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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:

The effectiveness or success of any organisation can be credited its culture, made up of the values and beliefs of its individual parts. In the context of policing, those individual parts include the officers that are the face of any police force that aims to create and maintain safe and healthy communities.   As an officer with newly gained Independent Patrol Status, recognising the importance and benefit of reflection is key to continuing development and the enhancement of existing skills, as well as a pivotal way of gaining new skills and experience. Reflection, according to Bolton & Delderfield (2018) helps to understand complex situations and to develop further what we know, as well as helping understand and gain knowledge about that which is not known, adding that reflection can help reduce stress, associated with work and life in general, and to increase employability in a modern lifestyle. 

Using Rolfe’s reflective model of What, So What, Now What (Rolfe, Jasper & Freshwater, 2010), will help to focus the situation, to analyse the evidence and ultimately understand what, if anything, needs to happen next in order to develop.  

WHAT?
The culture of an organisation may be defined as the way in which business is conducted and may include unwritten practices that have an influence upon behaviours, both of groups and of individuals (Henderson, 2014). Cultural change, according to Moyce (2015) is a powerful implement in the transformation, improvement and enhancement of any business or service and requires the robust utilisation of team members to be successful. Change should be communicated effectively and safely and should be focussed upon skills and knowledge. Cultural change can be a risk to any service but undertaken carefully and thoroughly will increase levels of success and promote well-being and resilience in the workforce.

Culture within the police service is reflected in the guidance and standards set out in the Code of Practice for Ethical Policing (College of Policing, 2023), which lays down expectations of officers in their duties and aims to promote and support professional behaviour that is supplemented by individual ethics and morals. Whilst ethics and principles of most organisations remain constant over time, expectations and standards can be fluid and will change to meet the expectations of stakeholders. In the case of the police service, the needs of the public and the communities where they live. 

Transformational change within the police service is a key factor in understanding the drivers to performance, the identification of self-ability, as a service, and the creation of innovative practice that allows the service to adapt and continually improve to ensure sustainability and provide consistent practice, in delivering services that meet the needs of communities (College of Policing, 2022). 

The current Gwent Police Leadership Strategic Plan (2021) outlines the vision of maintaining culture standards and beliefs within the force and focusses upon wide ranging leadership qualities, skills and experience of all of the force’s members at all levels. This vision, it is considered, will support effective policing to meet contemporary community challenges and to ensure cultural beliefs are maintained and enhanced. 

SO WHAT?
Many theories and concept thinking around organisational culture and the change within that culture that is often required to ensure sustainability, have a common theme of employee and individual well-being and resilience as a core concept to success (Alvesson, 2015). Well-being and resilience can be negatively affected by organisational change, especially when greater expectations are placed upon teams, groups and individuals to achieve the expectations and outcomes of the organisation (Kowalski & Loretto, 2017). However, evidence demonstrates that, in some situations, individual well-being, in relation to change, can be more positive when there is robust engagement with organisational change and that performance can be optimised as a result (Truss, Shantz, Soane et al, 2013). It is important to recognise, however, that in an organisation such as the police service, due to resources, this cannot easily and readily be achieved.  

The theme of officer well-being and the link to resilience, motivation and subsequent individual performance is key in supporting culture changes and developing initiatives and innovation to ensure forces are delivering force expectations and visions (College of Policing, 2022). Ellinas, Allan & Johansson (2017) suggest that the beliefs of officers and staff, influenced often by peer pressure and social status, can have harmful effects upon change processes and the culture conforms within which the service wishes or needs to operate.

Individual beliefs, morals and values can serve as an individual set of standards that can influence behaviour and actions that are predominantly permanent but can be transient depending upon priorities (Ertosun & Adiguzel, 2018). Whilst individual beliefs and morals can be detrimental to organisational culture and change, evidence also adds that these principles can intrinsically support individuals to deal with the impact of culture and change (Smollan, 2017). Whilst the service as a whole and individual forces provide wide ranging support and benefits for officer well-being, through local toolkits (Gwent Police, 2024) and national support such as Oscar Kilo, the National Police Well-being Hub (2024), these should service to supplement individual coping through personal morals and values. Wolter, Santa Maria, Worfel et al (2017) conducted studies of serving police officers and their related resources and demands within their service and concluded that the correlation between role demands, available resource and well-being were negatively impacted if demands were high and resources were limited. Additionally, the quantitative research that used questionnaires to gather data highlighted that organisational culture and fairness, with emphasis on openness and transparency through change processes, added to well-being factors, either positively or negatively, depending upon the behaviour observed. Whilst this data was sourced from German police services and can be argued that it may not be relevant in Wales, there is little deviation away from the commonality between activity, resources and job demands seen between the two nations. 

NOW WHAT?
The Police Code of Ethics (College of Policing 2024) guides officers through their actions and behaviour throughout their career pathway. It will inevitably, in most situations, compliment officers’ personal doctrine, especially in relation to trust, compassion, kindness and selflessness, but additional linked to doing one’s best in a public role, acting in non-discriminatory manners and demonstrating strong work ethics, motivation, commitment and professionalism. However, organisational culture and the expectations and role demands associated with it can have significant impacts upon officer well-being and personal versus organisational values may, occasionally, or otherwise, result in intrinsic conflict that may have impacts upon performance, motivation and resilience. Police forces and higher leadership levels of management recognise the importance of well-being and have a role to play in promoting and supporting this. However, evidence shows that openness and candour when steering a service through organisational change to meet the ever-evolving demands of policing, and which inevitably have a subsequent impact on officers’ role demands, contributes to being more successful and less negatively impactful and subsequently getting the best from serving officers when the values and beliefs of both parties are either aligned or respected. 

In conclusion of the reflection included, it is clear that personal beliefs, morals and values can sometimes conflict with the same culture components of the organisation as a whole. Whilst a significant challenge, due to limitations upon resources, engagement in change within the police force can support personal well-being and uphold resilience to ensure emotional health is optimised.  Personal well-being is currently supported by a work-life balance and by seeking and utilising the support of available well-being services and by ensuring access to established peer groups, who have empirical experience of culture practices and changes and be an effective support to emotional health by ensuring motivation and drive and to ensure there is sound recognition and justification for thought processes around conflict between values and beliefs.  
WORD COUNT: 1289 
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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:

Reflection is a reliable way to support the analysis of evidence-based, up-to-date information and data, to both confirm good practice and to identify changes to practices that are required to ensure both personal and professional development and to support current or future decision-making (Bassot, 2023). This view reinforces Delves-Yates (2021) consideration that reflective practice allows us to pay attention to personal actions and interventions that require additional learning and experience in order to ensure positive outcomes, which, in the context of neighbourhood policing can result in safer communities and neighbourhoods for those living in them. 

[image: A diagram of ethics values and professional standards

Description automatically generated]Reflecting upon the described incident, allows consideration of the National Decision Model (NDM), (College of Policing, 2024), providing robust and evidence-based support to officers immediate and planned actions, with it’s core concept aligned with the Code of Practice for Ethical Policing (College of Policing, 2023) and The Human Rights Act (1998) (Smith, 2022).


The National Decision Model (NDM)
(College of Policing, 2024)

To provide a structure for reflection upon the incident described Rolfe’s model (Rolfe, Jasper & Freshwater, 2010) will be utilised, where reflection will be broken down into three stages of “What?” (description), “So What?” (analysis) and “Now What?” (actions). This model will allow consideration and analysis of the incident to be reflected upon and allows opportunity to understand what is required to confirm good practice or to change future practice and the subsequent outcomes. 

WHAT?
Neighbourhood response policing is an often unpredictable role and requires a common sense, ethical approach alongside the processes in place for safe, appropriate and responsive policing (Longstaff, Willer et al, 2015). Individual officers in this field are responsible for amalgamating their values with recognised frameworks to reach sound judgments and subsequent outcomes. Dynamic risk assessment, defined by the Health and Safety Executive as active observation, assessment and analysis of any given situation whilst it is ongoing to identify risk and inform actions to reduce the actual or potential risk to self and others (Health and Safety Executive, 2024). In the context of policing and particularly in respect of emergency response, that dynamic can change rapidly and regularly in a short period of time. Frameworks are, therefore, an integral factor in decision making for officers to ensure safe outcomes that are ethical, justifiable and for which individuals can be held accountable for (Masters & Kebbell, 2023). 

During a recent period of duty, an emergency call arose in relation to a domestic violence situation between a young couple. The female, who had contacted the police had disclosed to the call handler that her partner had smashed a glass in her house and pushed her over onto the floor causing an injury.

Upon arrival at the address, it appeared to be deserted with no lights and no evident sight or sound of movement from within. After the front entry door was knocked several times, a male answered and explained that only he and his partner resided at the address, and that there had been no incident. After being questioned on the doorstep for several minutes, about his partner, the male began to become abrupt and having requested to be let inside the property on several occasions, to which he was initially resistant, the male eventually agreed.
Having entered the address there was immediate evidence of shattered glass to the floor. The male stated that his partner was upstairs in the bedroom, who was then questioned about the incident that was reported. The female appeared was upset but refused to speak about the call she made to the police. Despite attempts to engage with the female, she refused to engage in conversation, with the exception of confirming her details and having sat with her for some time, the more irate the male was becoming with officers downstairs, where he could be heard shouting and screaming towards the officers that were with him. 

Despite the female’s reluctance to disclose the events of the incident, based upon the initial call to the police and the evidence that the male was acting very irate towards officers, the decision was made to arrest the male on suspicion of Comon Assault and Criminal Damage, especially given the additional evidence of broken glass inside the property and on the basis of Positive Action, that as officers, provides a basis of training and often has critical bearing upon decisions made.

NOW WHAT?
When considering the concept of decision making in the context of the described incident, Weatheritt (2023) states that decision making is a critical factor in the qualities and skills of police officers, when considering the unpredictable nature of the stressful situations that can arise and escalate during any period of duty. Fridman et al (2019) applied a theoretical approach to decision-making, surmising that it can be pivotal in gathering evidence, securing arrests and convictions and can ultimately have significant impacts, either positive or negative, upon both the victim and the perpetrator. This decision-making, aligned with individual discretion and personal values and beliefs can be instrumental in achieving positive outcomes and, importantly, ensuring officers can be justifiably accountable for their actions (Rowe, 2020). 

A fundamental and often critical tool in supporting officers with decision making is the National Decision Model (NDM), (College of Policing, 2024), which can be safely and appropriately used for all policing situations, from those that are unpredictable to those that are planned and scheduled. The framework, which is evidence-based upon current research and practice, and thus provides added cohesion to its process (Mitchell & Lewis, 2017), places the Code of Practice for Ethical Policing (College of Policing, 2023) at its core, giving it robustness, and advocates a staged approach to officers’ decision making, from information gathering through to review processes, with assessment and knowledge of policy and law between. This, along with personal values and principles that include integrity, impartiality and professionalism, should eliminate any bias in any given situation an officer finds themselves in and should result in a rational and balanced outcome (Roycroft, 2019). This unbiased approach, according to Cooper (2023), whose qualitative study of interviewing high level officials in a small number of policing areas, is something that can be vital when considering the contemporary need for policing and policing actions to be scrutinised and examined, especially after an event has transpired. Maile & Ritzenthaler et al (2023) add that personal ethics and values contribute to officer discretion when making arrests. The qualitative study that elicited the views, through semi-structured interviews, of UK officers that had operational experience in the past 2-3 years demonstrates that contemporary policing policies, processes and training programmes should encourage the use of ethical consideration and any reviewing and amending of current policies and procedures, including the Code of Practice should have ethics and values as a core factor. The study admits limitations in that it depended upon volunteers for the research and the authors feel that those volunteers may have chosen to participate due to positive experiences in their role. 

SO WHAT?
The use of the NDM, supported by personal values and ethics, informed the decision made to arrest the male at the scene. Professional curiosity, coupled with instinct or intuition, both interchangeable terms, that is underpinned by an evidence base can lead to judgements that are based upon discretion and experience (Christopher, 2015). Whilst policy and law remain relatively static in policing neighbourhoods and communities the dynamic of the human factor can cause complexities and challenges for officers (Schon, 1991) and it is vital, therefore, according to Charles (2000) that creativity and innovation are used by officers in situations such as that described, in order to successfully deal with the dilemmas posed. 

In the context of the incident described, after officers left the scene and took the male to custody, the female was revisited at the scene, questioned further and subsequently provided a statement that an assault actually took place. This affirmed the decision-making process that took place, utilising the elements of the NDM and eliciting personal values, ethics and intuition, resulting in a situation whereby the perpetrator paid the consequences of his actions. 

The decision-making process is a critical skill for police officers and evokes sometimes intense, post-incident scrutiny. To reflect upon this has offered an opportunity to consider the incident described and the actions taken in the context of the dynamic situation that transpired. Neighbourhood and response policing is an unpredictable practice that requires innovation and fast-paced decision making to ensure justifiable actions and positive outcomes that maintain the safety of communities and that ensure the police officer is held accountable through that scrutiny process that has become more common in modern and contemporary policing practice. Using frameworks such as the NDM offers structure, as well as an evidence-base for practice and when supplemented by an officer’s, or team of officers, own beliefs and value sets, and further considered alongside the standards of the police code of practice and laws such as The Human Rights Act (1998) provide a basis for sound and safe judgement in addressing criminal activity. The reflection has demonstrated that an unbiased approach to policing is pivotal in ensuring safety of all involved and that there is sound consideration of facts, assessment of risk and the potential outcome to officers, victims and perpetrators. Having moved through the reflective model and analysed actions and evidence it was not only evident that the correct decision had been made in the incident described, but the actions taken were commensurate with the aforementioned frameworks, standards and law and that the outcome, therefore, was positive, successful and, most importantly, justified.   
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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:

Being a safe, effective and proactive police officer can be dependent upon the surrounding team and the teamwork that exists within that team. The Police Code of Ethics (College of Policing, 2023), outlining standards that are expected to be met by individual police officers and resultingly by the teams that they are a part of, seeks to justify actions and behaviour of officers and the alignment of these standards with actions allow policing teams to make robust decisions based upon personal and professional judgements, values and ethics. In order to enable these ethics, The College of Policing emphasises the importance of team cohesion and dynamics as a concept to improve collaboration, build effectiveness and support resilience (College of Policing, 2022). Team development is considered a key element of robustness and effectiveness in any team in a vast range of industries, services and organisations (Dutton & Ragins, 2017). It could be argued that team development is never more critical than throughout a team of police officers, when considering the potential high-risk nature of police responsibilities and roles, making team dynamics and team cohesion a critical element in successful, safe and effective policing of communities.

As a response officer and, what is considered, a first-line leader, there are expectations, both organisational and from oneself, to possess, develop, maintain and enhance particular qualities in order to be an effective officer in an effective organisation. These qualities include, but are not limited to, standards of professional conduct, challenging unprofessional and unsafe behaviour within the organisation and amongst peers, build rapport and trust, be a safe and effective role model, pay articulate attention to personal development and well-being and recognise the need for change and improvement. It is considered that, when practising with these standards, there is a better success at team building and team cohesion (College of Policing, 2023). 

There is a vast plethora of team development, team building and team working models that theorise and guide teams, and the individuals within them, as to how best to be the most effective, such as the Situational Leadership Model, the Agile Team Development Model and the Lencioni Model (Mathieu & Tannenbaum et al, 2014). One of the more well-known models of team development and team working is that of Tuckman’s 1965 model of Stages of Group Development (Rojas, 2021), where developmental factors of any given team are segmented into 4 parts: Forming, where team members initially become acquainted with each other; Storming, the point where boundaries and expectations are considered and develop; Norming, the point where an element of cohesion is achieved and individual team members begin to understand their and other’s roles within the team; Performing – where eventually, team cohesion becomes most robust and outcomes are achieved and efficacy grows and is maintained (Vaida & Serban, 2021). There is general positivity surrounding Tuckman’s model (Natvig & Stark, 2016), although some criticisms have been made including that of Jones (2019), who suggests that, not unlike many models, the Tuckman model is situational and does not fit all team structures and aims. 

Team cohesion is a critical element in team performance and effectiveness and a lack of cohesion, especially in teams that are relatively new, can result in conflict, poor motivation and have a negative impact on individual and team well-being and resilience (Braun, Kozlowski et al, 2020). Salas, Grossman et al (2015) conducted a literature review that concluded that team cohesion in effectiveness and output is a key component that organisations consider when evaluating team performances and outcomes. These thoughts are reinforced by quantitative research (Van der Voet & Steijn, 2021), where it is suggested that even in multi-disciplinary teams, cohesion can affect performance outcomes and that strong and visionary leadership supports and enhances cohesion. There is research, however, that concludes that team helping behaviour is not always linked to cohesion, can be informal and, in respect of diversity, can be stronger across a team with different age ranges (Liang, Shih & Chiang, 2014). Collins, Gibson, Quigley et al (2016) undertook a review of available literature and findings to add that measuring the growth of a team over time, even with consideration of membership changes, can demonstrate the effectiveness and cohesion of a team. Filho (2019) proposed a theoretical model that suggests that a team dynamics theory can explain how teams can be cohesive, motivated and effective and confirms the perspective of resilience in a cohesive team structure.

When considering the required outcomes in relation to safety and the lowering of risk within teams of police officers, effectiveness and cohesion needs to be optimised. One factor in achieving this is the elimination of conflict between team individuals. It is imperative that conflict is both minimised and, if present, identified and addressed at the earliest opportunity. This would have the desired outcome of ensuring output and efficacy amongst policing teams is as positive as is achievable and, when conflict is present, careful consideration of individualism and character, with a problem-solving attitude, is required for a favourable conclusion (Corcoran, 2014). However, there is an additional school of thought that conflict amongst teams can be an advantage and can increase performance and the likelihood of positive outcomes, as long as the conflict is identified, and robust action is taken to find resolutions (O’Neill & McLarnon, 2018). Nicholson-Crotty & Li (2024) performed a quantitative study that demonstrates diversity within a team as being positive and relate this not only to race, culture or age but also from the perspective of knowledge and skill mix, experience and that of individual characteristics. When considering the models that some police forces use to develop newly recruited police officers, this can be related to, from a point of view of apprenticeship models and that of recruits being integrated into well established teams in any particular station or setting. The study is limited, however, by admission of the authors, whereby the research was performed in a singular setting and hence needs to be applied to a wider context. 

When considering the benefits and disadvantages of conflict amongst teams, O’Neill, Allen & Hastings (2013) suggest that the separate influences of team and individual tasks, relationships amongst team members and processes that the team adhere to are factors that can positive or negative upon performance. Their meta-analysis concludes that relationship and process conflict can be beneficial to performance but the negligible outcome of the study in relation to task conflict means that there may result a positive component to team cohesion when training and support may be implemented to address the conflict. Additional research (Humphrey, Federico et al, 2017) supports an element of this, whereby this quantitative study demonstrates that the correlation between task and relationship conflict is a complex concept, although evidence suggests that conflict between individual relationships can be disruptive to the sharing of information, whereby a positive level of information exchange can usually resolve task conflict within teams. The authors recognise limitations to their study, however, in that a student population were enrolled as a sample, although there is consideration that the results can still be applied to a more general study population.  
 
Trust is a fundamental concept in any team dynamic and when considering critical components of team cohesion and the effects on a team of police officers and their effectiveness and performance, trust may be considered a more pivotal element to success and, in this context, safety (De Jong, Dirks & Gillespie, 2016). This analysis of 112 studies suggests that trusting relationships are key not only within peer groups but in relation to leaders, who must be vigilant against complacency and be continually mindful of nurturing and enhancing trust across all boundaries. Maynard, Kennedy & Resick (2018) add that team cohesion and performance effectiveness is particularly important in policing teams, especially in circumstances and situations where there are extremes away from the norm, such as police response in communities where violent crime is prevalent and rates are high. Their review suggests that team cohesion, trust and resulting output can vary over time, where consideration for extrinsic factors such as new additions to the team, a change in process or the need to undertake tasks that are novel, need to be upheld and that leaders should flux the formality of management and leading depending upon need and circumstances and to optimise the performance of teams that are led and managed.

In conclusion, safe and lawful policing by individual officers and, in the most part, by teams of officers is a critical element of effective policing. When a team operates with good quality cohesion, understanding and consideration of each, performance and output is often optimised. Policing teams that enforce the law and deter criminal activity are no different. There is, however, a more critical need within teams of police officers, in that their safety and that of their peers and the wider community is critical in the ethos of what they aim to achieve on a daily basis. The Police Code of Ethics (College of Policing, 2023) and many of the standards outlined within, that are expected of officers and police staff, may be considered as being dependant upon officers working cohesively with one and other and reliant upon good quality and effective team dynamics in order for these to be achieved. As well as recognised leaders and managers, each officer has a role to play in leadership of their particular team, from the perspective of role modelling and being supportive, and when teamwork is robust and reliable, it is more likely to result in safe decision-making, sound justification for action and an optimisation in the execution of the officers’, and subsequently, the teams’ lawful duty.
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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:

The disruption of significant and prevalent criminal activity that poses significant threat to the health, well-being and safety of individuals and wider communities is high on every police force’s agenda. Criminals participating in organised crime that includes human trafficking, drug smuggling and provision and child sexual exploitation are utilising advances in technology to enhance their success and profit and to evade detection and arrest. Modern policing, therefore, must subsequently rely upon robust and legitimate information and intelligence to address the issue.

Evidence and statistics demonstrate that the success of many organised crime groups and the illicit activities that form part of their businesses, primarily rely upon movement of goods, funds and people, either offenders or victims from either one part of the country to another or, more locally, across borders and boundaries. This movement is planned and is undertaken in a way that relies upon evasion of detection by police. When considering the intricate mechanics of County Lines, for example (National Crime Agency, 2019), in the majority of cases movements are made by means of the national rail network with criminal activity by road placing close behind in the statistics. The effective policing of highways to support the disruption of activity in this way is pivotal in the success of police forces to tackle organised crime. To enable this, strategies such as the National Intelligence Model (NIM) (National Criminal Intelligence Service, 2000) and the most recent National Roads Policing Strategy (National Police Chiefs Council, 2022) are developed and produced to outline the critical processes in place that are utilised nationwide by forces.  
There is a broad plethora of concerning statistics around serious and organised crime in England and Wales that, when considered in the context of recruitment and retention challenges faced across both nations (Police Federation, 2021), result in the need for technology based crime disruption activities now more than ever. The National Crime Agency (2020) state that there are 350,000 individuals across almost 5000 known organised crime groups in the UK, resulting in a cost to the UK economy of £37 billion. The same report confirms there were almost 8,000 children and young people under safeguarding measures in the context of child sexual exploitation and that modern slavery, admittedly under-reported, increased by over 15% at the end of the last decade.   

Despite this identified need for an uptick of technology in order to effectively police the roads and disrupt activity of this nature, Thompson and Manning (2021) suggest that police forces in England and Wales are poorly equipped, from a technology and intelligence perspective, to effectively manage the complex nature of contemporary crime, especially in relation to organised crime and the groups that implement it.  County lines criminality over the past 10 years has become more focussed upon the use of young people exploitation and the more technologically driven advancement in information technology and social media platforms (Harding, 2023), leading modern policing strategies to evolve in order to be more reactive in similar methods. Forces have traditionally used mapping models to predict crime and support policing resource but there is some consideration that an update to these mapping methods is required to maintain momentum in disrupting criminality across a wide gamut of activities (Rosser & Davies et al, 2017).  

At strategic levels, published policies and processes assert the objective of disrupting the way in which road networks are exploited for criminal gain (National Police Chiefs’ Council, 2022). The National Roads Policing Strategy (National Police Chiefs’ Council, 2022) outlines ways in which innovation and intelligence, supported by evidence bases can prevent crime in this arena. Road safety has always been a key to saving lives but in a less traditional sense, standard road policing can incidentally, and more often in contemporary policing, purposefully, uncover criminal activity on a large scale and disrupt those criminals responsible (The Police Foundation, 2022). An example of such is the cross-border route of the M74 in Scotland, where intelligence and effective road policing was successful in leading to the seizure of significant amounts of illegal substances and cash generated from criminal activities (Police Scotland, 2016).

A key component of effective road policing is the implementation, development and optimisation of Automatic Number Plate Recognition (ANPR). On average, there are around 60 million ANPR engagements in the UK (Police.UK, 2024) by means of a system that uses highly technological cameras and systems to reference car registration numbers against a national database of vehicles of interest, with the vehicle, the owner or both, having potential or actual links to criminal activity (Police.UK, 2024). Although heavily supported in police organisations with robust law and policy (Home Office, 2022), The Police Foundation (2022) argue, however, that to ensure ANPR is used to its best extent, resource must be invested to ensure adequate numbers, with the required skills, are utilised to act upon alerts activated by the system. Green (2020) noted a decrease in the number of fixed penalty notices issued in the latter part of the last decade but considers this to be a result of a reduction in the capacity of road policing and the replacement of some responsibilities by highway officers. Wells (2016) concurs in her literature review, noting that despite roads and highways being the most common place for any member of the public to commit a crime and experience engagement with the police and enforcement, road policing, amongst other tasks has been considered something seen to be superfluous and much accountability shifted to partner agencies such the highways agency. If this is theoretically correlated into the context of organised crime, that opportunity to disrupt activity may induce a potential loss in effectiveness. However, policy makers foresee the need to work collaboratively with industry, academia, the public and research groups to support development and enhancement of systems to enforce road policing for the future (Halkon & Muir, 2022), helping to evolve systems and eradicate obstacles such as the reduction in effectiveness of ANPR when it is compromised by a broad-ranging variation in the design of number plates, for example, or the use of cloned number plates to evade detection (National Crime Agency, 2019) and how accurate cameras have the potential to be in order to optimise success (Gurney & Rhead et al, 2012). A pilot study commissioned by a consulting group with close historic links with police forces highlighted ANPR effectiveness in that over a 6 month period, across nine police forces, stolen vehicles and goods and seized illegal substances to the value of almost £100,000 were recovered, as well as firearms and offensive weapons (Gains, Henderson & Goyal, 2024).   

Given the mixed effectiveness of ANPR as a method of successful road policing in the UK, it is critical to supplement this with other strategies and innovations. Technological advances in the use of deterrents and detection across methods that include CCTV, vehicle tracking, roadside fingerprinting and facial recognition, used in unison with the Facial Images National Database (FIND), give opportunities to officers for stop and search action. This is utilised using powers under a variety of acts including The Road Traffic Act (1998), the Police and Criminal Evidence Act (1984), the Criminal Justice and Public Order Act (1994) and the Terrorism Act (2000) and can be successfully disruptive to organised crime groups and preventing significant activity such as County Lines, modern day slavery and human trafficking (College of Policing, 2023). 

National and local data demonstrates that organised and serious crime, such as county lines drug movement and dealing, human trafficking and terrorism form part of the threat to the health, well-being and safety of communities across the country and the individuals that live in those communities. There is almost entire reliance upon effective policing to counter these activities and to utilise available technology to support those fighting criminal activity. Much organised crime relies heavily upon movement via a range of transport methods and the road network around the UK is a main artery for this interchange of funds, commodities and people. The effective policing of the road network is a significant deterrent and reactive force in addressing crime of this nature and a skilled workforce as well as the most up-to-date technology is key to its success. ANPR is a significant weapon in the fight against organised crime groups and although there is a school of thought that the system is sub-standard due to a lack of resource to respond to positive engagements, anecdotal and research evidence demonstrate success in a range of arenas. Challenges around numbers of general and specialist police officers may have a negative influence on the effectiveness of road policing and despite partnership working and collaboration with other agencies seen as a successful method of implementation, there are arguments that the delegation of some policing tasks, to highways agencies, for example, can lead to a reduction in engagement with criminals using the road network to undertake illicit activity in the name of serious crime. Ultimately, regardless of advances in technology, including monitoring activity and database accuracy and reliability and how they evolve over time, ongoing investment is required to ensure not only the most up-to-date equipment is made available to forces, but that the individuals are available, trained and experienced in supporting the technology. This technology and the equipment used alongside it, enables officers to utilise appropriate laws to disrupt criminals and to ensure serious and organised crime activity is reduced in a sustainable way and that, in turn, neighbourhoods, communities and the people that live and work in them are kept safe.  
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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: 
 
 Since completing my first year as a Police Officer, there are some areas in my role that I believe I need to develop. In this table I will talk about the areas I believe need developing, where I believe the force perceives I should be on a rating of that area and how I can improve my knowledge, skills, and experience. 

	Area of Development 
	Force Rating
	Personal Rating
	What I want to Achieve 
	How I will Achieve it 
	Time frame 

	Understanding and completing different styles of Case Files 
	5-7 
	1-4
	When tasked with Case Files, I believe my general knowledge of the different types of Case Files utilised within police routine is inadequate. I do not feel as though at any stage in my career thus far has been focused on a Case File. When tasked with a Case File or asked by a line manager to complete one, I have limited experience and would not feel confident completing one independently. 
I would like to be able to achieve at minimum the basic knowledge on how to complete a Case File. Furthermore, this would enable me to get on with files that are relevant to my own workload. Consequently, I will be able to send them off to our Case File team for them to get the file ready before reaching the Crown Prosecution. 
	Historically, to build my basic knowledge on Case Files, I have sought advice from my more experienced colleagues.
Upon reflection, although this has been helpful to achieve the task in the short term, I do not believe this is a beneficial long-term solution. This is primarily because I have not retained the process from verbal instruction and recognise that I may need to create a template or make written notes of the Case File process.
After speaking with my Sergeant, she has informed me that I am able to book on to an attachment with our Force Case File team. This would be a short attachment with personnel who are specifically trained to complete files for response Officers and to make sure everything is correct before being sent to Court. I believe booking on to one of these attachments will help expand my knowledge and hopefully retain information when completing another file. 
	I believe all of this will be achievable in the next 6 – 12 months. Booking an attachment will require a day where staffing levels are not below minimum. 

	Handovers/ Interviewing Suspects 
	8-10 
	5-7 
	Since starting my career as a response officer, I believe my confidence with conducting interviews and handling suspects has grown immensely. I believe I can competently conduct the interview process, converse with solicitors with confidence to provide full disclosure and conclude interviews professionally. On reflection, the aspect of this process I believe I struggle with is the administrative duties such as completing bail/remand applications, formulating interview plans and other associated administrative tasks.
	Thus far in my career, I have tackled the handovers I have been assigned in a professional but improvised manner. On reflection, as my confidence in my role has increased and rapport with my colleagues grown, I have found asking for completed examples of administrative paper works to be highly beneficial. This is a strategy I believe that if I continue to utilise will increase my ability to confidently handle administrative duties independently. Furthermore, there is a designated specialist team that are assigned handovers that I could liaise with for further information.
	I believe all of this will be achievable in the next 6 – 12 months. However, it is important to take note that due to the formation of the designated handover team, there will be fewer routine handovers assigned to myself for the foreseeable future.

	Roads Policing 
	5-7
	1-4
	Throughout my progression as a Police Officer, I have not had much experience dealing with Traffic related offences. I believe this is partially due to the fact my stationed location primarily deals with domestic violence incidents. Consequently, I feel as though my knowledge and skills in dealing with roads policing to be limited. Thus far, the only authentic experience I have of managing this is when I was involved in an organised operation concerned with specifically targeting motor offences. Since this experience, I haven’t had any incidents of dealing with traffic offences and due to high call demand have not had the opportunity to seek them independently. 
	I recognise I may need to be more proactive to engaging in roads policing to further my own experience. This may take shape in enrolling onto a traffic attachment to allow myself the opportunity to develop my skills. Furthermore, I can be more engaged in my own area by volunteering for nighttime patrols and completing the patrol diary. This is a record of areas most vulnerable to vehicle crime. Furthermore, I intend to be more vigilant in my working hours to ensure I am seeking, challenging, and documenting persons engaging in road traffic offences.
	I believe all of this will be achievable in the next 6 – 12 months.
I believe this may be achieved sooner if I am able to be more proactive day to day. 
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