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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:


Reflecting on the impact that organisational culture within policing has had on my wellbeing and resilience since I have gained independent patrol status. I will be reflecting on the different cultures I have witnessed and experienced, those that are positive and negative within the police. I will also outline how I have managed and coped with my wellbeing and resilience since gaining independent patrol status.

First it is important to understand what organisational culture means, (Institute, 2015) defines organisational culture as “Organisational culture is the way that things are done in an organisation, the unwritten rules that influence individual and group behaviour and attitudes” this definition would suggest that even within the different departments of an organisation that you could find different attitudes and cultures. (Smith, 2020) explains that organisational cultures can be positive, if a team has a good work ethic and good team cohesion, they can encourage other members or new members to the team to actively improve and follow the same work ethic that the team expects and drives towards. This only works if the team has a common goal, and the team members can work without conflict. On the other hand, if the team are divided and have individual or personal goals that do not fall in-line with the team dynamics this could cause friction and disrupt the efficiency of the team.

Within my short time spent within the Police I have found different subcultures between departments. (Dictionary, SUBCULTURE, Meaning in the Cambridge English Dictionary, 2019) defines a subculture as “the way of life, customs, and ideas of a particular group of people within a society that are different from the rest of that society”. During my student attachment within one of the other departments known as the “HUB” I found that these members had a culture that was different to that of the response team to which I belong to. Although they all work together to achieve the best outcomes possible, their attitudes towards other teams, especially response officers, were very negative. The hub officers would complain about the standard of work the response officers were completing and questioning their actions whilst at incidents. I found that if I was to be in that environment permanently it could be very easily to conform to this way of thinking and unconsciously change my beliefs to fit in with the team.

When any new member joins a team they want to fit in and be liked and often the easiest way for this to happen is to conform to the team culture. (anon, n.d.) explains that there is a risk within these teams. The risks could involve the more senior members of the team having an influence, this could also be the same for the higher paid members of the team. Are new members of the team able to openly disagree with everyone else and start a healthy debate? When conforming to subcultures you are potentially changing who you are, and ultimately the organisation or company employed you for who you are and what you can bring to their teams. 
Personally, I have found when I joined my response team, that the team consisted of like-minded members to that as myself. Even when new members have joined they have had the same mentality of myself, this has made my transition from being tutored to independent officer seamless. (Craig, 2019) states “In positive workplace relationships, a resilient worker will do what they can to help another person to achieve success in the workplace. The resilient worker is a team-player who aims for a win-win with their fellow employees.” Within our team we all have our own workload of investigations, but every member of my team will assist whenever they can and not one member is left to struggle with their own work. I have developed close relationships with my colleagues which in turn makes work life more enjoyable and I know that if I needed to speak to anyone of them in confidence or if I felt overwhelmed that they would be there to support me.

I have also found that since joining the police that my social life has changed. Some of these changes have been negative but I knew that this would be the case when I joined. I have found that I do not divulge my employment to new people I meet outside of work anymore. In my previous employments I had no issue telling people where I worked at what I did, but now I find myself being cautious and suspicious. Although I have no reason to be cautious or suspicious I am putting my family’s safety first in these instances. (Anon, The Effects of Being a Police Officer, 2012) explains the different ways that Police officers’ social lives have been affected since becoming police officers and how officers now go about their lives including isolating themselves from others and only associating with other police officers. This is common theme across most police forces as the public hold officers to higher standard of professionalism even when they are off duty. There is also the added security risks involved when you become a police officer, from investigations they are carrying out to the protection of themselves and their families.

Wellbeing is defined as “Wellbeing is not just the absence of disease or illness. It’s a complex combination of a person's physical, mental, emotional, and social health factors. Wellbeing is strongly linked to happiness and life satisfaction. In short, wellbeing could be described as how you feel about yourself and your life.” (Channel, 2012). There are many ways to help manage your physical and mental wellbeing, (NHS, 2019) gives 5 steps to help manage your mental wellbeing. These are connecting with people by building good relationships as a good emotional support network, be physically active, learn new skills, give to others and by paying attention to the present moment. I have used a few of these to aid me maintain my wellbeing, I have focused on building good relationships, being physically active and learning new skills. By building new relationships with my colleagues not only has aided in working more efficiently whilst in work I feel like have a great support network around me that can understand the pressures that are on me. I confide in my wife and family, but they may not fully understand what I am going through whereas my peers are able to understand it completely. I have been maintaining my physical fitness, one reason is to maintain my fitness for work purposes so I can stay operationally fit, but it also helps me feel better about myself, unwind and sleep better at the end of the day. Learning new skills in my career helps by exercising my mind and keeping me focused and mentally strong and it also helped me become a valuable member of the team with the skills I can now provide.

A major part for me was time management when it comes to my workload and my university work. (Anon, Painted Brain, How is Time Management important for your Mental Helath, n.d.) states “Time Management is not about having all of those things done; it’s about having enough time for what matters most to you. Time management is really “personal management” and it is a skill necessary for achieving a better quality of life.” For me this means being able to plan my work effectively so that I have ample time to complete it without causing stress but also giving me plenty of time to relax and spend with my family. Which in turn has helped me plan and look forward to future events without fear of my work getting on top of me.

In conclusion I have found that the organisation has, in the most part, had a positive impact on myself. It has helped me develop with my working relationships with my colleagues. Though I have witnessed the negative side of the organisational culture, I will be doing everything I can to remain to my core values and beliefs as I believe that is why South Wales Police recruited in me in the first instance and to help bring a positive cultural change to the organisation.
(1370)
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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:


I will use Gibbs Reflective Cycle (1988) to reflect upon an incident of a Domestic related common assault. I was made aware of this incident and tasked to deal with it following a 999 call from the victim. The use of this model during specific situations, events or activities allows people to think about their experiences and actions and to reflect on them effectively. This in turn will allow people to identify key areas and make improvements or see what worked well for any future situations.

The first part of the Gibbs reflective cycle is “Description – what happened”. Police had received a call from a distressed female stating that she had been assaulted by her partner in their home. The female was very distraught and not making a lot of sense on the phone to the operator and seemed intoxicated whilst on the phone. The public service centre (PSC) passed the details of the call including the address and warning markers for those persons who reside at the address to us over the radio. We were very familiar with the occupants of the address as we had been to the address numerous times before this incident for similar incidents.

When we had arrived at the incident we were met with a distraught, intoxicated female on the side of the road. She was talking excessively fast and repeating herself, but we were able to calm her down enough for her to tell us what had happened. She informed us that whilst she was in her kitchen cooking for herself and her partner, he had approached her shouting before grabbing her by the throat and then punching her to the face. The female did have a red mark to her throat, and she showed us that she had a split lip from where he had punched her. We were aware of previous incidents between this couple as we had been to numerous incidents ourselves. In the past the female has made similar allegations and then later refused to help the police with their investigation by not providing a statement or retracting any statement she had made to the police. Even though this has happened in the past we made sure that the decisions we made at this incident were not impacted by this information.

When making decisions at an incident officers will use the Nation Decision Model, (Policing, 2013) provides a diagram of the model which is broken down into 5 sections with the Code of Ethics at its centre. The first section is Gather information and intelligence, for this section myself and my colleague asked as many questions to the victim as possible to gain an understanding of what had happened and information about the suspect i.e., were weapons used or any aggravating factors such as alcohol, drugs or mental health concerns. We also noted the warning markers (intelligence) relating to the address and the people who reside at the address to give us as much information as possible before making any decisions or taking any action. The next section of the National Decision Model is Assess threat and risk and develop a working strategy. For this section we decided, based on the information we had obtained, to request a second crew to the scene. This was because we knew the layout of the building which consisted of a front and rear exit, but also one crew would be able to deal with the suspect, allowing the other crew to safeguard the victim. With one crew you cannot effectively or safely carry out all the tasks involved. We knew violence had been used in this incident, we knew the build of the suspect and all potential warning markers for him, so the decision to double crew in this instance was the safest option available. The third stage of the Nation Decision Model is Consider powers and policy.  The victim had disclosed an offence of assault which has caused her a split lip. The offence in question is Actual Bodily Harm, (Service, 2019) defines this offence as “The offence is committed when a person intentionally or recklessly assaults another, thereby causing Actual Bodily Harm.” With this offence in mind it also gave us another power of entry to make an arrest of the suspect, the power being Section 17 of the Police and Criminal Evidence Act 1984 (legislation.gov.uk, 2012) states the definition of this power as “Subject to the following provisions of this section, and without prejudice to any other enactment, a constable may enter and search any premises for the purpose of arresting a person for an indictable offence.” For this incident we also had to consider South Wales Police’s policies relating to domestic violence. (Anon, South Wales Police's approach to tackling doopmestic abuse, 2014) states the policy and expectation for police officers at domestic abuse incidents as “Tackling domestic abuse is clearly a priority for the force. Officers who attend domestic abuse incidents understand the importance of their role in safeguarding the victim and take positive action to minimise the risks.”
For a verbal only argument at a domestic incident positive action could be considered as separating all parties and taking one of them to a different address. This allows for a cooling off period which in turn then safeguards both parties and deescalates the incident but for the incident that I attended that was not an option. An offence of assault had been disclosed to us, so the positive action we took was to arrest the suspect. The fourth stage of the National Decision Model is Identify options and contingencies for this stage we did not have a lot of options available for the disposal of the suspect. With some incidents you could interview under a voluntary attendance interview, you could give a conditional caution, use the restorative justice approach but in the case of a domestic related assault this left us the only option of arresting the suspect to safeguard the victim, prevent any further injuries and to allow for his questioning during interview whilst in custody. The decisions that officers can make at incidents is also known as discretion, (Finckenauer, 1976) explains some of the factors involved with police discretion. The article states that officers impose their own level of justice, this is due to their own judgement and perception of right and wrong what they believe the public perception would be regarding the incident, the discretion used is also influenced by the officer’s experience or lack of experience in dealing with these incidents. The other options that we had to decide on during this incident related to the possible use of force, knowing the nature of the incident the build of the suspect and potential warning markers for violence the decision was made to handcuff the suspect so we could protect officers at the scene. The power which enables officers to do this is Section 3 Criminal law act 1967 (legilation.gov.uk, 2011) defines this power as “A person may use such force as is reasonable in the circumstances in the prevention of crime, or in effecting or assisting in the lawful arrest of offenders or suspected offenders or of persons unlawfully at large.” 
The final stage of the Nation Decision Model is Take action and review what happened. For this incident that meant we arrested the suspect and conveyed him to the custody suite, at the same time this was happening officers on scene were taking the victim’s statement. With the victim’s statement and safeguarding already in hand with other officers that enabled myself and my colleague to return to the scene to conduct our enquiries which included any potential CCTV in the locality and house-to-house enquiries. By gaining as much information as possible at the scene post arrest we were able to provide the interviewing officer a full picture of the incident before going into interview with the suspect. After each incident our team will discuss the incident between each other what went well and what areas we believe we could improve on. We know that no two incidents are the same, so it is important to reflect on each incident and try and learn for the future.

The second part of the Gibbs reflective cycle is Feelings – what were you thinking and feeling? Throughout this incident I kept thinking to myself about the previous incidents involving the suspect and the victim. I had the knowledge of the outcomes where the victim did not support the prosecution or the incidents where there was little evidence to support her allegations. I felt a little frustrated knowing that this occurrence could have been avoided in the first instance if the victim had supported her previous allegations, but also frustrated as I believed this investigation is highly likely to have the same outcome where she did not support the prosecution again. Even with this feeling I had I made sure not show this feeling to anyone and to conduct myself professionally and to follow every line of enquiry in the hope that I am proven wrong. (Anon, How long do people live with domestic abuse, and when do they get help to stop it?, Safelives, 2020) states “There are many reasons why families live with domestic abuse for a significant period or return to their abuser after attempting to leave. It may not be apparent to the victim that a relationship is abusive. They may be afraid of the abuser and fear the consequences for others if they disclose the abuse. The victim may not know where to turn for help.” It is easy to for me to say that she should support the prosecution, but I do not fully understand the situation she finds herself in, and I have also no idea what she has been experiencing every single day. I can only do my best and support her when she does make a report and try my best to safeguard her to the best of my capabilities.

The next parts of the reflective cycle are the evaluation and Analysis. We were able to identify relevant offences and safeguard the victim effectively and quickly, this in turn helped us secure evidence and proceed with the investigation in a timely manner. Response officers attend this address regularly and there may be the feeling that time is being wasted or that the allegations are false but ultimately we all know we must attend and respond professionally each time. In conclusion I feel we responded effectively and dealt with the suspect well. The victim was safeguarded well, and I believe everything was done to support the prosecution.

If an incident of this nature arose again I would make sure I would keep my personal feelings out of decisions I make but I think I would try and spend more time with the victim to try find out exactly what has been happening and for how long. I would want to find out exactly what they have been living through so I could emphasise better. If the victim spoke a different language to myself then I would try and utilise the language line service or an officer who spoke the same language but with the same goal of supporting the victim throughout.  – (1871) 
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:


Before an evaluation of team dynamics can be made it is important to know the definition of a team. (Juneja, Understanding Team - What is a Team?, 2015) defines a team as “A team is a group of individuals, all working together for a common purpose. The individuals comprising a team ideally should have common goals, common objectives and more or less think on the same lines.”

Team Dynamics, as described by  (Osborne, 2020), is a team made up with people with different strengths and weaknesses. There are factors that can influence the performance of a team, team dynamics is the ability to understand how a team will work together and what can impact a team’s behaviour and performance. It is for the manager or leader of that team to get the best out of the team by identifying these strengths and weaknesses and by imposing a positive team dynamic to allow the team to work effectively together. The dynamics of a team are set by the leader, if the leader has clear concise goals and is able to communicate themselves clearly, the team will be able to perform efficiently. A strong leader will be able to identify the strengths and weaknesses of a team and use them to their advantage. If the dynamics are not addressed correctly then negative dynamics within a team can be a disruptive force and could cost the organisation or team.

The bond between the team members is known as team cohesion (CFI, 2018) defines it as “Team cohesion is the strength and extent of interpersonal connection existing among the members of a group. It is this interpersonal bond that causes members to participate readily and remain motivated to accomplish the set goals”. Not all teams have the ability to work well with each other, despite having team members with great personal strengths. (Anon, Here's what makes a team more successful than others, 2019) explains factors why some teams work better than others. The size of the team can have a role, if a team is too large then it becomes more complex to manage, when teams are smaller the communication links between the members becomes more manageable. If the team numbers become too large you can also end up with members not feeling valued. Trust within the team members is also a factor, if team members do not trust one another then they will not work towards the collective goal. If there is no trust then members of the team will not be able to work with freedom and this could cause members to be more reserved. As well as trust team members also need to be able to depend on one another, members need to know that every member of the team will be pulling their own weight, if members don’t pull their weight this can cause animosity amongst the team and performance and output is affected. Team members also need to find meaning in their work, if members enjoy going to work and doing their work they will show pride in it. They will take the time to make sure they are producing good work and not sub-standard work. A negative attitude towards work can be infectious and spread between the team and bring moral down quickly.

There are several different models for effective teams, these are used by companies all around the globe with each model having an application they are best suited for. (Anon, 7 Popular Team Effectiveness Models and What thy're Best Suited For, Zenkit, 2019) shows the team model known as Rubin, Plovnick, and Fry’s GRPI Model of Team Effectiveness. This model consists of four components, they are Goals, Roles, Procedures and Interpersonal relationships.  The Goals component states that teams need to have a clear objective and accomplishments to work towards. Without this then teams can end up having disagreements and disputes. The roles component outlines the responsibilities for the individual members of the team and also know what they are accountable for and their limit of their authority. The procedures component outlines to the members the correct methods for carrying out activities within the team for example decision making, workflow, conflict resolution and communication strategies. Finally, the Interpersonal relationships components explains that is vital for the team to develop good working relationships with one another to aid and build trust, communication and adaptability. This teamworking model is best suited for teams that have lost their direction and need redirection. The model itself is a pyramid split into 4 sections with Goals at the top, then Roles, Procedures, and Interpersonal Relationships at the bottom. On one side of the pyramid there is an arrow, labelled team Development, from Goals pointing towards Interpersonal relationships. The development of the team starts with the objectives set and increases with that of the interpersonal relationships. On the other side of the pyramid, there is an arrow pointing in the opposite direction from interpersonal relationships to goals. This arrow is labelled Diagnosis of issues, as the team are able to work together knowing the correct procedures, what is expected of them and the objectives it is easier to identify the issues within the team and then in-turn resolve them to help assist the team reach their goals.

There are factors that can affect how a team performs, one of these is the turn-over of team members. This is especially prevalent within the Police service. (Plowman, 2018) states “Teams that have lower turnover rates experience higher levels of group cohesion, better communication methods, and more effective role identity.” As members leave and new personnel replace them, this can cause a change in team dynamics, not always a negative change, but there could be resistance to the changes in the way work is carried out, there could be a “power shift” within the members of the team as personnel try to prove their place within the team. Team members will also have their own personal goals and ambitions for their own career, most of the time these ambitions are welcomed and supported by the other members of the team, but that is not always the case. It is all dependant on how that individual member carries themselves whilst working, if they maintains the attitude of working towards the collective goal of the team then there is no issue but when a member acts in a way that suggests they are out for themselves then this can cause a disruption within the team which leads to distrust and then fragments the team.

A factor that can influence opinions of a team member is their “work ethic”, when a member of the team has great work ethic this can be infectious in a positive way. It can encourage other members to work in the same manner and present themselves in the same way. (Anon, 5 Fcators That Demonstarte a Strong Work Ethic, 2019) provides 5 factors which demonstrate a strong work ethic, one of these being Always Behaves Professionally.  They state that “Professionalism is something observed from the moment an employee walks in the office door to when he leaves. He is professionally dressed in clean, pressed clothes. He arrives a few minutes early to settle in and get his coffee, so that he will be ready to start his shift on time. He is courteous to other employees and doesn't take random breaks or change lunch schedules without authorization. He understands his job and is prepared to do it. Work ethics set the tone to develop the habits needed to be professional and consistent all day long.” This statement on professionalism falls in-line with the requirements of that of a police officer. Within the police Code of Ethics, it is one of the 10 standards of Professional behaviour. Officers must always conduct themselves in a professional manner, failure to do so could cause irreparable damage to the service reputation and the public perception of the service. 

An action that can cause reputational damage to Police service is unethical behaviour. (YourDictionary, 2014) states “Unethical behaviour is an action that falls outside of what is considered right or proper for a person, a profession or an industry. Individuals can behave unethically, as can businesses, professionals and politicians.”  When you combine unethical behaviour with team dynamics, you can cause team members to act in a way they would normally refrain from. (Thau, 2015) has conducted research which states “the idea that the risk of exclusion from one’s group motivates group members to engage in unethical behaviours that secure better outcomes for the group.” This means that through the effort of wanting to feel wanted, welcomed and part of the group an individual will act in a way which could be unethical. As previous stated this behaviour is what is considered unacceptable to others, including the public. When we question the behaviour of police officers, it is the public who we hold ourselves accountable and public perception is a vital part of this. There is a department within the Police service whose role is to ensure that every employee, whether a police officer or police staff, acts in a way which is ethical, professional and does not undermine the Police service and cause the public to lose faith and trust with the police, this department is known as the professional standards department.

(Mann, 2021) has conducted a survey and they state “The police in general are positively viewed by the public, with 65% saying they trust them, and only 31% saying they don’t. People outside of London give similar results when asked about their local police force (by 65% to 28%), and individual police officers are likewise largely trusted (by 56% to 26%).” Although the majority of people trust the police it is important to improve on this constantly. The public often only see a small part of what of police officer do, so it is vital that part that they do see and hear about is good news, it is information relating to officers acting professionally, acting ethically and about officers doing everything they possibly can to serve the members of the public.
To conclude Rubin, Plovnick and Fry’s GRPI model of team effectiveness outlines the components that help make a team more effective. Communication is a vital component in the model as it encourages team members to recognise and acknowledge conflict and imperfections. Every person within a team brings something different to the table. Every person has their strengths and their weaknesses. These strengths and weaknesses can cause conflict however this does not mean that a team can not work effectively. There are other factors which can influence this including and no limited to turn over of staff numbers, work ethic, personal ambitions and unethical behaviour. The consequences of these also include damage to public perception, trust and the requirement of the professional standards department within the Police service.
(1811)




































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:


Great Britain’s Road network provides organised crime groups an easy method of transporting and committing crimes. This in turn gives Police Forces across the country a unique challenge in policing these roads and bringing offenders to justice. During this essay I will be explaining how information and intelligence can be used to tackle these crimes and disrupt the criminal activity on the road networks. It is important to see the size of Great Britain’s Road network to appreciate the scale of the challenge that police forces are exposed to. (Anon, Road Lengths in Great Britain 2020, 2021) states that Great Britain has an estimated 247,500 miles of roads, this consists of 31,800 miles of major roads and 215,700 miles of minor roads. This total number of roads has increased by 2,600 miles in the last decade and is predicted to increase again in the forthcoming years.

With this increase in roads, it has also increased the ease of travelling. According to (Anon, Travel time measures for the Strategic Road Network and local 'A' roads: April 2020 to March 2021, n.d.) travel times across these road networks has also improved. From March 2020 to March 2021 Delays have decreased to 5.9 seconds per vehicle per mile, which is a decrease of 36.6% on the previous year, whilst the average speed for these vehicles also increasing, the new estimate is 62.6 mph which is an increase of 6.3% on the previous year. The increase in the number of roads and the average speed along with the decrease in delays, this enables people to travel long distances across the country quickly and with limited or no checks across the road network.

(Anon, Roads Policing Review Call for Evidence Moving Britain Ahead, 2020) states that “An efficient road network is essential to a thriving economy. Nearly 80% of domestic freight in the UK is transported by road. Unfortunately, what works for commerce also works for criminals. Whether it is the illegal trafficking of people, drugs or other contraband, the road network will be used by criminals in the furtherance of their socially damaging enterprises. Offenders will use the road network to facilitate the commission of crimes including smuggling and cargo theft, county lines exploitation, facilitating burglary and crimes of violence.” The UK Government and the Department of Transport have worked hard to improve the quality of the road network with the goal of improving commuting and transport time and costs for the nation. These improvements were intended to help the economy grow and improve the quality of life for the residents and visitors of Great Britain. Unfortunately, criminals and organised crime groups have utilised these improvements for their own benefits. They have been utilising the road networks to transport quickly between locations, gaining transport is not difficult and they can go undetected for long periods of time across long distances.
Police forces across Great Britain have adapted a different approach to policing the roads. Intelligence led policing has been adapted to combat the organised crime groups that are using the roads to facilitate their crimes. (Ratcliffe, 2016) explains that intelligence-led policing is about gathering information about an individual or criminal organisation and then converting it into intelligence for use by police forces. They also state “Crime prevention involves any activity by an individual or group, public or private, which attempts to eliminate crime either before it occurs or before any additional activity results.”  This is basis of Intelligence-led policing, using the information and intelligence gathered against individuals or groups to apprehend them before they have committed an offence or committing further offences.

Police forces are relying on the intelligence gathered by their officers or from Covert Human intelligence sources (CHIVS) and then with the use of Automatic number plate recognition (ANPR). (Anon, Automatic Number Plate Recognition (ANPR) What is ANPR and how does it work?, 2016) explains what ANPR is and how it is used by Police forces. They state “ANPR consists of a camera that is linked to a computer. When a vehicle passes by the camera the camera records an image which is automatically ‘read’ by the computer and the vehicle registration mark (VRM) recorded.”  They explain that Vehicles of interest pass by these cameras and then information is stored onto the database. When ever the vehicle passes by the camera its details are recorded which in turn provides the police force patterns of information. It can show the route of the journey of that vehicle, it can show how often the vehicle makes the same route and it shows the times of that journey. 
This information is vital for police forces to use when disrupting criminality on the roads. The information is cross referenced through the Police national computer and through the vehicle database. The police national computer is a system that stores and shares criminal records information across the UK. Police forces use it to access information that will support national, regional and local investigations. The vehicle database is a national database which contains every vehicle and its registered owner’s details. With all this information combined it enables police forces to obtain information on all potential suspects involved, allows Police forces to plan any tactical operations to intercept and stop vehicles and when to carry out potential arrests of the suspects. Police forces want to be able to tackle crime at its highest level and not just the lower-level runners of the operation. With this information they are able to identify as many people as possible. As previously stated ANPR is a national resource which then enable information to be shared across borders to neighbouring forces. A joint operation can then be undertaken and tackle the criminal activity on a national level.

(Matt Dathan, 2021) published and article stating that crime is costing individuals and businesses in England and Wales nearly £100 Billion a year, the actual figure is believed to be £72.5 Billion. He also states that this figure has increased since 2015-2016 by over £50 Billion. Police forces are determined to cut this figure and hold the people responsible to justice. One way they are doing this is by working with their partner agencies. Agencies such as The Highways Agencies, HM Revenue and Customs and the National Vehicle Crime Intelligence Service (NaVCIS). (Anon, NAVCIS, Vehicle Crime Intelligence Police Service, n.d.) explains how the NaVCIS operates, “The NaVCIS Intelligence team supports UK policing. We facilitate specialist vehicle tracking and are connected to UK vehicle tracking companies via points of contact in each force. Our intelligence products are used by police and partners to identify risks and strengthen business processes to minimise crime.
Our work identifies active organised criminal gangs and is central to disrupting these groups, closing down vehicle export routes and helping bring prosecutions. Our work involves proactive operations at UK ports; supporting national initiatives and police operations, as well as monitoring the movement of stolen vehicles with an ability to intercept and recover. Our Intelligence team supports our Investigations team by creating and disseminating actionable intelligence packages to police forces to prompt prosecutions and enforcement.” The NaVCIS will work with all Police Forces, the HM Revenue and Customs and other agencies to help tackle crime in Great Britain. With the use of ANPR and the intelligence they have gathered they can track the routes that the individuals take, they can see how often these routes are taken, they can see what vehicles are in use and located any potentially stolen vehicles at the same time. When this information is passed to the Police forces, they can use their Roads Policing Units to stop these people using the tactical options available to them.

Although the use of ANPR cameras has become an asset to the Police forces when gathering information and intelligence. There are members of the public who are not so keen on these cameras, believing them to be an invasion of privacy. (Peachey, 2014) has published an article in which he states that members of the public face “a very real risk” that their privacy will be under surveillance due to network of cameras now in operation. The article goes onto to say that innocent members of the public will have their rights violated and will fall victim to the roadside ANPR cameras. Peachey has referred to the ANPR cameras as part of the country’s “surveillance society” and believes they are part of the problem in the increase in snooping disputes which have arisen. Peachey also states that due to high number of cameras, in excess of 50,000 cameras, and the high volume of vehicles being checked daily, up to 50 million cars daily, the system can not work to its full potential. The article states that there has been failing due to this high number of checks where offenders have effectively slipped the net and gone on to commit further offences. 

If the network of cameras that are in operation are not utilised correctly or lessons are not being learnt from the mistakes being made then can be consequences to Police forces and also to the members of the public. If the information is not collected and disseminated correctly, the intelligence collected could be false or out of date which in turn could hinder an investigation into an offence. If the information is not collected at all then offenders can “slip the net” and go unnoticed and go and commit further offences. If these offenders are going unnoticed it will put the innocent members of the public at risk of becoming victims to crimes. The public are also at risk of having their human rights violated if the information is not gathered in the correct way. (Comission, 2018) states “Article 8 protects your right to respect for your private life, your family life, your home and your correspondence” and “You have the right to live your life privately without government interference.”  If Police forces or agencies do not adhere to Article 8 then they may subjected to prosecution themselves, and this will damage the reputation, perception and the public trust towards the Police, something which is vital for police forces to obtain intelligence and carry out their day to day duties. 
In conclusion, information and intelligence is gathered by police forces and their partner agencies in the hope to gather as much information about potential offenders as possible. Police forces are utilising ANPR cameras to obtain this information. They can see the common routes, the vehicles used, and look at patterns when these vehicles make these journeys. By obtaining this information it allows Police forces to see “the big picture” of the criminal organisation and hopefully arrest higher level criminals in the organisation and disrupt their criminal activities. The information obtained also allows officers to plan their tactical options and when to make their arrests. Great Britain has a vast road network and utilising the ANPR systems is a great aid in fighting the criminals that are using the roads, caution must still be taken not to place the members of the public at risk through missing information or violating their rights to privacy.
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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 
 
 
 Academic research, writing and referencing
 
 
 
 
Mental health legislation
 
 
 
 
 



Post interview actions and considerations

	Low 
1-4 
	Med 
5-7 


7





7

	High 
8-10




















8 
	Low 
1-4 


4





4

	Med 
5-7




















6 
	High 
8-10 
	 


Improving my academic writing, finding better sources of information and correctly referencing the sources.


Improving my knowledge of the legislation relating to mental health and the options available when dealing with this type of incident.


Improving knowledge on the different courses of action to take following a suspect interview e.g bail applications and remand applications etc.



	SKILLS 
 
 
 Stop and search procedures






Sexual assault related offences
 
 
 
 
 
 
 Case file building
 
	Low 
1-4 
	Med 
5-7 









7

	High 
8-10 

9














9

	Low 
1-4 









2

	Med 
5-7 

6














6

	High 
8-10 
	 


Conduct more intelligence led stop searches with positive outcomes to improve on the systematic approach.



Attending more sexual assault related incidents and attending sexual assault first responder course.


Improvement when building case files, I have attended my HUB attachment which has improved these skills but I need to use the skills more frequently to improve on them further.



	EXPERIENCE 
 
 
 Station breath test procedure
 
 
 
 
 
 
 G1 response driver training
 
 
 
 
 







Officer Safety Training

	Low 
1-4 
	Med 
5-7 
	High 
8-10 

9






10












10

	Low 
1-4 

2






2

	Med 
5-7























7 
	High 
8-10 
	 


Attend a course to authorise myself to use the station breath test evidential machine. Booked onto a course in April 2022.


Experience obtained from a previous employment of emergency response driver training. Currently unable to respond for the police until a response driver training course has been attended.


Understanding situations when tactical options can be used to protect myself and my colleagues including the use of taser. Taser training course will be attended in July 2022.
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