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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:

After having achieved my independent patrol status in July 2024, I have had a good insight into organisation culture within policing, and have seen how it has impacted my wellbeing and resilience. I would like to think of myself as a resilient person, but I believe I have had some of this challenged by the issues I have faced in my time as an independent officer. Shift work in general can have a strong impact on day-to-day life and personal well-being, and it has been made clear to me in my role since my sign-off.

For a newly independent officer, it can be easy to slip into bad habits, and conform into organisational culture. This has been defined online as ‘the rules, values, beliefs, and philosophy that dictate team members’ behavior in a company’. (He, 2025). Within a police force, there are many ideas that form an organisational culture, for better or worse. One commonplace idea that fits into this is the idea that officers must remain ‘strong’, and not speak about any issues they may have or if their mental health is struggling, due to the role they are performing. Although there are many initiatives being rolled out and implemented to try and change this, it is still a commonplace practice in forces across the UK.

In 2024, over 14,500 officers were signed off with poor mental health across UK forces. This is an increase of over 130% from 11 years ago (Polfed, 2024). This shows that it is an issue that has rapidly increased over the last decade, and is still forming issues within the policing culture today. However, this statistic isn’t specifically about silence within the police role, it still does show a strong correlation, and that something has to change. This could also be connected to another aspect of policing culture, which is demand. It is expected that officers perform as they would usually, with less numbers, and a rapidly increasing workload. Even with the government uplift, numbers of officers are drastically falling. According to the Staffordshire Police Federation, the force has 181 less officers than it did in 2010, even though it has reached the uplift programme target. (Staffordshire Police Federation, 2023). This is causing immense stress on officers, as workload is going up, but officer numbers to ease demand are not. According to the Police Federation, 89.8% of officers say that there are not enough of them to deal with the demand they face. (Police Federation, 2019). With these realities, officers try to mask the stress they feel at the job, and adopt a ‘keep calm and carry on attitude’. One aspect of this where this is prevalent is after dealing with traumatic incidents.

Within my time as an independent officer, I have been to a handful of traumatic incidents, that I believe have affected me in a personal capacity. It is commonplace for officers to not speak about what they have seen, as it is a stereotype for officers to remain strong and remark ‘it’s part of the job’ and ‘it is what it is’. These officers then may not realise the toll it has taken on them mentally, and may cause this to build up to a point where severe mental health issues will cast their toll. 1 in 5 officers who had been exposed to complex trauma stated that they had PTSD in some form. (Foley, Massey, 2020). Thankfully, forces are trying to change this, and assist officers when they attend an incident that is traumatic. One notable measure is implementing TRIM (Trauma Risk Management), which has been used by the British Military for the past few years.

This is challenging the organisational culture of silence, and carrying on with the job. It is doing this by making it a lot easier for officers to reach out for help, or even contacting officers directly who have been identified as attending an incident that has been regarded as traumatic. This may prompt officers to accept help, as they may feel ‘too proud’ or pressured by the organisational culture to not reach out for help in the first place, as they may feel judged or alienated by their colleagues for being deemed as ‘weak’. However, to counteract this, sometimes it is best to speak to colleagues about shared traumatic experiences, as talking about incidents and traumatic experiences is a great way to ease your own feelings about these.

This is one strategy that I have adopted in dealing with these traumatic experiences. I will make an effort to speak to someone about any issues I have with any incidents I have attended. I feel that this calms me down and eases my mind from racing. I have spoken to family members and fellow officers about incidents I have seen to, and all have been very supportive and accepting of what I have had to say to them.

Since being signed off as an independent officer, I have found that adapting to shift work has been a challenge. Like many officers, I have struggled to adapt to long hours, and an eclectic shift pattern. This has caused me to struggle with my own sleeping habits, and in turn has had a detrimental effect on my own stresses and work-life balance. Another key aspect I have noted in the organisational culture of the force is to accept this, and live off a lack of sleep and stimulants. 

According to the Journal of Clinical Sleep Medicine, shift work increases chances of myocardial infarction, and diabetes. (p.661, JCSM, 2022). With these physical health limitations, there are also mental health implications that come from shift work. According to the National Library of Medicine, shift workers are ‘at an increased risk for poor mental health’. (National Library of Medicine, 2019). I have put strategies in place to try and avoid this. For me, socialising is a large part of how I relax, and enjoy my time out of work. 

On my rest days, I will make sure I have enough sleep to adequately feel rested, but make time to socialise with family and friends. I also feel it is imperative to strike a good work-life balance, and I feel that this is a good way to maintain my well-being. I will also make efforts to socialise outdoors, as I feel that this also improves my mood drastically, rather than staying indoors and being alone. According to the Health and Safety Executive, even a thirty-minute walk can improve well-being. (HSE, n.d). I feel that being active and socialising does improve my mood and turn is an effective way of maintaining my well-being, while also being resilient against unsociable shift patterns police officers are exposed to in the job.

To conclude, it is clear that organisational culture and the job itself can create a large impact on newly independent officers, and can cause risks. This can range from the effects of shift work, cultures on mental health and attitudes of officers and physical health issues. Due to this, it is important that officers implement strategies to assist with wellbeing and resilience. I have done this by making sure I speak about traumatic experiences, making efforts to adjust my sleeping habits and making sure I spend time socialising with friends and family. These have all proved as successful implementations to improve and maintain my wellbeing in the job, and have made me more resilient in my role for it.

(1237 words).
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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:

The National Decision-Making Model (NDM) is a tool used by constables to inform and assists with decision making. It is especially helpful in assisting with incidents that have an increased level of threat or risk to them. This can be in relation to the victim, officers or witnesses.  The College of Policing states that the NDM is broken down into six individual parts, centred around the Code of Ethics, to make sure that officers act within the confines of the law. (College of Policing, 2024). I will be discussing these in detail in this essay, and how I have applied this to an incident that I dealt with recently in my role as an officer.

My colleague and I responded to an abandoned 999 call, and even before we arrived at the location, I was considering the NDM in a multitude of ways. I have recently gained my emergency grade one blue lighting skill, so I used this to attend the call. It was late in the evening, around 9 o’clock, so the roads were quieter than usual. However, I was responding through tight and narrow residential streets, so this did cause me to adjust my driving and take extra care on my run, as I wanted to minimise danger to the persons and vehicles in the area. According to the Welsh Government, from July to September 2024, there were 771 total collisions involving police vehicles, and these led to 1072 total casualties (Welsh Government, 2025). These are high statistics over a short period of time, and shows that accidents involving police are more common than people may think. Whilst making my way to the location, I was asking my colleague to gain more detail on the incident on the log. However, due to the nature of the call, we did not have a lot of information to work from. This was starting to inform my use of the NDM in relation to the incident.

The first aspect of the NDM is to gather information and intelligence, and at this point we had minimal information. We liaised with the control room, and found that the number that had called 999 had phoned six times, and was linked to a female residing at the address we were attending. The call had come from the outside of the home, with mapping showing it coming from the street itself. The female linked had no warning markers on police systems, but her partner had markers for being a domestic abuse aggressor. Due to this, I inferred that the incident we were responding to may have been domestic in nature.

The next part of the NDM is to assess the threat and risk, and develop a working strategy. As we had a complete lack of information, my colleague and I were clueless into what we were responding to. In this regard, I thought the threat and risk was medium to high, due to the lack of information we had to complete the NDM process effectively. We planned to attend and then form a strategy on arrival

Upon our arrival, there was no signs of an obvious disturbance, or anyone coming to speak to us. I immediately made my way to the address of the reporting person, and knocked the door for an answer, to which there wasn’t. This then formed my intelligence further, as I now was under the impression that no one was in the address, or that someone could be inside hurt, and incapable of answering the door. My colleague was conducting house to house enquiries at the same time as this, to gain further information on what had happened in the street. Whilst he was doing this, I noted the property had a rear gate, and I made my way through it to gain a better look inside the property. All of the lights were on inside, and the rear door was ajar. This made me think that the occupants left in a hurry, and did add to my concern as they may have been in danger.

Due to the rear door being open, I did consider entering the property. However, I used the NDM to assist with my decision making on this. The third part in the NDM is to consider the powers and policy you have as an officer to assist in your process, and I did this in this situation. Section 17 of the Police and Criminal Evidence Act (PACE), gives constables the right to enter a premises without warrant for a multitude of reasons. This is including that a constable can enter a premises without warrant to ‘save life or limb’ (Legislation.gov, 1984). 
I did consider using this power to enter the premises, but the fact that there was no obvious disturbance inside the premises, and that the call originated from outside the premises in the street led me to believe I did not have the grounds to enter the property. There was also no signs of an obvious disturbance, so I inferred that the incident did not happen there.

From this, I have then made my way back into the street, to speak to my colleague. He stated that from conducting house to house enquiries, no one in the street heard a disturbance, and that the house normally has two cars outside, and both of these were gone. We then inferred that the involved persons had left the address in these cars. I have then tried to call the RP, but I have not received an answer. My colleague had tried to call her multiple times whilst on our way to the incident, but the call kept going to voice mail. Due to the lack of information on the incident and the condition of the persons involved, it was imperative that we made contact with the RP sooner rather than later.

Thankfully, after numerous attempts, the RP answered. She did not give much information, and stated that she phoned 999 as she was assaulted by her partner, and had took her children and left the area and was heading towards Barry. She then ended the call, and we could not call her back. At this point, we did not know the condition of her, her children, or if the aggressor was still in the vehicle. Due to this, I asked the control room to place her vehicle on the hot list. There was a black Ford linked to her on NICHE, and neighbours confirmed that this was her vehicle. I was still referring back to the NDM, as I gained the information that this was her vehicle, assessed that the threat was high as we had no idea if the aggressor was still in the vehicle with her, or if she was injured or still in danger. We then developed a working strategy, of trying to track down the RP and speaking to her about the incident in detail, and to safeguard her and her children from the perpetrator. My colleague and I then left the area, after liaising with the Sergeant of the sector to explain our processes. 

This was also written up on the incident log via our mobile devices, so if anyone from that sector or the Barry sector wanted to read what actions had been taken prior to this point, they could in a concise and informative manner. Whilst I was doing this, I had received a missed call from the RP. I had left her a voicemail stating that she was to phone us as a matter of urgency for us to speak with her in person. After calling her back, she had stated that it was her husband who assaulted her, by hitting her head into the car steering wheel during an argument whilst driving. She also stated that she was uninjured from the incident, and he had left in his own car and she took the children away from him, and has gone on a drive to clear her head, and was happy to meet us to discuss the incident in further detail.

Referring back to the NDM, I felt that the threat had lowered, as she had confirmed to me that he wasn’t in the vehicle. However, this was not confirmed to me as the truth, so I felt it was imperative that my colleague and I sighted her, and obtained a statement from her. She also had markers on NICHE for poor mental health, so I also used this to inform my decision making. She was alone with her children after a violent incident involving her husband of thirty years, so I would presume this would have a detrimental effect on her mental health. I did have slight concerns of her doing something impulsive, but she did sound calm over the phone, so this did ease my concerns slightly. According to the Mental Health Foundation, women who are in a domestic abuse relationship are more likely to experience mental health problems, and 30-60% of women with mental health problems are likely to have experienced some form of domestic violence. (Mental Health Foundation, n.d), and this victim is part of this statistic. 

When she called, we were around twenty minutes away from her location, so I believed it was suitable to activate my blue lights to get to her location promptly, as I had used the information above, and the NDM, to inform my decision that it was imperative we get to her quickly, to minimise any threat, risk or harm she may face. Upon our arrival, she was calm and forthcoming with officers. My colleague took a negative statement from her, as she did not wish to make a formal complaint in relation to the incident. I then submitted a Public Protection Notification for her, to make sure that the safeguarding for her had been completed. 

Due to her providing a negative statement, I wanted to make sure that her account was captured and exhibited on my body-worn video camera. This is so that we could pursue a victimless prosecution against the subject. According to the CPS, 1,656 domestic violence prosecutions were stopped because the victim no longer supported or was unable to support a prosecution. (CPS, 2024). My decision to record the disclosure could be deemed as unethical from the victim, but I believe it was the right decision. This is because although she did not support a prosecution, it makes the likelihood of charging or bailing the defendant after arrest increase, and thus protecting her and her children from any further issues involving the defendant. The subject was placed under arrest the next day by officers after handing himself in for the offence, and bail conditions were placed against him to protect the victim and their children.

Reviewing the incident is the final part of the NDM, and I believed that overall, I took the correct course of action working off the information we had at the time. The victim was suitably safeguarded, and positive action was taken against the subject, even though the victim wasn’t supportive, which protected the victim and her family. The prompt action we took in identifying and ascertaining the location of the victim by use of all the tools available to us at the time led to a successful outcome to the incident, where there wasn’t a lot of information to work off at the start of a potentially dangerous incident.

(1900 words).
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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:

Within any police force, it is important for officers to work well together as a team. Most of the calls and incidents officers deal with on a daily basis are dealt with by at least two more officers, and due to this, a good level of team cohesion and unity is required. If there are issues between officers and teams, this will collapse and will affect the effort and quality of the work being completed by these teams. This could potentially lead into failures on jobs and complying with professional standards, and could even lead to officers being penalised for misconduct. In 2024, 1,698 officers across the UK were led to formal misconduct proceedings, which was in increase by 31% from the year prior (Gov.uk 2025). Could this be down to failures in team cohesion, which is causing standards to slip?

There are many theories of team dynamics, and how to effectively run a team and make them the most efficient they can be. One theory in particular is the GRIP model (Antwi, 2024). This stands for goals, roles, interpersonal relationships and processes. 

To break it down, the team must have a unified goal. If this is looked at from a policing perspective, this could be to do with a single incident. The goal is most likely to gain the best result for the victim or victims of an incident, and to bring the offender to justice. This is to be achieved by use of the correct powers and policies, whilst keeping in-line with the Codes of Practice. The next aspect of the GRIP model is the role each person plays in the team. In relation to the theoretical incident, an officer could be allocated to gather statements, another to gather CCTV and conduct house to house enquiries, whilst two more could be part of an arrest team to bring in the suspect. If this is unclear to the persons involved, then this could lead to important steps in the investigation being missed out, and the team will not work well due to a lack of communication. If things are missed out and there are large failures, this could mean disciplinary action. This shows that it is a vital part of teamwork and team cohesion. Another aspect that is arguably equally important is interpersonal relationships. It is clear that to work well in a team, you must get on and like your team members, at least in a professional capacity. If there is friction in a team, this could lead to fallout and splintering in a team, and can cause lack of communication. This will cause standards to slip and issues will rise for the team. The final part of GRIP is processes. In a policing context, if processes are followed successfully by the team, this will mean that the team runs effectively and efficiently. Following processes such as the codes of practice also mitigates the risk of doing something incorrectly or something that is not acceptable, and keeps officers in line and out of trouble.

The above is overall a successful team dynamic theory, but has its drawbacks. One clear issue is interpersonal relationships. This is a key point of this theory, and is a key aspect to teamwork, but doesn’t provide a solution to issues within team cohesion. If there is an issue within a team between two persons, this can escalate quickly and affect the whole team. Issues such as workplace bullying can arise if one person is disliked or doesn’t fit into the team’s dynamic, and this is no different on a response team in the police. According to a study conducted by UNISON in 2015, around 62% of those asked stated that bullying is at least a minor problem in their role, with 6% saying it was a serious problem. (p4, UNISON, 2015).

There are many reasons why this can occur, and even inter-personal conflict in general. Mixes of views and life experience, differences in interests and humour, and just the simple fact that some people do not like each other or do not get on. This can cause strong issues in environments where team cohesion is important, such as being in a policing role. 

One key catalyst for interpersonal conflict is difference of opinion on how to deal or handle with a situation. With a vast range of officers in police forces across the UK, old and new, this can cause a rift in response teams. New officers with fresh ideas and a keenness to the role working with officers who have been in for sometimes over 20 years and are close to retirement can cause rifts and interpersonal conflict, as they may disagree how to handle a situation, or have differing views and attitudes on the job. According to the Uk Government, 53,108 officers had less than five years’ service, out of 147,746 total officers. (Gov.uk, 2024). This means that nearly 1/3 of all officers have less than 5 years’ experience, with that number likely to rise. Inexperience in general can also cause friction on teams, as tasks and jobs that need to be done (as mentioned in the GRIP model) may not be done to their highest standards. This could be due to lack of knowledge and inexperience, which will cause resentment on teams for the person lacking in these areas (and could even start to form workplace bullying in an effort for them to leave or move teams, as mentioned earlier). 

However, instead of falling into this trap and breeding a cycle of resentment for the inexperienced person, there is a way to enhance their performance and the teams performance as a whole. If this person has a keenness to learn and a passion for the job, the team can overlook their shortcomings and assist them in becoming more knowledgeable in their role and to help them if they are falling short in some way on the job. It is also the role of the supervisor or Sergeant on shift to keep the team in line, and they could possibly allocate someone to support that person who needs it and develop their skills to make them the best they can be. According to the College of Policing, one of the key areas for a supervisor to build a good relationship with their team is to ‘understand and respond to their staff’s individual needs, motivations and aspirations’. (College of Policing, 2022). This can most certainly be achieved by good communication from Sergeants to their constables on what they need from them and how they can achieve the goals set out by them.

Building on from this point, another way to build strong team cohesion and mend interpersonal relationships is by simply spending time with the team and getting to know the members of your team in more detail. This can also be achieved outside of work, such as organising social events where the pressure of work is absent, and the team can relax and let off some steam from the pressures of policing. This can bring teams closer, and can enhance individual and team performance on shift.

However, these team socials, especially if they involve alcohol, can be the downfall of officers and teams. According to the Code of Ethics, officers must always ‘consistently demonstrate professional behaviour’. (College of Policing, 2024). However, under the influence of alcohol, this can change and have a detrimental effect, and if there has been misconduct, this cause investigations and rifts between teams for the actions of a few. It is not just out of work incidents like this can happen either, if teams get too complacent and comfortable, there could be a lack of professionalism and standards could slip. The act of ‘cuffing’ incidents, where more needs to be done but officers do not want to do a full investigation is still prevalent, and a team which is relaxed may let things like this happen, and standards slip. There is also the concern of ‘The blue wall of silence’, this is when officers will cover and protect each other from investigations or wrongdoing, or will not speak up against colleagues due to fear of ostracisation from other officers in the job. (Westmarland, Conway, 2020). 

Although these are examples of teams looking out for each other in negative ways, ineffective teams and unprofessional interpersonal conflict can also succumb to these investigations and possible disciplinary action. If there are issues between team members (such as bullying mentioned earlier), this shows a clear disregard for the Code of Ethics and professional standards, and can lead to full investigations and possible job losses for officers.

In conclusion, there are many aspects to team cohesion. Theories such as GRIP can help enhance and assist with team building and make teams work more efficiently by delegating tasks and making it clear who needs to be doing what and when. However, some teams may not be able to function due to differences in viewpoints, experiences, cultures and experience on shift. This can be counteracted with assistance from supervisors, who need to have a helping hand in creating team cohesion and limiting interpersonal conflict by discussing what they need from constables, and how they can help them to achieve their full potential.

Although teams working well together is mostly a positive, it does have its drawbacks. Persons on teams can also feel too comfortable with each other, causing toxic work environments and standards of work to slip, due to complacency. Acts such as ‘cuffing’ can become common on these teams, causing investigations by the professional standards department and worse, the Independent Office of Police Conduct (IOPC). These aren’t just limited to in work however, as socials outside of work can be a great way to relieve stress and get to know colleagues, causing closer team cohesion. However, standards can also slip outside of work and cause issues for officers even when they are not on shift on these socials, and cause lapses in the Code of Ethics especially.

Overall, If the above aspects are kept in line by someone such as a supervisor, and are implemented, then these are clear and effective ways to create team cohesion and a better, more productive work environment for everyone involved.

(1703 words)
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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:

Information and intelligence are powerful tools that can be used to the advantage of officers fighting against organised crime and more complex criminal activities. Organised Crime Groups (OCG’s) have become more prevalent in recent years, and with the accessibility of vehicles and motorways higher than ever, this has made it even easier for them to work within the UK. The lucrative gains of these groups mean that they have no shortage of recruits, willingly or unwillingly. According to the National Audit Office, there are over 4,500 OCG’s in the UK, making around £37 billion in 2015-2016 (National Audit Office, 2019). 

Due to this, police forces across the country have started to implement a range of measures to try and crack down on these groups and their illegal actions. These include increasing and targeting units and operations in prevalent areas identified by intelligence, information sharing with other agencies such as the NCA, and also the use of ANPR cameras and systems to gain that intelligence and form it into action that can be taken against these criminal groups.

OCG’s use the roads and motorways of the UK to transport illegal goods, cash and other items vital to their business. By disrupting this, with effective roads policing and intelligence, this can dismantle OCG operations and have a strong detrimental effect on their success. Firstly, by using information and intelligence, police can target routes that these OCG’s prevalently use, and conduct actions to hamper them. However, intelligence first must be gathered by forces, in order to take action against the subjects, and disrupt the criminal activity taking place.  

Information and intelligence are two separate things, and intelligence is what forces need, not information. Information can be regarded as any information related to a subject, but intelligence is credible, and useful information that has been analysed by forces to assess its relevance and reliability (National Crime Agency, (n.d). Once this has been analysed, action can then be taken. However, there are many ways that intelligence is gathered and sorted through, by use of roads policing and other means.

Intelligence sharing is a large part of building cases and taking action against OCG’s and large crime syndicates. Agencies such as the National Crime Agency (NCA) focus on dismantling OCG operations, and their intelligence on the subjects from this may come from their own investigations or intelligence they have been provided by local police forces. Intelligence sharing between forces and agencies like this has only become commonplace in the last few decades. Although not connected to OCG’s, cases such as the Yorkshire Ripper in the 1980’s and the Soham Murders in the early 2000’s could have been solved earlier or even prevented with intelligence sharing being commonplace in forces. The Yorkshire Ripper case in particular highlighted this, and gave all forces access to shared databases. (Sky News, 2020). Since then, a more uniform approach to crime has been created, and forces and agencies will now work together to deal with cross-borders crime, such as OCG’s. Operation Tarian, which is a joint unit in South Wales Police, Dyfed Powys and Gwent Police gathers intelligence in relation to these groups and then the relevant forces can take action. (South Wales Police, n.d). There have been many success stories from this unit, and show that intelligence sharing and forces working together does work in the fight against these groups. As mentioned earlier, OCG’s use motorways and vehicles to transit illegal substances, or even conduct human trafficking operations. This means that they are crossing through multiple police areas on their routes, and this uniform approach with other forces is imperative, not even just with the NCA, and Tarian is a clear example of this approach being successful.

With this in mind, information can be shared on routes these persons are taking frequently, and using regional traffic vehicles to stop them in the act of transporting illicit goods, and causing a disruption in their activities. Certain patrol strategies can be created and highlighted for increased presence if these routes are identified as being frequent to place even more pressure on these offenders. Markers can also be added to the offending vehicles from intelligence given, to state that it is confirmed or likely that these persons are involved in organised crime, which will lead to more traffic stops on these cars, and cause even further disruption for the activity of the persons involved.

Identifying these vehicles and disrupting their activities would be a challenge without certain technologies assisting officers to identify the location of them, and gain detailed information quickly. One of the main pieces of technology used by police forces across the country is the Automatic Number Plate Recognition system (ANPR). ANPR is a powerful tool used by roads policing units across the UK, and these are placed in static locations where there is a lot of road traffic such as motorways or populated A-roads. These are also attached to certain roads policing vehicles, and can be instantly accessed via computer systems within the vehicle. Mobile ANPR is a useful resource in disrupting criminal activity in particular as officers may come across subject vehicles without realising it, and will be alerted by this and can then take action. Traffic officers and response officers can take advantage of this tool, by using the Instant Alerting Console (IAC). The IAC is an app that can be downloaded onto PC’s phones and will flag up any subject vehicle with a marker or any other discrepancies with a picture of the vehicle, and what camera it has flagged from. Police can then identify that particular vehicle and take action. This is a good tool in disrupting OCGs as it makes it more accessible for officers to identify possible subjects, and cause more stop checks of vehicles, leading to a higher yield of positives results in dealing with these offenders.

Although ANPR can be used as a resource to take action against subjects and identify vehicles, it also has strong uses as an intelligence tool. According to the RAC, there are around 11,000 ANPR cameras across the UK, and these cameras submit around 50 million ANPR records daily (RAC, 2020). This data is stored in police systems and can be accessed if needed. This can be used as an advantage in intelligence gathering, as subject vehicles or persons can be tracked and monitored through this, and pictures can be built of regular OCG or human trafficking routes. This in turn can then inform traffic units to focus on these areas for stop checks, or even to catch subject vehicles identified by these cameras in the act of transporting illegal items, disrupting illegal activity.

However, although the above are positives to ANPR, it does have its limitations. ANPR isn’t on all roads in the UK, so there may be operations that are not being identified or slipping through the net. Cars can also be lost due to this, and may hamper intelligence gathering. For example, police may be able to track a subject vehicle along a few motorways or main roads, but then could lose the vehicle if it takes a route not covered by ANPR, leading to a loose end in the investigation. Also, if vehicles are using cloned plates, they may slip through the net and not be identified as the correct vehicles by police units investigating, and the wrong subjects may be linked to the investigation. This is becoming a more commonplace activity, as in 2023, there was a 64% rise in car cloning in London boroughs (BBC news, 2024). On the contrary to this, ANPR can actually help identify vehicles with cloned plates. This is because if a suspect vehicle is identified, other ANPR cameras can be checked for the location and last readings of the actual vehicle the plate belongs to, and both can be stop checked to ascertain if there is any illicit or illegal activity taking place with the vehicles.

From the points mentioned above, it is clear that information and intelligence can be used to disrupt serious criminal activity in a multitude of ways. Tactics such as information sharing with partner agencies like the National Crime Agency are key in disseminating information and forming the correct actions to act upon it, and bring offenders to justice. To add to this, unified forces such as operation Tarian involving Welsh police forces have yielded positive results. For example, in January 2025, seven men from Swansea and Coventry were jailed following a prolonged investigation (South Wales Police, 2025). 

The intelligence identified from these partnerships can then be formed into action, and this can be utilised by identifying key routes used by suspect vehicles and persons, and performing increased stop checks on them by traffic units. These vehicles can easily be identified by use of ANPR, which can assist officers by tracking these persons along these routes, and even trail back to the origin of these vehicles. If the cargo is items such as drugs or trafficked persons into the country, ANPR could assist on getting intelligence for what vehicles they have entered the UK from, if it is another land vehicle or boat at a dock. This is one point that highlights that ANPR is a powerful investigative resource when disrupting criminal activity. Another is that it can pinpoint locations of vehicles in an instant, so traffic can then use this intelligence to perform stop checks on suspect vehicles if needed. It can also highlight markers on the vehicle or person, if in relation to drugs, so traffic units can monitor routes to build intelligence further, or take action on the vehicles to catch offenders in the act. Both ANPR and intelligence gathering are vital tools in tackling organised crime groups, from the start of the investigation, to taking action with use of traffic officers to stop and catch offenders in the act.

(1641 words).
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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 



   9
	Low 
1-4 
	Med 
5-7 



   7
	High 
8-10 
	I would say that since starting on shift back in March 2024, my knowledge has increased by a large amount. I am getting to grips with the role, and I am asking for assistance less with day-to-day tasks as my confidence builds in my role. However, I believe there are some areas that I could build on my knowledge such as certain laws and procedures (and think I should), as it will help me in my role and build my confidence further. I also feel that I need to learn more about domestic violence roles and procedures in particular, as my area does not see a lot of these incidents, and has caused a lapse in my knowledge compared to some of my colleagues in areas that have a high volume of these types of incidents. Due to the above, I would rate my knowledge as a 7, where the knowledge needed would be a 9. This is because not every officer knows every rule and procedure, but I do feel I have some areas I need to work on with this.

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




   8
	Low 
1-4 
	Med 
5-7 




  7
	High 
8-10 
	I believe that officers need to be skilled in their role to conduct it effectively. There are many key skills such as de-escalation and communication skills that are vital in the role of a constable. I would say that at least an 8 is required for this, as the role of a constable is a highly skilled job, and these skills develop over time and with more experience. I would give myself a 7 in this regard, as I feel that I have gained a lot of these skills in the process of the job, and most recently passing my emergency response course. However, there are still aspects I can build on such as gaining my taser qualification, and simply building on skills such as conflict and communication as a foundation

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



   9
	Low 
1-4 
	Med 
5-7 



   7
	High 
8-10 




	 I feel that compared to my time in service, I have had a lot of experience on shift. I have dealt with a range of complex and varied incidents in my time of service in different areas of the force. However, as stated in the knowledge box, I do have a lack of expertise and knowledge on domestic violence incidents, which is why I have scored myself a 7 on this table.  I will look at exposing myself to more of these incidents to build up my confidence and experience in regard to these incidents. I would say that the force would expect a 9, as experienced officers are valued and can provide a wealth of information to deal with a wide variety of incidents, but this comes in time.
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