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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:


Following reaching independent patrol status, I have been able to greater reflect on the impact of organisational culture on my wellbeing and resilience throughout my time as a police officer. I have through personal experience, identified that the culture within policing can both positively and negatively affect a persons emotional and physical wellbeing.

Organisational culture in policing refers to the shared values, beliefs, behaviours and practices that shape how police officer interact, make decisions and approach h work. This culture is critical as it influences a large amount of community relations and internal operations (Pythian et al, 2023). With the majority of officers holding foundational beliefs of a policing organisation, such as integrity and accountability as well as their sense of service to communities.  A strong alignment with organisational beliefs can allow for and foster a sense of purpose and commitment among personnel. 

A positive organisational culture fosters a sense of belonging and support amongst officers; this supportive environment has enhanced the sense of comradery amongst my team and has had a positive impact on my daily wellbeing (Newell et al.  2022). Additionally, this sense of teamwork allows for an open dialogue amongst our team and allows individuals to express concerns from both inside and outside of work (McDaniel, 2019). This sense of belonging allows transparency around mental health issues and promotes a positive approach to wellbeing (Delprino, 2017). Officers who feel supported in their professional growth and development are more likely to have positive engagement with the communities they serve and therefore are a prouder and more positive individual. 

In addition to this supportive environment and peer support systems, training and development strategies can allow continuous professional development, promoting resilience in the workplace. Internal strategies can empower officers to manage stress better and adapt to further demands of their roles. 

Furthermore, organisational culture within South Wales Police embraces adaptability and assists officers to navigate the evolving challenges in policing. This flexibility fosters resilience as officers including myself are able to better manage change effectively. Organisational culture is described to be more than rules or documentation, it is instead the values, beliefs and behaviour of a group (Charman, 2017). By actively managing tension between personal values and organisational culture, officers are able to maintain integrity whilst contributing positively to the workplace. The balance can be difficult to achieve due to pressure to conform however continuing to evaluate situations and make informed decisions allows this to become possible. Additionally, by finding allies and support within the organisation it allows like-minded colleagues to share perspectives and collectively influence organisational culture (Clifford, 2021). Prolonged exposure to a culture that demands conformity without room for individuality can contribute to burnout and decreased overall well-being and environments that create a sense of belonging encourages a balance between conformity and individuality. 


However, there are potential risks associated with conforming to organisational cultures, which could potentially perpetuate ongoing harmful practices or undermine some ethical behaviours (Cordner, 2017).  It could be suggested that risks include resistance to change amongst the organisation; this making it difficult to implement new policies and procedures amongst large groups of persons. Additionally, conforming to culture may discourage individuals from challenging problematic behaviours within the organisation and resulting in persons adopting shared biases and not critically evaluating their decisions (Velazquez et al, 2019). Furthermore, conforming to all organisational culture could potentially perpetuate instances of misconduct within a policing environment. In cases where discrimination or even corruption is tolerated individual officers may feel pressured to conform with these behaviours and not report the matters. Within teams it is common practice to use “Whatsapp” messaging service in form of a group chat in order to communicate outside of a formal environment. This informal type of communication can allow for inappropriate conversations to be had amongst officers and can foster an environment where misogyny, racism or other prejudices become normalised an accepted within a group of persons (IOPC, 2023). I have previously been in a situation where this sort of culture has become accepted as the “norm” and has caused officers, including myself to feel uncomfortable and detached from other colleagues. The idea that you have to conform with organisational culture can prevent officers from challenging inappropriate behaviours and being a “bystander” when it comes to officer’s conduct (IOPC, October 2022). Additionally, the organisational culture of the “code of silence” or “blue wall” as it is also nicknamed perpetuates the attitude of allowing officers to remain unreported for both professional standards issues and criminal behaviours (Westmarland et al 2020). The culture of “covering” for ones colleague to not be seen as a problem officer appears to be an ongoing issue with an impenetrable insider culture preventing officers from highlighting issues. The sort of behaviour regarded as infringement of professional standards can result in series misconduct proceedings or potential criminal proceedings as such has previously recorded by the Independent Office of Police Conduct where six officers from the Metropolitan Police Service have faced disciplinaries due to out of work communications in 2023 following a criminal investigation. Cases like this highlight the growing scrutiny over police officers’ conduct on digital platforms and efforts to address discriminatory behaviour within UK policing. 

It could also be suggested that by conforming to a high-pressure and stressed workplace culture can lead to undue stress or mental health issues in individuals (Burke, 2021).  Due to the organisational culture officers find themselves within, it can be suggested that some officers may be less likely to seek help in relation to personal matters and may feel compelled to supress emotional responses (Briggs, 2024). 


In addition to established organisational culture, I implement various strategies to maintain my own individual wellbeing and resilience amongst this culture. I make ongoing efforts to encourage transparency and open dialogue amongst my colleagues and peers, allowing a safe environment to express concerns. I have established a work life balance and ensure that I take time to myself in order to minimise stress as much as possible (Lorey et al, 2021).  I ensure that I look after my physical well being in between shifts and utilise my rest days as effectively as possible by utilising my support networks and practicing mindfulness on a regular basis (Soomro et al, 2019).

Within the personnel, strategies of managing resilience will be different however it is crucial for officers to effectively navigate the stresses of the profession. Officers undergo comprehensive training for scenario-based situations that enable individuals to practice decision making whilst under pressure, providing a realistic approach to everyday situations. These officers require to allow themselves to adapt personal values with the demands of their everyday role, ensuring that behaviours align with the code of ethics. To further this adaptability, officers are to be involved with the review and development of policies to ensure that they align with both organisational and personal ethics. 

In summary, organisational culture in policing is a dynamic and influential aspect of public services. By prioritising positive cultural elements, police services can enhance their effectiveness and improve community relations significantly. By continuing to foster positive relationships and promoting positive change, a commitment to ethical behaviour and transparency will assist with rebuilding trust within communities and ensure accountability UK wide. To review, while organisational culture in policing can provide unity and structure to many officers, excessive conformity can entrench harmful behaviours which negatively affect both police officers and the communities that they serve (Bick 2004). To better implement these strategies, policing organisations should create an environment where officers feel empowered to retain and express personal values, ultimately enhancing the integrity and effectiveness of the policing profession. A proactive approach to well-being includes providing accessible mental health resources, fostering a supportive organisational culture and offering stress management resources. By building this supportive environment amongst a large organisation and encouraging a work life balance, police organisations can enhance officers’ capacity to serve effectively, sustainably and safely. 
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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:
As a police officer, you are expected to make decisions in complex and unpredictable circumstances using a variety of different dynamic risk assessments; most importantly by using policing model “National Decision-making model” commonly abbreviated and referred to as the NDM. This model is to be used at all police attendances and allows for better decision making across the UK (Westmarland, 2013). 

I have undergone dynamic risk assessments such as using the National Decision-Making model within my role as a police officer including during domestic incidents. During my probationary service, I attended an emergency call in my area whereby a female caller had reported her male partner becoming aggressive to her within their home address. Whilst enroute to the property I gathered information from the control room regarding the individuals believed to be involved in the incident. I ascertained warning markers for the male which detailed he had previously been regarded as a domestic abuse aggressor towards his partner and had a violent marker due to a previous occasion where he had assaulted a police officer on arrest. Due to this intelligence I began to assess the situation I was attending and prepare both myself and my colleague for dangers that we might face. At this time I experienced heightened adrenaline and was also driving  a marked police vehicle as an emergency response driver; which can add to the physical response of stress in the face of uncertainty (Blake, 2020). Following this drive a colleague and I attended the address and located one male outside of the property. For both officer and public safety, and due to warning markers provided to me by the police service centre, I have used force and handcuffed the male in order to detain him; this using the Police and Criminal Evidence Act 1984, Section 117. My use of force was justified as at that time I risk assessed the intelligence provided to me and information that I could see in front of me as the male was significantly larger than me and I was at an immediate disadvantage due to impact factors in front of me. My colleague remained with the male whilst I entered the property to ascertain the circumstances of the incident. I entered the property and immediately assessed the location and observed broken glass covering the floor from what appeared to be a broken glass pane of a door. I considered the potential for the glass to be used as a weapon and also contemplated that there could be a person seriously injured inside of the property. I located the reporting female inside of the property and sat under a desk in the living room. I assessed the area around me and noted blood splatters on the floor which could suggest that she was hurt. I continued to conduct a dynamic risk assessment and removed hazards remaining in my path and to ensure my safety (College of policing, 2019). I spoke with the female and ascertained that there had been a significant verbal argument between her and her partner that had resulted in a form of physical altercation. The female presented as distressed and as though she was experiencing some sort of mental health episode; I therefore attempted to reassure her and gain further detail about the incident. The female stated that she was unsure of the series of events that had occurred, but she believed at some point she had pushed her partner resulting in him falling down the stairs and into the glass door panel, causing it to break.  Throughout this interaction my colleague was speaking with the male outside of the property who had explained that he had been a victim of assault by his partner. The male explained that his partner had thrown a mobile phone at his head resulting in injury and that he had been pushed down the stairs by her also. He explained that his partner suffered from Bipolar Disorder and had previously had dissociative episodes which often caused outbursts of aggressive behaviour. I considered the potential mental health implications on the female and assessed that at that time it was in the interest of all individuals to safeguard persons involved and inform custody of her potential vulnerabilities. 

Due to the initial report, it seemed as though the reporting person was a victim of domestic related abuse however whilst speaking with persons present it became apparent that the male was a victim of domestic related assault occasioning actual bodily harm. I continued to review the options and contingencies available to me and decided that this aggressive female should be arrested due to the seriousness of the offence laid and the domestic nature of the offence. Additionally, I complied with all South Wales Police policy which would promote positive action by arresting all suspects of domestic related offences. I utilised my power of arrest being being Police and Criminal Evidence Act 1984, Section 24A.  I therefore complied with all sections of PACE and arrested the female on suspicion of assault occasioning actual bodily harm. 

I had conducted a further risk assessment of the situation and asked the female to stand up in order to inform her of her arrest and detain her safely; however, she began to become irate and kicked out towards myself and my colleague. Due to the changing circumstances, I have again instructed the female to comply with my request which she has not done. In order to ensure both her safety and officer safety I have used an appropriate level of force in forms of trained restraints in the form of an entangled arm lock, preventing her from I injuring herself or any attending officers (Rappert, 2007) As soon as the female was suitably detained, we have then gone onto convey her into the rear of a marked police vehicle however again her behaviour became unpredictable, and she had attempted to headbutt officers. I have continued to use a dynamic risk assessment of the situation, and we have used an entangled arm lock to prevent her from causing injury to officers. 
 
The initial context to the call did not convey the complicated and unpredictable nature of the incident however by using ongoing risk assessments and the application of the NDM it allowed me to make an efficient and lawful decision as to the most appropriate outcome of the incident. Police decision making is often complex. The College of Policing reiterates that “decisions are required in difficult circumstances and are often made based on incomplete or contradictory information” meaning officers are faced with challenging circumstances that require a great deal of attention and problem solving (College of policing, 2020). 

The use of power of arrest was thought out using the NDM, as was every other part of the process, following the gathered information and intelligence available to me at the time of the incident. Additionally, my use of force was as a direct result of my developed working strategy due to the risk of the female’s behaviour. 


The NDM incorporates a variety of considerations to allow officers to come to an effective strategy to deal with matters as efficiently as possible. The NDM is centred by the Code of Ethics which must remain at the core of all police officer’s decision making, ensuring that their actions are in line with College of Policing code of ethics (College of Policing, 2024). The Code of ethics aims to action positive policing engagement with communities within the UK.  I have considered the code of ethics whilst acting in my role as a constable and at that time I had acted in a manner deemed as professional and appropriate in the circumstances in front of me. I deemed it necessary for the female to be arrested and therefore used the smallest amount of force needed to appropriately detain her. 

I had considered other options and contingencies however believed that the most appropriate action to be taken was to arrest the female; this for safeguarding purposes to protect her partner who could be considered as vulnerable and to conduct a prompt and effective investigation. 

Following this incident and the female’s detention being authorised, I reviewed all action taken by myself and completed a written evidential statement. Following review, I considered my decision making to be appropriate in circumstances dictated to me. Furthermore, I reviewed the recording of the incident both visually and auditory and also through written account. I believed it necessary and proportionate to utilise my body worn video to record the initial disclosure of the victim and the lawful arrest of the detained person. All other details of the incident including personal information and detailed accounts were obtained and recorded using the National File Standard and approved reports complying with all policies mandated by South Wales Police. Additionally, I completed safeguarding reviews including the domestic related public protection notification that allows for the appropriate sharing of information between services which support and protect victims of domestic abuse (Dorset Police, 2015). Domestic related incidents made up 18% of all offences recorded by the police in the year ending March 2021 a statistic that has risen 6% in just a one-year period. Additionally, the office of National Statistics has stated “Estimates from our most recent Crime Survey for England and Wales year ending March 2020 show 5.5% of adults aged 16 to 74 years (2.3 million) experienced domestic abuse in the 12 months prior” making it clear that domestic abuse is a growing epidemic. The seriousness of domestic abuse related crime can also be viewed more clearly from statistics regarding domestic homicides (Elkin, 2021) where it is recorded that “There were 362 domestic homicides recorded by the police in the three-year period between year ending March 2018 and year ending March 2020. This represents 19% of all homicides where the victim was aged 16 years and over during this period” (Office for national statistics). 
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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:

There are numerous theories relating to theories of team dynamics and means of developing team cohesion. Team dynamics refer to the interactions and relationships between members of a group, influencing how effectively they work together (Active collab, 2024) . Various theories on team dynamics can be applied to develop team cohesion and a number of theories can be considered whilst assessing teams within policing. 

A number of key theories focus on building strong and cohesive teams include Tuckman’s stage model, the Belbin’s team roles and the social identity theory. These all review the thought process behind inter-personal conflict and different strategies that can be adopted to enhance both individual and team performance. 

Tuckman’s stages of group development outline the five stages that teams typically experience with cohesion improving as they progress. The initial stages begin with forming; a process of a team coming together and begin to understand the task at hand. This applies to a team when initial roles are unclear however members are amicable and polite. This could be considered whilst reviewing a team of response police officers who are unfamiliar with each other and are establishing personality types and roles persons place themselves in. Further stages of this process being described as storming and norming where members of a team have conflict due to personality differences such as persons being regarded as lazy or unwilling to work opposed to others that are very enthusiastic and are known for “creating” themselves further work by proactive policing. This difference in work ethic can significantly affect attitudes towards team members and therefore effect the productivity of some paired units. As well as unspoken attitudes, this can effect the behaviour of officers towards others and potentially foster ill feeling presenting itself in unprofessional behaviours and breaches of professional standards.  

It is however suggested that trust and collaboration increase as a result of established roles which increases the effectiveness of team policing. Following the “norming” stage the team begin to perform as a cohesive and effective team working fluidly towards joint goals (Elsey, 2022). This seems to be prevalent in response policing as teams work more efficiently when familiar with each other and when feeling comfortable with their designated role.  Finally, it is suggested that teams should reflect on successes helping to better their performance. This could be in terms of discussion following serious incidents or on a daily basis to evaluate how teams work on a regular basis. This theory highlights how natural conflicts and resolutions contribute to the eventual cohesion of a team (Hughes , 2024) and this theory explains the natural course of events that occurs when a team forms however does not consider occasions where interpersonal conflict may occur. Poor communication can lead to misunderstandings, where team members misinterpret intentions or messages from other members of their team. Poor communication may prevent teams from progressing to the “norming” stage where each member is aware of their role and their importance to the team and instead result in a poorly managed team whereby cohesion is not possible. In addition to the above, ambiguous roles or responsibilities can create confusion and frustration, leading to conflict over tasks and accountability. This can happen easily within policing teams as there is a regular turn over of officers and not all officers have the same form of communication and are effective communicators with others, additionally some officers may form personal relationships and expect different form of communication rather than those they are less familiar with. 
‌

 When members feel they are contributing meaningfully, collaboration improves (Bitesize Learning, 2024). This theory suggests that each person’s role is easily identifiable, however this is not always the case among policing teams. Interpersonal conflict can arise within a team where allocation of resources and management has changed due to operational necessity. This adds an undue amount of stress onto members of the team, causing friction amongst individuals. Additionally, instances of opinions and viewpoints can cause disagreements to arise, whereby individuals have different goals or priorities stopping them from collaborating effectively. 

An additional theory of team functions is the social Identity theory. This theory, developed by Henri Tajfel, explains how individuals’ sense of identity within a group influences their behaviour. Team members who strongly identify with their team are more likely to work towards shared goals and maintain group cohesion. Encouraging team identity, shared values, and a common vision can foster this collective identity and increase loyalty and collaboration (McLeod, 2023). However, this theory does not consider that high pressure situations can exacerbate tensions and as police officers regularly work in high stress situations, individuals may react defensively or aggressively to other members of their team. This can mean a breakdown in professional relationships and team mentality. In addition, this theory does not review the differences in individuals and their working strategies. Although members of the team may work towards shared goals, they may still work in different ways, causing a clash of personalities between dominant versus passive team members. Effective review of incidents using an approach of “what went well” and consideration of what else could be improved could allow officers to improve on their individual approaches to a team response. Officers that do not effectively reflect can become complacent and begin to have issues with effort and following all policies set in place regarding both paperwork and other matters. Those having issues with effort can begin to “cuff” situations and not deal with them effectively; this does not comply with the Code of ethics stipulated for all police officers. Not complying with the code of ethics and internal policies can lead to incidents of misconduct and a breach of professional standards. 

Further theories include Lencioni’s Five Dysfunctions of a Team. Patrick Lencioni identifies five common challenges that can hinder team cohesion, which need to be overcome for teams to work effectively: absence of Trust: Team members must trust one another to be vulnerable and open. Fear of Conflict: Healthy conflict helps teams grow. Suppressing disagreement stifles growth. Lack of Commitment: When there is no buy-in, team members lack dedication to shared goals. Avoidance of Accountability: Members need to hold each other accountable to maintain performance. Inattention to Results: Teams must focus on collective outcomes, not individual success. The theory suggests that by addressing these dysfunctions, teams can develop stronger cohesion and perform better. (Mind Tools Content Team 2023). Alternatively, some team members are likely to feel that their contribution is overlooked, and individuals may begin to resent others for their work toward the collective progress. Competitive ambitions can create rivalries between team, leading to interpersonal conflict amongst officers working together. 

In addition to previous theories, the exchange theory suggests that team cohesion develops when members feel their contributions are reciprocated with fair rewards, such as recognition, support, or help. If team members feel that they are getting back what they put in, trust and cohesion naturally increase (Nickerson, 2023). This theory supports positive reinforcement and the desire for acknowledgement that naturally occurs when working as part of a team. Additionally, recognition from supervisors such as Sergeant’s or Inspectors can increase confidence of officers effectively working together. On the contrary it does not consider the possibility of how excessive recognition can appear as favouritism towards an individual, putting a supervisor in a position of advantage. 

To add further, the Self-Determination Theory (SDT) focuses on intrinsic motivation, stating that team cohesion improves when members feel a sense of autonomy, competence, and relatedness. Teams that foster environments where members feel empowered and capable, and where interpersonal relationships are supportive, are more likely to be cohesive and successful (Cherry, 2022). This suggests that good personal relationships can allow a team to work more effectively however does not consider that the forming of personal relationships can allow members to become unprofessional in the workplace. Team members being over familiar and breaking professional boundaries can result in failing to comply with professional standards expected of police officers. This cohesive and relatable team may behave in an unacceptable manner without deeming it so. 

These theories suggest that building team cohesion is an active process that involves managing relationships, assigning roles effectively, fostering trust. Whilst considering theories of team dynamics, it is integral to consider and understand potential sources of interpersonal conflict, in order to foster a collaborative and harmonious working environment. In my personal experience as a probationary police officer, I have attempted to find my role within a pre-existing team and become a valuable member of said team. I experienced my initial tutorship on the same team which I have continued to be attached to, this meaning I have gone from a new and inexperienced student to a more knowledgeable and useful officer whilst working with the same team members. The initial forming stage of our team was already established as members were familiar with each other and their designated roles however I was unaware and had to experience each stage on my own as a student. My tutor and I had a difference in personality and approaches to incidents which immediately established conflict within my placement on the team. However, with effective communication and acknowledgement of our differences we were able to continue with my tutorship and I was able to progress effectively. Following my tutorship I became more familiar with other team members, forming more personal and caring relationships with other officers. I felt I was able to go to other colleagues for support in my learning and progress to the “norming” stage of team building. Furthermore, I participated in team bonding experiences out of work such as attending an obstacle course that we had to utilise effective communication to complete. After occasions like this, we felt more cohesive as a team and it was apparent that each member wanted to progress effectively together. However, recently there has been a change in dynamics as the officer that was previously my tutor had been covering as an acting sergeant on a semi-permanent basis; causing a significant divide between our team and supervisor. This officer began to use seniority as a way to belittle officers, including myself which has affected us both in and outside of work. I and other officers sought advice from a different sector sergeant as we were experiencing undue emotional stress because of continuing unprofessional behaviour and conflict with our supervisor over a number of months. With the support of another sergeant, we raised the issues and have begun to resolve the matter through appropriate channels. This inter-personal conflict occurred as a result of a difference in personalities but also with a difference of intentions; all other team members intended to work effectively as a team however the supervisor was acting selfishly in the hopes of a permanent promotion. 
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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 policing, information and intelligence are distinct but interconnected concepts critical to effective policing. Information is raw and unprocessed data which is gathered from various sources such as witnesses, social media, surveillance or public records, Information can be considered as broad in scope and can be both verifiable and not-verified. In a large amount of police cases information forms the foundation of decision-making, and the development of intelligence where as intelligence is processed and analysed information that has been evaluated and refined to provide actionable data. Intelligence is specific and targeted at all times with only validated and relevant curated insights. Information becomes intelligence through the systematic process named the intelligence cycle; which ensures that raw data is collected evaluated and analysed to produce actionable insights for policing purposes (Nunan, n,d). The building of effective intelligence allows police to identify target persons or areas of interest within their force area and also nationally. This allows for the affective allocation of units over the long-term process and the swift mobilisation of units to specific places due to immediate and ever changing circumstances (National Crime Agency 2024) . 

For example, in roads policing contexts information and intelligence play a crucial role in road policing strategies to prevent and disrupt crime. These methods include proactive patrolling and deployment, effective use of data and public engagement (Sieveneck, et al, 2021).  By using crime data analysis, proactive roads policing units are able to identify roadways frequently used in criminal activities and serve as a visible deterrent. Additionally, with predictive policing, the police service is able to use data and intelligence to forecast where crimes are likely to occur, enabling more efficient deployment of resources in those area (Corbett, 2008) The use of crime prevention campaigns and of public reports allows the disruption of suspicious behaviours and of minor criminal acts prior to their escalation into larger operations. By leveraging intelligence, predictive analytics and technology, roads policing can be transformed from reactive to proactive (Ratcliffe, 2016) This systemic and data informed approach disrupts criminal networks such as county lines organisations and mitigates threat to the public (Lamoen et al, 2016.)

Automatic Number Plate Recognition (ANPR) is a powerful investigative tool used by law enforcement to disrupt and prevent criminal activity. ANPR systems use cameras to capture the license plates of vehicles, which are then cross-referenced with databases to provide real-time or retrospective intelligence. There are numerous ways in which ANPR cameras can be used in order to detect and disrupt crime and those responsible for committing criminal offences. 

Tracking and Surveillance is one reason ANPR systems can be used as ANPR systems allow law enforcement to track the movements of vehicles linked to criminal activity. By analysing patterns, investigators can: Identify routes frequently used by criminals. Track the whereabouts of suspect vehicles. Pinpoint locations where vehicles have been seen, leading to potential hideouts or crime scenes. Establish timelines of suspect movements in connection with specific crimes. This is particularly effective for cases involving organised crime, human trafficking, drug transportation associated with county lines. This type of ANPR use is very common within intelligence-based policing whereby a vehicle’s usual movements can be tracked and utilised in order to gain warrants for properties. I have been involved in a Section 18 search whereby a warrant was issued for a property due to local drugs intelligence. ANPR cameras had tracked a vehicle travelling regularly from the Manchester area into South Wales that was believed to be concerned in the supply of cannabis. With the assistance of ANPR and other policing methods such as the use of neighbourhood teams there was significant intelligence allowing for the disruption and prevention of supply of a significant amount of cannabis. 

Another benefit of ANPR systems relates to real-time alerts; ANPR systems can be integrated with national or local police databases that flag vehicles associated with specific crimes. For example, in the use of tracking stolen vehicles: ANPR can instantly notify officers using the very user friendly ANPR app which can detect when a stolen vehicle, untaxed vehicle etc passes through a camera. Also, vehicles linked to wanted individuals: ANPR can trigger an alert if a vehicle registered to a suspect or known criminal enters the system. This is particularly successful in the detection of high priority suspects whereby their whereabouts can be easily identified. I have been in attendance at a significant incident involving offensive weapons when the suspect became a threat to life. The use of ANPR cameras in the local vicinity allowed for a swift intervention, with roads policing units apprehending the vehicle before any persons were harmed. ANPR allowed for real time detection of the vehicle by placing it on the “hot-list” officers were able to detain the individual prior to him being able to evade police and potentially commit additional offences. This is the most effective way of mobilising the correct units to specific locations such as firearms officers in attendance in this specific incident. This allowed for traffic units to utilise “t-pac” controlled stop tactics with operational support from better equipped personnel being available as efficiently as possible. 

Vehicles in reported traffic offences are also identified as the system can detect and flag vehicles involved in minor or serious traffic violations, providing immediate opportunities for intervention. This can be utilised in an instance of “fail to stop” road traffic collisions where the suspect had made off prior to the appropriate course of action taking place (College Of Policing 2023). 

Further to the above ANPR can be used for hotspot Identification and Resource Allocation, ANPR data can be used to identify crime hotspots by analysing vehicle traffic patterns in specific areas known for criminal activity. This information can be crucial in pinpointing areas for targeted police patrols or surveillance operations.
Allocating resources effectively to disrupt criminal activity by placing officers where they are most needed. Preventing crimes by increasing police visibility in areas where certain vehicles linked to criminal activities are frequently seen.

Additionally, whilst investigating Major Crimes ANPR can be viewed as a valuable resource.  In high-profile cases like homicides, kidnappings, or robberies, ANPR can play a key role by: reconstructing the movement of vehicles seen near crime scenes, linking vehicles to individuals or groups under investigation, cross-referencing ANPR data with CCTV footage to identify suspect vehicles or corroborate witness statements. By using ANPR to map the location of key vehicles, investigators can develop leads and connections between suspects.

Historical Data and Retrospective Investigations can also benefit from the use of obtained ANPR data as data is often stored and can be accessed for retrospective investigations. In cases where a suspect's vehicle is identified after a crime, law enforcement can: review past movements of the vehicle to uncover patterns of criminal behaviour. Determine whether the vehicle was near the scene of other unsolved crimes. ANPR can potentially identify accomplices by tracing vehicles that often appear in the same locations at the same times. This can be useful in solving cold cases or expanding investigations into broader criminal networks.

Road policing units often utilise ANPR cameras whilst countering Organized Crime
ANPR is particularly effective against organized crime networks, which rely on vehicles for transporting goods, cash, or illicit substances. By analysing vehicle movements, officers are able to build intelligence and monitor transport routes for illegal goods allowing them to disrupt trafficking operations, such as drugs, weapons, or human trafficking. Additionally, they can link multiple suspects together if vehicles are often seen in convoy or visiting known criminal hubs.
This helps dismantle criminal organizations by disrupting logistics and arresting key members (United Kingdom Government, 2019). 

Traffic and Border Control is another area where ANPR cameras can prove integral to investigations as ANPR is used at borders, toll booths, and other checkpoints to control the movement of vehicles entering and exiting jurisdictions. This is valuable in preventing cross-border crimes: ANPR at borders can identify vehicles wanted in connection with criminal activity in other regions or countries.
This allows for more efficient interception of criminals and for the quick identification and interception of vehicles attempting to evade capture across borders (Gurney et al, 2013) In addition to serious offences, uninsured or unlicensed vehicles can be automatically detected as vehicles operated without insurance or valid registration, which are often linked to criminal activity (Norris et al, 2017). 

Finally, ANPR usage is paramount in detecting vehicle-related crimes as ANPR helps solve crimes directly related to vehicles, such as cloned or fake plates. Criminals often use cloned or fake license plates to avoid detection and ANPR can identify inconsistencies in license plate records, such as mismatches in vehicle descriptions or duplicate plate numbers. This can also present challenges as nominals can potentially change license plates in between sparsely populated ANPR cameras and therefore avoid detection. In addition to this, known criminals may intentionally take routes that avoid ANPR cameras as a way to prevent being tracked. Do to the ongoing development of ANPR, there are locations where effective tracking can not take place and movements of criminals can go undetected whilst in those places. In addition, the quality of cameras are still being improved as inclement weather conditions can effect photographs being taken of drivers and prohibit the detection of offenders, this is a significant weakness to ANPR at this time as intelligence can not be developed as successfully regarding the known users of vehicles. 

In conclusion, ANPR is a versatile investigative resource that aids in disrupting criminal activities by enabling law enforcement to track, identify, and apprehend suspects. It provides real-time intelligence, helps develop leads in ongoing investigations, and serves as a deterrent for vehicle-based crimes. However, it is important to note that  issues do arise, with the most common issues associated with ANPR systems are related to the quality of the images captured. The reasons for this problem can range from the camera angle to lighting and the wrong software. It is essential to identify and resolve each issue in turn, to ensure the effective functioning of the system (Booth 2022) 
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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 
 
 I believe that I am currently at the Medium (5-7) level of knowledge required by South Wales Police, I have continued additional outside of work learning in addition to my mandated courses and attachments during the past 12 months. I have completed the casefile and suspect interview attachment which has allowed me to gain knowledge ensuring I am working to meet the National File Standard in all work I complete. Additionally, my knowledge has continued to grow whilst attached to a response team where I have experienced a large variety of incidents and continued to review College of Policing guidance and Blackstone’s information.  
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 S: I suggest that over the next 3 months of my placement I reach the High (8-10) level of knowledge regarding specific law, including more specifically the Road Traffic Act 1988 and law surrounding roads policing. 

In order to gain knowledge in this area of policing, I intend to initially ask colleagues in my team for advice and review ongoing matters that they are dealing with regarding roads policing in order to better my understanding of this specific law. Following this, I wish to take part in a roads policing attachment where I would be able to gain valuable knowledge from experienced RPU officers dealing with driving offences on a daily basis and build up a repertoire of incidents involving the Road Traffic Act. 

M: I wish to deal with 6 traffic related incidents such as submitting Traffic Offence Reports and preparing casefiles for offences such as driving whilst over the prescribed level of alcohol or an offence such as dangerous driving. 

A: I believe this is attainable as whilst working as a response officer I often attend traffic related calls in my area and occasionally have the opportunity for proactive roads policing whilst on mobile patrol. I wish to utilise all opportunities to engage with RTA offences and will put myself forward for traffic related calls, informing my supervisor that I wish to improve my knowledge on this matter, 

R: This development is relevant as whilst working as a response officer, I am often utilised to resource incidents like road traffic collisions and come across various driving offences such as driving with no insurance on a very regular basis. 

T: I wish to achieve this goal within 3 months as I believe this time frame will keep me motivated to complete 6 traffic related occurrences in this time. Additionally, by using a 3-month time frame, I am able to track my progress clearly and review my improvement on a regular basis. 


Following this, I will ask my colleagues to assist with my reflection; by utilising a “knowledge check” type approach whereby they quiz me on information I have developed. Additionally, I will undertake up to date training courses that are made available to me which will allow me to engage with literature from the College of Policing and other relevant sources such as the Highway Code. 

	SKILLS 

I believe that I am currently at the Medium (5-7) level of skill required by South Wales Police, I have continued to better my skills and take part in all available training. I have completed a standard response driving course which means I am an accredited emergency response driver, this displaying my increase in skills. I have also continued to practice skills learnt in training to better improve myself such as communications skills and leadership skills.

 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 
I consider the required level of skill for a standard response officer to be Medium to High, with more specialised officers being in the High (8-10) category. I will continue to improve skills over the next 12 months of my placement and wish to practice established skills further. 

S: I wish to improve my skills relating to unarmed restraints such as the entangled arm lock, and ground restraints including the prone restraint. I want to improve my tactical use of restraints in order to detain persons safer and more effectively: this enabling me to protect both myself, colleagues and the general public from any harm. 

M: I wish to take part in 10 effective and justified use of unarmed control restraints within the next 2 months. I will measure the use of force by reviewing body worn video of myself and colleagues and asking for feedback from colleagues present at the time of incidents and my sergeant who may have reviewed the incident in its entirety. Additionally, I will continue to attend courses such as PPST which is designed to develop officers’ skills with public and personal safety and receive feedback from operational trainers between various courses. 


A: I believe this is attainable as I work roughly 20 shifts a month which would equate to 5 effective uses of restraint tactics in a run of 20 shifts. 

R: As a response officer, I attend a large volume of calls and frequently deal with unpredictable and violent persons. Due to attending incidents where persons have significant warning markers and previous instances of violence, I would be able to practice and develop this type of skill for all person’s present safety. 


T: This timeline would allow time for development with the use of specific tactics and would allow me to practice the efficient use of safety techniques.
I would be able to reflect on my progress over a two-month period and after roughly 40 shifts which would allow me to increase my confidence with violent and resistant offenders. 

	EXPERIENCE 
 
 At this time, I suggest that I am currently at the low (1-4) level of experience required by South Wales Police. This is as I am still very young in service and have been stationed on response for one year. I have experienced a large array of different incidents and have dealt with an average amount of diversity; however this can be improved throughout the next 12 months of my placement by various attendances at incidents.  
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 

By the time I have completed my PCDA entry route, I will have been placed on response for 3 years and I believe that I will be at a medium (5-7) level of experience as I would have dealt with a larger variety of the public and completed attachments with different teams within South Wales Police. In order to develop my experience in a logical way I wish to attend more serious calls which allow for an investigative approach and the progression of Golden hour principles. 


S: I wish to provide an initial response to serious and organised crimes such as a murder investigation or an incident such as a dwelling burglary. 

M: In this next 6 months I aim to attend 5 incidents of serious or organised crimes, that will be progressed and investigated further by departments such as CID, RIT and the Organised Crime Unit. 

A: As a response officer I provide the initial response to a large variety of emergency calls and can often be the initial attending officer in large and complex cases. This making it possible to begin serious investigations and play a crucial part in detecting offenders. I will make colleagues and supervisors aware that I particularly want to attend calls of this nature for my professional development. Additionally, within my probation period I will experience an attachment with CID and PPU for a period of 1 month which will allow me to take part in serious and complex investigations with the assistance of colleagues in a detective role. 


R: I intend to develop my experience dealing with complex crimes and undertaking critical early on actions which can be vital securing evidential material. This is relevant in my every day enquires but also allows for career progression into various departments. 


T: I believe this timescale will allow me to review matters I have dealt with on a regular basis and reflect on how I have dealt with this type of investigation. Additionally, these types of complex crime are not as frequently occurring as large low-level crime and therefore it would take a longer period of time to experience this number of investigations and play a crucial role in their outcome. 
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