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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:

This essay will look at my service in the months following achieving my independent patrol status. Since this time, I have had to put a lot of work into focusing on my wellbeing and resilience. This has been influenced by organisational culture within South Wales Police, both positively and negatively.
Organisational culture can be defined as “the underlying beliefs, assumptions, values and ways of interacting that contribute to the unique social and psychological environment of an organization” (Cancialosi, C. 2017). This could mean that there are certain groups of society that would act in a certain way and treat people in a certain manner based upon their values and personal views, resulting in a larger scale culture within that group.  
 In a policing sense, organisational culture relates to the shared values and beliefs of a group of people. The attitudes and beliefs in relation to police work, and the role of being a police officer, whether these beliefs or attitudes are held by individuals or shared among an entire department, directly influence officer discretion, decision, and behaviours (askinglot, 2020). These two points highlight what organisational culture is and illustrates what it means, briefly, in a policing context. As per askinglot.com, the organisational culture within the police has an influence on how officers act and subsequently what decisions we make. Within the force there is also a police subculture, where officers may hold differing beliefs and attitudes, and norms and values from fellow officers which could have an impact on the forces organisational culture (Conser, 1980). Paoline III et al (2000) suggests that officers cope with the organisational environment that they are placed in by adopting a “lay low” or “cover-your-ass” attitude and by adopting a “crimefighter” or “law-enforcement” orientation. South Wales police along with other police forces have policies in place, such as the body worn policy outlining when to use it and the use of force policy. These policies can be viewed as a necessity to the force to ensure officers are ‘covering-their-ass’ so to speak.
They also suggest that Officers often feel that they receive more recognition for when they have done wrong procedurally rather than receiving recognition when they work well.  Since leaving my tutorship and achieving independent patrol status, I can agree  in part with this. I have personally been rewarded for good work in my role by senior ranking officers, however officers receiving recognition for poor procedural work is also something I have witnessed on my team and heard having happened from other officers and teams. The vast majority of senior ranking officers are now taking opportunities to reward good work through initiatives such as response wellbeing week (South Wales Police, 2021) and awards ceremonies annually (South Wales Police, no date given). Both of these highlight the important work undertaken by frontline officers and ensures that they are rewarded and appreciated for their work. 
While in my team, organisational culture has had a positive impact, this is not always the case and it has seen both positive and negative impacts on a larger scale within policing. One example of this in modern day policing is referred to as “The Blue wall of silence”. S.Rai (2020) explains this to be an informal, unwritten code amongst police officers that they do not report on their colleagues’ errors, such as general misconduct or police brutality. This would be a direct breach of the policing code of ethics, namely, challenging inappropriate behaviour (college of policing, 2014). This breach can result in a gross misconduct hearing and in extreme cases can result in dismissal if found to have occurred. This highlights one of the more extreme risks of conforming to organisational culture and the impact it could have on the organisation. This in turn, could result in officer wellbeing decreasing. I say this because if an officer witnesses or experiences misconduct by another colleague, and the expectation is that they are not to report it, this could cause personal conflict with this individual. This could result in said officer becoming stressed. This could also occur if the officer does report the misconduct, this officer could then be made to feel alienated within their organisation or team. I feel this highlights the conflict that officers experience when deciding whether they should, for example, report a fellow colleague for misconduct or wrongdoing. 
 	In relation to myself, this culture within policing has influenced how I manage my wellbeing and how I try to remain resilient despite the challenges faced. When in initial training, I found a big part of looking after myself was centred on being part of a team and having a good level of morale in said team. Moriarty (2014) states that “the morale of the organisation reflects the feelings of people within the organisation at any given time and therefore reflects a general sense of attitudes and emotions. A positive work culture builds morale so culture and morale are intrinsically linked.” This highlights my earlier point that morale on shift can influence how the officers within that shift perform, the standard of work that they produce and in general, what their wellbeing is like. This is further enforced by Moriarty as he goes on to say that morale sees a direct link with wellbeing and resilience of an organisation, and that it reflects the outlook and attitude of those employed by said organisation. I believe that I am in a team that on the whole, have a good morale and are willing to assist each other. This has been hugely beneficial to me in adjusting even further into my role and ensuring that I have the resilience to deal with intense incidents. I have also found this good level of morale a good way to maintain a lot of my personal values and has enabled me to keep a positive outlook on the job that I am doing. I can, however, understand how a negative culture within a team or sector could result in an individual losing sight of why they joined the job that they have and subsequently, their mental wellbeing suffering. 
Another tool that can be used as part of a team in order to promote wellbeing and resilience is the ability to use humour as a coping mechanism. E.Scott (2022) states that humour can be used as a mechanism when coping with stress as it can help to promote a bond with others, such as my team, and it can help you to process incidents and look at them a different way. This is something I have been extremely lucky with on my shift as this is a very commonplace coping mechanism that has enabled us to create a good morale on shift, and as such, helped with our mental health and wellbeing. It has allowed me personally to build on my resilience and has formed part of promoting a good organisational culture within the team on the wider scale.
 To conclude, the culture within policing heavily influences the officers within its ranks. I say this because of my earlier point regarding the ‘cover-your-ass’ and ‘lay low’ mentalities that a lot of officers tend to adopt. This can be seen from higher ranks influencing officers into making decisions that they otherwise would not in order to save face so to speak. I can recognise how some officers could suffer the negative effects of organisational culture subsequently impacting their mental health, however I have not experienced this myself. I have found that the techniques that I have outlined alongside ones such as exercise have enabled me to maintain a healthy relationship with work and my life outside of work. Police subcultures found within the force that impact the organisational culture can also hold an effect on how officers feel in terms of fitting in and whether they are comfortable and happy on their teams and with their fellow colleagues which can affect their performance.
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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:

This essay will explore the decisions made by myself during a domestic incident. I will also aim to explain the rationale behind all my decisions during said incident. To conclude the essay, I will be outlining the consequences and outcomes of my decisions during the incident.  

The incident in question involved two siblings that had contacted police after having a disagreement. There was no complaint forthcoming from the victim however this incident did result in the arrest of the offending party for assault. Despite the lack of complaint from the victim, South Wales Police have a positive actions policy in relation to offences and incidents of this nature. It states that officers and staff are to take robust action to assist and safeguard vulnerable victims and their families throughout the whole stage of the process (South Wales Police, 2015).  Positive action in this instance could range from removal of the subject in order to prevent a breach of the peace, to the arrest of the subject or even domestic violence protective notices and orders. Positive action ensures that the victim is safeguarded and any further incidents are prevented (College of policing, 2022). These policies are in place to protect all those involved in these incidents and ensure that they are safeguarded, both subject and injured party. Policies such as this one are what form a key part in any decision-making processes that I undertake.

I did experience some difficulties at the incident. For example, the injured party and the subject were both heavily intoxicated at the time of the incident. This made communication with them very difficult at times. Ackermann (2022) states that research has shown that alcohol consumption disrupts normal brain functions. Ackermann divulges that the brain mechanisms that would usually restrain impulsive behaviours, such as aggression, are effected and this can lead to misjudging a situation and overreacting. Ackermann further states that some more issues relating to consumption of alcohol may include a poor reaction time, divided attention and lowered alertness. I found these factors made it difficult for me to get a straight answer from the victim and I found that they were not very coherent in what they were saying. It also made it very difficult to understand what had occurred which resulted in me having to repeat myself and try to ascertain what had occurred by piecing together their answers. 

	These first few stages of an incident always feed into the National Decision Model (NDM). The NDM is a decision-making model used throughout the Police service. The NDM is designed to assist operational officers and police staff to manage their response to a situation and to do so in a justifiable and proportionate way (lawenforcementlearning.com, 2022). The NDM can be utilised and applied to decisions pre, during and post incident. It can be used to provide a framework for recording command decisions and likewise for officers on the ground. This model is a continuous cycle and is often linked with a dynamic risk assessment, which is the ongoing assessment of risk in a situation. The NDM is split up into five parts with the code of ethics at its centre. (See below, Figure 1 from college of policing, 2013) 
  
[image: National decision model relationships between components] 

	I will now explore each of these elements and analyse my own decision making at each stage throughout the process. The first stage in the NDM is to ‘Gather information and intelligence’. This is the initial stage of an incident. Here an officer will ask questions that they need answers to in order to provide an appropriate response. Police officers will often also use systems that are available to them such as NICHE or PNC to check if an individual is know to Police or if they have any outstanding warrants etcetera. During my incident, I asked the control room if the two individuals are known to Police and is there any domestic abuse history between the pair. I asked these questions as this would tell me if there are any risk markers in place at the address. If there was history between the two and there was significant amount of risk, then Police would have placed a marker on the address. This marker will indicate to any other officers whom may receive a call, that it is to be treated as an immediate response as there may be significant risk to one or more persons inside the property (citizensadvice.org, 2021). In this instance, there was no marker in place but such was the context of the call, an immediate response was warranted based on the early information provided and the potential threat to any persons. 

	A decision model that is often used by staff when deciding on a call grading is THRIVE; Threat, Harm, Risk, Investigation, Vulnerability and Engagement. THRIVE is used concurrently with the NDM in order to ensure the correct response to a call is given. It ensures that the grading is ethical and justified (West Midlands Police, 2021). In this instance, the call hander graded the call as an immediate response based upon the threat, harm and potential risk to the subjects of the call. I feel that this was justified in my opinion, as both parties were heavily intoxicated, there was reports of a disturbance and there was consideration for escalation. 
	 
	The second stage of the NDM (Figure 1) is to asses threat and risk and develop a working strategy. This is an analytical stage which involves assessing the situation, including any threats, the risk of harm and the potential for benefits. The college of policing (2013) indicates that officers must consider preventing discrimination, promoting good relations with those involved and fostering equal opportunities so as for all to give their side of the story. Officers are encouraged to ask questions such as; Do I need to seek more information? What could go wrong? Is this a situation for the police alone to deal with? Will my action resolve this situation? In my incident, I found myself asking for more information, as all I knew was that an immediate response was warranted and I did not know anything regarding the address or what had occurred other than a disturbance. I felt that this was proportionate at the time as I felt that I needed to have more information in order to properly develop a strategy. My initial plan was to split the two parties up in order to get both sides of the story without them influencing each other. 

	The third stage of the NDM (Figure 1) is powers and policy. This is where an officer would consider the powers, policies and legislation available to them in the situation presented to them. Questions that may be asked include; What police powers might be required? Do any local organisational policies or guidelines apply? Is there any national guidance covering this type of situation? If it is justifiable then officers may act outside of policy as long as there is sufficient reason to do so (college of policing, 2013). By this stage in my decision making, I had arrived on scene and began debriefing the victim. Upon arrival both parties were quite hostile and tensions were clearly high. These factors made me begin to consider an arrest to prevent a breach of the peace. Inbrief.co.uk (2022) states the following “Breach of the peace is a common law concept which is used to prevent unlawful violence against people or property. ‘Peace’ in this context refers to the Queen’s peace, and should be taken to mean ‘the opposite of war.’” I considered this because of the nature of the two parties that I was confronted with, there was a lot of shouting and a lot of arguing. This led me to think that if both parties were to be left at scene, then a breach of the peace would occur. I did not utilise this power as of yet however this did form part of what I knew I had available to me. At this stage, an offence of assault had been disclosed to me which led me down a different path in my decision making to consider an arrest for Common Assault contrary to Section 39 of the Criminal Justice 1988. The Crown Prosecution Service defines this as “any act (and not mere omission to act) by which a person intentionally or recklessly causes another to suffer or apprehend immediate unlawful violence” (2022).  

	The next stage of the NDM	 (Figure 1) is to identify options and contingencies. This stage involves considering the different ways in which a particular resolution can be made with the least risk of harm. Considerations here include; the options that are open, the immediacy of any threat, the impact of potential action on the situation and the public and what action to take if things do not happen as anticipated. It must also be considered here if the options are proportionate, necessary and ethical (College of policing, 2013). In the incident which I was involved with, I identified the main option to be an arrest for common assault. In identifying this option, I considered the threat to the injured party should the subject be left at scene, I deemed this to be high enough to warrant a removal from the property. I also considered a breach of the peace once again as there was no complaint forthcoming from the victim, however, I felt that this was not an ethical decision based upon the disclosures made and South Wales Police’s previously mentioned positive action policy. 

	The final stage of the NDM (Figure 1) is to take action and review what happened. During this stage it is important to execute the plan and then review in two distinct steps. It is important to record which action you took if appropriate to do so, for example, informing a supervisor should you have forced entry to a property. Then it is vital to review the outcome as this may result in needing to go through the NDM process again until the incident is resolved (college of policing, 2013). In this instance, I arrested the subject for common assault but I considered the ramifications should the individual have disagreed with the arrest and tried to resist, I was fortunate that this was not the case and the incident resolved without any further disruptions or issues. 

Overall, I felt that I made all of my decisions throughout this incident in line with the code of ethics and professional policing standards which forms the center of the NDM (Figure 1). I say this because when deciding upon what to do, I considered the public interest for the arrest and I felt that this was met because of the previously mentioned policy on positive action with domestic abuse. I also considered whether the arrest was necessary despite there being no complaint from the victim, however under PACE 1984 Code G, the arrest necessity was met in order to protect a vulnerable person and to prevent any further physical injury to be caused (gov.uk, 1984). I also feel that I performed well in my decision making, however there is possibility for improvements. I feel that I could improve on the use of external agencies in terms of offering support for the victim and also during I did not give the subject much chance to give me his side, this is something I could look to do in the future despite my colleague having debriefed me on what she was told. 
Word Count - 1911



Task 3

Relevant areas of the National Policing Curriculum: 
Maintaining Professional Standards, Leadership and Team-working

	
Evaluate theories of team dynamics as a means of developing team cohesion (reasons why some teams cannot function, theories and models relating to team dynamics, ways to improve team cohesion).

Consider why inter-personal conflict can occur within a team and outline what strategies can be adopted to enhance individual and team performance. 

Consider how team dynamics within the police service can result in failing to comply with professional standards requirements (Code of Ethics, policies, procedures, protocols or legislation).


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




ANSWER:


This essay will look at the theories behind team dynamics as a means of developing team cohesion. It will also look at the reasons behind inter-personal conflict within a team and what can be done to enhance group and individual performance. I will then consider how team dynamics within the Police service can result in the service and its employees, failing to comply with professional standards requirements. 

	Team dynamics describes the behavioural relationships between the members of a group. This dynamic includes how they interact, communicate and cooperate with each other. A team’s ability to do these activities well, influences what it can accomplish (Osborne, 2020). These skills are essential in a policing team in order to work and perform to meet the expectations of both the public and the police service as whole. A team that has a positive dynamic will show trust, work towards a common goal and it will hold one another accountable for their decisions (UKessays, 2018). This highlights the importance of having a good team dynamic and further shows that a good working team in the Police will produce good work and work to the standard that is expected of them. One example that could be used to highlight team dynamics is a new member of a team causing friction with established members. This then could result in the established members not listening to the new member or even alienating them (Myers, 2013). This example highlights potentially negative team dynamic. 

	Two of the more common theories surrounding team dynamics are the Tuckman theory and the Punctuated-Equilibrium model. The Tuckman model suggests that there are four stages of development for a team – forming, storming, norming and performing (P. Myers 2013). Teambuilding.co.uk (2022) states that Tuckman’s theory was developed by Bruce Tuckman in 1965. It looks at the way in which a group handles a task or job from the initial formation of said team until the completion of the task or job. There are four stages to this theory; Forming is the first stage. This stage is where the team becomes formed and they are allocated a task. There is not yet enough trust built up within the team and as such most of the time here is spent getting to know one another. Storming is the second stage. At this stage, the team begins to suggest ideas and address the task in hand. If poorly manged this stage can have a negative impact on the team as ideas are put forward. It is essential that the team has strong leadership in this phase as it ensures the team does not become stuck in the stage by becoming too focussed on consensus. The next stage of the theory is norming. During this stage, the team will begin to work better as one and begin agreeing on ways in which to operate. There is a risk during this stage that the team will lose their creativity and motivation as they become more relaxed and trusting in one another. The final stage of the model is performing. During this stage, decision making is collaborative and it is expected that team members share their thoughts and opinions as they have a higher level of respect for one another (teambuilding.co.uk, 2022). This model would be effectively placed into a policing aspect because, during the initial stages of a new team or new member, there is very little in the way of discussion and the team is not performing to the best of their capabilities. As the team become more comfortable and trusting with one another, the respect often grows and as such people will share their thoughts and opinions more openly. However, this cannot be achieved without good supervision during the early stages. Once the supervisor is comfortable, they can then take a step back and manage from the background as the team functions effectively. 

The Punctuated-Equilibrium Model model (PEM) was developed by Connie Gersick (1988). Gersick suggested that there was three stages to a groups development. The first stage sees the groups being formed and choosing the path it is going to take. Here, it is said the group will form goals and make assumptions about the other members of the groups based on limited interaction. Gersick also suggested that in this stage there is a high level of relaxation as members often feel the deadline for any tasks is so far away, that there is no need for high performance (Gersick, 1988). The second stage of this model is seen as a transition phase and often comes at the halfway point of a project or task. Gersick suggests that there is an unseen amount of motivation during this stage that was previously not there before. It is said that the group’s members put a high amount of effort into completing tasks in a relatively short amount of time. At the end of this stage, any issues are addressed and performance is high (Gersick, 1988). The third and final stage is where the group changes its approach to the work at hand. The group abandons old, unsuccessful ways of working and adopts new ones in order to achieve their goals. There is a realisation that the due date is arriving shortly and there is an even higher level of performance. Gersick suggests that there is one final push in order to get the task completed in time (Gersick, 1988). This model is very similar with Tuckman’s theory of four stages in a group’s decisions and processes during a project. 

Both theories highlight the stages of which a group goes through to arrive at a decision and both theories show the work productivity increasing closer to the goal. It highlights the development of a group, which is required in order to produce a high standard of work. This is evident in policing with teams needing to trust one another and work together in order to provide the public with the service that they expect and deserve. These theories also display how team dynamics can positively, and sometimes negatively, impact on team cohesion. If during the initial stages of a team dynamic theory, the individuals become too self-serving or take a distaste to another member, then there is little to no cohesion and subsequently the task does not get completed. 

Team cohesion can however be improved. Abbas (2022) defines team cohesion as a sense of togetherness and unity that exists within a team and suggests that it helps to ensure all members are working towards the same goal. Abbas goes on to suggest that team cohesion can be improved, should the team dynamic theories have proved unsuccessful in their ability to bring a team closer. Setting common goals is one of these suggestions and Abbas states that setting goals can help to define roles and responsibilities for each person, this is essential for building a team. This helps individual team members realise that they are often working towards larger organisational goals. Another suggestion made by Abbas is to encourage team members to socialise with one another. This method can be seen to allow team members to get to know one another on a more personal level, thus resulting in an overall stronger team bond. Team cohesion can further be improved by dealing with conflict proactively. This would result in growth and progress within the team and a teams ability to resolve its conflicts defines its cohesiveness (Abbas, 2022). These are all methods that could be utilised in a police team in order to improve the closeness of its members. It is imperative that police officers are able to work as a team and as such, a good level of team cohesion would allow for this to happen. 

In a team, inter-personal conflicts are always a concern and a reality of team-working. M. Risser defines inter-personal conflicts as the following; “Interpersonal conflicts occur when two or more people disagree about something. Disagreements often come down to a difference in goals, values, viewpoints or access to resources.” (M. Risser, 2022). This highlights why these conflicts can occur and what could cause them. It would usually stem from two parties having differences and it is important that these are managed. Risser states that these conflicts can be addressed by an number of ways but some include, avoiding the conflict altogether, compromising with the other party or collaborating to work together to solve the problem, as a team. University of Minnesota (2017) suggests that moderate conflict can be a healthy and necessary part of organisational life. This could result in different ideas being put together to reach a better outcome. 

Team dynamics within the police service could potentially lead to breaches in the code of ethics and standards of professional behaviour set out by the college of policing (2014). These breaches could stem from not treating other colleagues with respect as per the policing principles if there has been conflict, or not being selfless. This may cause an officer to act in his or her own interests rather than the interests of the public. This consideration for a breach can also link to ‘Authority, respect and courtesy’ in the standards of professional behaviour, not respecting colleagues and the public with respect and courtesy. This may then subsequently lead to other breaches such as abuse of position or power and even excessive use of force. If the issues are not addressed within the team dynamic and the team cohesion is not high, then officers may become self-serving and thus a dysfunctional team is formed. Fitzsimmons (2022) states that should officers be found to breach ethics rules, the sanctions can vary from a quiet word in said officers’ ear to formal disciplinary hearings. These hearings can then potentially lead to dismissal or prosecution. This highlights the requirement for teams to work effectively and to have a good dynamic. Recent scandals in The Metropolitan Police force have shown that if a team is too close, they will breach the code of ethics by not challenging inappropriate behaviour. This will ultimately result in all officers involved undergoing disciplinary proceedings. 

In conclusion, a team that has good dynamics and cohesion can achieve better results. In a Policing sense, a team with good dynamics may have increased trust which when at potentially volatile incidents, it can enable you to have trust in your colleagues that if a volatile incident required more help, you could rely on colleagues to support and aide you. Those points show why team dynamics and team cohesion are extremely beneficial to a policing team. However, in any part of society this is not always possible to get a group of people to share the same norms, values and ideas. This meaning that on a police team, conflict may arise as a result of disagreements and differing personalities, which could impact the team’s ability to work together and meet the expectations of the public and the service. 


Word Count- 1819








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:


This essay will look at how information and intelligence can be used by Police in order to disrupt serious and organised crime and how effective policing of the roads can assist in this. It will also explore how systems such as Automatic Number Plate Recognition (ANPR) can be used to facilitate this disruption. 

	Information and intelligence forms a big part of policing and the disruption of serious and organised crime. Keningale (2020) states that “information consists of data that when combined and viewed together with relevant background knowledge, may be used to produce intelligence, which forms the actions and decisions of policing organisations” (Kenningale, 2020). This information and intelligence is essential in the disruption of crime. By utilising the National Intelligence Model (NIM), policing organisations are able to process information through different points such as; setting strategic direction, making decisions through the gathering of information, allocating resources, developing tactical plans and tasking and co-ordinating activity (Kenningale, 2020). Kenningale (2020) also states that the NIM works on three different levels. The first level being local/basic command unit which would include crimes such as low value thefts and criminal damage. The second stage is force or regional. This level includes more than one local command unit, advice from national experts and bordering forces. The third and final stage is serious and organised crime. This is on both a national and international scale. The NIM allows Police to pass intelligence to the correct departments and sectors within a force or nationwide. It ensures that information is viable and as correct as it can be.

	One element of serious and organised crime that relies heavily on intelligence for its disruption is drug trafficking. The National Crime Agency stated that in 2016, the number of people whose deaths were caused by drug misuse was 2,593 in the UK. Urban street gangs have played a vital role in the distribution of drugs and this is often referred to as ‘county lines’. The NCA states that county lines are not defined by the distance between control and distribution but rather how that supply is supported, for example, a mobile phone line and the use of vulnerable adults to facilitate disruption. The NCA also states that as part of their investigations they work with authorities within source countries by supplying them with the intelligence and training to disrupt the supply at its source. This shows that effective use of information and intelligence, can disrupt drug supply before it has even left its originating country. The NCA also shows that through the course of an investigation, information and intelligence may come to light that can disrupt other criminal activities such as human trafficking, child sexual exploitation and enables them to safeguard vulnerable victims of crime (NCA, 2022). This can only be achieved through effective gathering of information. 

	One effective way of gathering intelligence is through community intelligence. The college of policing (2020) states that community intelligence is “local information, either direct or indirect, that when assessed provides intelligence on the quality-of-life experience by individuals and groups” (College of policing, 2020). This information can be used in the detection and disruption of crime as nobody knows their own area like the residents that live within it. Furthermore, this information received by the community can lead to prevention through policing of the roads. Roads Policing holds a vital role in the disruption of significant crime such as serious and organised crime, human trafficking and county lines. The college of policing tells us that criminals use roads for various things and that forces should seek to use intelligence and enforcement in order to disrupt criminality. Police forces can also be seen to work with partner agencies, such as the DVSA, to assist in this disruption (college of policing, 2013). Criminals often utilise motorways for the movement of drugs and people from one area to another. Officers have the power to stop and seize vehicles, some of these include; Section 163 of the Road Traffic Act 1988, Section 4 of the Police and Criminal Evidence Act 1984 and Section 60 of the Criminal Justice and Public Order Act 1994 (College of Policing 2013). All of these powers can be utilised by any officer. These powers are used to facilitate stop searches under their relevant legislation, other examples of search legislation would be Section 1 of the Police and Criminal Evidence Act 1984. These powers are utilised daily by roads policing officers in order to detect and deter crime. They enable an officer to potentially gather intelligence should the individual not have anything illegal in their possession. Intelligence is also often used to form grounds to stop and search a vehicle, this intelligence gathering process is highlighted in the NIM as mentioned previously, and effective use of intelligence can lead to the disruption of criminality, as mentioned previously. Section 19 of the Police and Criminal Evidence Act 1984 gives officers the general powers of seizure for property and vehicles. 

	There are a number of benefits to having a defined group of officers to solely patrol the roads. West Yorkshire police highlighted a few of these benefits and priorities that their road’s policing unit has. The main priority for them is to patrol the road. They say this because they believe that there is a public demand for high visibility patrols on the UKs Road networks. These patrols can provide reassurance to the public and act as an overall deterrent towards crime. This in turn would work towards disrupting criminality, which they state is another priority for this team. West Yorkshire Police state that many criminals use the road network for the planning and commission of their crimes. They then explain that proactive patrols can deny these criminal groups and individuals an unchallenged use of the road. This in turn serves as an effective measure for containing and deterring crime. 

	There is a vast array of technology available in today’s policing methods that can assist with roads policing. Some examples of technology that can be used are outlined by the college of policing, these being; Automatic Number Plate Recognition (ANPR), CCTV, Vehicle tracking, SmartWater and facial recognition to name a few (College of Policing, 2013). ANPR is technology that allows for the reading of number plates using recognition software. In recent years, Police have begun to look at ANPR as an investigative tool in order to disrupt criminality. Policeprofessional states that ANPR is utilised as a 24/7 roads policing tool providing valuable intelligence and investigative opportunities. It also states that in the years 2007/2008 it was introduced in West Mercia Constabulary and it resulted during this year in 600 arrests with three quarters of vehicles seized belonging to someone with a criminal record. It also highlights that one third of all stops as a result of ANPR, were linked to drug activity (policeprofessional, 2008). These stats indicate how important ANPR has become since its introduction. ANPR is fast becoming an indispensable tool.

	ANPR has a range of uses and the arrest statistics above show this. It can also be used however, as vital evidence during the course of an investigation. Police.uk (2022), tells us that ANPR is able to provide lines of enquiry and evidence in investigation. One example of how ANPR can detect an offence is for example, locating a stolen vehicle, locating persons wanted for arrest or missing people. Haines (2009) outlines a case study to show the importance of ANPR during an investigation. This particular investigation was called Operation Olive, which was the investigation into a road death in Essex. During this incident, four cars were said to be racing in Southend which resulted in the death of a person when a car crashed. Detectives in Essex were later able to analyse the ANPR and identify three cars that were together when they entered and left the area. These three cars identified corresponded with images of the vehicles. As a direct result of this finding, Detectives were able to identify exact timescales for CCTV enquiries (Haines 2009). 

	ANPR can also be used to assist in investigations whereby suspects are known to have used a main road in and out of an area. Haines (2009) suggests that this is useful as it allows for a higher chance of a positive outcome in terms of arrest of dangerous offenders as it allows the police to plan ahead. Haines (2009) gives an example of this being used in Kent where by three armed robberies took place in three different locations within Kent. Detectives in Kent Police were then able to analyse the intelligence provided by ANPR cameras nearby each scene. From this, detectives were able to identify two vehicles out of 40,000 recorded that were in the nearby area of all three robberies. Due to further investigation, the suspect vehicle was then identified from the two. An investigation such as this into a serious offence, and whereby a vehicle was used in the commission of said offence, proves why ANPR has now become a commonplace tool in Police investigations and highlights the importance of technology in disrupting criminality in todays world. 

	In conclusion, policing of the roads is an essential deterrent of crime and is vital in the disruption of prevalent crime such as human trafficking, drugs trafficking and serious and organised crime. As a result of high visibility patrols along the UK’s roads, criminals do not have unchallenged access to the UK’s road network, resulting in fewer crimes being committed. Further to this, ANPR has proved time and time again to be a vital resource in both proactive operations and protracted investigations. This system has shown that in todays society, technology is essential in tackling crime. 
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Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7



Here 
	High 
8-10 
	Low 
1-4 

This is where I feel I am
	Med 
5-7

 
	High 
8-10 
	I feel that I am currently below where the force expects myself to be in terms of the knowledge that I have. Whilst I generally know the policies and powers available to me, I would like to know more and be able to think of these a bit quicker on my feet. I have been trying in my own time to review legislation relating to roles that I undertake such as public order legislation surrounding protestors for my PSU duties. I feel that this is something going forward that I want to work on more and be bale to deliver this knowledge should it be required of me. I have marked the middle for expected as I know that neither myself nor the force expects me to have a very high knowledge and I feel that that would be an unachievable goal. Over the next 6-12 months, I will look to revise some legislation surrounding the rights of protestors and ways in which the police are able to facilitate their actions peacefully. 

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

Here
	Low 
1-4 
	Med 
5-7 

Here
	High 
8-10 
	During the last 6 months I have partaken in some courses to benefit my operational role, with the consideration of what I would like to do with my career. I have attended a PSU course, taser and Method of entry. I feel that at this early stage of my career, this is moderately very skilled for an officer of my service. However, there are skills that I feel would be of more use to myself going forward such as a response driving course. I would also like to begin to develop my time management a bit more as recently I feel this has slipped away from me and that I often feel as if ‘time has run away’ with me. Over the next 6 months I will be seeking to try and get back to making lists of priority things to do, and doing my utmost to ensure these are completed by the dates that they are required. 

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 


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


Here
	Med 
5-7 
	High 
8-10 
	I have no expectations with 18 months service to be experienced. I feel where I am at in regards to the types of incidents I have attended and what workloads I have completed, is about right for such a short level of service. I think to expect a higher amount of experience would be unrealistic. I have been fortunate in that I work in a very busy area so I have been able to experience more than some others in a short period of time but I would by no means class myself as experienced. Over the next 6 months, I will continue as I am with attending calls and dealing with investigations as this is how I learn and this is how I see the best way to gain experience in my role. I learn well off others on my team so aim to continue doing so. 
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