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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:

This workbook reflects on experiences gained in the twelve months following achieving independent patrol status, by outlining and reflecting on the impact of organisational culture within policing on my own wellbeing and resilience. Utilising an incident which occurred within my first few days after achieving independent status, I will outline how this has supported my understanding of organisational culture and how my own actions impacted the culture and supported this. This workbook will also look at the risks of conforming to organisational cultures, and strategies I have learned to help maintain my resilience and wellbeing. Utilising ‘The Borton Reflective Tool’ (Dabell, 2018), I will particularly focus on the ‘three reflective questions’ within the Barton reflective tool used to help explain my reflection. 

To understand what ‘Organisation Culture’ within the police is it important to first understand what ‘Organisation culture’ is within itself.
“Organisational culture is the set of underlying beliefs, values, principles, and ways of interacting within an organisation. It defines and creates a unique environment to work in.  Aspects such as; expectations, vision, philosophy, image, interactions within the office and outside of the office also define what the organization’s culture is all about.” Business Terms (2019). 

According to ‘Business Terms’ we can determine that organisation culture is the way in which a group of people utilise teamwork in their work-life and how this is conducted. This is extremely important within the police force. Within a police station, your ‘team’ is often viewed as your ‘family. This is due to the ethos that within these individual teams there are a set of values unique to each team, much like within a family. Although there are common rules, procedures, and expectations across South Wales Police. As teams’ bond and work closer together their own ideals and principles begin to merge to create the team’s overall ethos, acknowledging that everyone is individual but working together to achieve a common goal. An example of this includes a common rule within most teams; if something is amiss or a mistake has occurred an officer has to pay a ‘Cake Fine’, in which the officer must bring in cakes for their fellow teammates. This is a fun way which helps to build cohesion, it enables to offending officer to take accountability in a non-threatening way and allows for building team dynamic as everyone can enjoy a cake day! I, myself have fallen to many cake fines and as I write this I am still in major debt to my team. 

Following attaining ‘independent patrol status’, I unfortunately attended a call which would test my wellbeing and my resilience, not only as a police officer but as an individual. I attended a call in which a male was becoming aggressive, and due to this we made the decision to arrest. During the arrest, the male in question directed some racial abuse towards me. Following this incident, I was able to witness first-hand the ‘organisation culture’ within the police force and the key principle of supporting each other. The support package I received during the incident and the follow-up would enable me to feel protected and reassured by all in my team and beyond. This had a positive impact on my well-being, following an extremely negative experience. This has now become a ‘bench-mark’ for how I support fellow officers following difficult calls and confrontations. Therefore, showing that creating a ‘culture’ comes from individuals who bring their own experiences, which in this instance was positive, and repeat this towards others until the culture is embedded. Had I not received such good care and support this could have impacted negatively on my well-being and as such impacted on my interactions moving forward within individuals and therefore creating a more negative culture. This could be considered a ‘risk’ when conforming to organisation culture. 

Another example of a ‘risk’ when conforming to organisational culture is trying not to pick up bad habits which could become normal workplace practise. For example, within my team we have an ethos of not leaving before everyone has completed their paperwork or at least offering to help. This has become so embedded now that it does appear negative on an individual who does not comply. This also makes the other members of the team less likely to offer support should they be found within the same situation. I have found that working within a supportive and encouraging team has positively impacted on my well-being and resilience. 

With all of this in mind I have found it useful to utilise the Borton’s Model of Reflection model (Dabell 2018) to structure my reflections particularly with my own well-being and resilience. Making use of the ‘what’ element I was able to pin-point what difficulties I have found within the past twelve months, particularly when identifying strategies for maintaining my own wellbeing. Recognising the issues and categorising them then led me to the ‘so what’ reflective phase. Looking back to the incident in which racist language was used against me I can see how the actions of my teammates and superiors enabled me to process and deal with the situation in a safe and positive manner. Finally arriving at the ‘now what’ section, I can see how these actions have created a culture which I now spread in my own interactions and support for other officers, which feed back into the larger organisational culture of my team.   

This then leads into strategies I picked up to maintain my wellbeing and resilience. As well as leaning on the support of my team, I have developed ways to ensure as an individual I feel ‘grounded’ and ready to support others within my team. A habit I picked up was something very simple. Once I get home from work I sit and decompress alone in a quite dimly lit room. This allowed myself just five minutes alone to come to terms with how the day has made me feel and accepting it. This made me feel like it was ok to be scared to some points during the job and process difficult situations I may have come across. In addition to this, ensuring I allow time for my ‘hobbies’ such as football, the gym and gaming. 

 
In conclusion I feel like I have a better understanding now of organisational culture within the workplace and the pros and cons it offers as a principle. Reflecting on myself I feel like it is best to learn from all officers and pick their individual positive qualities and add that to my skill set to improve. Also understanding what conforming to organisational culture is and making sure I only promote positive culture as that is the only way to get the most out of a team. Finally leaving me with making sure I follow thought and stick with strategies I found useful for maintaining wellbeing and resilience and if I find myself in a negative way then seek support. 
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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:

Utilising a recent incident which I was called to involving a domestic violence claim, this essay will reflect on how I collated information using the ‘National Decision Making’ model in order to support my decision-making process. I will draw on legislation from the Criminal Justice Act (1988) and Offences against the person act 1861, when supporting my assessment of the situation and how I moved forward with the investigation. Within this I will explain how the seven phases of the National Decision-Making model supported my next steps within the incident. Utilising the ‘The Borton Reflective Tool’ (Dabell 2018), I will consider and review the ethics of my decision making, using the ‘what, so what and now what’ model to reflect on how this was impacted by the situation. 

Studies show; 
“The number of police recorded domestic abuse-related crimes in England and Wales rose 6% in the year ending March 2021 to 845,734; this follows increases seen in previous years and may reflect improved recording by the police alongside increased reporting by victims”. (Office for National Statistics, 2021).

The ONS data, highlights the extent of domestic violence calls that officers are faced with each year. Highlighting that this is a crime which appears to be increasing rather than decreasing year on year. I have attended many domestic violence calls since gaining my independent status. However, the incident I will be reflecting on will be one in which a lady reported that she was attacked by her husband which resulted in a  cut to her lips and redness around her neck. From a legislative standpoint I was contemplating the offence of Section 47 Offences against the person act 1861; Actual bodily harm(p361) (Wood et al., 2022, p.361) which states; 
“The injury must therefore be real, and it should be capable of being seen or felt by the victim”. Another offence I considered, was section, 39 of the criminal justice act 1988; common assault(p360) (Wood et al., 2022b, p.360), which states; “common assault by battery involves the actual use of force by an assailant on a victim but only results in very minor or no perceivable injury.” In order to support my decision making I had to ascertain the difference between two offences, this being, “the main factor distinguishes common assault by beating and actual body harm is the degree of injury” (p361) (Wood et al., 2022, p.361)

The fact the female had a badly cut lip and redness around the neck made me conclude that the level of injury was high and therefore, Section 47 Actual Bodily Harm from was better suited from a legislative aspect. 

This issue between the couple arose when the male came home from work and his wife was not home, where he expected her to be, but instead was out shopping for dinner. Once she arrived back home the female claimed he lunged towards her and started to attack her. The couple in question were both of White British background, with English as their first language. There had been a history of previous domestic violence reports and are reported as a ‘low-income’ family. Once the woman explained her viewpoint and I saw the injuries I felt like I had enough information to make an arrest in order to conduct an investigation and safeguard a vulnerable person. A piece of framework which assisted me was the ‘Nation Decision Making Model’ (NDM) (College Of Policing, 2014). Whilst utilising this framework I also kept the code of ethics at the forefront of my mind ensuring this was always taken into consideration. Using the ‘Gather information and intelligence’ section of the NDM, I ensured I had accurate facts in order to make sure I was making the correct decision. This included statements from both parties, evidence of injuries and any previous history. Moving on to ‘assess threat and risk and develop a working strategy’ phase I ascertained that the husband in this was the threat and leaving them alone together again present as a risk. In order to safeguard the woman, I explained to her some services she could access and referred her to several women’s aid services. I ensured that I continued to remind her that, we the police are here to help throughout and after the investigation is vital. This then led me onto ‘Consider powers and policy’ section of the framework. I understood I had enough grounds at that time to believe an offence has been committed so policy was to make an arrest to investigation and safeguard any victims, which was done. I also considered the ‘Identify options and contingencies’ aspect, looking to see if another option was available, however, due to the seriousness of the injuries an arrest was the only option. Having gathered previous intel I gauged that had I opted for the subject to voluntarily attend an interview at the station he possibly would not have attended as there have been several previous attempts relating to different offences in which he has been involved with. Lastly this led me to ‘take action and review’ in which I took the action to arrest the male. 

Reflecting on the incident with the issue of ‘ethics’ in mind, I questioned how my own ethical values influenced my decision making when attending the call. Ethics can be described as, “A branch of philosophy dealing with human action… The basic structure of an ethical theory is that it must account for what makes a "right" action different from a "wrong" one. In other words, there must be a way to refer an action to some conception of the good to judge it as conforming to the good, or rejecting it. This "way" is the very heart of ethics” (Johnson 2017)

According to Johnsons research we can establish that an “ethical approach” is taking the route in which lines up with your values as a human. Within the police we are constantly involved with ‘human action’, whether that be a crime or ‘interaction’ with other humans. Being a police officer holds status within the community as you as expected to have good values and ethical, being able to make the right choice in the moment. Reflecting back to my ethical approach during this incidence I believe it was tested and discretion was utilised on the day, and I have learnt to not take everything on face value alone and to just look at the facts. 

This then led me onto the consequences of the decisions I made and further risk assess the situation. Breaking up a family to safeguard a person was never going to be easy. I had to ascertain if there were any children involved and possibly the consequences of this, luckily on this occasion there was no further action in terms of the family. However, I then needed to reflect on the consequences and impact on myself and my mental health. When deciding whether to arrest, I am always mindful that the impact of this decision is taking a person’s human rights away from them and therefore the responsibility for them lies with you.  

Dabell (2018) sets out a framework for reflection asking three main questions; ‘what’ (what happened), ‘so what’ (what impact did it have), and ‘now what’ (what can be changed, how can this be improved. Using the ‘Borton Reflective Tool’ (Dabell, 2018), when reflecting on my performance within this call I was able to understand the ‘what’ element included my role and the pressure that comes with being a police officer. Having just gained independent status I accepted that my reasonability to look after this victim was something I felt like I did not have enough experience to effectively support. Accepting that, I was open to being vulnerable which then led me onto the ‘so what’ reflective phase. One of the most reassuring aspects of this role, is that there are a multitude of support systems and colleagues which I can call on for support, within any response call. This supported my confidence and led me onto the final section of the model the ‘now what’ section. Accepting that I would need to educate myself as much as possible, that way I can reflect and feel more confident in these situations. Accepting that was the only way to have better outcomes is to learn more thus completing the reflective cycle.
 
Recording details of all aspects of the allegations is vital to any investigation, for example a comment made after the caution has been given during an arrest, can hold so much weight within court and sometimes be the deciding factor in cases like this. Considering what to record is also so crucial, as an independent investigator it’s important to record all details I think will support or even a defence, this may take many forms like photos of injuries or CCTV that a person has been somewhere else. Whilst I was recording details, I found myself questioning if the victim was in the right frame of mind to be giving such a heavy statement. Questioning whether a first account would be enough, thus tying into an officer’s ethical approach to an investigation and victims.

In conclusion, this essay has shown how utilising the National Decision-Making Model, enables police officers to support their decision making with regards to drawing on the correct legislation when dealing with an arrest. In addition to this enabling police officers to ensure their own ethical values are aligned and positively influencing their interactions and support when dealing with serious incidents. As seen through my interaction and decision making within the domestic violence arrest, the National Decision Making model provided an important framework to ensure I was able to make the right choice within a challenging situation. 
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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:

“Team dynamics represents the way in which team members behave. The constellation of team attitudes, motivation, and cognition is the foundation for teamwork. Interactive team cognition theory proposes that cognition resides in team interactions” (Nini, 2019)

With the quote above in mind this workbook will explore theories of team dynamics and the impact this has on cohesion within the workplace. Drawing on models such as ‘The Tuckman Model’ and ‘GRIP model’, discussion will look at the natural hierarchy that occurs when working within a team and strategies that can be adopted to enhance individual or team performance, including compromise and recognition. These frameworks will then be utilised to reflect on my own team and evaluate our structure and cohesion. Following on from this, what happens when teams do not demonstrate positive teamwork and the impact this may have on the policing role. Finally, drawing on the policing professional standards the values, honesty and integrity shall be highlighted to align with the principles set out in the aforementioned team dynamic models. 


In order to gain a better understand the subject of ‘developing team cohesion’ attention shall first be focused on, ‘theories of team dynamics’.  There are many theories which focus on developing team cohesion, one of the oldest being the ‘The Tuckman Team Model.’ ‘Tuckman’s Stages of Group Development, proposed by psychologist Bruce Tuckman in 1965, is one of the most famous theories of team development. It describes four stages that teams may progress through: ‘forming’, ‘storming’, ‘norming’, and ‘performing’ (a 5th stage was added later: ‘adjourning’)’. (Last, 2019).

These specific stages are put in place with ‘forming’ being a stage where roles are unclear and as the name suggests roles and responsibilities are beginning to ‘form’. The ‘storming’ stage supports this by helping the team understand how decisions are made. Which then leads onto ‘norming’ section where the team members know their roles and all commit to a goal. Teams generally spend the majority amount of their time in the ‘norming’ stage, in which everyday activities can run smoothly. This then finally leads into the ‘performing’ stages which the team should run well towards the goal with little involvement from upper management.
This aim of this theory recognises that a team must go through these all these specific stages to develop effective team cohesion. This theory is positively used my many companies around the world and despite its age and other model’s coming after it, it is still described as the most impactful. 
Another theory used to help promote team cohesion is the ‘GRIP Model’. The GRIP model outlines four areas which work together in order to create “highly effective teamwork” (Last, 2019). Often utilised within the sporting world, ‘Goals’, ‘Roles’, ‘Interpersonal’ and Processes’ make up the GRIP acronym. Within this model it is imperative that each member of the team is clear in each four areas, with their roles clearly defined, and processes and goals clearly outlined. This enables all members to work together with clarity and cohesion. 
In this model ‘Goals’ acts as the reasoning, finding out what do we want to achieve as a team with the ‘Role’ section being all team members must know what part they play and understand they are held accountable. ‘Interpersonal’ section is important because it builds trust among team members all working to achieve the same goal, which then helps makes progress.  Finally leading onto ‘processes’ being the defined system for how decisions are made. 
There are many similarities between the ‘Tuckman model’ and ‘GRIP model’, therefore demonstrating common factors needed to develop effective teamwork, both models refer to the importance of ‘roles’ and all members of the team being clear on their individual role, as well as how it contributes to the team. In addition to this the team’s role and values. 
The GRIP model I feel is mostly demonstrated within my team in South Wales Police. With clear guidelines, boundaries, values and ethos at play within our everyday interactions or ‘interpersonal’ interactions with both each other and the public. Within previous workbook tasks, discussion has highlighted our team dynamic, and values have been built and how my interactions continue the positive ethos embedded within the team, therefore creating a continuous culture.  
Utilising the GRIP model, it can be questioned what happens when team cohesion doesn’t work? What can we learn from this when the ‘interpersonal’ section leads or ends up in conflict? How does this impact on individual or team performance? A report useful to answering these questions was written in 2021, by ‘techthug99’. Which states;  
“The incompatibilities and misunderstandings among these individuals lead to an intra-group conflict. It arises from interpersonal disagreements (e.g. team members have different personalities which may lead to tension) or differences in views and ideas (e.g. in a presentation, members of the team might find the notions presented by the one presiding to be erroneous due to their differences in opinion)” (techthug99, 2021)
According to ‘techthug99, 2021’ research, we can establish how easy it Is for conflict to rise within a team. Within a group setting an unspoken hierarchy is somewhat formed. This pushes the more vocal people within the group to take charge and it could be perceived that they may know more than the more reserved members within the team. This could be questioned within the team dynamic as if this continues to occur it may cause a break within the team cohesion. In order to rectify this teams often relay on the principle of compromise. This alone can be used as a strategy to help enhance individual and team performance and enhance inter-personal conflict within a team. Something has simple as listening and being able to empathise your fellow teammate with the hope to improve relationships. In some work settings you spend more time at work then you do at home with family members so making sure there are not any issues is important. 
“Compromises resolve disputes easier, find solutions faster, and help people get along with one another while finding the best possible paths forward for various challenges” (sage-answer.com, 2019). 
Another strategy which enhances individual performance is ‘recognition’ something as simple as giving meaningful feedback or praise to a teammate after a long day may be the difference to how they view the day and positively impact on their mental state, improving their interactions and thus improving team performance.  A useful quote to understand this was “be aware that a simple message of thanks and recognition can be among the most meaningful things an employer or manager can ever do” (Project.co, 2020).
Finally, when addressing the professional standards in the South Wales Police force, there are a few particular aspects which correlate well to the issues of ‘team dynamics’. These include; Honesty and integrity, Equality and diversity (Wood et al., 2022c, pp.77, 78). These standards are in place for police officers to make sure we all as a team have standards to follow by, “these are the minimum standards that both trainee and confirmed police officers must maintain” (Wood et al., 2022c, pp.77, 78). Without these values it will be difficult to build a positive team dynamic. Ensuring all officers lead with honesty and integrity means they can be transparent in their interactions within their team, knowing that their teammates are working with honest and integral actions at the heart of their actions. Ensuring equality and diversity are valued means that all policers’ voices can be heard and valued, recognising that each individual with their own backgrounds and experiences can bring something to the team. These standards can then be transferred into interactions with the public. 
However, if as a team these principles are not embedded, and the team is not working together for the best outcome for the public and victims, how are we able to provide the best support? For instance, if to officers are refusing to talk to each other on the same team and will not pass over important information regarding a case or call they would be failing the standards they have promised to uphold by via integrity. Again, for instance if a group of officers will not interact with another officer due to their beliefs this would be in breach of the professional standards ensuring all members of the team are treated equally.  Holding respect for each other within the team’s dynamics builds a strong foundation and structure in order to uphold the professional standards thus serving the public in the best way possible.  
In conclusion, this workbook has addressed; how team dynamics can impact on the policing role. By evaluating specific models, such as the Tuckman model and GRIP, this workbook has highlighted how have been used when evaluating my own team and its cohesion. It was recognised that aspects such as recognition and compromise are fundamentals when working within a team and why interpersonal conflict can occur and what the impact of this could be when the strategies discussed are not utilised in a positive way. Looking particularly at how ‘perceived hierarchy’ can impact on a team, and what occurs when this element is enabled and continued. Demonstrating how this can negatively impact on some members of the team who may feel they are ‘unheard’ or not seen. Examples such as failed team performance, or negative interactions with the public could be a direct result of this. Demonstrating the policing standards, we could see that there is a direct link between this framework and how it can positively enable teams to work together therefore driving a positive culture which can only be of benefit to the public we serve. 
Word Count:1597



















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:

This workbook will be discussing how information and intelligence can be used to disrupt criminal activity. First by looking at the definitions and differences between ‘what makes information’ and ‘what makes intelligence?’ Attention will then turn to utilising technologies such as ANPR as a means to support police intelligence in order to disrupt prevalent crime activity. In addition to this, discussion will also look at ANPR and it's uses when policing the roads and keeping communities safe, addressing both its benefits as well as it’s disadvantages. Finally, discussion will then look at the rate in which organised crime develops its own technology ahead of the polices facilities and how the police have a duty to stay ahead of this. 


It is widely recognised that effective policing of the roads is viewed positively. That it offers support to the community and help keeps the roads safe. This enables positive community relationships and leads to residents feeling safe and secure in the area they live. A recent study found that, when asking the public;
“83% believe that a visible police presence deters people from breaking road traffic laws” (Brake, n.d.). 
Not only are the police responsible for deterring people from breaking the law whilst driving, but they also have to a duty to keep drivers safe on the road. With the aim of preventing the worst instances in which deaths are caused on the road whilst driving. Studies show;
“After decades of declining road deaths in England and Wales, in 2013 they begun to level out. Between 2015 and 2018, an average of 1,610 people lost their lives each year. This change coincided with a cut of around 34 percent (or £120m) in the annual amount that police forces spent on roads policing”. (Constabulary and Fire, 2020)

ANPR (‘Automatic Number Plate Recognition,) is a technology utilised by the police to support their presence and investigations. ANPR is a technology that reads vehicle registration plates to create location data. This information is captured by scanners or cameras then cross-referenced for a range of traffic and law enforcement purposes. ANPR technology converts an image of a number plate into machine-encoded text, this is called optical character recognition. The technology can be used across CCTV, traffic enforcement cameras and ANPR-specific cameras. Infrared illumination can help cameras to capture a clearer image. (www.rac.co.uk, 2020). As we can see, this type of technology can have many benefits, particularly when policing the roads and road users. Documenting such clear information and enabling cross-referencing can only be a positive when undertaking investigations, looking for suspects or gathering evidence. 

ANPR is a widely recognised strategy, both by the police and the public. A positive way to look at APNR could be that as the public are aware of this technology, it can act as a deterrent and the knowledge that the number plate is being recorded is usually enough to stop criminal behaviour. (www.totalparking.co.uk, 2021). From this we can see the UK hold a large amount of secure data that they can use if they believe a vehicle is used in a crime to track its movements. It is important to note, ANPR system is only benefits the groups that use it for a positive or policing purpose and not infringing onto any person’s human rights. Checks are regularly undertaken to ensure this use of data is accessed under strict policy and only for purposes of effective investigation. 

APNR can only be utilised if the information collected is correct, a way a certain level of criminal have attempted to go undetected and bypass the APNR system would be using fake licence plates, according to this report (Number plate cloning: Fake plates ‘ready in 10 minutes’, 2018) we can see how easy it is to obtain a ‘Cloned’ number plate with no DLVA checked completed. This poses a real threat to the safety to road users as cars cannot be identify correctly and all requirements are up to date for example, MOT tests. Without these basic requirements required by every driver it makes policing that little bit more challenging on the road.

The M25 is a motorway in the UK, nicknamed by many in the police force as the ‘Criminal Corridor’ due to it being one of the busiest roads in the UK and has been designed to carry over 200,000 vehicles a day (M25 Traffic, 2023). It is no surprise then that organised crime groups used this route amongst many to commit criminal activity. 

This is where ANPR comes into play, for example, when looking at section 12 of the Theft Act (1968), (Taking a vehicle without consent) ANPR is able to track the movements of the subject during the time of the incident. Thus, aiding police with this investigation which makes ANPR a valuable resource to be able to make a compliant arrest. Another important note to make is the recording can also be used as media to be played in a court setting to prove a crime was committed by an individual. 

This also give us the ability to track the moments of the subject and vehicle before the incident, enabling a larger view of whether this was part a string of crimes committed on the day or whether there was a defence in place, for example, a medical reason why the subject had to take the car. 

Another resource the police force have is ‘Information and intelligence’, it is known to be the bloodline thought the police force, intelligence itself has solved cases and saved lives. For instance, if there is intelligence that a criminal group are transporting illegal products like alcohol or human trafficking through motorways. With this information and the use of APNR we can track the groups moments and then use this information to see the supply line and target the group at the top. 

A better way to explain this is to look at the difference between ‘information’ and ‘intelligence’. Whilst information is regarded as facts or claims that have been untested, sometimes information can be easily available to gather via places like google.com. Intelligence is information that has been tested in some form of way to corroborate how authentic the information is and a lot harder to come by as a lot of work is put into working the process. Intelligence is usually kept secure and only distributed to people who need to know. (Compare the Difference Between Similar Terms, 2014). With regards to policing hierarchy, intelligence is always more valuable. However, information can lead to intelligence.

An example of this could be, a person giving the police the license plate of a van that is transporting illegal products every week and is planning to carry on, thus far at this stage this is just information. Once the police test the authentic of this claim by checking APNR and research into this report if found true this would now be intelligence. ‘Information and intelligence’ are the most utilised practises the police force still use to disruption prevalent criminal activity.

‘Information and intelligence’ can also very useful to disrupt the most prevalent crimes like human trafficking,
“Although it is impossible to know exact numbers of victims, we do know that modern slavery has been on the increase.  Many victims work in the construction industry, in agriculture, in the sex industry, and in places like nail bars, car washes, and cannabis farms. Children are found working in all of these situations, as well as in sexual slavery. Many victims have been trafficked from overseas – frequently from eastern Europe, South East Asia, and Africa – and their exploitation often begins en route.  British victims tend to have fallen on difficult times, making them vulnerable to the lure of well-paid work complete with decent accommodation, which proves a cruel lie.” (Panlogic 2019).
From Panlogic’s (2019) statement we can see the victims in human trafficking are usually individuals that come from oversea sometimes with the promise of a better life than the one they have in their countries. These people are then transferred over to the United Kingdom illegally in such horrible conditions and then put to work in most physical demanding sectors. Information and intelligence can support to stop this and safeguard people, by enabling better education for what may be waiting for them on the other side. For instance, intelligence that a lorry carrying humans can be investigated using ANPR and if spotted on a certain road of the UK the police force can effective road policing and prevent any further harm. The technology can also be used to see where the lorry started off, how people were able to board the lorry and identity the people responsible for putting vulnerable people in this situation. From this we can see how ANPR to turn ‘information’ into ‘intelligence’. 

In conclusion, this workbook has looked at the use of ANPR with regards to supporting the police in relation to minor road traffic crime, as well as disrupting more prevalent criminal activity, such as trafficking. With regards to minor crimes, it has been argued that it may be seen as a deterrent due to merely publicising the technology. However, through looking at the difference between ‘information and intelligence’ we can see that ANPR is a valuable resource when gathering information regarding prevalent criminal activity and also producing evidence and intelligence when solving crime and deterring criminal activity. Despite some disadvantages discussed ANPR can be seen as an effective technology to aid police investigations with regards to major crimes and safeguard vulnerable people entering the country.  
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Task 5 Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 To understand legislation surrounding domestic violence offences 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10

x 
	Low 
1-4 
	Med 
5-7

x 
	High 
8-10 
	 As I have some understanding, I believe I am not yet at a standard the public deserve. 

I will discuss this with my sergeant for some helpful feedback and look at case studies to further my knowledge.

	SKILLS 
 
To utilise obtaining statements via mobile device 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7

x 
	High 
8-10 


	Low 
1-4

x 
	Med 
5-7 
	High 
8-10 
	 
I have yet to obtain the skill of obtaining a witness statement via my mobile device. I believe this would streamline my workload and save time. 

I will attempt to take statements with my mobile device with support from my Sargent and colleagues.

	EXPERIENCE 


To experience how to deal with family after delivering a death message 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7

x 
	High 
8-10 
	Low 
1-4

x 
	Med 
5-7 
	High 
8-10 
	 
I have yet to be asked to conduct this duty. 

If/when required I will discuss my inexperience with my Sargent and possible role play before I am required to perform this 
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