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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. 


1000 words (+/- 10%: include your actual word count at the end of each section)


	
ANSWER:

Since gaining my independent patrol status I have experienced and observed a range of organisational culture within policing, all of which have affected my wellbeing and resilience in some way. In this essay I am going to be reflecting on how organisation culture within policing has impacted my wellbeing and resilience, as well as discussing the risks of conforming to such cultures. I will also be illustrating strategies I have used to maintain wellbeing and resilience and will be referring to the Kolb Reflective Cycle throughout. 

Organisational culture can be defined as the beliefs, values and assumptions shared by members of an organisation (Grieve, Hartfield and MacVean 2007). It can also be defined as “the collection of relatively uniform and enduring values, beliefs, customs, traditions and practices that are shared by an organisation’s members, learned by new recruits and transmitted from one generation of employees to the next” (Huczynski and Buchanan 2007). Organisational culture effects an individual’s attitude and behaviour, whether this be positively or negatively. For many new recruits understanding and learning an organisations culture can be challenging. Research conducted by Dr Sarah Charman (2017) looks into both the new and lasting cultural characteristics of the police. Her findings are based on recent research conducted regarding the development of new police officers during their first four years of service and concluded that with society, policing is changing and organisational culture is not static.

Organisational culture in my experience has been both beneficial and deleterious to my wellbeing and resilience. I’ve recently conducted an Investigative Hub attachment where I worked alongside a number of experienced officers. The one day I was paired up with an older male officer who had a very negative opinion in relation to Policing. He made a number remarks about new recruits not knowing what they are doing and even stated to another officer on his attachment with me that he was far too keen as he hadn’t been ’in the job’ long enough. The case we were dealing with was a domestic assault where the victim had withdrawn her statement, no longer supporting a prosecution. The male officer kept stating that us dealing with the incident was a waste of time and he was fed up of dealing with incidents where the victims do not want our help. I was aware that this female was a repeat victim and from having a long conversation with her over the phone, learned she had simply lost faith in the criminal justice system. The male officer kept stating to me that ringing her was a waste of time as the victim will never change her mind. This officer’s remarks and opinions in relation to Policing started impacting my wellbeing. The Oxford English Dictionary (2016) defines wellbeing as “the state of being comfortable, healthy, or happy.” However, it is important to note it also includes other things such as, a person’s sense of purpose (Mental Health Foundation, 2015). I feel as though I tested my own personal values and did not let the male officer’s opinion convince me that liaising and reassuring the victim was a waste of time. I understand how easy it would have been to listen to the officer, allow his opinions to influence my mind-set as I was in the Hub for my ongoing development and wanted to fit in as part of that team. Other officers may have easily conformed to this belief that victims who don’t want our help are a waste of time, which in turn would have a detrimental effect on the quality of policing and service provided for victims. The stresses of being a Police officer over time can lead to negative attitudes and loss of enthusiasm (Lumb and Breazeale 2002). This can easily be projected onto new and enthusiastic officers so I am pleased that my desire to fit in did not override the most important aspect which was helping safeguard a high risk repeat victim of domestic assault. Later that day, I had a recognition email from the Hub Chief Inspector to congratulate me on my hard work the previous day on getting a victimless charge and remand on another high risk domestic perpetrator. Recognition emails from senior management makes you appreciate that the hard work you put in doesn’t go unseen. This aspect of organisational culture had a massive positive impact on my wellbeing and resilience, motivating me to continue working hard and putting victims at the forefront of my policing despite the opinion of other experienced officers. 

Since achieving my independent patrol status I have faced a number of challenging and demanding incidents where as a result I have implemented a number of strategies to help maintain my wellbeing and resilience. An article by Kendra Cherry (2020), discusses the meaning of resilience and how to build on it. She stated that resilience is the “psychological strength to cope with stress and hardship”. Resilience can be increased through building an understanding of what causes you stress and implementing coping strategies to help recover from them. I have found having people I can trust and confide in has really helped me build resilience. I have remained good friends with another officer who was in training with me. We regularly meet up and unconsciously unload and discuss the difficulties we are both facing in our roles as new police officers. Cherry (2020) discussed in her article that sharing difficulties may not necessarily make them go away but can help you feel like you have someone in your corner. I have found in the past that discussing things with others has helped me consider new ideas to assist in managing the challenges I’m dealing with. It is important when building resilience and maintaining a good wellbeing to focus only on what you can control. I found myself quite often getting overwhelmed and stressed over aspects of the job that were beyond my control. Cherry covered this in her article and stated that even when situations seem dire, taking realistic steps to help improve the situation can help improve your sense of control and resilience (2020).

To conclude, organisational culture has had both a positive and negative effect towards my development as a newly independent officer. As per Charman’s research (2017), organisational culture is not static and there is even a prospect of developing a new culture within policing. As part of the new generation of Police officers I believe that I have the responsibility of upholding positive beliefs and values towards the role I carry out, so that it can be portrayed onto the generations of Police officers that follow.
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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. 

1500 words (+/- 10%: include your actual word count at the end of each section)





ANSWER:

In my experience, when faced with complex and unpredictable circumstances the most effective way to make decisions is by utilising the National Decision Model (NDM). In policing, ethical decision making is guided by the NDM, which provides the policy basis for taking action or deciding not to act (Bryant and Bryant 2019). In this essay, I am going to be reflecting on my use of the National Decision Model (NDM) during a complex and unpredictable policing incident as well as evaluating the decisions made during the incident and explaining the rationale behind my decisions. Throughout this essay, I will be referring to the Gibbs reflective cycle to explore the incident. 

The initial call I received disclosed that there was a domestic incident ongoing at a nearby address. A 21 year old female had reported that her intoxicated mother was causing a disturbance and had assaulted her and her father. On receipt of this information I began conducting the NDM cycle by gathering all available information and intelligence I could before attending the call. I asked the control room for any names, details or warning markers attached the address and was informed there was a critical marker on the address for domestic violence. The alleged aggressor also had a warning markers for violence. Based on this information I conducted a dynamic risk assessment by identifying hazards and assessing any risks before attending the call. I was aware the female aggressor at the address was intoxicated which means her demeanour and actions could be unpredictable. On arrival at the address I was met by the reporting person (RP) in the front garden. She explained that her mother does not reside at the address and had showed up that morning intoxicated. I continued to speak with the RP whilst my colleague went to speak with the father and other sister. I established that the intoxicated female was inside the address, asleep and made the decision to continue speaking with the RP and obtain a first account from her, whilst the intoxicated female presented no threat to anyone. I remained alert however, that these circumstances could quickly change. After speaking with the RP it became apparent that her mother, whilst at the address, demonstrated aggression and hostility towards all who were present, resulting in assaults on both her and her father. I determined that these assaults amounted to Common assault contrary to Section 39 Criminal Justice Act 1988 as no visible injury had been caused to either. Subsequent liaison with my colleague allowed me to gain further information and understanding that the RP’s account was corroborated by both her father and sister. Based on this I began to develop a working strategy to arrest the intoxicated female for two counts of Common Assault. Before doing so, I deliberated my powers and policies. An officer’s statutory power of arrest is derived from Section.24 and Code G of the Police and Criminal Evidence Act 1984 (PACE). As stated by Bryant & Bryant (2019), for an arrest to be lawful a person must have been involved, attempted to be involved or suspected of involvement in the commission of a criminal offence and that there are reasonable grounds for believing the person’s arrest is necessary. Following my conversation with the RP and my colleague’s conversation with the other family members, I had reasonable grounds to believe that the intoxicated female had assaulted her daughter and ex-husband and that arresting the female was necessary to ensure the victims were safeguarded. Looking back, I feel as though making the decision to arrest the female at this time was the most effective decision. I had gathered sufficient evidence to identify what offences had been committed which is something I might not have established if I had decided to arrest the female on arrival at the call. 

My colleague and I went inside the address whilst the RP, her father and her sister went into a neighbours address. I knew by separating the parties I was reducing the risk of further offences occurring. I found the intoxicated female in the living room asleep on the sofa. I looked around the room and could see no objects that she could use as a potential weapon towards myself or my colleague and so woke the female up. The female was immediately hostile and became very irate. I spoke to the female in a calm manor trying to explain to her what was about to happen however, due to her level of intoxication she was not acknowledging anything I was saying and becoming aggressive simply due to our presence. I formally arrested the female and cautioned her. I asked her to stand up from the sofa which she refused to do, she was verbally aggressive towards both myself and my colleague, refusing to leave the property and directing threats to assault us. I continued to liaise with the intoxicated female in a calm yet authoritative manner, making attempts to resolve the situation by verbally reasoning with her and appealing to her to gain compliance with my requests. Following her continued refusal and ongoing aggression towards us I took hold of the females arm to prompt her to stand up and she immediately began resisting. Assisted by my colleague we took hold of the female who continued struggling violently and took her down to the floor in order to handcuff her safety, to the rear. Once I had full control of the female I began going through the NDM again to ascertain whether force was still necessary.  I concluded that despite the fact the female had calmed down, she still posed a risk to myself and my colleague due to her unpredictable demeanour and intoxication. I therefore kept the female in handcuffs until we arrived at Police custody where the threat she posed to myself and other colleagues had diminished. 

Police officers often face complex and unpredictable circumstances where they are expected to make difficult decisions. Elion (1969), describes the decision process as a “series of steps, starting with information output and analysis and culminating in resolution, namely a selection from several available alternatives”. In simple terms, a decision is a conclusion or resolution achieved after consideration and is the end of a deliberation and the beginning of an action. From my experience, I believe the best way to make decisions in uncertain circumstances is to ask questions and gather as much information as possible. Risk is an inescapable part of every decision (Buchanan and O’Connell 2006) however, by obtaining as much information as possible and building on your knowledge of an incident allows you to be more equipped to deal with what you may encounter. In this incident in particular I obtained as much information as possible before dealing with the aggressor allowing me to identify any risks I may come across. I knew the female had previous of history being violent and was intoxicated, meaning her demeanour could be unpredictable however, being aware of unpredictability is necessary to managing it. Effective awareness allows you to pause and assess the situation (Strauss Einhorn, 2020), as I was aware the incident could be uncertain and fast changing it allowed me to act quickly when the intoxicated female began lashing out upon arrest. When recording the details of this incident I implemented the NDM to explain the rationale behind my decisions. Decisions made by Police officers can often be subject to scrutiny, so recording all facts after an incident is principle. Referring to the NDM is also helpful when exhibiting how policing values were upheld when making decisions. As stated by Bryant and Bryant (2019), “The legitimacy, authority and even the effectiveness of the police depend on the exercise of ethical decision making”. The Code of Ethics is the central feature of the NDM and encourages officers to act in accordance with the code and use their discretion where appropriate (College of Policing, 2014). In my opinion, one component of the Code of Ethics I have demonstrated in this incident is Authority, Respect and Courtesy. The family ties remained an ongoing dilemma for the victims, despite their mother’s actions throughout the incident. I was aware of the victim’s reservations and reluctance to support this to a criminal justice outcome and made sure my decisions had the best intentions of all those involved. 

Overall I think the incident was successful, with the female later being bailed with conditions not to attend her families address. The NDM assisted me throughout and I feel as though valuable decisions were made prior to our arrival at the call. I was aware of the female’s violent warning markers, therefore aware of the risk she posed. I am also pleased that I obtained a first account from the victim, gathering a substantial amount of information which allowed me to make a rational and logical decision. If the incident was to arise again I would consider requesting for extra units to attend as when arresting the female my use of tactical communication was unsuccessful, causing the female to become violent. Despite the fact my colleague and I regained full control of the offender, she could present a future risk to other officers who may encounter her on their own, raising the impact factors of size and the aggressive nature of the offender. Overall however, all three family members have been safeguarded as a result of the decisions made at the call which I consider to be the best possible outcome in any circumstance. My use of the NDM throughout this scenario allowed me to make safe and effective decision to defuse this situation. Thus showing that my use of the NDM in high pressure situations where split decisions count make me a better Police Officer with better abilities to safeguard the public, my colleagues and myself. 
1633 words.







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).


1500 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

Understanding team dynamics is essential to achieve effective teamwork. Team dynamics are the psychological and behavioural factors that influence a team’s performance and are created by the personalities within a team and how they interact with other members (University of Notre Dame, 2020). This essay will evaluate theories of team dynamics as a means of developing team cohesion, and consider why inter-personal conflict can occur within a team. This essay will also consider and discuss strategies for enhancing individual and team performance and how team dynamics within the police service can result in failing to comply with professional standards. 

The key to achieving positive dynamics within a team is open communication as it builds and maintains trust. Occasionally there can be conflict within a team dynamic and without intervention, these conflicts may lead to a lack of trust and poor performance. Interpersonal conflict can often occur within a team when it is going through a developmental stage. The stages of group development were proposed by Bruce Tuckman in 1965, who described the four stages that new teams progress through as forming, storming, norming and performing. A fifth stage was added later on by Tuckman and Jensen called adjourning (Cruthers, 2019). Forming is the first stage of Tuckman’s model. This stage is the initiation phase where there is a high dependence on the leader and preliminary boundaries and expectations are established (Cruthers, 2019). In this stage the leader must be prepared to answer questions surrounding the team’s purpose as individual roles and responsibilities are often unclear. The next stage is the storming stage. This stage is usually where the preliminary expectations are challenged and individual working styles conflict. By being able to handle the conflict effectively at this stage however, can allow for progression and development. In the norming stage, a team will start to resolve their differences and appreciate other team member’s contributions (Clarity Leadership, 2021). Methods of providing feedback to one another are established and respect within a team develop as members begin to share responsibility and control. The third stage is the performing stage. This is when a team now begins to perform well and has developed a sense of positivity and confidence. Team members begin to naturally project their team role strengths and the leader’s role becomes less formalised. The final stage in Tuckman’s theory is the adjourning stage. In this stage most of a team’s goals will have been accomplished and as a team disbands, each member can take with them comprehension and knowledge of the process (Miller, 2014). In terms of developing team cohesion Tuckman’s model can be very successful in achieving this. The model is versatile and demonstrates that as a team develops, relationships establish. In every stage of the Tuckman’s Model communication is a critical component, team members learn about one another and as a result can provide support and motivation. The model however is not a linear progression. Teams can move in-between stages of Tuckman’s model and not always progress forward because as new tasks come up or new members join, the team may lapse back into the storming stage behaviour (Clarity Leadership, 2021). Overall, Tuckman’s model is successful in allowing someone to speculate the stages that a team proceeds through but does not clarify when each stage of the model starts or finishes.

Another theory relating to team dynamics and intended to build team cohesion is The Five Dysfunctions of a Team which is a book, written by Patrick Lencioni (2002). Lencioni discusses that teams can be dysfunctional because they are made up of individuals with varied interests, assets and flaws. However, with knowledge, courage and discipline, teams can just as quickly become not only cohesive, but high performing (Lencioni, 2002). The first dysfunction fabricated by Lencioni, is absence of trust. Zartler (2017) explains this as when a team member is unwilling to be vulnerable within a group and admit their mistakes or need for help. The second dysfunction of a team is fear of conflict. This is when teams that lack trust are incapable of engaging in passionate debate over key issues. Zartler (2017) suggests encouraging healthy conflict to overcome this. The third dysfunction of a team fabricated by Lencioni is lack of commitment. This occurs when there is a lack of conflict within a team and it is difficult for team members to commit to decisions, creating an environment where ambiguity prevails. The fourth dysfunction is avoidance of accountability. This is when team members avoid the responsibility to call peers of their actions and counterproductive behaviour, allowing standards to drop and poor performers to slip by. The final dysfunction of a team is inattention to results. This is when team members focus on their personal success and needs ahead of the collective goals of the team. When a team has a solid base of trust, healthy conflict and commitment setting aside personal needs for the sake of the team should be easier (Zartler, 2017). Lencioni’s Five Dysfunctions can also be successful in achieving team cohesion as the model provides useful insight about team dynamics and identifies the many reasons why a team may fail. Curphy and Hogan (2012) discuss in their book however, the major drawbacks of The Five Dysfunctions of Team model. They discuss that despite Lencioni's model providing useful insights, Lencioni’s theory is a work of fiction and is not based on research. In comparison to Tuckman’s model there is a strong correlation. Both theories portray that the purpose of teambuilding is to increase openness and trust. Both theories recognise that a team will succeed by acknowledging imperfections within the group and to overcome them through conflict, accountability and a focus on the team’s overall goal. Overall, to effectively achieve team cohesion a team must have trust and commitment which is the intended outcome of both these models. If used effectively team cohesion could be achieved however, there is no clarity as to when both models start and end. 

Successful teamwork within policing is vital as you are often faced with difficult situations and expected to rely on your colleagues for help. However, like all teams, interpersonal conflict can occur especially if a team is within the storming stage of Tuckman’s model. Interpersonal conflict is any type of conflict that arises when two or more people share different viewpoints (Indeed, 2021). Numerous reasons and causes of conflict have been identified by researchers such as, personality differences, poor communication and environmental stress. Other researchers suggest that interpersonal conflict can arise from sources such as organisational change and lack of trust (Bibi & Karim, 2015). An article by Perera (2020), discusses that there are five main causes of conflict within a team, information, environment, conflict, skills and identity. She discusses that conflict is a normal part of any team and the best way to deal with it is by being open to it and addressing it as quickly as possible. Unresolved conflict between team members or supervisors will result in poor service delivery and performance. To effectively deal with interpersonal conflict within a team, conflict resolutions models can be applied to enhance individual and team performance. One example is the CUDSA model. CUDSA stands for confront the situation, understand the other person’s position, define what the problem is, seek a solution and agree a course of action (Davis, 2007). This model can be used to acknowledge conflict within a group and resolve it by encouraging team members to voice their opinions whilst listening and accepting others.  

Another strategy that can enhance performance and tackle interpersonal conflict within a team is The Emotional Intelligence Theory. This theory was developed by Peter Salovey and John Mayer however, it was not until the publication of Goleman’s (1995) book that the term emotional intelligence became popular. Mayer and Salovey (1997) define emotional intelligence as, “the ability to perceive emotions, to access and generate emotions, to understand emotions and emotional knowledge, and to reflectively regulate emotions so as to promote emotional and intellectual growth". It is simply a skill which can enable someone to recognise and control their emotions, recognise others emotions and build working relationships. Research suggests that there is a significant link between emotional intelligence and constructive work development including improved performance and reduced levels of stress (Singh and Sharma, 2012). Goleman’s model of Emotional Intelligence identifies five domains of emotional intelligence. They are self-awareness, self-regulation, self-motivation, social awareness and social skills. In brief, the five domains relate to knowing your emotions, managing your emotions, motivating yourself, recognizing and understanding other people’s emotions, and managing relationships (Serrat, 2017). Emotional intelligence and being emotionally aware is part of the College of Policing Competency and Values Framework (CVF). The CVF set outs behaviours and values to support all policing professionals and is made up of six competencies that are clustered into three groups. Being emotionally aware falls under the resolute, compassionate and committed competency. Adopting emotionally intelligent behaviour allows officers to value diversity within a community which in turn enhances officer’s ability to communicate with respect and compassion, helping drive and maintain public trust (College of Policing, 2021). Failing to comply with this component of the CVF and not incorporating emotional intelligence within team dynamics, would result in failing to comply with Policing professional standards. 

To conclude, both Tuckman’s and Lencioni’s models demonstrate the ability to achieve team cohesion if used productively. Communication is a substantial component in both models as they encourage team members to recognise and acknowledge conflict and imperfections. Every person within a team shares different opinions, values, strengths and flaws which can cause conflict however, by accepting this, considering emotional intelligence and engaging in open communication, a positive and productive team dynamic can be achieved. 
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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. 

1500 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

“A criminal’s use of the road ranges from minor motoring offences to international organised crime” (College of Policing, 2019). Proactive policing of the roads not only prevents crime by limiting the abilities of criminals, but improves road safety. This essay analyses the importance of information and intelligence and how it can be utilised to disrupt crime on the roads. This effective policing of the roads also relies upon automatic number plate recognition (ANPR) which is used as an investigative resource to track and disrupt criminal activity. 

Information and intelligence plays a vital role in the disruption of criminality on the roads. As stated by the National Crime Agency (2021), “Intelligence is information that has been analysed to assess its relevance and reliability” and the collection, development and dissemination of intelligence allows the police to make effective decisions (College of Policing, 2015). When utilising information and intelligence to disrupt criminality on the roads, working with partner agencies is essential. A multiagency problem solving approach facilitates information and intelligence sharing which in turn, enriches and enhances the intelligence picture. The College of Policing ‘What Works’ menu of tactics on disrupting serious and organised criminals (2021) is an example of how to build on intelligence and work with partner agencies to disrupt criminality. The ‘what works’ menu is split into six areas of a criminal’s lifestyle that can be targeted. These include lifestyle, behaviour, vehicles, travel, business and crime. The document promotes a multiagency problem solving approach with greater focus on the principle causes. One tactic discussed within the document, targeted to disrupt a criminal’s use of vehicles, is driving licence interventions. This can include disqualification through point’s accumulation, licence revocation or drugs conviction data. An example discussed was an incident where a member of an Organised Crime Group (OCG) had been reported for using his mobile phone whilst driving. The OCG member already had nine points on his licence and was disqualified from driving based on point’s accumulation. The OCG member then employed a driver, increasing the intelligence gathering opportunities and allowing the police to focus on the driver as an alternative. The impact of this tactic removes the ability for an offender to drive themselves as well as increasing intelligence and disruption opportunities (College of Policing, 2021). One of the main aims of roads policing is disrupting criminality and a proactive approach to this, through the use of information and intelligence, in turn denying criminals the unchallenged use of the road network.  Intelligence led operations and new technology such as ANPR are examples on how intelligence can be utilised to tackle criminals on the roads. 

An example of a specific intelligence led operation tackling criminality on the roads is Operation Trivium. Operation Trivium is a multi-agency operation that launched in 2013 with the aim of “tackling foreign national offenders who use the EU road networks with a specific focus on disrupting criminality” (Europol, 2018). The operation was set up by TISPOL, The European Traffic Police Network (NPCC, 2017) and took place in numerous locations in England, Wales and The Netherlands (Europol, 2015). Operation Trivium is a week-long operation where teams of officers use ANPR cameras to stop specific vehicles of interest. They are equipped with on the spot intelligence that can be accessed from a central command centre based in The Hague (NPCC, 2017) or can run checks on people and vehicles through Europol and The National Crime Agency agents at the intelligence hub. Operation Trivium also sees officers from Romania, Lithuania, The Netherlands and Europol join UK counterparts to assist in tackling foreign national offenders using the UK road networks (NPCC, 2015). During the 2015 Operation Trivium, around 800 people were arrested in the UK, including those wanted on European Arrest Warrants for serious crimes in their home countries and 8,440 vehicles were stopped, of which 616 were seized (Europol, 2015). Superintendent Paul Keasey who led the 2013 operation stated that “The operation has allowed us to forge strong links with eastern European police counterparts, share information on criminals and any emerging tactics used by offenders” (NPCC, 2017). Operation Trivium demonstrates the effectiveness of intelligence sharing and the benefits to cross-border partnership working in tackling criminals who facilitate the UK road networks to commit crime. 

Along with information and intelligence, technology is also used by the Police to tackle and disrupt criminality on the roads. One technology available to forces is ANPR, which is defined as a “surveillance capability that uses mobile and fixed road-side sensors to read vehicle number plates and instantaneously cross-match them with information and intelligence held on the Police National Computer and linked systems” (NPIA, 2009). ANPR is used by most Police forces and other law enforcement agencies across England and Wales to detect, deter and disrupt criminality at a local, force, regional and national level (Home Office, 2020). ANPR is a proactive policing tool for both response policing and investigations, which can used to develop intelligence and prevent crime by targeting criminals through their use of the roads (College of Policing, 2019). When a vehicle passes an ANPR camera, it will read the vehicle’s registration number by capturing digital images of it and will instantly check it against database records. A record of all vehicles that pass by a camera is stored, including those for vehicles that are not known to be of interest at the time (NPCC, 2021). The national ANPR data centre (NADC) stores ANPR data for one year, meaning data can be retraced and accessed for investigative purposes. Depending on the specifications of readers and cameras, ANPR can read up to 3,600 number plates per hour (NPIA, 2009). ANPR has proven to be important in the detection of many offences, including locating stolen vehicles, tackling uninsured vehicle use and solving cases of terrorism, major and organised crime. (NPCC, 2021).

The National Policing Improvement Agency developed a guide in 2009, to illustrate what ANPR technology is and its potential use in investigations. The report highlights that ANPR can be used in investigations ranging from major to volume crime and provides valuable information which can be used to develop lines of enquiry in an investigation. ANPR data can enhance the intelligence picture by identifying where a vehicle has travelled and when. This allows the Police to develop enforcement opportunities such as arrest plans and can be used with other sources of information such as CCTV to identify who was driving and any potential passengers. The report showcases a number of successful case studies where ANPR has been implemented. One example being an operation set up to develop profiles on members of an organised crime group (OCG). The ANPR data gathered as part of the operation was significant to profiling the movements and lifestyles of the targeted members and even led to the discovery of regular movement between two cities that were not previously known to the intelligence team. This incident demonstrates that ANPR is a more cost effective option and can achieve the same results as more costly options such as surveillance. The report discusses that overall ANPR is an efficient investigative resource as it can be layered with other data such as surveillance, CCTV, witness reports, Alibi’s, communication analysis or financial analysis and is relatively low cost. The effectiveness of ANPR however, is limited by the level of ANPR coverage available and the value of ANPR can be affected by the speed of vehicles causing blurry images, poor weather conditions and broken, dirty or customised plates (NPIA, 2009).

A study conducted by Haines (2009) looks into the role of ANPR surveillance within policing and discusses the successes and potentials of ANPR at tackling criminality on the road. She discusses how ANPR has the ability to track the movements of suspects and generate intelligence to create profiles of offenders and their movements. Generating offender profiles, allow the Police to work in a more proactive way, detecting and preventing crime as oppose to reacting and responding to it. “This takes ANPR beyond typical situational prevention, covering aspects of the intelligence-led policing approach”. Offenders, just like everyone else, spend much of their time travelling between home, work and leisure. ANPR’s ability to quickly identify the movements of a suspect’s vehicle can present new lines of enquiry in a criminal investigation and can lead to the extraction of other evidence such as forensic evidence or CCTV potentially linking the suspect to the crime. Haines discusses how this is perceived by many detectives as a substantial ANPR benefit. She also discusses how ANPR can be used in criminal investigations to identify any witnesses and corroborate or negate existing evidence in an ongoing investigation, for example it can be used to verify or refute a suspect’s alibi. One example discussed by Haines, where ANPR was utilised to identify a suspect vehicle was in Operation Orchard. Operation Orchard was a murder investigation where ANPR was used to identify two vehicles used by three of the suspects. ANPR technology allowed for early seizure of these vehicles and the recovery of forensic evidence linking at least one of the suspects to both the victim and the crime scene. This is just one example of where ANPR has been used to its full advantage by generating new lines of enquiry during an investigation. ANPR allows for investigations to be more efficient in terms of both time and cost (Haines, 2009).

To conclude, information and intelligence, when used correctly, can be extremely effective in disrupting criminality on the roads. Proactive multiagency policing facilitates information and intelligence sharing, therefore enhancing and enriching the wider intelligence picture. The use of ANPR greatly improves policing because it allows the police to proactively detect, prevent and deter crimes from occurring by denying criminals the use of the road networks to facilitate crime. Therefore timely analysis of information and intelligence is imperative to the police having the upper hand in fighting criminality on the roads.   
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Task 5 
Individual Learning Plan 
 
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 


1. Mental Health Legislation
2. Giving Evidence in court
3. Case File Disclosure
4. Forensic Scene Management
 
	Low 
1-4 
	Med 
5-7

7 



7

7
	High 
8-10



8 
	Low 
1-4 



4



4
	Med 
5-7 

5



5
	High 
8-10 
	1. Familiarise myself with legislation and use of force powers to safeguard someone suffering from mental health.
2. Research the rules around hearsay evidence and opinion. 
3. Familiarise myself with notes made on my investigative hub attachment in regards to disclosure before sending case files to the CPS.
4. Arrange an attachment with CSI

	SKILLS 
 

1. Case File Building
2. Interviewing Suspects
3. Dealing with Prisoners
4. VA Interviews
 
	Low 
1-4 

	Med 
5-7 

7

7

	High 
8-10 


8

8
	Low 
1-4 

4

4

	Med 
5-7 


6

5
	High 
8-10 



	1. Produce a guide on what case file documentation is needed for each file type.
2. Utilise notes made during my investigative hub attachment to help prepare for interviews. 
3. Research and familiarise myself with all the post interview options. E.g. Charge, remand, bail, caution.
4. Ask for advice from my Supervisor and colleagues on the VA interview procedure to understand my role when dealing with a VA.

	EXPERIENCE 
 

1. Search of Premises
2. Seizure of a Vehicle
3. Police Station Procedure for Drink Driver
4. Fixed Penalty Notices
	Low 
1-4 
	Med 
5-7 




7



	High 
8-10 

10

8



8
	Low 
1-4 



4
	Med 
5-7 

7


5


5
	High 
8-10 
	1. Familiarise myself with the powers to search premises and volunteer when the opportunity arises. 
2. Conduct proactive vehicle checks and stops.
3. Arrange an attachment with the roads policing team.
4. Practice the process and understand the exercise of powers used to issue an FPN.


Task 6
Recognition and confirmation of progress on the Occupational Competency Portfolio (OCP). 
  
 
 
By signing the section below you are acknowledging your continuing progress on O.C.P.  

This is recognised by the university as work that is fully supporting this module BMPP 5000D; Professional Police Practice 2 and in signing it will be equivalent to 1000 words towards the 8000 words equivalent total. 
 
 
 
 
Confirmation of the progress on the Occupational Competency Portfolio (OCP). 
 
I confirm that I am progressing with the Occupational Competency Portfolio (OCP) in accordance to the regulations.  
 
Signed:  J. Thomas (Learner – electronic signature accepted.) 
 
Date: 05/04/2021 
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