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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:


Introduction

Organisational culture is “the shared values, beliefs, or perceptions held by employees within an organisation” (Robbins & Coulter 2005, cited in Tsai, 2011). These beliefs and expectations consist of “common norms, values, and beliefs of individuals” (Chalmers & Brannan, 2023). Organisational culture is as present in policing as any other workplace. With this, you can identify both positive and negative components that naturally occur as a result. This essay will argue that while organisational culture in policing can provide structure and a sense of belonging, it can also pose risks to well-being and resilience, bringing forward the need to develop strategies to maintain these aspects.

Although the rules of the police are governed by the senior leadership team, organisational culture is developed by the larger workforce population. Despite this, senior managers can help push the correct ideals that are held within an organisation and, in doing so, can have an impact by increasing productivity and employee satisfaction (Tsai, 2011). 

Conforming to organisational culture can feel like an unavoidable inevitability, especially for newly appointed police officers. These officers often reflect the views of their team in order to feel like they ‘fit in’ in an environment which can be daunting to join. However, this is not to say that all organisational cultures are negative as positive aspects can be identified.

Positive Aspects of Organisational Culture

The policing culture largely holds and embodies the personal values I regard as most important. For example, one of the most important values in a workplace is to feel a sense of unity and togetherness as a part of a team. I understood early on that, although I had achieved independent patrol status, I still needed to enter a period of mentorship to further develop the foundational skills I learnt. When needed, the experienced colleagues I was surrounded by were always happy to help. Although this was not a written requirement bestowed upon them, the colleagues in my station took up more of a ‘mentorship’ role which greatly eased the stresses of being a new officer. Baranik, Roling, and Eby (2010) support this, by outlining the benefits of mentoring on employee wellbeing and satisfaction. 

Similar to this, another positive aspect of organisational culture I have experienced in my policing career is the emphasis on teamwork and cohesion among colleagues. This notion contributes to the reduction of stress on the job by working together and sharing the problems you face. This may be the reason why, in the National Police Wellbeing Survey (Graham et. al, 2023, p. 9), the ‘Sense of Being Valued by Co-Workers’ scored high by officers. This is especially important, when it’s considered that there are harmful consequences of poor social networks in the workplace (Ozbay et. al., 2007). Furthermore, it has been concluded by Zhenjing et. al. (2022) that a positive work environment overall increases the performance of employees. 

Wellbeing should be the priority in any career, however, due to the stresses police work entails, is it an area that should be focused on but is often overlooked. Thissen et. al. (2023) deem workplace health as “fundamentally social” with the most successful workplaces being constructed of workers who care for and help each other. In my personal experience, I have been fortunate to work in a team that has a positive work atmosphere. With this in mind, to further this and maintain wellbeing and resilience, it is important that nobody in the team feels out of their depth when dealing with workloads. Furthermore, by continuing the idea of sharing heavy workloads in a team ensures fairness and embodies the sense of working as a team and knowing they will support you when needed.


Negative Aspects of Organisational Culture

As previously stated, at the core of organisational culture, you have the principle of “shared belief”. This not only means the shared positive but also the shared negative beliefs. One belief that can be witnessed in policing would be the high expectations that are bestowed upon new officers. These high expectations are often paired with a lack of empathy when mistakes are made. Due to the stressful nature of the work in the police, this extra element can often have negative effects. This is supported by Xu et. al. (2021) where a study was conducted that analysed the paradoxical effects of performance pressure on employees. They state that performance pressure can lead to a higher rate of ‘self-objectification’ among employees; the idea that people view themselves as objects rather than humans. This feeling can lead to an overall negative outlook of the police force as you hold the belief that you are just a number. This factor may also contribute to the low score of 2.99 (0-10 scale) for a sense of being valued by the force in the National Police Wellbeing survey (Graham et. al, 2023, p. 9). This study also outlines that the majority of police officers believe they experience both a very high rate of ‘challenge stressors’ and ‘hindrance stressors’. This pressure is felt by officers, no matter the length of service and can lead to ‘job burnout’ (Maslach et. al., 2001). ‘Job burnout’ can be described as a “prolonged response to chronic emotional and interpersonal stressors on the job” (Maslach et. al., 2001, p. 1). By conforming with the organisational ideology of accepting the pressures of the job, you increase the likelihood of ‘job burnout’ or forms of PTSD. For example, the University of Cambridge (2018) conducted a study on police officers which found that 1 in 5 officers had experienced the symptoms of PTSD or complex PTSD in the previous weeks prior to the study. Policing, by its very nature, will always have its fair amount of stressors. Despite this, this worrying statistic alone outlines the importance of senior leaders in ensuring that work stressors are kept to a minimum and officers adopt effective stress management strategies. 


Conclusion

It is clear that there are both positive and negative aspects of organisational culture in policing. Organisational culture is inevitable in the workplace where the priority should lie with promoting the benefits, such as creating a sense of belonging and a enjoyable working environment where you can trust one another. Despite this, it cannot be ignored that there is a negative culture in policing against new recruits. The negative treatment and adverse language used against new officers do more to discourage performance than support their development. However, this is on an individual basis, with the majority of officers in the force being supportive and understanding. Ultimately, the onus is on the workforce to shape the organisational culture of the future and to ensure they do not lose track of their own personal morals by conforming to what their colleagues are doing or saying. 

In summary, organisational culture in the workplace is well-researched in the academic field. However, in contrast, organisational culture in the policing landscape is an area lacking research and would benefit from further studies into why these shared beliefs form and what the senior leadership teams can do to guide them in the right direction.
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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:


Introduction

Domestic-related incidents are when both parties are aged 16 or over and are ‘personally connected’ such as relatives or being in, or previously in, an intimate personal relationship (BSCB, 2023) and an incident occurs that involves any form of abusive behaviour. Abusive behaviour entails any act that is physical or sexual abuse, violent or threatening behaviour, controlling or coercive behaviour, economic abuse, or psychological, emotional or other abuse (BSCB, 2023). 

The dynamic risk assessment is a process that involves consistently identifying and analysing hazards and risks during an incident whilst circumstances are rapidly changing. Action is then taken to prevent and reduce these risks, whilst constantly monitoring and reviewing (ACT Emergency Services Agency, 2019).  This is an important process in policing due to the nature of our role with us often attending live incidents.

In this essay, I will first discuss a domestic-related incident I have attended and dealt with. Any social and legislative issues faced will be analysed and explained. The decisions I made during this incident will be the focus of this essay, explaining why these decisions were made and how I utilised the NDM and dynamic risk assessment models. Finally, these decisions and my use of the NDM will be critically evaluated and I will use Gibbs's model of reflection as a structure for my reflection (Mind Tools, 2023).


Description

I attended reports of a disturbance at a residence; a female called 999 and shouting was heard before the call ended. I consulted the NDM and on route, I gathered information and intelligence by conducting checks on the address and the individuals residing there (CoP, 2024a). This was to ensure I was prepared for the situation I was going into and uphold officer safety.  For example, the male resident had warning markers for ‘violent’ which consequently impacted how I approached the situation. I was considering the PPE options available to me should he become aggressive and tactical communication be ineffective and began assessing the possible risks and threats. Upon arrival at the address, I could hear a commotion inside the premises, and this led me to have concerns for a person's safety.  I have considered the powers and policies and knew Section 17 PACE 1984 would give me the power to enter the address without a warrant or invitation to save life and limb (Section 17, PACE 1984).  I decided to use this as I believed a person's life could be at risk.

Once inside I noticed a woman crying on the floor and a male stood by her, shouting.  I immediately separated both parties, taking the male to another room to speak with him whilst my female colleague stayed with the female. This is always a first response when dealing with domestic incidents as it allows us to find out from both parties what has happened without any interference or intimidation (CoP, 2024a). I made sure there was no one else in the address, most importantly any children for safeguarding purposes. I then positioned myself by the doorway so that I had an exit strategy should I need it and kept a safe distance from the male in case of escalation (CoP,2020).

I initially used tactical communications to try and calm the male down as he was very irate. I used a firm tone of voice to ensure the male listened to me and spoke slower so that I was clear and made the situation less tense. However, I then discovered the male was Bangladeshi and that he and his partner had limited English language skills. I have considered my options and decided the best course of action was to utilise language line as I needed to effectively communicate with the male to understand what exactly happened. Language Line is a professional translation and interpretation service that covers over 240 different languages and officers often utilise it as a tool to help them overcome any communication barriers (Papyrus, 2024). A consequence of this decision was it took longer to deal with the incident. 

The male explained his frustrations to me and stated that he only had a verbal argument with his partner. Despite this, I had noticed signs of a possible disturbance within the premises.  I decided that I needed to confer with my colleague to see what the female had told her. This was to help us determine what action we would next need to take. I started to consider my options and contingencies and decided if there were no offences one of them would still need to leave for the night as there had still been a disturbance.  This is best practice as with domestic incidents positive action needs to be taken to protect and safeguard, and prevent any possible escalation (CPS, 2017). Whereas if there was an offence disclosed, an arrest would need to be made.

After speaking to my colleague, it became apparent that an offence had been committed. The female disclosed an assault stating how her partner had slapped her face and after a scuffle, he got her onto the bed and attempted to suffocate her with a pillow. The female had no visible injuries but, due to the disclosure, I have arrested the male on suspicion of domestic-related common assault and non-fatal suffocation. The legislative context for this incident is common assault, which is defined by Section 39 Criminal Justice Act (1988) as a ‘person intentionally or recklessly causing another to suffer or apprehend immediate unlawful violence’. Furthermore, Section 21 Offences Against the Person Act 1861 outlines the specific offence of attempting to choke, suffocate, or strangle any person.

The situation has then escalated once the male knew he was being arrested, he became both verbally and physically aggressive, resisting the arrest. Therefore, it was important for me to consult the dynamic risk assessment and NDM as the situation was rapidly changing.  I focused on situational awareness and evaluated my options to help me decide what action to take next. I unfortunately found myself in a close-quartered environment with the now aggressive male. Therefore, I knew keeping a safe distance was key for officer safety and I decided the best option was to use the 5-step appeal.

The 5-step appeal is a model that provides a way of dealing with resistance and gives an individual plenty of opportunity to comply with officers' requests before reasonable force is used (CoP,2020). I started with a simple appeal and just asked the male to calmly come with officers, but he refused. Then I attempted both the reason and personal appeals, explaining to the male that he did not want to make a scene and reminding him he was under arrest and would be coming with us regardless, so it was easier for us both if he calmly came with us. The male however still refused to leave, so I gave the male a final warning. This warning has alerted to my colleague what action we would be taking next which would be us using reasonable force to get him out of the premises and effect the arrest.

I first ensured there were no hazards surrounding the male and I acted quickly, firmly grabbing hold of the male by one arm whilst my colleague grabbed his other. We then placed the male against the wall firmly, so that his face was facing the wall. This meant I had better control of the male and clear visibility of his movements. Once I was happy that I had full control I have then got my handcuffs out and cuffed him to the rear. I believe this decision to use force was ethical and I can justify it with Section 3 Criminal Law Act 1967 as it was used to assist in the lawful arrest of the male.

Feelings

Before attending I felt nervous as I initially did not know what I would be attending and at the time I had only attended a handful of domestic incidents. However, due to the incident rapidly changing I had a rush of adrenaline and this helped me overcome my nerves and made me feel more confident. WebMD (2023) states how adrenaline rushes increase your concentration and help you overcome your stress. Furthermore, when I discovered the assault, I felt irritated as I knew the male had lied to my face and that he felt no remorse for his actions. However, I afterwards felt empowered as I knew we had safeguarded the female and that she was grateful for our attendance.

Evaluation

Upon reflection, I feel that my use of the NDM and dynamic risk assessment was something that went well. I utilised both of these tools throughout the incident and as a result, I made effective decisions that I felt confident about. Myself and my colleague communicated well with one another which was important for our safety and to reach the outcome that we did.  I also effectively overcame a difficult situation with the communication barrier, resolving it with the use of Language Line.  Finally, I followed the correct procedures and aftercare by completing both a PPN and DASH questions for the female. This is key for domestic-related incidents as it risk assesses her and safeguards her, informs partner agencies, and then provides her with relevant support (CoP, 2016).

Despite this, I think the use of language lines also made it difficult to tailor my language and approach. I think my tactical communications lacked the same impact they would have had if it had been me communicating directly, rather than a translator. Communication techniques such as tone of voice were not relayed in the same manner and I feel this may have calmed him down quicker.

Analysis

Domestic incidents can often be influenced by culture and religion. Certain cultures have different values and attitudes towards women, family, marriage, sex and divorce (Next Chapter, 2024). For example, some cultures view women as second-class citizens, with men owning them and doing as they please with them. These women often suffer in silence as they fear they will dishonour their families. This was apparent in this incident as they were Bangladeshi, in an arranged marriage, and the assault occurred because she had not completed her household chores and answered back to him. Several studies have found spousal violence against women to be high in Bangladesh (Johnston and Naved, 2008). This suggests culture has an impact on domestic abuse.   


Conclusion & Action Plan

In conclusion, I feel that I handled this incident well as I reached the desired outcome of safeguarding the female.  I consulted the NDM and dynamic risk assessment throughout the incident and this ensured the decisions I made were ethical and justifiable, and officer safety was prioritised.  I did not panic when I faced difficulties and I was able to find a solution for them. Although language line was helpful and necessary to use, I think if I were to do things differently, I would focus on also effectively using body language such as gestures, eye contact, and facial expressions. This would allow the male to have an idea of how I was speaking to him, before translation and ensure what was being translated to him still had a similar impact. Also, to minimise the risk and make effecting the arrest easier in the future, I would try to ensure the male was in a location with sufficient space before arresting him.  Overall, I am pleased with how I dealt with this incident and I will continue to reflect and learn from the incidents that I attend to further my abilities.
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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:


Introduction

Working well as a team is a crucial component of being able to police effectively. An efficient team ensures that workloads are shared, overall personal stress is controlled, and work performance remains high. This is all completed without losing focus on professional standards and guaranteeing that a quality service is always provided. Leadership is a word often associated with being in a senior position, however, its connotation holds a broader meaning, especially in policing. For example, the College of Policing’s (CoP) leadership program describes that an individual may lead a team in promoting an “inclusive culture at work”, by challenging “discrimination and inappropriate behaviour” or to “mentor others” no matter what their rank may be (CoP, 2024b). This essay will evaluate the theories of team dynamics, explore the causes of interpersonal conflict and provide suggestions of strategies to enhance individual and team performance in the police service. 


Tuckman’s Stages of Group Development

Bruce Tuckman’s (1965) article concluded there were 5 stages of group development: Forming, Storming, Norming, Performing, and Adjourning. 

The first stage, ‘Forming’, is the initial inception of the group. At this stage, conflict is avoided as the main goal is acceptance into the group. The second stage is ‘Storming’. This stage begins as the team starts to engage in organisational duties and often results in leadership, power and interpersonal conflicts. The third stage is 
‘Norming’; this is where you begin to witness group cohesion and the development of shared leadership. The fourth stage is ‘Performing’ and is where you observe interdependence amongst team members. This stage is highly productive as team members modify their style to support the needs of other members. The final stage, ‘Adjourning’, is the conclusionary stage. At this point, the team is disbanding as a result of the completion of goals or tasks and members prepare to move on. This stage does not necessarily end with the team concluding as members may be replaced, therefore changing the classification (Tuckman, 1965). 

The model supports the idea that as a group develops, the leadership style evolves to become more of a shared leadership. This does not mean that a group classification always moves in the same direction, for example, as new members join or leave, the group dynamic changes, therefore maturing or regressing. 

When applied to an individual policing team, you can understand how this theory is observed. For instance, to transfer from the ‘Storming’ to the ‘Norming’ stage, there needs to be an understanding of the personal needs of colleagues. For this to occur, there needs to be an element of team cohesion with positive relationships. To achieve this there needs to be encouragement from managers to increase the interpersonal bonds within the team and an element of consistency amongst the individual team members. This may be problematic, however, as one issue that you can observe in the contemporary policing climate is the higher levels of staff turnover. For example, Home Office (2024) statistics state that in 2023/24, a total of 9080 officers left the job, which portrays a 54% increase from 2009/10 (5895 officers). This factor may mean that the team never develops into the desirable ‘Performing’ stage, and instead cycles through the ‘Forming’ and ‘Storming’ stage as new members leave and join the team. This outlines the importance of prioritising staff wellbeing and job satisfaction resulting in a reduction of staff turnover.


Belbin’s Team Roles

Unlike Tuckman’s theory, Belbin’s Team Roles do not look at the team as a whole but identify the 9 categories of key individuals that make up a successful team: Resource Investigator, Team worker, Co-ordinator, Plant, Monitor Evaluator, Specialist, Shaper, Implementer, and Completer Finisher (Belbin, 1981).

The ‘Resource Investigator’ has a natural curiosity that always looks for new ways of working. The ‘Team Worker’ keeps the team working fluidly by identifying outstanding work and completing it accordingly. The ‘Co-ordinator’ creates structure in a team by establishing objectives and delegating work. The ‘Plant’ has a creative nature to tackle problems in alternative ways if necessary. The ‘Monitor Evaluator’ can place personal feelings aside in order to make impartial decisions that are for the benefit of the team. The ‘Specialist’ holds expansive knowledge in a key area that the team can use to increase efficiency. The ‘Shaper’ keeps the team motivated and focused on the shared goal. The ‘Implementer’ is needed to develop a working strategy for the team to execute. Finally, the ‘Completer Finisher’ utilizes their skills to critique and analyse the final output to ensure the greatest outcome (Belbin, 1981).

In contemporary policing, this theory may be implemented more effectively than it would have been in the past due to increased levels of diversity. For example, in 2024, female officers make up 35.4% of the workforce (Home Office, 2024a). This is a percentage change of 18.9% from 2000 statistics (Home Office & Rt. Hon. May, 2015). These statistics observe just one section of a far more diverse police force compared to what was in the past. By increasing diversity, you not only create a representative police force but also increase the range of personalities and worker styles. 

By having a varied workforce, you increase the likelihood of fulfilling Belbin’s (1981) 9 Team Roles. With this in mind, it is also important that roles within a team are balanced to prevent the over-reliance on certain members. For example, the ‘Co-ordinator’, ‘Monitor Evaluator’, ’Specialist’, ‘Implementer’, and ‘Completer Finisher’ are roles that are frequently designated to a Police Sergeant alone. This can lead to ‘burnout’, a psychosocial impact on workers who experience high levels of pressure. For example, Edú-Valsania et. al. (2022, p.21) state that work environments that impose high-pressure demands and large workloads, make workers feel that they constantly need to prove themselves and “leave workers emotionally drained, cynical about work, and with a low sense of personal accomplishment”. As a result of this, it is important to share team roles fairly within a team to reduce the pressure on one individual and to increase the perceived self-worth of others in a team. This is especially true when you acknowledge the conclusion found by Gander et. al. (2020, p.13) that teams that incorporate higher levels of self-governance or fairness “report better teamwork quality and aggregated self-ratings of team performance”.


Interpersonal Conflict within Teams 

Kellermann (1996, p.2) describes interpersonal conflict as “a clash between two individuals who are unwilling or unable to fulfil the expectations of each other”. In the high-pressure environment of policing, it is not surprising to discover the presence of interpersonal conflict. Despite this, conflict can be perceived as a “positive creative force” that may start the initial communication that allows the voicing of personal aggrievances, with the focus to be on moving forward and improving the relationship between individuals (Bao et. al., 2016, p. 542)

There are multiple causes of interpersonal conflict in policing, however, one identifiable cause may be the compulsory night shift work. This is especially true when you regard night shift work as it has been theorised to increase the levels of the stress hormone, cortisol (Cannizzaro et. al., 2020; Alotaibi et. al., 2020). It is well established that stress can have a negative impact on mood by causing “restlessness” and “grumpiness or anger” (Mayo Clinic, 2023) leading to increased tensions in a team. This, in turn, may lead to a lack of respect and disregard of empathy towards colleagues; both elements of the ethical policing guidelines (CoP, 2024c). 

Another possible cause of interpersonal conflict in policing is ‘role ambiguity’. This occurs when an organisation does not clearly define what is expected of a worker (Alblihed & Alzghaibi, 2022). It has also been concluded by Ahmadi et. al. (2013) that there is a significant link between role ambiguity and stress. A study by Yesilitas in 2014 (cited in Kamarudin et. al., 2018) attributes an increase in police misconduct to the “clash of role conflict and role ambiguity”. This outlines the importance of assigning clear role responsibilities to officers to avoid any breaches of professional standards. Nevertheless, putting this into practice may prove difficult as, due to the dynamic nature of policing, police officers regularly have to perform duties to the demands of each shift. This, not only increases work-related stress but also increases tension with colleagues, both factors that reduce the quality of service the police provide.


Strategies to Enhance Individual and Team Performance

Ultimately, due to the unavoidable nature of conflict, the focus should not be on preventing it but managing it, once it has arisen. There are many conflict resolution techniques to implement, however, one practice which has recently gained traction in the UK workplace is mediation. Mediation is a technique where the two disagreeing parties are brought voluntarily into a meeting headed by a mediator; a person who is impartial. This technique is supported by Mareschal (2003), who outlines its success in resolving employment disputes, and by the UK government who promote mediation as a form of early dispute resolution (BIS, 2011). If applied to the policing work environment it may prove to be a vital tool for informally resolving disputes within teams, therefore reducing the likelihood of escalation, and eliminating the added stress of a negative social environment which can lead to poor “well-being and health behaviours” (Mastroianni & Storberg-Walker, 2014, p. 815).

Another strategy for enhancing individual and team performance would be for senior managers to encourage the development of ‘transformational leaders’ when promoting officers to the rank of sergeant. This leadership style is a “process whereby leaders engage with and influence others” (Newton, Pepper & Soane, 2024). This happens by having a focus on their needs and by providing a clear ethical framework for their actions. When applied to policing, this style of management may prove effective in reducing a number of work-related stressors. For example, the heightened emotional intelligence of a transformational leader may be beneficial in preventing and managing forms of PTSD in officers. This is supported by Lester, Harms & DeSimone (2024, p. 145) who conclude that “leadership matters most when the psychological resources of followers are insufficient to deal with the challenges and dangers they face”. 



Conclusion

Through developing an understanding of group development theories, officers and managers can increase the likelihood of developing teams to reach their full potential and encourage the diversity of officers in a team. This not only increases good teamwork principles but also reduces interpersonal conflict. However, when interpersonal conflict inevitably does arise, it is important to accept it as a natural part of human interaction and to implement strategies like mediation to combat this. With this in mind, these strategies, and also the encouragement of the transformational leadership style, have to first be welcomed and incorporated by the police senior leadership team into workplace standards. The implementation of this may positively impact the workforce morale, willingness to work and, in succession, increase the quality of service the police provide.

In conclusion, efficient teamworking is an important component of any successful workplace. This is particularly true with high-pressure work environments like that you find in contemporary policing due to the increased scope for interpersonal conflict. As a result, team morale and well-being should be highly regarded by senior managers as the impacts of which affect all areas of policing, including professional standards.
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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:



Introduction

The UK road network is a total of 262,300 miles, so it is unsurprising that there is a huge drive on road policing to target widespread criminal activity. In the National Roads Policing Strategy for 2022-25 (NPCC, 2022), it is outlined that Roads Policing “plays a major part in disrupting criminals who abuse our road network for criminal gain”. With the introduction of technological advancements like Automatic Number Plate Recognition (ANPR) and intelligence sharing systems, the police can identify vehicles, intercept, and disrupt criminal networks throughout the UK. This essay will explore how information and intelligence, particularly through effective road policing, can disrupt prevalent forms of organised crime, including drug smuggling, counterfeit goods and human trafficking. 

The importance of information and intelligence to modern policing 

Police information is in relation to “all information obtained, recorded or processed for a policing purpose” (CoP, 2024d). This information is often stored on policing systems like Niche RMS, to be accessible to officers when exercising their duty. This is to be differentiated from Intelligence, which Brown (2007, p.1) defines as “information which is significant or potentially significant for an enquiry or potential enquiry”. More precisely, this is information that has been formally analysed and assessed for relevance (NCA, 2024). The gathering of intelligence allows police forces to have a more targeted approach, where they can build investigations rather than relying on reactionary policing. As police resources are finite, this approach drives efficiency by directing officers to police the conditions where most criminal activity is happening. For example, by patrolling certain areas at certain times of day. 

In the UK, intelligence is graded using the 3x5x2 model. This model is used to make it easier for officers to understand the “reliability of all intelligence information” (Giles, Errickson & Marquez-Grant, 2022 p.247). Intelligence is stored on both local systems and the Police National Database (PND). The PND was introduced in 2011 to “provide a national intelligence overview from local data” (Phythian & Kirby, 2023). Intelligence can be drawn from many different sources. Some examples are human intelligence, technical surveillance and ANPR. 

Human source intelligence (HUMINT) is the oldest form of intelligence and can range from low-grade information provided spontaneously by a member of the public to informants, officially called, Covert Human Intelligence Sources (CHIS). The use of CHIS, in particular, is a vital tool for breaking down the barriers in understanding the interworkings of a criminal organisation. For example, in 2018, the National Crime Agency disrupted “30 threats to life, arrested numerous serious organised criminals and seized over 3000kg of Class A drugs” as a result of CHIS operations (Home Office, 2021). However, it must be noted that authorisation for a CHIS is not without strict prerequisites that require the justification to be, “in the interests of national security, for the purposes of preventing or detecting crime or of preventing disorder, in the interests of the economic well-being of the UK” (Home Office, 2021). Human intelligence can also be obtained via public tip-off avenues like Crimestoppers which uses guaranteed anonymity to increase the rate of reports of criminal activity (Marlow & Miller, 2000).

Another form of intelligence source is technical surveillance. This form of intelligence relies on specialist teams who utilise covert tactics to install equipment (CoP, 2024e) This equipment delivers live intelligence to teams by means of visual/audio transmission or tracking data. Despite its valuable uses, this form of intelligence gathering is also subject to strict requirements due to its invasive nature and breach of an individual's “right to respect for his private and family life” (Human Rights Act, 1998). 

ANPR is a tool which captures an image of a vehicle in real-time, detects the number plate and inputs that number through a database. This allows police forces to identify stolen vehicles and track the vehicle patterns of cars involved in criminal activity. ANPR can be utilised on both stationary cameras and police vehicles (Home Office, 2024b)


Using Information and intelligence to disrupt criminal activity on the roads

When combating drug smuggling and county lines, intelligence is a crucial foundation for building investigations. Through collaboration with other units, like the Organised Crime Unit, Roads Policing Units (RPUs) can aid in developing intelligence, organising strategic patrols and roadblocks, and targeted stop searches of vehicles. Operation Winsford is a perfect example of a joint operation currently employed by South Wales Police that links together the Roads Policing Unit, Dog Section and local neighbourhood teams to tackle drug-related crime (South Wales Police, 2024).

One method that is utilised by RPUs is the mapping of drug smuggling routes to establish a greater understanding of ‘county lines’ based criminal activities. Wroe (2019) describes ‘County lines’ as a term used to “describe the distribution of illegal substances from urban to rural and coastal areas, operated via a branded mobile phone line”. By developing an understanding of the ‘county lines’ route, police can begin tracing the line to the original source and conduct investigations to bring those involved to justice. Furthermore, building a greater understanding of a drug line can also help identify those in need of safeguarding as a result of ‘cuckooing’. This is often paired with ‘county lines’ as urban drug dealers look to set up “retail hubs within provincial towns” (Spicer, 2021, p.1390). Vehicles that have been linked via intelligence to county lines, can be tracked with the use of ANPR and then followed by covert units for intelligence development or a targeted stop search. When conducting a stop search for drugs and drug-related paraphernalia, section 23 of the Misuse of Drugs Act (1971) would be utilised by RPUs to lawfully conduct the search. 

Similar to the response to drug smuggling, the business of counterfeit goods can be disrupted by using intelligence-led operations that target known vehicles with the overarching goal being to identify houses, storage units or warehouses utilised in the storage of counterfeit goods. This was demonstrated in 2023 with Operation Vulcan, where Greater Manchester Police employed covert operations and intelligence to seize over 580 tonnes of counterfeit items (Greater Manchester Police, 2023). 

There are an estimated “100,000 victims of modern slavery and human trafficking in the UK” (Home Affairs Committee, 2023). When tackling human trafficking and modern-day slavery, RPUs can use the available intelligence of known traffickers to intercept vehicles during transit. These operations often take part in collaboration with immigration authorities like Border Force due to the trans-international nature of the crime. Border force, in particular, has been described as the “first responder in the identification of Potential Victims of Modern Slavery” (Bolt, 2017). When Border Force officers suspect instances of Modern Slavery, they submit a referral to the National Referral Mechanism (NRM). The NRM is described as the “framework for identifying and referring potential victims of modern slavery” (Home Office & UK Visas and Immigration, 2024, p.3). It allows the sharing of information between partner agencies and the police to apply investigative tactics and safeguarding measures.  


The Use of ANPR in Disrupting Criminal Networks

ANPR is a valuable tool for use in contemporary policing to monitor the United Kingdom’s roads. This is especially true when you regard that in 2021, 45% of households owned at least one vehicle (Department for Transport, 2021). The National ANPR Infrastructure (NAI) is a network of ANPR “cameras, communications links, firewalls and other related supporting components” (Home Office, 2024b). This network captures the entire UK main road and motorway network. This makes ANPR an “effective tool for acquiring information about vehicle movements” (Tang et. al., 2022). ‘ANPR hotlists’ is a term used to denote the types of police sharing systems, with the Police National Computer (PNC) being the most commonly used (Haines-Delmont, 2009). The PNC holds all information in regard to stolen vehicles and vehicles linked to crime. This is useful as it provides officers with the opportunity to follow vehicles of interest, track their movement and create new lines of enquiry in the investigation. A recent example of this would be the City of London’s ANPR operation which saw a total of “Five arrests (four for possession with intent to supply and one for drink driving);13 traffic tickets; and eight vehicle seizes” (City of London Police, 2024). ANPR has also been implemented to tackle burglaries in rural areas that have historically been difficult to police. For example, Nottinghamshire Police, after experiencing high levels of burglary in Ashfield saw a reduction of “36% in the area, with a further 41% drop between 2014/15” (Worksop Guardian, 2016). When effectively put to use, ANPR can control access to facilities, increase the risk of criminal detection and enhance formal surveillance in the UK (Haines-Delmont, 2009). Overall, despite popular belief, ANPR is utilised by police forces in the investigation of a wide range of offences and can often be the difference between having no further lines of inquiry and identifying a suspect.

Conclusion

Information and intelligence is an important tool for use in contemporary policing. Collaboratively, it provides officers with the data needed to investigate crimes efficiently by infiltrating criminal networks and gathering intelligence for action or development. When this is put to use, in conjunction with specialist departments like the Roads Policing Unit, this intelligence can provide the opportunity for the disruption of major criminal networks. By mapping vehicular patterns of known criminal associates, RPUs and police forces can endeavour to bring organised crime out of the shadows and place their leaders behind bars. Finally, but employing modern technical advancements, like that of ANPR, police forces can increase the likelihood of catching offenders, decrease the amount of time it takes to do so, and target police resources more effectively.
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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 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 



✔
	High 
8-10




	Low 
1-4 



✔
	Med 
5-7 


 

	High 
8-10 
	 Due to the large variations of what you encounter in the police, it is difficult to be knowledgeable in all areas.

Despite this, I believe, at times, this a requirement in order to conduct the role effectively. 

I have rated my personal knowledge rating as medium, not as an outlining of my poor ability but as a natural reflection of my short amount of service.

I have understood that you cannot be knowledgeable in all areas of policing and therefore need to utilise the expertise of specialist departments. This is something I have recently began to implement by simply calling departments and asking for help & guidance. This, not only provides me with lines of support in the future, but help me with developing my knowledge further in the job. 

 

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



✔
	Low 
1-4 





	Med 
5-7 







✔
	High 
8-10 
	I believe that, similar to knowledge, the police require a high level and volume of skills. Due to my unique opportunity of working in the Neighbourhood Policing Team, I believe my expectation of skills is much higher as I am often without colleagues or a sergeant to turn to for guidance.

A skill I particularly need to improve on, is my ability of how to properly construct a casefile. At the moment, when I complete a casefile, I lack the confidence of knowing that everything is included and completed correctly. 

This will hopefully be corrected in the next few weeks as I have fast-tracked my HUB attachment to greater my understanding and confidence in this area.


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



✔
	Low 
1-4 




✔
	Med 
5-7 
	High 
8-10 
	 I believe the force demand a lot from their new recruits as they are often expected to deal with situations as if they have high levels of experience. 

This is problematic when the expectations bestowed upon you are the same as those given to officers who have considerably more experience.

To combat this, I have not only understood the importance of learning from my more experienced colleagues, but also, learning from how different colleagues approach different scenarios.

I have recently began working with different teams, in order to see the different policing styles available and to gain a greater understand of which methods work best for me. 
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