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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 use my experience of achieving independent patrol status (IPS) to reflect on how organisation culture within policing has had an impact on my well-being and resilience. I will also consider the risk of conforming to the cultures of policing. To do this, I will use the Gibbs Reflective Cycle (1988) to structure my experiences and findings.  
IPS is achieved by officers who have completed training and passed all assessments to show that they have the knowledge and skill to independently complete day-to-day policing. Gaining IPS came with a great sense of responsibility; I was concerned and doubted my ability to complete this role. I felt a mixture of negative emotions, primarily whilst attending occurrences with the sense of having no guidance or reassurance from a peer.  
Imposter syndrome was defined by Megan Dalla-Camina, founder and CEO of Women Rising, in her article, ‘The Reality of Imposter Syndrome’ (2018) for Psychology Today, as “A psychological phenomenon in which people are unable to internalize their accomplishments”. In the article, Dalla-Camina (2018) continues to describe the imposter syndrome describing it as “debilitating”.  
I believe that I experienced imposter syndrome during the initial period of IPS.  I had very little experience working within the police force which left me doubting myself and my ability to be successful in my role, which subsequently had a negative impact on my well-being.
The Oxford English Dictionary (2014) defines wellbeing as “the state of being healthy, happy, or prosperous; physical, psychological, or moral welfare”. Through research, I noticed that there are many ways to define resilience, and how people perceive and understand resilience varies. The Cambridge Dictionary (2019) defines resilience as “the ability to be happy, successful, etc. again after something difficult or bad has happened”.  The Police Federation (2016) has stated that “Resilience in the service is at an all-time low and officers are being put under inordinate amounts of pressure which is taking its toll on their health and wellbeing”. Recent studies that were conducted by The Police Federation have shown that there is an alarming statistic regarding the mental health of officers. A survey of 17,000 officers showed that 39% are seeking help with mental health issues.
 
One example of personal struggles of resilience is my personal and work-life balance. It was shown in the 2023 Police Uplift Programme (PUP) New Recruits Onboarding Survey, there at still 4 in 10 recruits dismissing their work-life balance needs due to strain. It is also agreed that the tension and stress caused by work negatively affects the rest of their lives (gov.uk, 2023). Personally, I felt that I did not have enough time during a shift to complete all the tasks that were required. I would bring work home and complete it during my personal time. This left me feeling deflated, as I was struggling to accommodate a social life which led to a burnout. I am currently working on a healthy work-life balance, but I still find it difficult to ‘switch off’ once I have finished a shift. 
Organisational culture is another element that can impact an officer’s wellbeing. He (2023) stated that organisational culture refers to a set of shared norms, beliefs, and values. These are behaviors and practices that characterise a workforce. He (2023) goes on to say that these attributes shape how employees make decisions and approach their work.  Examples include cop culture, blue wall of silence and an ‘us versus them’ mentality.  The initial training stage of an officer's career can be a crucial stage for developing how an officer reacts and deals with situations going forward. 
The term ‘cop culture’ is referred to as “a different system of ethics and morals operating within the police, known as cop culture, or police culture” University of South Wales (2015). This term generally understood to be a negative existence (Paoline, 2014) which follows its own set of beliefs, traditions, and shared values within a police force. The concern that evolves from these shared values is how it can create an “us versus them” outlook. Walker (2023) wrote that this culture is the reason for police officers are unwilling to take accountability for their actions.  
Pickering (2021) wrote that “Police occupational culture is passed on from one generation of police officers to another and is criticised for enforcing negative stereotypes which limits reform”. 
This refers to the tutoring one receives from a member of one’s ‘team’. As a student officer, one is socialised and taught in the style that the trainer officer was taught. This is argued to be a characteristic of police training that harms the learning of the student, noted as conservatism, a process by which police officers maintain the ‘status quo’ (Reiner, 2010). The shift that I work with mostly new in service and have been trained since the restructure of how officers are trained. However, when working with officers who are more experiences, I felt in fear of alienation, and at times, pressure to comply with their teachings and normalised behaviours, as I did not wish to challenge the status quo and appear to be a ‘troublemaker’. I’d describe this feeling as stressful, with the desire to ‘fit in’ having a negative impact on my wellbeing.

However, despite ‘cop culture’ being mainly perceived as a negative concept by academics, (Wilson et al, 2001) Cockcroft (2017) and Campeau (2015) have argued the positive characteristics of the culture. An example of this is that the social isolation within cop culture that allows the police to function more effectively without personal connection to their work (Cockcroft, 2017). As previously stated, I felt a great personal connection to my work and therefore this theory did not resonate with my own experiences.
 
Another organisation culture within policing is ‘The Blue Wall of Silence’. This was described by Walker (2023) as a silence which “allows bullying, sexual abuse and violence to infect police forces”.  The blue wall of silence is the idea that police officers will fail to report unethical behaviour of colleagues (Wieslander, 2019).
 
Cunningham, E., & Ramshaw, P. (2020) state that “Women’s inclusion into policing has not been a straightforward journey.” Many studies have been conducted on the specifics of the harassment that women have received, these include harassment, discrimination, and sexist attitudes (Heidenshohn, 2009; Westmarland 2001).  During my time with the police, I have experienced negativity from members of the public towards my gender. These include sexist attitudes from members of the public due to the case or incident being dealt with by a female officer. The comments usually come from male members of the public. Furthermore, I’ve received unwanted comments regarding my physical appearance such as comments about my weight. I do not believe these comments would be made towards male officers. I consider these incidents to be examples of attempts to intimidate female officers, which naturally affected my wellbeing and feeling of being unsafe in the role.
 
As mentioned, there have been elements of my role that have caused a negative impact on my wellbeing so I’ve actively tried to ensure I put measures in place to improve my wellbeing. At times where imposter syndrome feelings were overwhelming, I’d speak to more experienced members of staff to clarify decision that I made and gain advice. I also seek exercise in the form or walking my dog or running. As recommended by the Mental Health Foundation (2022), partaking in physical activity can surge self-esteem whilst reducing anxiety and stress. 

To conclude, I have reflected on how organisational culture such as the ‘blue wall of silence’, ‘cop culture’ and contributing factors surrounding the police can affect police officer’s wellbeing and resilience. I’ve consider the risks of conforming to organisational culture and illustrated the strategies for maintaining wellbeing and resilience.


 
Word count –  1287 
































Task 2

Relevant areas of the National Policing Curriculum: 
Decision-making and Discretion, Vulnerability and Risk, Public Protection.  
 
You must choose an incident, for example a domestic related incident, and reflect on how you made decisions in complex and unpredictable circumstances using dynamic risk assessment. 

	
Give a brief description of the problem including social and legislative contexts and any relevant cultural, ethnicity and language issues. 

Evaluate decisions made during the incident and your use (or otherwise) of the National Decision Model. Explain the rationale behind your decisions and your considerations when recording details of the incident. Consider your ethical approach to the decision. Outline the consequences of your decision making. 

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





ANSWER:


During this essay, I will reflect on how I used National Decision Model (2013) (NDM) to establish a course of action and outcome whilst reflecting upon a personal experience gained through an incident that I attended. I will explain its relevance throughout the process. To help me do so, I will use the Borton Reflective Model (1970).
 
College of Policing (2013, 2024) states that NDM is suitable for all decisions and should be used by everyone in policing. It was introduced to help everyone in policing make decisions and to provide a framework in which decisions can be examined and challenged, both at the time and afterward (Collage of Policing, 2013).  Decision makers can use the NDM to structure a rationale of what they do during an incident and justify their reasons for their rationale.  The National Decision Model (2013) has six elements.
At the centre of the NDM is the Code of Ethics. College of Policing has recently updated the guidelines of the NDM, and the Code of Ethics was categorised as 9 shared values. It is now categorised as Ethical policing principles and Guidance for ethical and professional behaviour in policing.  College of Policing (2013, 2024) states, “The NDM puts the Code of Ethics at the centre of all police decision-making.” The ethical policing principles are there to help people in policing do the right things, in the right way, for the right reasons.
From the centre it moves on to stages such as, gathering information and intelligence, assess threat and risk and develop a working strategy, consider powers and policies, identifying options and contingencies, take action, and review what happened. 
I attended an incident that was passed through by the Force Control Room (FCR); it was reported that there was a fight in progress, taking place outside a local pub, and it was reported that one of the males were in possession of a knife. Due to the information being passed on by FCR, there were several units in attendance. Before leaving the station, I had requested that ambulances be called to the scene. This stage is an example of where information and intelligence would be collected. 
Before police arrival, the fight dispersed. It was reported by a witnessing female that two males arrived at the pub, approached an additional two males and began attacking them, before driving away. It was reported that the males driving, were intoxicated or under the influence of drugs. It was also reported that there was a potential weapon.
 Due to the intelligence and information gathered, that one of the subjects was in possession of a weapon and potentially driving whilst under the influence of drink or drugs, I assessed the potential threat, harm, and risk and quickly came to the decision that we needed to locate the vehicle that had fled the scene of the incident.  Intelligence was gained via local CCTV, which identified the vehicle registration plate of the vehicle the two males were driving. FCR was able to run the vehicle’s registration plate through the Police National Database and locate the registered keeper. This stage links to the NDM as the assses threat and develop a working strategy stage. 
Myself and other local units attended the home address of the registered keeper in the hope that we could intercept the vehicle either at the home address or whilst on route. Upon arrival at the home address, we noticed that the vehicle was parked outside. As I approached the home address of the registered keeper of the vehicle, I heard a female voice screaming “Get out, you need help!”. I also heard a loud banging noise coming from inside the house. I quickly became concerned for the welfare of the female whose voice I could hear screaming. Subsequently, police entered the premises under Section 17 of the Police and Criminal Evidence Act 1984, to save life and limb, or to prevent serious damage to property. During this time a full cycle of the NDM was conducted, main elements used here was to gather the information to hand, asses the threat, consider the powers and policy in play, and develop a working strategy. 
Upon entry there was a male stood in the doorway, this male matched the description passed on by FCR, the male who was believed to be carrying a knife. The screams were from the male’s mother who feared her son. The mother stated he was suffering from substance misuse and poor mental health. 
He was arrested on suspicion of Actual Bodily Harm (ABH), Section 47 Offenses Against The Person Act 1861, possession of a pointed or bladed article in a public place, section 139 of the Criminal Justice Act 1988, and driving whilst unfit, section 4 of the Road Traffic Act 1988.
The male was searched by a colleague under section 32 of the Police and Criminal Evidence Act 1984 (PACE) and conveyed to custody. As it was reported that the suspect male was in possession of a weapon, a search under Section 32 of PACE was conducted at his home address to locate the weapon and seize any clothing or items in connection with the incident. Whilst officers were conducting a search, several family members arrived at the property. The situation was escalating as they all believed that the police force was not conducting their duty, but rather arresting their family members.
Whilst officers were conducting a search, another male had entered the property. This was the second male involved in the incident. He was arrested on suspicion of ABH section 47 Offences against the Person Act 1861, and a section 32 search was conducted on him. He was also conveyed to custody where later he’d be interviewed.
I believe I made the correct decision and acted by gaining entry to the property to potentially protect a member of the public. However, on reflection, the situation could have ended differently if the male had had a weapon. I could have assessed the risk of the incident better, by allowing officers that carry a taser to enter the property first, followed by additional officers.
The next part of the NDM is to gather information and intelligence which I repeatedly did throughout the incident. Initially, information was disseminated by the FCR. Unfortunately, as the FCR had no concrete information about the victims and the subject’s identities, we had limited information.  After this dissemination of information from FCR, I continued to gather information as the incident progressed. Therefore, the process of gathering information was ongoing throughout the incident, such as information about the victims and subjects’ visual description, witness’ account, vehicle registration, and details of the vehicle’s owner.
The next stage of the NDM is to assess threats, risks and to develop a working strategy. This is ongoing throughout the incident. Threats and risks are constantly evolving and changing when dealing with an ongoing incident. The same could be said about a working strategy, an initial plan will be formulated, but the outcome will likely differ from the original plan. This is an example of how the NDM is recognised as a continuous cycle. This is also an example of dynamic risk assessment. The Oxford Dictionary (2024) defines dynamic as always changing and making progress. Initially, the idea was to separate the subjects involved in the fight and arrest where necessary. This changed as two subjects left the scene, suspected to be driving whilst unfit.
The next stage of the National Decision-Making Model is to consider what powers and policy I should implement. I used the power of entry under Section 17 of PACE to gain entry to the property. This was lawful and proportionate at the time. I then arrested the male using Section 24 of PACE 1984 and PACE Code G 2012 for the necessity criteria to “Prevent further harm” “secure and preserve evidence” and “prompt and effective investigation”
 
The next stage of the NDM is to identify options and contingencies. Due to the limited of information that was on hand, it was difficult to identify what options were available to me. Upon arrival at the incident, the immediate threat of the fight and a potential weapon was gone as the subjects had left the scene. Due to the information of the subjects being intoxicated, there was a limited amount of time to react to the threat and harm of a driver being under the influence. The impact of an intoxicated driver to the public could be catastrophic. An action was taken to locate the subjects.
 
The next stage of the National decision model is the final stage. This stage is to, ‘take action and review what happened’. Action was taken when the victims were safeguarded and taken for medical treatment. The action was taken when the subjects were located and arrested for the offenses they were suspected to have committed. Upon reviewing the outcome, I believe that the best decisions were made at the time with the limited amount of information passed.
 
To conclude, I have identified a domestic incident that I attended and stated how I used the National Decision Making Model (2013). I used the stages of the National Decision Making Model to complete risk assessment throughout the evolving incident. Social and legislative context were taking into consideration and discussed during this essay. I’ve explained my rational to decision that I made, whilst considering lawful legislation and ethics. I’ve outlines the consequences of my decisions, which were detailed in the explanation of the domestic incident.


Word count –  1580


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:


In this essay, I will assess theories of team dynamic and its impact on team cohesion. Whilst doing so I will explore the meaning of team cohesion, its enablers and barriers to success for both individuals and teams. I will explore how professional standards within the police service are impacted by theories of team dynamics and team cohesion.

To explore the focus of this essay, one must understand the meaning of ‘a team’. Cambridge Dictionary defines ‘team’ as “people working together as a group in order to achieve something” Cambridge University (2024).Hoegl & Parboteeah (2007) understood teams to be beneficial as they amalgamate skills and knowledge of individual members, encouraging diversity and creativity. Lukic and Moga (2023) wrote that, “When teams work well together, their individual and team performance is more than 50% more effective when accomplishing goals and completing tasks”. 

Several theories on team dynamics have been published over time; ‘The Tuckman Team Model, 1965’ theory being one of the many theories. Psychologist Bruce Tuckman (1965) argues that there are five stages to team dynamics, stages that are completed to reach team cohesion and the accomplishment of high performance. These stages named as forming, storming, norming, performing, and adjourning. I will explore these five stages throughout this essay. Furthermore, I’ve explored the literature reviewed by Tuckman to gain a better understanding of his theory and its validity.

Forming is the first stage of Tuckman’s Team Model (1965) and understood as the creation of the team. Hearn (1957) understood this stage to be when individuals try to understand the structure of the team and their positions within the group. Herbert and Trist (1953), Bennis and Shepard (1956) and Bradford and Mallinson (1958) define this stage as a time where members are dependent on their leaders or trainers. Herbert and Trist (1953) believe that during this stage, team members are immersed in an educational role led by their trainer. Bradford (1964) argued that individuals accept the group's goal during the first stage and orientation to the techniques to be used. Therefore, during this stage, team cohesion is developing as the team strive towards a common goal.

Storming is the second stage of Tuckman’s Team Model (1965) and is recognised as the period of potential interpersonal conflict within the team. Benne and Sheats, (1948) noted that diversity or ‘balance’ in personality-related individuals play an important role in performance and an individual's work-related wellbeing (Gander et al, 2020). Abrahams (1949) believed this stage to be ruled by competitiveness, jealousy and defensiveness. Schutz (1958) understands the second stage to be the period in which individuals try to establish their role within the hierarchy of the team. Parker (1958) recognises this stage as a crisis period, when arguments, friction and rule breaking occurs in a general failing of the team structure. Therefore, this stage, a stage involving periods of crisis and conflict, is the reason for the failing of some teams.

Thomas-Kilmann’s Conflict Mode (1974) is a framework of five key methods to manage team conflict. Conflict managing models that may be used within the police force, especially during the second phase of Tuckman’s Team Model (1965). The five conflict handling methods are, ‘Competing, Accommodating, Compromising, Avoiding, and Collaborating’.

The five modes can be understood as the following:
· Competing, a mode of an uncooperative power battle, where power is asserted to push one’s own agenda.
· Collaborating, a mode where one attempts to work with other members to find a solution that favours both parties.
· Compromising, a mode which includes both cooperativeness and assertiveness. Issues causing conflict are not explored in as much detail as they are during the ‘collaborating’ mode, but neither are they overlooked.
· Avoiding, a mode where conflict is not explicitly addressed. The conflict may be addressed at a later stage, or a person may remove themselves from a situation of conflict.
· Accommodating, a mode that is describes as the opposite to the mode of competing. During this mode, an individual satisfies the other person’s concern whilst sacrificing their own.

Tuckman’s Team Model (1965) labels the third stage as norming, a phase of group cohesion. Within this stage, group members learn about each other’s individual traits, and is understood as a time of acceptance, and a communal desire to maintain positive group cohesion. “Tuckman (1965) stated that in this stage, the group becomes an entity as members develop in group feeling and seek to maintain and perpetuate the group.” Bonebright, D. (2010)
Taylor (1950) identifies this stage, to be a period after a stage of team conflict in which the team exists through a shared vison, fuelled by team cohesion. Parker (1958) and Shellow et al. (1958) argue the stage of crisis (the storming stage) to be trailed by a stage which presents consensual team collaboration and communal support. Mann (1953) perceives the third stage to model team unity. Salas, Sims, & Burke (2005) believe teams to increase morale by providing assistance for overworked or under skilled members of the team.

Performing, the fourth developmental phase of team dynamics, is a phase where members perform to boost the group’s performance, as now, group members know each other’s entities and can function as a successful team. Martin and Hill (1957) “identify the group as an integrative-creative-social instrument in its final stage which facilitates problem solving, diagnosis, and decision making.”

Later, Tuckman (1965) revised his theory of team dynamics and added a fifth stage; adjourning. McCahan et al (2015) notes that despite the stages appearing to be linear in progression, teams may be affected by events, conflict and re-structuring which causes them to move backwards through the stages. McCahan et al., also notes that it is possible for a team to stay within a phase a result of not being able to move past conflict, events and restructure.

It is during the third and fourth stage of Tuckman’s Team Model (1965) of Team Dynamics, is arguably when team cohesion is at its highest and most successful. It could also be argued that during these phases of team dynamics, it’s more likely that the police force fails to comply with professional standards requirements. This opinion is based on the finding of
Westmarland and Conway’s research (2020) ‘Police ethics and integrity: Keeping the ‘blue code’ of silence, describes the ‘blue code of silence’ as a police culture where misbehaving officers are protected by their colleagues. It’s argued that the colleagues of misbehaving officers fail to report wrongdoings but instead stay silence, sometimes denying and/or purposely ignoring wrongdoings.

Skolnick (2002) concludes that “...the blue code of silence as a code of loyalty that prohibits disclosing perjury or other misconduct by fellow officers” (Chin and Wells, 1998 cited in Skolnick, 2002: 10)

(Smith, 1973, p. 21 in Skolnick, 2002, p. 10) “The unwritten rule of police behaviour that constrains an officer from informing on or testifying against another officer” Reiner’s (2010) believes companionship and team unity are a possible hazard of police work and rule-bending is an outcome of a culture of pressure for results. (Maguire and Norris, 1974; Punch, 2009; Waddington, 1999).

The formation of the UK Home Office’s College of Policing in 2012 and the Code of Ethics (2014) was a result of attempting to change the insider culture and promote professional conduct within the police force. The Code of Ethics (2014) makes it a legal obligation to report colleagues who are misbehaving. Section 10 of the Police Code of Ethics notes that unprofessional and / or illegal behaviour of members of the police force should be reported, regardless of one’s role (College of Policing, 2014). Furthermore, Charman (2017) argues that there is a ‘code of self-protection’ where members of the police force are more accountable to society and that the police force is becoming more risk opposed.

February 2020 saw the introduction of the Home Office’s data, an independent statistical collection, where the data’s primary purpose is to reinforce and develop the police discipline system. The data is labelled as ‘Official Statistics in Development’ to highlight its developmental stage and that it should be regarded with caution.At the end of March 2023, data published revealed that there were one hundred and sixty criminal proceedings linked to police officers. Of these cases, one hundred and fifteen (77%) lead to the officers pleasing or being found guilty, whilst nineteen (13%) lead to a non-guilty outcome. Additionally, 7% of the cases were discontinues and 4% resulted in no evidence.  The Home Office’s data also revealed that there were fifty-one criminal proceedings connected to police staff. (Home Office, Police Misconduct, England and Wales: Year Ending 31 March 2023 2024)

It could be argued that overall, given the number of police officers in Britain, the number of criminal proceedings involving police officers and police staff is low. One can question if the data collection system indeed reinforces and develops the police discipline system or does it suggest the reality of the ‘blue code of silence’.  
To conclude, there is a range of literature exploring theories of team dynamics and it’s means of developing team cohesion. As explored, team dynamics and team cohesion are not always a linear process. At times there is a digression of team cohesion, which is sometimes the outcome of interpersonal conflict within the team. As explored in this essay, interpersonal conflict typically appears in the storming stage of Tuckman’s Team Model (1965) where there is jealousy, personality clashes and competitiveness. To manage interpersonal conflict within a team, frameworks and strategies such as Thomas-Kilmann’s Conflict Mode (1974) is applied, as explained in this essay. Once a team is operating at it’s optimum, it’s argued that strong team relationships and alliance is believed to have somewhat of a negative impact of professionalism within the police force, primarily the failing of the team members complying with professional standards requirements such as the Code of Ethics (2014). I’ve highlighted examples of this such as the ‘blue code of silence’ Westmarland and Conway’s research (2020) where it’s argued that strong alliances amongst team members mean that some put their relationships before their professional duties, such as turning a blind eye to their colleagues’ misconduct. Overall, it’s clear that team dynamics is a complicated concept with many layers and the research on team dynamic is vast.
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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:


In this essay, I will explore means of collecting information and intelligence to prevent criminal activity. The College of Policing (2015) state that intelligence is information that has been collected and developed for use and action. The information and intelligence collected has a specific requirement for recording and for use.  
 
College of Policing released ‘The Intelligence Report’ (2022) which is used to submit, evaluate and disseminate information and intelligence. This report protects the source and an audit trail of intelligence. This creates a shared confidence between law enforcement communities and partner agencies.  Information and intelligence provided or collected is graded under the 3x5x2 guidance for the Intelligence Report (2022) which focuses on three sections being source evaluation, intelligence evaluation and dissemination.  Source evaluation is defined by three types of sources which are reliable, unreliable, or untested sources. Intelligence evaluation is defined by five types of sources, labelled as ‘known directly to the source, known directly to the source but corroborated, known indirectly to the source, not known, or suspected to be false’. Dissemination is the final stage which includes two sections; first stage being lawfit sharing permitted, and the second being lawful sharing permitted with conditions (College of Policing, 2015).  
  
Information and intelligence are gathered through one of three means; routine collection, tasked information or volunteered information. The information should be handled using intelligence collection plans to ensure its validity. Sources of information gathering include: internal and external databases, CCTV systems, covert human intelligence sources (CHIS) and Automatic Number Plate Recognition (ANPR) (College of policing, 2013).  
 
Information and intelligence are essential in the interruption and ending of criminal activity which is argued to be possible by effective policing of the roads. The Parliamentary Advisory Council for Transport Safety (PACTS) June 2022 report stated that Strategic Policing Requirement (SPR) was to include roads policing. Later that year, His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS) released a critical report of road policing named, ‘Roads Policing - Not optional.’ The report highlighted the dual ability of effective road policing to fight traffic related crimes but to also tackle other criminality. PACTS Executive Director David Davies (2023) gives the example of Essex police statistics revealing that half of the offenders who were caught driving under the influence of drugs, were previously arrested for other crimes such as violent crimes, burglary and dealing drugs. Parliamentary Advisory Council for Transport Safety (2023).
 
The National Police Chiefs' Council (2022) set out a three-year roads policing strategy for years 2022 to 2025. The strategy has four focal aims which are to, prevent harm and save lives, explore the challenges and benefits of new technology, influence public behaviour to ensure road safety and, the aim which I will explore in this essay, tackling crime.
 
Chief Constable Alan Pughsley (2022) stated, “Criminals use the road network to facilitate the planning and commission of their crimes…”. (National Police Chiefs’ Council, 2022). Therefore, National Police Chiefs’ Council (2022) argue that that policing the roads plays a key role in making it difficult or ideally, impossible, for those who use the road as a means of networking for criminal gain. The National Police Chiefs’ Council (2022) believe that by targeting individuals who cause injury and/or destruction on the roads, empowers the detection and prosecution of crimes. This is done with intelligence from the public and other agencies as well as the use of technology, such as ANPR (Automatic Number Plate Recognition).
“ANPR data from police forces is police information within the meaning of The Code of Practice on the Management of Police Information 2005 (MoPI) made under the Police Act 1996 and Police Act 1997” GOV.UK (2024).  
 
To understand the uses and powers of Automatic Number Plate Recognition, one must understand the capacity and functions of ANPR technology. Vehicle registration numbers are read and checked in a database of vehicles. There is a database of record for all vehicles, including those of interest and those who many not be of interest or of known interest at the time of passing the ANPR camera. Data shows that currently, there is a daily submission of approximately sixty million ANPR readings to the national ANPR system.
 
The Automatic Number Plate Recognition data is collated and stored from each national police force for one year. Access to the records can only be accessed by staff within a police force if it’s pertinent to their role or investigation. Law Enforcement Agencies (LEAs) have a responsibility  to guard ANPR data to ensure its validity for law enforcement purposes. In conformity with the Government Security Classifications Policy (GSCP), ANPR ‘read’ data is recognised as OFFICIAL data.  Policies, codes and protocols such the National Crime Agency’s (NCA) Statement of Information Management Practice (SIMP) allow data to be disseminated between LEAs. Automatic Number Plate Recognition (ANPR) (no date) Police.uk.
From the date the data was collected, police force members can access ANPR for a maximum of nighty days. For more serious crimes and investigation, subject to authorisation of senior officers, data can be accessed for up to one year after the day is was collected. (Police.uk, no date) For serious, major or counter terrorism investigations, some staff may be given access to data for up to one year, subject to authorisation of a senior officer. 
The location of ANPR cameras are not shared with members of the public, this is in line with the national policy. The locations are kept hidden as it is believed to benefit offenders and reduce the value of ANPR If they were to be shared. ANPR cameras are also installed in road policing vehicles. (Police.uk, n.d)
An example of Automatic Number Plate Recognition technology being used to detect crime is the detection of untaxed and uninsured vehicles on the road.  In July 2023, Greater Manchester Police ran Operation Wolverine, where the use of ANPR led to the seizing of a record number of vehicles from the roads of Greater Manchester in July 2023. Six thousand three hundred vehicles were seized in 2023 in Greater Manchester, half of those were through Operation Wolverine.  
Specialist Operations Branch Inspector Jon Middleton said, “This simple but effective technology is easily accessible whilst out on patrol and includes notifications for uninsured vehicles who can have catastrophic and serious consequences for most people who use our motorways and road network legally.” Greater Manchester Police (2023) 
Automatic Number Plate Recognition data has been used as information and intelligence in the detection and prevention of more serious crimes and offences such as human trafficking, drug smuggling, child sexual exploitation, counterfeit goods, organised crime groups and ‘county lines’.
Supt Cleworth (2017) states that he believes forces can use ANPR in addition with other sources of intelligence to tackle the ongoing battle with county lines gangs. County line offenders routinely travel long distances to distribute/collect drugs, by doing so they are passing several ANPR cameras that are capturing and detailing their movements. (Police Professional, 2024)  
In 2002, Project Laser was enforced to study the potential of empowering every police force in England and Wales to access ANPR technology. Due to the success of the project, a second pilot scheme, Project Laser 2 was launched involving twenty-three forces across England and Wales. The key findings of the report noted 180,543 vehicles were stopped by ANPR intercept teams. Of those vehicles stopped, there were 2,263 arrests for theft and burglary, 1,107 arrests for drugs offences and 3,324 arrests for driving offences. Furthermore,13 firearms and 266 offensive weapons were seized as well as drugs valued at over £380,000 from 740 vehicles. Traffic related incidence were also recorded such as the 1,496 vehicles without a MOT certificate and 6,299 drivers were caught driving without insurance. It could be argued that these statistics highlights ANPR’s success and its positive impact on crime detection and prevention. Additionally, the report found that an ANPR full time officers will contribute to roughly thirty-one offences of the Government’s Offences Brought to Justice (OBTJ) target. This figure is three times the rate of conventional policing (Big Brother Watch, no date).  
 
To conclude, there are several methods of gathering information and intelligence, within the police force, in order to prevent criminal activity. I have explored some of these methods within this essay such as human intelligence sources and/ or the use of technology such as surveillance cameras. Throughout this essay, the importance of information and intelligence in disruption and culmination of criminal activity has been explored, especially in relation to effective policing of the roads. Research concludes that effective policing of the road has the ability to not only reduce that number of traffic related crimes such as speeding or driving an untaxed car, but also other crimes such as the illegal trafficking of drugs and/or humans. As well as intelligence and information being collected by humans within the police organisation, technology has been shown to play a crucial role in the prevention, deduction and elimination of crime. The primary technology source explored in this essay is the use of Automatic Number Plate Recognition (ANPR). The Association of Chief Police Officers (ACPO) published a document named, ‘The Police use of Automatic Number Plate Recognition’, (2013). The document highlighted three benefits of ANPR, those benefits being amplified information to identify criminals, effective deployment of resources to vehicles of interest, and its supportive role in investigations of committed crimes.  Furthermore, the availability of shared data improves the liaison of LEAs and multiple agencies. These benefits have been explored in this essay as well as the presentation of statistics to show how Automatic Number Plate Recognition can be used as investigative resource when disrupting criminal activity.
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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 
 
 
1. Case Files 
 
 
 
 
 
 
 
 
 













2. Out of court disposals. 






















3. Legislation from Road Traffic Act (RTA)
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	High 
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1. I have chosen this area for development as I have not had enough experience in this section. Due to the force having a file management unit (FMU), I have a basic understanding of the required materials. I need to improve on my knowledge of what is requires on each material. I can do this by completing an attachment with FMU to familiarise myself with the requirements. 


2. I often make the mistake of not utilising the option of an out of court disposal. I believe these are neglected as an outcome. I would like to gain a better understanding of what each disposal entails and what it can be issued for. I can do this by taking time to visit the out of court disposals team and beginning to practice exploring more options other than arrest and voluntary attendance. 



3. Further in my career with the Police I would like to join the Road policing specialist unit. To do this I am going to need to learn and practice all legislation that falls under the RTA. This woud be vital to the role. To do this I am going to study using PNLD, Pocket Sargent and available tools. I will also look for opportunities that I can practice the knowledge needed. 

	SKILLS 
 
 
 
1. Issuing Traffic Offence Reports   (TOR) 
 















 
2. Interviewing 
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	1. This skill can link in with knowledge of the RTA. This is again due to my future aspirations. I have issued TOR previously, but I have had to be in company with someone who had their standard driving certificate. I have now achieved my Standard driving certificate which will allow me to use my blue lights to pull over vehicles safely. This means I will naturally gain a better understanding and become better equipped with the skill.

 
2. This is a skill that is initially taught during your 6 months of training. You then go on to further the skill with a week-long course. This is a more in-depth experience. I have an understanding, and experience with interviewing. The skill I wish to improve on would be introducing bad character evidence and special warnings. I have yet to do this. 
To improve this I could do an attachment with IHub which are the investigation hub that conducts interviews on a daily basis. Another way to improve this skill would be to participate in interviews that CID complete as they interview at a higher level. 

	EXPERIENCE 
 
  
1. Giving evidence in court 
 
 
 
 
 
 
 











	Low 
1-4 
	Med 
5-7 

  
	High 
8-10 

   8 
	Low 
1-4 

    3 
	Med 
5-7 
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8-10


   
	


1. I have not had any experience in attending court as a police officer. In preparation I believe I can only gain knowledge and guidance from peers and supervisors. During initial 6 months of training, you are taught to give statements in court but I am unsure how well this will replicate the real experience. 
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