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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 organisational culture in policing varies from other workplaces and roles in both the public and private sector. Given how it varies from other workplaces, I believe this can have a profound impact on police officers both positively and negatively. Since achieving independent patrol status organisational culture has had an impact on my wellbeing and my resilience. Achieving independent patrol status is a significant milestone in a police officer’s career, meaning they are qualified to work alone and serve the public without the need of another officer to be in company. However, with it comes huge responsibility and the need to make sound decisions alone. 

In this essay I will discuss and reflect on how organisational culture within South Wales Police has affected my wellbeing and resilience and the risks associated with conforming to this. Due to the reflective nature of this essay, I will look to incorporate Bortons reflective model (Borton, 1970) which asks, What? So What? Now What? into my discussions. I will discuss and how I cope with the culture and how I strive to maintain my wellbeing and resilience. 

Firstly, I will reflect on the culture within policing and the positives and negatives of it. Organisational culture within policing is wide ranging. Organisational culture is defined by online careers website Indeed.com (2022) as “Organisational culture is the collection of beliefs, values and methods of interaction that create the environment of an organisation”. South Wales Police has its set values which is to be proud, professional, and positive along with the vision to be the best at understanding and responding to the communities which the organisation covers (South-Wales.police.uk (no date)). 

A paper by Ludolf et al (2017) suggests that when individuals within an organisation have values that align with that of the organisation, the organisations performance is improved. There is emphasis that the most important value is commitment. I would argue that within a policing context, people having similar values to that of the organisation is important such as the desire to work for positive outcomes for victims, which is a South Wales Police priority is vital for improving performance. In addition, with reference to commitment, with policing having a poor retention policy at 9.1% attrition (Police Federation, 2022) having an organisation which has a strong culture of commitment, retention may improve. 

Organisational culture in policing has been under the spotlight due to recent scandals. His Majesty’s Inspectorate of Constabulary and Fire & Rescue Service (2022) commissioned a report into misconduct and misogyny with the police service which found there were issues within the police services culture with there being numerous reports of misconduct including sexual harassment and racism. Presence of this culture within police forces would understandably lower the general public’s confidence in policing hence there being substantial recommendations from this report to improve pre-employment vetting. 

Using Borton’s reflective model (Borton, 1970) I can reflect on what I have seen to be the culture in policing since gaining independent patrol status. Firstly, the What? What I have experienced has been mostly positive and not the concerning behaviours which has been highlighted in the report discussed above. I have experienced a culture of strong teamwork and desire to improve as officers. The culture amongst my team to improve I believe comes from the demographic of us mostly being in our early to mid-20’s and mostly being within our probation periods. I have however also experienced that the culture broadly in the police service is one of low morale. Currently 58% of officers feel that their morale is low with 22% actively seeking to leave policing within two years (Police Federation, 2024). Using the So What? Of the model I believe that these are differing elements of the policing culture I have experienced since joining. The teamwork and desire to improve creates a hardworking and positive environment however the organisations morale can dilute to positivity. Using the Now what? It is important for me to maintain my high morale and try and see the positives whilst also understanding why there is low morale within the service in the first place such as the perception of poor treatment from the government (95% of officers) and poor pay for the stresses of the job (92% of officers) (Police Federation, 2024). 

In addition to reflecting on the organisational culture, I will also use Bortons Reflective Model (Borton, 1970) to reflect on how it has affected me on a personal level since gaining independent patrol. The What? being the positive impact the teamworking culture has had on me since gaining independent patrol status, I feel this has been excellent for me as an officer. So what? It has helped me cope with the pressures of the independence and responsibility of being a police officer knowing that I have a strong team around who would support me if I needed them. The Now What? is that I ensure I continue to work well as a team and strive to ensure this positive working environment remains.

However, on further reflection of the culture. The What?, being the low morale within the organisation. The So What? is that many officers are struggling. This may be partially explained by the extremely high level of stress experienced by police officers (Gupta et al., 2019) with 70.4% of officers who took part in a survey by (MIND, no date) stating they experienced mental health condition. Now what? this emphasises to me the need to ensure that I am aware of these issues within policing and actively work on myself to ensure I do not experience or limit the negative effects of this culture of stress and mental health in policing. The So What? Because of my awareness of this, I can identify and work with my coping mechanisms to ensure I remain a positive and functional constable within my organisation. 


Firstly, one of the coping mechanisms I use to look after my well-being and resilience are remaining active. Exercise has been shown to improve anxiety, stress, and depression with the release of endorphins in the body (Mikkelsen et al., 2017). The exercise I regularly do is running and weightlifting. I feel this improves my mood and is a strong stress reliver, with me feeling good afterwards and with the added benefit of knowing I am remaining fit which I believe can enhance my performance as a police officer. Another one of my coping mechanisms is ensuring I monitor my sleeping pattern. Sleep deprivation has been shown to have an impact of lowering mood (Lieberman et al., 2005). Due to the shift pattern, I work, I believe I could easily start to get an inadequate amount of sleep/ poor quality sleep. Due to this and my awareness of the effect it could have on my mood, I actively monitor how much sleep I get in a 24-hour period to ensure I am getting enough good sleep that I am feeling good. 

In conclusion, so far organisational culture has not had a negative impact on me since gaining independent patrol status and I believe this is due to my awareness I have of the negative aspects of it, and the way I use my strategies to maintain my wellbeing. 
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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:

Police officers’ day to day role and policing in general is unpredictable. With the requirement for police to answer and attend a broad range of incidents, many of which are not crime related but related to public safety means incidents can change rapidly. Officers are required to make quick decisions in these circumstances. In this essay I will evaluate a domestic incident I have attended, I will discuss my use of dynamic risk assessments and my use and understanding of the National Decision-Making Model. I will then reflect on my decisions and review any learning I have taken from this. 

The incident I will discuss is a complex domestic incident which I attended involving a couple who had recently broken up however had an extensive history of incidents with police involvement. Domestic abuse is defined by the Domestic Abuse Act (2021) as “Behaviour of a person (“A”) towards another person (“B”) is “domestic abuse” if A and B are each aged 16 or over and are personally connected to each other, and the behaviour is abusive.”  The victim phoned 999 shouting hysterically down the phone that the perpetrator was outside and trying to break the door down shouting “I’ll kill you let me in.” It was reported the perpetrator was in possession of a screwdriver.  The victim was at home with two friends who were also reported to be heard screaming in the background of the call.  This was a grade 1 incident and required an emergency response. My colleague and I have immediately attended the address and the journey took approximately 3 minutes. There was limited information from the control room available as the reporter had terminated the call. Information passed was that the caller was a high risk repeat victim of domestic abuse from her ex-partner. A High-Risk victim is a victim at serious risk of serious harm or death (Southampton City Council, 2020). Due to the nature of the report, it is clear this incident was relating to domestic abuse. The emergency and timely attendance to this is essential to ensure the victims immediate safety, put support in place and carry out initial investigation (College of Policing, 2015). 

During my attendance I was constantly using a process of dynamic risk assessment and making decisions using the National Decision-Making Model (NDM). A dynamic risk assessment is when an officer continuously assesses risks and new hazards that may present themselves (College of Policing, 2013). The National Decision-Making Model consists of 6 elements; Gathering information and intelligence, assessing risk, and developing a working strategy (including a dynamic risk assessment), considering powers and policies, and taking action and revieing what happened. Amongst these 5 elements is the police code of ethics (College of Policing, 2013). This means that all decisions and the process of coming to a decision must be made ethically. 

Using the NDM, prior to this call I was able to identify risk factors towards both officers and the victim from the information and intelligence provided by the control room. Firstly, towards the victim, the perpetrator was threatening to kill them, and trying to break into their house, this along with the information the victim was a high-risk domestic abuse victim from this person allowed me to conclude that this situation had potential to be serious. I was also aware that he was reported to have a weapon upon him, so I needed to be aware of this risk towards myself and my colleague. The fact that a core principle of the police service is to preserve life and property (The Police Conduct Regulations, 1999) was at the forefront of my thoughts whilst on my way to attending. 

On attendance I activated my body-worn camera as I had the awareness this could capture evidence. There was no person present outside the address, however the top panel of the door was missing, so I shouted out the victim’s name. I then heard screaming coming from the upstairs of the house. The door was locked however, the gap in the door was ample enough for me to gain entry by climbing through. Further using the NDM, I had information that the door was damaged, and a victim heard screaming, this meant to me there was risk to that person upstairs, especially considering the previous threats. I have assessed my powers and identified that I had a power of entry to this premises under Section 17 of the Police and Criminal Evidence Act 1984 for the purpose of “saving life and limb or preventing serious damage to property.” I have then searched the property and located 3 females upstairs crying with one being the victim. The perpetrator was not present. 

I then proceeded to get an account on body-worn video. This was an important part of the evidential gathering stage, and my awareness of the ‘Res Gestae’ principle, which means statements made by a person who is emotionally overpowered by an event means that the making up of a false account can be disregarded in court (College of Policing, 2015). These disclosures may be vital evidence should the matter go to court, or as officers we decided to pursue a victimless prosecution, if the victim did not support providing a statement. 

Whilst speaking to the victim she they were unsure whether they wanted to make a criminal complaint, something which she had never previously done despite significant domestic abuse history between the pair. Despite this, I decided the suspect was to be arrested for Threats to Kill (Section 16 Offences Against the Person Act, 1861) and Criminal Damage (Section 1 Criminal Damage Act, 1971). I have made this decision using the NDM. Firstly, using the information and intelligence of what has just happened, and assessing the risk I concluded the victim was at risk of harm should no police action be taken. This gave me a clear necessity for the arrest of the perpetrator. Under PACE Code G (2012) a lawful arrest can only be made if a person is suspected of committing an offence and a necessity criterion is met. Two of these applicable necessities are to prevent the person causing any physical harm to another and to protect a vulnerable person (PACE code G, 2012). This incident would satisfy the criteria for a lawful arrest. In addition to this, police have a duty to take positive action in relation to domestic abuse regardless of the victim’s views (College of Policing, 2015). I have passed this information that the perpetrator was now a suspect over my radio, and shortly after colleagues located and arrested the male. 

All the information I passed and received, including personal details had to be accurately recorded on police systems, including personal details for a policing purpose (College of Policing, 2023). Importantly, I also recorded information of the incident and history between the victim and perpetrator for the purpose of sharing with partner agencies. I did this through the process of taking a DASH questionnaire which is used to assess the risk to the victim (College of Policing, 2022). I was aware that the victim has been discussed in MARAC meetings, which is a meeting involving all agencies involved with the individual who can help safeguard and create a strategy in their best interests (Southampton City Council, 2020). I knew that the accurate recording of this information could also assist in gaining the support of the victim by information sharing with the correct and relevant agencies. When recording I asked for an independent domestic abuse advisor (IDVA) to contact the victim to support her. An IDVA works with the victims of domestic abuse and can support them within the criminal justice system (Safe lives, 2023). 

I will use Bortons Model of Reflection (Borton, 1970) to reflect on the decisions I made at this domestic incident. Firstly, What? The decision I made to pass information to officers that the perpetrator was to be arrested without yet knowing If the victim was supportive, I feel was the correct one. This decision was an ethical one as the police service must protect the human rights of individuals, notably for this incident, Article 1 which is the right to life and article 2 which is the right not to be subjected to torture or inhumane or degrading treatment or punishment (Human Rights Act, 1998). By this arrest the victim was safeguarded and her human rights protected. Further using Bortons Model of Reflection (Borton, 1970) The So What? is that the consequences of not making the decisions I made could’ve been catastrophic with 134 domestic homicides in the year March 2021 to March 2022 (Office for National Statistics, 2023).  In addition to this, the victim and perpetrator had recently gone through a breakup and 38% of women killed in domestic incidents were killed by their ex-partner within the first month of the breakup (National Centre for Domestic Violence, 2023). The Now What? There is still work to be done around this incident to ensure a positive outcome is achieved for the victim to improve her support of police in future. Because of the accurate recording of details and sharing of these details the victim was supported by partners and made a statement of complaint which heightens the importance of both recording and partnership working. I will take this incident forward throughout my policing career try and build on the service I provided.

In conclusion, domestic incidents are difficult and wide-ranging situations. I believe that the priority of any domestic incident is the safety of all persons involved and correct use of a dynamic risk assessment and NDM can ensure this. 
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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 this essay I will write about the team dynamics and the importance of team cohesion. I will discuss the functionality of teams and why it is important in a policing context that teams work efficiently whilst also considering how conflict can occur and how team dynamics can cause behaviour to fall below the required standards within the service. Firstly, team dynamics represents a complex and dynamic entity (the team) which must work together to meet and adapt to different situations which present themselves (Kozlowski and Illgen, 2006). Team cohesion varies from this as it relates to the groups social bond and how they unite (Casey-Campbell and Martens, 2009). 

Firstly, I will look at reasons some teams cannot function. Hackerman (1998) argues that teams cannot always work well on all tasks. He argues that some tasks are best done individually and the desire for there to always be ‘teamwork’ is damaging to the overall efficiency of the team. In a policing context, this could be utilising two officers to take a singular statement just because they are crewed up together whereas the ‘free’ officer could be making other enquiries to further an investigation. Hackerman (1998) also states another issue with the functionality of some teams, he theorises that organisational support for difficult tasks may be poor. This means that even with the desire and motivation of a team, if they are not adequately supported, they cannot achieve the goal and therefore not functioning to a high standard. 

Robbins and Finley (2000) argue that teams failing can be caused by goals being misinterpreted or unclear objectives from a line manager. They go further to argue that goals must be clear, because constantly changing goals can cause confusion and de motivate team members. Communication or lack of within a team can also cause a team not to function. This would be because if team members do not understand what others are doing to reach a joint goal, duplication could occur, or essential tasks could be missed. 

On the other hand, teams that work well can often have leaders who lead by example as opposed to just orders (Bolman and Deal, 1992). This can motivate as the leader is involved in the team process. Bolman and Deal (1992) also argue that humour and fun amongst a team can bring about best functionality as this can reduce the tension of working towards a task. 

There are many different theories of team dynamics and team cohesion. One such theory is Tuckman’s theory of group development. Tuckerman (1965) states there are 4 phases of group development: Forming, Storming, Norming and Performing. The first phase would be the coming together of a group of persons who may not have previously worked together or know each other with the expectation to work together. The second phase of storming is when there is some conflict between group members as they get used to the group and their roles. This leads to norming where there is familiarity between group members and an understanding. Should the team get to the performing stage, this is when they are fully settled and clear with the goals for the team. There are limitations to this model. This model does not explain any timeframe for movements from one stage to the next nor does it account for external pressures or factors on a group (Bonebright, 2010). These limitations do not account for why some groups may become dysfunctional. 

Hackman (1987) had another theory of group dynamics which was the Input-Process-Output model. The input is the team coming together, the process being what the team does when together and the output the outcome from the team’s behaviour together.  It could be argued that unless the team coming together can ger along and work well together (the process), the output will not be a successful one. 

Belbin (2022) states that there are 9 team roles which are vital for a team to function successfully. These roles are resource investigator, team worker, co-ordinator, plant, monitor evaluator, specialist, shaper, implementer, and complete finisher. This would appear to argue that diverse teams work best, therefore arguably teams without a diverse range of skillsets may be more likely to fail or be dysfunctional. 

Team cohesion plays an important role in the success of a team.  Ryska et al. (1999) argue that team cohesion is improved when members can develop a sense of belonging to the group. This can be through the acceptance of what each person can bring to the team and ensuring their personal needs are met. Ryska et al (1999) also go further to say that role development strategies such as allowing team members more responsibility can improve team cohesion as they can contribute more to a goal.  

Kao (2019) further argues that team cohesion and success are closely linked, with a successful team having much better team cohesion. This can be further enhanced by relationships within the team such as friendship and mutual appreciation for each other. Conversely, it could be argued that a team without friendship and appreciation for another skillset could be a factor in a dysfunctional team. 

Lencioni (2002) states that there are five stages to a dysfunctional team. He states that these are; an absence of trust, a fear of conflict, a lack of commitment, avoidance of accountability and an inattention to results. Aggerwal (2023) studied this model further. They found that in some cases it only takes one member of a team to cause a team to become dysfunctional. This can be because of the fact or feeling amongst other team members that they lack the skillset required and therefore other members have to work harder to compensate, however, this does not always happen which can lead to poorer outcomes for the team hence making them dysfunctional. 



Interpersonal conflict within a team can have a catastrophic effect on the functionality of the team and the wellbeing and satisfaction of the team members (El-Hosany, 2016). El-Hosany (2016) further argue that varying perspectives on a matter can led to conflict. This would be prevalent when there are differing ways to solve a task with differing opinions. Interpersonal conflict can be caused the way persons within a team communicate, as verbal aggression or angry exchanges between persons can be the trigger for an ongoing interpersonal conflict between individuals (Ilies et al., 2011). 

To improve performance of individual employees it is argued that they should be encouraged and empowered within their decision making and allowed to make decisions within a remit. Coaching individuals in certain ways can also be a way of motivating them to improve their performance, which will in turn benefit the team or organisation they are a part of (Wahyudi et al., 2022). 

Improving communication is a way of improving team performance, by a way of clarifying certain phrases, expectations and having regular team meetings to ensure joint understanding (Brewer and Holmes, 2016). This would suggest that a basic and easily implemented strategy can have a strong correlating effect on improving how a team performs. Weidmann and Demming (2021) also put emphasis on social skills and teamwork. They argue that a person with good social skills, who can read the emotions of others work well in a team and therefore can contribute positively. 


Within policing team dynamics plays an important role, however these dynamics can sometimes have a negative effect on the service. According to Banduras Social learning theory, people learn behaviour through a process of observation. It is theorized that following these observations, behaviour is copied (McLoed, 2024). This theory can provide issues within policing as within the standards of professional behaviour which is incorporated into the police code of ethics is to “challenge inappropriate behaviour” (College of Policeing, 2024). This is where team dynamics could lead to a failure to comply with professional standards as if a college is learning behaviour off another and not challenging or noticing it is inappropriate, thy may then begin to copy this behaviour leading to multiple team members not abiding by the professional standard requirements of the force. It has been shown previously that there are teams of officers which have adopted shared inappropriate behaviour and have faced criminal charges because of this (Mercer, 2022). 


The college of policing sets the standards for line managers. Of these standards one is “Lead a team, upholding the highest standards of professional behaviour” (College of Policing, 2023). It could therefore be argued that should a line manager not be displaying the correct behaviour and leading their team to these standards, the team they lead may begin to display behaviour which is non-compliant with the standards of professional behaviour. 

It is vitally important that police officers and teams of officers abide strictly by the Police Code of Ethics as due to the decisions made potentially having major effects on the lives of members of the pubic. To ensure confidence is kept, police officers must ensure they behave in compliance with the standards of professional behaviour both on and off duty (College of Policing, 2024).

In conclusion having strong team cohesion is vitally important especially in a policing context to achieve positive outcomes for members of the public. There is clear research and models on how to best achieve this and strategies on how to improve cohesion and performance. By having an awareness of how these models work, and how interpersonal conflict can arise, the issues can be addressed. Through clear compliance with the police cod of ethics and challenging, not imitating, improper behaviour police standards can remain to be upheld in a team dynamic. 
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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:


In this essay I will examine and explain how information and intelligence is used by the police service and the concept of intelligence led policing. I will explain how intelligence led policing can help disrupt organised crime and serious criminal activity which these groups are often highly implicated in. I will also explain the influence road policing can have on this as well as outlining how Automatic Number Plate Recognition (ANPR) can be used effectively as an intelligence resource both proactively and reactively. 

Firstly, information and intelligence are closely linked but differ; information is all information available to an officer, for example what they see or hear or a crime report. Intelligence is different as it is information which has been received but then also evaluated prior to dissemination (Wood et al., 2021)

Intelligence is collected and used in a variety of ways by police forces. Intelligence must only collect and retain intelligence for policing purposes such as protecting life and property and brining offenders to justice (College of Policing, 2015). Intelligence can be collected in a variety of ways and intelligence requirements can be met by targeted activity or the routine collection from members of the public or other sources such as CCTV (College of Policing, 2015). Intelligence can also come about using Covert Human Intelligence Sources (CHIS’s) which is using and maintaining a relationship to obtain information (Home Office, 2022). Intelligence must be collected and recorded correctly so that accurate evaluation of the information contained can be risk assessed a reliability score given to it. This can help with targeted policing and policing priorities (College of Policing, 2022). 

The gathering of information and intelligence can be pivotal to the detection and prevention of serious and organised crime and with stretched resources, intelligence is a key facet in the risk management of the potential harm posed by the more prevalent crimes (Ratcliffe et al., 2014). Sullivan et al. (2020) further state that the resource intensive investigation of organised crimes must be managed in a way to lessen the burden on the authorities and prioritise specific goals, one of these areas is lowering community harm, which they found to be the most important factor. Ratcliffe et al. (2014) also states that understanding the strengths and weaknesses of organised crime groups can assist in the effective policing of them. One such method adopted by the National Crime Agency (2017) is Organised Crime Group Mapping. This can help agencies evaluate the behaviours and characteristics of organised crime groups. To ensure the benefits of this process are achieved, data must be shared between forces and partner agencies (College of Policing, 2015). 


Intelligence led policing is a model which many police forces globally have adopted so that they can become more proactive in dealing with crime and offenders instead of the standard way of reacting to crime and incidents (Burcher and Whelan, 2019). This process is allowing the police service to direct their police action and attention based on intelligence and its reliability (Cope, 2004). The reliability of this intelligence is assessed against the National Intelligence Model which can assist in forces making the most effective decisions based on the reliability of each piece of intelligence (College of Policing, 2013). The main purpose of intelligence led policing is to be able to identify and prevent crime proactively so that interventions can occur before issues arise, this can increase trust and confidence amongst communities which can then lead to further intelligence developments (Carter and Fox, 2019). However, the more serious offences which intelligence led policing can be key to may not be as visible or at the priority of the day-to-day social issues that neighbourhood policing needs to address. 


There are many benefits to the model of intelligence led policing. This style of policing can mean resources are better used and therefore more efficient, especially when dealing with serious criminality to reduce and disrupt its operations which has been shown in the long run a reduction of crime overall (Carter and Fox, 2019). This model of policing has helped modernise the limitations of previous policing styles and assist agencies in addressing modern crime trends such as organised crime who now use more sophisticated technology (Khalfa and Hardyns, 2023). Khalfa and Hardyns (2023) also conclude that this model of policing can be useful in mapping crime hot spots where police resources can be better directed so that effective positive action can occur. Schaible and Sheffield (2012) also argue that Intelligence Led Policing can be advantageous in the decision making and allocation of resources however, they also state the model is suitable in both counter terrorism as well as conventional crime disruption.


There are however negatives of intelligence led policing. Firstly, for the success of this model to be achieved it requires organisation wide buy in as an alternative method of policing, and with the demand required by ‘reactive’ policing, it can become difficult for officers to commit to this proactive approach as it is time consuming (Saunders et al., (2015). It is also argued that further funding for this policing style may be required and that this model has not yet been as effective as anticipated (Schaible and Sheffield, 2012).  Meijer and Wessels (2019) also argue a disadvantage of this method may be the recording and analysis of data my not always provide accurate results. 


The effective policing of the roads can have a profound effect on the results of investigations and by proactively targeting criminals and organised crime groups, particularly by using the information and intelligence to do so, with the key role of road policing to tackle crime and prevent harm (College of Policing, 2022). Police officers have many powers when it comes to policing the roads, powers which if used correctly and effectively can disrupt crime, such as section 163 of the Road Traffic Act 1988 which gives a constable the power to require a mechanically propelled vehicle to stop on instruction.

The roads in the UK are used by criminals daily, it is a priority and requirement of Local Police Forces and partner agencies such as the National Crime Agency to disrupt and prosecute those who use the road network for trafficking, county lines and other serious criminality (Department for Transport, 2020). 

The effective use of police powers relating to Road Traffic Offences is further highlighted by Corbett (2008) who states that there is a large cross over between road traffic offences and other criminal offences, with those who commit traffic offences or who have a poor motoring record are much more likely to be of interest to police or have a criminal record. Using stop checks and police powers, other criminality could be uncovered and detected even if originally there was a minor traffic offence observed by the officer. Corbett (2008) also notes that there is a growing problem with offenders failing to stop for police and the fact that many criminals flee crime scenes by road. Only certain officers are authorised to pursue vehicles, often these are officers attached to road policing units and therefore can play an essential role in the disruption of serious criminality, should a pursuit be justified and proportionate (College of Policing, 2013). 
 
The use of Automatic Number Plate Recognition technology (ANPR) Is a tool that police forces can use to disrupt criminality. ANPR uses cameras to recognise number plates of vehicles and is a proactive tool for policing as it can identify where vehicles are travelling, track their most recent locations and automatically flag up to officers if it is marked as a vehicle of interest (College of Policing, 2013). These vehicles get flagged up by them being on a ‘Hotlist’ which is held on local police databases and on PNC, often because the vehicle has been identified as being driven by an offender (Sidhu et al. 2017). Mennel and Shaw (2005) stated that on early roll outs of ANPR usage in poling led to increased arrests and predicted that there would be over 26000 additional crime detections due to the technology. In addition to detecting serious criminality, ANPR can assist in the surveillance requirements of counter terrorism investigations (Corbett, 2008). 

Based on intelligence led policing, ANPR can become a tool as it can notify where a vehicle is and where it has been travelling both live time and retrospectively and allowing vehicles to be stopped based on prior intelligence (Centre for evidence-based crime policy, no date). This research by the Centre for evidence-based crime policy (no date) had further finding which highlight how ANPR can be used to disrupt criminal activity, it found that only 20% of the arrests made by officers responding to ANPR hits were for traffic related offences, suggesting it is an effective tool at disrupting all forms of criminality. 

Kirby and Turner (2007) highlight further benefits of ANPR within investigations as it can also assist in identifying witnesses and victims. They also reiterate that ANPR technology can assist in researching of a target prior to police action (Gathering and developing intelligence) and identifying the movement of suspects. 

In conclusion, it is clear intelligence and the use of it can have a strong impact on the disruption of criminals, especially in a road policing environment. The importance of ANPR as a policing tool cannot be understated and I feel it can be utilized to a much higher degree within the remit of intelligence led policing. However it would require a strong buy in from forces as well as an increase in resources available to both use and respond to intelligence hits. 
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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 
 
 
 Knowledge of road traffic legislation and the different methods of dealing with road traffic offences.
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 



   8
	Low 
1-4 



   4
	Med 
5-7 
	High 
8-10 
	 
Research and learn the less used road traffic offences. Gain knowledge on the best practice of when to use TOR’s, Reporting for summons and arresting. Gain an attachment with a traffic officer to assist.

	SKILLS 
 
 
 
 Suspect interviews with extensive digital evidence
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 




   5
	High 
8-10 
	Low 
1-4 
	Med 
5-7



  
   7 
	High 
8-10 
	 


  Research best interview practice and interview regularly to maintain and develop my skills in this area

	EXPERIENCE 
 
 
 
 Building NGAP (NOT GUILTY ANTICIPATED PLEE) CASE FILES
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10





   10 
	Low 
1-4 




    2
	Med 
5-7 
	High 
8-10 
	 
 
I must research and learn more about the requirements of NGAP files and gain extensive knowledge of the disclosure requirements required within. I will then practice doing this by building a NGAP case file
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