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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:

Organisational culture involves set values, beliefs, and rules about how members of an organisation should behave and interact. It can influence decision making and a person’s standard of practice (Farkas et al. 2016). The individuals that govern and work for an organisation, as well as its history and surroundings, are important variables in an organisations culture (Chartered Management Institute, 2015). Within the Police, as a public service organisation, it is essential that this culture is demonstrated correctly as it can become a group’s ‘sense of identity’ and affect how the organisation represents itself to the outside (Schein, 2016). In relation to the Police, this would be members of the public.

In my experience, organisational culture within the Police is very different to my previous role as a solider. In the military, I considered my colleague’s family. Throughout initial training and enduring difficult and often dangerous scenario’s we developed a working relationship where we had immense mutual respect and trust. Due to the nature of the occupation and the organisational culture of the military this meant that we were all expected to work at the same pace and have a strong work ethic. I have found it hard to adjust from working within this type of organisation to then working within an organisation where my colleagues often work at variable speeds and in some instances lack work ethic. As previously discussed organisational culture can have significant impact on the way in which officers represent themselves to the public. A slow response to calls can cause the public to feel they are not important and are not prioritised. In addition to this, this lack of work ethic can easily be passed on to new police constables. This can then cause a domino effect of passing on this attitude and eventually developing a ‘sense of identity’. I was lucky enough to have a mentor who possessed a strong work ethic and pushed me to be the best police constable I could be with the valuable skills I already had.  

According to the Home Office (2019) the number of full-time police employees in England and Wales has dropped by 16.90%. With this, on top of being a challenging role, it can be easy to become demotivated and develop negative views of the police force. Fortunately, this is not something that I have had to deal within my team. When starting the role as police constable I felt it was important that I retaining personal values. I have always had a ‘It could always be worse’ outlook on life and attempt to find the positive in any situation. I apply this way of thinking within my role as a police officer and hope that my positivity passes on to my team members. In an attempt to improve team morale and team building I have arranged social events, for example, bowling or organising a team meal. Similar to my experience within the military, I have found this has helped me decompress with people that have had the same experiences and challenges. This has encouraged team bonding by allowing the team to get to know each other personally away from work. Talking with peers can help each other share knowledge and give each other emotional support can significantly help in the management of a person’s wellbeing at work (Mental Health Foundation, 2022) 

Achieving Independent Patrol Status (IPS) is a milestone for any police officer that is newly qualified. It shows that the officer has completed the operational competence portfolio (OCP) and the officer has demonstrated competence in their knowledge, skills, and experience as an operating as police officer (Bryant et al., 2013). Once this has been achieved, the officer can conduct independent patrols without a tutor constable. Prior to achieving IPS a 12-week initial learning phase with a tutor constable is required and at the end you either pass obtaining IPS or get extend if you lack confidence or cannot demonstrate a certain skill. Fortunately, I managed to obtain my IPS within this 12-week period. To achieve this, I worked hard and accessed support from my tutor and team. I felt very proud of myself for achieving this and continue to practice at the highest standard possible following policing principles and code of ethics (Colleague of Policing, 2014).

[bookmark: _Hlk123826571]Unfortunately, since achieving IPS, during an arrest I experienced an assault from a member of the public. I attended a call where a person was being violent within a property. While dealing with situation, the individual head-butted my chin. Although I have experienced resistance to arrest on many occasions prior to this incident, this came as a great shock to me as this was the first time I had encountered being assaulted at work. Fortunately, I was a couple months in to achieving IPS therefore I had built enough resilience to cope with the situation. While officers are assaulted frequently, with almost 37,000 assaults on police officers in England and Wales during the year of 2021. Under section 89 of the Police Act 1996, it is against the law to assault a constable or a person assisting a constable while on duty. As a result, the individual was arrested and I was offered ‘Trauma Risk Management’ (TRiM). This is a process where a trained peer asked a series of questions to assess how the trauma has affected you and provided the necessary level of support required. (Gloucestershire hospital, 2021). Due to the organisational culture of the military, engaging with TRiM would have been judged as weak and peers would have seen this as a negative opportunity. However, the organisational culture within the Police has proven to be very supportive. Colleagues and my superiors have actively encouraged me to seek help if needed, they have shared their own experiences and explained how TRiM has had a positive impact both personally and professionally. This has had a positive effect on my wellness as I felt supported and knew where to access support if needed. This is essential within this type of professional as post trauma stress disorder (PTSD) is very apparent within the first responders with around 8% suffering PTSD after a traumatic incident (Martin et al. 2009).

The police force is a hazardous and stressful occupation (Tuckey et al. 2012). The high-risk nature of frontline duty as well as high workloads and organisational culture can put officers at increased risk of developing mental health issues (Habersaat et al. 2015). I am fully aware of the negative bearing that being a frontline officer can have on my physical and mental health, performance, and ultimately the way in which I interact with members of the public.
As a result of the occupation being in stressful and comprising it is important that I look after my health. The World Health Organisation (2022) define health as not just being free from disease, it is complete mental, social wellbeing and physically healthy. Outside of work I am raising a young family and with such a high pressure occupation I often feel I need to time to de-stress. According to Kumar, et al. (2011) doing 20 minutes of yoga and breathing exercises can show a significant reduction in stress. This is a practice I have found to be effective in managing my stress levels. I aim practice these techniques daily however I have to plan around shift work and my child sleep times. 

On reflection I feel that as a whole I have managed to retain my personal views, I have bonded with my team and I have had a positive impact on the team I work within. In addition to this, the support I have received so far from my peers and the organisation has had a positive effect on my practice as a police officer and has given me the tools to improve my resilience within such a high pressure occupation while maintaining my health physically and emotionally.


Word count: 1314 
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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:


The phrase "response policing" describes the daily tasking of police officers who respond to both emergency and non-emergency calls from members of the public (College of Policing, 2022). Response officers are at the core of uniformed policing as they answer the emergency response calls and are frequently the first officers with whom members of the public come into contact with (College of Policing, 2022). Decision-making in challenging situations for emergency response situations has been studied by psychologists. They have stated that decisions are being made in practical setting with the person who is the decision maker is presented with unattractive choices and to be able to apply the choice they have made (Shortland et al. 2020)

When officers attend an incident they must assess risk. Risk is a concept that can be applied to any situation, when dealing people, it refers to external dangers such as natural disaster or threating to behaviour of human beings (Ericson and Haggerty 2002). This definition can be interpreted as the perception of risk is dependent on the decision maker. With any perceived risk, it requires risk assessment to direct a response. Due to the nature of the role a rapid response to risk is essential within response policing as response officers are at the forefront of policing to deter and prevent violence. When dealing with domestic violence situations response officers are more than likely to be first to attend an incident whether it be in a private dwelling or a public place. Therefore, response officers play a vital role in referring victims and perpetrators to support and treatment services. Interventions and best course of action decisions are made case by case, which include whether to arrest and their impact on likelihood of future violence (Trujillo and Ross, 2008).

Every officer whether it be a response officer or specialist department have been trained to assess any risk they encounter within policing with the use of the ‘National Decision Making Model' (College of policing, 2014). The NDM provides officers with a uniformed structure to make informed decisions. Every decision made within policing must adhere to the ‘policing principles’ and ‘professional behaviours’ described in the Code of Ethics (College of Policing 2014). Following this, there are 5 additional key components of decision-making process, the gathering of information and intelligence, the assessment of threat and risk, the development of a working strategy, the consideration of powers and policy, the identification of options and contingencies and finally to take action and review (College of Policing, 2014). 

To demonstrate my understanding and application of the NMD I will describe and discuss and an incident I experienced whilst on duty. No names will be mentioned to protect the identity of the persons involves and maintain confidentially following the Data Protection Act (1998). I will reflect on my decision making throughout the chosen incident and explain how I assessed risk during complex and unpredictable circumstances.

An immediate response call was received during the early hours of a night shift. I acknowledged the call and requested further information from the Police support centre. I was deployed to an ongoing domestic where the husband had allegedly assaulted his wife. A domestic incident is “Any dispute, threat or act of violence involving any person defined as a family or household member” a (Law insider, 2015). On route to the incident I requested further information from the call handler regarding the individuals involved and any relevant details of the incident. I was made aware that the female was a high risk repeat victim of domestic violence from the male. The call handler accessed this information with the use of the ‘Police National Computer’ (PNC). PNC is a national information database that is accessible to all police forces within the UK. It allows checks to be carried out for example, a person’s criminal record vehicle registration (His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS), 2018).  As always, with using police database systems it has to be necessary and comply with Data Protection Act (2018). 

On arrival to the address, I could hear shouting coming from inside the property. I could hear one male and female voice. I knocked the door and made our presence known. Following this, the male responded ‘go away, not opening the door’. At this point, it was clear there was an ongoing argument between the couple within the property. With the information I had gathered prior to our arrival, and the fact the male was refusing entry to the property, I assessed the threat and I deemed it necessary to use my policing powers to force entry under Section 17 Police and Criminal Evidence Act 1984 (PACE). This legislation allows an officer to make entry into a premises without a warrant in this case to save life (Legislation.gov, 2020). I had reasonable grounds to believe that the female concerned was at risk of harm. I gained entry by delivering three heels strikes to the bottom panel of the UPVC door. This mode of entry ensured the least damage possible whilst providing rapid entry to the property to safeguard the victim.

Once in the property, I discovered the female upstairs in a bathroom and my colleague located the male. Whilst observing the female face, I could see teeth marks and blood around her nose as well as significant bruising and a cut to her forehead. When asked what happened she reported her husband had caused these injuries. Due to injuries, the allegations made by the female and alteration that had occurred I deemed it necessary to arrest the male. I advised the female to stay upstairs to prevent any further harm. I reassured her I would return once he had been removed from the property.

The male was arrested on suspicion of Actual Bodily Harm as the skin on the female nose had been broken (Legislation.gov, 2004). The male was place in handcuffs and we began to leave the property however, all of a sudden, the female ran downstairs with her fist clenched and attempted to punch the male. To protect the male, my colleague and I pushed her away using reasonable force. Common law allows a person to use force to protect themselves or others (College of Policing, 2013).

Following this, as I was talking to the male his speech quickly became slurred. He was asked if he had taken any drugs however he was not making any sense. I then asked the female who stated he had taken triple the dose of a prescribed medication. With the implementation of the NDM I could ascertain that the male had potentially taken an overdose, his health was rapidly deteriorating and he needed medical attention. 

[bookmark: _Hlk123892417]According to Ethridge (2017) an overdose can affect the brain and with more than four minutes without oxygen could damage the brain. I contacted the ambulance who graded the call as amber. Calls graded as ‘amber’ are those that are categorised as “serious but not immediately life threatening” and receive an emergency blue light response. However, the ambulance service is in crisis, according to the Welsh conservatives (2021) 10% of amber calls within Wales took over 360 minutes to arrive on scene. The ambulance service advised the wait would be 6 to 8 hours. As I was very concerned for the males well-being I made the PSC aware of this information and requested permission from the Bronze inspector to convey the male to hospital on blue lights. Fortunately, my request was granted. The male was treated in hospital where he was admitted for a short period. I returned to the female whilst my colleague stayed at the hospital with the detained male.

A ‘victim’ is someone ‘who has suffered harm, including physical, mental or emotional harm or economic loss which was directly caused by a criminal offence’ (Ministry of Justice, 2021). Therefore, the female was then classes as a victim of domestic violence.  I returned to the property and explained her rights as a victim. Under the Code of practice for Victims, victims have certain rights, for example, the victim has the right to have the crime recorded and give a victim’s personal statement Ministry of Justice, 2021).

The female wished to make a formal complaint against her husband. A police formal statement was obtained from the female. A police formal statement is a typed or written account of what a victim can remember of the incident which can be used as evidence at a later date (Gov.scot, 2018). 

As the male was now in police custody the victim was safeguarding and protected from any further harm. Response officers are responsible for the immediate safeguarding of a victim. Following this, to ensure the victim is safeguarded and protected from any mistreatment from the perpetrator going forward, officers will submit a Public Protection Notice (PPN). This information sharing form is shared with partner agencies who can provide the best support available to the victim. 
A PPN includes a ‘Domestic Abuse, Stalking and Honour Based Violence’ (DASH) risk checklist which is a risk assessment and early identification tool which is completed with the consent of the victim (Turner et al. 2019). It helps decide which cases should be referred to MARAC (multi-agency risk assessment conference) and the support required. The questionnaire involves a series of questions, each question represents a score, when all questions are completed, the scored are totalled to produce the risk level as either low, medium or high (Savinglifes.org, 2015). 

In conclusion, I believe the decisions I made within this incident were dynamic, legal and proportionate and I was able to make these decisions by employing NDM. I feel I took charge of the incident and was able identify and understand the risks presented to me. I achieved this by remaining calm and professional in a high stress and developing situation. I was able to do this, by not only employing the NDM, but having an understanding of my policing powers and the necessary legislation available to me as an officer. I used my initiative to ensure the male was seen as soon as possible as I had severe concerns for the males deteriorating health and I acted quickly and appropriately to safeguard the victim. On reflection, if I was to change any aspect of this incident, I would have preferred not use reasonable force as this could have been avoided if another officer had been available to support the victim.


Word count: 1735



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:

According to Harris and Harris (1996) a team is comprised of individuals who work together toward a common goal where team members can establish and maintain effective working relationships. Effective teamwork relies upon the individual team members sharing knowledge and skills with one another in a cooperative environment to achieve team goals (Tarricone and Luca, 2002). The common goal within the police is to reduce crime and uphold the law. To make the patrols and day to day policing a success and achieve this common goal, it is crucial that police and police staff work effectively as a team (Espevik, et al. 2021). Procter and Currie (2004) identify teamwork as a key component in attaining positive, cost-effective results in varying organisations. According to Salas (2005) a single person, regardless of their skills and their ability, cannot match the flexibility, productivity and creativity an effective team can achieve. In addition to this, working within a team promotes job satisfaction and staff retention (Heywood and Jirjahn, 2004).

According to the Katzenbach and Smith model (1993), team effectiveness depends on three factors, skills, accountability and commitment. The first factor, ‘skills’ recognises that it is essential for all team members to have the necessary skills to achieve a common goal. Applying this factor to the police, all officers will have had to successfully gain Independent patrol status by achieving competencies to demonstrate their ability. The next factor, accountability, in line with the 9 Policing principles listed within Code of Ethics, to become an effective team member, you must be accountable for your decisions and actions as a police officer for example, using force. Being accountable for your role within a team ensures team members understand their input is valuable and valued by the team. The final factor, commitment, identifies all team members must have the same level of commitment to a goal. Following the ‘Attestation of constables’ all police officers agree to carry out their duties with impartiality and fairness therefore, by taking an oath, every officer of the law should have the same level of commitment in achieving this goal. If any of these 3 factors are not consistent throughout a team it can be detrimental to team cohesion and may result in a fellow team member challenging improper behaviour and requiring a report to profession standards which can negatively affect the team cohesion and dynamics (College of Policing, 2014). 
According to Salas et al. (2015), team working can improve organisational effectiveness however for this to happen team cohesion must be achieved. Salas et al. (2015) describes team cohesion as “the shared bond/attraction that drives team members to stay together and to want to work together.” While achieving team cohesion can be beneficial for originations it is also beneficial for managers as it provides a positive work environment. This in turn, will encourage employee retention and increase workplace morale (Heywood and Jirjahn, 2004). With the rise in voluntary resignations in the Police in the past decade, effective teamwork is more important than ever (Home Office, 2020).
Additionally, it is also important to have an understanding of team dynamics as it is crucial in becoming an effective and productive team. Failing to acknowledge group dynamics can result in an unproductive and inefficient team with frustrated team members (Naveenan and Kumar, 2018). Team dynamics are the behavioural and emotional variables that impact a team's performance and direction. It can be caused by the nature of the team's work, personalities within the team, working relationships with other persons, and the environment in which the team works (OptimistMinds, 2022). There are many models and theories on how to improve team dynamics. One of the most influential and well known model’s is the ‘Tuckman’s Stages of Group Development’. In 1965, Bruce Tuckman proposed the four-stage mode, known as, ‘Tuckman’s Stages for a Group,’. This model states the ideal group decision-making process should occur in four stages, ‘Forming’, ‘Storming’, ‘Norming’, and ‘Performing’. According to Tuckman all four phases necessary and inevitable in order for a team to evolve, overcome challenges, find solutions and deliver results (TeamFME, 2013). However, in the 1970s, Tuckerman added the fifth stage to his four stages of group development theory. As a result of research development, the fifth and final stage, ‘Adjourning’, was added (Tuckman and Jensen, 1977). This stage involves the group achieving the goal and disband as a result.
‘Forming’, the first stage of the model involves ‘testing and dependence’. Once a team has been created, the team becomes task orientated, establish expectations, ground rules are created, and boundaries for interpersonal and task behaviours are tested. At this stage no relationships exists therefore group members begin to build trust and establish relationships with each other. Team members also lack clarity in the way of direction and their roles and responsibilities. 
The second stage, ‘Storming’, represents a time of intergroup conflict. This phase is characterised by lack of unity, identifying power and control issues as well as expressing differences of ideas and opinions. This stage involves team members discovering where they belong within the team hierarchy. According to Tuckman (1965) team members will use hostility and conflict with other team members as a way of expressing their individuality and resist the development of team structure. However, if conflict among team members are not managed or resolved this can cause problems for team cohesion. Within the Police, a hierarchy will have partially already been established as the team will have a designated Sergeant and acting police sergeant who is usually the most experienced constable on shift.
The third phase, ‘Norming’ involves the development of group cohesion. Within this stage, team members understand each other’s roles, responsibilities, strengths, weaknesses and accept each other’s opinions. According to Neuman and Wright (1999) this stage involves team members identifying the most effective way of working with each other. At this stage the team has become an entity, they have developed feelings, trust and task conflicts are avoided. The motivation of the team is high and all team members are committed to the task. Relating this to the police, team members will be aware of certain constable’s strengths and they will be utilised appropriately for example, a taser trained officer.
‘Performing’, the final stage of the original model, involves the team becoming a ‘problem-solving instrument’. Team members are able to adapt, find solutions to problems and work collaboratively. Team members are supportive of one another and the team performance and efficiency is at a high level. 
The fifth and final stage is not applicable to the police force as it is known as the ‘adjourning stage, meaning, a team achieving their goal and going their separate ways. As our goal within the Police is to protect the public and uphold the law, our will never be fully ‘achieved’ as it will always be ongoing (Tuckman, 1965). Within the police, team members are frequently added to pre-existing teams therefore this process may be experienced by a team numerous times.
Within every team, each individual and has a different way of interpreting or dealing with situations. According to Raypole (2020) conflict within a team is inevitable as a natural outcome of human interaction is interpersonal conflict. Interpersonal disputes can emerge in the workplace owing to differing objectives, inherent differences in personalities, views, or work ethics (Legg, 2020). This is also known as ‘Task conflict’. Jehn (1995) summarises task conflict as ‘the perception of disagreements among team members about the content of their decisions and involves differences in viewpoints, ideas, and opinions’. There are many forms of conflict, however these can be categorised as either ‘Functional conflict’, involving minor conflicts that do not pay significant impact on team’s performance, or ‘Dysfunctional conflict’ which bears significant impact on a team’s performance (Skarmeas D, 2006). 
In the correct situation, task conflict is regarded to have a positive impact on an organisation as it can promote analytical thinking and problem-solving. However, in contrast to this, ‘relationship conflict’, negatively effects team dynamics and causes animosity and personal conflict (Simons and Peterson, 2000). These two types of conflict usually transpire together and can negatively affect decision making, performance, and results. In the right circumstance, task conflict enhances decisiveness and quality of the decisions made. It is most advantageously used in scenarios that require decision made within a certain time frame. For example, all tasks within response policing are time limited. Relationship conflict often clouds a team’s judgment and negatively impacts on the decision-making process as team members involved predominately focus on their issues with each other rather than the task concerned. For example, if two members of the same team engage in a romantic relationship and there is a disagreeable end to the relationship the couple may become focused on their dislike for each other or the negative views of each other. The coupe may become resistant to each other’s views or opinions purely due to their dislike of each other rather than the disagreeing with their input. This is a prime example of ‘dysfunctional conflict’ as it bears significant impact on a team’s performance which in turn effects the whole teams dynamics. The couple may become disrespectful of each other or eventually refuse to work together and ultimately fail to achieve the workplace goal. This type of behaviour may be seen as a breach of the Code of ethics.
In summary, effective team work is essential in ensuring the police force achieve the goal of keeping communities safe and effecting the law. This is achieved by embracing individual differences by creating strong team dynamics and cohesion to create an effective functioning team. It is almost certain at some point conflict will arise in within a team due to individuals’ personalities or a number of other factors however with effective team management task conflict can beneficial in achieving a goal.
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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:

Within the UK, the fundamental duties of the police force are to prevent and detect criminal offences, protect life and property, and preserve the peace within communities. The disruption and deterring of organised crime groups (OCG’s) is including within these duties. Under Section 45.6 of the serious Crime Act (2015) an OCG is a group that work together to co-ordinate and carry out criminal activities. These groups consist of three or more persons who agree to work together to achieve this goal.  The motivation of these groups are usually, however not always, financial gain (CPS, 2022). For example, crimes that are committed but not limited to, are, drug trafficking, juvenile criminal exploitation, cybercrime, the use of weapons and violence, and people trafficking. OCG’s regularly exploit our road networks by using the roads of the UK to carry out a number of criminal activities as they have no physical borders. This criminal activity can range from minor offences to internationally organised crime (HM Government, 2018).

To target OGC’s effectively, police must gather and consolidate information that can be used for a policing purpose. Policing information is knowledge that has been obtained for policing purposes (College of Policing, 2019). The police can gather information in three different ways. First way is in which Police can gather information is, ‘Routine collection. This is information that has been collected by daily policing. Second is ‘Volunteered information’ which is information that the general public has voluntarily provided. The third and final form of information gathering is ‘Key role in collection’. This is information that officers have been tasked to collect from supervisors to build intelligence (College of policing, 2019). For officers to gather and store information lawfully the Information collected is subject to Data Protection Act (2018) and the Management of Police Information (MoPI) (National Centre for Policing Excellence, 2005). MoPI manages proportionality and necessity as well as highlighting any issues in order to obide by the law and manage risk associated with policing information (College of Policing, 2023).

To ensure the information collected can be used as actionable intelligence it must be assessed using the 3x5x2 evaluation process. Once this process is completed, the information will be disseminated to the relevant policing departments by an intelligence officer (Home office). The primary role of an intelligence officer is to analyse intelligence, assess threat, risk, harm, vulnerabilities, opportunities and detect gaps. They oversee the assessment of intelligence, dissemination, give reactive, proactive, and/or crime-in-action assistance, and provide guidance on suitable tactical alternatives to support enforcement goals (College of policing, 2022). 
With the vast array of information and intelligence available and with the advancements in technology, intelligence-led policing (ILP) is model of policing used throughout forces across the world. ILP uses up to date technology to collect and analyse data, providing police with valuable intelligence (Burcher and Whelan, 2018). ILP allows police forces to use information and intelligence, to better examine crime patterns and challenges. It allows senior management in the police forces to allocate resources and devise crime-fighting tactics more efficiently and effectively (Cope, 2004).

As OCG’s frequently use roads to undertake criminal activities, it is essential that roads are policed effectively. The Road Policing Unit (RPU) is a specialist team of dedicated officers who volunteer to receive specialist training to ensure the safety of road users by patrolling the roads 24 hours a day 7 days a week, to both prevent and detect offences. These officers play a key role in the collection of information of criminal activity on roads. The RPU work alongside the Territorial Crime Team, which targets OCG’s to proactively deny them use of the road network (South Wales Police, 2023). 

The National Police Chiefs Council (2022) (NPCC) acknowledge roads across the UK are being exploited by OCG’s for criminality to which they are making a gain. Therefore, the NPCC recognises see the importance of the RPU and the need to continue policing the roads to tackle and disrupts this criminality. To continue to keep roads safe across the UK, within the 2022-2025 National road policing strategy, the NPCC identifies four key pillars of activity, ‘preventing harm and saving lives’, ‘tackling crime’, ‘driving technology and innovation’ and ‘changing minds’. Following these key principles will in turn, reduce OCG associated crime.

RPU officers have the ability to arrest and detain persons similar to other police officers, however they have specific legislative powers under The Road Traffic Act (1988). These powers included police pursuit and advanced policing tactics. Within in this legislation there are two particular sections that deter and detects criminality associated with OCG, section 163 and 165A. Section 163 allows an officers to stop a person driving a ‘mechanically propelled vehicles on a road’'. If deemed lawful the motor vehicle/s can be seized under Section 165A (legislation.gov,2019). When the RPU conduct stops or seizing of vehicles this has a significant impact on OCG’s by taking their means of transport as well the items or persons being transported. Section 163 can also result in the arresting of the individuals suspected of committing the crime. However, if this is not the case and the RPU suspect the vehicle is being used for criminality they will record the names of the individuals and place a marker on a vehicle. This information will be stored on the Police National Computer (PNC). The PNC is a nationwide database of information that is accessible to all police agencies in the UK. It is used daily by all police officers and staff. The information on the PNC enables police forces to carry out background checks, such as on a person's criminal record or vehicle registration (HMICFRS, 2018).

[bookmark: _Hlk124180872]However, due to budget cuts there are not enough officers to patrol the roads in the UK. Within the past 10 years 2,600 miles of road has been added across the road network. Making the total miles of road across the UK, 247,500, as of 2020 (Department for Transport, 2021). Due to these challenges, the RPU must take full advantage of modern-day technology. For example, use of average speed cameras, CCTV, vehicle trackers and Automatic Number Plate Recognition (ANPR). Vehicle trackers are fitted in most modern cars and can be activated remotely, it then transmits a signal that a receiver can pick up within a certain distance (College of Policing, 2019). ANPR is one of most impactive assets of technology used by the police. ANPR is an image processing technology that captures images of vehicles. These images are then converted into readable forms that can identify vehicle registration plates which can be processed and indexed in to a database (Tang et al., 2022). ANPR can be fitted into police vehicles as either mobile or temporary placements and can be placed as fixed cameras for operational requirement. This again, helps detect, and deter criminal activities, a prime example of this is ‘County lines’. County lines is defined a word used to denote OCG’s networks participating in the illicit drug trade into one or more importing areas of the UK, whether it be urban or rural. OCG’s will exploit the vulnerable and the young to store, sell and move drugs. This is done by using violence, intimidation and coercion. (Home office, 2022). Due to the high operating performance of ANPR, it is able to register additional details of the vehicle, such as, colour or speed of the vehicle. The use of ANPR is an excellent line of enquiry for investigations as it offers intelligence gathering capabilities such as, detecting moving traffic offence such as jumping a red light to detection of vehicle of interest on the ‘watch list’ (ANPR International, 2021). 

In 2020, a policing operation, known as ‘Panilla’ was to put together to target an OCG county lines programme. The operation involved officers from five different police forces across the UK. These forces worked together and combined the intelligence they gathered individually. The vehicle registration of the vehicles involved was paramount information for officers to use and locate and the individuals involved. ANPR allowed for this information to be gathered and implemented to track and intercept the vehicles involved. This use of ANPR lead to a search of the vehicles and driver’s home’s. Overall the operation led to 230 arrests, the discovery of weapons, including 22 knives, 54 vehicles were seized and 62 illegal items were discovered these including class A and B drugs (Dunne, 2021). 

The ‘Protection of Freedoms Act 2012’ allows the use of ANPR across the roads within the UK (legislation.gov, 2012). To ensure the successful and legal use of ANPR The audit standards and the National ANPR Standards for Policing and Law Enforcement (NASPLE), offer explicit guidelines that limit access to ANPR data, ensuring that access to the data is used for authorised investigations. Staff members can only see ANPR data that is relevant to their position. The majority of staff have a maximum duration of 90 days from the day the data was gathered (Home Office, 2022).

In summary, OCG’s will take advantage of the large road network within the UK to carry out criminal activity. OCG are aware that policing such a vast distance of road is challenging and can provide opportunities for OCG to commit crime without being detected. However, with strong information collection and the use of ILP to produce actionable intelligence to identify and target OCG’s and disrupt criminal activity associated with OCG’s. With the use of modern technology, in particular ANPR, it allows officers and staff to cover larger areas and identify pattern and trends of criminal behaviour. 
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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 
 
 
 Case files 
 









 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 


	High 
8-10 

8











	Low 
1-4 
	Med 
5-7 

5












	High 
8-10 
	 
Casefiles are documents that get to the CPS to determine weather to charge a person or not

 S- be competent on building a case file without replying on my team 
M- once a completed case file is sent to CPS my work will be measured by the amount of reworking the file will require 
A-  This will be achieved by having a 20day placement within a the investigating team called the HUB 
R- This is realistic as I will have assistance with the building during my HUB placement 
T- I aim giving myself a timeframe of 5 months allows me to have time to work on casefiles away from the HUB when back in my normal place of work 






	SKILLS 
 
 
 Taser carrier 
 
 
 
 
 
 
 
	Low 
1-4 

2

	Med 
5-7




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

10


	 


 Being an authorised Taser carrier allows to attend incidents involving knifes. By being able o carrier taser it will make me an asset to the team.

S-  Authorised Taser carrier
M- On passing the training course requirements
A-  I can achieve this by showing my Line manager I am company in decision making. Once this has been shown I will be able to get onto a training to learn the skill
R- This is realistic as I fell I demonstrate the skills to be consider for this course 
T- I aim giving myself a timeframe of 6 months will allow me to attend a course, if I failed for some reason it will give me time to reattend
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	Low 
1-4 
	Med 
5-7



6 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


8
	During  my first year I have been told I have experienced one of the hardest summers of policing due to numbers. I have been to many sudden deaths and domestic arguments. I am to experience mass public order, my aim is to join Police support unit to be able to see and deal with mass public order 
S-  Attend a PSU course 
M- On passing the training course requirements
A-  I can achieve this by showing improving my fittest to pass the course
R- This is realistic by working hard to increase my cardiovascular capacity  
T- I aim giving myself a timeframe of 6 months will allow me to attend a course, if I failed for some reason it will give me time to reattend
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