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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

	Having achieved Independent Patrol Status, reflect on the impact of organisation culture within policing on your wellbeing and resilience (organisation change, retaining personal values in a wider organisational culture). 

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


1250 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

In this task I will be looking back over the last 12 months since leaving training school, throughout my tutorship and onto gaining Independent Patrol Status. I will be reflecting on the impact that organisational culture has and the changes I have seen in myself since leaving training. I will also reflect on the changes I have made and adjusted to, to ensure that my wellbeing and resilience has also been able to keep up with the changes I have had to endure, as well as what happens in situations where personal wellbeing is affected and the implications this can have.

Transitioning from training and experiencing the reality of policing came as an initial shock to me; not only having to adjust to the shift pattern that naturally is the culture to policing but also being able to adjust to the realisation of the way people lead their lives. I managed to build strong resilience when I was informed that my 12-week tutorship was extended to 24-weeks; as I was informed the extension was due to my tutor feeling that I was not hitting necessary targets. I then worked extremely hard to prove to myself, my tutor and my supervisor that I can work at the necessary level and meet requirements and ultimately become an independent officer. I feel that experiencing these setbacks and having to bounce back from them are what ultimately gave me the resilience knowing that if another tough or challenging task is put to me that I will be able to work through it and come out the other side a much stronger person.

The police force and the organisational culture that I am a part of and having to
adjust to includes the shift pattern; that requires cover all day and night. I have found and experienced that these shifts can have a negative impact on wellbeing. Therefore, it is essential that the wellbeing of any police officer is at the forefront of my mind. Shockey et al. (2022) explains how a person that is a shift worker of days, afternoons and nights have been linked to several physical and mental health problems which include the following: depression, immune system issues and poor sleeping quality. This is a negative impact that the organisational culture has, due to the fact that the police force is operating constantly and there needs to be police officers on duty all of the time. 

The organisational culture that police officers face day-to-day has a drastic impact on their health and wellbeing. The workload that police officers carry is another impact on the wellbeing of officers. Having a high workload, whilst dealing with emergency calls, means that the time that officers have to update their victims is a challenging task. This mixed with the shift pattern that officers do can lead to something called ‘burn out’; over a prolonged period of time dealing with immense pressures, overwhelming workloads and a lot of stress can lead to being burnt out and recognising the signs and symptoms in order to take action before this happens is important. 

The World Health Organisation (2019) describes burn out as “chronic workplace stress”. Furthermore, the World Health Organisation explains that there are three characteristics which are feelings of energy depletion or exhaustion, increased mental distance or negative feelings and a reduced professional efficacy. This then has a direct impact on the organisational culture as officers may then require time off work to prioritise their health and wellbeing. The effect this has will then have significant impact on the workload for the officers who are still on shift, which could then lead to them becoming overwhelmed with stress; as other employees may feel pressured to work beyond their limits in aid of short-staffing. Consequently, these feelings of stress and not being able to balance your workload can lead to loss of morale and motivation and decreased productivity. 

A strategy to reduce the risk of becoming burnt out is to have a good work-life balance. This is where you are able to relax and reduce the stress from the working environment, and have the time to do so on the days in which you are not working. Becoming accustomed to leaving work at work and home life at home is a challenge, however this skill to be able to separate and have that balance will mean that wellbeing is heightened. By doing this it can have a much better and positive outcome when it comes down to organisational culture and reduce the risk of becoming burnt out. I have found that having a good work-life balance has helped significantly with my wellbeing, especially if there have been calls that I have attended that have taken its toll on me mentally and physically; even if it is something as small as going out for a nice meal with my partner or friends. I have also found that being able to talk openly about incidents, whether it is with another colleague or close family, have allowed me to reflect on my thoughts and the incident and to not allow a build-up of negative emotions. I have found having small and informal debriefs with the team that I have attended a challenging call with, or even just with my Sargeant, have proved effective as I am able to talk through the events and reflect on my practice and plan forward of what I would do differently if that incident occurred again; and most importantly receive feedback.

Gragnano et al. (2020) states that a better work-life balance fosters not only job satisfaction, performance and organisational commitment, but also reduces stress related outcomes such as psychological, emotional exhaustion, anxiety and depression. This suggests that if work-life balance is executed in the correct proportion, the effects of having a personal life separate from a work life not only boosts work performance but also reduces the likelihood of becoming burnt out. In turn, this will then ensure that officers are staying in work, and the workload is spread out more evenly. I have ensured that my work-life balance has the correct proportion which has led to ensuring that when I am in work, I am able to focus on the job in hand and obtain better results for the police and for the public.

Following on from the care of my wellbeing, it is also just as important to ensure that my resilience is also a priority. Ultimately, the nature of policing is a job like no other; the things that I witness and engage in will naturally end up taking its toll on me unless I act with my resilience and wellbeing in mind. Resilience is not something that comes easily or naturally when starting out as a police officer, but can only be established following the exposure to the police’s organisational culture. Whealin et al. (2008) explains how emergency first responders whose work environments include exposure to traumatic events are at risk from developing post-traumatic stress disorder.  Whilst traumatic situations are part of the policing culture, to be working in certain situations can be out of the ordinary for individuals who are not routinely exposed to these situations, and I found this particularly difficult at the beginning of my career. Nevertheless, I feel being confronted with these traumatic environments increases my resilience and I am able to become more accustomed to being exposed to trauma. Friedman (2015) goes onto explain that a person’s response to trauma is directly related to the amount of exposure he or she has; meaning that the more exposure to traumatic experiences an individual has, the more likely they will obtain resilience towards other similar situations. 

To conclude, I have seen positive lifestyle and professional changes in myself since I have been granted Independent Patrol Status, whereby I have seen the effects that the policing culture has not only had on myself but others around me. I have recognised the importance of my wellbeing and resilience that is needed as part of the culture that police officers are a part of; in aid of maintaining and being able to continue to build my resilience as well as maintain my personal wellbeing.
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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:

During this task I will be reflecting on an incident that I dealt with which involved a domestic element. I will be reflecting on the decisions that I made during this incident to which I will explain why I made those decisions and reflect on the outcome. I will look at the social and ethical issues that surround this incident and I will reflect on what could have happened if the decisions I made were different and the possible outcomes. I will ensure to maintain confidentiality of all those involved in the incident I will be discussing. 

The incident that I am going to reflect on was originally reported as the reporting person’s son has left the address saying that he is going to hang himself. Myself and another colleague arrived at the address where the 17-year-old and 15-year-old siblings of the male were present and stated that their mother, the reporting person, was on her way back to the address after going to the police station to report this. I remained at the address to find out as much information as possible as to where the male who had left the address could have gone or any associates that this male could have left to see. My colleague has left the address and gone to a nearby wooded area to assist with other officers looking for this male. 

Whist I was talking to the brother and sister, it became apparent that I had met the male on a previous separate encounter, and I recall that the male was very quiet, gave poor eye contact and did not engage with myself. I then remembered that the male had medical needs, such as type 1 diabetes, and also had been diagnosed with autism. I felt the element of the male having autism might mean that the communication between myself and this male potentially could be difficult due to myself being unfamiliar. I considered the use of Bitaris Box Method of communication; however, Cowburn (2023) explains that individuals on the autism spectrum may find it challenging to interpret social cues such as facial expression, body language and subtle conversational nuances. This meaning that the Betaris box method potentially would be ineffective due to the autism diagnosis. Cowburn continues to explain that Betaris box is a communication theory that explains how our attitudes and behaviours effect those around us; meaning that if myself and my colleagues acted in a calm manner this will then assist with making the male calmer. 

I then heard a noise at the front door and the male we were looking for had returned of his own accord and entered the kitchen where I was retrieving information from his family. From the last meeting I thought he would not say much to myself however that was not the case as it was apparent there was a lot of anger and aggression towards me. From this initial dynamic risk assessment, I knew I needed another officer with me due to the frame of mind that this male was in and the behaviours he was projecting. As I was escalating this to my Sargeant and PSC, the male then proceeded to leave the address as other officers were on their way to assist me. 

When another officer arrived, threats of harm to himself and others around including family members were vocalised. I ensured I abided alongside the ethical principles of policing and it took a lot of courage to lead this incident in aid of preserving safety to the public. The power that was utilised was Section 136 of the Mental Health Act and therefore the male was detained; due to the threats that were made and the state of mind this male was in, and I continued to asses all risks in a dynamic way. For the safety for everyone involved we needed to have control of the situation and to prevent any harm towards ourselves, as well as simultaneously consistently showing respect and empathy towards those involved. The male had handcuffs applied which allowed myself and my colleague to gain control and reduce the risk of harm towards himself and ourselves. The male was then taken for a mental health assessment which during which there was disclosure from the male that he has had thoughts of “slicing” his mum and step-dad’s throats whilst they were asleep. This then turned the incident into domestic related threats to kill. 

This incident was fast-paced and I had to risk assess unexpected events as they happened. I was required to effectively act upon what was presenting in front of me in order to reduce the risk of harm to myself, my colleagues, the individual and the public. I utilised the National Decision Model throughout this incident which is clearly portrayed throughout the timeline of events above.

The National Decision Model is made from six key principles. 
1. Code of Ethics
2. Gather information and intelligence 
3. Assess threat and risk and develop a working strategy 
4. Powers and policies 
5. Options and contingencies 
6. Take action and review what happened       (College of Policing, 2013).
 
The National Decision Model, which I will refer to as the NDM, is designed for officers to be able to go through each step in a timely and efficient manner. It is important that if new information is received or a different risk confronts the incident, then officers are able to return to a previous stage and potentially alter the plan based on the changing circumstances. For example, in my scenario I had to return to the beginning of the NDM when the male returned the address to allow me to gather information and intelligence and proceed to assess the risk and develop a working strategy.

As I obtained the skill of being able to dynamically risk assess continuously throughout this incident, this allowed me to have control of a situation that I initially thought was going to have a different version of events. Martinelli (2019) explains that dynamic risk assessments allow you to make decisions in changing environments so that you can continue to carry out your duties safely. This portrays that risk assessments are an ongoing requirement and can change depending on what is presented to you. Furthermore, Martinelli supports this by stating that a dynamic risk assessment is the process of continually observing and analysing risk and hazards in a changing or high-risk environment; allowing workers to quickly identify new risks and put steps in place to remove them. 

Following a mental health assessment, there were some concerns that were raised to myself from the assessing clinician. The main concern was that the male was having thoughts of wanting to ‘slice the throats’ of his mum and step-dad during their sleep. This was very concerning to the doctor and myself in terms of potential risk of safety and harm to his parents. However, from an offence point of view it was very difficult to criminally pursue these comments as they were made to a mental health professional during a psychiatry assessment that we had initiated due to detaining the male under the Mental Health Act. I made the decision that due to these comments taking place during the assessment the most appropriate place for the male is within a mental health setting, and arresting for threats to kill was not an option in this circumstance. 

I attended the address and spoke at length with his mother, who expressed she was not going to have her son back and that he needed to find other living arrangements. I explained the comments that were raised and the reasons why he was not going to be arrested, which was understood. I then made the decision that I was going to request a marker to be placed on the address so that if a number linked to the address called for the police, then this would be passed to the call-taker to dispatch resources immediately. I also requested that a department were to make contact with the mother and asses the security of the property and offer any additional assistance if they felt necessary. 

All of these options and decisions that I made were documented throughout the process and my decisions were processed and passed through my supervisor who was in agreement with the decisions that I made during the incident, and the decisions I made in the follow-up stage. The options that I made were to provide an urgent mental health assessment for the male and provide some reassurance to the family that they feeling safe and supported by emergency services in their home, as well as submitting safeguarding/public protection notice (PPN) for all members of the household; especially as two siblings were under the age of 18. Therefore, I feel I have complied with taking an ethical approach to this situation as I have ensured all that were involved in this incident received the adequate support required; the male received mental health support, the family received escalation markers and support in their home and the siblings and parents were safeguarded given the threat towards family members in the home.  

Due to working independently throughout the majority of this incident it was difficult when reviewing to ensure that the decisions that I made were the correct ones. Upon reflection, I did make the mistake of making the presumption that the male would maintain calmness in this incident, as per his behaviour on our previous interaction. Subsequently, when I realised that this was going to be a different situation that I was not expecting, I was forced to immediately re-assess the situation. I quickly realised that I was going to need assistance and requested for it straight away. I reviewed this with my colleague who backed me up, who said that what I did was correct and supported the decisions I made based on the change in circumstances. 

If my approach to this situation was different, or I did not use the NDM consistently to make decisions based on the changing circumstances, then I believe that this would have had a completely different outcome. Failing to notice that the situation was escalating, being in the kitchen with an enclosed space and various items in the kitchen that could have been used as weapons, could have ended up in myself being harmed or numerous individuals being injured. I therefore allowed sufficient space between myself and the male to allow reaction times if I needed to utilise my appointments. The male then departed the property, which reduced the risk of any weapons and enclosed space, and I then had to escalate the risk to the public and request more units. 

In conclusion, this incident I was involved in forced me into making quick and dynamic risk assessments of an evolving situation. It is clear that I was able to effectively identify and eliminate risks in a time-critical manner by utilising the services and options available to myself as a police officer. I have portrayed the options I had available and why I utilised them to get the best possible outcome for this situation. I put in place other services to assist with the safety of the family in the home and offered support and safeguarding. I also have increased my awareness of mental health issues and the different ways situations can escalate on the background of differing diagnoses, and used appropriate techniques in attempt to de-escalate these incidents to achieve the best possible outcome for all involved, and most importantly to prevent harm and protect the public. 
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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:

Working as part of a team is an integral aspect to being a police officer. Upon joining a division, officers are placed onto teams and will work within this team on every shift; it is therefore an essential skill to be able to work successfully as part of a team. It is often said that your team is like a second family, where you will end up working a large amount of your career with the same colleagues. Bergner (1997) describes that effective teamwork in policing can increase safety, strengthen communication, increase morale, and ultimately make a police department more successful. 

Team dynamic is the ability of a group of individuals working together being able to solve problems and for the individuals of the team to bring their own skills and abilities for the purpose of creating a high-functioning working environment. Each team will naturally have a different dynamic due to the individuality that each team is built from. Bisbey and Salas (2019) explain that teams are complex, dynamic systems made up of interdependent members working towards a shared goal; portraying that each person on the team brings their own individuality and ideas yet still has a shared working goal. Bisbey and Salas continue by explaining that for a group of individuals to function effectively as a unit they must utilise a shared set of interrelated knowledge, skills and attitudes. This is shown in the police force as each officer goes through the same training process and the skillset they obtain will be shared across individuals and a desirable knowledge set will be required. Each person on the team will complete tasks differently and come up with how to deal with incidents in their own way. The other dynamic of the team is experience, so the more experienced officers on the team may have alternate methods of dealing with tasks than an officer who is newer to the team. However, someone that is new to the team may have a different way of dealing with something which is more efficient and thus showing this different method to other potentially more experienced individuals on the team. From this, the team can learn from one another and pick up good points from the way others operate.  Nevertheless, it is also important to identify that a well-functioning team works interdependently as each officer is mutually dependent on the other colleagues to get the task completed. 

A theory to support the dynamics of a team was highlighted by Bruce Truckman, whereby a four-stage theory was created of building a team and the steps it takes to create a team that is able to achieve a high standard of work. Truckman explains that the theory is broken into four stages which are;
1. Forming 
2. Storming 
3. Norming 
4. Performing              (Truckman, 1965).

Truckman continues to explain forming is where co-workers get to know each other and build the trust which is essential for good relationships. Essentially this stage is where individuals are introduced to one another and figure out what the end product is that they are working towards to achieve. Furthermore, Truckman explains the second stage of the theory is storming whereby this stage is where teams address how they will function together and bring ideas to the table. This stage allows projection of each member of the teams’ ideas and ways individuals work as well as team members showing the strengths and skills they have. The third stage is norming; where team members will begin to appreciate each other’s strengths and agreement of how to divide work and what role each team member has. This is showing that in this stage the skills and strengths of an individual have been recognised and from this the work and tasks that are shared out are given to individuals based on the skill that they have portrayed. The final stage in Truckman’s theory is performing; the final phase of team building whereby working on the product itself is executed. This stage requires teams to be actively healing and encouraging each other. Therefore, this final stage is where the team are working on the task in hand in order to achieve the desired end goal. Even though in Truckman’s theory individuals were assigned induvial task, in order for the job to be completed it is essential that the team works together and assist others where it is needed.  

Following the theory that Truckman has outlined and if correctly executed, the cohesion of the team has the potential to be stronger; whereby if a team has the ability to follow the four stages, this will improve the quality of the team as they will be completing tasks based on the knowledge and skills that they have brought and shared to complete the task to the highest ability. Fapohunda (2013) explains how by generating greater cohesion this will in turn reduce conflict within the team, assist with improving the overall performance and communications. 

In contrast to this, there may be incidences where the team functionality or the cohesion of the team will be affected. This could be down to poor management of the team which will often cause the team to not work to the best of their ability. The team leader’s behaviour is the single most important factor in promoting teamwork among their officers (Bergner, 1997); as poor leadership may ultimately result in poor performance and the end goals or targets not being achieved. If the management of the team is not rectified, then this poor workstyle will not have the desired results that they need in order to be able function effectively or efficiently. Leading on from poor management, this may cause the team to have conflict between individuals; resulting in the team working individually rather than as a whole. Smith (2011) explains that poor management of a team can have the following implications; a reduction of standards, increased demotivation and increased tension in the team. Smith continues by explaining that poorer standards and the morale could be adversely affected; outlining the way the team would be affected if not manged properly. Therefore, managers and team leaders should be aware of Truckman’s theory and implement that in their team in order to achieve goals and standards.

In addition, it is vital that interpersonal conflict is absent in a team to ensure the team works together to the best of their ability. Interpersonal conflict can occur when two or more interdependent parties perceive and experience a struggle over incompatible goals, scarce resources, and interference from other in achieving their set targets (Hocker and Wilmot, 2018). There are numerous causes for interpersonal conflict, namely; pseudo-conflict, policy-related, value-related, and ego-related (Risser and Saleh, 2022). Within police teams, policy-related would likely produce the most interpersonal conflict between individuals; as policy conflict refers to disagreements based on what type of policy or procedure is best for addressing a certain problem. For example, if two officer colleagues attend an incident together and disagree with how to manage this in regards to which policies should be used, this can have a detrimental impact on their relationship as a partnership, as well as the wider picture of the police force due to the decision they make and the potential delay in decision-making. To aim for resolution in this instance, a common goal must be identified and officers must look for areas of agreement; and to remember that everyone is on the same team. There are numerous strategies for managing interpersonal conflict, such as; avoiding it, accommodating, compromising, competing and collaborating (Risser and Saleh, 2022). As per the example above, officers may best resolve their conflict during an incident when disagreeing with policies by collaborating. This may require involving their Sargeant to be involved in the collaborative effort to achieve the end goal and improve performance. Collaborative working in the police force is essential to be able to deliver effective policing within teams; to proactively establish networks needed to tackle the complex demands and operational needs in order to improve performance (College of Policing, 2024). 

It is important to ensure that the standards of police officers are monitored and remain at a high level. Police officers have high standards to maintain to ensure that the public continue to have confidence in the police force. The code of ethics is to ensure that the standards of the police are upheld during their duties. There are 10 key points to the standards of behaviour that are a regulation that police officers must adhere to, including: 
1. Honesty and integrity 
2. Use of force 
3. Confidentiality 
4. Challenge improper conduct             (The Police Conduct Regulations, 2020).

It is of high concern within the police that team dynamics can result in failing to comply with the above regulations as well as the Code of Ethics and other policies and legislations. The issue is that within police culture, officers work with the same team of officers and this can result in creating a very close working relationship; with the potential arising that breaches of regulations and standards will not be escalated due to these relationships. Westmarland and Conway (2020) refer to this as the ‘blue code of silence’. This term is allegedly to protect officers who have engaged in misconduct from an escalating investigation. Naturally, reporting fellow team members is difficult, however in order to act in compliancy with the Police Conduct Regulations, namely honesty and integrity and challenging improper conduct, it is crucial that this is escalated and reported appropriately to eliminate improper and unprofessional behaviour from the workplace and to ensure appropriate boundaries are in place to maintain professional relationships. This may include a colleague using excessive force witnessed by another team member, or breach of confidentiality via police systems. Additionally, Muir (2022) reports that within the police force there may be issues such as racism, misogyny and homophobia that is projected by the minority, however these individuals are surrounded by a ‘wall of silence’, or a much larger group, that whilst not in engaging in this misconduct, may find it easier to turn a blind eye to it. The College of Policing (2024) refer to this as creating a culture that enables perpetrators as well as instilling fear into potential whistle-blowers.  This further supports the term of ‘blue code of silence’ and portrays complete non-compliancy to the Code of Ethics. 

Furthermore, poor leadership can also have an impact on the team dynamic and consequently failure to comply with professional standards. Johansson (2015) describes how colleagues are likely to copy their manager’s poor behaviour; especially when working closely with another. This is significant as if a team’s Sargeant, for example, is non-complaint with the Police Conduct Regulations and the Code of Ethics, it is more likely that their team members will also shadow this behaviour, which may lead to misconduct hearings and further escalation. 

In conclusion, being part of a team is the natural dynamic and culture of every police force. Working well as a team and gelling with team members is crucial for the team to function as a whole and not rely on individuals to undertake an unfair workload. The team dynamic begins with leaders and it is vital they imbed ethics and boundaries, and to ensure the team are working effectively and efficiently. Whilst conflicts occur within teams, this must be priority to resolve to achieve peak performance and maintain staff wellbeing. It is also important to always practice concurrently with the policies and regulations that police officers are to abide by and understand the repercussions of misconduct within the police. 
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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:


The use of intelligence and information by policing of the roads is of the utmost importance in reducing and disrupting crime and illegal activities. There are many useful tools and options police officers utilise to disrupt criminal activity and organised crime groups (OCGs) in order to minimalise the risk of harm to the community. In addition to promoting road safety, officers have the ability to use their presence on the roads to disrupt crime. The National Police Chief’s Council (NPCC) outlines in their road policing strategy (2022-2025) that their main four objectives include; preventing harm, saving lives and tackling crime (NPCC, 2022).  

Information and intelligence are both invaluable aspects of being able to intercept criminal activity; intelligence is information that has been analysed to assess its relevance and reliability (National Crime Agency, 2023). Information is the stage where police are able to gather data, whether that’s from being told by a member of public or witnessing an event themselves. The way intelligence is formed is by inputting the data collected at the information stage into the systems that the police have access to. Information is then categorised and the level of strength of the intelligence is provided. This intelligence is then linked to persons involved, vehicles involved or areas that are continuously used such as addresses, alleyways, or even the routes that individuals regularly walk. Furthermore, the intelligence is passed between teams of officers and across police forces. This represents why intelligence is so important; even though a certain police force may have very little contact with an individual, intelligence can form and the way a person behaves or who they affiliate themselves with can be illustrated from this intelligence. 
Crous (2009) goes on to explain how police organisations are developing intelligence-led policing initiatives to enhance the knowledge of the criminal environment for effective resource deployment. This means that intelligence needs to be gathered in order to understand the way criminals are operating, then based on the intelligence that has been collected deploy relevant resources. 

Information and intelligence are at the heart of the way that police officers are able to understand the way that criminals and groups of gangs operate their illicit businesses. OCGs operate some of the biggest money-making businesses, which include drug-dealing, which can then develop on a much larger scale to ‘county lines’. The National Crime Agency (NCA) outlines that county lines are where illegal drugs are transported across police and local authority boundaries (2018). The Police Foundation states that policing of roads can intercept OCGs who may be trafficking illicit items or people, as well as being able to intercept county lines which use transportation systems of the roads; mainly from big cities and into provincial areas (2022).

The road network is a vital part of the operation that organised criminals use. Substances will be imported from other countries via docks, train lines and ports. From there it will be collected and then transported using vehicles. Once an OCG has come to the attention of the police, information and intelligence can be gathered that will assess who and work out how this particular OCG operates. This can then link people, addresses, vehicles, and most importantly the Vehicle Registration Mark (VRM) of the vehicles.

Once a VRM has been obtained it can then be entered into the police systems. Furnell (2024) states that there are over 11,000 camera operations daily across the UK which collectively read around 60 million number plates. This signifies the difficulty of being able to freely travel across the country without being detected by this means of technology. Furnell goes on to explain that ANPR cameras play a significant role in modern day society; by means of supporting local, regional and national police forces. This portrays that the use of ANPR cameras is an essential piece of equipment and are used nationally by police forces to find and convict criminals using the road network. 

The ANPR camera works by scanning every number plate that passes by, and this will then be checked against the database and information will be stored. The way that the police utilise the ANPR camera to detect criminal activity is by once obtaining a VRM, it can be entered into the database so that when that particular VRM passes a camera it can alert the police of where that vehicle is at a given time (College of Policing, 2013). This data can then be formed into intelligence as ANPR cameras are able to interpret and recognise routes and roads that a vehicle takes. The police are then able to utilise this intelligence and set up an operation where they intercept this vehicle. 

When information and intelligence is provided against a vehicle this can then be added to on to the police systems linking a vehicle, which can then be used and flags added so when a police officer carries out checks on a vehicle this flag is there to alert the officer of specific information (Police.uk, 2024). Most traffic police vehicles have an ANPR camera attached to their vehicle which is able to alarm the officer when a vehicle of interest drives past them. Therefore, the ANPR method is able to provide a tactical option to disrupt, detect and prevent criminal activity and in turn assists in increasing public confidence in the police (College of Policing, 2013). 

From this the police will then request information of the driver and any other occupants of the vehicle, and then depending on risks based on the situation, location and occupants, may have the authority to search the vehicle. Police officers can use Section 163 of the Road Traffic Act 1988; meaning that a person driving a motor vehicle on a road must stop the vehicle on being required to do so by a contestable in uniform (UK Government, 2011). This legislation allows a police officer to stop a vehicle to complete checks on the driver and vehicle. Once these checks are complete it allows the police officer to ensure that the vehicle is registered correctly, and the driver is insured and has a licence. Nevertheless, it is important that even though this system of ANPR is able to identify a vehicle of interest based on the details of the registration plate, such identification should not replace thorough investigation and officer discretion (College of Policing, 2013). 

ANPR is a very useful piece of equipment, however, criminals are becoming sophisticated and aware of ANPR as a tool. Criminals are able to clone registration plates; where a vehicle of the same make and model will have the number plates duplicated and then placed on the vehicle the gangs are using. This is to conceal the identity of the driver of the vehicle with the cloned plates and enable criminal activity to be carried out, or to avoid speeding tickets, parking fines or toll charges (Metropolitan Police, 2024). This is supported by Braithwaite-Smith (2023) who explains that number plate cloning allows criminals to fly under the radar and subsequently avoiding detection from the ANPR system. 

It is imperative that all findings are documented appropriately to allow partnership working for potential future intelligence. ANPR is able to be utilised in investigations where a vehicle is potentially involved, such as; locating lost or stolen vehicles, identifying the movements of a vehicle involved in a crime, researching alibis and identifying the vehicles in a particular location during a particular time period to assist in identifying individuals in a case (College of Policing, 2013). ANPR data can also be cross-referenced and integrated with information from other sources; in aid of enhancing information and intelligence. The College of Policing outline that ANPR can assist in investigations when no specific information is known about the target vehicle. ANPR data can be amplified in its efficacy by utilising its retrieved information alongside other methods of data collection; such as CCTV, intelligence and incident data. ANPR comes under the technology branch when categorised into investigatory tools. Technology can transform how the police tackle criminality on the roads and technology can produce the most sought-after outcomes when used simultaneously. 

However, there are numerous other methods other than ANPR which can be utilised to obtain information and intelligence in aid of disrupting criminal activity by effective policing of the roads. Police officers are able to communicate with the DVLA regarding data on drivers and vehicles, and in particular are able to work alongside the DVLA police liaison staff to obtain information to assist in cases. Within policing in Wales, Operation Snap has been initiated whereby members of the public submit photographs or video footage of driving offences being committed (GoSafe, 2017). This information received can be converted into intelligence whereby the vehicle’s information may flag up on systems used, such as the Police National Computer, that the driver is a repeat offender for criminality and this information is able to be logged and potentially utilised onwards. Additionally, another method of obtaining information and intelligence from public camera footage is the use of CCTV. CCTV has the potential to record criminal activity of the roads, and if a specific incident has occurred, then police teams may be able to interrogate CCTV footage of roads as part of their investigation (College of Policing, 2013). Furthermore, the use of tracking devices and vehicles can be crucial in disrupting and ceasing prevalent criminal activity through effective policing of roads. Cell site analysis is the examination of call data records that are obtained from mobile phone networks, allowing mapping of general areas of usage of the mobile device (Forensic Science Regulator, 2020). This would assist with road policing as it may be able to assist in mapping a route where OCG activity is occurring. 

A prevalent criminal activity than primarily occurs on our roads is human trafficking and modern slavery. The effective partnership between border agencies and policing of roads can assist in this criminal activity being identified and reduced (College of Policing, 2013). Information and intelligence are prompted by the Home Office to be shared by the border agencies. Border force have a duty of care to ensure that all people cross the UK border safely and have measures in place to identify and respond to vulnerable people and those who are potential victims of modern slavery; and to then share this information with policing services. The border agencies also obtain teams such as the Commercial Smuggling Development Team and the Border Force Search of Vehicle Training Centre who are trained in quality selection and in-depth rummage of vehicles to detect significant quantities of prohibited and restricted goods and therefore allow other law enforcement agencies to disrupt OCGs which would have then been distributed via the road systems (Home Office, 2024). 

In conclusion, information and intelligence is vital when it comes down to understanding how criminal gangs operate; and partnership working and collaboration is essential. This communication informs police officers and forces information about a particular person, vehicle or address. Intelligence can then link vehicles to people and furthermore with the use of ANPR technology police are then able to intersect the likes of drugs and ‘county lines’ operations. It is imperative to utilise technology as a means of disrupting criminal activity and using methods such as ANPR and CCTV assist as an investigatory factor to reduce these crimes via policing of the roads.  
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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 
Required knowledge
	Low 
1-4 
	Med 
5-7 
Personal  Rating 
	High 
8-10 
	 I personally think that the knowledge that is needed for this role and a police officer is high. Reflecting on my personal observations I would rate myself as medium. This is due to the level of service I currently have. I also think that my confidence lacks in certain situations when an incident is putting my knowledge to the test. Following the incident, it is apparent that the thought process I have would have had the same desired outcome. I need to become more confident which will happen with more knowledge. I have also joined a new team, and still in the stage of building my confidence within that team. An area that I feel my knowledge is lacking is in traffic offences. Due to there being a separate team that mainly deal with traffic related offences. As a response officer it is not very often I deal with these offences. I will be looking at gaining more experience in this field as I have requested for a traffic attachment to work closely with a traffic officer and broaden my knowledge. A further piece of knowledge I feel I need to enhance is knowing all of the agencies that the police work closely with in order to support victims and vulnerable people that I deal with. Being able to offer support to a person that may not currently have the support needs they require and having that knowledge of the support I am able to offer is key knowledge.

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
Required skills 
	Low 
1-4 
	Med 
5-7
Personal rating 
	High 
8-10 

	 Since joining I have wanted to enhance my skills in different areas. I am a practical person and learn best when undertaking a practical element. In my previous role I was highly trained within the first aid sector and I am looking at utilising those skills and aim to become a medic within the force. There are a number of courses that are required which I have already completed; PSU course with my taser course coming up. I will then look for a medic course to book on to. I am attending courses to enhance my skill set and where I will be doing different tasks. This along with working with other experienced officers will assist with both my skills and knowledge. 

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
Required Experience 
	Low 
1-4 
	Med 
5-7 
Personal rating 
	High 
8-10 
	 Due to the way response operates there are a lot of the same incidents which I regularly attend. I regularly attend domestic related calls and feel confident dealing with this call from start to finish. I am branching into other specialised areas to widen my experience and to be involved with other aspects of the job. Since completing my PSU (Public Support Unit) I am now waiting for my first deployment into a public order setting. Becoming trained in PSU will allow me the experience in attending different calls and work with different officers which I will be able to gain vital experience doing. I feel that experience is not only about the length of service that I have but also throwing myself into anything and everything that comes my way; whether this is calls or taking the lead in difficult situations and getting exposure to be able to gain this experience.
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