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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: 

During this essay I will be reflecting on the impact that organisation culture within policing has on wellbeing and resilience. I will reflect on the impact this has on officers in general and myself individually since having achieved independent patrol status. 

Organisational culture is made up of a businesses or organisation’s core principles, beliefs, norms and shared experiences. It determines the organisations behaviour and represents the groups core principles as a whole and is not something isolated to police forces. 

The role of a police constable is constantly changing and has become a much more challenging role in recent years. In addition to having a detrimental impact on the individual, should a police constable suffer poor wellbeing and resilience, this can have an impact on public safety, organisational efficiency, and professionalism.

There are numerous occupational stressors present within the line of police work. According to academic experts, health care providers and psychologists, policing is one of the most stressful jobs. Police officers suffer from the same types of mental health problems as other members of the working public; however, their line of work is made much more difficult by the fact that they are frequently exposed to numerous situations that can be dangerous and as a result, require a specific level of physical and mental capacity in order to be able to respond appropriately. Research shows that police officers develop individual coping strategies that can become ingrained in their personalities, thus enabling them to handle difficult situations in a more resilient manner than the general public (Stephen R. Band. (1987). 

The Police Foundation (2019) states that the meaning of wellbeing is often difficult to define and even more challenging to measure. As such, the foundation states that the following definition is of most use: “In essence, stable wellbeing is when individuals have the psychological, social and physical resources they need to meet a particular psychological, social and/or physical challenge”. 
Robertson and Cooper (2010, 2011) have demonstrated the significance of employee well-being, its connections to "engagement" at work, and the subsequent accomplishment of long-term organisational goals. Their research has demonstrated that workers with a high psychological wellbeing are a much more valuable asset to the organisation that they are working for. They have also demonstrated two different components of wellbeing, the first being: eudaimonic, a characteristic that focuses on purpose and is attained. An example of eudaimonic being when an employee believes that their work is truly worthwhile. The second: hedonic, the more well-known and immediate component, such as, feeling content in the moment. 

An increasing number of officers are coming to the realisation that more has to be done to address the problem of organisation culture within policing and its links to officers’ wellbeing and resilience. Sara Thornton, the chair of the National Police Chiefs Council, recently published a blog post outlining three significant adjustments that can be made to improve participation and well-being among police officers.

The first being, identifying the significance of effective leadership, particularly those that value the human element of policing. She contends that it is imperative that all members of the senior management team acknowledge the effects that recent reductions and comprehensive changes have had on front line policing. She explains that engrained working habits have the ability to "make officers feel like nobody is interested in their work”. 

The second adjustment Sara Thornton discusses is the significance of officer engagement at all levels. She states that senior members of the teams may not always know best thus meaning that senior leadership need to be willing to abandon the rigid hierarchical structures and cultures that have historically dominated the police force in order to be able to “harness the contribution of every member of staff”.

Lastly, she refers to the necessity of striking a balance between learning and accountability. The blame culture in policing frequently prevents conversation among other members of the force. She states that building an ‘open’ organisation is crucial, emphasising that this is to be done as opposed to continuing the motive of a blame culture. (The Police Foundation (February 2019).

I will now discuss the ways in which I built resilience and wellbeing during my tutorship and the months following this as an independent police constable. I frequently used to use exercise as a way to reduce stress and help maintain my wellbeing. However, since achieving independent patrol status, I have found it difficult to maintain this as routinely as I used to. This is primarily due to the varying shift patterns and having to maintain a healthy sleep schedule between completing a shift pattern that consists of days, afternoons and night shifts. As such, I have had to become significantly stricter with regards to scheduling my rest days and the time I have off in between shifts. 

Following becoming independent, I have had to develop my resilience and increase my own wellbeing in alternative ways. I have learnt that a huge aspect of maintaining my wellbeing and resilience has been through relying on having a supportive and trusting team to work alongside. Establishing a good rapport with my team has allowed me to work through some difficult and upsetting situations that I believe would have been significantly harder should I not have had their support. As a result, I feel as though I have become more resilient and able to deal with these scenarios without allowing them to affect my personal wellbeing. 

I will now discuss the difficulties I have witnessed as a new police officer whilst dealing with organisational culture. It can be challenging to question certain behaviours you might witness, specifically from other officers who have worked within the force for a number of years and have a significant amount more of experience than you. It can be common for more experienced officers to teach new officers harmful habits and for the newer officers to be reluctant to challenge such habits out of concern for the more experienced officers and as a result, losing their place on the team or jeopardising future career aspects. 

Due to the above, it can be difficult for officers to uphold their personal values whilst still acting impartially and professionally. As officers, we must always keep in mind that we are subject to the Code of Ethics and must abide by it at all times. The Code of Ethics provides a standardised "gold standard" approach to professional policing by reminding officers of the norms of behaviour that are always expected of them, both inside and outside of the role of police constable. It is imperative that following my achievement of independent patrol status, I remind myself of this and build the courage to confront any behaviours that I deem to be inappropriate. 

In conclusion, I have defined wellbeing and discussed its significance within the policing role throughout this essay. I have discussed the methods I’ve used to reduce stress, enhance my wellbeing and resilience and have identified how this has evolved now that I have achieved independent patrol status. I have also discussed the impact conforming to organisational culture can have on a person’s wellbeing and resilience whilst working as a police constable. 
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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 essay I will be reflecting upon a domestic related incident that I have attended. I will describe the initial call and my response and will then reflect upon how I made decisions during the complex and unpredictable situation. I will also reflect upon how I used a dynamic risk assessment during the incident and how these factors effected the outcome of the situation. 

The incident I have chosen to discuss came in as a 999 call from a young female, requesting police as she had just been assaulted by her father. Upon attendance, a male answered the door, immediately agitated and confused as to why police were at his address. Due to the nature of the initial call, I immediately recognised that the young female had most likely called the police without her father knowing. Due to this, I believed it best during our initial attendance to not inform the father of the circumstances until further information could be gathered.  

I explained to the father that a report had been received regarding shouting having been heard coming from inside the address. The male immediately began saying that this was untrue and that he was unsure as to why we’d even been called. I explained that due to the nature of the call, we needed to come inside to investigate further. 

Upon entering the address, the female who had called us was located sat on the sofa in the living room with her grandmother, the male’s mother, sat on an opposing sofa. I could immediately tell by the young female’s body language that she was frightened and uncomfortable and it was obvious due to her redden eyes that she had been crying. As such, I acknowledged straight away that I needed to separate the parties to ensure the female had chance to tell officers what had happened whilst on her own and out of earshot and view of her father. This would ensure she had freedom of speech and did not feel intimidated by her father’s presence. 

I requested the female follow me into a separate room. I asked the grandmother to remain in the living room as at this time, the extent of the situation had not been established so I wanted to ensure the female could be fully transparent without outside influence. Once in a place of safety, within a separate room in the house, the female, who I will now refer to as the victim in this instance, began crying and saying that she had been assaulted by her father. I obtained the females details, discovering that she was only 16. She disclosed that her and her father had gotten into an argument over a difference in opinion of her friends. She stated that her father had very strong views on certain things and that because she had disagreed with him, he had become angry and gotten aggressive. The victim went on to explain that her father had initially began verbally abusing her, shouting and swearing in her face before becoming physical whereby he has hit her, pushed her onto the sofa, dragged her off of the sofa and then pinned her down to the floor by her chest. 

Domestic violence is defined by the CPS as: “Any incident or pattern of incidents of controlling, coercive or threatening behaviour, violence or abuse between those aged 16 or over who are or have been intimate partners or family members regardless of gender or sexuality. This can encompass but is not limited to the following types of abuse:

· psychological
· physical 
· sexual
· financial
· emotional”

The definition of domestic violence was changed in March 2013 in order to tackle violence against those under the age of 18. The previous definition stated that domestic violence could only be committed against persons aged 18 and over. The change was implemented following a government campaign, Teenage Relationship Abuse Campaign, which was backed by the British Crime Survey 2009/10 after it found that 16 to 19-year-olds were the most likely age group to suffer abuse from a partner. The age limit was capped at 16 years old so not to confuse domestic abuse with child abuse. (Home Office, 2012). 

According to the Home Office, The Domestic Abuse Act was put in place in order to support and protect all victims and to ensure that they felt safe enough to come forward and report any abuse they might be experiencing. Its wider aim was to also provide victims with more reassurance that the justice system and all partner agencies would do everything they could to support them through the process.

The Home Office states that Part 1 of the Act describes that a child who sees or hears, or experiences the effects of, domestic abuse and is related to or under parental responsibility of the abuse victim or the perpetrator is to also be regarded as a victim of domestic abuse. This means that where the Act protects victims of domestic abuse, it will also protect the children of the victims (Home Office, 2024). 

Due to the disclosures made by the victim and upon considering the new definition of domestic violence, I knew the father needed to be arrested for domestic related common assault. However, due to the father’s irate behaviour upon our arrival at the address I pre-empted that he had the possibility of becoming uncompliant. Furthermore, whilst initially speaking with the victim, my colleague was liaising with the father in a different room. During this, my colleague had added the father’s details into our systems which returned a list of multiple warning markers including violence. As such, I used the National Decision Model to determine the most effective and safe way forward. 

The College of Policing (College of Policing, 2013) states that the National Decision Model (NDM) can be used for all decision making within policing. It is made up of six key elements:

1. Code of Ethics.
2. Gather information and intelligence.
3. Assess threat and risk and develop a working strategy.
4. Consider powers and policy.
5. Identify options and contingencies.
6. Take action and review what happened.

With the Code of Ethics in mind and the information and intelligence that my colleague and I had gathered so far, I decided to use the next step in the NDM to assess the potential threat that the male placed and develop a working strategy to ensure the safety of all people present.

I considered my police powers and decided that the best course of action was to utilise Section 117 of the Police and Criminal Evidence Act 1984 (PACE) which gives police officers the power to use reasonable force, when necessary, whilst exercising any other powers under PACE. As such, upon the arrest, my colleague and I immediately used handcuffs to detain the male. I made this decision as I knew it to be effective in preventing people from being able to use their arms to cause harm to themselves or others. Although the male had not threatened to hurt us, I considered his initial behaviour and the warning markers he presented so utilised handcuffs as a preventative method. 

Immediately following his arrest, the male became aggressive, shouting at officers and thrashing himself around. I knew at this time, after reviewing his reaction to the arrest, that the use of handcuffs was justified and proportionate within that situation. Whilst still risk assessing the situation and the possibility of an escalation in his behaviour, I attempted to reason with the male and explained that should he continue to lash out, this would only make the situation worse. The male was conveyed by myself and my colleague to the police van where he was placed in the holding cell within the back. His irate behaviour continued, and as such, I did not feel it appropriate to transport him within the back seats due to the risk he posed. He needed to be separated from myself and my colleague in order to prevent him causing injuries to either of us. 

Following the male being taken to custody, I then returned to the incident address with my colleague. The victim was still there alongside her grandmother. The grandmother confirmed that she had been present during the incident, having initially heard the arguing and shouting and then witnessing the end of the assault before intervening. With this in mind, the grandmother had now become a key witness meaning both her and the victim were given the option of providing statements. Both parties agreed and were taken into separate rooms by officers. I took the victim’s statement and at the end explained the possibility of her having to go to court. I explained the process in full and taking into account that the victim was only 16, I explained the court process in detail in order to show that the police and other outside agencies would do everything we could to support her through it. 

I then went on to explain what I was referring to when talking about our partner agencies. I explained that due to the incident having been of a domestic nature, I could complete what’s referred to as a Domestic Abuse, Stalking and Harassment (DASH) questionnaire. I detailed that the questionnaire consisted of 28 questions which would be based around the incident that had occurred today but also previous incidents, if there had been any, and around her father’s personality and everyday behaviour. I then explained that the completed questionnaire would be sent to outside agencies that we work with who could provide her with any advice and support she wanted following the incident. 

Officers must decide, at the end of the questionnaire, whether the victim falls within three risk categories: low, medium and high. The risk category each victim falls into determines the level of intensity surrounding the work completed by partner agencies. The DASH questionnaire is designed to support an officer’s professional judgement when deciding the risk faced by a victim of domestic violence going forward at the hands of the perpetrator.

The ‘Dashing Hopes? the Predictive Accuracy of Domestic Abuse Risk Assessment by Police’ article suggests that the DASH questionnaire is pivotal in the development of responses to victims of domestic violence. However, it also highlights some issues with the questionnaire. It states that the DASH questionnaire is not always allowing officers to identify high-risk victims. Due to the amount of and wide variety of questions involved, it can be hard to make an immediate decision when the answers can vary in risk so vastly (Emily Turner, Juanjo Medina, Gavin Brown, 2019). Officers are required to use discretion and give consideration to the National Decision Model when deciding a victim’s risk assessment also. 

In conclusion, having reflected upon my actions post incident, I believe that I acted appropriately and efficiently in order to protect the victim, myself, my colleague and the subject. I believe I took control of the situation well and whilst continuously risk assessing the situation, I acted in a professional manner ensuring the perpetrator was arrested as necessary. This enabled me to take positive action in preventing any further harm to the victim and enabled me to also put things in place to protect and support her moving forward. I believe the explanations I gave helped the victim to understand the process fully and ultimately lead to the conviction of her father and the removal of the victim from a very traumatic experience.

Word count – 1910 


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 this essay I will be evaluating the theories of team dynamics as a way of developing team cohesion. I will discuss the ways in which team dynamics can affect the function of teams, both negatively and positively. I will also discuss how inter-personal conflict can occur within a team and what action can be taken to enhance team performance. In addition, I will discuss how the impact of team dynamics within the police force can result in the non-compliance of professional standards. 

ActiveCollab (2024) defines team dynamics as “the relationships and interactions between team members that can affect their productivity and performance”. This includes the way in which members of a team interact, how they work together, and how they plan their actions in order to accomplish a common goal. Individual personality traits, work styles, attitudes, and external factors like the team's organisational structure and culture can all have an impact on team dynamics. 

HRlineup (2024) defines team cohesion as “the level of connection and harmony amongst members within a team”. It includes the ability team members have to work together towards a shared goal with a mutual understanding and trust and a shared commitment to achieving their end goal. Team cohesion is essential in order to shape team dynamics and impacts heavily on a team’s performance outcome. 

The importance of teamwork is fundamental within both society and the workplace. In order to accomplish complex goals that individuals alone cannot accomplish, teams must work together, taking on smaller roles and responsibilities in order to achieve an overall end goal. Some key elements of team dynamics include effective communication, trust, active listening, diversity and inclusion alongside a clear definition of each person’s role and responsibilities. 

There are many theories surrounding the effect of team dynamics as a means of developing team cohesion. I will be discussing The Tuckman Team Model within this essay (Tuckman 1965). The Tuckman Team Model discusses five stages within team dynamics. These five stages consist of forming, storming, norming, performing and adjourning. The initial stage of ‘forming’ consists of the team coming together, getting to know one another and sharing expectations between them. 

The second stage is described as ‘storming’. This stage is described by Tuckman as the one most often associated with group conflict. Tuckman states that this stage is frequently where expectations get questioned as people learn more about each other and their strengths and weaknesses. Conflict may occur due to the initial process of determining who is responsible for what and the role they are required to fulfil. 

The third stage is described as ‘norming’. By this stage, all team members should have built a rapport and established their roles and responsibilities within the team. Team cohesion within this stage means that each person is responsible for a certain part of the task. This may entail the person working individually or together with the others as a team. 

The fourth stage of The Tuckman Team Model is ‘performing’. Tuckman describes this stage as being the stage where performance is at its best. Team leaders are encouraged at this stage to acknowledge and celebrate the team’s accomplishments thus far which should in turn boost team moral and increase team cohesion. 

The fifth and final stage is described as ‘adjourning’. Following the performing stage, when the team have finished and accomplished their shared goal, the ‘adjourning’ stage is said to begin. This stage entails the process of reflecting upon team performance. Team members can provide constructive and reflective criticism to each other and themselves. They can then celebrate as a team, acknowledging the hard work and success that has gone into the project (BiteSize Learning, 2024).

Within the Police service, we are required to adhere to professional standards and a code of ethics. The Standards of Professional Behaviour are a written set of expectations that are bestowed upon officers when they first take on the role, detailing how they must behave. The standards provide a transparent insight into how officers should conduct themselves. Alongside this, we follow a Code of Ethics. Provided by the College of Policing, the Code of Ethics (Section 39A of the Police Act 1996), sets out the principles that correlate with the Professional Standards for all officers within England and Wales (Home Office, 2020). 

Failure to comply with the Standards of Professional Behaviour and/ or the Code of Ethics can result in disciplinary action and dismissal. Misconduct meetings are heard and dealt with in a way that is transparent, proportionate and ethical. The meetings are intended to encourage those to learn from their errors and improve, dependant on the severity of the misconduct. 

Within recent years, there have been a number of high-profile incidents that have involved serious professional misconduct resulting in the failure of public trust and confidence in policing. In June 2020, a number of officers within the same team were found to have taken and distributed photos of the bodies of two females that had been murdered in Brent. The images were shared via a WhatsApp group which ultimately led to two officers being dismissed and then charged and sent to prison. A further six officers were all subjected to misconduct investigations for failing to report that the images had been taken and shared within the group (Sarah Tudor, 2023).

This incident, amongst others, raised concerns surrounding professional misconduct within the Police ultimately leading to a decline in public confidence. Statistics provided by the UK Parliament showed that Police forces still have a lot of work to do when it comes to improving the reflection forces have on the community. The statistics show that there is a significant underrepresentation of women within the Police with only 35.5% of serving officers being female, alongside only 8.3% being from a minority ethnic background. 

Aspects of Police culture are often referred to as ‘canteen culture’, focusing on an officers use of humour following the witness of traumatic events. Humour is often used as a coping mechanism, creating a sense of ‘bond’ within teams and between colleagues. As colleagues, officers are subjected to experiences that others outside of the job may never understand, thus creating a shared understanding of what officers go through (Waddington, 1999). Studies have shown how partaking in Police culture can lead to some officers becoming part of an ‘in group’, whilst others are left in the ‘out group’. Some behaviours within the ‘in group’ can then become normalised, with outsiders viewing the actions as inappropriate and unprofessional. By becoming part of an ‘in group’, this can often lead to the discrimination against those in the ‘out group’, which studies have shown is usually done to raise self-esteem and assert dominance (Hewstone et al., 2002). By using humour to do so, this can create a sense of belittlement towards other officers, creating inter-personal conflict and in turn, violating professional standards and the forces code of ethics. 

According to Reuss-Ianni and Ianni (1983) and Waddington (1999), studies have shown that there is a cultural divide between senior officers and constables, as well as between operational and ‘canteen’ culture. This suggests that officers of different ranks may have different norms and values, leading to different perceptions of the described behaviours. In addition, research indicates that bullying within the workplace is commonly perpetrated by more senior officers or those in positions of power (Baillien et al., 2014). 

Interpersonal conflict can arise when team members become upset by the actions of their supervisors or colleagues. Disagreements within the team cause conflict which in turn can negatively impact the teams end goal if it is not addressed as a priority (Zia et al., 2013). With a high level of conflict, comes a low level of team performance. Alongside low-level performance, officers can often become over worked, resulting in a ‘burn out’. García-Rivera et al., 2020 states that low-level performance is a reflection on little team cohesion, thus causing the team to work less efficiently as they begin to find it easier to work individually rather than together. Working individually can then increase the workload on each member, leading to the ‘burn out’. 
In order to avoid this, it is imperative that senior officers contribute to the beneficial development of team dynamics. Ways in which they can do so, include 'team building' activities and exercises which promote better communication. By encouraging communication, those within the team are given a chance to be heard, detailing their needs and wants and encouraging others to listen. This in theory, should encourage others to speak up and do the same. With better communication, sergeants and ranks above can ensure that no team member is left feeling as though they are not supported and instead provide officers with a sense of belonging. 

Furthermore, the College of Policing (2022) suggests that by having a supervisor who provides a positive influence and who displays role-modelling behaviour, this can encourage a team to feel more valued within their role. By leading in this way, it can create motivation for other officers and a greater sense of job satisfaction when praised by their supervisor. The College of Policing also evidenced that by leading with an exemplary model, this can motivate officers to understand and follow using the same specific set of skills and attitudes towards policing. In return, reducing the likelihood of misconduct leading to dismissal. 

In conclusion, within this essay, I have defined team dynamics and team cohesion, alongside evaluating the ways in which both are utilised through the Police force. I have discussed ways in which team dynamics can be improved and how this can impact team cohesion. I have then discussed the professional standards officers must follow and how the code of ethics is used to make each and every decision. Furthermore, I have evaluated how the failure to adhere to these standards can affect officers, the team around them and the publics perception of 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:

Within this essay I will be evaluating the ways in which information and intelligence can be used in the disruption of more prevalent crimes. I will also be discussing how ANPR (Automatic Number Plate Recognition) is utilised as an investigative tool whilst disrupting criminal activity. Furthermore, I will evaluate how the National Intelligence Model is utilised within policing and how this has helped shape intelligence-led policing. 

I will first be discussing the evolution of the National Intelligence Model. In the 1990s, intelligence-led policing emerged as a response to the widespread increase in serious and organised crime within the UK. As a result, the National Criminal Intelligence Service in the UK went on to develop the National Intelligence Model (NIM) in 2000. The NIM was created in order to support intelligence-led policing and provide problem-solving techniques when dealing with the increase in serious crime.  

The NIM is described as an organisational framework that provides police with the investigatory knowledge to process information and turn it into intelligence that can be actioned upon. Information and intelligence are two separate concepts. Information is defined as pieces of data that, when compared and combined with other relevant information, can be used to produce intelligence. Intelligence is then used to decide the actions and decisions made by police upon how to proceed with an investigation.

Decisions made regarding the next and most tactical options are made due to the gathering, processing and distribution of intelligence. By utilising the gathering of information and the NIM, this allows Police to create strategies, in turn enabling them to effectively deal with incidents of high- or low-level crimes and in some cases, provide enough intelligence to prevent and deter crimes such as planned anti-social behaviour, protests or terror attacks (Paige Keningale, 2020). 

I will now outline the definition of ANPR and how it can be used as an investigate resource in disrupting criminal activity. ANPR is defined as a ‘surveillance capability that uses mobile and fixed road-side cameras and sensors to read vehicle number plates and instantaneously crossmatch them with information and intelligence held on the Police National Computer and linked systems’. ANPR is a tool used and implemented by police forces all across the UK in an effort to not only detect, but to deter criminal activity. It was also installed in the hopes of improving public confidence in policing when it comes to the detection and prevention of crime. The college of policing outline how ANPR is not only useful for deterring and detecting crime but also useful for identifying potential witnesses to incidents as it can be used to identify vehicles that were within the same location at the time of an incident. 

Research suggests that ANPR can be used to reduce crime by increasing a suspect’s risk of being detected. Potential criminals may be discouraged from committing crimes in certain areas as a result of the area being covered by ANPR cameras. Furthermore, criminals will often use personal motor vehicles as a means of either committing crime or traveling to and from committing criminal activities thus rendering them more susceptible of being caught on an ANPR camera whilst carrying out an everyday task. The use of ANPR can not only link vehicles to crimes, but also link people to vehicles, thus providing forces with the personal details of potential suspects. The use of ANPR also extends to the detection and monitoring of a suspect’s presence on public roads by gathering information on their routes and location each time their cars are driven past an ANPR camera (Haines, A., 2009). 

Should a vehicle become suspected of being involved in criminal activity, a marker can be added to the vehicle’s registration plate, thus meaning, should it go past an ANPR camera, the relevant force is notified providing them with the opportunity of either pursuing the vehicle if allowed or monitoring it. This leads me on to explain the powers with which Police are able to stop vehicles. There are multiple powers upon which officers can use to stop vehicles. I will explain two of the more common acts utilised within response policing: Section 163 of the Road Traffic Act 1988 which states that a person driving a mechanically propelled vehicle on a road must stop the vehicle on being required to do so by a constable in uniform or a traffic officer.

A further power is Section 4 of the Police and Criminal Evidence Act 1984. This power allows either all vehicles or those selected by a particular criterion, to be stopped in a particular locality in order to locate an offender or witness involved in an indictable offence (subject to authorisation) (College of Policing, 2013). 

I will now explain how ANPR can be used to disrupt prevalent crimes, specifically ‘county lines’ and the organised crime groups (OCGs) responsible behind the scenes. According to The Crown Prosecution Service, the definition of ‘county lines’ is provided by the Serious Violence Strategy (2018): “‘county lines’ is a term used to describe gangs and organised criminal networks involved in exporting illegal drugs into one or more importing areas (within the UK), using dedicated mobile phone lines or other form of ‘deal line’. They are likely to exploit children and vulnerable adults to move (and store) the drugs and money and they will often use coercion, intimidation, violence (including sexual violence) or weapons.”

The CPS further states that a common theme amongst ‘county lines’ is the exploitation of children and young people. The Serious Violence Strategy (2018) defines child criminal exploitation as: “where an individual or group takes advantage of an imbalance of power to coerce, control, manipulate or deceive a child or young person under the age of 18 into any criminal activity in exchange for something the victim needs or wants, for the financial or other advantage of the perpetrator or facilitator and/or through violence or the threat of violence”.

Due to the nature of county lines offences, suspects are routinely required to travel great distances, thus meaning the passing of several ANPR cameras, which in turn flag up their location and can record their movements and subsequently map their routes. The use of mobile phones also plays a large role in county lines activity. OCG’s rely heavily upon the use of phones as a means to oversee a complex supply network, enabling them to keep in touch with other members of the OCG and the supply of any illegal substances and/ or contraband. By investigating the use of OCG mobile phones and matching the data to that provided by ANPR cameras, police forces are able to identify vehicles being used to commit criminal activity and subsequently pull them off the roads, thus creating problems in the supply chain network of county lines activity. Alternatively, the ANPR data can be monitored, allowing officers to identify certain addresses the vehicles may be regularly visiting and returning too, in turn, allowing us to build a bigger picture of information and intelligence. 

An article published by South Wales Police details a positive outcome to the disruption of county lines activity, whereby 72 arrests were made and over £100k worth of drugs were seized following the collaboration of multiple forces thanks to the sharing of information and intelligence and the use of ANPR. The article details the way in which multiple different forces came together to share intelligence resulting in the disruption of a major county lines operation. The article confirms that officers made use of a range of resources including ANPR, knife sweeps, search warrants, covert officers and police dogs. 28 vulnerable children and adults were also said to be identified and safeguarded as a result of the operation, proving the effectiveness of information and intelligence gathering alongside the use of ANPR (South Wales Police, 2023). 

Although the general consensus for ANPR is positive, there are also reported to be some disadvantages. It is argued that fixed ANPR sites can prove more effective as they provide a wider range of area coverage compared to mobile ANPR camera (such as those installed in police vehicles etc) and have the capability of providing 24/7 surveillance rather than relying upon being manually monitored. However, fixed sites are extremely expensive and can prove difficult to run from a technical point of view (e.g. installation, power supply and communication links, maintenance and repair). The use of a fixed ANPR camera can also result in an increase in demand upon response officers.  

One of the biggest potential disadvantages of ANPR is the risk posed when identifying vehicles, leading to the misidentification and criminalisation of innocent people. As ANPR is used to identify specific vehicles, it cannot be used to specify who is driving the vehicle and it is well known that criminal activity committed using a vehicle can often be done in one using cloned number plates. As a result, the cloned plates could be linked to an innocent person who may then become suspect in a criminal offence they may know nothing about purely due to the fact that their vehicle has been targeted and the number plate replicated (Haines, A., 2009). 
In conclusion, within this essay I have discussed the importance of gathering information and intelligence and the subsequent use of ANPR and how this has proved monumental in the disruption of prevalent criminal activity. I have explained how information is gathered and turned into actionable intelligence and how ANPR is utilised effectively by roads policing. I have outlined how these resources are used by police to disrupt OCGs and the positive outcomes that can follow as a result when used efficiently.  
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Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

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


	Low 
1-4 


	Med 
5-7 
	High 
8-10 
	 

	Develop my understanding of out of court disposals.
	
	
	8
	4
	
	
	Revisit the learning packages from my initial 6 months training and seek advice from colleagues and my sergeant.


	Develop my ability to complete case files. 
	
	
	8
	
	6
	
	Book in my HUB attachment and ensure I use my time during the attachment wisely by asking lots of questions and doing as many case files as I can. 

	Develop my knowledge of Traffic offences. 
	
	6
	
	4
	
	
	Request an attachment with RPU to develop my understanding and request Traffic units to attend when dealing with a traffic offence myself to ensure it is done efficiently and correctly to further my learning. 


	
	
	
	
	
	
	
	

	SKILLS 
 

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

	Book onto and attend the standard response car initial training course. 

	
	
	10
	1
	
	
	I have booked onto this course in November and will be attending the 3 weeks training as of 25th November 2024. 

	Book onto and attend a Taser course. 




	
	5
	
	1
	
	
	I have booked onto this course in June 2025. Completing this course will enable me to attend Taser specified calls without having to wait for other units to attend first. 


	Further my understanding on how to effectively use the breathalyser and drug swipes.





	
	7
	
	
	6
	
	Observe Traffic officers when conducting sample checks or request Traffic units to assist when completing the checks myself to ensure I am doing it correctly and efficiently. Request an attachment shift with RPU. 

	
	
	
	
	
	
	
	

	[bookmark: _Hlk180424666]EXPERIENCE 
 

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



	Understand the role of the PPU.
	
	7
	
	
	5









	
	Arrange and complete my PPU attachment. This will also aid my knowledge when completing PPN’s and DASH questionnaires. 

	Further my skills of interviewing suspects.




	
	
	9
	
	6
	
	Completing my required attachment with the HUB will help further my knowledge of interviewing as this is one of the main aspects of their job. I could also request to attend training courses which allow you to become a higher level of interview trained. I am also currently requesting to attend interviews with other officers to further my experience. 


	Understand the role of CID officers better. 






	
	6
	
	
	5
	
	Request an attachment with CID to enable me to work from their point of view. I have also made an effort to speak with CID officers when specific crimes come in such as burglaries or serious assaults to establish their processes and what I can do to help. 
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