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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

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

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


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



ANSWER:

In this essay, I will talk about and reflect on the impact of organisation culture within policing on my wellbeing and resilience. I will be using BORTONS tool to structure my answers. 

Having finished my initial six-month training and successfully completing my tutorship period, along with passing my first year at university I now feel my wellbeing and resilience have become more important going into my second year as I become more exposed to culture changes. I will assess how the culture within the organisation has challenged me so far, how I have overcome the challenges and what I have experienced since moving teams and becoming a police officer.

What?

As a new constable joining a new team and becoming more imbedded into the police culture my own views, values and culture beliefs have been challenged and on occasions worked against. Adapting to new ways of working and trying to fit into a new team’s method of working has been something I’ve worked on since joining the police. With some constables on shift parading many more years’ experience within the role you can sometimes come up against a culture of as quoted by Balogun and Johnson’s ‘the way we do things around here’ (cipd.co.uk, 2018).

These changes can cause a sense of anxiety and outcast initially as you learn the mechanics of the team, a change in your workload can add an extra sense of pressure to an already hectic work lifestyle change. As stated by CIPHR ‘’23% say that work in general makes them feel stressed and 18% say that workload demands are another cause of stress for them’’ (CIPHR, website 2021). 

Prior to my departure of my old station and leaving behind my tutor, I have seen a flurry of different team cultures and personalities within my tutorship period. It is said that Culture change has been described as ‘movement from the current known state to a potentially unknown state’ (cipd.co.uk, 2018). This can affect many aspects of your own personal values.


So what?

Within a policing context, organisation culture should have some key values to create a positive work environment the college of policing has said some of these should be treating people fairly and with dignity and respect, giving people a chance to express their views, listening and taking them into account, making impartial decisions and explaining how they were reached and being open and honest (college of policing, 2021).


Reflecting upon my experience thus far since joining my new team has been a positive experience with some negative intervals, I have settled into the team ethos and environment well and have embedded myself into the team culture by involving myself in conversations and getting to know each person. When joining a new team there are two ways in which a person can integrate themselves and that is by in “norming” the proliferation of sustainability-relevant institutions, while also influencing the “conforming” to pressures for sustainability emanating from these institutions’’ (springer.com,2012).


With the above research showing that organisational culture is something which forms working partnerships and bonds between teams, I have been keen to develop these by investing time and attention into my colleagues by understating the ways they work and what their views are within a police environment. Whilst a lot of the officers I work with are inline with my views and ways of work I have experienced from a direct line manager level a conflict or culture clash. This culture class I believe is due to my line manager being recently promoted and a possibly mentality of seeing newer officers within the organisation as still undeveloped or not having enough experience to express certain views or opinions. An article stated that, ‘’it is possible that the behaviours that go on behind closed doors, under the umbrella of canteen culture, in effect serve to select those with certain values, beliefs and behaviours, the components of organisational culture, and deselect those who object’’ (canterbury.ac.uk, 2021).


Upon reflecting on the above I found myself able to embed myself within police culture and still stick to my values, beliefs, and ways of working. But speaking out and openly challenge situations or thought processes raised by other officers, I can represent my views and thoughts in a way which does not create a divide or segregation between myself and the team. A review proposed by Cressida Dick formally of the Met Police stated that ‘’to be successful in changing police organisational culture, needs to be prepared to examine all its manifestations, including in private, off duty spaces. More broadly we must redefine concepts like bullying to include those behaviours which are unacceptable, even if those involved do not appear to object’’ (canterbury.ac.uk, 2021).


Now What?


During my time within the police service, I expect culture will change and diversity will expand within the role. As an organisation the police service is a diverse and has a vast range of personalities, belfies and values which everyone believing in their own ways of working or how things should work. I also believe because of the power of organisational culture to be self-perpetuating. Canteen culture has been used to describe the divide between the public and private behaviour of police officers (canterbury.ac.uk, 2021). I believe that this culture will continue to thrive as this historically has been the way officers operate and deal with the stress and challenges of the jobs as well as working in a diverse organisation. During my time within the police service, I don’t feel that the culture or expectations have negatively impacted myself or has made me want to conform to the norms of police culture, whilst I appreciate the there is a level of expectation from deep rooted officers within the force to see you conform to the standards set by them. I feel by working as a team and challenging ideas and values within in your team environment it deals a level of respect and a sense of honesty from you as a colleague and officer.


Conclusion

In conclusion, I have learnt that the police service has a wide range and diverse range of individuals working for it. It is a role in which I believe takes character and strong will to adapt and become accustomed to. Whilst I believe thus far, I have adapted well into my role and my team, I believe that has time goes on I will experience challenging times when working in different teams with different supervisors and officers alike. Whilst I have not experienced any negativity so far within my team, I expect in the future as the service becomes busier and the effects of the job become more apparent, I will see myself in more challenging situations in the future either within a team environment or organisational culture difference.
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Task 2

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

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

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

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





ANSWER:

In this essay, I will talk about a domestic safeguarding incident I dealt with whilst being based on response in my current station. I will talk about the incident itself, the safeguarding measures I took, the background to the incident and how I worked with my Sergeant and Local Policing Inspector (LPI). I will also talk about how I worked with public protection departments to safeguard the victim and the victim’s family. 


Domestic abuse can manifest in many forms and sometimes can be historical, as police it is important that we treat every incident with respect and time to ensure we capture as much information and detail as possible.

What?

In this essay I will be referring to the victim as Miss A and the subject as Mr X. Whilst being based at my current station as a response officer we are sometimes handed incidents which come through what is called a ‘Schedule box’ these are incidents that come from the Public Service Centre (PSC) and get filtered down to the relevant teams to deal with. 


I was allocated one by my Sergeant, the initial call came in as a ‘concern for safety’, my first task was to read the call and understand the concern as well as carrying out police national computer checks (PNC) on both individuals involved and carry out the same checks on the address to see if there had been any previous calls of this nature and to gather as much information and intelligence possible to help with my decision making process. 


Once I had carried out the initial enquires, I called the reporting person (RP) and discussed the nature of the call, the RP stated that she had split up with her ex-husband some years ago due to being the victim of serious domestic violence and coercive control by Mr X, I then found out through probing questions that Mr X had been arrested and discharged from the army as a SAS Sniper for the offence of unlawful possession of firearms and ammunition. This call was made to police after Miss A found bullets in her children’s room as well as firearms in the master bedroom with a balaclava. Miss A also stated Mr X did threaten to shoot herself and their two children as well as on one occasion where he tried to run Miss A over in his vehicle. It is stated by the codes of practise by the police that ‘’victims of domestic violence are classed as ‘victims of the most serious crime’. This means that they are entitled to an enhanced level of service’’ (college of policing, 2015).


Miss A was subsequently re-homed by police and provided a new name to protect her ID and safeguard her against any further incidents or threat to life. The nature of Miss A’s call to police was that she had received a letter address to her from her ex-husband’s solicitor with her new name and address on, which caused a massive amount of distress to Miss A and concerns for her safety. ‘’Domestic abuse is defined of domestic violence and abuse is:  any incident or pattern of incidents of controlling, coercive, threatening behaviour, violence, or abuse between those aged 16 or over who are, or have been, intimate partners or family members regardless of gender or sexuality’’ (safeguardingcambspeterborough.org.uk, 2017).


So what?


After discussing this with Miss A there were many concerns raised and myself shared the same concerns. Due to the nature of Mr Z and his work, as well as his previous convictions and his behaviour and conduct towards Miss A I felt it necessary to escalate this to my Sergeant and Local Policing Inspector as there was potentially a credible threat to life now that Mr Z had found out Miss A’s new details through at that time unknown methods. Miss A also disclosed that due to Mr Z’s job he could have possibly paid someone to obtain her information, I could tell this was causing massive concern for Miss A.  


My first line of enquiry was to contact the solicitors and discuss with them how they normally manage information and under what instructions would they have shared it, upon speaking with the solicitors they disclosed that if they were to obtain information for a client it would normally be under the freedom of information act. After more discussions the solicitors refused to engage any further and stated they needed to comply with client confidentiality. This caused some concern to us as an organisation due to the potential threat to the victim and the unknown method as to how that information was obtained, I then escalated this to my LPI who stated that if they solicitors refused to engage with police then a warrant my obtained to retrieve date. Once this was relayed to solicitors then did come back with an answer that information was provided to them by the client, helping us in knowing that Mr Z knew the address of Miss A. I raised a cause for concern to my LPI that the solicitors were not meeting safeguarding. 


This concern was then escalated to a Detective Chief Inspector (DCI) in our public protection department for them to feedback to the relevant supervisory department within the solicitor sector to feedback that concern to ensure a better working relationship next time any incident of this nature arises again. As stated in the college of policing website ‘’cooperation between agencies is important to help reduce the risk of cases slipping through the safeguarding system and stopping domestic abuse at an early stage or preventing it from happening in the first place. It makes it possible to see the whole picture, facilitating:

•	early effective risk identification
•	improved information sharing
•	joint decision making
•	coordinated action to assess, manage and reduce risk.

Senior officers should ensure their forces have well-developed and clear information sharing agreements (ISAs) with partner agencies. These ISAs should be regularly reviewed at force level and supervisors should monitor police information sharing to ensure that it complies with the ISA. Supervisors should, in particular, review’’ (www.app.college.police.uk, 2020)


Now What?

After obtaining this information I then went to work on ensuring the relevant safeguarding measures were implemented to ensure Miss A and her family were safeguarded I firstly put in a public protection notification report (PPN) with all the details of the investigation and details of the children, Miss A, and her new husband. 

The type of PPN I submitted was a Domestic Abuse Stalking and Harassment (known as a DASH) the purpose of a DASH is as stated by desk risk checklist ‘’the DASH (2009) Model has been built on the existing good practice of the evidence based SPECSS+ Risk Identification, Assessment and Management Model. The SPECSS+ was previously ACPO compliant and had been evaluated numerous times. Victim and practitioner focus groups have also been run to ensure the language and format worked as best it could. The risk factors included are evidence based and drawn from extensive research and analysis by leading academics in the field into domestic homicides, ‘near misses’ and lower-level incidents. The 11 questions on stalking were developed by Drs Lorraine Sheridan and Karl Roberts. The research base for each factor can be found in the practice guidance.’, this would ensure all the details were recorded with our Public Protection Department and any advice, support or safeguarding issues were address’’ (dashriskchecklist.co.uk, 2020). 

Secondly, I placed a critical marker on the address; this would act, as a warning for officers attending the address that the address required a fast response due to the information above, these details would also flag on police computer systems to inform them of the marker on the address. I then passed details to our local Neighbourhood Policing Team (NPT) this was so Police Community Support Officers (PCSO’s) could conduct high visibility patrols around the address as when available. All these details were then passed onto the relevant senior management team for their attention, once these actions were taken, I then went a visited Miss A and told her what actions we had taken and what information was shared.

Furthermore, I enquired with Miss A if she wished to stay elsewhere for a few days just in case we had received any further information or threat, I utilised my body worn video for this to record the conversation. Miss A thanked me but stated she did not wish to cause distress to the children and would like to remain at home, Mr Z’s vehicle was added to the Automatic number plate recognition system (ANPR) so if it was to travel to our area police would be aware. The final safeguarding aspect brought to my attention from my LPI was a threat to life notice or Osman warning, the term Osman warning is named after a 1998 legal case of Osman vs United Kingdom which was heard by the European Court of Human Rights. However, the term in some areas is now known as a threat to life warning. What is an Osman/threat to life warning? It is a warning of a death threat or risk of murder, issued by the British police or authorities to the prospective victim (paceuk.info ,2022). Miss A wished to remain at home and now following police advice, a threat to life notice would be signed to say that police have advised certain actions, but they have been respectfully declined by the victim. 

An article by women’s aid website stated that ‘’there was a decrease in the number of most service types in 2017-18, including formal counselling services which have dropped 18.1% since May 2017’’(www.womensaid.org.uk). By police services obtaining correct and up to date information from our victims we can ensure they are safeguarded, and sign posted to the best help and support they can find.

Conclusion

In conclusion, I have learnt that domestic related incidents can manifest in many forms whether it be physical abuse, mental abuse, coercive control, financial control, and many other aspects. These forms and many others of domestic abuse can have a long-standing effect on persons and can affect many aspects of their lives. Whilst I was speaking with Miss A, she disclosed sexual and physical abuse that she had not spoken about for a long time that can bring back trauma for the individual. Safeguarding is a key factor for police and partner agencies to ensure victims and repeat victims of domestic violence are safeguarded and offered the correct support and help. 
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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:

In this essay I will talk about and evaluate team dynamics, why some teams don’t work, ways to improve team bonding and why conflict can occur within teams which sometimes results in failure to comply with professional standards and the code of ethics. Working in the police is very dynamic and fast paced role, meaning you rely on your team and those around to ensure they support you and you support them, but sometimes working in such a proximity can cause teams to break down or become dysfunctional. Team working and team bonding in policing are vital to ensure a strong working system, sometimes officers, supervisors and members of staff can have a difference of opinion over certain subjects or how something is dealt with. Below I will look at how this occurs, how we can fix this and what happens when the job gets effected by colleague conflict and communication breakdown. 

What?


One of the most common theories of team dynamics, developing team cohesion and foaming is the Tuckman’s theory it takes a person through the stages of the above and can provide a more defined in-depth analysis of the above stages. ‘’These stages are commonly known as: Forming, Storming, Norming, Performing, and Adjourning. Tuckman's model explains that as the team develops maturity and ability, relationships establish, and leadership style changes to more collaborative or shared leadership. Tuckman's original work simply described the way he had observed groups evolve, whether they were conscious of it or not. In CORAL, the real value is in recognizing where a team is in the developmental stage process and assisting the team to enter a stage consistent with the collaborative work put forth. In the real world, teams are often forming and changing, and each time that happens, they can move to a different Tuckman Stage. A group might be happily Norming or Performing, but a new member might force them back into Storming, or a team member may miss meetings causing the team to fall back into Storming. Project guides will be ready for this and will help the team get back to Performing as quickly as possible’’ (www.wcupa.edu, 2020).



A team with positive dynamics will exhibit trust, work towards communal decisions, and hold each other accountable. ‘’Understanding team dynamics is essential to a thriving working environment and realizing its linking factors and concepts can assist in explaining the big picture of group behaviour. Just as one must consider the dynamics, the factors pertaining to it is key as well to build team strategies. Stemming from this, the linking concepts that will be discussed are team roles, barriers, and communication’’ (ukessays.com).


Working together as part of team is critical to achieve the same goals and same outcomes desired either by yourself or as a collective, policing is a role of variety and multicultural backgrounds whether it be the people you’re working with or the people you are dealing with, it can also include people from different wealth divides, religious backgrounds, political backgrounds, or general views on the world. When you join the police and join your team for the first time, you try to get a sense of who’s who and what’s what, a big task is seeing how people work, how people manage things and what kind of character they are. This can be a challenge as you don’t know initially who you will be working with and what their personalities are like.

As stated in an article by the corporate finance institute website ‘’Team cohesion is the strength and extent of interpersonal connection existing among the members of a group. It is this interpersonal bond that causes members to participate readily and remain motivated to accomplish the set goals. Cohesive teams have an attitude of “we-ness” (corporate finance.com).

As stated above it can be as simple as a difference on views or a clash of character with some teams, now especially in the police service there is a massive culture change going on with younger police officers joining from a different generation to the older generation of constable, there are new pathways being introduced such as direct entry for CID, degree holders, and the new PCDA degree pathway. As this culture changes some of the more experienced officers feel a culture shift within the force and the new generation of constable are more tech savvy and of a different mindset, this alongside different characters on teams can cause a divide and a breakdown of relationships with teams ruling out that feeling of ‘’we-ness’’. 

When there is a divide it can affect people in different ways, whether it is someone going off sick, someone requested to change teams or as simple as arguments and confrontations breaking out between colleagues. This can as a result affect team morale, and people’s effort and outlook on the job resulting in poorer service to the public and can reflect in day-to-day work. Whilst this goes on in most lines of work it is not impossible to undo, as supervisors of teams it is vital to recognise a rift or a divide between colleagues, team away days, team exercises, pairing colleagues with different officers can really make a change and allow colleagues to bond and work closely together, allowing each other to recognise talents and share ideas and plans about how things can be done. Simple actions like these can bring a team back together and develop a strong working bond.

Inter-personal conflict can occur when one or more part of the team doesn’t share a common approach or common goal or have a difference of opinion towards an opinion. This can occur quite often as policing you deal with various tasks, situations, and crimes which everyone can have their own method of dealing with or a different approach which may not fit in with your plans, this can be overcome by supervisors overseeing certain aspects to which the team are failing over sit down and mediate between parties to find a common ground. This isn’t always going to be a fix for some parties, but the effort made and discission can sometimes bridge a gap and aid in parties moving on.

When a team doesn’t ‘click’ or function as a unit, there can be times where this can affect the wider public, whether it be through lack of communication or a disinterest in working with the other person actions and lack of team working can result in the code of ethics principles such as respect, authority and curtsey not being followed, or a lack of policies and procedures being adhered too. When a team breaks down or a conflict between parties occurs sometimes conflict management techniques such as mediation simply don’t work, which can result in verbal or physical altercations or simply a break down in the working relationship leaving an atmosphere around the team. This can result in colleagues not doing as they are asked or helping when needed, this can place officers in danger or affect the quality of service we provide out victims. Although situations like these occur quite often supervisors and other senior management team are on hand to engage and put a stop to any issues.



So what?


Engaging in behaviour and damaged working partnerships early on and finding the route cause can help build back relationships before the issues becomes toxic and spreads throughout the team, we understand as humans not every person is going to get along and not every person will see things the same way, it is down to us as professionals to open a dialog and engage with our colleagues to find a working balance, an important role of the team supervisor plays a part in this also. Early intervention by supervisors or senior management team can reduce the risk of team working and force reputation being damaged, if due to an imbalance on team due to conflict affects the victims of crime or to the point where officers are seen by the public to not being getting on as professionals this could bring sever damage to the forces reputation and paint us in a bad light. As professional officers were held to a higher standard and are seen to be a standard to which the public live up to and expect.



Now What?


To ensure policing and teams work together moving forward it is important for officers of all rank and years of service to understand that as the force moves forward with new technology and new officers with different styes of policing or different methods of applying whether through degree holder or direct entry routes to see that everyone brings a different skill set or working method to the job and this should be welcomed and imbedded into the service. 


The same applies for new officers joining, since joining I have heard some officers who have voiced their concerns of how things are dealt with or how a certain officers acts, as younger and newer officers joining the service there are going to be times where you don’t agree or see how things can be managed the way they are by more experienced officers or there ‘banter’ may seem that bit more foreign to what they are used to but the culture of policing is very different to any other job. An open mind and a willingness to learn on all parts can help gel, shape, and move forward the service as well as working relationship.



Conclusion


In conclusion, policing is a very diverse and vast job to work in, you deal with different situations and people every day. As the services evolves and people get promoted, moved to different teams, step across to different departments the culture of the job and the people working within in those teams will be forever changing. By supervisors engaging and colleagues voicing any concerns they have or discussing things and being open with their colleagues, situations and working relationships can normally be solved. It is important for all colleagues to remember that everyone is their own persons with their own thought process and ways of workings, if something isn’t agreed upon it is not necessarily the person at fault or that has done something wrong it maybe that the ways of working or the approach to the situation differs from how an induvial normally does things. 
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

	
Explain how information and intelligence can be used in the disruption of the more prevalent criminal activity (e.g. drug smuggling, human trafficking, child sexual exploitation, counterfeit goods, organised crime groups and ‘county lines’) by effective policing of the roads. 

Outline how ANPR can be used as investigative resource when disrupting criminal activity. 

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




ANSWER:

In this essay I will talk about how information and intelligence can disrupt traveling criminality and how suspects are tracked and observed through our ANPR system (automatic numberplate recognition system), county lines and organised crime groups have used Britain’s Road networks as well as train networks to travel the county and carry out acts of criminality. Below I will discuss the above and how it has changed the course of crime committing. I will look at some of the crimes being committed by serious and organised crime groups and what action is being taken. I will discuss how ANPR works and how the information and intelligence identified by these cameras can link in with roads policing officers to help them intercept and disrupt travelling criminality and the serious and organised crime groups.


What?


In this essay I will be discussing about various incidents and occasions where automatic number plate recognition system or ANPR has been utilised to combat travelling criminality and has assisted in catching offenders and establishing offences. Serious and organised crimes groups in recent years have changed the way they carry out their activity especially when it comes to drug dealing, human trafficking and sexual exploitation and the transport of stolen goods. We use ‘’ANPR (Automatic Number Plate Recognition) technology to help detect, deter, and disrupt criminal activity at a local, force, regional and national level. This includes travelling criminals (those using the road network to avoid being caught), organised crime groups and terrorists’’ (police.uk, 2022). The way ANPR cameras work is when a vehicle passes an ANPR camera, its registration number is read and instantly checked against database records of vehicles of interest. Police officers can stop a vehicle, speak to the occupants and, where necessary, make arrests. ‘’ANPR has proved to be important in the detection of many offences, including locating, for example, people wanted for arrest or missing, witnesses, stolen vehicles, uninsured vehicles and uncovering cases of major crime’’ (police UK, 2022).



Over recent years serious and organised crime groups have expanded their areas and acts of crime UK road networks have fast become a way of transporting drugs, human trafficking, stolen goods and unfortunately persons victim to sexual exploitation Although illegal drug use is falling, the ‘’UK's illegal drug market, which is controlled by Organised Crime, is worth around £3.7 billion each year and led to over 2000 drug-related deaths in 2012’’ (cps website.2021). It is estimated that between ‘’18-23 tonnes of heroin and 25-30 tonnes of cocaine are imported annually into the UK (cps website.2021). In December 2013 it was estimated that there were 36,000 organised criminals in 5,300 groups affecting the UK’’ (cps website, 2021).


Serious and organised crimes groups have many tactics in which they try to employ whilst carrying out illegal activities such as the use of false number plates becoming a new trend to avoid detection, some criminals will not use this method and as local police constabularies submit intelligence on vehicles and their owners or driver’s data is collected and stored on a national police database (PNC/PND). ‘’Police can then develop this intelligence; coordinate the national intelligence picture of serious organised crime we can then disseminate and share intelligence with partners in the UK and overseas. It can also be disseminated to/shared with partners who can use it to complement their own intelligence or to take immediate action’’ (national crime agency, 2020).


ANPR can also be used as a pre-emptive tactic to allow officers to move into position and create a plan to arrest or disrupt criminal activity in their force area. Police traffic vehicles also have an onboard ANPR system which allows officers to get live information about their vehicles near them or vehicles they may be pursuing, this contains information such as tax, MOT, insurance, and markers such as stolen or scrapped. 


So what?


With crime evolving and becoming more and more prominent, officers need as much help and assistance as they can get, systems like ANPR can help tackle serious and organised crime groups and travelling criminals alike. ‘’Concerns to police forces across the UK is the number of offences being carried out and the level of crime being carried out by these serious and organised crime groups for example Firearms are often used to enforce the will of an organised crime group by creating a culture of fear and intimidation’’ (cps website, 2022).


When dealing with serious and organised crime groups police can carry out such checks such as the criminal history of a foreign national offender. The ACPO Criminal Records Office undertakes this process upon application. ‘’This will reveal non-UK criminal conviction details. This information is automatically added to PNC following application if offence is equivalent to recordable offence in the UK. This information can then be used to consider deportation or removal from the UK’’ (what works college, 2020). This information can then be used to identify offenders.


Road’s policing officers can also deploy tactics in order to intercept and disrupt travelling criminals by using the information and intelligence provided to them from ANPR cameras and ACT markers on vehicles. ANPR data can also be cross-referenced and integrated with data from other sources, to enhance information and intelligence. ‘’A marker against any vehicle on the NAS used in an ANPR operation must be supported by reliable intelligence. Investigators should remember that ANPR provides data on a vehicle’s movements but not on an individual’s movements’’ (college of policing website, 2013).


Once they are aware of these criminals approaching their areas as stated above, they can use pre-emptive tactics that only certain officers such as Roads Policing Units and Firearms officers are trained in, these can range from TPAC (tactical pursuit and containment), tactical contact and any such weapons or firearms markers the relevant firearms officers can be ready and kitted up to engage with these subjects always ensuring officer safety. Some key findings by the national crime agency that,

· 18% of force returns (8) reference potentially complicit companies providing services to county lines groups, including taxis, fast food outlets and car hire firms. Most concern suspicions of complicity rather than confirmed reports. Such facilitators would generally be used to distance the group from criminality i.e., to hide travel patterns, methods, and the identity of county line nominals.
· Traditionally a stash house is established in the rural area to facilitate efficient supply. However, at least one force reports that drugs are increasingly being kept by various people at different addresses in the rural marketplace. Drugs are often transported frequently in small quantities i.e., batches of wraps, but the number of wraps being transported seems to vary considerably (www.nationalcrime agency.gov.uk).



Now What?


Moving forward police forces across the country will be utilising ANPR to continue combating crime and protecting vulnerable persons. Whilst criminals will find temporary methods and means to commit their crimes the UK’s Road network is slowly becoming a route that is tracked, analysed, and monitored 24/7 365 days a year making it difficult for criminals and groups to take advantage of the UKs traveling network. Vulnerable persons can also start to see a change with officers’ intervention using ANPR, these interventions can help engage and protect vulnerable persons and remove them from the OCG’s and other criminality groups such as child sexual exploitation and human trafficking. With police working with other agencies such as NCA, BTP (British transport police), immigration services and other police forces with the use of technology the UK can begin to make an important impact on travelling criminality, the benefit of the ANPR system is that the above agencies and forces can all work off system to help share information and pass intelligence. 


The CPS has stated that moving forward they will work more closely with partner agencies stating in their CPS organised crime strategy it aims to successfully prosecute and otherwise disrupt the criminal activities of those involved in organised crime, pursue the assets of all who profit from organised crime, when it is proper to do so. Work with our international colleagues to bring Organised criminals to justice wherever they may be and to prevent future offending using serious organised crime prevention orders and other ancillary powers (cps website, 2020).



Conclusion


In conclusion, ANPR technology is a great way to help tackle traveling criminality and ensure that police forces and partner agencies across the country are kept up to do date with the latest intelligence and information on criminals to help officers arrest, safeguard and protect property and persons from criminal action. Whilst criminals use methods to try to outsmart technology and police ANPR can use a range of various information to help identify suspects and bring them to justice. ANPR is a great way of safeguarding officers when it comes to identifying a suspect vehicle, warning markers, and showing images of who is in the vehicle or where the vehicle has travelled to and a from, painting a picture of or a map if you will of where a suspect has been and where they have come from. ANPR is a quick and easy system to access with a range of facilities to help officers combat crime effectively and efficiently. 

Information and intelligence will always remain a key tactic in helping police and third-party agencies combat serious and organised crime groups, by developing and working on intelligence gathered by police or submitted by third parties this will enable roads policing officers to become more proactive whilst policing the UK roads.
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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 

x
	High 
8-10 
	Low 
1-4 
	Med 
5-7 

x
	High 
8-10 
	I would like to develop my knowledge around traffic offences, specifically traffic files, mobile phone stops and TORS. Now my knowledge with regards to road related offences is of a good standard but I would like to expand this even further. I have an upcoming traffic attachment where I hope to achieve this further.

I hope within the next 6-12 months I will achieve by utilising my experienced colleagues around me.

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


x
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


x
	I would like to develop my skills around the response aspect of policing, as a response officer I feel I have a good understanding of what is required from myself and the role.

I would like to develop my skills around more complex calls and critical incidents, I have started my skills development by booking my method of entry course, my taser course and my PSU course. 

In the next 6-12 months I hope this will render me a more skilled officer on the frontline. 

I have rated high for this one based on where I am in my policing career and my knowledge thus far.

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

x
	High 
8-10 
	Low 
1-4 
	Med 
5-7

x 
	High 
8-10 
	 I have two years of prior policing experience as a special constable and have also undertaken my CKP and public services college course to prepare me for the role of police constable.

Having now achieved the role I have dealt with a wide variety of incidents and situations and are now starting to become more and more settled within in the role, I feel experience comes with time served and where I am at in my career I feel like I have the correct amount of experience to match my time served.

This will be an ongoing progression 
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