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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 the following essay, I will be considering how my wellbeing and resilience has been impacted or strengthened following achieving Independent Patrol Status (IPS) and what impact organisational culture has had. 

It is firstly important to consider the difference between the tutorship period and IPS. Whilst some expectations do not change, such as adhering to the behaviours set out within the Code of Ethics and will continue to be expected throughout the duration of my career within policing, I feel there has been a greater emphasis on developing my skillset whilst compiling evidence of my knowledge and ability by completing an Occupational Competence Portfolio. In addition, the workload of student constables increases, with retaining and being allocated occurrences as well as completing a degree in Professional Policing Practice. 

As a student constable, deemed competent by a tutor following 12 weeks of training, the police force has recognised that I have dealt with and/or been exposed to incidents that have required me to sufficiently evidence my ability to resolve or investigate all types of incidents including crime. This has given me the responsibility to attend incidents on my own, without the support of a more experienced tutor or officer. This in itself was something I found to be overwhelming at times, as a small number of the public are known to be unpredictable towards police. Data published by the Home Office shows that in the year up to March 2022, South Wales Police recorded 782 assaults on police officers (Home Office, 2022). 

Data produced in a report around staff retention in public services show that there are a large number of contributing factors, such as less competitive pay, discrimination and bullying, unsupportive and poor management, rigid unsocial working hours with societal norms around flexible working being less widespread, poor moral where staff feel overwhelmed and undervalued and excessive workloads, to staff leaving essential services, like the police, national health service and teaching. In the financial year of 2022/2023, the workforce leave rate was the highest since 2007/2008, at 9.6% (Fright, Davies, & Richards, 2023). 

In another published report that looked at why officers had left policing, results showed that police officers who are quitting their jobs place a high value on the profession they have chosen, the type of work they do, the chance to realise their goals of serving the public, and the fulfilment that comes from being a member of a cohesive team with their fellow officers. However, the results also show that their frustration ultimately stems from a sense of organisational "injustice" brought on by feelings of a lack of "voice," leadership, autonomy, and support, as well as from the organisation's alleged incapacity to handle the expectations placed upon them. This results in a deterioration of the managers' and officers' exchange-based working relationship, which lowers affective organisational commitment (Charman & Bennett, Voluntary resignations from the police service, 2021). 

It is then important to consider how organisational culture has and will influence policing. Charman wrote that the idea behind culture was that it could be developed internally in an organisation and then strengthened and shaped to increase output, reduce conflict at work, and support strategic change. Although, organisational research also sees it as a negative force that should be recognised and comprehended in order to get around its ensnaring reach rather than to harness its power. Rather, culture is perceived as a barrier to productivity, dedication, and reform (Charman, 2017).

Guidance has been issued by the College of Policing (CoP) to ensure that the 43 forces within the UK promote more positive and productive cultural behaviours. The recommendations encourage treating individuals fairly, respectfully, and with dignity; allowing others to voice their opinions, paying attention to them, and considering them; rendering fair judgements, and providing a justification for them and being truthful and transparent. They also state that from a procedural justice perspective it should result in the fair and respectful treatment of the public by officers, staff, and volunteers, bolster public trust in law enforcement and reinforce local capacity by encouraging communities to assist the police, get involved, and take more responsibility for issues (College of Policing, 2021). 

To reflect on how organisational culture has affected my wellbeing and resilience since achieving IPS and how I managed personally, I firstly consider the support I have received. During the prior nine months, I have had three different sergeants due to the organisational restructuring that has taken place. At times, this has made it difficult for me to build a rapport with my direct line manager and the inconsistency has resulted in feeling like I needed to manage my wellbeing without any support due to the belief that I was unable to build long-term functional relationships. I also encountered a highly traumatic incident within the first 3 months of having an independent status. 

In addition to this, a number of personal circumstances changed within a short period of time including breakdown of a long-term relationship, selling, and moving home, bereavement, financial changes and major surgery resulting in a significant period away from the working environment. Research conducted showed that adults found the top 10 most stressful events to be “the death of a family member or friend; financial challenges; issues at work; change in a relationship; divorce; exams & studying; buying a house; reading/watching the news; having a child and starting a new job” of which I have experienced 8 within an eighteen-month period (Walker, 2022). 

This resulted in a significantly detrimental impact upon my psychological wellbeing, resulting in becoming unable to manage day to day tasks within work, having a short attention span, being irritable and having low self-appreciation. Evidently, my work and ability to work effectively and in line with the expected standards earlier outlined, subsequently suffered.  

This supports research that showed that police officers, despite being exposed to often very traumatic and irregular occurrences, are not necessarily impacted more than those whose occupations are less likely to be exposed to highly volatile or dangerous scenarios. Operational stressors include things like witnessing child mortality, dealing with sexual harassment victims, major car accidents involving serious injury or loss of life, seeing suicide, and experiencing violence. They may also make people more prone to suffering symptoms of anxiety, enmity, and exhaustion. However, compared to operational stressors, organisational stressors including disagreements, a heavy workload, and a lack of support are more likely to be detrimental sources of stress, according to studies conducted on police officers over the previous 20 years. Stated differently, even if police personnel deal with critical occurrences more regularly compared to workers at banks or supermarkets, organisational stresses, which are not unique to the police, seem to have a greater influence on health and well-being than operational stressors (van der Velden, et al., 2013). 

However, this does suggest that although I have experienced an increase in workload and responsibility, whilst still navigating a new role and knowledge building, which in itself is a stressor, an inconsistent support system has likely contributed more to issues with my wellbeing than the high-risk nature of the role. In order to build resilience, I’ve sought support from counselling services and colleagues within my shift, in order to gain understanding and acceptance of the situations I have been in. It has helped me to achieve some relative stability in order to remain in the role, preventing what I felt was an inevitable resignation from the police force. Additionally, I have looked for support socially by making time for myself to see friends and embarking on fitness retention to minimise stressors when completing the personal protection safety training that is a policy within policing and requires a specific level of fitness. 
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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 the following essay, I will be reviewing an incident I dealt with concerning a missing person. Throughout, I will be reflecting on the decisions I made within the course of the investigation and evaluating the way I used the National Decision Model (NDM) to respond to the information I developed. By looking at how I used the information that led me to taking the course of action that I chose, I can consider whether there were any other factors or actions that I could have looked at in order to form alternative decisions. I will be giving thought to the powers and policies available to me at the time and what I did or didn’t use in those circumstances. For me to do this in a structured way, I will be using the Gibbs Reflective Model. 

The Gibbs model is a reflective tool that is cyclical and guides reflective practice by giving areas for consideration. Gibbs’ theory is that in order to learn from something, you cannot rely solely on the experience, rather finding a lesson from the experience by thinking about it after conclusion. The cycle begins with the description, or what happened and then looks at what was felt and thought during that time. It continues by considering what went well or poorly by evaluation and then enables the analysis of the experience by looking at how you would interpret the circumstances and what is understood about it. By looking at those factors, the model then moves on to coming to a conclusion about the experience and then finally, allows for forward planning about what one would do when presented with this experience again (Gibbs, 1988). 

In addition, I will be evaluating the NDM and how this supported me through the investigative process. The NDM is similar to the Gibbs Reflective Model, in that it mirrors some of the considerations. The NDM is cyclical and can be constantly restarted with the provision of new information and assessment. The College of Police (CoP) adapted the mnemonic CIAPOAR as an aide memoir. It contains the following six key points: 

“Code of Ethics – principles and standards of professional behaviour.
Information – gather information and intelligence.
Assessment – assess threat and risk and develop a working strategy.
Powers and policy – consider powers and policy.
Options – identify options and contingencies.
Action and Review – take action and review what happened” (College of Policing, 2013).

The incident I will be using looks at a male in his late thirties who was reported as missing by his mother. Her report contained information suggesting his behaviour had been unusual and she was concerned for his immediate safety. Despite having his own property, the male had been staying with a friend at his mother’s address. She reported this wasn’t unusual as his lifestyle was generally chaotic and their family provided lots of support including managing his finances, with any income being paid directly into his mother’s bank account for her to split towards his bills and disposable income.

A person who is missing is defined by Association of Chief Police Officers (ACPO) as “anyone whose whereabouts is unknown whatever the circumstances of disappearance. They will be considered missing until located and their well-being or otherwise established”. ACPO also provide a summary of priorities that police services should have when responding to calls for service about missing people. They are that every report of a missing person must be risk assessed in order to identify missing people who may be vulnerable or represent a high risk; Missing person reports must be investigated; Organisational roles and responses to reports of missing persons must be clearly outlined in policies; Proactive multi-agency approaches to missing person cases must be taken; Staff must be suitably trained to investigate cases of missing people; Any evidence of crimes relating to the missing person must be preserved  (Association of Chief Police Officers, 2005).
 
I attended to complete initial enquiries to risk assess the missing person by establishing the facts about his disappearance and gathering information as part of the NDM. I began finding out details about his financial position, emotional state, and any persons he may be in contact with. The initially enquiry led to CCTV footage showing the missing person leaving the address in the early hours of the morning, he was carrying a bag alcohol and had not taken his personal effects. He had entered a waiting vehicle. The male had left his accompanying friend at his mother’s home, making no effort to tell him of his intention to leave. I then obtained a contact number for a female that was known to have been in contact with him. His family told me of his chequered history of drug and alcohol misuse, as well as a propensity for violence against others following an adverse childhood experience. 

The Adverse Childhood Experiences (ACEs) study played a significant role in demonstrating a robust correlation between ACEs and the emergence of risk variables that are linked to some of the world's most common causes of adult mortality, including alcoholism, depression, and suicide (Chandan, Hughes, & Bandyopadhyay, 2017). 

When making these enquiries, it is also important to consider a person’s right to their private life, set out in Article 8 of European Convention for Human Rights. This article defines that every person has a right to privacy and “there shall be no interference by a public authority with the exercise of this right except such as is in accordance with the law” (European Court of Human Rights, 1998). It is necessary in some cases, like missing people, to contravene this right where it is required by society for the sake of public safety, to prevent chaos or criminal activity and to safeguard morality or health. 

With permission, I searched the address and continued information gathering and risk assessing. I went to the address of the female which took me away from the area that I would usually cover but was necessary to develop the investigation, where she then told me that the missing person had gone to her house in the early hours with the intention of them obtaining and consuming drugs together.  She was with three more men, and they had gone in one of their vehicles to a location she was unfamiliar with. It was her belief that all persons would return to her address to use. She was told to remain inside the vehicle, which was parked up. The males then exited the car, and she lost sight of them. She seemed hesitant to talk to me, admitting she didn’t want to disclose too much due to fear of repercussions. She said one of the males was heavily involved in a drug gang and this was dangerous. After 30 minutes sitting in the car, she beeped the horn a couple of times thinking the men to come back but to no avail. She got out of the car, making her way home. 

The female then called one of the males using a social media account on the condition that police didn’t speak as she felt this would put her in danger. The conversation alleged that a robbery had happened, and the male might have been killed. This changed my initial risk assessment to high. 

I traced the car to where it had been left hours earlier. This suggested the males were nearby, although with information already held on police systems about addresses and associates linked to the people involved I was unable to find any links. Whilst there, other officers came from an address nearby having spoken to someone reporting hearing a car beeping outside during the early hours and believed it to have been an ex-partner. This seemingly connected to the missing person based on the earlier information from the female. 

I was then contacted by another officer, who had heard via the personal airwaves set that I was conducting enquiries in the area. They notified me that they had earlier attended a report of a fight within an address on the same street, made from someone within the address. The property was known for drug use and some of the persons present at the time of this call had been hostile. I decided to attend the address where a male refused to open the door to speak to officer and allow us entry to search for the male. He denied knowing the missing person at all.

I made a decision to review the body worn footage of the earlier call and whilst all persons were not accounted for by officers in that instance, I believed I had seen someone who matched the missing persons description in the footage for a brief moment. He looked alarmed. 

With all information suggesting the person was in danger, I returned to the address with the intention of forcing entry using powers under Section 17 (1e) of Police and Criminal Evidence Act (PACE). This power states that a constable in uniform may enter an address without a warrant in order to save life and limb (Legistlation.gov.uk, n.d). Upon my return, I noticed that car had gone and began to doubt the missing person was within the address any longer as he now knew he was being traced due to my earlier attendance, so chose not to utilise the power. I placed a STOP marker on the vehicle and concluded my tour of duty. 

The incident was reviewed by the next attending officers, who chose to force entry and subsequently located the male, safe within the address hours later. 

In conclusion, by following the NDM and continually renewing the cycle whenever I gathered more information, I was able to build an accurate understanding of the missing persons life. By sharing data including descriptions, this allowed me to link incidents that on their own wouldn’t have connected to the missing person ordinarily and gave me the ability to form grounds to search based on the dynamic risk assessment I made, initially suggesting the missing person was in danger. I was then able to consider and use the powers and policies available to me, whilst considering what alternative options and plans could be formulated with the intention of finding the person. 

On reflection, using the Gibbs theory and considering the final stage of the NDM where I took action and reviewed the outcome, I believe that I should have had more confidence in the powers I had access to and my justification for using them. Despite some information changing, the risk assessment still remained high and had I used the powers available expeditiously, I would have legally forced entry into the address where I suspected the missing person to be based on the level of danger he was thought to be in and would likely have traced him in less time, confirming his wellbeing. Though the ultimate outcome was positive, I am able to learn from this experience to be less doubtful of my abilities and intuition. 
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Task 3

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

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

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

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


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




ANSWER:

In the following essay, I will be evaluating the relevant theories relating to team dynamics and how they support development of team relationships. I will outline why inter-personal conflicts occur within team settings and will discuss what approaches can be used to increase the overall effectivity of the teams and individuals. Throughout this essay, I will also be looking at how team dynamics within policing can negatively affect behaviours outlined within the Code of Ethics, including standards of professional behaviour, as well as local force policies. 

It is firstly necessary to look at what team-working, and leadership are, in order to provide an accurate evaluation of the theories relating to them. The term "teamwork" refers to the interactions between members of a team who pool their resources to accomplish tasks, although the term is used frequently, it isn’t always easily understood. To generalise a description given in a clinical context, it has been said that teams must be able to utilise and combine the diverse experience of team members in order to preserve safety and optimal performance, even though individual team members' competence is crucial for ensuring high performance. Individual team members must cooperate and practise teamwork for the team to be successful (Schmutz, Meier, & Manser, 2019). 

In contrast, “leadership” in a policing context has been outlined by the College of Policing in 5 stages, with increasing responsibility and duties ranked from foundation level, interpreted as police constables and staff, up to executive leaders who are often understood to be at the top of the policing structure, such as Police and Crime Commissioner and Chief Constables. Common denominators for leadership set out in the leadership standards is the responsibility to uphold the Code of Ethics and standards of professional behaviour, act in the public interest to prioritise public service, reduce crime, and enhance public health and safety and to Establish and uphold confidence and trust in groups, with coworkers, outside partners, and the general public, although this isn’t an exhaustive list (College of Policing, 2023). 

Bruce Tuckman developed the Tuckman Model which has four key components to evidence the cycle of group development. To elaborate, Bruce W Tuckman (Tuckman, 1965), published work stating that there were four stages to effective team building. This consisted of forming, storming, norming and performing. His theory states that the forming stage is when a team is first establishing; its members are unsure about their duties, the rules, the conventions, and what is expected of them. Storming is the following stage, during which members of the group may be disparaging of the leader and of one another as well as competitive, defensive, jealous, and at odds over roles and personalities. Peers come to know one another when norming and decide on the working styles, procedures, and norms to adhere to. In order to accomplish the goals, the teams perform with a creative and upbeat attitude. 

This was further developed by Tuckman and Jensen (Tuckman & Jensen, 1977) added a fifth and final stage: adjourning. This is the process of ending the group which provokes a variety of emotions among the participants. As the group is ready to terminate, it's possible to feel completely different emotions at the same time, like hope and anxiety, with some members unable to find any motivation. 

An example of where I have been using the components of Tuckman’s model in my own experience would be upon joining the police. At the start of the initial 6 months in training school, myself and the other constables went through the forming process, where there were no relationships, trust, commitment, or joint understanding of how we would need to work together. Within the storming stage, the class were given an outline of the expectations of them, and they also set out their needs, wants and expectations. Some factions begin to form, there has been no team bond made and some people experienced anxieties about their position. Following on, the norming process began by about week 8 of training school and everyone clearly understood their purpose and role within the group. Trust amongst peers was increasing and everyone had the same focus: to finish training and successfully participate in pass out parade. At the performing stage, it was apparent that the team had become successful as there was obvious support, pride, and motivation from the team. We were encouraging towards one another and studied together to boost confidence for exams. During pass out parade, the success of our class dynamic was proven in that 2 of my peers received “learner of the cohort” awards, whilst 3 other classes in our cohort did not attain this achievement. This is however only a small measure of the success and the cycle ended with the adjourning stage, where our developed team was split and we were issued new team postings, and so the cycle of the theory began again in a shift dynamic. 

It is also important to consider what can cause disparity within teams, particularly during the storming stages of development. Interpersonal conflict occurs within interactions where there are perceived or actual conflicting aims, limited resources, or divergent points of view can lead to interpersonal conflict. Interpersonal conflict can manifest itself in a variety of ways, from borderline ignorance to an extreme argument, displaying verbal and non-verbal themes. Close relationships will inevitably experience conflict, which can be emotionally draining. Being passive-aggressive or ignoring someone is work, and the guilt or rage we may experience after losing our cool with someone are legitimate unpleasant emotions. Conflict isn't necessarily harmful or ineffective, though (Jones Jr, 2013). 

Research has previously examined the connection between occupational stress and interpersonal conflict. Interpersonal conflict is positively correlated with workplace stress, workplace deviance, and intention to resign, according to the investigation. Interpersonal conflict was also proven to have detrimental effects on stress, psychosomatic issues, and burnout (Allee, 2023). 

When interpersonal conflict does occur, thought should be given by those attempting to lead as to why it is occurring and how to manage it. Goleman’s Model of Emotional Intelligence is an intrinsic support for stability in which he researched and identified five elements of emotional intelligence (EI). They are listed as motivation, self-regulation, self-awareness, empathy, and social skills. It is possible to acquire and use emotional intelligence to accomplish objectives and establish a more positive and healthy work environment (Goleman, 1995). Using this model would be beneficial for those experiencing interpersonal conflict and to streamline the development of a team in order to reach the “norming” stage. 

It is important however to have good relationships and positive behaviours within policing for a number of reasons. In a recent review titled “An independent review into the standards of behaviour and internal culture of the Metropolitan Police Service”, conducted by Baroness Casey following growing public worry about incidents of serious and extreme violence from police constables particularly in one force within the UK, it was stated that “The Met has faced significant challenges over the last ten years. Many of these have been beyond their control. These include austerity, changes in crime patterns, greater non-crime demand and a regulatory system that makes it difficult to get rid of people who corrupt the Met’s integrity” (Casey, 2023) . This is supportive that interpersonal conflict can come around as a result of retaining resources who have conflicting aims, beliefs, and limited officer numbers due to cuts made to policing. 

Within the same report, Baroness Casey found that when it came to challenging poor behaviour within the same police force that was seen to be not in line with the ethics and standards of behaviour framework set out, instead of it being addressed as instances of systemic misogyny, attempts to report inappropriate, or even criminal, behaviour were perceived as "rocking the boat" and that the women themselves who were trying to report issues were being "troublemakers." Additionally, when both sexes did speak up, they were met with unofficial consequences such as micromanagement, unwanted chores, bullying or exclusion from jobs, or being transferred to a different team without their consent. This would appear to evidence that in taking on a “mob mentality” and compromising on beliefs without participating in the storming stage of team building, it is likely that those within that team will not challenge or begin to exhibit behaviours not in line with policing values, in order to retain the norming phase of team building.

In summary, interpersonal conflict arises as a result of ineffective emotional intelligence within a group dynamic. It needs to be understood alongside Tuckman’s theory to allow for team building to be lasting and successful. The 5 stages within the theory are an inevitability in any small working environment and as a result of poor resourcing, it is likely to also occur within policing. There are shared values, based on the Code of Ethics and standards of professional behaviour, however team dynamics have been found following one review to evidence toxic behaviours which have been detrimental to uprooting particularly misogynistic behaviours that will ultimately result in poorer service from team members who are unmotivated and affected by the behaviours they are either expected to participate in or are subjected to as a result of non-compliance. 
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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:

Throughout the following essay, I will be outlining how ANPR is used to assist other methods in the prevention and disruption of serious forms of criminality by looking at case studies. I will be explaining how information and intelligence is utilised to gain effective results in disruption and how police forces obtain information and what methods are used to evolve this to become intelligence. 

To begin, it is important to establish the difference between information and intelligence. When looking at information, this is the provision of raw, unfiltered material that is yet to be evaluated or processed. Information is retrieved from members of the public, police officers, open sources such as social media or other partnership agencies, although this isn’t an extensive list. To differentiate, intelligence is the process of analysing, assessing, and grading the reliability, or not, of information that is to be used for a relevant policing purpose (National Crime Agency, n.d.). 

In order to effectively risk assess the intelligence that has been developed, it must then be put through a grading process using the National Intelligence Model (NIM). The process is done by using the NIM 3x5x2 system, which has been formulated to produce an audit trail for the intelligence, protect the anonymity of the informant, manage the sharing of intelligence and is a standardised framework for all reporting agencies for the purpose of sharing. The sections are divided into categories: 3 sources which are ranked as reliable, untested, or unreliable. There are 5 considerations for the intelligence itself. Is it known directly, known indirectly however corroborated by other intelligence, not directly known, not known, and finally, believed to be false. Not reliable sources are considered those that are suspected or known to be false/malicious reports. The final 2 areas to consider are how the intelligence is shared. Is it shared lawfully and freely or shared with conditions? (Local Government Association, 2024)

This is specifically important when looking at Organised Crime Groups (OCG). OCG’s are defined by His Majesty’s Inspectorate as “A group of people working together on a continual basis to plan and co-ordinate criminal behaviour and conduct. Their motivation is often, but not always, financial gain” (HMICFRS, 2022)According to data published, those who are involved in OCG’s are rarely involved in acquisitive crime, such as burglary or robbery, however they are far more likely to be convicted for offences relating to drugs (Francis, Humphreys, Kirby, & Soothill, 2013). With this known, consideration should then be given as to how drugs are transported into and throughout the UK.

When looking at sharing data in relation to intelligence about OCG, it should be considered to be exchanged nationally, regionally and amongst local approved partnerships. If the intelligence is suggestive that OCG are involved in illegal activity that is not known to a relevant partner, the knowing/identifying partner ought to evaluate the impact, provide the relevant partner pertinent facts, including the type of harm/criminality being carried out, to allow suitable action to be conducted (College of Policing, 2015). 

To disrupt OCG and serious crime, it is necessary to look at what tactics are available to policing and other agencies that will impede the criminal endeavour. Police employ ANPR in two distinct methods to combat crime. The first is a reactive investigation that involves backtracking and examining the ANPR database for cars linked to crimes. The second method involves police conducting proactive investigations in real time by focusing on vehicles linked to criminal activity. Police patrols react to the warnings issued in the control room by ANPR cameras in real time to accomplish this (Sidhu, Barnes, & Sherman, 2017)

Because of the data retrieved by ANPR systems, the use of it is governed by the Home Office, which states that its use may only be for the defence and prevention of threats to public security as well as the prevention, investigation, detection, or prosecution of criminal acts or the imposition of criminal penalties (Home Office, 2022). This evidences that whilst there is a need for certain types of surveillance, it is necessary to consider a person’s human rights and whether the use of such surveillance breaches their right to privacy. 

Where there is a significant threat of terrorism, ANPR can be utilised to track a vehicles location, providing imagery of the vehicle and in some instances the occupants as well as the time that the relevant camera has captured an image. This allows police forces, including the National Crime Agency (NCA) to implement tactical options to stop vehicles from being used in the commission of terrorist offences. Legislation under section 43A of the Terrorism Act 2003 states that any person with a constables power whether in uniform or not, with a reasonable suspicion that the vehicle is being used for terrorist acts “may stop and search the vehicle; the driver of the vehicle; a passenger in the vehicle; anything in or on the vehicle or carried by the driver or a passenger; to discover whether there is anything which may constitute evidence that the vehicle is being used for the purposes of terrorism” (Legislation.gov, 2012). 

An example of the use of ANPR as a preventative measure to terrorism offences is Project Servator. Through the successful collection of intelligence, Project Servator has helped Counter Terrorism Units throughout the United Kingdom investigate and stop acts of terror. It oversees taking narcotics, weapons, and knives off the streets and has led to arrests for a wide range of offences (Counter Terrorism Policing, n.d.).  It uses several means to identify and address incidents, some of which are overt, e.g., uniformed officers. However, it is also necessary to utilise covert options like ANPR and non-uniformed specially trained constables. These methods prevent criminal fraternities from the knowledge that they are under surveillance.

Another practical use for ANPR is for the purpose of derailing county lines infiltration.
The National Police Chiefs Council reported that in joint action over a week period, police forces disrupted 172 county lines operations, with arrests being made of 1360 people, seizing £2.7 million of drugs and £987,526 cash as well as removing 321 serious weapons including firearms from the possession of those engaging in the illegal activity (National Police Chiefs Council, 2022). 

Although, it has been argued that there may have been significant failings in the use of intelligence when looking at Terrorism offences. One such incident relates to the attack in London, 2005, where a journalist discovered that Muslim leaders had informed local police about worried had regarding some members of their group. There were specific concerns raised about the company that the three men in question had been keeping. It was later established that of the 4 London bombers, 3 of them were those who had already been reported to police (Klieven, 2007). However, it is denoted by the author of the journal that they are not necessarily arguing that these attacks would have undoubtedly been avoided with adequate community intelligence gathering and assessment, but it does show that development of information is crucial in prevention for policing and the protection of the wider public. 

The process of using intelligence has been instrumental in the takedown of OCG’s, documented by several forces who have published their successes. County Lines, when researched, has been thought of by those involved directly in the gang culture as the use of young and vulnerable people who don’t necessarily place within the gang hierarchy and are classed as runners, participate in the movement between the city and rural areas in place of the gangs to circulate the drugs (Holligan, McLean, & McHugh, 2020). It is also noted that County Lines make every effort to evade covert police observation, by utilising intricate conveyance logistics designed to be enigmatic. This can be interpreted that building intelligence using the 3x5x2 method to develop and build clearer pictures identifying any patterns is instrumental in understanding and ultimately interrupting the movement of drugs between counties. 

Greater Manchester Police publicised their success of using ANPR and intelligence to bring down county lines for Operation Flood. The case study outlined that because of the evidence built from the intelligence received, over 50 operational county lines were identified in the targeted areas of Manchester, Wigan and Stockport (Greater Manchester Police, 2021). The operation was developed as a part of a proactive multi-agency strategy to address lines operating inside and outside of the County. In addition, the force stated that 75 intelligence logs were submitted for the operation, and they were able to seize 45 vehicles and drugs of varying classes (Greater Manchester Police, 2021). This does much to evidence that intelligence and the use of ANPR is a disruptive measure for organised crime and is proactively removing vehicles and drugs from criminal possession. 

Following an inspection into the effectivity of Roads Policing within a select number of UK police forces, conducted by HMICFRS, they stated that were happy to see that senior officials in West Midlands Police acknowledged the value of analysis from intelligence. The strategic lead pushed for approaching road police from a public health perspective, akin to how knife crime is being addressed. Data on collisions, the "fatal four" offences, motor insurance databases, and information from automated number plate recognition (ANPR), which analysts have creatively exploited to generate intelligence assessments, are the sources of information used in that force's daily tasking. The police had made the necessary investments to ensure that there was adequate analytical capability since it was evident that it needed to use this knowledge to safeguard its communities (HMICFRS, 2020). This is also seemingly supportive of the use of ANPR and intelligence being analysed in order to prevent and disrupt, therefore keeping communities safe from the harm and damage caused by drugs and illegal activity. 

In another study, specific teams within nine UK police forces were created with the purpose of using ANPR technology as a specific tool to deter road related offences being carried out. The findings of the study set out that when using the technology, the intercept teams had more successful interactions with offenders. Intercept teams were able to effectively and efficiently thwart criminal activity by utilising a variety of police intelligence and experience, resulting in arrest rates ten times higher than the national norm (Home Office; ACPO, n.d.)

In conclusion, the information set out from a wide variety of sources shows how information and intelligence are gathered and the purposes they are used for, specifically in disrupting serious organised crime such as county lines. It also evidences that in using ANPR, there are positive achievements in removing and disturbing ongoing crime. There is some evidence to suggest that not developing information provided by an untested source within the community, based on the events in London 2005, could have been a contributory factor, however there is no definitive answer to this. Study findings outlined in the essay also show that through use of ANPR and officers specifically designated to policing the roads using this method, was an effective way of allowing police to engage with offenders, displaying higher arrest rates than are seen throughout the rest of the nation’s police forces.  
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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 
 
 
 1.Out of Court disposals











 2.Postal Charge Requisitions






 3.Traffic Offence Reports
 
 
 
	Low 
1-4 
	Med 
5-7 








 



 











7 
	High 
8-10

 8 


 

 







8
	Low 
1-4 

  3


  

 







 2



  
 


 2
	Med 
5-7 
	High 
8-10 
	 

1.Understanding in what circumstances out of court disposals can be used and developing my understanding on whether conditional cautions or community resolutions are an effective means of prevention. Re-visiting previous lessons in this area would be beneficial as well as making more effort in consciously considering this during incidents. 

2. Review the most recent force/national policy on PCR, revisit lessons and ask for some support from colleagues and supervisors on understanding how and when to facilitate a PCR to increase my confidence and knowledge in this area. 

3. Gain confidence in issuing TOR’s by asking for an attachment with the Road’s Policing Dept to encounter more circumstances where I will have opportunity to gain information and knowledge by seeing and doing. 

	SKILLS 
 
 
1. Response Driving








2. Negotiating

























3. Method of Entry
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10
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	Low 
1-4 

 1 




 





  






 













1 
	Med 
5-7 







 


 5 
	High 
8-10 
	 


 I am currently unable to drive marked response vehicles to grade 1 incidents. I have booked a standard response driving course to upskill with support of my line manager and inspector. 

 I would like to upskill by taking a course as a negotiator. This would help me develop on skills I obtained in a previous police staff role as an ASIST trained operator (Applied Suicide Intervention Skills Training). This would allow me to confidently deal with negotiating, not just within scenarios of suicide prevention, but detention of criminals and in extreme cases, kidnap/abduction incidents. I will log this within my Personal Development Record as something to work towards so that my line manager can actively deploy me to incidents to develop experience and build evidence to support a course.  
I endeavour to complete a MoE course in order to facilitate safe entry into addresses, used for the purpose of Section 17 PACE (Police and Criminal Evidence Act 1984) and Warrants. I need to build strength to meet the requirements for holding the equipment and so I have begun engaging in a training plan to increase my physical strength and resilience. 

	EXPERIENCE 
 
 
 
1. Interviewing











2. Case files





 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 


  
	Med 
5-7 



	High 
8-10


   8 
	Low 
1-4 


   3
	Med 
5-7


   
	High 
8-10 
	 



 I have limited experience in interviewing. I aim to develop this within my attachment in the Hub, where I will be taking primacy on investigations where interviewing is regularly required. I will seek support and advice from more competent and experienced colleagues. 

My confidence with case files is poor. I have engaged with the Hub Dept to request a small attachment of around 2 days, prior to my month-long attachment. Outside of the classroom environment during initial training, I have had no additional learning on case files and whilst in the Hub I intend to ask questions, create flow charts that suit my needs, thus gaining experience in building files correctly and expeditiously. I will discuss with the relevant line manager whilst in the Hub taking on case files actively.  
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