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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:


	Organisation culture plays an important role in shaping the experiences, attitudes and behaviours of individuals within any work-related arena. This essay will reflect on the impact of organisational culture within policing on my personal well-being and resilience. It will also examine the risks of conforming to organisational culture and outline some strategies I have used to maintain my well-being and resilience since achieving independent patrol status.

Since having achieved Independent Patrol Status I have noticed the important impact that organisational culture has had on my wellbeing and resilience. The importance of open communication for my own wellbeing and how this helped me build resilience when communicating with peers and supervisors. I will use the Gibbs Reflective Cycle to further show my reflection in detail of the initial period of Independent Patrol Status.

	(Wong, 2020) explains that organisational culture effects all aspects of your business, from punctuality and tone to employee benefits and, if culture aligns with employees, that they are more likely to feel valued. (IQ,2023) dictates that when employees feel trusted and valued, they become more dedicated to serving the company they work for. I have found this to be extremely accurate in my initial phase of independent patrol and moving forward as my career advances.

	I endured a tough start to my Independent Patrol Status after initially being tutored on a different shift. I arrived on a new shift, having to re-introduce myself, build new relationships and learn a whole new way that a shift works. I felt apprehensive but also positive that I would be able to, with time, fit in with a new shift. 

	It did not take me long to fit in with my shift and learn the new routines and way of working that came with the changing of shifts. I would ask my colleagues about stories they had to try and understand how they all work together to try and find out how best for me to fit in. It soon became apparent that the shift is very close, and they all work together extremely closely. Something that was not as apparent on the previous shift I was tutored on. (Dornfeld, 2023) outlines that when employees have a strong relationship in the workplace, they are more likely to show camaraderie and loyalty to one another. I could sense the loyalty to one another from my very first shift. Even though I felt like an outsider.

	As the weeks rolled on, it became shown, through some members of the shift, that there was a belief that officers are “just a number” and that the wider police force doesn’t care for its employees. A subculture that I had yet to stumble across since being on independent patrol. (Seay, 2023) talks about subcultures being an inevitability and that a one-size-fits-all narrative is “Frankly, impossible to manage”. 
	
(Nagle, 2017) discusses the drivers of subculture being when people feel different, excluded and ignored. Which in turn can lead to low productivity, cynicism and early exits. I found a good way to address this is to talk to my peers and ask questions why they feel the way they do. Many of my colleagues referred to feelings like they did not have a voice or didn’t feel heard. Mostly, however, it was a feeling of not being valued or cared for.

	I did not conform to this belief. A few weeks into my independent patrol status I lost my father extremely suddenly. I was shown great compassion from not just my peers but also my supervisor and senior management. I was given leave and upon my return was provided with all the help and support needed to ensure I was still capable of performing my duties to the required standard. I did not feel just like a number, I felt valued and that I was an important part of the team. Had I conformed to that subculture of “just being a number” I wouldn’t have continued to seek help and support, believing my peers, when they say, that nobody would really care. This shows the risk that comes within some subcultures.

	The support is ongoing and helps me to deal with my grief and work daily. I speak often with my Sergeant, which is hugely important to my wellbeing. Without the belief that I’m valued and not just a number I would not have sought out the support.

	I continue to support my wellbeing by having completely open dialogue with my colleagues and supervisors alike. I sit down weekly with my supervisor to discuss how I am feeling on a personal level as well as workload and university work. Talking openly and freely helps me to prioritise work, release any worries I may have and to keep peers and supervisors informed of my personal wellbeing. (Singh, 2022) explains that for an organisation to be successful, the wellbeing of its employees is important. She also goes on to state that “…only if the mind is healthy, the outcome will be healthy…” I have found this to be true as talking about how I feel relieves the pressure in my mind and keeps me grounded.

	Being able to talk has also built up my resilience regarding feeling like I can truly challenge my peers, ask questions if I’m not sure about situations or certain jobs and acknowledge when, or where, I need help. More so now that I have settled in with my new team. When I first arrived on shift, I would not openly talk as I felt I was the “Newbie” who should sit and listen. Now that I have grown into my role, speaking and talking has built up significant resilience to this. (MentalHelp, 2019) explains that good communication is essential to emotional resilience because it breeds positive emotions other instead of negative ones.

		
Conforming to organisational culture does pose risks. There is an initial pressure, whether that is conscious or subconscious, to conform to your teams culture or risk being ostracised so it is important to develop some coping strategies. I have found helping the newest recruits on shift to feel immediately welcome and supporting them a great help to help my own well-being. Getting to know them, ensuring they have a voice and are heard whist also letting them know they are a valued member of the team. Its important that new recruits also understand the culture within the team as (Far, 2023) goes onto state that having successful onboarding of new recruits/employees is to help them understand the teams culture.

	To conclude, organisational culture directly effects the well-being and resilience of police officers both positively and negatively. Talking about how you feel and creating an environment where peoples’ ideas and thoughts are valued will only help in officers feeling more supported. Will help with building resilience, which in turn will only better equip them to be able to serve the public effectively.
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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:

	A decision can be defined as a conclusion or resolution reached after consideration. (Kishore, 2022) infers that decisions give us the opportunity to become better at what we do, and that by consciously thinking about the decisions we make, we will be in a better position to evaluate them and reflect on them. Possibly even improving our decisions for better outcomes. This essay will evaluate how my use of the National Decision Model (NDM) in line with the Code of Ethics, assisted with my decisions during an incident of Domestic Violence. How I used the stages of the NDM and the outcome/consequences that ensued because of this.

	Domestic violence is extremely prevalent with NCDV (National Centre of Domestic Violence) stating that there had been over 1.5 million Domestic Abuse related incidents over the last year. An increase of 7.7% on the previous year. This would explain in no doubt just how many incidents us, as officers, attend. 

	I recently attended an emergency graded call to an ongoing domestic incident, whereby a male was reporting that his partner, who did not live with him, would not leave his house. She was hitting him and trying to strangle him also. My colleagues and I made way as quickly and safely as possible. As soon as a call comes over the air and into our radios, the NDM cycle begins. (Coxhead, 2017) tells us that the National Decision Model is a risk assessment and decision-making process that could be used across the board for any decisions that need to be made.

	The first part to the National Decision Model is what we must base all our decisions on. The police Code of Ethics. Decisions must be ethical, fair, proportionate, honest and we must be held accountable and take ownership of the decisions we make. (Gilman, 2022) describes ethical decision-making being based on core character values such as trustworthiness, respect and fairness. (ToolsHero, 2022) also goes to say that having a model or a structure to base your decisions on is essential. Making the National Decision Model a fundamental tool when attending all call and incidents requiring important decision-making skills.

	Enroute to the incident officers do not know exactly what lies before them so we need as much information as possible to start building a picture of what we could be presented with in order to start that decision making process. It’s vital that the information passed onto officers is accurate and relevant to the incident. (Ashikuzzaman, 2023) informs us that access to accurate and relevant information is critical to making informed decisions. They also go on to state that it is even more important in fast paced, ever changing environment. Whilst on route I asked Force Control for as much information or intelligence as possible. This brings the first part to the NDM. Gathering Information and Intelligence. I wanted to find out if the people in the address had any warning markers on them, whether they have been linked to Domestic Violence in the past or whether they suffer with any medical conditions or substance addiction. This is so officers can begin to ascertain the level of potential risk that they are heading towards. The same questions are asked about the address we are attending, are there any markers or warnings about the address? Do any dangerous dogs live there? Is it known for any criminal activity. All these questions help aid the initial decision making in how to proceed upon arrival but, most importantly, keep officers and the public safe. This does not ever stop as the gathering of information is continuous, however the decision that needs to be made could differ as and when new information is passed. (Godin, 2016) surmises in his blog that making a new decision based on new information can be difficult, however, new facts or information means a new decision needs to be made.

	Information was passed to me by the control room operator who informed me that the reporting person had been subjected to abuse from his partner on two previous occasions. Both times resulting in physical harm and on one occasion an officer being assaulted by the female. There was also information from a previous call that the subject had tried to abscond once police attended. With this intelligence and information bought to my attention I thought about the next part of the NDM, assessing the risk. (Tucci, 2023) describes risk management as the process whereby a person will identify the risk, assess the risk and then try to control the threat. With information passed that the subject had previously assaulted police officers, I was aware there was a risk of harm to officers. With this in mind, we needed to proceed into the address positively but also understanding that a certain risk is posed to officers from previous history. I asked for more information regarding the assault to which I was presented with the subject had spat at officers upon arrest. Assessing this new information, I asked colleagues travelling with me if they had any spit guards. Spit guards are used on people who are trying to spit at officers and have been placed in custody. Colleagues did not have spit guards and so to this I advised the use of facial masks for officers. 

	We quickly developed a working strategy with two officers going to the rear of the property and two to the front of the property due to the information about the subject previously absconding. Officers did not want the subject fleeing the scene. Upon arrival to the address, The Force Control Operator passed more information that the subject was in possession of a small kitchen knife and making threats to the reporting person. New information received means the cyclical NDM now begins again. This is first hand where dynamic decision making comes into play. I had just received new information and now I need to develop a new strategy based on the new risk levels that had presented themselves. Due to the element of a weapon now being involved. Is this level of risk acceptable for myself to deal with? How probable is the risk of harm? How serious is this incident? Do I need more information? With the reports of a small knife, I tasked the Control Operator to ask the Force Incident Manager (FIM) if they were happy for local officers to proceed or whether to hold back and wait for armed officers to assist. As it was, the FIM was happy for local officers to proceed with caution. 

	I was happy to proceed into the property and now was concentrating on my powers and what policies I have. As with most calls of this nature, I activated my Body Worn Video, this was in order to keep myself, colleagues and members of the public safe. There can be no denial about what may have happened if everything is recorded. (PolFed, 2023) talks about Body Worn Video increasing transparency in policing, with any footage being scrutinised or used as evidence. It also holds officers and offenders accountable for actions taken. This, helping with keeping my decisions ethical, as they are being constantly recorded. I was aware that with reports of a knife and the possibility of trying to save someone’s life, I had a power of entry to gain access to the property. I also knew that the subject would need apprehending and arresting. 

	The officer I was with was taser trained and so due to the nature of a weapon being involved proceeded before me. We could hear the arguing inside the property and made way quickly. The front door was open a jar and the officer and me entered shouting as loud as we could that we were there! The reporting person was cowered in the corner holding his face as he had been injured and the subject was stood holding a knife pointing towards the male. We shouted at the female to drop the knife or else she would be tasered. She listened and did drop the knife which is when I moved in towards her, again using the NDM to make the decision if it was safe to move towards the subject. I asked the subject to place both hands behind her back before handcuffing her and cautioning her. She was then conveyed to custody, where she was detained for the purpose of an interview. The NDM cycle would move to the next stage where I would review the actions taken, reflect on the incident and try to ascertain whether there was anything else I could’ve done better or something that may help if called out again. (HCPC, 2021) deduces that reflection allows you to not only note the positive experience from a situation and identify ways to improve service but also process and learn from the more challenging incidents. I would ask myself first off, if there was anything I would do differently. From this I would then consider a personal plan if I was faced with a similar incident.

	In summary, the National Decision Model is an important tool that provides police officers with a guide to making consistent, clear and informed decisions. The model helps with identifying risk, the management of that risk, as well as providing a basis to gain the information and intelligence needed to make the decisions. It helps enhance the decisions making process with an ethical backbone, which in turn promotes transparency and trust. I have found it an enormously helpful tool in my life, not just when at work, and will continue to use the model at every opportunity.

(Word Count: 1604)
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:


Group or team dynamics can be defined as “the behavioural relationship between the members of a group…how they interact, communicate and cooperate” (Osbourne, 2023) whereas (Kulakov, 2023) informs that group or team dynamics defines how effective your team is going to be in their work performance and generating new ideas. One such model that helps with the theory relating to team dynamics is Tuckman’s Team and Group Development Model (1965). First proposed by Bruce Tuckman, the theory states that teams would go through 5 stages of development: Forming, Storming, Norming, Performing and Adjourning. (FreshBooks, 2022). To fully understand this theory, I will break each part down in to paragraphs. This essay is to show an understanding into theories of team dynamics as a way to develop cohesion within the team, why and how conflict can arise within the team and the failings that can occur with team dynamics in the police service.

The first part of the theory is Forming. (Berman, 2022) infers that this is the stage of your team’s development where identity, roles and boundaries are established. Its important to set out boundaries form the start as (Contessa, 2023) states that when you set out clear boundaries and stick to them consistently, it can help ease any difficult or awkward work situations. (Asana, 2023) explains the importance of clearly defined roles, stating “When you establish roles…team performance will improve when individuals feel confident in the duties they’re assigned.” (Berman, 2022) also goes onto inform that there is, however, a risk that a false consensus could develop. Which could cause issues in the later stages of the model. False consensus is described as the tendency for people to believe that their own opinions, beliefs, and attributes are more common and normative in others than they actually are. (Nickerson, 2023) This could potentially lead to team in-cohesion with some team members beliefs and opinions differing to others. (Alves, 2015) writes that if a difference of opinion occurs, it is all too easy to just sit back and assume the other person is wrong. These are all issues that may arise and must be addressed within the “Forming” section of` the Team and Group Development Model.

The second part to the model is “Storming”. This is the stage of the model where inter-personal conflict will most likely arise. (Epsy, 2021) explains that during the “Storming phase, team members question the purpose of the team…they also disagree with each other…may even argue and criticize one another”. It is, however, an important stage to address conflict issues. (Hebert, 2023) explains that interpersonal conflict can be both positive as well as negative. On one hand, conflict can lead to greater creativity and a better understanding of each other’s perspectives but can also lead to stress, anger and a breakdown in relationships. (Root III, 2016) goes on to also state that “Interpersonal conflict inspires competition among staff members…and stimulate employees to push harder.” Whilst its clear there are positive and negatives within interpersonal conflict, there is a need for strategies to be implemented to help deal with it. (Cardillo, 2023) discusses some strategies for managing interpersonal conflict these include: “Dealing with it”, whereby not avoiding or ignoring the conflict but learning to manage it effectively to promote better relationships and emotional health. “Work on your own communication skills” being able to express yourself clearly will allow you to feel comfortable saying what’s on your mind. These are just a couple of strategies that will help the conflict during the “Storming” phase. (Wallbridge, 2021) advises that leaders can help their employees, at this stage, by tracking progress and success of tasks, asking for help from the team, not letting disagreements linger and making sure the quieter more reserved team members have a voice. This is important to team members, if they have a voice they will feel more valued. It also helps the team build ready for the next phase.

The third part to the Tuckman Model is the “Norming” stage. This phase is described by (Wilson, 2022) as “…an exciting time for all…roles and relationships are now established, freeing people up to concentrate on exercising the talents that got them into the team…” Trust and loyalty is built with fellow team members at this stage, which is a positive, however, it does have potential to cause some ethical dilemmas. Loyalty is a common theme through team dynamics in the police service. Officers will put their own safety on the line for the sake of other team members. This is seen as virtuous loyalty. However, ethical dilemmas that could arise from such loyalty is the idea of helping to cover things up for a fellow colleague who may be making wrong choices or making dishonest decisions. Officers may not want to rock the boat out of loyalty and let things pass by them that they should be speaking up about. (Asghar, 2018) discusses the term loyalty as being such a force for destruction because it clashes with other virtues like honesty and fairness, all the while seeing itself as a superior virtue. Strong bonds within a team are positive but also have potential to create an environment where individuals could feel pressured into conforming to the teams’ values, even if they conflict with professional standards. This leading to loyalty towards teammates overshadowing the need to stick to the ethical guidelines which are so important to the need of policing professionally. 

Once the aforementioned “Norming” phase of the Tuckman model has been completed the cycle moves on to the performing stage. This is where team cohesion is now at its most dynamic best. The team is fully confident with the job and tasks that are required of them. All staff know their job roles and responsibilities and the supervisor can delegated tasks with ease and confidence in his staff to complete the tasks punctually and with efficiency. The staff also trust that the supervisor is in control and will support the staff with any issues. (Usmani, 2022) indicates that the manager acts in a Laissez-faire style, which means “don’t interfere” or “let go”. There is trust in the team’s ability to complete the tasks without any interference. There is also trust between team members. Trust between team members is vitally important in the police. (Lever, 2023) talks about the importance of trust within teams writing in his monthly blog that…”We work closely alongside our colleagues in high-pressure circumstances, and knowing there is someone you can turn to, and who will listen, is so reassuring…” Speaking from experience I need to be sure that, going to calls of a nature that could pose risk, I have full trust that I will be supported by my colleague and likewise show my colleagues that they can, and will, have full trust and support from me.
 
The last stage that teams enter into on this model of team development stage is the adjourning stage. This is the part of the model where the team or group disbands, usually after achieving its aim or goal. Its an important phase as the focus will shift from the completion of tasks to the reflection of the task that has been completed. (Wallbridge, 2023) talks about the adjourning stage not being relevant to all organisations as the teams don’t get split up after or disbanded after the task/objective has been completed. It can be an emotional phase for some group members due to the nature of certain tasks that we may have been given, however, through the reflection group members are able to process the incidents and tasks better and have closure. (GMC, 2023) discusses that reflection can be an important part of how teams or individuals learn from serious incidents. This stage is ever changing with the police as the main task never really ends for the team. Team members leave and recently there has been a big uptake on new recruits joining the team. This whole group development model continuously cycles as new members join the team and others leave.

To conclude, team cohesion is essential in order for a team to be successful. Understanding certain theories and group development models like Tuckman’s stages will give invaluable insights and information in not only how to build team relationships and cohesion, but also maintain the success of the team. By using this theory, teams and supervisors alike will be able to create a positive environment, enhance team dynamics and build trust. This should all lead to the one common goal of improving team performance. The process of developing team cohesion is an ongoing one that requires continual assessment, effective leadership, and the ability to adapt to new colleagues and teammates who join the process. If teams are aligned and informed about how these models work, the awareness should be there about the importance of team cohesion. The main aim on my shift for all of us staff is to have a successful team, we want to be the best shift on duty. This is why we find team cohesion to be so important to us. Its improved communication between us, productivity has been improved and morale is high on shift, even though we are experiencing a hugely difficult time of late. The togetherness we feel as a team has bought us closer and made us more effective at completing our tasks. It has also ensured that when somethings don’t quite go to plan, we are more resilient and better equipped to handle any setbacks or challenges.

(Word Count: 1582)







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 recent years, criminal activities such as drug smuggling, human trafficking, child sexual exploitation (CSE), counterfeit goods, organised crime groups (OCG) and ‘county lines’ operations have become increasingly prevalent and pose significant risks and threats to society. (van Algemene Zaken, 2022) infers that Organised Crime has negative effects on communities and that “…this kind of activity can reduce safety and liveability in a city or neighbourhood and erodes peoples trust in the Government…” Roads policing has become increasingly effective in combatting these crimes by using information and intelligence and new technologies to do so. (Northants, 2023) informs us that roads policing does play a critical role in in “…reducing casualties, improving driver and rider behaviour as well as targeting and disrupting serious organised crime committed using the County’s Road network.” This essay will explain how the use of such information and intelligence has ensured the safety of our roads and road users, has evolved and how Automatic Number Plate Recognition (will now be used as ANPR throughout the essay) is used as a hugely valuable investigative resource in disrupting the aforementioned criminal activities. 

Information and Intelligence is paramount to the police for effectively detecting, combatting and solving crime. The more prevalent crimes such as those above can be more complex and involve an Intelligence-Led model of policing. (Bryant, 2021) explains that Intelligence-Led Policing is a model that uses intelligence from multiple agencies to help with disabling and disrupting criminal activity. The police can gather this information and intelligence from multiple different ways to ensure the safety of the roads and road users. By using and combining both Information and Intelligence, the police can start to develop an understanding into the more complex criminal activities and any patterns of behaviour that could be noticed. (NCA, 2023) infers that “intelligence is at the heart of everything we do” and that it “allows us to effectively prioritise action against the greatest threats and deliver the maximum disruptive impact on serious organised crime”. It is knowledge, after all, that allows the police force to make informed decisions and resource successfully. (Firm, 2022) also goes onto state that the police have a “massive strategic advantage…” whilst using information, intelligence and knowledge in their everyday functioning. This appearing to state that due to information sharing and  intelligence, the police are ahead when dealing with criminal activity. 

There are many ways in which the police force can garner information and intelligence. Information and intelligence which is both accurate and relevant is essential. Community engagement plays a big part in providing valuable insight into criminal activities. If the public feel they have trust in the police they are more likely to report suspicious activities they may notice or make use of anonymous reporting. (A&S, 2019) describes the reporting by the public as “could be the missing piece of the puzzle or the break through of a case…” and that we “rely heavily on the public being our eyes and ears…” The public help the police with getting information about the community that police officers may not be able to get under other circumstances. The use of technology such as ANPR is also useful when tracking cars or suspicious vehicles. (Jasmine, 2021) denotes that the police use ANPR data in a variety of ways ranging from detecting uninsured cars, detecting serious crime and locating stolen vehicles. Providing information on the where abouts of vehicles, regular journeys taken, gathering evidence or locations frequented. ANPR or Automatic Number Plate Recognition is a tool that helps identify vehicles using a camera and reading the Vehicle Registration Mark (VRM). Collaborations with partner agencies also builds up intelligence. Agencies that the police can, and indeed do, decide to work closely with are Immigration and Border Control, Interpol, and Europol. Sharing information and intelligence with these agencies can provide a broader and perspective on criminal networks operating on the roads. The use of Covert Human Intelligence Sources (CHIS) is also a vital way that the police can gather intelligence relating to organised and serious crime. (MI5, 2023) writes about a CHIS being a person who is able to provide secret information regarding a target who is the subject of an investigation. Specialist officers will build these networks of CHIS’ to help gather relevant information and intelligence.

To disrupt the criminal activities effectively, the information that is collected needs to be analysed by a series of analysts. Analysis of information is of great importance as it helps turn the information into actionable intelligence that can then be resourced in-order-to prevent and detect crime and disorder. (Workable, 2022) describes the role of an analyst as being “a professional who gathers and evaluates information from different sources to predict organised crime activities…” Analysts provide support in serious and organised crime and major crime investigations. They can also see patterns, connections and anything strange within the Intelligence that can assist in preventing the more complex and organised crime.

Once the intelligence that needs action is gathered, the police can then start to strategically target the more prevalent crimes. This can be done by joint operations with the likes of Interpol or Border Force. The help of more resources with enhanced expertise and more intelligence could lead to more significant outcomes. The Police and Crime Commissioner for Hampshire recently wrote that the police alone cannot tackle crime expressing the need for partner agencies to help stating “…effective partnerships prevent duplication, reduce costs and tackle issues using a joined-up approach…” (Jones, 2023). The intelligence could now show us patterns whereby there are hotspots of known criminal groups or roads that are used at certain times of the day allowing potentially for an increased chance in intercepting vehicles carrying out significant criminal activities. Undercover operations can be utilised, placing unmarked vehicles at certain areas at certain times of the day to infiltrate and gather evidence of the vehicles used or groups using the areas to illicit their criminal activity.

“Policing technology has aided law enforcement professionals for decades with innovations including GPS tagging systems, body cameras and thermal imaging...” (Jacobson, 2022) Advancements in technology have also helped with effective policing of the roads. The use of Facial Recognition, Roadside Fingerprinting and Smartwater are but just a few ways which have been effective. Another effective piece of technology when it comes to policing the roads is the ANPR cameras. (McKenna, 2022) depicts ANPR cameras as “an effective source of evidence…providing police forces and authorities with clear video footage of vehicles involved in crime”. These are vitally important pieces of technology that help in many ways with policing our roads. To really understand this piece of technology we can break down what it is capable of and how it assists the police with policing the roads effectively.

ANPR allows the police to identify vehicles of interest, or vehicles that are known to have been involved in some criminal activity. The camera will scan and store VRMs which are then scanned against police databases. This helps the police establish the whereabouts of certain offenders or suspects and, also allows police to track the vehicle. (PoliceUK, 2023) describes ANPR as being “…important in the detection of many offences, including locating, for example, people wanted for arrest or missing, witnesses, stolen vehicles, uninsured vehicles and uncovering cases of major crime…” It also helps in giving information on suspects patterns or behaviours, potentially providing the police with an Modus Operandi (MO) which they can use to develop a working strategy to intercept known criminal vehicles. The cameras can also be used to identify a stolen vehicle. If a vehicle has been stolen and reported stolen, a mark will be put against the vehicle which will trigger the camera as to its location. This is also effective with vehicles that have been used in criminal activity. ANPR cameras can also detect if a vehicle is exceeding speed limits or uninsured. Not only that but ANPR can also be used to track out those who are using cloned or unlawful/illegal number plates. Plus, any vehicles that have been declared SORN (Statutory Off Road Notification) that should not be being driven on the road or motorway. These small enforcements could impact and discourage criminals from using the road networks for their crimes. Whilst it is extremely useful it is worth noting also that many innocent and trustworthy people use the roads also and that the handling of information regarding all road users should be sensitive and not sought out. Data protection laws exist to protect people and should, at all times, be adhered to.

To conclude, the effective policing of the roads requires the use of Information to be analysed and turned into actionable intelligence. By having strategies that enable the police to collect, analyse and share information between other agencies the police can garner a much better understanding into serious criminal networks that operate through the roads. Operating through a partnership approach, using patterns in intelligence to target and intercept criminal activity and using the advancements in technology will only further help with effective policing of the roads. ANPR technology is a valuable investigative resource when it comes to helping with the disruption of criminal activity. Its ability to identify and track vehicles, gather intelligence and identify stolen or suspicious vehicles significantly helps the police to combat crime. Helping to keep the public and fellow road users safe and more effectively disrupt serious organised crime and also other crimes that are committed on the roads. Ensuring that trust is, again, built between the police and fellow road users. 
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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 
 
 
 Increased knowledge around Supt. Extensions when dealing with a prisoner.
 
 
 
 
 
 
 
Role of a SOLO officer


 
 







Tier 3 Interviewing

	Low 
1-4 
	Med 
5-7 

7






















6



	High 
8-10 












8

	Low 
1-4 
	Med 
5-7 
	High 
8-10 

8










10











8

	 


To understand the process of a Superintendents Extension in respect of keeping prisoners in longer than PACE dictates. Complete the forms explaining the rationale as to why the PACE custody clock should be extended.

Understand the roles and responsibilities of a SOLO officer, from initial call out to then conducting ABEs. Understanding what actions can be taken in the first instance that can aide SOLO officers from the start.

Enhance interviewing skills and techniques to ensure the best possible outcomes during interviews. Learning about special warnings, DPs rights regarding staying silent. Also advancing up the interview tier scale to work towards being specially trained and up to the highest level possible.


	SKILLS 
 
 
 
Blue Light Standard Driving Course
 
 
 
 
 M.O.E Training (Method of Entry)
 
 



PSU Training




	Low 
1-4 
	Med 
5-7 
	High 
8-10 


10





8





9

	Low 
1-4 
	Med 
5-7 








7

	High 
8-10 


 10





 





9

	 



 Complete the course to become fully operational Blue Light trained Response driver


Complete training to enable myself to enter properties whereby the doors are locked or access is not granted. 

Complete training to enable myself to offer my service to protect the public at major and minor events. PSU training can also assist in everyday response policing


	EXPERIENCE 
 
 
 
 Attachments with NPT and RPSO
 
 
 
 
 
 
 
 
 
 Public Protection Unit Attachment
 














RPSO Dogs Section Attachment
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


10









8















6

	Low 
1-4 
	Med 
5-7 


7

	High 
8-10 












10
















8

	 



Understanding various departments to better my understanding. Experience what the daily routines are of officers in this sector. Raise awareness and build network of colleagues.


Gain more knowledge and experience when dealing with incidents involving young and vulnerable people. This is vitally important to transfer into the role of a response officer when initially dealing with the incident. This can also help to build contacts within the force to aid with help and support.

This is the field in which I would like to take my policing career to. Understanding how the dog unit works and what is needed to be a dog handler will aide in my development in the future. Also asking questions to ascertain what is needed from response officers before the dog unit attend scene is important.
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