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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:


Having been in my role for over a year and achieving independent patrol status I believe that I am now able to reflect on the impact of my organisations culture on my wellbeing and resilience.

Organisational culture is defined as “The deeper level of assumptions and beliefs that are shared by members of an organisation, that operates and projects unconsciously an organisation's view of itself and environment.” (Grieve et al, 2007)
In a policing context the college of policing defines organisational culture and comments that Chief of Officers should encourage a culture that promotes individuals to become involved in neighbourhood policing. They should take action to ensure that all police interactions with colleagues, partners, and the public are aimed at fostering trust by following the police code of ethics. It also states that officers should adhere to procedural fairness as to improve public confidence in the police that will increase the willingness of individuals and communities to become more involved to help the police. (College of Policing 2021) 

Since gaining independent patrol status I have started to understand that my actions do not just have an effect on my colleagues and I but can have an effect on the broader organisation and its culture. My actions can influence newer officers, just as more senior officers in the organisation have has an influence on me and can affect them and the way that they view the culture in the South Wales Police organisation.  

Subcultures emerge when a group of individuals inside an organisation share a set of values or experiences that differ from the dominant culture in ways that are compatible with their values and commitments. Any identifiable group with a shared past can have a culture, and hence several subcultures can exist inside an organisation. There will be a whole organisational culture if the organisation, as a whole, has common experiences. The propensity for integration and consistency is assumed within any individual unit, but it is quite feasible for coexisting units of a larger system to have cultures that are autonomous and even at odds with one another. (Schein 1990)
Whilst gaining my independence I have been on attachments in different departments as to expand my knowledge and gain experience in different roles. Whilst I have been in these departments, I have seen that they interpret the south Wales Police organisational culture in different ways and each department has its own thoughts and opinions on it. I believe each department has its own subculture as each department have different roles to fill. 

While I was on attachment in the intelligence department and investigation HUB it was plain to see that they were all likeminded in relation to the way they operated and communicated with each other. There was a strong bond between the individuals in each department and their views both negative and positive on other departments were very similar. For instance, their views on officers in a response role and how they conducted investigations were quite negative and officers’ investigations were harshly scrutinised. I could see how this could lead to toxic relationship between the departments as it continued to be an annoyance when officers on response would do something in a different way or make small mistakes. These would lead to comments like “All response officers are the same”, the issues with this type of comment are that it can have a negative bearing. I felt a huge divide between myself and the people on the departments after this comment and I felt disheartened as being a response officer I felt this was aimed at me as and it was damaging towards response officers and their efforts. All in the organisation should work together as we are all looking for the same outcome which is to provide the best possible service.

On reflecting on the cultures and subculture, I can see that locating a toxic subculture is very difficult to be located within a wider organisational culture (Lahey 2016) comments that Toxic subcultures can damage the organization's ideals and performance. Subcultures can function under the surface but in plain view at the same time, and they have enormous ability to undermine an organisations culture. They can be difficult to detect and change, especially if they are flourishing in high-performing areas of the force.


In conclusion I can conclude that on achieving individual patrol status and becoming more self-sufficient in my role I am now more aware of the organisational culture and the subcultures within. As my time in South Wales Police continues, I can look back at when I started on response and remember being in awe at the knowledge and expertise of the more senior officers who knew the system or knew how to deal with specific issues, I remember being told that this is the stuff that really matters in the job. Officers with a lot of experience typically tell recruits to disregard what you've learnt in training school as the real learning starts on the job and this can be a positive in relation to police culture as it fosters good relationships and can be applied as part of evidence-based policing. Yet, sadly as commented on by Cox and Fitzgerald 1996 one of the first lessons learned has been that police officers share secrets among themselves and are made to feel that these secrets should not be shared with others, especially when they involve activities that are problematic in terms of ethics, legality, and organisational policy and that administrator cannot always be dependable (Rowe, 2018). I can see how easily new officers are influenced as the police organisation is made up of written policies and processes as well as unwritten rules and regulations, strategies, and mythology that gets passed down through generations of officers. It is both a result and a cause of the vast separation officers sometimes feel from the rest of the public and the close relationship that officers form in relation to this isolation and the everyday hardships they face.

I now believe that I can navigate and now make more professional decisions on how to identify toxic subcultures but also change my own thoughts and feelings on how I see other departments and to not get pulled into negative thinking as this can hinder the organisations culture and it main goal.
 

Whilst I’ve spent my time as part of South Wales Police culture and its subcultures, I have found that I have been affected by some of the toxicity in the subcultures. Considering this I have had to focus wellbeing and resilience to help with morale and my professionalism. As a response officer there are a lot of responsibilities and since becoming independent all decisions are on you and they are decisions that can affect lives. 

To help with my wellbeing and resilience I have started small self-care routines to look after not only my physical but mental health. “Self-care can help you manage stress, lower your risk of illness, and increase your energy. Even small acts of self-care in your daily life can have a big impact.” (NIHM 2021) I ensure that I give myself time in a day to focus on myself whether it be 10 minutes to go through a skin routine or an hour to out for a walk, have a short nap or focus on meal prepping to ensure I’m eating healthy. In this hour I am able to focus on positivity and challenge any negative or toxic thoughts that have built up. 

Having a strong support system has also helped with my wellbeing and resilience. My family and partner are always there to listen and will ensure that they always have time to talk with me and discuss any aspects of work as I believe this protects me from developing any work-related trauma that may have a detrimental effect to my mental health. I believe both having a good self-care routine and a good support network has had a positive impact on my wellbeing and resilience since becoming independent.





Word Count 1334








1

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:



During this essay I will discuss a domestic related incident that I have attended. I will look to use the Gibbs 1988 reflective model to reflect and evaluate my decision making throughout the incident.

On receiving a call to attend an incident all police officers should use the policing core decision making model which is known as the National Decision-Making Model which is often referred to as the ‘NDM’. When discussing the NDM the College of Policing comments that the decisions made by police are typically complicated. In challenging circumstances, decisions need to be made, and they are sometimes based on insufficient or conflicting information. To help those in a decision-making role the police service has adopted a single framework, the NDM, in which decisions can now be rationalised by the persons making them and analysed by others. The NDM is made up of six main elements whereby each element is utilised by its user to make a concise and rational decision. The Code of Ethics is at the heart of the model, serving as the compass for all decisions. Officers and employees are encouraged to act in line with the Code and to exercise judgement where necessary by using the model. (College of Policing 2013)

The Code of Ethics is, in itself, a decision-making framework. It establishes and specifies the exemplary standards of conduct for all police officers and staff who work for the organisation. It's a daily reminder of the ideals and standards within the organisation. Its goal is to promote individual accountability and the use of professional judgement among police officers and staff, motivating them to always do the right thing. (College Of Policing 2014)
The call I received on my issued radio from our control room outlined a domestic assault that was in progress at a local hotel in our sector. The control room used the THRIVE assessment to grade what response was necessary for this incident. Threat, Harm, Risk, Investigation, Vulnerability, and Engagement are all the elements that make up the THRIVE approach. The THRIVE approach is a well-known policing strategy that is utilized by many police forces around the country. THRIVE assists forces in making effective resource commitment decisions for each incident. This means that forces are able to send the correct units, with the proper expertise, to handle situations. THRIVE focuses on delivering an appropriate and proportionate response to specific types of crime, rather than a "one size fits all" method (Perkin 2019). After using the THRIVE approach the control room graded this incident as a ‘G1’ which is an emergency response.
 Whilst on our way to the indents I was thinking over the NDM and as more information was coming through from the control room, I was restarting the NDM by requesting and gathering information about both parties, for example, both parties’ names and their warning markers. On probing the control room further, they have advised that this is a common occurrence between both parties and the victim is a high-risk domestic abuse victim from the subject. The subject in this case had warning markers for domestic abuse aggressor against the victim, violent, assaults police and drugs from this information I was able to make a dynamic risk assessment of potential hazards or any risks my colleague and I might face when we arrive at the scene. Due to the nature of the call, I believed that the subject was still at the property and could still be aggressive and due to the marker of assault police by my colleague and I showing up to the incident it could make the subject more aggressive and become even more out of control. Due to the fact the incident was taking place in a hotel room I believed that it may be a very enclosed space with not many entry points there could also be members of the public around and I had to make sure to safeguard them as well as my colleague and me. 

On attendance to the hotel my colleague and I found a male walking through the grounds towards us. I could see he was angry as he was shouting at us and started to quicken his pace towards us as he saw us. I then shouted towards him to tell him to stop where he was and to stop shouting. The male would not stop shouting and was being very aggressive using violent language and profanities at us. As we got closer to the male, I tried to calm the male down by approaching the male calmly and giving him plenty of space and using de-escalation techniques and conflict management skills. I tried using tactical communication and non-verbal communication, but this did not work. Members of the public started to stop and gather around and due to this fact, I believe the male needed to be detained as soon as possible as I was unsure of what he would do if he continued to get more agitated. On getting closer to the male, he started to calm do but he was still shouting. I then used the NDM to go through the powers and policies I was able to use to safeguard everyone. Further colleagues arrived at this point to assist us and I asked them to stay with the male while my colleague and I went into the hotel to attend the incident that we had originally been responding too.
 
On speaking to the receptionist in the hotel they told me that the male outside was involved in the original incident, and he had been asked to leave due to a disclosure made by the victim to them. I then went up to the hotel room and spoke to the victim who disclosed to me that the male outside was his partner and they had been drinking for most of the evening. After a comment was made an argument ensued causing the subject to become violent, the subject had then started punching the victim until the victim shouted for help at this time the victim managed to run out of the room and speak with hotel staff who then called the police. Although I spoke to the victim in relation to what support we could offer the victim if he did want to assist police and make a formal complaint the victim did not want to make a complaint or have the subject arrested. Due to the disclosure of an assault made by the victim and South Wales policy on domestic violence I knew that the male would have to be arrested for domestic related common assault as for all domestic incident officers should take positive action when dealing with domestic related incident. As stated by HMIC “Tackling domestic abuse is clearly a priority for the force. Officers who attend domestic abuse incidents understand the importance of their role in safeguarding the victim and take positive action to minimise the risks.” (HMIC 2014)

I have then made my way back to the subject and arrested him for domestic related common assault and I have handcuffed him due to his behaviour and warning markers of assault police. The male was then taken to custody by my colleagues. Once the male had been removed, I then had to ensure the victim was appropriately safeguarded. I then went through a domestic violence public protection notice form, which summarises the victims' vulnerabilities. 

When completing a public protection notification, we complete 24 questions relating to physical abuse, sexual abuse, emotional abuse, children and pregnancy and economic abuse, this is known as a DASH risk assessment. The DASH risk assessment tool was developed to create a joint tool for both police and non-police agencies when identifying and assessing victims of domestic abuse, stalking and harassment and honour-based violence. (SafeLives, 2014)

This notification is then sent to the force's public protection unit (PPU), which assesses the danger based on the information the victim has provided and determine the level of risk to each victim ranging from low risk, where the current evidence does not indicate the likeliness of serious harm to high risk where there are indicators that serious harm could occur at any time and if it does occur then the impact would be serious. 


 On the online intelligence system that officers and staff view, a marker is produced for each individual victim to signify the amount of risk the victim faces. Information then gets sent out to multiagencies if the victim accepts so they can speak with those who can help them and offer them support. (HMIC, 2015)

This incident was between a same sex couple where both parties were male, domestic violence is not limited to heterosexual relationships and can affect anyone. Domestic violence happens at a rate that is equivalent to or even greater than that of the heterosexual population in the LGBTQ community. It is noted that 45% of LGBTQIA people do not report domestic abuse to the police because they believe the legal system is ineffective for them and that they would be refused help because of their identity and gender. (Robinson, 2019) 

Perpetrators of LGBTQIA domestic abuse may utilise vulnerable victims’ negative feelings about their gender and/or identity to exercise control over them. Abusers may use tactics to manipulate victims based on their sexual orientation or gender history, such as threatening to "out" a victim if they come forward and report an incident. Outing is defined by LGBTQ and all as “when someone discloses the sexual orientation or gender identity of an LGBTQ+ person without their consent.” (LGBTQ and All, 2022) Outing someone can have a detrimental effect on an individual’s life. It can cause the victim to lose family and friends due to non-acceptance of their identity and can cause the individual to become a victim of further crime. 


I can evaluate that even though the victim did not support a formal complaint against the subject and was against us arresting the subject I believe that I made the most ethical decision at the time. I believed that this was the best way to safeguard the victim, if only for a short time, by giving the victim and subject space between them after the incident. 

I feel that the NDM helped me in my decision making and on reflection if I didn’t use the NDM I don’t think that the right outcome would have been established. By following the NDM I was able to follow South Wales police policy by taking positive action against victims of domestic violence. 

In conclusion the NDM is a useful framework to apply to all policing incidents that response officers must deal with in their day-to-day role. It is clear to see how the NDM can streamline officers’ decisions and make the decision process more efficient giving officers the ability to make more ethically charged decisions.
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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:






Team can be defined as many things, but the open university defines a team as “A team comprises a group of people linked in a common purpose.” (The Open University, 2022) Individuals that are on a team work on a set of linked tasks that must be completed in order to reach a common goal. Each team member is accountable for their actions, but the group as a whole are answerable for the outcome and completion of the overall task. Teams are often formed within different organisations to accomplish a variety of tasks that are too large or complex for a single employee to accomplish alone. Teams are also useful for tasks that need a variety of expertise and knowledge. (The Open University, 2022)

Understanding the way teams and groups operate may seem relatively simple but it is in fact very complex. A model that is frequently referenced is Bruce Tuckman’s 1965 Model. A new team requires time to get to know each other and to reach its full potential. Furthermore, as they progress from strangers to co-workers, team members go through phases. These phases are described by Tuckman as Forming, Storming, Norming, and Performing.

Forming is the initial phase of becoming a group, team members feel uncertain of other individuals in the team and how they may fit into the team. At this stage conflict is usually avoided as the need to become accepted by other individuals is strong. The next phase is storming, in this stage individuals in the group begin to test and resist the boundaries that have been set by others and their leaders. Team members may experience conflict or friction when their genuine personalities – and preferred methods of functioning – emerge, due to individuals feeling more comfortable, and collide with those of other individuals in the team. In the third stage, Norming, resistance is overcome as individuals start to resolve their differences and cohesion develops, new norms emerge, and new roles are embraced where members are comfortable showing their strengths and weaknesses. In Tuckman’s last stage, performing, team members are capable of preventing and resolving issues that arise throughout the team's process. It's likely that team positions will be more flexible, with individuals taking on different tasks and duties as required. Differences among team members are valued and used to improve team effectiveness rather than hinder it. (Tuckman, 1965)

In a review by Bruce Tuckman and Mary Ann Jensen on Tuckman’s original 4 phase model in 1977 they found that there was, in fact, a fifth phase. The fifth and final stage is adjourning. When a team's job is done or the organization's needs changes, some teams must disband, or individuals may be deployed to different parts of an organisation. Team members may be concerned about the team's potential dissolution or a team member's departure for a variety of reasons. They may be anxious due to a lack of clarity regarding their specific function or looming future duties they may have to undertake. Throughout the final stage, team morale may grow or plummet. (Tuckman and Jensen, 1977)

It is critical in a policing organisation for officers to function as a cohesive unit. Tuckman and Jensen’s model can be applied to teams in a police organisation. The best example that could be used is a new officer joining a team. In the first stage of forming the new officer will feel uncertain of themselves and the team in general as there is already a team dynamic and they may not fully understand other team members roles yet. They are also only trained in a certain way and may be weary of the practices by other officers. In the storming stage the new officer will begin to feel slightly more confident and may have formed their own idea of policing and are willing to voice them, this may cause conflict as the current team members will have their own opinions due to their tenure and experiences. As time passes the new officer and team will enter the norming phase where the officer will become more comfortable with the team and will ask for help from all team members now knowing other team members strengths and weaknesses. At this time the new officer will now start forming a role in the team. As the officer and team enter the performing phase Ideas and opinions are freely bounced around the team without serious issues are arising, if any do arise, they are usually resolved easily. The team now works cohesively with the team having a good understanding of each other’s roles so they can perform at their best when dealing with an incident. The final stage or adjourning is when an officer or sergeant in the team either leaves the organisation or moves to a different part of the organisation. The team can go through morale changes where partnerships are broken, and the team dynamic begins to alter. Members can begin to become frustrated due to roles being changed and the team trying to find a new balance. When new officers then join the team, the cycle will reset itself.

In 1988 Connie Gersick developed the Punctuated- Equilibrium Model. The model outlines the three stages that a team works through as they work toward a project's completion. Gersick explains that as a group works toward completing their mission, they will experience extended periods of stagnation, broken by small revolutionary shifts. According to Gersick's hypothesis, group members' awareness of time and work deadlines triggers these times of stagnation. The first phase is similar to the ‘Forming phase of Tuckman’s 1965 model where Relaxation and socialising is at its highest level. Stage 2 is known as the transition stage where a sense of urgency starts to appear, in this stage conflict appears where there can be a difference of ideas and issues start to be taken seriously. In the third stage the group adopts new ideas and abandons old ineffective patterns of behaviours. The group recognises the project is approaching its deadline, so the group works together with the majority of the activity taking place when approaching the finalisation of a task. (Gersick, 1988) This model can again be applied to a policing team as due to there being a lot of strong and opinionated personalities there may be times when the team becomes stagnant and stuck in certain phases for periods of time. This can be down to conflicting communication skills and specific issues that can arise within a team. 

In 2000 Tudor Rickards and Susan Moger reviewed Tuckman’s 1965 model. They comment that the stages only work in an ideal environment whereby teams will go through each stage to achieve a goal. Before behaviour norms can be developed, the model assumes that intrapersonal and interpersonal conditions must be met, only then can a task be accomplished. Observations of specific teams, on the other hand, reveal complications that cannot be explained by a simple stage sequence. What if the ‘Storming’ stage never comes to an end? (Rickards and Moger, 2000) 

In relation to task and team conflict, conflict management is an important team process to achieve team cohesion. Teams that are able to directly manage conflict should be able to build a more open, healthy, and constructive environment in the long run. If there is a conflict between individuals due to their personalities or processes this can be known as relationship conflict. Teams must be able to honestly confront relationship conflict that emerges early in the team development process; else, interpersonal issues may intensify and impede the team’s morale and the outcome overall goal. (Tekleab, Quigley and Tesluk, 2009) Leaders of every team should work to resolve conflicts in the workplace. Police sergeants have the hard role of dealing with officers on their good and bad days due to the demand on response officers. It is critical for law enforcement leaders to be present and adequately supervise teams to ensure they are following standards. They should know when to hit the reset button by re-evaluating the situation or task and regroup (Fritsvold, 2019). In a policing environment this could be done by switching up patrol teams or by changing the group dynamics.

There have been instances where team dynamics have failed within police organisation. Following an incident on March 3rd 2021 where Sarah Everard was raped and murdered by a Metropolitan police officer, further concerns were sparked about lack of sufficient leadership within policing. A response team was investigated as part of Operation, investigations found evidence of discrimination, misogyny, harassment and bullying involving officers. It was found that Six teams were overseen by a single police inspector. Due to the nature of the police officers' duties, there was no means to supervise officers sufficiently. This led to team dynamics becoming toxic where team members were becoming isolated from others and relationship conflicts were clearly present between officers. Ineffective ‘acting up’ sergeants were chosen to supervise the shift with no thought to what impact it may have on the team. (Independent Office for PoliceConduct, 2022).

I can evaluate that there are numerous useful models to explain how teams work within organisations and these can be applied to a policing context. Tuckmans 1965 model has proven to be very beneficial in group development, and many other studies have sprung from it, demonstrating its effectiveness, however I believe it cannot be depended on entirely for the explanation and understanding of the process a team goes through. When compared to others, it reveals a lack of intricacy in relation to extra factors or trigger points that lead to the next phase of the model which could be considered a flaw, unlike Gersicks 1988 model where she discusses how likely or unlikely environmental factors effect a team and what triggers can occur to move onto the next stage of teamwork. I can see how teamwork can be used in policing to achieve tasks. If a team works together and uses open communication to address difficulties and develop new methods and ideas, it may benefit a policing organisation. However, if team dynamics fail and there is no supervisor to take the reins and re-evaluate the team and their concerns, teams are likely to become toxic and this can be detrimental to a policing organisation
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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:




To gain an understanding of how information and intelligence is used by police it is important to understand the terms in a policing context.

“Police information refers to all information obtained, recorded or processed for a policing purpose. It includes information which is processed (known as data, including personal data) and information which has been subject to a process of evaluation (known as intelligence).” (College Of Policing, 2013)

Intelligence led policing is a continuous model of using information gathered by officers, which is then analysed with the goal of identifying trends and patterns that will ultimately lead to crime reduction, disruption and prevention.  Intelligence led policing is used by many agencies in collaboration with neighbourhood policing teams and problem orientated policing. Problem Orientated Policing, also known as POP (Herman Goldstein, 1979) is a tool for analysing and preventing crime. Problem-oriented policing is proactive method of policing where intelligence is sought and analysed so it can be used to create strategies to help deal with specific crime and disorder issues.

In the governments first National Policing Plan they require all 43 police forces in England and Wales to adopt the National Intelligence Model by April 2004. The model has 3 different levels with the first being local intelligence for example neighbourhood policing teams and BCU. The second level being regional intelligence being the force as a whole and neighbouring forces. Lastly, the third level being national intelligence and even international intelligence. There are three levels as any incident or crime that is evident at a local level could be part of a larger issue. Intelligence should flow between all levels of the NIM to ensure the effectiveness of intelligence received. (Maguire and John, 2006)

The overall road length in the United Kingdom in 2020 is estimated to be 247,500 miles. In 2010 the estimated overall road length was 245,000 miles which is a 1.1% increase in the last decade. (Department for Transport, 2021) In relation to that increase in 2010 Official figures showed that at the end of March 2010 there were a total of 5,635 traffic officers active in England and Wales whereas in 2020 the number of roads policing officers had declined to 4,615. (ActionVisionZero, 2021) It is clear to see that due to the increase in road length and decrease in officers that policing the roads is extremely difficult and traffic units are under an extreme amount of pressure. In an inspection of roads policing in England and Wales by the HMICFRS in May 2020 they found that in one force, due to the number of response officers being 20% below minimum staffing levels roads policing patrols would stop at 2am when number of collisions were at its lowest. This decision was overlooked as part of the bigger picture as the needs for roads policing was high as it allowed officers to target drink driving as from intelligence this is when it was likely to take place by individuals. (HMICFRS, 2020)

With the decline of knowledgeable traffic officers, criminals are more likely to get away with traffic offences and crucial information and intelligence is being missed. Criminals, particularly organised criminals, use the road network as part of their illicit activity. The type of crime spans from minor driving offences up to national and even international organised crime. According to the College of Police, there is a link between traffic offences and other types of criminal activity, with 79 percent of disqualified drivers having criminal records for offences such as unsafe traffic behaviour and violent crime. This type of driver behaviour can be a marker of more serious criminal activity, and it provides patrolling officers with opportunities to enforce traffic offences and to gain intelligence about the road user. (College of Policing, 2019)

The combination of intelligence and a pro-active policing strategy can disrupt low level criminality and criminality at some of its highest levels. Information and intelligence can come from many sources and at different levels as previously discussed in the NIM. When this information is gathered a larger strategy can be built to hit hot spots. Directing resources and efforts to areas with the highest concentrations of crime. The approach is based on the assumption that crime and disorder are concentrated in small areas rather than being widely distributed throughout communities. By concentrating resources and activities on high-crime areas, the goal is to prevent crime in such areas while also potentially lowering general crime levels in the area. (College of Policing, n.d.) Human Trafficking, child sexual exploitation, county lines and crimes where organised crime groups are involved all rely on transport and are some of the crimes where intelligence is key. By having a team of officers that are pro-active, traffic officers can use the intelligence available to them to target hot spots to look for vehicles that may be transporting persons or items and are involved in criminal activity. Traffic officers also have the use of undercover police vehicles which can be used for undercover operations when needed to intercept and can add a dynamic edge to police operations.

Automatic Number Plate Recognition (ANPR) is one of the technologies accessible to law enforcement to combat and disrupt criminal activity. ANPR is a type of technology that reads and stores the licence plate’s numbers of vehicles passing a camera. ANPR cameras are utilised at permanent locations by police forces, in addition to being mounted in police traffic vehicles, to help detect, discourage, and disrupt criminal activity. Information about fixed camera sites is not disclosed in accordance with national policy because the information is likely to be useful to criminals and, if known, will potentially limit the effectiveness of ANPR to policing. The cameras are also made to look like regularly CCTV cameras for the same reason. There are approximately 13000 cameras in operation around the nation. (Metropolitan Police, n.d.)

When a car passes via an ANPR camera, its registration number is read and checked against a database of vehicles of interest in real time. Officers can intercept and stop a vehicle, search it for evidence, and make arrests if necessary. A record of all vehicles passing by a camera is kept, including those that were not recognised to be of interest at the time of the read but could be retrieved for investigative purposes in the future. ANPR has proven to be useful in detecting a wide range of crimes, including identifying people wanted for arrest or missing, witnesses, stolen vehicles, uninsured vehicles, and significant criminal investigations. (NPCC, 2020)
In South Wales Police officers are able to place specific markers for certain warnings on many different things including vehicles on the system they use called NICHE. Markers for certain things can also be placed on the Police National Computer that is used to store and share informational across the United Kingdom. When a marked vehicle passes an ANPR camera and the registration plate is read, the information will then get flagged up and information will get passed to the correct force, agency or it will be stored. ANPR enables vehicles of interest to be monitored closely as these vehicles are usually involved in criminal activity.
In a case study published by the college of policing, a vehicle with numerous fraudulent number plates had been used to perpetrate a series of armed robberies. ANPR research identified that there was common vehicle that travelled in convoy. The OCG member who was orchestrating the attacks owned and utilized this vehicle. Following a thorough investigation, he was apprehended and found guilty. In this instance the vehicle was identified by its make and model and possibly partial registrations. Markers may have previously been put on the vehicle and it may have been monitored until there was enough intelligence for intervention. In this case the ANPR system could have been used as an alarm. (College of Policing, 2016)
The National Police Chiefs' Council developed a three-year plan in 2018 to aim toward contributing to the delivery of the Policing 2025 Vision. The plan has three objectives safe roads, secure roads and lastly efficient roads. The strategy highlights how they will utilise intelligence in a more targeted manner. The National Roads Policing Intelligence Forum (NRPIF) is a structured mechanism for assisting inter professional collaboration between UK police forces and other key stakeholders in order to reduce road deaths and injuries and disrupt criminality overall. (NPCC, 2018)

Road’s policing is sometimes thought of by the public as just enforcing traffic laws, but its actual scope is far larger. According to research, not only is road policing beneficial for increasing road safety, but it is also useful to detect other types of crime. Traffic officers can collect information and intelligence in ways that is not accessible to other teams in the police organisation causing it to be a vital player in building intelligence and creating strategies. I believe that from the research I have conducted it can be determined that ANPR is a vital tool in policing and key information and intelligence can be gained from using them. ANPR can have its faults and sometimes misreads can arise depending on the VRM's characteristics and the presence of a fastening screw. In a study by Rhead et al in 2012 In the United Kingdom, a number of vehicles have registration plates that start with the letters OU. A total of ten vehicles were chosen from a police force, each with a screw and a screw cap installed in the centre point of the letter U. Over the course of two months, their movements were tracked by ANPR cameras. There were 997 captures by the cameras, with 713 (71.5%) being correctly read, representing a 28.5% misread rate for these plates. The U was mistakenly perceived as other characters in 284 misreads. In order to try to minimize the size of the fixing, five of the sample vehicles had their fixing screw changed with smaller size screws. For the five vehicles, there were 359 captures. Of these, 358 (99.7%) were accurately identified, with only one misread indicating a 0.3 percent misread rate. (Rhead et al., 2012) From these findings I still believe that ANPR is an extremely effective tool for police and other agencies it should not and can be solely depended on as evidence. 
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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 
 
 
 The knowledge surrounding the process when dealing with a victim of domestic violence
 
 
 
 




Court Files
 
 
 
 
 












Traffic offences, drink drive, drive whilst disqualified, TOR offences and 165.












Intelligence submissions
	Low 
1-4 
	Med 
5-7 
































7
	High 
8-10 



9
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10
	Low 
1-4 
































4
	Med 
5-7 



6









5
































7
	High 
8-10 
	 
I believe that I am knowledgeable in this area and fully understand the needs of the victim but I need to remember to use the DVAP on NICHE and provide support to the victim throughout the investigation.





I am currently on my Hub attachment where I am now beining to understand how to build case files that are sufficient to go to court. I am dealing with files that include documents that I may never see on response so I  am familiarising myself with the different documents and processes.




Due to demand I have not come across as many of these offences as I would have liked too. I am still unsure about some processes and I still need to continue to get comfortable with the legislation to deal with these offences effectively.




Having done my attachment in intelligence I feel like I have the knowledge to input intelligence correctly and understand the 3x5x2 process. Understanding what is needed for a submission like the sources details and adding in persons nominal ID’s and full addresses whilst addressing any motivations by the source.



 

	SKILLS 
 
 
 
 
 Response Driving
 
 
 
 
 
 




Conflict management,Tactical communication



















	Low 
1-4 
	Med 
5-7 
	High 
8-10



10 










9
	Low 
1-4



1 
	Med 
5-7 















6
	High 
8-10 
	 



Due to demand on response and minimum staffing levels I have been unable to attend an emergency response driving course but I when i am able to I will look to do so. 





It is key in my role that I am able to calm individuals down and that they feel that they can speak with me. I need to focus on my listening skills and situational awareness as I sometimes feel like I let my guard down with people and should try to keep it up as situations can become hostile.



	EXPERIENCE 
 
 
 
 
 
 Interviewing and solicitors disclosure










Attending incidents and understanding the NDM while im at incidents to make ethical decisions.























136 sections and detention
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 




8












9
























9
	Low 
1-4 
	Med 
5-7 




6












6
























6
	High 
8-10 
	 




I feel comfortable arranging and interviewing for different offences. I am comfortable giving solicitors disclosure and identifying when a subject needs an AA.






As my tenure grows im gaining more experience at different types of incidents. I am understanding more that some incidents are not as complex as they may seem and others are more complex. I am comfortable approaching new situations and applying process to them to achieve an outcome. I still second guess sometimes and miss out small steps and this is an area that needs improving.




Mental health is at the forefront at the moment and having dealt with sufferers with extreme mental health issues I understand how and when to detain someone under section 136 MHA. I understand the process in taking the individual to a place of safety and the involvement of medical professionals. 
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