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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 after achieving Independent Patrol Status. I’ll also discuss the dangers of conforming to organisational culture and demonstrate the strategies I have used for maintaining my wellbeing and resilience. In order to reflect on my experience, I plan to use the Gibbs reflective cycle, (The University of Edinburgh, 2020).

Cancialosi (2017), defines organisational culture in many industries, including business, as the underlying beliefs, assumptions, values, and ways of interacting that contribute to an organisation’s unique social and psychological environment; however, this differs from how the Police view organisational culture.
According to Farkas, Sallai and Krauzer (2020), organisational culture within the Police can often be described using the iceberg metaphor because some of the elements are clearly visible but most of the background factors require deeper analysis to understand. Police Officers work in a unique work environment with distinct organisational and occupational environments. It is made even more difficult by the fact that their work is one of the most stressful in the world: on the one hand, it necessitates tolerating numerous conflicts, while on the other hand, it strengthens groups.

Obtaining Independent Patrol Status was a significant accomplishment in my Policing career. I had the safety net of being in a training environment previously, and once passing out of training, I had the safety net of my tutor during tutorship. This is where I could refine my skills and knowledge and apply what I had learned during training knowing that if I made a bad decision, my tutor would be able to correct me and point me in the right direction. 





Because I now have Independent Patrol Status, every decision I make must be justified and proportionate to the situation, legal, and in accordance with policies and procedures. For me, the role’s reflective aspect raises more questions than the actions I took. I frequently ask myself, “what if I had done this?” and “could I have done that better?”. I try to be as impartial as possible during every call I attend, and believe I follow the Police code of ethics, values, and gold standards that I have learned and become accustomed to during training. 

To be able to cope with such a variable job role has its drawbacks, where resilience and wellbeing are sometimes pushed to their limits. According to Civilotti, Di Fini and Maran (2021), although Police Officers develop a level of tolerance over time, this does not mean they are immune to the effects of trauma. Police officers work in an environment marked by high organisational demand such as responding to multiple tasks, patrolling the streets, lack of resources and lack of public support. As a direct result of their employment, they may be subjected to violence in this environment. 

The role of a Police Officer frequently requires them to work later than expected, for example, to process a prisoner, collect evidence from a scene or to finalise paperwork. Officers also work long hours with no rest breaks/ food breaks. 
Officers are also subject to having their rest days cancelled in line with working demands or their shift patterns changed with little notice. 

There are numerous coping mechanisms available to Police officers for dealing with stressful and traumatic situations; some may not work for some, whilst for others it may. I am the dad of two young children, ages 14 and 7. Due to work constraints, shift patterns, and school hours, I do not get to spend much time with them during the majority of my working week. On my rest days, I spend as much time as possible with them and my partner. I make certain that we either take a long walk along the beach or go swimming together as a family. This way, I can ensure that I switch off from Policing and focus on the people who matter to me most.

My method will not work for officers who do not have a family life to fall back on. Mind (2022) have identified some effective coping strategies for police officers. They suggest setting an achievable target outside of work to work towards with a non-work-related goal, try some physical activity, speak with someone outside of work, try a mindfulness exercise or spend some time with nature. 

One particularly difficult incident I found hard to deal with and could have had a long-lasting negative effect on my wellbeing and mental health was when my colleague and I were called to conduct a welfare check on a male who hadn’t been seen by his family in days. When we arrived at the address, we discovered a semi-naked male unconscious on the kitchen floor, covered in blood. The male had clearly attempted suicide by cutting his wrists. My colleague immediately requested medical assistance over the Police radio, while I quartered the male’s arms to help stop the bleeding. 



The male’s lips turned blue, and no pulse could not be felt in his neck area. Due to a lack of availability, the paramedics were travelling from the Cardiff area, so I knew we’d have at least a 20-minute wait before medical experts arrived. I instructed my colleague to keep both the males’ arms in the air whilst I conducted chest compressions and mouth to mouth. About after five minutes of CPR, the male began to breathe for himself however his pulse was extremely weak. I set him into the recovery position. Paramedics arrived moments later and placed the male onto a drip and life support apparatus before transporting him to hospital. 

The incident progressed from a general welfare call to a life-saving event. Initially due to the time of day, I assumed we would find the male asleep in bed or would have disturbed him from his sleep; however, when I saw the male laying in a pool of blood, adrenaline and first aid training kicked in without thinking about it. My colleague and I were both saturated in the males’ blood however we both worked to the best that we could have that evening and saved the males life. 
Despite our relief that the male was now in the best place possible, my colleague and I found ourselves bantering over who would use the Police stations shower facilities first. This demonstrates teamwork and a camaraderie and willingness of both of us to deal with any situation that arises.
We also joked that we would both need the services of Trim in the morning, Trim (Trauma RISK Management) is a service provided by the South Wales Police Force that provides in-house counselling to officers involved in traumatic incidents (South Wales Police, 2019).  
If I were faced with a similar situation again, I do not think I would do anything differently. This emphasises that “learning by doing” is a way to actively self-assess and improve as highlighted in the Gibbs reflective cycle. 

In conclusion to this essay, I have investigated what organisational culture is within the Police Force and how to use coping strategies to become resilient and ensure my own wellbeing at work. 
I detailed an incident in which my colleague and I were in a life-or-death situation and how we dealt with it mentally. Incidents within the Police Force are very rarely the same, but I am confident that if a situation like this arose again, I would be comfortable with how I handled it.  

Total Word Count: 1237
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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:

Decision making is a critical skill for all police officers, and it must be done quickly, ethically, and professionally at every call that is attended. Regardless of the first impressions, a police officer’s decision can have an impact on a person’s life, both positively and negatively. 

In this essay, I will reflect on the decisions I have made during a complex and unpredictable situation, using the National Decision Model and dynamically risk assessing throughout, which resulted in a resolution for all parties involved.
 
My essay will describe the effectiveness of dynamically risk assessing the incident while detailing the National Decision Model and evaluating how it was used throughout. Throughout, this I will highlight my thought process. Finally, I will consider my actions and how they impact the people involved in the incident.

As a reflection tool, I will employ Gibbs’ Reflective Cycle as a reflection tool. Graham Gibbs created this in 1988 to structure learning from experiences. It provides a framework for analysing experiences, allowing you to learn from things that went well or poorly (The University of Edinburgh, 2020).

The police service has adopted the National Decision Model to assist everyone in policing in making decisions and to provide a framework in which decisions can be examined and challenged, both during and after an incident.

The Police Code of Ethics serves as the touchstone for all decision making in the model. Using the model encourages officers to follow the Code of Ethics and use their discretion where necessary. It also reduces risk aversion and balances resource allocation against demand, threat, and risk. The National Decision Model is unique to Policing (College of Policing, 2022).

During this incident, I used dynamic risk assessment to identify, control, and monitor risk to myself and those around me.  
Dynamic risk assessments enable you to quickly assess changing work environments so that you can continue to carry out your duties safely. It is the continuous observation and analysis of risks and hazards in a changing or high-risk environment. This enables workers to quickly identify and eliminate new risks. Formal risk assessments are planned ahead of time, whereas dynamic risk assessments are ‘dynamic’ or ever-changing and are performed on the spot by an individual when they enter a new environment or their current environment changes (Martinelli, 2019).

The example I am going to use is a domestic violence related incident in which both the victim and the suspect were Polish. The victim spoke a little broken English, but the suspect did not. In due course, I will discuss the incident’s complexities and unpredictable nature.

Prior to joining South Wales Police and during my initial training, I saw domestic violence as a crime that went unnoticed by the public, one in which the victim was generally female and the perpetrator was generally male, and in which violence was always used. However, I now understand that domestic abuse and violence can take many forms. Physical and sexual assaults, or threats to commit them, are the most common types, and they are typically the actions that alert others to the problem. The Power and Control wheel is a particularly helpful tool for understanding the overall pattern of abusive and violent behaviours used by an abuser to establish and maintain control over his or her partner or any other victim in the household (United Nations, 2020) 

Deluth’s Power and Control wheel emphasises eight key points for understanding and identifying the overall pattern of abusive and violent behaviour. They are as follows:- 

Emotional Abuse
Financial Abuse
Using Coercion and Threats
Using Intimidation
Using Male Privilege
Using Children
Minimizing, Denying and Blaming
Using Isolation
(Domestic Abuse Intervention Programs, 2015)






My attendance at a report of an abandoned 999 call is the incident on which I will reflect on.
An abandoned call occurs when a caller intentionally or unintentionally dials 999 and then hangs up or remains silent. Abandoned calls are filtered by emergency operators, BT, and Cable and Wireless before being disconnected or forwarded to police. The operator will ask “which service do you require”? If no one answers, the operator will ask “Do you need police, fire or ambulance?” If no response is received, the operator will ask the caller to press the keypad or make a noise if they require assistance.
When a call is abandoned, the caller requests police assistance, and the all is routed to police. When the call is dropped, either while waiting for connection or while on the line with police, it is checked by police and the caller is called back. If no one responds, the police will most likely attend the address where the call was made from (Wikipedia, 2022).

I arrived at the residence, where there was no answer at the front door and the property was in darkness. There was still no response after several knocks on the door and shouting through the letterbox. I was aware that the call had been made to the Police from this address. 
Following the NDM, the second stage is to assess the threat and develop a working strategy after gathering information and intelligence in the first stage. At this point I am thinking, is the reporting person still inside the property. Are they in immediate danger? Is there a danger to life? I had gathered enough information to believe the reporting person was inside the premises.  
The third and fourth sections of the NDM are to consider the powers and policies available, as well as identify options and contingencies. Powers and alternative options were considered. I felt I had sufficient reason to force entry into the property without the homeowner’s consent and requested over the radio for a Method of Entry trained officer to assist in gathering entry into the property.

The creation of a breach in business or residential premises through which officers can pass without compromising safety or initiative to carry out a lawful operation or duty is known as a method of entry (MoE). A MoE forced entry is defined as: entering a property without the consent of the occupier through the use of force (Method of entry policy, 2019).

Upon forcing entry, I identified myself as a police officer to make myself heard. I could hear movement coming from the downstairs living room. The door was opened, and I saw a male with his arm around the neck of a female who had red around her eyes and appeared to have been crying. 

I dynamically risk assessed the situation. A fireplace with a large samurai sword attached to the wall for decoration and a handful of flick knives on the table in front of the couple were visible.  
With this in mind, the male was ordered to make his hands visible to officers, but he did not understand because he did not speak English. I could see one arm around the female’s neck, but the other was out of sight. 
I reached for my PAVA spray and told him again to raise his hands, if he didn’t raise his hands, he’d be sprayed with PAVA spray. 
He was ordered again to raise his hands and the female translated in Polish for him to do so. 
He raised his hands up and I quickly placed the male in handcuffs. This was not to arrest the male, but rather to detain him until I could gather enough information to determine the best course of action. 
I escorted the male into the next room to question while the female spoke with my colleague. I used Google Translate on my work phone to ask questions in Polish because the male couldn’t speak English. Although this method was not ideal, it was useful in this situation.
 
I checked the male’s background on the Police National Database and NICHE to identify if the male had a criminal history. This can also be conducted on vehicles and addresses throughout the UK. The male and female were not linked to the address as they had recently moved in, therefore no markers were present. This can be additional information to help assess the risk posed by a person. 
 
After some questioning it became apparent that the female was upset due to the recent passing of her father in Poland. The couple had been on the sofa watching a movie when she accidentally sat on her phone and called 999 in error. 
I spoke with my colleague, who confirmed that the female's account corresponded to the male’s account. I removed the handcuffs from the male and explained the reasons for my actions to him. He was happy with the Police response and understood the nature and potential severity of the call. 
I spoke at length to the female to justify the action that I had taken to protect a potential victim. This would form part of stage 5 of the NDM where action had been taken and actions reviewed. 
Although the female was initially upset by the Police action taken, she could see the decision-making obstacles I had to overcome in order to achieve the result. She was pleased with Police response and said she felt safe knowing that if she ever needed to make a silent 999 call, the police would respond quickly, effectively, and professionally. 

The Code of Ethics is the heart of the NDM. These outline the principles and standards of professional behaviour that Police Officers are expected to uphold, as well as the standards of behaviour that they are expected to meet. 

I had to make decisions in a complex and unpredictable environment while constantly dynamically risk assessing throughout the situation. The victim’s unknown safety was, in my opinion, the most important yet difficult aspect of this incident. Members of the public frequently contact 999 for a reason requiring an immediate response where they require assistance. Fortunately, this was a genuine error on the part of the female.  

Overall, I am satisfied with the actions that I took to force entry into the property in order to protect a vulnerable person. In future, I might be quicker to make the decision to force entry into the property. Although I was hesitant at first and wondered if I was making the correct decision, I believe I arrived at the correct conclusion whilst remaining calm and professional.

Total Word Count: 1709
 
Task 3

Relevant areas of the National Policing Curriculum: 
Maintaining Professional Standards, Leadership and Team-working

	
Evaluate theories of team dynamics as a means of developing team cohesion (reasons why some teams cannot function, theories and models relating to team dynamics, ways to improve team cohesion).

Consider why inter-personal conflict can occur within a team and outline what strategies can be adopted to enhance individual and team performance. 

Consider how team dynamics within the police service can result in failing to comply with professional standards requirements (Code of Ethics, policies, procedures, protocols or legislation).


1750 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

Team dynamics are essential for working as a team to achieve a common goal. Teams cannot function efficiently or effectively unless they have strong team dynamics and cohesion. In this task I will evaluate team dynamics theories as a means of developing team cohesion and explain reasons why some teams are unable to function due to lack of team dynamics.

To begin, it is critical to define the term “team dynamics”. According to Myers (2013), team dynamics are an essential part of the workplace. They can have a significant impact on employee retention rates, whether employees enjoy their work, individual and team performance and company’s reputation. However, team dynamics are frequently overlooked or ignored. This can have a significant impact on how the team functions. Team dynamics are the unconscious, psychological forces that shape a team’s behaviour and performance. They are formed as a result of the nature of the team’s work, the personalities of the team members, their working relationships with other members and the environment in which the team works. 

Due to the similarity of members’ interests, group size, shared success, and threat of external competitors, team cohesion can also affect team dynamics. When new recruits join the Police Force, they are often faced with the challenge of establishing new relationships and building cohesion. According to research (Lakhmani et al., 2022) the process in which several factors determine the extent to which one member will like his/her teammates, similar to how two strangers attract each other. At this early stage in the psychological research of interpersonal attraction, three factors have been identified: psychological similarity, shared social activities, and reciprocal liking. 

According to Burns and Sorensen’s (2021) research, there are three major reasons why teams fail. 

Mistrust: Teams fail when members feel uneasy and psychologically unsafe. They are unable to freely share their thoughts with their fellow teammates which can erode trust and begin to fracture the foundation of an effective team. When members engage in dysfunctional or ineffective behaviour. 

Misfunction: When team members engage in dysfunctional or unproductive behaviour, the team fails. Having a team member who is outspoken about their own opinions, has a negative influence on other teammates, and demonstrates poor leadership skills can have a significant impact on team morale, leading to negativity, frustration, burnout, and even staff turnover. 

Misalignment: teams fail when everyone believes they are in the same mindset as one another, but they are not. For example, all team members must be on the same page regarding team goals, timelines, work roles and how and when to communicate. Misaligned members can cause confusion and false assumptions, resulting in lower-quality work and missed deadlines.

Tuckman’s model is one of the most well-known models for team development. It was developed in 1965 by psychologist Bruce Tuckman and specifies the typical order of the group development phases. However, group development can sometimes take a different path. Although interpersonal exploration is frequently required for group cohesion and effective performance, this pattern is not universal. Some groups are able to avoid certain stages; others progress through the stages in different order; and still others appear to develop in ways that cannot be described by Tuckman’s five stages (Forsyth, 2018). 

The model itself is made up of five components. Forming, Storming, Norming, Performing and Adjourning.
The first stage, forming, is characterised by each team member focusing solely on the leader, accepting only the leader’s guidance and authority while maintaining a polite but distant relationship with others. The team has yet to gel with one another. Individuals are attempting to establish themselves within the group. There may be some past experiences which may lead to some clinging to their old ways if their experience was positive and may lead to suspicion or apathy if the experience was negative. 

The storming stage is a trying time for everyone. Conflict is most likely to arise when team members begin to feel they are part of the team. Team members are more concerned with the impression they are making than the project in hand; they want to be respected, they struggle with feelings of inadequacy, they wonder who still support or undermine them, and, most importantly, they want to prove to the leader their value to the team. This can happen if the team’s performance suffers.

Tuckman’s five-stage team development model includes Norming as the third stage. This is the point at which the entire team finally clicks into place and begins to make big decisions, new ideas become reality, risks are taken, and failure is viewed as simply another step on the path to success. Roles and relationships are now established, allowing people to focus on the skills that drew them to the team in the first place.

The fourth stage is performing, which is where all the previous stages come together to form an effective, efficient, and talented team. Team members are collaborating seamlessly, with plenty of healthy conflict that does not harm the relationships’ fabric. Finally, effective collaboration results in performance. 

The final stage, adjourning, was added to the model in 1977 and is about bringing a sense of closure to the team, either by completing the project or by the team being disbanded. This is a time for reflection, when some people may look back and see how far they have come.
The process will be restarted with the addition of new team members and new projects (Wilson, 2020).

Although Tuckman’s Model is a good example of a development model, I am not sure it reflects an “every-day” working scenario. Tuckman has not specified any timescales or dates for when a team should progress from one stage to the next.I have experienced from my previous retail experience; the team was ever evolving due to seasonal demand. For example, periods leading up to Christmas, the team would be strengthened by part time, temporary team members who would be employed for 12 weeks only. Other periods of the year team members would be set individual targets where they would manage their own sections throughout the store. In this case the team may never pass the storming stage of the model.   

There are numerous reasons why some teams fail to function, resulting in poor team performance that can have a negative impact on the business or on public perception. According to Rajagopal (2020), poor communication or lack of communication is a major reason for teams to underperform. People are unlikely to understand the tasks they are expected to complete without effective communication. 
Rajagopal (2020) emphasises ineffective leadership as failing to communicate, delegate effectively, keep teams focused and energised, and solicit regular feedback. 
A lack of formal training may be to blame when team members struggle to perform tasks or function as part of a team. Many team members may be unaware of what is expected of them, resulting in failure to deliver the desired results. 

There are numerous ways to improve team cohesion across all employment industries, including the Police force. For me the most important point is to be provided with adequate training and have an achievable development plan. Team members who are confident in their abilities are more likely to interact with other team members more productively and complete their tasks more efficiently. 
Within the Police there is a clear divide where some team members have been in the role for many years, and others (like me) are relatively new. Most experienced officers are willing to offer their assistance and knowledge to tasks that seem daunting to newly recruited officers however, this can sometimes lead to conflict due to helping becoming a chore and viewed as additional workload. 


Other reasons for team conflict include personality clashes, competition, jealousy, and rivalry. According to Cranston (2020), there are numerous strategies for resolving workplace conflict, including:

Clarifying what is the source of the conflict. 
Listen actively and let everyone have their say.
Investigate the situation.
Communicate openly.
Determine ways to meet a common goal.
Agree on best solution outcomes.

For me, leadership and team cohesion are about inclusion and motivation. Where the leader includes every team member regardless of experience and can motivate everyone towards a common goal. Leadership is not about having the most knowledge to complete a task or having the most years of service, but about being able to value each team member through recognition at the end of the shift in the form of a thank you. This is the most favourable leadership style I have encountered.

The principle of Policing by consent is based on the public’s trust and confidence in the police service and the wider law enforcement community. Professional Standards Departments (PSDs) can help to keep that trust and confidence in place. Complaints and misconduct can undermine trust and confidence; therefore, issues must be addressed openly and forcefully in accordance with the Code of Ethics. (College of Policing, 2022b). 
Officers are sworn into service and promise to always follow the Code of Ethics ensuring everyone is treated appropriately, professionally, and fairly without discrimination. 

Unfortunately, recent media reports indicate that a group of Police Officers were investigated over alleged discriminatory, derogatory, or pornographic messages shared via a WhatsApp group, while other Metropolitan Officers shared WhatsApp messages praising a male Police Officer who “got away with rape”. 
According to the tribunal, the WhatsApp group included eight serving officers, one of whom was a former sergeant (Dodd, 2023). 
The IOPC has now completed its investigation, and all eight officers were found to have violated Police standards of professional behaviour for discreditable conduct, authority, respect, and courtesy, challenging and reporting improper behaviour, and equality and diversity. 

During the investigation, over 6000 messages were analysed which included racist and homophobic remarks, as well as derogatory remarks directed at domestic abuse victims, people with disabilities, and women (IOPC, 2022). 

This demonstrates how an isolated incident involving a small group of Officers acting unprofessionally and in violation of the Code of Ethics, has a negative impact not only on the Metropolitan Police Service, but on all Police Officers and forces across the United Kingdom. The Police have now been labelled as being institutionally racist and homophobic by mainstream media, however, I believe this was an isolated incident which was rightly brought to the attention of mainstream media and dealt with by the necessary means. 
Word Count: 1712

   

   

    
  
  













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:

In this essay, I will explain how information and intelligence can be used to disrupt more prevalent criminal activity through effective road policing. I will also discuss how automatic licence plate recognition can be used as an investigative resource to disrupt criminal activity. 

According to Grieco (2014) evidence-based policing (EBP) requires police officers, supervisors, and command staff to be as knowledgeable as possible about what tactics and strategies work best to combat crime in order to make good decisions whilst patrolling or conducting investigations. EBP elevates the importance of crime analysis in everyday policing. Understanding how crime clusters geographically and temporally, as well as which environmental and situational factors attract opportunities for crime.  

In Policing, the term “information” refers to all information obtained, recorded, or processed for policing purposes. It includes processed information (also known as data, including personal data) and information that has been evaluated (known as intelligence). Police officers gather information that is necessary for policing. The legal basis for the collecting, recording, evaluating, sharing, and retaining information is for policing purposes. Information is gathered in one of three ways:

· Routine collection
· Tasked information
· Volunteered information.

Routine collection refers to information gathered as part of routine operational policing activities. This is information from attending emergency 999 calls, arrests, stop and search, or completing targeted patrols.  

Tasked information is a prioritised collection of information concerned with problems and subjects. Tasked information may be accessed from many sources including CCTV systems, Internal and external databases, Covert human intelligence sources (CHIS) and Automatic number plate recognition systems (ANPR).

Volunteered information is typically gathered from members of the general public, community sources, and partner agencies. It refers to any information received that was not obtained through routine or tasked collection. 

Intelligence is generally defined as information derived from multiple sources that has been recorded, graded, and evaluated to determine its worth. 
The Proceeds of Crime Act 2002 allows for the acquisition of certain types of information, particularly financial information. Certain occupational groups, such as bank managers and solicitors, are required to report the handling of large sums of money where there is no justification on the customer’s terms, as this may indicate criminal activity.
 
Counterterrorism employs a wide range of intelligence-gathering techniques. Intelligence can be gathered in a variety of ways, but in its most basic form, a member of the public may choose to report suspicious activity, or intelligence can be gathered from routine police attendance at calls, or when conducting stop and searches. The intelligence gathered will be shared among UK police forces that work closely with security and intelligence agencies to prevent, deter, and investigate terrorist activity as part of counter-terrorism policing (Bryant and Bryant, 2019). 

According to The National Crime Agency (2019), “tactical intelligence informs us of emerging threats and methodologies being employed by serious organised crime groups affecting the UK.” As an example, this could be the routes used by an organised crime group to traffic firearms into the UK and how they avoid detection at the border.

Automatic Number Plate Recognition (ANPR) technology is a powerful tool for detecting, deterring, and disrupting criminal activity on a local, force, regional, and national scale. As a vehicle passes an ANPR camera, it recognises vehicle registration marks and instantly compares them against database records of vehicles of interest. This provides a tactical option for Police officers to stop a vehicle, speak with the drivers and, if necessary, make arrests.  
ANPR’s will also identify a vehicle of interest based on the number plate it is displaying. 
Currently, ANPR’s across the UK submit an average of 60 million ANPR records per day to national ANPR systems. 
ANPR systems are linked to a reading device (NRD) which collects data and stores it on the NAS database. 

The use of ANPR camera systems is crucial in the detection and disruption of criminal activity in particular child sexual exploitation, drug smuggling, human trafficking, counterfeit goods, county lines and organised crime gangs. This is due to the relatively fluid movement of the activity that attracts these types of crimes. Motor vehicles are the most convenient means of transporting drugs, illegal contraband, and trafficked people. 

According to research conducted by the National Crime Agency (2017), 42% of forces reported the use of criminal’s own vehicles in county lines violence, exploitation, and drug supply, while the use of hire cars is on the increase. Cars owned by group members, associates, girlfriends, or vulnerable individuals are frequently used. Road networks remain a key component in the facilitation of county lines drug supply, used to transport drugs and money between the urban hub and rural marketplace.  
Effective responses frequently involve the close collaboration among various forces as well as the effective use of monitoring techniques such as ANPR and CCTV to identify, track and potentially apprehend potential county lines suspects.

In investigations, ANPR provides valuable information. It can be useful when no specific information is known about the target vehicle is available. When it is known or suspected that a vehicle is involved in an investigation or incident, ANPR should always be considered. 
When combined with other sources of information, such as crime or incident date, intelligence, CCTV, and DNA data, ANPR data can provide material that supports an investigation’s overall direction or specific lines of inquiry. It can improve intelligence, identify where and when a vehicle has travelled, and provide opportunities for enforcement. ANPR can also be used to support witness and suspect strategies, as well as identify vehicles and potential persons of interest, in both reactive and proactive investigations (college of policing, 2023).

The basic searches of ANPR data can be used to help in any investigation where a vehicle is possibly involved. The data can help to:

· Locate lost or stolen vehicles.
· Identify the movements of a vehicle involved in a crime and information associated with the vehicle.
· Research the movements of the victim’s vehicle to assist with victimology.
· Research alibis.
· Identify the vehicle in particular the location during a particular timeframe to assist in identifying a suspect, potential victim, or potential witness.
· Help in the search of a missing or vulnerable person.

To improve information and intelligence, ANPR data can be cross-referenced and integrated with data from other sources. If information and intelligence are used against any vehicle during an ANPR operation, a marker will be placed on the vehicle to provide and highlight data on the vehicle’s movements. 
When a criminal activity trend or hot spot is identified, an ANPR camera can assist by highlighting the location and times of day the vehicle is travelling in and out of the hot spot. This can result in the strategic development of a trigger plan, to stop the target vehicle, potentially preventing crime being committed. 

Information gathered through any use of surveillance systems and storage devices must comply with specific legislation such as the Regulation of Investigatory Powers Act 2000 (RIPA) and the Data Protection Act 2018.



The Data Protection Act 2018 governs how personal information is used by organisations, businesses, or the government. Data should only be stored if it is used fairly, lawfully, and transparently. It must only be used for specific, explicit purposes and must only be stored for no longer than is necessary (Gov.uk, 2018).   

RIPA governs and regulates surveillance and other methods of gathering information used by public bodies. The act is legal and does not infringe on an individual’s right to privacy as guaranteed by Article 8 of the European Convention of Human Rights Act. 
The act regulates direct surveillance, intrusive surveillance, the conduct, and use of covert human intelligence sources (CHIS), and intercepting communications (Leeds.gov.uk, 2022).

RIPA’s guidelines and codes apply to actions such as:

· Intercepting communications, such as the content of telephone calls, email, or letters,
· Acquiring communications data: the who, when and where of communications, such as a telephone billing or subscriber details,
· Conducting covert surveillance, either in a private premises or vehicles, or in public places, 
· The use of covert human intelligence sources, such as informants or undercover officers,
· Access to electronic data protected by encryption or passwords. 

RIPA applies to a wide range of investigations in which private information might be obtained. Cases in which it applies include:

· Terrorism
· Crime
· Public safety
· Emergency services (Home Office, 2013)

Although ANPR usage is a powerful tool in gathering information and intelligence and fighting crime against all aspects of the criminal network, it does have its drawbacks. In adverse weather conditions, such as heavy rain or snow, ANPR cameras may struggle to read. The camera may also misread number plates due to the screw and screw cap spacing where the fixing is within the VRM lettering.
 
Criminals are becoming more aware of the use of ANPR cameras and, from my experience, change the lettering on their VRMs. The use of black electrical tape on an L, for example, can easily be changed to an E. This is a crime itself however far harder to police as this would give a false reading to the ANPR camera.
 
The system is dependent on current, up-to-date information. From my experience, a private number plate was checked which had a marker on it showing no insurance, ownership, or MOT details. The vehicle was pulled over and checked. The driver stated that he had recently sent his vehicle documents to be amended by the DVLA. This would reflect the vehicle’s private number plate, but due to a system delay, the ANPR was recording the incorrect vehicle details. This was not fault to the vehicle owner, but rather an administration error in the Police systems. 

In this essay I discussed the information and intelligence aspect of evidence-based policing, as well as highlighting the ANPR systems used and how they can be used as an investigative resource when disrupting criminal activity. I have also outlined the legal avenues that police must adhere to whilst using the system. I have also discussed the system’s drawbacks and added some real-life experience to back it up.  
 
Total Word count: 1676 


   


 

 










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 
 
 
 Roads Policing
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7

 
	High 
8-10 

8
	Low 
1-4

4 
	Med 
5-7 
	High 
8-10

 
	 This is the department I am aspiring to once my probation period has come to an end. I believe I am not proactive enough as a response officer. The demands of a response officer make it difficult to be proactive. I feel I need experience in using the breathalyser and issuing TOR’s whilst conducting more vehicle checks. A traffic attachment will assist in gathering this experience. 




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

9
	Low 
1-4

4 
	Med 
5-7 
	High 
8-10 
	 Similar to interviewing, file building is something response officers are required to complete however are not exposed to them enough to be highly skilled in them. I have completed my first CPS file which has bounced mor times than a ping pong ball. I feel more hub attachments or file building training days would be more effective in exposing response officers to completing them successfully. 

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

8
	Low 
1-4 
	Med 
5-7 

6
	High 
8-10 
	 I feel I require more experience in interviewing, similarly with file building, as a response officer, the exposure to interviewing is very low however when I am required to conduct an interview this can become a nervous task. Although I feel I am confident in interviewing, it’s the thought of questioning yourself asking “have I asked the right questions”? “Did I miss anything important out?”
More exposure to this will help assist in my development. 
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