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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

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

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


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



ANSWER:

In this essay I will reflect on the impact of organisation culture within policing on my wellbeing and resilience. I will discuss certain risks of conforming to that culture and will inform the reader of the strategies used for maintaining my wellbeing and resilience. 

Due to my tutor being absent for a long period of my tutorship, I had to rely on my colleague’s knowledge and tactics on day-to-day tasks, non-emergency, and emergency call outs. In doing so, I was able to achieve Independent Patrol Status. I learned from the officers on my shift directly; experience ranging from officers with one years’ worth of service up to seventeen years’ worth of service. This gave me a better understanding of how things are done on the front line of policing, rather than the ‘perfect world scenario’ that is painted to a recruit during their university led training course. I felt it was important to focus on the positive influences of my team members and remain resilient and not become a part of any negative conversations that took place. 

As I was newly independent, I was able to bring fresh ideas to my team and a different outlook on certain scenarios by utilising my own previous experiences and tactics. Medhi in (2022) said that “Teamwork promotes maximising the sharing of knowledge and ideas” and Betari’s Box Model “illustrates how our attitudes and behaviours directly affect the attitudes and behaviours of other people around us”. This means that a capable team is nothing more than a group of people who complement each other’s different styles, so a capable police force should no different. I found that sharing my ideas and learning from the positive attitudes of those around me, helped to build my confidence and promote a healthy environment. 

By having a supportive team and with all of us working to the same required standard and goals in a demanding and challenging environment, it helped me to develop strong resilience and maintain my wellbeing. MIND (2021) tells us that “Team resilience is your team’s ability to withstand and overcome periods of extreme stress. It helps your team to plan for, manage and recover from challenges, it also involves supporting the mental wellbeing of those you work alongside, helping them to do their best in difficult circumstances”.


An organisational culture is “defined as the deeper level of assumptions and beliefs that are shared by members of an organisation, that operates and projects unconsciously on organisations view of itself and environment” (Grieve et al. 2007). Sherman (2019) considered that a ‘healthy organisational culture has its employees performing positively, employees know that they are valued and enjoy their working environment and are ready to give their best. However, a negative culture has the opposite effect.

	
· An organisational culture that doesn't value quality work gives the employees no reason to strive for quality.
· A culture that tolerates bad behaviour gives other employees license to behave the same way.
· Unhealthy organisational culture leaves employees feeling miserable, with decreased motivation to commit to their job.
· An unpleasant culture can increase employee turnover because nobody wants to stick around where they're miserable. If the culture becomes known outside the company, it may become harder to attract new recruits too. 

What Sherman (2019) states is correct, and there are benefits in the police promoting the right organisational culture; not only for their own employees but for the community an officer has been sworn to serve and protect. A police officer raised in an unhealthy organisational culture would not operate to a standard that the public hold the police accountable for and bad behaviours would breed. This would eventually lead to the loss of trust from the public something which is currently evident within the Metropolitan Police and supported by the independent review completed by Baroness Casey in 2023. 

The independent review by Baroness Casey in 2023 focused on the standards of behaviour and internal culture of the Metropolitan Police Service. It was rightfully unforgiving and at the heart of it was a clear unhealthy organisational culture. The report concluded that there was a severe lack of leadership which led to middle management delivering the same service that had been delivered to them previously, so no change, no growth. There was no workforce plan and no strategic assessment of the needs and skills of the organisation.  Frontline Response officers who were clearly under high levels of stress were not being assessed properly or supported and this allowed bad behaviours within the police officers to thrive, and any concerns raised against those officers were more likely to be dismissed than acted upon. 


What I have noted from Baroness Casey’s report perfectly illustrates what an unhealthy organisational culture can do to a police force and how conforming to the culture is detrimental to all involved. It is also contrary to the guidelines that the College of Policing published in January 2021 regarding promoting the right culture. The guideline states that “Chief officers should promote an organisational culture that encourages the public to participate in neighbourhood policing. They should take steps to ensure that all police contact with colleagues, partners and the public seeks to build trust and is consistent with procedural justice (requiring fair decision making and respectful treatment)”.

I believe that Gwent Police Force adheres to the guidelines set out by the College of Policing. They demand a culture that is right, fair and one that benefits the force and the community. It encourages officers from top to bottom to treat everyone with respect and integrity and encourages people to express their views and opinions. They also support the statement delivered in April 2022 but the College of Policing that “Chief Constables should ensure that the role of supervisors in supporting staff is understood, valued and delivered consistently”. 

Previously, I mentioned Betari’s Box Model in relation to how our attitudes and behaviours affect those around us. Upon reflection of my time within the Gwent Police thus far, I am fortunate that, from the Chief Constable to all police officers and staff we are consistent in our attitude, standard of behaviour and goals. I am also confident that if bad behaviours are displayed, these would be dealt with promptly. This is exactly what my wellbeing requires, and it builds my resilience to a demanding environment and job and ensures that my attitude and behaviour remains in line with my force. We all have an individual responsibility to ensure that we promote a healthy organisational culture. I will continue down my path of resilience by remembering that I am in an honoured and privileged position of power in which I am held accountable, not only to my seniors but to my colleagues, old in service and young and most importantly, the public. Everyone’s wellbeing depends on it, a weak link in a strong chain is all it takes to compromise that chain. 
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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:

For this essay, I will discuss an incident that I have been involved in and reflect upon how I made decisions in a complex and unpredictable circumstance by using dynamic risk assessments. I will evaluate decisions made during the incident and my use of the National Decision Model. 

Whilst on response, an emergency call came from control room asking any available officer to attend an address for an on-going domestic related incident. A female who was known to me from a previous call out regarding the same male was involved and was asking for help as the male had attacked her and was violently destroying her property. She also stated that the male was carrying a weapon. 

Whilst making my way to the scene, I reflected on the National Decision Model set out by the College of Policing to ensure that any decision that I made would be consistent with the standards of behaviour that is set out within the Code of Ethics (Blackstones. 2021), and I was adequately considering the risks and threat I was due to face. I took the opportunity to gather any further intelligence and information from the control room. Gathering information and intelligence is key to the start of any investigation or ongoing incident, it allows you to understand what has happened, what is currently happening and allows you to begin to form a risk assessment and a plan of action.  

The decision was made, that due to the dangerous nature of the emergency, that any attending officers should wait for back-up from Armed Response Units or as a minimum any response officers armed with taser capabilities. The male was also a known Domestic Abuse aggressor who had mental health problems along with drug and alcohol issues. The control room were concerned with this male’s state of mind and his potential capacity to cause serious injury to officers. 

I was the first officer to arrive in location and my vehicle side-windows were down so I could gather any evidence of shouting/screaming by my body worn video camera and start to assess the situation. At this time, I could hear the victim screaming. At this stage I had to undertake a dynamic risk assessment. A dynamic risk assessment describes the ‘assessment of risk in a rapidly changing environment at an incident where decisions are sometimes made in fast-moving situations, with incomplete or inaccurate information. It is a process not a control measure’ (National Fire Chiefs Council. 2023).

Once I had completed my assessment at the scene, I made the decision to go against recommended advice from the control room and exited the vehicle along with my colleague to proceed to the property on foot. We did not have taser capabilities, but both were willing to place ourselves in danger to save life or limb and protect a member of the public. Again, reflecting on the National Decision Model and making ethical and difficult decisions. 


Whilst approaching the property, the female made her-self known to us by appearing in the front doorway, she was distraught and appeared not to be seriously injured. Maintaining an adequate distance from the front door, I instructed her to walk to us to remove her from any immediate danger. This reduces the situational risk level and the male, who may still be armed and inside the property, could be left to the armed response unit who were rapidly making their way to the location thus alleviating any threat to my colleague and me. 

As the female reached us, she informed us that the male had fled from the property to the back garden that had access to the mountains and other people’s gardens. This meant that a male was armed with a weapon in a public domain. I instructed my colleague to place the female into the rear of our police vehicle and to stay with her to maintain her safety. I concluded that the male was unsighted, was carrying a weapon, remained in an unpredictable state and may refuse to willingly cooperate with the police. 

I entered the property, shouting “Police” in attempts that if the male had either re-entered the property or was within hearing distance then he may realise that giving himself up was the correct decision. I had prepared myself to use proportionate and necessary force if required to restrain the male should a threatening situation arise. I made my way to the rear garden and undertook a search of any outer buildings in case he was hiding in them and to see if I could see the male running toward the mountains or other people’s gardens. The male was not present and had fled the scene. 

I then conducted a search of the premises to make sure that he was not hiding in any rooms before instructing my colleague to take the female to our police station for her own safety. Other police units had arrived on location, so I was supported. At this time, my thought process was that we had an ongoing situation that was not in control at that stage and the female’s safety was paramount. I informed control room that a male was at large with a weapon and a brief description of what he was wearing at the time according to the female and the ongoing situation. Evidential photographs were obtained of the damage caused by the male. 

As I knew that the male lived close by with his mother and the female’s property was secured, I attended that address. Again, I had to undertake a risk assessment as I was aware that he carried a weapon.   On arrival, the male’s mother was informed of events and our need to search the property under Section 17 of the Police and Criminal Evidence Act 1984. The section allows entry for the purpose of arrest as I had reasonable grounds to believe that the male could be hiding within the property. It was my intention to initially arrest the male under Section 9 of the Theft Act 1968, for Burglary. A person is guilty of burglary if he enters any building or part of a building as a trespasser with intent to steal anything in the building or part of the building, inflict grievously bodily harm on any person therein or cause unlawful damage to the building or anything therein. 

The property was searched, and the male was not found, however his mother had phoned the male, who had answered and spoke with me. The male, who we had been informed by the female was under the influence of drink and drugs was extremely agitated and aggressive and was threatening to kill members of the public and himself. 

The Control Centre was immediately updated, and the National Police Air Service (NPAS) was dispatched along with a dog unit in order to locate this individual. The reason NPAS was dispatched was due to their ability to cover a large search area and their technical capabilities of using either infrared cameras to detect a heat source or it’s HD colour cameras that are able to give incredibly clear images of a subject. The police dog remains a tool that is unbeatable when searching for people in open areas with their ability to pick up or track scents. 

There was now a heavy police presence on the ground and an area search was being conducted, organised between armed response, the dog unit and NPAS. As this was going on, I remained in contact with the male via his mobile phone.

The male was still refusing to give himself up boasting of his knowledge of the area and that he had numerous friends who would be helping him to resist capture. He did state that he did not mean to say he would hurt any member of the public and I believed him, he also stated that he only meant to say that he would kill himself. Once again, I updated the Control room. The male then disconnected and turned off his telephone. Despite myself using conflict management skills taught to myself during training in attempts for himself to hand himself over and the recourses available to officers on the ground at that time, the male went into hiding, believed to be in one of the many houses in that location and remained undetected. We were unable to us Section 17 of PACE to searching every property on that vast housing estate as there were insufficient grounds to do so. As a result, he was placed on the priority arrest list. 

The female who was safe at the police station gave a statement of events but refrained from making a formal complaint due to her overall fear of the male and in my opinion his coercive control he had over her. Despite being assaulted and her property damaged, she was more worried for him and his mental well-being. The female was safety advised and taken to a property that was safe. During her time at the station, she consented to completing a Domestic Abuse Stalking and Harassment form which informed all relevant agencies that she was graded as being a high-risk victim of domestic abuse and the female will be given the support that she needs. I progressed the investigation as evidence led domestic abuse prosecution which has resulted in the male being remanded at His Majesty’s pleasure. 

To conclude, upon reflecting upon the incident and my decision making within a highly pressured situation, I am content with the decisions that I made. I followed the core operational duties which included (College of Policing 2023): 

· Protecting life and property
· Preserving order
· Preventing the commission of offence and
· Bringing offenders to justice 

My assessments and decisions at the time and subsequent recording of the incident, assisted in bringing the offender to justice. I acted at all times with professional confidence and due care. Whilst I went against the instructions of the control room to protect the female’s life or certainly to prevent her from being seriously harmed, I am confident that I adequately assessed the threat and developed a strategy that worked. I would have not made this decision if it was merely to protect her property. Everyday belongings can be replaced, a life cannot. 

By maintaining effective and clear communication with the control room, I was able to aide in the dispatch all relevant police resources to that area and give an efficient operation briefing on their arrival. This would have prevented any commission of further offences being undertaken by that male as he had no option but to go to ground and hide. 
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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:

For this essay, will evaluate theories of team dynamics as a means of developing team cohesion. I will consider the reasoning why and give a personal account of how inter-personal conflict occurs within a team and outline a strategy that I used to overcome this. I will also be considering how team dynamics within a police service can result in officers failing to comply with professional standards as was the case with the Metropolitan Police Force recently. 

One of the most famous theories of developing team cohesion is the Tuckman Team Model. This was proposed by psychologist Bruce Tuckman in 1965.  (Last.2023). The Tuckman Team Model comprises of four stages in which a team will progress through or in some cases stall at a certain stage. The four stages are, Forming, Storming, Norming and Performing. A stage known as Adjourning may come in later down the line. Out of each model I have read, which include the DICS Model, developed in 1928 by Dr.William Moulton Marston, the GRIP Model, developed in 1972 and the Thomas-Kilmann Conflict Mode Model, I believe this model fits into the workings of each police force. 

When a team is either formed or new members are added to that team, it is known as the ‘Forming’ stage. All members of that team are either trying to get to know each other and forming opinions. Everyone is putting their perfect self forward, are on their best behaviour and trying to make a good impression. It is during this stage that it is considered beneficial to organise a team bonding exercise or activity. This would allow the team to relax outside of a work environment.

Once the ‘Forming’ stage is considered complete, the team will move onto the ‘Storming’ stage. This stage is generally characterised as the conflict stage. A team who has been together may already be in the ‘Norming’ stage where clear roles and responsibility are already set but new member’s joining may feel that they are ready to challenge boundaries and want their strengths known as well as consider weaknesses in others. These newer team members may want to force their own individual ideas resulting in potential power struggles. It is important during this stage that natural leadership comes through and any hostilities that have come up are dealt with quickly. 

The ‘Norming’ stage follows if conflicts have been resolved and the team is working in a flexible manner with agreement and consensus throughout. This stage is where each team member feels valued and are happy to work independently but liaising throughout with other team members, allowing the team as a whole to work efficiently and effectively. It is during this stage that a team may either progress to the next stage or recede into the “Storming” stage. It may be worthwhile during this stage to re-introduce team building activities to maintain a healthy and moral balance. Team building can help to re-energise a team and create a ‘competitive spirit’ and is an opportunity for ‘growth and skills development’ (Fyfe.2022).

The ’Performing’ stage is essentially where the police force and the public need their officers operating within their shift teams. The team will have worked well together on various projects and investigations and developed systems that allow processes to run smoothly and efficiently. They have established a synergy. A performing team or team member will become noticed, and the stronger members may be tasked for promotion or to join another team to improve them, this is known as the ‘Adjourning’ stage, thus allowing the cycle to recommence, as it does in a police force. 

Teams will only progress to the Tuckman Team Model stage of ‘Performing’ if all team members share the same professionalism, work ethic, and strive to achieve the same goals.  If a team has a member who simply refuses to operate as the restthen a team will find itself following a model known as the Lencioni Model (Patrick Lencioni. 2005). This is unfortunately something that I have witnessed. 

The Lencioni model (2005) outlines five common problems and the impact on a team’s effectiveness and cohesion. It begins at stage one, a ‘lack of trust’.  Team members either do not trust each other or a certain member of the team and are unlikely to seek help from that member or in turn want to give help. A conflict arises and that member of the team creates a low level of comfort within the team. This results in the team not performing as effectively as it should do. 

The second stage is a ‘fear of conflict’. The team avoid conflict, avoid calling the individual team member out and create an artificial peace, this comes at a cost and the team are still unable to work efficiently or effectively. This leads to the third stage, ‘lack of commitment’ where members within that team fail to communicate with that team member or seek assistance from them. Potentially this could lead to either a deadline being missed or certain achievable results on investigations being delayed. 

Stage four and five for me run parallel; stage four is an ‘avoidance of accountability’ and stage five is a ‘inattention to results’. Due to the negative effects of this individual team member, it creates negativity in others too with team members becoming selfish and focusing on their own personal goals instead of being in the ‘Performing’ stage of the Tuckman Team Model. Members lose sight of not only the expected goals of the police force but the professional standards that, that organisation has set. 

What we want to achieve is a team cohesion based on the Tuckman Team Model and not the Lencioni Model. Firstly, we must understand why a conflict in a particular team arises in the first place. 

A team is made up of diverse individuals. In 2019 Prime Minister Boris Johnson pledged to recruit 20,000 new police officers in England and Wales (Home Office.2019). Recruiting large numbers ‘inevitably carries risks’ (Winsor.2022). Winsor continues in his review to add that there is a “heightened danger that people unsuited to policing may get through”. I have, unfortunately seen this with my own eyes as the police force is recruiting individuals who are barely out of their teens and have no life experience. Decision members behind the recruiting and training process are focused more on the completion of a degree rather than equipping new recruits with the necessary skill sets, tactics and decision-making capabilities to be able to maintain a safe working environment. Police officers have raised concerns of a “sea of change” in the profile of their forces and officers no longer being a true representation of their communities. (Dearden. 2022)

In March 2023, Baroness Casey of Blackstock DBE CB released a final report into the standard of behaviour and internal culture of the Metropolitan Police Service. Within the report the MET are accused of having a poor vetting, recruitment and training process, the MET like other forces have a work-based learning programme (PEQF).  Criticism was targeted toward senior staff and officers who were more interested in hitting recruitment target numbers than selecting the right recruits that would broaden the skill base that would contribute to a workforce plan.

If a team/shift is made up of a diverse background of previous work and life experiences, then a conflict regarding professional standards will always occur. I have experienced the childish behaviour of an officer who came straight from university, so having no previous work or life experience, create an uncomfortable tension by throwing cups and slamming keyboards because he was not allowed to leave work at a time that he expected too. I have also witnessed two young officers falling asleep on shift, I addressed all these incidents by speaking to the officers involved. I have witnessed a female officer, with a non-comparable working background and straight out of training being unable to assist her colleague who was being assaulted by a member of the public, because she froze – was scared. This led to conflict and that male officer refusing to work with her gain, the female officer was sent on a dealing with conflict course. The concerning and dangerous recruiting model of hitting a government set quota is exceptionally worrying and puts serving officers and the public in danger, highlighted by Winsor in 2022.

In order to overcome conflict within a team and to have a healthy team cohesion, it is important to implement a high standard of recruitment and training to ensure officers are a valuable resource to the force. It is also important to develop strategies to create a healthy working environment. In February 2023, Helen Wale wrote “Teams that remain united are more likely to succeed in the projects that they set out to do, whether it’s a sports team, a military unit, a fraternity group,  a group in the business sector.” (Wale.2023) 

Wale (2023) goes on to state that studies have shown that cohesiveness leads to increased productivity and better performance. This can be encouraged by recruiting with care and I have already touched on the police recruitment programme. Wale’s feels that everyone’s contribution must be valued, and I concur that a team’s performance will be enhanced if it draws on each members expertise and skill set.  We should empower each team member, allowing them autonomy with their own investigations and most importantly, a team must resolve any conflicts. A conflicting member is not feasible and must be removed if unwilling to get onboard with the team’s dynamic nature and goals. This remains a key component of a team’s cohesion that will lead to enhanced performance and that team being united, sharing similar attitudes and values. 

To conclude, as a Police Force it is essential that we all adhere to our Code of Ethics which sets out and defines the exemplary standards of behaviour that is expected. If a team or force falls into the Lencioni Model (2015) that we have discussed above due to inter-personal conflicts with that team, this will inevitably result in their standards of behaviour spreading. This is also alluded to in the Betari’s Box Model. We have considered the current situation within the Metropolitan Police Force and the potential consequences of targeted recruitment. We need to think back to what Wale’s stated about hiring and recruiting with care and that maintaining team cohesion and sharing similar attitudes and values will lead to enhanced performance. 
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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:


For this essay I will explain how information and intelligence plays a crucial role in the disruption of prevalent criminal activity on the roads within the United Kingdom. I will outline how the Automatic Number Plate Recognition system is a vital resource when tackling organised crime groups and county lines. 

At the end of September 2022, the RAC Foundation informs us that there were 40.8 million licences vehicles in the United Kingdom, with cars making up the majority. Licenced vehicles have increased yearly in all but two years since the end of the second world war. (RAC Foundation. 2023).

Road policing in England and Wales is provided by the 43 geographically based police forces, each led by a Chief Constable who is answerable to a locally elected Police and Crime Commissioner. (Brake. 2019)

With nearly 80% of domestic freight in the United Kingdom being transported by road, it was always going to be the case of what works for commerce, will work for criminals. (Department for Transport. 2020). Criminal gangs using our roads to smuggle weapons, drugs, counterfeit goods, even people into or around our country.

Local police forces along with the National Crime Agency, Border force and other enforcement agencies are focused in detecting and prosecuting these offenders whilst safeguarding any vulnerable people caught up in the acts. 


This is a difficult task due to the number of licenced vehicles using these countries road systems, criminals not resting on their laurels and evolving tactics and methods in counter measures to the latest law enforcement answers to combat this issue. 

In 2017, the National Crime Agency released a report into county lines violence, exploitation, and drug supply. (National Crime Agency. 2017) within this report they state the shocking figures of police forces reporting the transportation methods adopted by criminal groups. 

51% of police forces reported that criminal groups were using hire vehicles to conduct their illegal activities, 42% of police forces said that privately owned vehicles were being used, these privately owned cars belonging to crime group members, associates, girlfriends, or vulnerable people, whilst 33% of police forces stated that taxis were being utilised. Pool cars registered in fake names or in the details of local residents, who may not be known to the police were also reported. Surprising in 2017, only 2 police forces reported that stolen vehicles had been used to facilitate in these crimes.

Understanding that the task to disrupt prevalent criminal activity is a difficult one, we must look at means and methods to do so. The National Crime Agency along with Border Force work closely with the Police. The National Crime Agency recognising the importance of allowing Police and Crime Commissioners to access information and intelligence that they require in relation to activity to counter threats and serious organised crime, also using their specialist national capabilities that include covert intelligence and technical equipment to tackle serious and organised criminal groups that cannot reasonable be tackled by local police forces, for example, those groups with a significant national and international impact operating across several jurisdictions. 

The Border Force also shares information and intelligence with the Police and The National Crime Agency in an effort to secure our borders and disrupt any organised criminal crime groups from utilising our roads via our 140 seaports and airports, focusing on modern slavery and human trafficking, terrorism, firearms, and drug smuggling. (GOV.UK. 2019). Information that could be shared within agencies would be known identities and ages of gang members, including their rank structure within that gangs, associated vehicles linked to that gang, home addresses, cuckooed addresses, storage locations and which gangs or persons within those gang’s affiliate with other gangs or gang members. More importantly, any intelligence that would either be a threat to life or safety would be shared.  

By working closely with partner agencies and utilising Automatic Number Plate Recognition technology, the police may be able to form algorithms in tackling certain issues within our individual communities, county lines or foreign criminal gangs entering this country to conduct the illegal activity.

Automatic Number Plate Recognition (ANPR) technology was invented in 1976 in the United Kingdom, in 1993 the London Metropolitan Police implemented a ring of steel surrounding the city of London in a bid to end a series of terrorist bombings conducted by the Irish Republican Army (IRA). 
Today there are nearly 9,000 fixed ANPR cameras operating in the United Kingdom. It works by “taking a picture of a vehicle and uses software to identify characters in the registration number. Once it has “read” a number plate it’s converted into text data and sent to a central database to be recorded. The cameras are fitted with infra-red sensors. This is so they can get a clear capture of the number plate and avoid glare. They can also work at night; they are fitted with special software that allows the camera to look for the information it requires”. (Messagemaker Displays Ltd. 2023)


On a smaller scale we could disrupt criminal gangs using certain roads for the use of transportation of drugs. By having the information or Intelligence of what vehicles the gang are using we could task the ANPR cameras to notify the police whenever one of the vehicle registrations triggers a camera. This would allow for the Police to be notified when that vehicle would be active and the direction of travel. Under section 163 of the Road Traffic Act 1988, that vehicle would then be stopped, and the occupants and vehicle searched under the Police and Criminal Evidence Act 1984, any illegal items found would be seized and those responsible arrested.

If vehicle details are known but fixed ANPR cameras are not available in that area or the criminals are avoiding certain routes or have placed cloned number plates on their vehicles, then deploying police officers to undertake random Police National Computer checks in surrounding areas would result in various vehicles being pulled over for all sorts of offences, ranging from untaxed vehicles to vehicles not matching their vehicle registrations or an Action Report (ACT) may include the requirement to stop the vehicle. 

Interestingly, in 2002 the Home Office provided 9 police forces with a mobile ANPR unit for a six-month pilot period. Those forces were North Wales, West Yorkshire, Greater Manchester, Staffordshire, West Midlands, Northamptonshire, Avon & Somerset, Kent and the Metropolitan. The results showed the Home Office that officers operating as part of the ANPR enabled intercept team would expect to make approximately 100 arrests per year, that is 10 time the national average of an officer operating without ANPR. During this period, they also recovered 11 stolen vehicles valued at £68,000, recovered stolen goods on three occasions at a total of £23,000, seized drugs on several occasions with a street value of £3,300 and seizing two offensive weapons/firearms. (PA Consulting Group. 2001)

Implementing this across all forces full time would allow the police to be a presence that would certainly disrupt criminal activity, it wouldn’t stop it, so we must look to utilise Automatic Number Plate Recognition technology on a larger scale and deploy them within a larger investigative operation.  

On a larger scaled operation, for example human trafficking/modern slavery, the National Crime Agency would receive intelligence that human beings are to be smuggled into a port in England, Dover, in the rear of a Heavy Goods Vehicle. This may have been obtained via a Covert Human Intelligence Source (CHIS). 

By all agencies (NCA, Border Force and the Police) liaising together, an agreed operation would be planned in order to target the leading members of the Organised Criminal Gangs (OCG) rather than just stopping the vehicle at the first point of contact and arresting the driver which again would be disruptive for the criminal gangs, beneficial for those being trafficked but would not tackle the larger picture.  

The vehicle would be allowed to arrive at Dover and would be processed as normal, no search would be undertaken of that vehicle and the vehicle would be free to travel from the port. 

Police would have obtained authorisation to conduct surveillance operations under the Regulation of Investigatory Powers Act 2000 (RIPA) and would start to follow the vehicle. This could be undertaken via mobile surveillance units in cars and motorbikes. National Police Air Service (NPAS) may also be used but depending on the surveillance awareness level of the criminal group this may not be an option. The HGV may have also been tagged with a tracking device at the port.
 

If we have intelligence to suggest where the vehicle is heading and the possible gang members involved, courteous of the CHIS, we could look to have the ANPR cameras in that area detect any associated vehicle movements and identify the driver and front passenger that may tie into the operation, thus allowing us to either pre-arrest or arrest on the HGV’s arrival. Officers would then seize any evidence such as mobile phones, computers and the vehicle. Property searches would then be undertaken. The fact that the vehicle would have been recorded in certain areas by ANPR cameras would certainly leave the driver and passengers with a number of questions to answer and would assist the police in linking them to the site and HGV, especially if it were a rural location.   

Upon the HGV arriving at its pre-planned destination, the police would arrest relevant parties, safeguard the vulnerable victims, and progress the operation into an investigation targeting the “unseen” criminals who organised the activity. 

All information and intelligence obtained by the police would be shared with the relevant agencies, allowing us to continue to work in unison in our efforts to disrupt criminal activity. 

To conclude, by utilising information and intelligence alongside the use of Automatic Number Plate Recognition systems, – the police can not only disrupt criminal activity but bring to justice all involved and hopefully eradicating it in the near future. 
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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 
 
 At this stage in an officer’s career, it is to my belief that the knowledge that an officer holds should be between the 5-7 rating. 

Officers should be able at the very minimum to take an initial call from the ops room and understand the offences and circumstances that are being reported. 

The officers should then have the knowledge to ask the ops room key questions regarding the tasking, for example; warning markers on any known persons or addresses. 

On arrival the officer should display the knowledge of how to deal with the situation and any resource available to them. They should understand if an offence has been committed and if arresting for that offence, if it meets code G in PACE. 

The officer should, with ease, be able to search and transfer to the person to custody and have a seamless booking in process. 

The officer should then be able to complete all taskings via NICHE.

The officer should understand the Golden hour principles and have all information, intelligence and interview pack planned and prepared ready to either undertake the interview or to pass it over to the next shift. This is all dependant on time and the detained persons state. 

Following the interview, the officer should have the knowledge of the next steps. NFA, Bail for CPS advice ect. 

Whilst the officer should have a decent knowledge of the above, he or she may still be prepared to ask questions of senior officers or their shift Sgt. 


 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
   X
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
 X
	High 
8-10 
	 
I believe I am at this stage of my career.

I tend not to be fazed by any tasking that I am either required to undertake or respond to my myself. 

I am comfortable with taking diary car appointments, responding to routine/priority and emergency calls.

I am comfortable with the booking in process of a newly arrested person as well as either putting an interview plan and aide memoir together.

I am comfortable with interviewing a detained person and dealing with their solicitor. I am also unfazed with any type of interview that I may be presented with, prepared statement, no comment or full confession. 

I am also comfortable when organising and undertaking VA interviews. 

The development of knowledge that I am working on is the part where after the detained person has been bailed for CPS advice. I would like to understand more regarding this process. I  will do this via online learning, speaking to my senior officers on shift and speaking to my shift Sgt. 





	SKILLS 
 
 
 Whilst I believe that the police force would require all officers at this part of their career to be between the 5-7 mark, I would state that their own training programme is inadequate for this.

Officers should be demonstrating the basic skills required to deal with situations, for example; using effective communication, getting hands on when required and completing a successful arrest. 

Officers should be driving to an effective standard and level. 

Officers should be ready to deploy and be competent in using their tasers, spray or baton if required. 

Officers should demonstrate a basic skill and fitness level when deployed on foot to be able to not only pursue a fleeing person, but to actively either keep up with them or be able to utilise resources into being deployed/directed onto that fleeing person location. 



 


 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

  X


	High 
8-10 
	Low 
1-4

  X 
	Med 
5-7 

  X


	High 
8-10 
	 


 It is in my opinion that the training programme falls short in this area, it appears to be focused more heavily on the knowledge side of policing rather than the skills/tactics and basic officer safety that is required. 

 I have witnessed younger officers flinch or failing to re-act with any conviction when dealing with aggressive members of the public. I have seen an officer hurt because of a newly trained officer failing to demonstrate any level of skill when dealing with a member of the public attacking her partner/fellow officer.

It is clear that some officers do not hold or maintain a level of fitness that should be seen as a basic skill set requirement in the police, I mean the basic level of fitness (bleep test) is so low that it is woeful and extremely worrying that a professional force considers this to be acceptable. 

I myself come from a military background, so I am very comfortable regarding tactical communications both verbal and body gestures. 

I am extremely comfortable in getting hands on and dealing with either passive or aggressive members of the public. 

At 41 years of age, I am still maintaining a fitness level that I believe should be required to be a PC, finishing another marathon this year. 

Development needed for myself, which I should already have: 

I should be blue light trained. The amount of time officers spend during training learning definitions for everything under the sun is unnecessary, this time should be spent in having a student officer 100% ready to go. At this time, I am unable to respond to an emergency call quickly enough because I am insufficiently trained. 

All officers should be at the very least taser trained. I have applied to undertake the course. I will hopefully be accepted onto a course.

 The ever-growing threat of terrorism and other members of the public not only feeling comfortable in attacking emergency workers but carrying knives and other weapons only goes to demonstrate the need to be taser trained in todays policing. 

Whilst I have been told that the force are reluctant to spend money on the resources needed to have all officers taser trained or blue light trained because that of the threat that at this stage in their career, that officer may leave the police. 

I can only then see a problem with the recruitment/vetting stage. Rather than concentrating on trying to hit number quotas or making things easier for people to become police officers, perhaps we should be looking for quality over quantity. This will only benefit the force and the public. 










	EXPERIENCE 
 
 
 The police would expect that by this stage of your career that officers should have gathered a certain level of experience due to the vast number of calls that they have had to undertake. 

They should be able to aide less experienced officers straight out of training.

The officer should have the experience in dealing with members of the public and be able to inform them of the likelihood of the progression of their complaint.

Officers should be able to start, progress and complete basic investigations without the aide of senior officers or shift Sgt’s.
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7

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

 X
	High 
8-10 
	 


 I believe that I am operating at a level expected of myself from the force. 

I am comfortable working alone or taking a newer member of my shift out on patrol or under my wing and assist them in their own investigations. 

I believe I hold the level of experience needed when dealing with members of the public and their complaints. I am able to liaise effectively with them and either inform them that their complaints will manifest into an investigation or not and offer them other potential routes/progression. 

With undertaking more work and putting myself forward for more calls will only progress my own experience. 

I do find it useful when comparing what I have done to what a senior officer or Sgt would have done. 

Completing more relevant courses to my role is a route that I will progress. 
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