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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:

Having achieved independent patrol status I found that my position within the organisation changed almost immediately. I was no longer being evaluated by a tutor meaning my position as a dedicated learner had disappeared. I was now being sent to calls alone and expected to deal with them without the guidance of a more experienced and senior officer by my side, meaning I had no one to fall back on as I did before. This was the biggest change that I experienced, as I found that the learning curve was greatest when you must make decisions yourself. From personal experience it was clear that the decisions I made at calls was heavily influenced not only by my tutorship as one would expect, but I also discovered that they were being made due to concerns that I had around what my colleagues would think of them. This method of decision making eventually led to an impact on my wellbeing whilst in work as I found that the stress of peer pressure wasn’t being left in work but was instead coming home with me and affecting my personal work life. I will cover this subject, and the danger of organisational culture and conforming to it along with my personal experiences within this essay. 

Before I can properly illustrate my own coping strategies, first I must cover what I was experiencing as a result of the organisational culture, specifically my experience on the impact of my own wellbeing. Whilst I have already outlined one impact in regard to stress caused by peer pressure from decision making, this is not the only one. Policing culture is unique in terms of organisational culture, as there is constant outside pressure and scrutiny on the police service across the UK, which has been at its highest since the start of my independent patrol status. This can lead to a “us vs them” mentality, causing members of the police service to further withdraw into an organisational structure, almost allowing an indoctrination effect to occur. I found that the outside criticism of the police led to me feeling this way and withdrawing further into the “safe space” of my colleagues and their views. This led to me changing my views to match those of my colleagues to feel like I fit in, which shows how easy it is to conform to an organisational structure, especially one as deep-rooted and consuming as the police service. Conformity to the organisation can make it difficult for members of it to maintain their personal values and belief, and this can lead to a difficulty in maintain independence whilst within the organisation. Without this independence, “group think” and other hive-mind link phenomena become more commonplace. Obviously, there are dangers associated with this. One of these is phenomenon known as ‘group think’ whereby the ideas of the individual are subsided in order for the prioritisation of the general coercion of the group (Levine, 2021.) This links in with my experience of stress caused by my decisions based on peer pressure, as I found I was subjecting myself to immense concern about the opinions of my colleagues and if they would agree with me. As stated above, the risk here is that individual ideas are shrouded by this and are hampered by policies and procedures that are in-place within the organisation, and if any ideas or actions go outside of these then the individual is subject to criticism. To avoid this, the idea of the “unique” decisions is lost and an almost assembly-line like method of problem solving is established (Chang, Wannamakok and Lin, 2023). 

Whilst this risk is more present towards members within the group it is not to say that these are the only people affected by organisational culture. There is still risk present to those in a managerial position, and those at the top of the police force. In recent years, it has been clear that police forces have tried to combat the negative image that some have attained, such as the metropolitan police force after a review into its practices by Baroness Casey (2023). However, whilst this might seem like a simple thing to do, such as introducing new policies and changing old ones, it is not. The reason for this is that part of the organisational culture within police forces is the difficulty to accept change. I have found that within my year of independent patrol status I have observed officers, especially those of more experience, struggling to accept new policies due to a conforming to the culture which discourages change. Whilst this hasn’t had an impact on my wellbeing, it is certainly a risk as it hampers the ability of the police service to stay modern and in-touch with the general public, and if that confidence is lost then the foundation of the idea of policing by consent, which is what all police forces in the UK have their foundation on, is lost (Home Office, 2012). 

Whilst these are both risks that arise from organisation culture, it is important to state that not organisational culture isn’t all bad. It is possible for organisational culture to be that of a positive one, as whilst individual ideas may be hampered, the counter argument to that is the overall quality of decisions and actions taken is likely to be improved if the correct procedure is followed that led to that decision.  After achieving independent patrol status, it became clear to me that the job was incredibly stressful and as such I had to develop strategies to help with my mental resilience whilst in work and to maintain my wellbeing. One of these strategies was maintaining a healthy lifestyle at home. This included eating healthy when possible as studies show that eating healthy allows one to maintain a positive balance within their health and lifestyle. Not only did this help with maintaining my wellbeing, but it was also positive for resilience as staying physically fit helps with keeping a positive mental attitude, which reduced the stress I was feeling caused by the job and the organisational culture. 


What is clear then is that organisational structure, specifically within policing, has had a measurable impact on my wellbeing and developing strategies to minimise this impact has been crucial to maintaining my wellbeing at a healthy level. We have covered that organisational structure is a difficult issue to navigate, as to change it is not a simple task and conforming to it can lead to poor outcomes and a toxic work environment but can also lead to better decision making and a more positive work ethic if managed correctly. It is a fair conclusion then that it is a double-edged sword which has a very fine line of balance between positives and negatives, and whilst I have managed to find ways of maintaining my wellbeing through force-operated initiatives and through my own means of managing and maintaining a healthy lifestyle, I have still found it difficult to balance my own individual ideas, interests and beliefs with those of the organisation and the culture associated with it. 
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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:

Due to a profound and positive change over the last 20 – 30 years in the social acceptance of domestic incidents, especially those including violence, the way in which police officers deal with domestic incidents has changed significantly. During my time as a response officer, I have attended numerous domestic incidents which can be some of the most fast-paced and difficult calls to attend due to their unpredictable nature. To make decisions within these difficult and serious situations can be a very hard thing to do, as force policy dictates that positive action must be taken at all domestic situations if possible, and if this boundary is crossed then you must justify why. 

The incident that I will cover within this essay was initially passed to us as 999 call detailing that there was an ongoing domestic scene between two women, which stated that there had been an ongoing fight and argument and that one of them was refusing to leave the address. From the little information that we had before our attendance there was already serious ethical and social issues to be factored into consideration and judged effectively. The first issue is that the domestic partnership was a same-sex relationship, and reported domestic incidents in same-sex relationships are more common, especially those involving violence, than in heterosexual relationships (Joanna Jolly, 2014). Whilst this doesn’t necessarily change the way the call is dealt with from a policing perspective it does mean that the approach should be given some more consideration. The second issue that was immediately prevalent and concerning from the information provided from the 999 call was that there was a disclosure of a “fight.” 

Whilst enroute to the call the national decision model, which should form the basis for all policing decisions (College of Policing, 2013), is being constantly used to form a dynamic and ever-changing risk assessment. A possible disclosure of violence, which forms the information part of the NDM leads into the assessment of threats and risk stage. Because of this information, I was under the belief that upon arriving we would be greeted with a physical fight which carries the risk of possible harm to the individuals and harm to myself and my colleagues. After identifying the possible risk, the dynamic assessment is then used to identify the powers and force policy that was available to myself from this information, and then the options and possible secondary methods that could be considered to resolve the situation in the most peaceful and least confrontational manner, such as a separation of the two parties and accounts taken from them at the scene. The final stage of the NDM, which is one that can only be completed after the problem has been dealt with, whether successfully or not, is the review stage. This can only be completed afterwards as the action must’ve been taken and its effect measured before the decision can be reviewed and reflected upon. As I had not yet arrived at the scene, no action was taken. The College of Policing (2020) tells us that as much information as possible should be gathered from the control room as possible, but this is dependent on how much information the reporting person gives the control room, and as such if little information is passed to the control room then officers do not have a large amount of information available for a full and comprehensive risk assessment to take place, which was the case during this incident. 

Policing is not a black and white area, and incidents are very rarely exactly the same as how they are initially reported. This incident was no different, and upon my arrival to the ongoing domestic incident it was immediately clear upon entering the address that this was one of those situations that were not as initially reported to the force control room. Whilst a domestic incident had occurred, neither involved party made any disclosure of violence or of a fight to us when we were at the scene and both parties had already separated from each other and were in different rooms within their house. This shows how quickly policing incidents can change, and why a dynamic risk assessment must be a constantly ongoing task, as the scene presented to us did not match what was initially reported. If I had continued to deal with the situation with my first dynamic risk assessment, then it was likely that one party would’ve been arrested for an assault which did not ever occur. This links into the consequences of policing decisions, as if I had made that decision from the initial risk assessment then there is a likelihood that it would’ve had a severe impact on not only the supposed offender, but also the victim and initial caller as they would likely receive stress and worry about what would happen and possibly feel at fault and responsible for the subjects arrest even if they believed it wasn’t necessary. It is already clear that policing decisions have a great impact on not only officers, but members of the public and the force as a whole (Shortland, Thompson and Alison, 2020.) 

After my colleagues and I had spoken to both parties involved and tried to establish the full picture of the incident, it was clear that, as previously mentioned, it was not as clear-cut as reported. From the information that we had gathered it was clear that a verbal argument had taken place over tenancy of their property and as both parties were legally listed and tenants, neither party wanted to leave the property for the night. It was also apparent that alcohol was involved in this incident and that they had both been drinking, which impacts the risk assessment taken due to the fact that intoxicated persons can have their ability to make logical decisions hampered. 

After much thought and consideration and use of a dynamic risk assessment by means of the national decision model, the first decision that was made was to try and attempt to convince one party to vacate the address for the remainder of the night. I came to this decision as, after evaluating all the available information to me from both parties an argument had started over a disagreement. Whilst no threats of violence had been made by anyone, and no violence used, there was a risk that if they were to remain then there would likely be a further call to the address if the incident continued after we left their scene. However, as no offences had been disclosed by anyone, and there was no threshold to meet a breach of the peace within the legislation (College of Policing, 2013), there was no obvious power available to us at the time to forcibly remove anyone from the address as both had legal entitlement to stay there. After attempting to use tactical communication to convince either party to leave, it was decided that it was unlikely that either party was going to leave their own house. This shows that not all decisions made using the national decision model are successful, and the precarious nature of domestic situations. 
The eventual decision that was made was to leave both parties at the address but to advise them to stay in different rooms and to not engage with each other. Whilst this decision contained the risk of a repeat incident and a possible escalation in the severity, it was the only decision that kept the tension low between both parties and as there was no powers of arrest available under Section 24 of the police and criminal evidence act (Legislation.gov.uk, 2022) and no threshold to remove anyone from the address via any other means. As it was a domestic incident with no identifiable victim, as no offences had been disclosed, both parties were offered the relevant forms and procedure that is followed at all domestic incidents. The consequence of a decision made in an ever-changing domestic environment can be especially prevalent and sometimes life-changing due to the nature of them. However, on this occasion the consequences of my decision were not extreme, as no party was arrested, and no one was uprooted from their home. The consequence was that both parties had to remain in the same address, and that I had to justify my decision and possibly deal with the further consequence of a future report, which increases the stress that I was under of being held to account in the future, which a common phenomenon across police forces internationally. This fear of being held accountable for a decision that may end up in a bad result can increase the difficulty of officers trying to react to stressful situations, such as a domestic (Verhage et al., 2018). 

It is important to consider that whilst there is a large amount of risk present whilst at the scene, it does not end when police leave the scene. On this occasion, as already covered there was the risk of a further incident occurring because the parties were left at the address, even with the advice they were given. However, the secondary risk present was making sure that all actions taken, and the relevant information was recorded correctly. The reason this is a risk is due to the fact that if this information was not recorded ethically, that meaning in line with the General Data Protection Regulation (UK Government, 2018), and within the code of ethics as stated within the college of policing (2014). When recording what actions I took at scene in regards to this incident I took care in making sure that I was able to rationalise the decision made at the time with the information available to me, as it is important that it is recorded correctly as if not, there is the possibility of exposing yourself to further consequences. It is clear then that domestic incidents are high-octane dynamic situations that require a thorough and stringent use of the national decision model as without it, officers expose themselves to poor decisions and adverse consequences not only for themselves but for the people involved in the incident. 
Word Count = 1685
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 order to evaluate different theories on team dynamics we must first identify some theories that exist around the topic, and what team dynamics are and how they relate to team cohesion. Wale (2023) tell us that Team Cohesion relates not only to the strength of a team, but also involves the interpersonal relationships of members within the team. It’s identified that these bonds specifically cause members of a team to achieve goals, and that a cohesive team is likely to be a well-bonded one. The first theory we will cover in this essay is the GRIP model, developed by Richard Beckhard in 1972. 

The GRPI model, which stands for Goals, Roles, processes and interpersonal, lists what Beckhard (1972) describes as key areas for what a team needs to become effective as well as functional. This theory around team dynamics demonstrates the important of a goal for a team, as a team without a goal arguably has no purpose and is likely to fail from the start simply because there is no reason for the team to exist without a goal. Within policing, different departments have different goals. For example, a response teams’ main goal is to reactively attend calls and deal with volume crime, such as theft and assaults (College of Policing, 2022). However, sometimes it can become unclear in policing what your specific role is in a dynamic and ever-changing scenario which can lead to poor decision making and a collapse in a team. This is why, specifically in policing, the GRPI model leads to leaders defining set goals that can be easily followed. An example of this would be an inspector within the police wanting a certain increase in positive outcomes. This allows officers within that team to know what is expected of them and leads them to take decisions that lead to the achievement of that goal. The second part of the GRPI model states the important of clear-cut roles within a team. Beckhard argues that roles within a team allow everyone to know what their exact position is, which in turn allows them to easily get on with their job within the team. Unclear or undefined roles can lead to confusion and runs the risk of members within the team failing to know what exactly is expected of them. This can lead to two people in the same team doing the exact same job which might not need two people, leading to confusion and eventually conflict over who should be doing the job. This allows us to identify another area of why a team might not work and establishes a cause of team conflict which will be revisited later throughout this essay. 

The third area of the GRPI model is the processes and procedures that surround the goal that has been set. After the goal has been set and roles have been made clear, a route must be established that lets members of the team know how they are going to achieve their goal. Within policing, this is achieved through force policy. A force’s policy sets out what officers, who are members of the team, can and can’t do. It can also establish correct methods for achieving goals and what is expected of members of the team. If these processes are easy to identify and understand and give a correct procedure to follow, team-members will be hard pressed to fail at the task (Lucas, 2022). The final area that’s covered is a key area in all theories that cover team cohesion and building, that of the interactions between team members and their interpersonal relationships. This area is absolutely essential, as a team that doesn’t work well together causes conflict and conflict can destroy a team from the inside. This is because conflict causes members of the team to lose focus on not only the goal, but the method to how they achieve that goal. This causes the team as a whole to lose effectiveness which sacrifices their ability to stay professional. The GPRI model advocates for positive relationships to be built within a team to counteract the negatives that come from a team with poor relationships. It’s suggested that this can be done by implementing different policies such as positive conflict management resolutions and encouraging team members to build healthy relationships through teambuilding exercises. 

Whilst this method has established its success since its introduction, it still has its limitations. It allows for positive team cohesion and allows clear goals and objectives to be set and gives team members the ability to clearly understand their role within the group, but, as it is a static model it does not account for any outliers and struggles to be adapted to teams that change over the course of their existence. The human factor can also upset the model, as it does not account for the emotionality that humans are subject to, rather it is more modelled around a perfect logical environment (Gupta, 2023)

The second theory to evaluate that covers team cohesion and dynamics is perhaps the most common study on the matter, which is Tuckman’s theory (Tuckman and Jensen, 1977). This theory tries to establish how teams develop maturity and effectiveness, and how overtime a team can achieve success. The first stage of Tuckman’s theory is the forming of the team. This is when a team is at its weakest and people look for guidance from a leader on what their role is within the team. The second stage that Tuckman identifies is the “storming” stage, where the team gain’s ability and people start to settle within their roles, but there still remains a struggle as members challenge each other. This then develops into a routine and the team become more positive and confident in achieving the goal set by the leader. This stage is described as “Norming.” Finally, this again positively changes into an open and trusting environment that allows for inter-changing of roles without conflict and any conflict that does arise is quickly and efficiently dealt with by the team. Tuckman describes this as the “performing stage” (Mind Tools, 2022). Tuckman’s theory in comparison to the GPRI model has both positives and negatives. Tuckman’s stages more realistically factor in the human element of teams unlike the GPRI model, and how they are not always logical. However, what Tuckman’s’ model fails to identify is that it is not a linear pathway, and sometimes teams can stay in one stage whilst also moving through another. Tuckman’s’ model also places more emphasis on the role of the leader, whilst there is very little mention of a leader’s role in the GPRI model. 
 
As already mentioned, there are many reasons why conflict can occur in teams, whether it be from something as small as different opinions to a more major cause for a rift such as a cultural differences and disagreements. Interpersonal conflicts can also stem from a breakdown in a relationship that might’ve been established during the existence of a team, as the mixing of personal and workplace relationships is not uncommon. There are many ways that these can be attempted to be resolved, such as a compromise, avoidance, or the collaboration of the persons suffering the interpersonal conflict. One model that can be employed to help resolves conflict is the CUDSA model, which advocates for the confrontation of the issue and conflict to resolve it (Jones, 2021). In order for the CUDSA model to work the people who are experiencing the conflict must first be able to confront it. Once they have done this, they must be willing to understand the position that the other has. The immediate problem with this is that people are inclined to be pushed further into their viewpoint when arguments occur, and it is incredibly difficult for people to accept another’s viewpoint, especially when that viewpoint is in direct contradiction to their own (Bregman, 2011). However, if this can be overcome, then the next step of the CUDSA model is to define the problem and search for alternative solutions to it. Once a solution has been found and agreed on by both parties, the final stage is the implementation of this solution. Whilst it can be difficult for this to be achieved, the CUDSA model is a common and effective way of resolving interpersonal conflict within a team.  

Whilst effective methods for building team-cohesion and the theories behind it have been covered within the scope of this essay, it is important to note that team dynamics can lead to negative issues, especially within the police service. As discussed, the GPRI model advocates that a goal is set so all members of the team are aware of what is needed to be achieved. If the team struggles to meet this goal with the policy and procedure that have been laid out to achieve it, they may seek alternative ways of achieving it by breaking these policies. For example, if a response policing team has been set a goal of a certain number of stop-searches per month but fail to initially hit this following correct stop-search procedure, which states that correct grounds are required for the search (College of Policing, 2022) then they may go against the procedure and stop-search people without the grounds to do so, leading to a breach in the professional standards of the police service. 

There are many theories that have covered team-dynamics and the cohesion that is so important in an effective team. Whilst the interpersonal relationships within teams are key, so to are the leaders and their effective leadership style. Without the theories that attempt to understand how teams work effectively and efficiently it would be difficult for leaders to come up with effective solutions to problems and conflict that arise within these teams, that can translate to serious issues that concern standards and breaches in the code of ethics when applied to a policing context. It is key that, within policing, teams maintain positive relationships and also maintain a professional standard by staying within the code of ethics, maintain honesty and integrity with goals that are set and ensuring that statistics aren’t meddled with, as is so common in public sector areas of employment. 
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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:

Criminals use road networks just like everybody else. Whether that be for county-lines operations involving drug mules going into rural areas and supplying dealers, to organised criminal groups using them to transport children who are at risk of sexual and criminal exploitation. There will always be a need for criminals to use the roads to allow them to achieve their goals, that goal normally being to increase their financial gain from their misdeeds. In order for criminal use of the road to be tackled and targeted effectively, information and intelligence must be utilised from whatever source’s are available, whether that be automatic numberplate recognition cameras, to intelligence from members of the public. The current national police strategy for roads policing is to deny criminals the use of the roads, along with four key pillars for activity, which are preventing harm, tackling crime, driving technology and innovation and changing minds (College of policing, 2022). Whilst this is a broad statement, the key point that we will focus on within this essay is the pillar of tackling crime, which specifically relates to how effective and well-resourced roads policing not only helps in identifying crime but increasing road safety and targeting criminal gangs. 

One of the ways that information and intelligence can be used in disrupting prevalent crime activity is by effective targeting of identified offenders. If a force receives information to state a certain vehicle is involved in criminal activity, such as being involved in drug trafficking and transportation, this information is reviewed using the national intelligence model, which effectively determines the level of reliability that information has. Once it has been processed and sanitised, that information becomes intelligence, and a marker is likely to be placed on the vehicle’s registration. If the roads are policed with large numbers of road policing officers, the likelihood that this vehicle will be identified and stopped by an officer is increased. This then leads into the cascading effect of hampering a criminal gang’s ability to move drugs as, if their drivers are stopped on the roads at a consistent rate then they are less likely to use these road networks to transport their illegal goods, denying them the use of main arterial road networks, in-turn disrupting their overall activity. However, the HMICFRS (2020) tells us that some police forces have decided that their officers will no longer routinely patrol sections of the motorway within their force boundary. This has the opposite effect of disrupting criminal activity as a lack of obvious police presence on motorways especially is noticed by OCG’s, meaning that not only are they not denied the use of the road, but they can increase their usage of them to their advantage.

Whilst Roads Policing used to be more focused on dealing with traffic enforcement within the road traffic act, there has been a shift since the change of how roads policing units work nationwide since the introduction of the National Police Chiefs’ Councils’ National Roads Policing Strategy of 2022 – 2025 (NPCC, 2022). This policy has identified that roads policing officers should be utilised in the targeting of criminals who are known to use the road networks to forward their criminal goals, such as human or drug trafficking. Another way in which this can be successfully done is by the cooperation of departments within the police forces, such as the Criminal Investigation Department linking in with Roads Policing units to share information and intelligence of known nominal offenders in order for them to target them and deny their use of the road. This information can come from many sources, as we have already covered the fact that members of the public may relay information into the police. Another one of these sources is the submission of intelligence by roads policing officers after a stop of a vehicle and the possible search of it, as it can contribute to the effectiveness of the evidence-based policing model, which is key in utilising the information and intelligence for an effective policing of road networks (College of Policing, n.d.). 

There is a clear link between persons offending on the roads and being involved in other types of criminal activity, and research shows that men who committed several non-motoring offences, on average committed 21 times as many serious motoring offences, and four times as many normal motoring offences (Jeremy Broughton, 2007). This link extends to vehicle documentation-related offences, such as driving without insurance or a licence (Transport Business 2010).

This shows how an effective policing of the roads can deter and disrupt criminal activity as if repeat offenders are identified and intelligence is gathered on them, roads policing units can monitor a pattern of driving behaviour from them and build a picture to allow for the successful denial of the road to these criminals. 

Whilst information and intelligence can come from members of the public, police officers and other areas, such as CCTV, one of the key factors in effective roads policing is the use of automatic numberplate recognition cameras, or ANPR. ANPR, first developed in the 1970s, is an absolutely key resource for roads policing. As the name suggests, it captures the numberplate of vehicles and reads it against data available from the DVLA and the police national computer to identify if the vehicle is insured and who to, if there are any markers on the vehicle, such as failing to stop, and who the registered owner of the vehicle is. Many forces operate dedicated ANPR enforcement teams, who wait until an ANPR alarm is triggered and stop the vehicle that has triggered the alarm. These alarms are numerous, but ANPR teams usually enforce triggers on stolen vehicles, uninsured vehicles or cloned vehicles (West Midlands Police, n.d.). 


 This is one way in which ANPR can be utilised to police the roads, as these teams are able to stop vehicles that are of interest to the police, reducing the density of vehicles likely to be involved in collisions, and vehicles used by criminal organisations for their own gain (Transport Business, 2010.) Transport Business (2010) goes on to tell us about the success of ANPR operations, called Operation Utah. It is clear that when these operations are ran using this technology, huge numbers of criminals who are using the road to their own benefit, are stopped and dealt with. Whilst there may not be an official outcome from these stops’ intelligence is usually gathered which provides a bigger picture and useful information for future operations around roads policing.  Like all information held by the police, information gathered by ANPR can be used in the process of investigations and can be disclosed under the criminal procedure and investigations act 1996 to the defence. However, the exact location of ANPR cameras is never disclosed as this could benefit criminal organisations (West Midlands Police, n.d.). 

Whilst operations Utah and similar uses of ANPR focus around the proactive use of these cameras, there is also the ability to employ them in an investigative method of building a picture of criminal behaviour. They allow officers to track the movement of vehicles that are believed to be associated in crime, such as criminals who are involved in child sexual exploitation. This is done by identifying vehicles that were in certain areas at a particular time, such as an identified criminal hotspot, which can lead to the identification of suspects and eventually victims. (College of Policing, 2023). Indeed, Wagner, Myers and Parkinson (2021) tell us that Operation Railcar, which was a police operation that focused on the use of ANPR to stop child sexual exploitation led to the successful safeguarding of a child involving in an offence. Whilst we do not know the exact statistics in official convictions that were either directly or indirectly assisted by ANPR and the information it provides, it is safe to say that it offers roads policing officers and response officers in general a unique and incredibly useful tool in not only proactively policing the roads, but also protracted investigations that require further analysis into the movement of vehicles that are used by offenders. From this we can see the benefits afforded to police officers by ANPR, and how key it is to modern-day roads policing. 

It's clear then that effective policing of the roads does not just come from having more police vehicles patrolling them, but it is instead a multi-faceted and complicated area of policing that requires numerous different types of resources to effectively deny criminals the use of the roads and maintain their safety for everyday members of the public. Whilst this essay has covered ways in which information and intelligence can be used to target specific hotspots, nominal offenders and vehicles of interest, it is important to state that this not only has the desired effect of reducing crime and bringing offenders to justice, but also increases the safety of the roads and reduces the overall danger to people travelling on them. This was identified by Norbury (2020), who tells us that a higher level of roads policing and enforcement directly results in a slow but increased amount of people who obey the laws. 

To conclude, information and intelligence denies criminals the use of the roads through an effective means of roads policing by building a picture of criminal activity, identifying criminal hotspots that can be targeted and more routinely patrolled by officers, identifying possible suspects involved in high-profile crimes such as human trafficking and child sexual and criminal exploitation, denying “drug mules” the use of a network to transport large quantities of drugs, using ANPR to validate alibis (College of Policing, 2023) and stopping nominal offenders from being allowed to use the roads, stopping them committing further crimes, which statistics prove they are more than likely to do. 

Word Count = 1620



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 
 
 
1. Traffic Legislation & Powers
2. Force Domestic Policy & Procedure
3. Court procedure
4. Case file assembly
 
 
 
 
 
 
	Low 
1-4 








	Med 
5-7







5  

7
	High 
8-10

8 


8
	Low 
1-4







3 

4
	Med 
5-7

5 


6





	High 
8-10 
	1. Traffic legislation I find is incredibly important for me as I develop my career as after I finish my probationary period of 3 years I would like to specialise in roads policing. In order to improve my knowledge in traffic legislation, I will continue to research the powers available to me under the road traffic act and whilst working, attempt proactive stops on vehicles and use all available police systems. I can research the legislation through official police documentation, such as black stones and the police national legal database. 
2. At every domestic incident it is key that force policy is followed to ensure all victims are safeguarded and provided with a full service. As domestic incidents are fairly common within a response policing role, I have attended a large amount in comparison to other types of calls. In order to improve my knowledge, I will ask my colleagues before we arrive at domestic incidents if I can take the lead, as I have found that when I take the lead at scenes, I learn a lot more than from listening. I will also ask my colleagues questions, along with my supervisor, about how they would deal with specific domestic incidents. The final way I can improve this is by continued research into updates around force policy that relates to domestic incidents. 
3. My knowledge of court procedure is not very extensive and I am not fully aware of what is expected of me at court. I had attended magistrates court once to give evidence however I was not questioned by the defence and I still do not fully understand how to give evidence. The only way to improve on this is by asking colleagues who have attended court what to expect, and research into different courts and their procedures, such as the differences in crown court and magistrates court, and how this is likely to affect what I need to do at court when presenting evidence. 
4. Case files are an area that I have somewhat struggled with understand as since I have become independent I have not had to build many files due to the introduction of a file team within the force who now build the majority of files for response officers. This had led to skill drain as I no longer have a constant need to build files, I struggle to remember what is needed in different types of files. In order to increase my knowledge in files I will reach out to different departments who are likely to have more experience with them, such as the aforementioned file team. I will also deliberately holdback files from them in order for me to build them myself so I can have exposure to them and understand what is required of me when assembling them. 

	SKILLS 
 
 
1. Conflict Management 
 
2. Response policing Driving (Blue lights) 

3. Communication skills
4. Teamworking
5. Decision Making 
 
 
 
	Low 
1-4 
	Med 
5-7








7 

6
	High 
8-10 

8


10





8
	Low 
1-4 










4
	Med 
5-7 

6


7 


5


6
	High 
8-10 
	1. In order to improve my conflict management, I will review all methods available within the college of policing handbook and attempt to implement some key methods when dealing with difficult people. I will also attempt to expose myself to situations where conflict is more common, such as patrols on foot around town-centres during Friday and Saturday evenings. As I police a fairly rural area, exposure to conflict situations is not as common as it would be in a built-up area. 
2. My driving ability for emergency response to situations has changed drastically over the last few months as I have achieved my emergency response driving permit, allowing me to drive on blue lights. I find this area of great importance to me as not only is it an incredibly dangerous and key aspect of policing, but it is key for the future development of my career as my focus is towards proactive areas of policing. In order to develop this skill, I will maintain my driving to the level that is set out within the roadcraft handbook and follow force policy in regards to restrictions and methods of driving. This will help me develop my skill as I will maintain a fast level of driving to a high standard of safety, as it is common for officers to lose care over time when driving on blue lights. 
3. Whilst this is related to conflict management, my communication skills remain separate as they also link in with speaking to people professionally. This can be improved through exposure and speaking to more people, in work and out of work, and building my professional vocabulary when explaining to people what is next for them and how their case will proceed in re gards to victims. It can also be improved by listening to my colleagues when they speak to members of the public and learning from their different techniques.
4. My experience in policing has been rural policing with small amounts of officers in my team. This has led to me having to work independently very often and as such my teamworking skills are not at a level that I am content with. In order to improve these I will try and work double-crewed when possible so that I can learn to work together with someone and learn to share ideas rather than make my own decisions when I am on my own. 
5. My Decision making is already of a good level as I make decisions all the time within my current role, however sometimes these decisions are made with poor judgement due to inexperience. In order to improve how I make decisions, I must gain more experience which can only be done with time. I will also volunteer for calls that I have not dealt with before in order to increase my overall exposure to different areas of the job. 

	EXPERIENCE 
 
1. Custody Procedure 
2. Clear and calm arrests
3.  Active listening 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 

	Med 
5-7 
6



7
	High 
8-10 


8
	Low 
1-4 
4



3
	Med 
5-7 


5
	High 
8-10 
	1. Whilst my knowledge of police custody is satisfactory, I do not understand the more in-depth areas of it. In order to gain this knowledge and improve my experience when booking in prisoners, I will try and expose myself to the environment more often by volunteering for handovers and dealing with prisoners in custody when possible. 
2. My arrests tend to be more rushed than they need to be. In order to improve this, I will remind myself that before arresting someone I do not need to rush the caution or necessity for their arrest and in situations where there is low risk of violence, I can take my time explaining why a person has been arrested so they fully understand what is going on.
3. My biggest drawback is my active listening skill. Whilst I take in information from key areas, such as the force control room and colleagues, I struggle to fully understand what certain members of the public are telling me when at calls. This can be improved by slowing down my actions when at calls that allow it and reducing the need I have to quickly deal with calls and resolve them expeditiously.  
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