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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:

Within this essay, I will reflect on the impact of organisational culture within policing, in particular its impact on my wellbeing and resilience, whilst considering risks when confirming to organisational culture, and what strategies I have for maintaining my wellbeing and resilience.

Organisational culture is the way in which things are done in a particular organisation, such as the ‘unwritten rules’ that influence individual and group behaviour. Some factors, which can influence organisational culture, include the organisation's structure, the system and processes by which work is carried out, the behaviour and attitudes of employees, the organisation’s values and traditions, and the management and leadership styles adopted. (Managers.org.uk. n.d)

Within the police, there are different types of cultures which have been identified over the years, some of which have received negative coverage in the media recently. One of the types of culture highlighted is ‘Canteen Culture’.

Canteen Culture is the term applied to describe the attitudes of lower ranking officers within the police, who resist change and are comfortable with misogynist and in some cases racist behaviour. Institutional racism such as this was a problem, which was previously widespread in the police, highlighted by the Macpherson report following the death of Stephen Lawrence in 1993. (Martin, n.d.)

Canteen Culture more recently has been highlighted following the murder of Sarah Everard, by serving Metropolitan police officer Wayne Couzens, who abused his policing powers and warrant card to kidnap, rape and murder Sarah. 

During the aftermath of Sarah’s murder, information came to light that Wayne had a history of indecent exposure complaints was nicknamed ‘the rapist’ by his colleagues. Which begs the question whether had these warning signs were ignored or disregarded by colleagues and managers of Wayne. This is arguably due to canteen culture instilled in the Metropolitan Police Service. (Townsend, 2021)

Statements made by John Apter, the chair of the Police Federation of England and Wales following Sarah’s murder, claim that forces within the UK have a problem whereby female officers are subjected to sexist nicknames and subject of derogatory remarks. Additionally, former Chief Constable of Nottinghamshire Police, Susanna Fish described the police as ‘institutionally misogynistic’ following experiences of being sexually assaulted by her colleagues during her service. (Taylor, 2021)

Within my service, I have found that some of the statements made in relation to a ‘Canteen culture’ to be true. An example of this would be existing officers being reluctant to adopt the newer version of the police computer system NICHE, which in turn means that newer officers such as myself are being trained to use a different system to the rest of the shift. Colleagues with longer service believe the old system is better, and make little to no attempt to adopt the new system against the will of the organisation. Some student officers have conformed to the other officers by adopting the old computer system, whilst other officers like myself have stuck to the new system we were trained on, in line with what would be gold standard. My reasoning for this is that the old system is no longer supported, therefore could be more susceptible to issues, which could in turn impact my work. The downside to using a different system however is that many of my experienced colleagues are unaware of how to do certain things on this system, meaning that I can sometimes find it difficult when I need to clarify/ask someone a question regarding processes on the new system.

As highlighted above, canteen culture has links of misogynistic behaviour, but within my service I cannot say that I have been witness to this sort of behaviour. What I have found in my experience is male colleagues being reluctant when attending what may be considered a dangerous call, to let me go first towards the perceived threat. Colleagues will often ask me to stand behind them so I am protected from whatever the perceived threat may be. Although there is no malice intended when the male officers do this, I do feel that occasionally it can impact my confidence as a police officer, and can make me feel that I am insufficient to stand up against whatever the threat may be, as I am female. In order to deal with this to ensure that my confidence remains at a good level, I have been clear and upfront when addressing colleagues in these incidents, letting them know how their actions can possibly make me feel. In turn, to help ensure that I am sufficiently protected to the highest standard, I have made arrangements to have Taser training.

Wellbeing is described as a state in which an individual can realise their own potential, cope with normal stresses, work productively and contribute to their community. Whereas resilience although directly related to wellbeing, is about having the ability to cope and adapt to new situations. (reachout.com. n.d)

Working within the police, maintaining mental wellbeing is of impetrative importance. Research shows that 91% of police have experienced stress and poor mental health at work, and in addition to this, emergency responders are more likely to experience a mental health problem, and are less likely to take time off as a result. (Mind.org.uk. 2017).

During my service, I have witnessed numerous colleagues go off on sick leave, many of which who have stated that they are off due to the stress of the job. Many of my colleagues have expressed that the pressure placed on them during the job, particularly new response officers who have to juggle police work, shift work and university work, living during a pandemic and managing their own personal lives can be hard to manage.

I’ve found that ensuring I talk about any problems/stressors I have with my family, friends and colleagues often help. Especially when relating to work related concerns, many of my colleagues have experience and have often gone through the same things. It is important that I ask for help when it is needed, this in turn has helped me build strong relationships on my team, by sharing knowledge and experiences.

Additionally, I manage stress by spending time investing in my health by keeping fit, which I do my going for runs/walks and going to my gym. Exercise has really helped me blow off steam after a stressful shift/set. In addition to this, managing my diet whilst working shifts has also improved my overall mood and attitude, as it can be easy to fall into unhealthy eating habits whilst working varied and long hours. I ensure I plan my meals and spend time looking for healthier alternatives where possible has benefitted me endlessly when dealing with the stress of police work.

To conclude, there are both positives and negatives to different forms of police culture and in turn conforming to them. I aim to do the right thing, and ensuring I am not adopting what could potentially be harmful habits of becoming jaded when dealing with victims and suspects. Managing my resilience and wellbeing will continue to be a high priority, as I want to ensure I am able to perform my job to the best of my ability, and my health and personal life not negatively impacted by the things I do/deal with within the job.

Word count: 1203
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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:

Within this task I will highlight an incident whereby I had to make decisions in complex and unpredictable circumstances using a dynamic risk assessment. I will evaluate the decisions I made against the National Decision Model, and explain the rationale behind my decisions, and the consequences of the decisions I chose.

Officers attended a call of an ongoing domestic incident whereby a male had assaulted his girlfriend and caused damage to her property in her home address. Upon attendance at the address, a male was seen standing outside the front address of the property in question, matching the description passed from the control room of the perpetrator. Both me and my colleague activated our bodyworn cameras in line with the policy of utilising them for all domestic related incidents. The male was asked for his information, to which he responded aggressively. At this time it was apparent that the male was the perpetrator, therefore my colleague asked that I go inside to get a quick account from the victim and check on her welfare, while my colleague gathered an account from the male. Upon entry to the first story flat, I was greeted by the victim who was visibly upset, and stated that the male outside had gripped her by the throat, punched her, punched multiple doors in the address, and damaged her TV which was not repairable. 
Whilst gathering details from the female, I ensured that I had eyes on my colleague who remained with the male, to ensure I was able to quickly exit to assist him if required. 
Within a few moments I could see my colleague draw his taser at the male, using the red dot in order to gain compliance. I quickly left the address in order to assist, ready to handcuff the male. My colleague was using tactical communication with the male, as he became more and more verbally aggressive. The male however refused to get into the van of his own accord, so I quickly decided to use force in order to handcuff the male. At this point it was clear that offences as been committed, so I cautioned the male as I did this. The male resisted and both me and my colleague had to use force in order to get the male into the back of the police vehicle. 
Upon arrival to custody, it was apparent when opening the cage door that the male had somehow managed to get one had out of his handcuffs. The male was still aggressive and in a volatile state, and refused to allow me and my colleague to put handcuffs back on him to get into the custody Bridewell. After several failed attempts of negotiating, once again me and my colleague were required to use force to gain compliance, putting the male in an arm lock and getting him out of the van in order to put the cuffs on. A struggle ensued once again, and the further officers and custody staff were called in order to assist us, where the male was then placed straight in a cell due to his aggressive behaviour. During the incident, there were no issues in relation to social and legislative contexts and no cultural, ethnicity and language issues.

During the incident I was constantly assessing and re-assessing the situation, in line with the National Decision Model (NDM). The NDM is a tool suitable for all policing decisions, to be used by all to ensure all options are considered, and the best outcome is applied given the information provided. The NDM can be used for spontaneous events, such as the incident I have described, or planned events such as various policing operations. The NDM is made of 5 steps, with the policing Code of Ethics at its centre. The code of ethics are the standards in which every police officer should model themselves against. The ethics encourage personal responsibility, the use of professional judgement and empowering officers to always do the right thing. (College of Policing. 2013)

The first step of the NDM, is ‘gather information and intelligence’. The stage commenced when the call was relayed to me and my colleague from the control room. The brief circumstances which the victim had provided on her initial 999 call allowed me to consider potential options, such as what offences we were dealing with. Also whilst en route to the call, the warning markers for both suspect and victim were provided, which included the suspect being a repeat domestic violence aggressor against the victim, and that he had been violent to officers in the past. This information was all utilised when making decisions for the rest of the call.

The stage that follows, is ‘assess threat and risk and develop a working strategy’. When confronted with the male, the threat to both us as officers and the victim was high. The male was still at the address, albeit outside, but there was still potential harm to come to the victim should the male gain access to the property. Safeguarding the victim was important, in addition to ourselves. Both myself and my colleague were sufficiently equipped with personal protective equipment, should this need to be utilised during the call. My colleague was taser trained, and had numerous years in the police service. The working strategy was to safeguard the victim as a priority, and look to call on necessary options, such as arresting the male, following disclosure of offences.

The third step of the NDM is ‘consider powers and policies’. Throughout the incident, there were numerous policies and legal powers considered in order to guide me and my colleague when dealing with the incident. A policy which was considered initially was the South Wales Police policy when relating to domestic incidents. As mentioned above bodyworn cameras must be utilised, but also whilst dealing with domestic incidents, positive action must be taken. Such as, had this incident been merely a verbal argument, both persons would still be required to temporarily separate, such as one party going to another address for the evening to ensure there would be no further escalation of the argument. Given in my incident offences had been disclosed by the victim, the positive action taken here was the male being arrested.

Additionally, when arresting the male, I considered the legal powers at my disposal, namely section 24 of the Police and Criminal Evidence Act (PACE), which permits constables to arrest, given two elements are met:
1. A person’s involvement or suspected involvement or attempted involvement in the commission of a criminal offence;
AND
2. Reasonable grounds for believing that the person’s arrest is necessary
(Legislation.gov.uk, 2005)
Following my brief visit to the female in the address, it was clear that offences had been committed, such as assault and criminal damage. My necessity for the arrest was completed to protect a vulnerable person (in this case the female victim), prevent any further loss or damage (the female’s property) and to ensure a prompt and effective investigation, (interview the male in relation to the alleged offences. 

Another power which I considered was section 117 of PACE, which allows officers to use reasonable force, if necessary in the exercise of their power. (Legislation.gov.uk. 2017) 
Due to the males aggressive and non-compliant behaviour, I was required to use force in order to carry out the arrest, and then get the male into custody. 

The fourth step of the NDM is the identify options and contingencies stage. Dealing with policing incidents, which are ever-changing, with no two incidents being the same, it is important that as a police officer you are able to adapt accordingly. For example, during the incident whereby the male was being red-dotted with my colleagues taser, I needed to be prepared for my colleague using the taser, and being aware of what to do in order to detain the male, such as handcuffing him. Should the taser fail, I needed to be prepared for what could potentially unfold, which included me being sufficiently prepared with my PPE, use as baton and spray. Also I was mindful of the radio, and my emergency button should things have escalated further, and me and my colleague needing further units to come and support us.

The final part of the NDM is the take action and review what happened stage. This was ultimately all the action I took during the call, such as the arrest, the use of force, and the further use of force in order to detain the male whilst in custody. Every time new information presented itself, I went back through the NDM as the situation was dynamic and required constant review to ensure I kept all those involved including myself safe.

On reflection of the incident it was clear that overall the incident was dealt with well, however, should I be in a similar situation as this one, I would look to detain the male and have him sit in the police van, as this would have avoided by colleagues need to draw his taser whilst I gathered an account from the victim. Additionally, I always look to check my PPE, in this case handcuffs at the start and finish of my tour of duty, to check  they are in working order, as in this situation my handcuffs failed me and could have potentially have resulted in harm coming to both the suspect, me and my colleague. Each incident will result in outcomes which I will take away, and by reviewing my actions as part of the NDM I am able to improve and become a better officer.

The victim was protected from a violent partner, as he was released on bail with conditions not to contact her of attend the area in which she resided. The female also received support by me completing a Public Protection Notice (PPN), which is a referral put through to different agencies such as social, health and educational bodies. The female also received support from the Victim Focus referral scheme, and the Live Fear Free helplines, following officer intervention and referrals as a result of this incident. 

To conclude, the incident was volatile and potentially dangerous for officers and the victim involved, given the behaviour of the suspect. By adopting the NDM and completing dynamic risk assessments of the ever changing information which was being presented, I was able to deal with the situation effectively, and gain a good outcome for all those involved. 

Word count: 1739





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 evaluate theories and models in respect of team cohesion, exploring why some teams cannot function, and ways in which to improve team cohesion. I will also consider why inter-personal conflict can occur, and ways in which individual and team performance can improve. I will also consider how team dynamics with in the police can result in failing to comply with professional standards requirements.

Team dynamics are defined as the unconscious, psychological forces that influence the direction of a team’s behaviour and performance. (Teamtechnology.co.uk. n.d) As such, all teams will have different dynamics and work differently based on those involved or a part of that team. Many factors can determine a team’s success, and I will explore some theories based on team dynamics.

The first theory is the DISC model. The word DISC is an acronym which was created in 1928 by Dr William Moulton Marston. This theory has in turn become a model to also help manage conflict within a team. The DISC model is made up of the 4 general traits, namely, dominance, influence/inspiring, steadiness/supportive and compliance/conscientiousness. Marston believed that you would be able to find each of these personality traits in a team dynamic, and by being aware of the strengths and weaknesses of each trait, can help understand and resolve conflicts within that team.

Dominance characteristics are described as direct, decisive, ego-driven and risk takers. It is said that the strengths of this type of personality are that they often make a great time manager and organiser, able to be innovative. However, weakness for the trait can be argumentative, lack of respect for authority, overly ambitious and stubborn.

The inspiring/influential characteristics are made up of being enthusiastic, persuasive, optimistic, impulsive, trusting and emotional. This makes the strengths of this trait being a creative problem solver, negotiator and a peace maker. Weaknesses for this trait however could be that they lack attention to detail and are more concerned with popularity than tangible team results.

The steady/supportive trait’s characteristics are made up on being reliable, predictable, friendly and a team player. Strengths as a result vary from being dependable, patient, respectful of authority and good at conflict management. The weaknesses of this trait are considered that they are resistant to change, sensitive to criticism and have difficulty prioritising.

The final trait is the cautious/conscientious personality. This type is set to have high standards and values, realistic, logical and methodical. The strengths are they are a good gatherer and researcher and are able to offer a realistic perspective. (Last, n.d.)

DISC theory has become a popular behavioural assessment, useful in determining how to deal with certain members of a team effectively, and being aware of what drives us. However, with the model exploring only four traits, one of these traits will not completely encompass an entire person’s personality, as this is made up of numerous things such as, values, beliefs, sense of humour and thinking preferences or preferred method of communication. Personality is complex, and often people can be more than one trait, depending on numerous outside factors. (Winter, 2014)

Another theory I will evaluate, will be arguably one of the more well-known theories of team development, The Tuckman Team model. This model describes the four stages in which a team will progress through. Forming, storming, norming, performing and adjourning. The progress through these stages can vary on the team, with some teams going backwards through the steps, but with some teams halting at a particular stage, unable to progress further through the model. 

The storming stage is where expectations and boundaries are challenged as individuals learn more about each other, and each other’s motivations and desires. This stage is also where team mates learn about each other strengths and weaknesses and determine their place within the team. In order to progress onwards to the next stage it is important things such as conflict and compromise are managed.

During the norming stage, any conflicts usually have been resolved, and the team knows where they stand in the team, and works on their workload/share of the task at hand. The group begins to form well and cohesion occurs, however problems can arise at this stage should team members now understand their role or the expectations the team has of them. Sometimes revisiting the forming stage can aid this.

The performing stage occurs often when the team is well established, and worked together for period of time on a number of tasks. It is rare that newly established teams reach this point after their first attempt through the stages of Tuckman’s theory. At this stage, the team work well together, getting a routine or system in place of work. Less time is required on the previous stages, and the team can move quickly and independently to get whatever is required completed. Team bonds however should not impinge on breaching the standards and policies set out.



Adjourning is the final stage, and the often unavoidable stage of the team going separate ways, to work on different projects or work elsewhere. Often this can be an emotional stage, as when a team performs and bonds well, it can be upsetting to move on. Those progressing into another team however will then begin the cycle again. (Last, n.d.)

The benefits of this model allows leaders of the team to help realise where in the theory a particular team is in, and helps them acknowledge the unavoidable conflicts every team experiences. The model also helps team progress through the group stages and helps the team members develop awareness for each other. (The Coaching Tools Company. n.d.)

The model however can sometimes be difficult to maintain. Often members of a particular group need to follow different instructions to have effective communication and good relationships with other group members. (Newsmoor.com. n.d)

Inter-personal conflict is described as any form of disagreement between individuals within a team, sometimes described as a person or group of individuals interfering with another person’s attempts to accomplish goals or complete responsibilities. (Algrim.co. n.d)

Conflict is a natural occurrence when different people work together, however when conflict occurs, it can result in reductions in team morale, productivity and bad feelings within the team. 

There are different types of interpersonal conflict, some being:
· Pseudo-conflicts – when two people desire dissimilar things and unable to reach an agreement. 
· Value-related interpersonal conflict –when two people having different fundamental value systems.
· Ego-related interpersonal conflicts – These occur because of a number of smaller disputes, which remain unsolved. Such as instances of alleged favouritism within a team. (Algrim.co. n.d)

Supervisors often have the responsibility of conflict management, which is the skill of identifying and resolving disputes quickly and fairly. It is within the interests of team cohesion and team performance for disputes to be rectified.

However, often it is good practice for those involved in the conflict to attempt to resolve the conflict in the first instance. Some strategies include and are not limited to:
· Talking – Both parties understanding each other’s perspective during a face to face conversation.
· Active listening – The act of allowing the other party to put their point across without interruption, and also having empathy for their situation.
· Forgive – The act of moving past the agreement for the sake of the future success of the team, and not holding grudges against the person involved in the conflict.

Within the police, the dynamics of the team are crucial when ensuring that professional standards are complied with. The overall attitude and behaviour of those within a team can impact other team members, often new members of the team, as they will be keen to conform to the team in order to ‘fit in’, sometimes going against professional standards in order to do this. Furthermore, relationships within a team can also border on breaching the standards and behaviours.
Professional standards requirements cover a vast number of both behaviours and policing principles expected of officers. The policing principles are:

· Accountability
· Fairness
· Honesty
· Integrity
· Leadership
· Objectivity
· Openness
· Respect
· Selflessness

Additionally the standards of professional behaviour are as follows:
· Honesty and integrity
· Authority, respect and courtesy
· Equality and diversity
· Use of force
· Orders and instructions
· Duties and responsibilities
· Confidentiality
· Fitness for work
· Conduct
· Challenging and reporting improper conduct
(Home Office. 2014)

Occasionally, officers having intimate relationships with each other can often be a by-product of spending a lot of time together and having shared experiences, some which officers may not feel is appropriate to share with friends and family who do not have their own experiences of being a police officer. This does not breach standards however, when intimate relationships occur during working hours, this will encroach on breaching the standards and behaviours mentioned above. An example of this would be an instance whereby a PC had developed a sexual relationship with her sergeant, where they engaged in sexual acts in a police station. As a result there was hearing resulting in measures such as a final written warning for the PC involved, and the sergeant decided to leave prior to the hearing taking place. (PA Media. 2020)

To conclude, good team dynamics and team cohesion play an important role within policing. Managing conflict and building bonds are required in order to build trust and a well functioning team. It is proven that team which do not have good cohesion are less successful, and within policing not being able to trust your colleagues can be dangerous when responding to the different types of calls that officers attend.
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

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

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

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




ANSWER:

Within this essay I will explain how information and intelligence can be used in order to disrupt criminal activity, by effective policing of the roads, and will outline how ANPR can be used as an investigative resource when disrupting criminal activity.

All types of criminals use roads in order to conduct their criminal activity. The types of offences can vastly vary from minor offences to serious and international organised crime. The number of road users is increasing so is the number of criminals using the road. This is recognised, therefore the National Police Chiefs’ Council has put together a 3 year strategy, which will be conducted between 2018 and 2021 with the objectives of working together in order to achieve:
· Safe roads free from harm 
· Secure roads free from the threat of serious crime and terrorism
· Efficient roads that promote public confidence and satisfaction
(NPCC, 2017)

As part of the strategy, The National Roads Policing Intelligence Forum (NRPIF) is another organisation helps to structure and facilitate joint working between police and other key parties, in order to reduce road causalities and disrupting criminality. This agency will help conduct investigations and research such as impacts on drug driving, and will aid the sharing of intelligence, in order for police to put together different operations to tackle the criminals using the road. Their research specifically relating to drug driving found that the increased use in those person’s drug driving can affect person’s driving in a variety of ways including slow reaction times, erratic and aggressive behaviour and the inability to concentrate properly all increasing the risk of collision(Transport Operator. 2020)

When addressing specific crimes, a police forces’ Road Policing Unit will largely rely on information and intelligence in order to conduct their roles of preventing and detecting crime. Information and intelligence is defined as the collection, development and dissemination of intelligence, allowing decisions to be made about priorities and tactical options. Intelligence is a ever growing and changing process, and the collection of any intelligence is required to be done in line with standards and legal requirements.

Information is collected in one of the 3 following ways:
· Routine collection which is information received from day to day policing activities, whether this is obtained in or outside working hours by police officers.
· Tasked information which is information obtained from things such as internal and external databases, such as the police system NICHE, CCTV systems, Covert Human Intelligence Sources (CHIS) and automatic number plate recognition systems.
· Volunteered information is information from any members of the public, often given anonymously through agencies such as Crimestoppers. 
(College of Policing. 2013)

Automatic Number Plate Recognition (ANPR) is a road related technology that was brought into the mainstream in around 1990. ANPR is used to help detect, deter and disrupt criminal activity and can be used as an investigative resource. ANPR is used throughout the UK and therefore is able to disrupt a lot of county lines crime. ANPR is a network of cameras that are able to read the number plates of vehicles that pass it and then immediately check that against records it holds on whether there is an issue with that car. These could be stolen vehicles, vehicles driving on false plates, cars that suspects for other offences are driving, vehicles used for drug smuggling and many more. When cars of interest to the Police, they are placed on what is known as the 'hotlist'. This allows for ANPR systems to flag up when these registrations pass the cameras. This is known as an ANPR 'read'. When the cameras get reads, they are able to give an exact location and time of when the car was caught by the camera. This allows for local Police units, mainly RPU officer to quickly strategize and get to the area where the car was confirmed to have been. 

ANPR cameras are placed in many locations throughout the UK on many different types of roads. These locations are not disclosed to the public so that the criminals cannot be made aware of the locations, however as they are static cameras, if it is known that the camera exists there, the criminals may use alternate routes to avoid the camera. In addition to static cameras, there are ANPR cameras inside RPU officer's vehicles which will read all numbers plates that the vehicle passes during their tour of duty and will indicate when it passes an offending vehicle. Also, mobile vans are also equipped with ANPR and facial recognition and will be parked up in busy locations where lots of cars pass such as retail parks or town centres. There are approximately 13000 cameras within the UK, with these cameras submitting 55 million 'reads' daily. ANPR however can be seen as an ethical issue due to the fact it is constantly monitoring number plates and what location they are travelling. This is countered by ANPR having to abide by several laws mainly being the Data Protection Act. Data is only stored for one year and those who are able to access it, are only to access it for legitimate investigative purposes. To install additional ANPR cameras, an assessment must be carried out to ensure that the camera is justified, and it is proportionate to install it. Some of the factors that will be taken into account are
· national security and counter terrorism
· serious, organised and major crime
· local crime
· community confidence and reassurance, and crime prevention and reduction.
ANPR can also be used as an effective investigative resource. It can act as a genuine line of enquiry for a case where there is nothing else to use. An example of where ANPR is very useful is when drug dealers are using cars to pick up and drop off their drugs. ANPR will be able to see a particular car driving the same roads, at the same times, to the same locations and therefore a pattern will emerge and this would be able to be used as evidence and put towards the defending party in interview or court trial. (Npcc.police.uk. n.d)

Human Trafficking is a form of crime which rely on road networks throughout the UK. Human trafficking is defined as involving the recruitment and movement of people for exploitation by use of threat, force, fraud or the abuse of vulnerability. 
Trafficking is made up of different stages, beginning with recruitment, followed by travel and transit, destination and exploitation. Each stage puts those being trafficked at risk. They maybe at risk of numerous different things such as psychological, physical and sexual abuse. (GOV.UK. 2017) 
Given that one of the key stages of human trafficking is the travel and transit stage, the roads are used in order to carry out the transportation of those trafficked. By traffic units carrying out relevant checks, the transport stage can be interrupted, resulting in a cut down of this sort of crime.
By traffic units conducting routine traffic stops, carrying out relevant system and database checks, (such as PNC and NICHE checks) they will be partial to any information or intelligence which has been highlighted by the methods mentioned above. Any persons or cars which have been flagged via ANPR will result in officers being able to utilise policing powers to stop vehicles, under section 163 of the Road Traffic Act 1988, whereby ‘A person driving a motor vehicle on a road must stop the vehicle on being required to do so by a constable in uniform. If a person fails to comply with this section he is guilty of an offence. (Legislation.gov.uk. 2011)

County lines is described as the transportation of illegal drugs from one area to another often across police and local authority boundaries, via the use of children and vulnerable people who are coerced into it by organised crime groups. The term ‘County Line’ is the mobile phone line used to take orders of the drugs being imported. County line activity has seen the increase of violent offences being committed, often including weapons. (National Crime Agency 2018)

Organised crime groups are defined as planned and co-ordinated criminal behaviour and conduct by people working together on continuing basis. (CPS, 2019)

Once again, given that the transportation of drugs is heavily reliant on the roads network, so technology such as ANPR works by picking up on vehicles added to the ‘hotlist’. The hotlist is made up of vehicle registration which police want to keep under observation. Intelligence could be received in relation to a potential vehicle that could be used in order to commit county line offences. Given that drugs are being transported across the UK, by OCGs using the same cars to conduct their transporting of drugs, this could be highlighted and picked up by police and other agencies. Police are then able to use this information to perform car stops, and also conduct stop searches of persons and vehicles under section 23 of the Misuse of Drugs Act. 

Given the large scale operations conducted by OCGs, often the National Crime Agency will aid police, and regional organised crime units to conduct a multiagency approach in order to gain intelligence, and prioritise actions to be taken. Also other agencies education and health will help highlight any potential vulnerable persons, being groomed in order to be used for drug transporting.

To conclude, roads policing is a key and extremely relevant part of preventing, disrupting and detecting crime. However, large scale partnership working and the sharing of information and intelligence is how this part of policing can be successful. Adopting the use of technology such as ANPR has meant that criminals can be disrupted, helping reduce serious crime such as human trafficking and county lines.
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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 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 I believe that my knowledge is is quite broad due to the nature of the response policing role. i have attended many different incidents and feel that i can be confident going to any call that comes over the radio. i feel that i can improve on my knowledge of case files, as I have not had much experience with completing them yet. I am currently on my hub attachment and I am learning more about case files through my tutor.


	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 I believe my skills are where they need to be for my role, however I am always improving and adapting the way I approach things from previous experiences. I am a SOLO trained officer, which allows me to go to calls that other officers wouldn't as I possess the skillset to correctly mange these calls. I am also blue light trained and will be looking to complete my D1 license. I am also booked on to my Taser course within the next month. 


	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 I feel that from over a year on response, I have a vast range of experience from the number of different types of calls I have had to attend and deal with. I feel as though my decision making has improved throughout my service and this is due to experience with different people and scenarios. I look forward to completing my CID and Traffic attachments to gain further experience in more specialised roles. 
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