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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:
In this essay, I will reflect on the impact of organisational culture within policing on my own wellbeing and resilience. I will highlight the importance of a healthy work culture in maintaining personal and professional balance. 

As a newly appointed police officer, I can attest to the effect organisational culture has had on my resilience and general well-being. I have been fortunate to work with encouraging coworkers and managers who care and provide support. The shared camaraderie has been an essential support system in navigating and learning to deal with the demands and stress of being an independent police officer. Organisational culture has been defined by Grieve, Harfield, and MacVean (2007) as, a level of presumptions that are shared by members of an organisation that unconsciously projects the organisation's perspective. Every organisation has a culture.

Being the newest officer of the shift, it soon became clear that there was organisational culture-related expectation placed on new officers. An example of this was that new officers were expected to arrive earlier than the team to ensure hot beverages were made for the arrival of the team, including senior managers. I noticed that many of them frequently found this an obstacle at the start of their shift and were inconvenienced by having to arrive early and, on occasions, make more than ten hot beverages. The beginning of the shift is a crucial time for new officers to self-brief and prepare themselves for the unpredictable nature of the shift, and by spending a portion of their time making beverages, they were missing out on this. New officers are also expected to repeat this throughout the shift and make hot beverages when the team is in the station. With heavy workloads and in the process of learning every aspect of the new role, time spent with a tutor is essential, and the new officers being expected to use this time to conform with the organisational culture was clearly adding unwanted pressure to the officers. On occasions, if new officers didn’t conform to the expectation of making the hot beverages, it would result in untoward comments from colleagues; such comments could have a detrimental effect on an officer’s confidence and the feeling of being alienated from the team. This could lead to a lack of enthusiasm and willingness to contribute to the team by the new officer, as it will be the first impression they get of the team they are expected to form a connection with and bond with. 

In some instances, applying for the role of police officer will be a big commitment and change for some individuals, which will come with nerves and anticipation. If the new officer lacks the support from their team due to negativity while also being expected to conform to organisational culture, it will only add to this. White (2020) states, that if an organisation conditions its employees to believe success can only be achieved by behaving and thinking like the majority prevailing culture, diversity, equity, and inclusion are diminished. 

When I applied for the role of police officer, it was not a role that I considered to be temporary. I applied with the intention of making the role into a career that would span decades. I was aware that first impressions can be a lasting impression and aimed to ensure my first impression was a positive one. Considering this, I did not find this a hindrance to my shift or that I was “yielding to group pressures.” By conforming to this organisational culture expected of me, it soon became clear that this hot beverage was often an added measure to my teams’ and my own personal morale. Police officers are often exposed to highly volatile, unpredictable, and upsetting situations. I quickly realised that going to the station and sharing these circumstances with colleagues over a hot beverage became a coping mechanism for myself and my team. This short window of time, which allowed officers to talk, confide, and reflect on the situations they had come from, often provided a brief pause to the shift. To have this small pause and talking about our experiences allowed me to return home to my family feeling supported by my colleagues and feeling my concerns had been heard. To return home to my family with a clear mind allowed for a consistent work-life balance. To understand the importance of work-life balance, Cherry (2023) states, 
     
      Work-life balance refers to finding the balance between your personal and work life. Maintaining that balance will help us managing stress and burnout by allowing other areas of our lives that aren't swallowed up by work, to take precedence over our work-related duties.

Undertaking the role of a police officer came with concerns that I would not be able to achieve the work-life balance that I desired. I did not want to take upsetting situations that I had been exposed to in my role home to my family and cause unnecessary upset to them. By talking with colleagues and conforming to the organisational culture of making a simple hot beverage for the team, I was able to achieve this. Considering the reference made by Cherry (2023) I am satisfied I have maintained a healthy and consistent work-life balance, by not taking upsetting situations home with me. I have also given consideration that a healthy work-life balance may not always be achievable due to the demands of being a police officer and having a young family, this may prompt me to consider my coping mechanisms going forward and adapt them accordingly.

 
In conclusion, organisational culture plays a significant role with employees. In the research conducted for this piece of work and my own observations within the workplace, it’s clear it can have both a positive and negative effect. The positive effect I noticed when conforming to expectations of making the hot beverages was that the team appreciated me taking the time to do this, to have a busy home life with children, and to still make time to arrive early on shift and make the beverages. This was well received by my team. If I needed help or support on a separate task, they were happy to help, as I had already built a strong professional relationship with them over sharing the same values and beliefs of the organisational culture expected. When everyone in the team shares the same values and beliefs, it creates a sense of belonging and teamwork. The negative effect of not conforming to these cultures is that it can create a toxic environment for the individuals who are less willing to conform to these cultures, or who have different values and beliefs. This could lead to the individual feeling alienated or segregated from the team, which can have a negative impact on work morale and job satisfaction. While conforming to organisational cultures has its benefits, it is important for the individual to consider whether it aligns with their own individual values and beliefs. 
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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:

In this essay, I will explain how I attended a volatile domestic related incident involving an aggressive male. This piece of work will include a brief description of the legislation I used in resolving the incident and will highlight the importance of how using a dynamic risk assessment while incorporating the National Decision Model (NDM) played an important part in dealing with the incident.

My colleague and I were assigned to an emergency response incident involving an aggressive male and a female. The incident was reported by a member of the public who was inside a busy pub in a town centre. The only information received by the member of the public was that the male was behaving in an aggressive manner towards the female and was confrontational towards anyone who attempted to intervene at the incident. Due to the limited information my colleague and I had received, it was difficult to implement a dynamic risk assessment at this stage or incorporate the NDM. To understand and elaborate on the NDM, the College of Policing (2013) states, 

   “The NDM has six key stages, at the centre is the Code of Ethics, then gather information and intelligence, assess threat and risk, develop a working strategy, consider powers and policies, identify options and contingencies, take action and review what happened.”

On arriving at the incident, I could implement the first stage of the NDM. By immediately recognising both people involved, I provided the control room with the names so that background checks could be conducted while I approached the male and female. The male was immediately confrontational and stood between the female and me. I knew that without speaking to the female, I would not be able to gather all the information and intelligence required to identify any offences or deal with the incident within the policies and procedures expected of me as a police officer. When speaking to the male, I received information from the control room that the male in question had several warning markers that caused immediate concern. The male had previously assaulted police officers; he carried weapons and was a highly trained cage fighter. On receiving this information, it allowed me to implement the second stage of the NDM as a priority.

The second stage of the NDM is to assess the threat and risk and develop a working strategy. On receiving the warning markers for the male, it was imperative to assess the threat and risk he posed to members of the public, the female, my colleague, and myself. By being in a confined space with members of the public beginning to intervene with the incident, the risk was the male could easily injure someone who was in close proximity. At this stage, my colleague and I discussed that the risk level of staying inside the pub posed a much higher risk, our working strategy was to take the male outside. I believe that by making this decision and removing the male, it would reduce the risk of the male having access to any weapons at the location and members of the public being injured.

[bookmark: _Hlk167274130]The male was very irate and continually spoke over me, he would not allow me to engage in conversation with him. I recognised that allowing the male to speak over me would cause him to think he was in control of the incident; this could also alter the public perception of how I was handling the incident. I allowed the male to speak over me for a short time. When the male began to slow down with his speech and became repetitive, I communicated with him that I had been respectful and allowed him to speak, and could he now pay me the respect of allowing me to speak to him in a respectful manner? It was evident that my tactical communications when speaking with the male would play a vital role in the incident. I would need to do this while continually conducting a dynamic risk assessment of the ongoing incident. Cornelius (2023) states, a dynamic risk assessment is an ongoing safety practice that allows workers to identify and evaluate risks presented to them. These assessments are detected by observing and analysing, then making quick yet considered decisions.

In my risk assessment, it was clear that the male wanted to assault my colleague or myself. The male was saying, “I will cut you up with a machete if you touch me; I have hurt bigger police officers than you.” and “the only way this will end is with you two going to hospital.”
[bookmark: _Hlk170835433]These words were incredibly alarming, and I knew there was a high chance I was going to get assaulted if I was not tactical in my communications with the male. The incident was escalating, and I knew that my colleague and I had to decide on how we could get the male outside the location while identifying any offences he had committed. This would also safeguard the female and allow her to speak freely without the male present. On speaking with the male, it was apparent he was more receptive to myself than to my male colleague. I asked the male if he wanted to have a cigarette outside the location, while discussing what had caused him to become agitated. With the male agreeing to come outside, I knew I would be outside the location on my own with the male and considered the male may have agreed to go outside to get a police officer on their own, giving himself an advantage if he was contemplating assaulting an officer. 

Outside the location, it allowed me to move to the third part of the NDM to consider my power and policies. My colleague relayed information via our radios that the male and female were in a domestic relationship, and he had assaulted her prior to our arrival. Considering the male and female were in a relationship and the male had assaulted the female, I identified that the male had committed the offence of domestic related common assault, and I would be arresting him for this. I identified the correct legislation of the offence committed as stated in the Domestic Abuse Act (2021), “behaviour of a person (“A”) towards another person (“B”) is “domestic abuse” if (A) A and B are each aged 16 or over and are personally connected to each other, and (b) the behaviour is abusive.”

Identifying the power that I would be using to arrest the male allowed me to consider the fourth part of the NDM, my options and contingencies. My options were to use my tactical communications and immediately inform the male of the offence that had been committed, and I would be arresting him; this option carried the risk of being assaulted by the male or wait for my colleague to assist me in potentially restraining the male if he became more agitated. Reverting to stage two of the NDM of identifying risk and threat, I knew that attempting to restrain the male with the impact factors of not knowing if he had a weapon, he was larger than me, and a highly trained fighter could potentially result in being assaulted. I decided my working strategy would be to wait for my colleague to assist me before arresting the male. By communicating with the male while my colleague immediately handcuffed the male to the rear, as per force policy, it eliminated the risk of being assaulted and allowed me to gain further control of the incident.

To consider my ethical approach to the incident, I was alarmed by the threats the male was making and his demeanour throughout the incident. It was clear the male was using intimidation tactics towards my colleague and myself as an excuse for his actions. At this stage, it would have been easy to back down to the male, allowing him to continue and not be held accountable for the offences he had committed. Ethically and criminally, this would have been the wrong approach to use; the male had to be arrested consequently for assaulting the vulnerable female. The arrest came with the chance of being assaulted by the male, and walking away from the incident was an easier option; however, ethically, this would have been the wrong decision to make, as safeguarding the female was my priority.

The fifth and final part of the NDM is to take action and review what happened. The effective arrest of the male and removing him from the incident allowed me to speak freely with the female and take positive action in safeguarding and protecting her. On speaking with the female, she informed me that she had been in an abusive relationship with the male and did not have a strong support network around her to assist in her separating from the male. It was imperative that the female was safeguarded and protected, not only in relation to the incident but for her future. Submitting a public protection notification (PPN) for the female would implement a course of actions that would assist in this.  

A PPN submitted by police allows for a multiple-agency approach with a shared vision and a collaborative mindset in protecting vulnerable individuals. The PPN submitted for the female would be shared with multiple agencies, who together can adopt a multiple agency approach to a domestic abuse victim. The PPN allowed the female to be appointed a support worker, emergency refuge housing, and further police support with a specialist domestic abuse department.

In conclusion, I am satisfied that using the NDM alongside a continuous dynamic risk assessment enabled me to deal with a very confrontational and potentially dangerous incident efficiently. The NDM allowed me to revert to earlier stages of the model, re-assess the incident, and make informative decisions moving forward. By remaining calm and composed with a volatile individual, using clear tactical communications under pressure resulted in my main objective of protecting the vulnerable female, members of the public, my colleague, and myself. Enforcing the efficient arrest of the male allowed the female to speak freely without fear or intimidation for the first time since entering the abusive relationship. The incident led the police to initiate a multiple-agency approach to protecting and safeguarding the female, not only at the incident but moving forward in her life away from her partner. To reflect on the learning points of this incident, I recognised that by remaining calm and allowing the male to speak to me in his aggressive manner, caused me to feel alarmed and intimidated, however, this also allowed me to consider my options when he was talking and provided me with a short space of time to regain my composure and deal with the incident how I deemed appropriate. By immediately entering into a verbal or physical altercation with the male, it may have increased the tension and aggravated the male more, resulting in the male assaulting my colleague or myself, as he had done previously to attending officers.
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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 piece of work, I will discuss maintaining professional standards, leadership, and teamwork within policing. I will use Tuckman’s theory of team dynamics to evaluate the means of developing team cohesion, consider why inter-personal conflict can occur within a team, and what strategies can be adopted to enhance individual and team performance. This essay will also explore how team dynamics within the police can result in failing to comply with professional standards.

Firstly, I will explore and explain Tuckman’s theory of team dynamics and how it will allow me to evaluate how it can assess team dynamics and cohesion. Bruce Tuckman created a four-stage model in 1965 that emphasises team development in terms of skill, maturity, and the bonds forged within the group. The objective of Tuckman's Team Development Model is to provide a clear explanation of how a group functions. 

Tuckman (1965) describes the model as, “forming, storming, norming, and performing" in his 1965 paper, "Developmental Sequence in Small Groups." The first stage of Tuckman’s model is forming. This is the time when a team forms and navigates through the process of getting to know each other. Within policing, this stage of the model is constantly changing with the recruitment of new officers into the team. The new officers are often entering an established team, with individual roles already identified within the team. A new team member with fresh ideas and updated knowledge or policies and procedures can pose a threat to longer serving team members who are reluctant or opposed to change. Reluctance or fear of change is often linked to the adult learning cycle, where an individual must experience and observe before they are open to change.





The second stage of Tuckman’s theory is storming. Peers may have differing views when a new officer is introduced, and while the new officer will try to make a positive impression, the established team may interpret this as a change in dynamics. Group conflict often dominates the storming stage. It's frequently the place where initial assumptions are questioned as people get to know one another better. The role of the supervisor is important at this stage of the model; a competent supervisor who can be patient while the group comes together and adjusts to accommodate new team members, as well as one who can clearly express expectations and forge connections, is needed for the forming stage. The supervisor will need to be understanding of the concerns expressed by the team, but also be open to a new team member bringing new ideas that may add to the concerns.

A person being opposed to change can have a negative effect on team cohesion. Team cohesion within policing is vitally important; if team cohesion is lacking, this can result in poor performance by the team and place officers in a position where they will question if they are adhering to the policies and procedures they are expected to police within. Legislation, policies, and procedures within policing are constantly being reviewed and updated. New officers learning and incorporating these into an established team can force longer serving officers to review their comprehension of the legislation and adapt accordingly. Whilst this may be considered a hindrance to officers, it is of the upmost importance that officers’ police within all policies and procedures, legislation, and the code of ethics placed at the centre of policing. To elaborate on the meaning of team cohesion, Wale (2024) states, team cohesion is the strength and 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 goal.

A way team cohesion can be affected is team and individual performance. Policing teams and individual officers are monitored on key performance indicators (KPIs). This can include the number of arrests the team achieves, time spent outside of the police station, victim referrals, and time spent at incidents. If one or more members of a team are lacking motivation to contribute to these, it can cause inter-personal conflict where some team members are reluctant to work with that individual officer as it will have an impact on their individual KPIs and towards the team’s overall success. In the demanding role of a response police officer, the pressure of meeting KPIs can have a negative effect on the officer’s wellbeing. Where some officers may be confident in attending certain calls, others may not. This confidence can also hinder an officer’s individual KPIs; if the same officer is attending the same calls due to their confidence or the expectation from team members to attend these calls due to their confidence in dealing with them, it can take away time from achieving the set KPIs. 
For example, mental health calls. Mental health calls to the police have shown a dramatic increase in recent years, an article for Future Care Capital (2023) states.
    The number of requests to deal with mental health crises more than tripled between 2019 and 2021. Suffolk Constabulary saw an increase of 342%, Norfolk 260%, Northamptonshire 90%, and Leicestershire 54%. The Labour Party requested police forces to provide the number of 999 mental health-related calls between 2019 and 2021. Of the 26 forces that responded, 23 recorded an increase over the two years. In 2019, there were 247,336 cases across the forces that responded, which jumped to 281,598 two years later – a 13.9% increase. 

If individual officers are spending most of a shift at a mental health call, they are unable to attend calls where criminal offences have taken place, where their team members will be allocated those calls. The only value a mental health call adds to an officer’s individual KPI is the time spent outside the station. If fellow team members or supervisors don’t acknowledge the same officers are attending the same specific calls, therefore causing them to fall below the KPIs, it can have a negative effect on the individual and team performance and add to the lack of team cohesion. If the officer does not feel supported or reluctant officers are not willing to share the calls fairly, it can contribute to interpersonal conflict in the team.

Consideration also needs to be given to the possibility that some team members may never work well together due to professional or interpersonal conflict. In the eventuality of this, some teams may never progress to the second stage of Tuckman’s theory and produce the positive results the team desires. An essential part of team cohesion is to ensure every member of the team understands the goals and objectives, to understand that working together can achieve the goal, and this will result in enhanced team morale and positive recognition from peers and supervisors. Teams may experience interpersonal conflict due to several beliefs, varying personalities, different desires, and opposed ideas to a shared vision. The role of the supervisor may be tested at this stage to make reasonable adjustments to support the team and address the ongoing issue. Avoiding the conflict will not make it go away, it may have a ripple effect on fellow team members, therefore causing a larger conflict with more team members involved. It is important to address the conflict so the team can adopt to better team cohesion. Raypole (2020) states, that interpersonal conflict is a natural outcome of human interaction. People have very different personalities and attitudes towards problem-solving. Working with someone who doesn’t agree with your opinions or goals, conflict can result.
For a team to progress to the third stage of Tuckman’s theory of “norming,” issues and conflict need to be addressed in the correct manner. Ensuring all persons involved feel heard and respected and allowing for better team cohesion to be adopted by all members of the team, a positive outcome can be achieved. A cohesive and established group working through the third stage of Tuckman’s theory will achieve better results and better team dynamics. The “norming” stage details how a team is more accepting of new members and ideas, allowing it to become the new “norm” for the team. The team understands that sharing the same desired outcome and working together to achieve this will have a much more positive effect than not accepting the change. During the Norming stage, individuals may actively work to settle conflicts and encourage cohesion within the team. If team members can communicate openly and more often, they may be more inclined to share ideas and ask for assistance in executing these ideas. By shifting their focus back to the desired outcome and focusing less on the interpersonal conflict, the expectation of the team will become the new normal. 

The resolution of interpersonal conflict, allowing new dynamics to form and a fully cohesive team, will move the team from stage three of Tuckman’s theory and on to the fourth stage of “performing.” The team accepting the new way of working may produce better results for the individual and the overall team performance. Any individual who was opposed to change at the start of the theory must consider that being opposed to the change and allowing the team to perform better without their contribution, may have a negative effect on their position in the team. If the supervisor has made reasonable changes to accommodate all team members, addressed all issues, and allowed the team to naturally progress, it may be noted that the opposed officer is unwilling to change, and their position on the team will not have the validity of the higher contributing members. A reasonable adjustment that might be considered may be to move the individual to a team or position that is better suited to their manner of working.

In conclusion, I am satisfied that if a team and supervisor can adapt to a positive working environment, ensuring all members of the team are valued and respected, the team will achieve a better shared vision. Police officers joining the role join as they want to achieve positive outcomes for themselves, their team, and to serve members of the public and victims of crime to the highest standard. Ensuring the best outcome for our victims of crime is vitally important in policing. A team that is cohesive and strives to be the best they can be while adhering to all standards expected of them is better equipped to achieve this outcome. Tuckman’s theory of team dynamics can provide a natural progression for teams to work through any concerns or conflict within a team, allowing them to address the issues and, if willing to, work through and move on from the issues. In instances where a team cannot progress and address issues, the supervisor will play the most important role in making a decision that is in the best interest of the team. Some decisions taken by supervisors may not be the easiest decision to make, but acting on behalf of the team must be pivotal in any decision making. 
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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 piece of work, I will explain how information and intelligence and effective policing of the roads can be used in the disruption of criminal activity. I will outline how Automatic Number Plate Recognition (ANPR) can be used as an effective investigation resource and provide an example of how failures in sharing information and intelligence can result in tragedy. 

Firstly, I will explore and explain ANPR as an investigative resource. Vehicle number plates can be scanned, obtained, and recorded accurately by ANPR cameras. In demanding times on police forces, this can be done without any demand on police resources, as the cameras are operated with partner agency personnel. ANPR is used as a means of supporting law enforcement agencies to police the roads while ensuring the safety of road users. The ANPR cameras do this in several ways: by obtaining images of number plates that may already be linked to criminal activity, monitoring individual vehicle patterns, and detecting vehicle offences being committed. In a modern, technology driven generation, the number of ANPR cameras in the UK has increased substantially. A report from Gov.uk (2020) states,
  “At present, over 18000 ANPR cameras nationally submit, on average over 80 million ANPR ‘read’ records to national ANPR systems daily.”

This evidenced a sharp increase in the installation of ANPR cameras compared to previous years, where Regtransfers.uk (2022) reports, 
 “In 2021, it was estimated that there were around 11,000 ANPR cameras in the UK.”

With the increase of ANPR cameras running along major transport routes and motorway corridors, the cameras can add an extra resource to police and partner agencies in obtaining information and intelligence on vehicles and the individuals driving them. Thousands of miles of roads in the UK cannot be policed with only officers and manpower alone, the ANPR assists in monitoring these roads and sharing the information gathered. 

Information and intelligence collection within policing must be for a policing purpose; this can include preventing the commission of offences and criminal activity. Information that has been acquired and requires more action and developing is referred to as intelligence; the developing can be done in several ways. Common ways of developing intelligence are through communities, the voluntary submission of intelligence through crime stoppers, anonymously through police officers and police staff, and covert human intelligence sources. Intelligence can be continually developed and progressed to where action can be taken on the intelligence subject.

The importance of recording intelligence correctly and allowing lawful sharing has taken priority in recent years due to the failings of forces not sharing information. Previously, police forces used a system known as the Police National Computer (PNC), where information and intelligence related to offences committed are recorded. When police officers conducted background or information checks on people and vehicles, they received the information back from PNC in relation to any offences or criminal history connected to the person or vehicle involved. Information received back will all be for a legitimate policing purpose; however, this information is only related to previous offences and not any information and intelligence received outside of any offences committed. 

In 2004, following the tragic murders of Holly Wells and Jessica Chapman by the caretaker at their school, Ian Huntley, the Bichard Inquiry was conducted. The inquiry resulted in major findings related to Ian Huntley and how information and intelligence received in relation to him had been recorded but not shared with neighbouring police forces due to Huntley changing his surname. Sir Bichard (2004) states, Humberside Police were aware of the allegations in relation to Huntley. Eight separate sexual offences had been reported from 1995 to 1999 involving Huntley. This information was not shared in the vetting check, that was requested by his employer at Soham Village College in 2001.” 

The report highlights how, due to the storage of information and intelligence, it was not shared with neighbouring forces where Huntley had applied for the role as caretaker at Wells’ and Chapman’s school under his new name. Bichard called for a major review of how police systems are used and how information and intelligence should be shared throughout forces. Bichard referred to the PNC as an “ageing system” and recommended the introduction of a national intelligence database, where intelligence outside or any offences can be recorded and accessed by all forces. 

In 2011, police forces across the UK welcomed the introduction of the Police National Database (PND). The Secretary of State for the Home Department (2010) states, the PND is a national information management system that enables police agencies to manage and share intelligence and information correctly and diligently search local information, overcoming geographical and jurisdictional boundaries.

Note that PND differs from PNC. The PND allows access for all police forces to record, access, and obtain information and intelligence that has not been recorded in relation to any offences. This information and intelligence may be recorded due to an individual or vehicle that has come to the attention of a police force if police have raised concerns or a police force has felt it necessary to record the information, allowing it to be accessed by neighbouring forces. The information and intelligence recorded can be in relation to a person who may need safeguarding or protecting, the individual may not have committed any offences at the time of recording the information; however, a pattern may be developing in the person’s behaviour. If an individual that has come to the attention of police has been sighted travelling in a vehicle, it is important to record the details of the vehicle even though it has not committed any offences.


In road policing, the combination of ANPR cameras and intelligence acquired is essential. When intelligence is received in relation to a vehicle or the registered owner of a vehicle, a marker can be placed on a vehicle, the vehicle’s marker will then appear on the ANPR camera’s list of monitored vehicles. The marker system, also referred to in policing as the “hot list” enables police to add the license plate of the vehicle they are monitoring to the list. The marker can be placed on the PNC database if it has been placed in relation to an offence or placed on PND if the vehicle has had intelligence logged against it. If the vehicle is captured on the camera, the monitoring personnel will be alerted to the vehicle’s movements. Markers can be placed on vehicles for several reasons. If a vehicle has been involved in criminal activity, stolen vehicles, domestic related incidents where a vehicle owner has conditions in place to not enter a specified area, and the monitoring of organised criminal gangs. 

The increase in ANPR cameras in the UK has raised concerns about the accuracy of the cameras and if they are reliable enough to use when conducting investigations. The modification of number plates and the increase of foreign number plates entering the UK have added to these concerns. In a letter to the Secretary of State for Transport, Biometrics, and Camera Commissioner, Professor Frazer Sampson (2023) outlines the accuracy and the inaccuracy of the ANPR cameras, stating,
  “I am also concerned about the number of inaccurate data reads being produced by ANPR systems. Even at an accuracy rate of 97% the number of ANPR misreads produced at current levels still means up to 2.4 million inaccurate reads per day.”

The statistics outlined in Professor Sampsons correspondence evidence that in 2023, the ANPR cameras provide a very high accuracy rate in the millions of reads they obtain every day, however, if evidence obtained from ANPR cameras is used during an investigation, consideration must be given to the small margin of 3% of inaccurate reads by the camera.

The promising statistics the ANPR cameras demonstrate can play a vital role in disrupting criminal activity on UK roads. With 16,000 cameras monitoring major roads, towns, and cities and a high accuracy rate, police agencies are using the cameras as an extra resource in disrupting criminal activity.

In recent times, County Line networks have relied heavily on roads and transport networks as a means of running and developing their criminality. The term “county line” is defined by South Wales Police (2023) as, the name given to organised criminal gangs who use phone lines to move and supply drugs from cities into smaller towns and rural areas. They often recruit and exploit vulnerable people, including children, to distribute the drugs. 

To learn more about the description of "County Lines," note that the gang's primary goal is to move and deliver weapons and drugs to various towns and cities, using vulnerable people. Both driving a car along a road network and taking public transport can be used for this. The large road network allows for the easy transportation of people, drugs, and weapons around the country and permits the gangs to travel hundreds of miles in cars and cross boundaries between police and local authority areas. If vulnerable people and vehicles that have never come to the attention of police through criminality are being used to do this, they may remain undetected. This highlights the importance of recording any information or intelligence, however insignificant it may seem at the time. With gangs using road networks as means to support their criminal activity, road policing units play an important role in disrupting them.

In conclusion, ongoing development of databases and the increase in modern ANPR cameras covering road networks have shown that police forces and local authorities are committed to the developing issue of criminality on roads. Road policing units are now equipped with access to ANPR cameras in combination with accessing PNC and PND databases to obtain more up-to-date and relevant information in relation to vehicles. A marker on a vehicle or information indicating a person is vulnerable provides reasonable grounds to stop the person or vehicle and conduct relevant checks. This check may be the one-time police forces get to protect and safeguard any individual before it’s too late, as in the case of Holly Wells and Jessica Chapman. 
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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 
 
 
 
 To develop a better knowledge of building and developing case files
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


9
	Low 
1-4


3 
	Med 
5-7 



	High 
8-10 
	 

I feel this is the area that I lack the most knowledge. Building case files and presenting them to the CPS is vitally important to get the fairest and best outcome for both defendants and victims. If case files are not submitted with the best evidence and within the statue of limitations for the offence, it can have serious implications and undermine the case. I do not feel confident at this current time in my case file building and feel I have not been provided adequate training in relation to this. Student officers are required to complete a five-week attachment in the HUB within their probation period, this attachment is aimed at developing and improving the officer’s knowledge of case file building. I anticipate this five-week attachment will allow me to the time, support, and opportunity to develop my skills of case files, which will in turn provide the best outcome for the individuals involved.

	SKILLS 
 
 
 
 To gain a better knowledge of roads policing.
 
 
 
 
 
 
 
	Low 
1-4 



	Med 
5-7 
	High 
8-10


8  
	Low 
1-4


3 
	Med 
5-7 
	High 
8-10


 
	 I feel that currently I do not have the skills or confidence to actively seek out traffic offences and deal with them accordingly. During my tutorship I only had one opportunity to deal with a traffic incident, this incident was a minor traffic offence, which I was guided through by my tutor. Since being an independent police officer, I have observed my colleagues attend traffic incidents with confidence, while I have observed. I am currently actively seeking an attachment with a roads policing unit to enhance and develop my knowledge, allowing me to comfortably approach any traffic incident with confidence.

	EXPERIENCE 
 
 To enhance interviewing skills
 
  
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10

9 
	Low 
1-4 

4
	Med 
5-7 
	High 
8-10 
	 To develop a better knowledge of interviewing suspects for more prevalent offences. Response officers often deal with more day-to-day offences and play a role in investigating and interviewing suspects for these. I would like to develop my skills of interviewing suspects for more serious offences. To obtain a more in-depth way of thinking when interviewing suspects and not only rely on routine questions. I have arranged a five-day attachment with the CID department, where I hope to spend time with detectives who are trained to a higher level of interviewing that is provided to response officers.
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