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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:

Throughout this essay, Borton’s Reflective Tool (Dabell, J. 2018) will be used to reflect on how organisational culture impacted my wellbeing and resilience. The weakness to this model is that it is quite limited on how far an incident can be reflected upon due to the 3 main questions it asks. However, as this model is limited, it is then also open to interpretation and acts as a good guide to assist the writer with their reflective piece. The essay will consider the potential risks of conforming to organisational culture and will also include my own strategies that helped maintain my wellbeing during my role. Finally, a conclusion will be drawn.

Organisational culture has been defined as the non-acceptance of change (Nightingale, A. 2018). Brown, D (2021) argues this by stating that new employees can conform to the ways of organisational culture which is already present within the team through several methods, one of those methods being their “rituals and ceremonies”. This can be mirrored in the policing context as the equivalent of daily briefings and meetings that occur within a team at the start of their tour of duty. 

Brown goes on further by stating that usually these rituals are “the way things get done”. In the policing context, this can challenge a person’s values to some extent as this is where the culture first begins to develop and stems from which the employees conform to, if the new employee does not conform and adapt to their team’s standard, it can have a negative impact on. For example, reflecting on my own experiences, after completing my tutorship period, I struggled to complete paperwork efficiently despite the skills gained during that phase of my development, this in turn meant that I would often remain on duty after my shift had ended due to the amount of paperwork that needed completion. 

The culture within my team had the stance of whomever did not finish their work would have to stay behind to complete it whilst the officers who had finished their own work could leave. This was one of the station’s ‘unwritten rules’. Unwritten rules have been described as a “powerful force” that are “people’s perceptions of ‘the way we do things around here’” (Harrison, K. 2015). This type of culture affected both my wellbeing and my resilience slightly, however, my view was that it was a fair rule, as this was in place for every officer as opposed to select individuals meaning that there was equality within the team regardless of their length of service. It did not appear to me to be a risk to conform to this workplace culture as it was reassuring to me that everyone was treated as equal on the team which helped improve my wellbeing on the team. Naturally, conforming to workplace culture is looked down upon as in certain circumstances, it can lead to workplace exclusion of others (Levine, S. 2021). However, this did seem as a necessary but harmless rule as work always needs to be completed so that incidents can continue to be investigated. Additionally, I did not see this rule as leading to any form of workplace exclusion as not only was it inclusive, it also encouraged the team to assist one another so that they did not finish their shift late. 

On the other hand, this rule also negatively affected my wellbeing as due to living a far distance away from my place of work, it would lead to myself leaving the station late and tired, then when finally arriving home would result in myself sleeping later through the day which naturally affected my social life. My resilience became impacted also as it became frustrating that I was unable to complete the paperwork as quick as my other colleagues. Despite them offering to assist me, it was difficult to accept their help as it would have been unfair to have made them late returning home, the time it took to complete the paperwork was the main cause of myself finishing late. To combat the issue and improve both my wellbeing and resilience, I reflected and critically analysed what was causing the issue eventually deciding on a plan of action. Two main strategies were formed from the analysis, one short term and one long term. The short term solution was for myself to return back to the station earlier where possible to have the time to complete the necessary documents. This solution was partially successful as it did occasionally result in myself leaving on time but it was also not without it’s flaws, the main flaw being that it was not always possible to return to the station to complete the work. Fortunately, having my work laptop with me meant it could be used wherever I was which helped in reducing the time the work would take to complete after returning to the station. The long term solution was for myself to continue to become familiar with the documents and what content was required within them, this enabled me to complete the work far more quickly and efficiently, meaning that both my wellbeing and resilience would benefit greatly. As this solution was targeted towards my development, it of course meant that it would take far longer, which then led to my frustration as when my short term solution did not work, it would often be the case that I remained behind on duty and saw no real progress immediately. 
 

Achieving independent patrol status can be seen as a very important milestone in an officer’s career as it is the first time they have been allowed to attend incidents single crewed and such will sometimes have to deal with incidents alone. This can affect an officer’s resilience as these are new and different experiences than when the officer was in tutorship. Having experienced this myself, it can become very stressful which will naturally have an impact on my wellbeing. Meaning that there were occasions where I would return home from work feeling stressed. This resulted in myself trying to manage my stress and anxiety levels when both in and out of work. One of the ways this was achieved was through the use of exercise. Due to changes in my sleeping pattern, it was sometimes the case that I was awake late at night on my days off. To combat this, exercise seemed to be a reasonable activity to undertake as usually there wasn’t enough time in my working days to go to the gym. Deciding to go to the gym to relieve stress was a beneficial decision as “40 minutes of aerobic activity results in improvements in state anxiety and mood” (Raglin, S. 2012). This strategy would often leave me feeling happier after it, which in turn would help my mental health in and out of work. On reflection, the shift changes did have an impact on my personal life as it was difficult to fall asleep at a normal hour on rest days, this then meant that the occasional planned social activities would unfortunately be missed due to tiredness. However, I have since adapted to the shift patterns and my resilience is growing. Unfortunately, when my rest days were cancelled it did become demoralising as usually plans had been made to socialise with friends and family, fortunately, sometimes there was flexibility so the activities could be arranged on a different day, naturally this was not always the case but I was aware my social life was going to be impacted before joining the service. 

In conclusion and reflection, organisation culture although at the beginning of my service as independent did affect my wellbeing and resilience negatively, in the long term, it managed to benefit me and adapt me into a more competent officer. The workplace ‘unwritten rule’ was very beneficial to my development as an officer. Although it was difficult and testing at the start, it improved my workplace cohesion with my colleagues and it significantly improved my knowledge of procedures in the police. Without the rule, it is likely that my skills would not have been as developed as they are now. 
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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 analyse the important decisions that my colleagues and myself made during a stressful and unpredictable domestic violence related incident. The essay will evaluate my decisions and explain the rationale as to why those decisions were made. Finally, a conclusion will be drawn which will reflect on my overall performance during the incident using Borton’s reflective tool (Dabell, J 2018).  

Whilst on patrol we received a call from a female stating that her ex-partner had assaulted her by choking her and that he had taken her money, mobile phone and her identification, she also stated that she was not from the area. The call naturally required an emergency response. The female was not at the location she originally stated she was, she had to borrow a member of the public’s phone to call us. I immediately identified this as a high risk incident as we did not know where the suspect nor the victim was, meaning that we could not safeguard the victim and it was possible she could have come to more harm if we did not locate her. Using the National Decision Model (NDM) which “is a risk assessment framework, or decision making process, that is used by police forces across the UK” (Demanding Change, 2014). We identified the only line of enquiry to find her as being to call the phone number she used and my focus was to try to convince the female to meet with us. Fortunately, the female answered and we arranged to meet her. On reflection, this was a good decision as if we had not thought of this, it was likely we would have been unable to locate the female which would have left her vulnerable. With this decision we were able to be safeguard her from any further harm, meaning that we were fulfilling our role “to protect people” (HMIC, 2015). The argument could also be made that this was a big risk for myself to attempt to phone her given that I’m a male and she might’ve reacted negatively towards me given the nature of the incident. This then could have led to her not engaging with us or possibly her being too scared or intimidated to meet us as there was no way for her to confirm our identity, leaving her exposed to potential further risks of harm. To try to mitigate this risk, I spoke calmly, politely and also importantly, I was empathetic to the victim to develop a rapport with her as being empathetic can be used to build rapport (MindTools, no date).  Ultimately, the decision had to be made to call her, the only change I would make with hindsight was to request a female officer to call the victim but fortunately the victim engaged positively.  

We managed to set a meeting point and eventually the female arrived. On speaking with her she informed me that her ex-partner had punched her to the head several times, had chocked her making her feel like she was going to be killed and also took her possessions. Using the ‘dynamic risk assessment’ (DRA) tool. A DRA “ is a process of common sense decision making to enable officers to manage the inherent day to day risks in policing” (Metropolitan Police, 2010). I first decided to check the female’s head for any visible injuries/bleeding. As the victim had been struck to the head, consideration was made for any possible concussion or other head related injuries as the first priority. This was an essential decision as not only did it care for the victim’s welfare, it also reduced the risk of the female coming to any further harm as there was no visible bleeding and she did not lose consciousness. If this matter was not treated as a first priority the victim may have suffered serious injuries if she wasn’t assessed immediately. Once the risk to the victim’s wellbeing was reduced, it enabled me to obtain further details of the incident from the female which benefitted us when it came to arresting the suspect. 

Safeguarding her was my next priority. Myhill, A. (2018) argues that “The police response to domestic violence has been perceived historically as poor”. I wanted to demonstrate to her that this was simply not the case, it was likely that the victim had previously suffered physical or emotional abuse as “On average victims experience 50 incidents of abuse before getting effective help” (SafeLives, no date). With this in mind, if we did not safe guard the victim as much as possible not only would she have been at risk of further injury, she may have lost all confidence in the police and would never have reported another incident again. On reflection, my ability in handling this situation was very successful; this was my first domestic related incident so I was rather nervous due to knowing how serious domestic violence incidents are. The victim unfortunately made the situation slightly more challenging as initially she was refusing to let us safeguard her by housing her in a safe house, to combat this, I utilised the NDM to consider what other possible ways in which she could be safe. By speaking with her in a calm manner and being aware of my “non-verbal communication” (iEdunote, no date), I was able to persuade her to stay at one of her family’s houses who lived in Wales. 

After the victim was appropriately safeguarded, we decided that we needed to conduct urgent arrest enquiries for the suspect, as there was a risk that he could pose further harm to other victims. Due to this, we used the NDM to firstly gather information about the male. As the victim provided the suspect’s name and date of birth, I noted his details securely in my electronic note book (Epnb) and conducted police checks on him. Every police force in the UK must have a ‘policing purpose’ when storing information (College of Policing, no date). With this in mind, I made sure to update the call log with the suspect’s information including his most recent address. The decision was made to update the control room that we would be attending the male’s address as part of my DRA. This was a preventative measure as if we were being attacked by the suspect at the address, it would then allow my colleagues nearby to attend the address immediately. On reflection, this was a good decision as it considered the worst case scenario of myself being assaulted by the suspect. This then provided me comfort knowing that should anything have happened my colleagues knew where we were. I was however nervous when conducting arrest enquiries for the male, as he seemed like a large muscular male according to his police record. We also noted that he had warning markers for violence and assaulting a police officer, all of this information had contributed to the next stage of the NDM.

The next stage of the NDM is to assess risk, threat and to develop a working strategy. I decided to take four officers instead of two so that if the male resisted arrest there would be enough of us to effect the arrest. As we would be attending a home address, there was also the possibility of the male having access to or being in possession of weapons. To try and minimise this risk, we decided for two taser carrying officers to attend. This was a preventative decision to prevent injury to myself and other officers in case the male was not compliant. With hindsight, it was a slight strain of resources as there are only six officers on my team but with the level of violence the male had allegedly inflicted already on the victim, we decided that it was a necessary tactic. If we did not take this number of officers, unnecessary injuries could have been inflicted onto us. With these tactics, it reduced the risk of threat and harm towards us.

We did consider sending two officers one of whom being a taser carrier to the rear of the property to prevent the male from running away when we knocked on the door. We decided not to do this but rather have four officers in the front in case the male became violent. I believe that this was not a good decision as there was a risk that the male could have ran through the back door. However, once outside the property using the DRA, We believed that an officer should position themselves down the side of the house whilst standing near to us so that if the male did leave the house, they would be able to hear or see him. Ultimately, my colleagues’ safety and mine is the number one priority. According to the Home Office (no date), “officers who have been assaulted with injury are on the rise as between 2019-2020 there were over 30,000 cases of assaults on police officers, a rise of 2.3% from the previous year.” Traditionally, prevention is better than detection, fortunately we were in a position where we could take many preventative steps to reduce our risk of harm as much as possible. 

A policy South Wales Police has is to have Body Worn Video on wherever possible when enforcing an arrest. I made the decision using the DRA tool to activate my body worn video prior to arresting the male as “When people know that their actions are being recorded they tend to behave differently” (BodyCameraUK, no date).  I believed that with this activated, the male would consider his actions and behave more appropriately. This was a good decision as originally when the male opened the door, he began to swear and become more aggressive, I informed the male that he was being recorded, he then eventually began to calm down and become more compliant. It is likely that if my body worn video was not activated, the male could have become more aggressive which then could have led to a violent confrontation when effecting the arrest. Due to the preventative measures taken, the suspect was arrested without issue. All relevant arrest details were recorded securely in my pocket notebook and the suspect was taken to police custody.

In conclusion and on reflection using Borton’s Reflective Tool (Dabell, J 2018), the majority of the decisions that were made by myself were positive. Firstly with the use of the DRA and NDM, we were able to appropriately safeguard the victim and assist with her wellbeing, this then meant that not only would she feel safer but her trust in the police would be increased leading to her hopefully having the confidence to report any further incidents to us. If these steps were not taken, she may have lost all trust in the police which would lead to a lack of reporting exposing her to more harm. The decisions made regarding the suspect were mainly preventative however were necessary to ensure our safety. Decisions such as activating my body worn video and having more officers with me reduced the risk of any harm occurring and resulted in the safe arrest of the suspect. It is possible that if these measures were not taken, the incident could have resulted in injuries to officers which would have been completely unnecessary. 

TOTAL WORD COUNT: 1881



  














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 evaluate how positive team dynamics can improve cohesion within a team, the theories and models that link to team dynamics. The essay will also highlight, compare and contrast why some teams simply cannot function together. Finally, a conclusion will be drawn from the findings. 

The word ‘team’ has be defined as “people working together as a group in order to achieve something” (Cambridge Dictionary, no date). In order for a team to become successful and competent, they must be able to work together and have good working relationships. Theories such as the ‘Tuckman Team Model’ (MindTools, no date) highlight how a team can naturally grow from strangers to eventually developing into a fully functioning group. The strengths to this model are that it advises the different stages of how a team is formed, these different stages allow supervisors to identify where their team is that in the cycle. The model also provides the supervisor with advice as to when in the stages the team will require a leader to guide them in the right direction. The risk of a new team first coming together also known as the ‘forming’ stage of this model is that they may not adhere to the processes that are in place, the same could be said for the police service as when people who are new to the organisation join, they may have been working in a relaxed and undisciplined working environment in their previous role. With this new change in their lifestyle they could struggle to adapt to the change and could possibly underperform. The knock-on effect being that it could then lead to them breaching the Code of Ethics under “Duties and Responsibilities“(College of Policing, no date). A further potential risk to persons failing to comply with the requirements of the service are when persons leave the training environment and join onto a team. Some teams may not always conform to the standards that are set by the organisation, if this behaviour goes unchallenged due to a poor supervisor for example, then other persons on the team may follow suit, which unfortunately has potential then for a ‘clique’ to be formed which often leads to “employees ostracizing others” (Gordon, S. 2020). The weakness to Gordon’s piece is that she does not conduct any sort of study into employees’ behaviour of why this is caused. Gordon also produces a general article which does not cover any specific behaviour or any particular industry where this form of behaviour is likely to occur. However, although a general article, it does highlight the key point that there are group behaviours which can lead to cliques being formed. This has been explored further by McLeod, S (2019) in his “Social Identity Theory” whereby he argues that when a group is formed, the group will find negative aspects to any other “out group” to enhance their own self-image. 

 A new person joining this team may feel pressured into wanting to join this clique so that they are not left out of the group, this then carries a further risk as by wanting to join the clique, they could mirror the same unethical behaviours that the team is displaying to future members who join the group as highlighted in the Social Identity Theory. This could then result in themselves breaching the Code of Ethics (College of Policing, no date). Alternatively, a clique may be formed against a new member of the group as the team may not adhere fully to the Code of Ethics for example whereas the new member may see it as wrong and challenge them, as such leading them to be detached from the team. This is one of the many reasons why a strong supervisor or colleagues are crucial to the integrity of the police service as Williams, M (no date, Pg. 76) uses the quote “a leader who is not on board is a major liability” which can be mirrored to teams within the force as if unsatisfactory behaviour in the workplace goes unchallenged then it can lead to not only misconduct but also a lack of faith in the police service by members of the public.  

Flint, M (2016) argues that “team members absolutely need to be acquainted”, Flint highlights that one of the possible reasons for this is for the need for each member to be able to trust one another. Fortunately, this model accommodates for this likely scenario during the ‘storming’ phase where it is expected that the group will set their own personal boundaries and expectations. It is important that team dynamic models such as this also include the possibility of conflict as it is unrealistic to expect a group of people to naturally all work well together straight away. With this inclusion into the model, it allows for the time to be taken for the team to work out any potential conflict with one another that could jeopardise their professionalism whilst carrying out their role. Time is also a key feature for teams to start to bond together, as “the more time members of a group spend together, the stronger the bond between them” (Corporate Finance Institute, no date). Without time being allocated for a group to bond, the less likely it will be that the team will perform at their best operationally. Time does not seem to be considered within this model, this could be argued as a strength and a weakness as although no time period is provided as guidance, it provides the leader the freedom to decide when the right time is to move forward. 

The unfortunate key missing feature to this model is that it does not provide any solution or alternate scenario if the workplace conflict is not able to be solved straight away. This limits the model’s effectiveness as if the conflict is not resolved then it renders the rest of the model as futile as the model relies on the group working out their differences and moving forward as a team. Models such as ‘Thomas-Kilmann’s Conflict Mode Model’ (Last, S. no date) on the other hand are completely opposite to Tuckman’s model as it’s only considerations are for when there is conflict within a team and it provides five different solutions to solving the issues within a group. This model provides solutions in how to combat strong personalities with in a group so that they are able to work well together as a team. It is significant that a model has been designed around the topic of workplace conflict as it clearly demonstrates how big an issue it can be. The positive feature to this model is the volume of solutions it provides to help teams work well together, as one solution cannot fit every scenario, with this variety of possible solutions, it allows the leader of the team to decide which course of action would best be suited to the situation. The main negative points being that it does not accommodate for any of the initial phases of how a team begins to form like Tuckman’s Model, nor does it include how teams can progress after resolving the conflict they once had or what actions to take if the same issues appear once again, this could leave a team vulnerable to failure as if the team are not working together then the goal simply cannot be achieved. This can then further limit the model as really the only use for this model is if there were to be any conflict within a group as opposed to the dynamics of a team and how a team is formed. It still can be said however that it does remain as an important model should any conflict arise in a group.  

Wroblewski, M (2020) argues that “Most working groups benefit from some form of structure”. This can be interpreted that without some form of structure within a group, it is likely that they would not be as efficient compared to a group that had structure. The Belbin Theory of Team Roles (Belbin, no date) recognised this issue and it manages to provide a role for each team member that suits their individual strengths and weaknesses. Importantly, the theory recognises the person’s personality and will match their personality to a specific role. This would allow the teams to function and adapt far quicker than the Tuckman model for example as there would be no requirement for the teams to ‘form’ together. On the other hand, this theory is not without its flaws. Unfortunately, the model only accommodates 9 separate roles within a team, meaning that if there were more than 9 persons within a team, then there would be an overlap of roles creating an imbalance which could lead to the team becoming inefficient and counterproductive. Especially as one of the roles which are labelled as a ‘shaper’ has a personality weakness that “they may offend people”. This would likely result in workplace conflict occurring. Another weakness that can be drawn from the model is the lack of a clear leadership role. Although some of the roles relate to having leadership qualities such as the ‘co-ordinator’ role who “delegates work appropriately”, there is no clear leader within the team that can push the team forward and take control of the situation. Without a leader, it is likely that the team would not achieve anything as “when the leader isn’t present…decisions typically don’t get made in a timely manner or at all without a leader” (Eades, J. 2016). Similarly with the Tuckman model, the theory relies on a leader to shine through to structure and organise the team. Finally, the model also does not recognise for the possibility of workplace conflict and how to manage it if it does occur. Strategies found within ‘Conflict Mode Model’ could have the ability to enhance team performance if they were to be utilised alongside this model however, without this the model runs the risk of collapsing if conflict occurred and it was not resolved immediately. 
In conclusion, having analysed the different models in which to improve team cohesion, there is an argument to suggest that the Tuckman Team Model is the most effective and detailed model to promote team cohesion and dynamics. The model allows time for the team to get to know each other and work out any issues they face early on in the ‘forming’ stage’. Although other models may cater for conflict to occur, this model caters from when a team first meets to when they become fully functional. Ideally, if all the models were used in harmony together to assist in forming a team and improving team cohesion then an argument could be made that this would be the most beneficial way to make a team become the most optimal they could possibly be. This will also reduce the risk of any potential misconduct as other members of the group would suitably challenge their behaviour if it was not at an acceptable level. Ultimately, the clear trend in all of the models are that every team requires a strong and clear leader to guide them, if there is no clear leader then it is likely that the team would fall apart.   

WORD COUNT: 1868








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 explore how the police’s use of information and intelligence can not only detect patterns of crime and routes taken by organised crime groups but also how the police disrupt these groups. The essay will identify the different systems police use to assist them and it will also outline the use of ANPR and how important a tool it is for the police. Finally, a conclusion will be drawn from the findings.

The term ‘intelligence’ in the policing context has been defined as “information that has been analysed to assess its relevance and reliability” (National Crime Agency, no date). Intelligence is gathered through different forms, the main source of information comes from members of the public who report their concerns to the police, and this information is then assessed and is released to officers if it is of any value to assist officers on duty. The College of Policing (No date) acknowledge the importance of intelligence as they have stated “Forces should use intelligence and enforcement to disrupt criminality”. This quote demonstrates how strongly the organisation feels towards intelligence as they are advising every force to utilise the intelligence they receive. Forces such as Northamptonshire Police (2020) realised the need for improvement and invested in “100 new ANPR cameras” within the last year. This investment is a significant step forward for the police in recognising the benefits of modern technology. This could be due to the issue of county lines activities continuing to grow with “90% of English forces now seeing crime groups in their areas” (Children Society, no date). The police will therefore need to continue in investing into technology to stand any chance in stopping and preventing this type of criminal activity in their area. If there is a lack of investment in this field, it is possible that crimes will go undetected.

Automatic Number Plate Recognition is arguably the most accurate form of technology the police has. Rhead, M (no date) believes that “in standard use, ANPR is remarkably accurate”. The reason for this could be that it provides real time information of a vehicle’s location including what lane the vehicle was in and what time the car passed the camera. The cameras store data of what vehicles have passed them on the road for a number of days. This enables the information that has been gathered to be used as an investigative resource which is very useful to officers as for example, if a crime group frequently travelled down a particular road at a particular time, the pattern of the route that vehicle takes could be detected; that road then could be targeted by officers to disrupt the group; to possibly identify any road traffic offences that are being committed or alternatively, the information could be used to track the vehicle through other ANPR cameras to see where the vehicle’s journey starts and finishes. Another advantage of the storage of information is that if an officer was dealing with a live incident and a person of interest left in a vehicle, the vehicle’s number plate could be added to the ‘hot list’ which means that the ANPR cameras will alert the control room if that number plate passes. Without these cameras, it is much more likely that these organised crime groups would go undetected on the roads leading to an increase in crimes being committed and possibly going unsolved.


Fortunately, organised crime groups have to use the roads to facilitate their illegal activities meaning that roads policing officers can proactively stop vehicles in that area to hopefully prevent and detect crime. It is also crucial that not only the intelligence gathered but also that it is acted upon as this will allow officers to disrupt the group’s criminality. On the other hand, due to the current impact of Covid-19, Sadiq Khan who is the Mayor of London announced in 2020 that “£109.3m will be cut from police over the next 2 years” (The Guardian, 2020). Although this announcement was in relation to the Metropolitan Police’s budget, budget cuts are affecting every force across the UK for example “between March 2010 – March 2018, England and Wales lost 21,732 police officers” (BBC News, 2019). The knock-on effect of this being that money and officers would need to be prioritised in other departments leading to a lack of investment in areas such as technology which will unfortunately likely lead to more criminal groups going undetected. 


Every officer when policing the roads at some point will use the Police National Computer (PNC). This is a national system which contains information on every vehicle in the UK (HMICFRS, no date). This information will show whom a vehicle belongs to, who is insured to drive the vehicle along with the expiry of the vehicle’s MOT. One of the benefits to this system is that not only can officers access the system quickly through either their work mobile phones or through their radio, they can also see whether any road traffic offences have been committed e.g. a driver driving without insurance. Unfortunately, the slight disadvantage to PNC is that the data shown is at least 7 days old meaning that the data is not always the most accurate and up to date information. This however is a slight inconvenience as opposed to a major issue. One intelligence benefit from PNC is the addition of the “Vehicle Online Description Search (VODS)” (College of Policing, no date). This type of search allows officers to search for a vehicle of which they do not know the full registration of. This can be used as an investigative tool to identify any vehicle major crime groups are using if the full registration is not known which sometimes happens. Another benefit is that it can be used during a live incident if a vehicle fails to stop for officers and a partial registration is captured. One of the negatives to this system is that usually you will need at least 4 or 5 characters of the vehicle’s index along with the vehicle’s make, model and colour so although it is a good investigative tool, you do require a lot of information of the vehicle to be able to identify it’s full registration.

Another benefit to PNC is that if a vehicle was stolen anywhere in Europe, a ‘Shengen’ alert will be attached to the number plate and chassis number of the vehicle. The “Shengen Information System” (European Commission, no date) was created so that if a wanted person was driving the vehicle for example, it could be detected in other countries for forces to be aware. Fortunately, the British police forces have access to this system which will alert ANPR cameras if it passes them. This form of intelligence effectively assists roads policing officers as it allows for stolen vehicles to be highlighted on the intelligence system and will alert the control room should it pass a ANPR camera. Stolen vehicles are also used in crime as Zercoe, C (no date) argues “you need stolen vehicles for crimes like drug dealing”. Therefore with this marker, officers will be able to deploy quickly to the area the vehicle was detected in and take positive action. Unfortunately, criminals have become aware of this system and it is now often the case that they physically remove the number plate and replace it with a cloned plate, this makes the system futile unless an officer manually searches the chassis number of the vehicle.

One way in which intelligence can disrupt the more serious crimes is through the use of ‘ACT’ markers. These are “action reports that may include the requirement to stop a vehicle” (College of Policing, no date). To highlight its effectiveness, Operation Railcar was created and the use of ANPR combined with ACT found 40 medium to high risk child sexual exploitation suspects (CSE Police & Prevention, no date). This operation alone illustrates how targeted use of the systems can be beneficial to the police. Another benefit of this type of marker is that it can be displayed on PNC all over the UK for any type of crime, allowing other forces to view this marker and take appropriate action. This is significant as usually criminals within county lines for example often travel across different force areas meaning that usually they would go undetected due to forces having different police systems leaving them unable to link the driver and passengers to incidents or intelligence that occurred in other forces. The negative to this type of intelligence is that most police cars other than roads policing units are not equipped with on-board ANPR technology meaning that unless an officer recognises a particular number plate or a manual search of PNC is conducted it is likely that the vehicle would go unnoticed. This is another reason why the investment of ANPR cameras is important as through ANPR, it will alert the intelligence department of the force of the vehicle entering the force area and provide details of the marker.

Similarly to ACT markers, the police also have access to the Police National Database (PND). This is a system which “shares intelligence and other operational information, to prevent and detect crime and make communities safer.” (National Police Improvement Agency, 2020, Pg. 6). This is similar to ACT in that all forces have access to this system and it allows forces to information share with one another. The benefit of this system compared to ACT is that it stores all known intelligence from every force on not only vehicles but also people. This is very important as ACT usually contains a brief summary of why a vehicle needs to be stopped whereas this system allows you to view all intelligence in detail. The disadvantage to this system is that it is not automatic and the search has to be done manually and the results are not instant making this system far less efficient for front lines officers on the roads who require the information as soon as possible. Unfortunately, an inference can be drawn that all these systems heavily rely on ANPR to have any bearing on how effective they are on the roads. Whilst this is partly true, response and roads policing officers use these systems every day without the need or use of ANPR, so although ANPR is a great and important tool in assisting officers, it is not exclusively the only tool that is used. 

In conclusion, all the current information and intelligence systems the police use are beneficial to their role to assist them in effectively policing the roads. The systems when they are combined together are an excellent tool in detecting criminal patterns, vehicles involved in crime and stolen vehicle amongst other things. Without these systems, officers would have a much lower chance of ever detecting organised crime groups in their force area. If technology is continuously invested in by the forces, it will benefit them in detecting and deterring organised criminals in their force area making their roads a safer place. 
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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 
 
 
 
 
 
 
 
 
 
 
 
 
	
	Med 
5-7 
	
	
	Med 
5-7 
	
	 I feel that my knowledge of legislation, powers and policies amongst other things in the force is satisfactory and is expected at my level of service. I am to improve my wider knowledge of the law over the next 6 months to assist me as part of my duties.

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	
	Med 
5-7
	
	
	Med 
5-7 
	
	 I feel that my skills are at a level with what the force expects me to have with my level of service, I have opted for additional courses which were not mandatory to improve my skillset which have been beneficial to me in my role. I aim to get onto more courses in the next 12 months to assist me in my role as a police officer

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	
	Med 
5-7 
	
	
	
	High 
8-10 
	 I feel that my experience so far has been very valuable to me with the incidents that I have attended and dealt with. I have attended some very serious incidents which other students may never attend depending where they work in South Wales and this has helped me form into a better officer. I aim to continue to attend all calls that I can and be proactive so that I can develop my experience. 
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