic number plate recognition cameras and data should be employed for this purpose. Notably, 43% strongly disagreed with the idea of using ANPR cameras and data being employed and used by private companies, due to the concerns regarding misuse of data (South Wales Guardian, 2019).



In summary, the connection between effective roads policing, information, and intelligence, as well as the strategic use of Automatic Number Plate Recognition (ANPR), highlights the diverse strategy necessary for disrupting prevalent criminal activities. The foundations of effective roads policing align with core policing principles that prioritize the disruption of criminal activities. Information, transforms into actionable intelligence through analysis, as emphasized by the Peelian Principles and Palmieri, Innes, and Sheptycki.

Utilizing intelligence to disrupt major crime is crucial, given the hidden nature of serious and organized crime across borders. This has led to a strategic government response, transforming roads policing from a focus on traffic legislation to a broader concept targeting criminals exploiting the road network. The disregard for jurisdictional boundaries by criminals, as highlighted by Chief Constable Alan Pughsley, necessitates proactive targeting of motoring offenses and dangerous driving behaviours.

The integration of ANPR into roads policing showcases technological progress in disrupting criminal activities. The success stories from Kent Police, capturing criminals and seizing funds from illegal transactions, showcase the tool's sophistication. However, public reception varies, with concerns raised by the Centre for Crime and Justice Studies about indiscriminate surveillance. Dyfed Powys police's survey results indicate mixed views among the public, emphasizing the need for thoughtful consideration in balancing crime prevention and public concerns.

In conclusion, the collaborative efforts of effective roads policing, information, intelligence, and ANPR contribute to a comprehensive strategy for disrupting prevalent criminal activities. The evolving landscape requires continuous evaluation and adaptation to maintain a balance between the police force objectives and public expectations.
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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 
 
 
 
 
 
 
 Traffic regulations, and traffic stops
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


8

	Low 
1-4 


4

	Med 
5-7 
	High 
8-10 
	 S- My knowledge on Traffic legislation is lacking. I feel I am underconfident in this remit, resulting in less traffic stops, after completing the task in regards to roads policing, I have a new found energy and wish to provide a bigger impact towards stopping OCG’s.
M- I will track this by ensuring that I start small and conduct 1 traffic stop per set. The stop will be from information I learnt via a podcast or blackstones.
A- My goal is realistic as I do not have blue lights as of yet so I only have 2 real shifts to get the stop. Any more would be unrealistic
R-this is relevant to the route I would like to progress down, not RPSO rather stopping organised crime gangs.
T- My deadline will be the road traffic test at the blue light course.

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

8
	Low 
1-4 
	Med 
5-7 


5

	High 
8-10 
	 S- I will become more proactive at submitting intelligence. I am looking to go down the intelligence route and would like to start by doing this on response to gain experience.
M- I will be inputting 1 intel submission per set.
A- The goal is realistic as the demand is high, however I believe I can still input 1 good piece of information / intelligence, 
R- I wish to go down the intelligence route to stop organised crime.
T- I will be monitoring this short term, medium and long term. Depending on results short term will be 1 month, medium 3 months and long 6 months. As I will be starting a new university year.July will be my cut off point.

	EXPERIENCE 
 
 
 
 
 
 Niche
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 S-I wish to manage my workload better, and lower the crimes.as this will give me more time to be proactive and gain experience in areas I do not have much experience in.
M- This can fluctuate due to call demand, however I am looking to update all Niche occurrences at the end of every shift, rather than haphazardly, this way I can gather more support from my sergeant when she conducts a tray check. I would like to get my occurrences down to below 10 from 30.
A- I believe this Is achievable,
R-I believe this could be realistic, with the help and support of my sergeant also
T- I am looking to complete this task before I go onto my blue light course, that way I can come back and be a proactive police officer.
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