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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:

It is notable since reaching independent patrol status that organisational culture is imperative to the resilience and well being of a team. 

Organisational culture within the police is often spoken about within the media and portrayed in a negative manner. This is often due to the opinion that the police as a workforce have a masculine culture Brown (2007), which often means that women and men from minority backgrounds are left disadvantaged in the workplace. It is stated by Workman-Stark (2020) that women who appear dominant by exhibiting behaviours such as being assertive and self-advocating faced negative backlash in the workplace. It is also stated by The Police Federation (2022) that there is a clear culture of misogyny within the police. Therefore, it is important that my colleagues and I are aware of these issues otherwise we risk conforming to this type of organisational culture. 

	Having achieved independent patrol status, I joined a shift at the beginning of April in which there were four males and only one female on the team that being a Sargent. This led to the team forming a masculine culture, which in turn influenced how we worked as a team. For example, the team valued assertiveness and therefore, I learnt to be assertive with subjects which would have been seen as a positive as I am male. However, it can be said that if a female had joined the team and was assertive, there could have been the possibility of her facing negative backlash for the same behaviour that I demonstrate, but because she is female it may have been seen as a negative attribute to the masculine culture of my team and the police as a whole. 

	Although there are many positive aspects to a masculine culture such as the emphasis of the workforce being dominant and authoritative, which would appear to the general public as being a positive attribute of the police force due to the nature of the job. There are also negatives to the workforce adopting this type of culture, especially when the well-being and resilience of the workforce is considered. It can be stated that a masculine culture can lead to a culture of toxic masculinity as one article from FHE Health (2020) states. This article states that due to a masculine culture, a stigma is created surrounding mental health which means that men do not seek mental health support, this is the case for male dominated professions in particular. The police are a male dominated work force with females making up only 32% of the workforce in 2021, according to the Home Office (2021). Therefore, it can be said that the police have a strong masculine culture, and this could have an effect on whether the wellbeing and resilience of teams are good due to the stigma behind mental health in a masculine environment. This means that if my team and I conform to such a culture, then we risk the wellbeing of each other as colleagues may not want to talk about their mental health if they believe that they will face negative backlash for it. This is particularly important in policing as it is a common occurrence to witness tragedies, therefore, an environment in which people feel safe to speak about their mental health is important. 

	In terms of my own strategies of maintaining wellbeing and resilience, the most important strategy for me is speaking with my colleagues about the calls that we have been to right after attending them. I personally find that this helps myself come to terms with the events we had just attended and allows me to process the matter. One study from Dreher, D (2019) finds that just talking to a person of trust can in itself be a source of relief as well as being able to reduce stress and even go as far as strengthening your immune system.

A study from Lennie, S.-J (2021) states that there is an overwhelming culture within the police coined as the culture of silence, whereby officers will not reach out and discuss their mental health issues. It is often said that police officers will detach themselves away from any form of emotion in order to deal with the particular stresses of the job. However, by doing this, it has been shown to have a direct link to post traumatic stress disorder from not properly processing certain events. The study goes onto mention that emotions throughout police forces are seen as a weakness and an inability to do the job as well as then being seen as unreliable and unfit for the workplace. The conclusion of the study documents that most officers have a moment of realisation whereby they deem it best to suppress their feelings and just get on with it. At first I found this to be apparent within my shift due to the male stigma of burying your feelings and just getting on with the job, however over time it has become more common to discuss certain calls. This in turn helps process the event and not feel as though succumbed by their own thoughts.

Although it can be said that an ideal police officer should be mentally resilient and robust enough to perform at the job, this does not always transpire and even officers with high levels of mental resilience can be affected by mental health if certain situations are not dealt with properly. A study from Janssens, K.M.E, et al. (2018) states that resilience, robustness and psychological capabilities are all traits that are considered Important within police officers in order to cope with the ever-changing dynamics and stresses in policing situations. Although this study does go onto mention that even if a person has suffered with depression or had history with bad mental health it does not necessarily keep them out of the running to be an officer. However, a negative opinion or label could be placed upon such person within the force due to the stigma and culture being that of an officer needing to be mentally tough and show no weaknesses.

In regards to bettering your mental health I have reviewed a study from Caluori, A. (2023) which has found that you can look to improve your wellbeing and mental health via a multitude of levels which  first starts of at looking at the root cause of the issue, whereby it could that workload is to great and vast to deal with or whether there is a particular incident that is causing issues. As well as then looking to create a better work life balance to avoid to much of one stimuli. The study finalises its point by saying that ultimately, by promoting a healthy and knowledgeable environment where everyone is on the same page, it will allow for colleagues to keep an eye out for each other and raise any issues should someone feel as though they can’t or if they are yet to realise there may be an issue.

Upon reflection I will look to take this on board personally and will aim to be an advocate within my shift for speaking out about the stresses on the work environment. The role of a police officer is a challenging and ever-changing role that involves high levels of responsibility, managing of offenders and workload as well as managing your own stress. Therefore, it is vital that any issues that arise within the organisation are dealt with as to not conform to the culture of remaining quiet and hoping the problems will just disappear.

In conclusion the risk of conforming to these cultures of not speaking about your mental health will most likely end up with the decrease in the stability of across the workforce and will ultimately end up with a train of people not feeling as though they can speak out about their mental health struggles and in turn more officers will struggle with potential long term issues such as post-traumatic stress disorder.  
A healthy organisational culture will allow for an environment that supports its staff which in turn will promote robust staff which can only positively impact the policing community.
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Task 2

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

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

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

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





ANSWER:

During my time on patrol, I have encountered all sorts of domestic situations, from a mere verbal argument to all out anger and physical altercations. In the essay I will refer to an incident I attended recently, which comprises both ends of the spectrum. 

This incident involved a female and male arguing which has resulted in the physical restraint of the male. In total there was nine people involved due to there being seven young children at the address from ages 3-14. This made it especially difficult to manage due to the lack of officers available in order to safeguard the children as well as dealing with the violent male. The National decision model was used throughout which enabled me to think about my options and then act accordingly.

Colleagues and I were made aware of a potential domestic disturbance ongoing from a neighbour who had heard an argument occur, the neighbour also raised concerns for the children within the address due to them often being left alone. The neighbour explained to me that the male and female had both been out drinking and had returned home very intoxicated and had begun arguing. Before attending the address, a colleague had informed me that the alleged subject has tendencies to become violent and resistant with officers, this allowed me to gather information on the male and start planning how I wanted to engage with him. I considered the use of tactical communication and active listening in hopes of building a rapport with the male. My reason for considering these options was due to previous experiences where effective tactical communication has stopped incidents from escalating, which therefore negates any use of force or police powers, which in turn makes it a better and more efficient service for all parties. 

Shortly after receiving the report, the other officers and I have attended the address with hopes to calm down the situation and prevent an incident from developing. Upon entering the address, I began speaking with the male, whilst another officer spoke with the female upstairs.  It was apparent that the male did not like police as he was aggressive in his speech and wanted me to leave, whilst engaging with the male I was also assessing the potential risk as well as developing a strategy in case the incident escalated. Due to engaging with the male for quite some time, it allowed me not only to think about potential outcomes for the scenario, but also allowed for my colleagues to ascertain what happened from the female’s point of view. Upon reflection, I do not believe anything could have been done differently for a better outcome as both parties agreed and were beginning to apologise for their actions. I believe this is due to a good use of communication skills which I had made use of in order to calm the male down. Kilbey, T (2020), states that in a hostile situation it is important to build a rapport with whom you’re speaking with however it is also imperative to note when tactical communication may no longer be applicable and that the person will need to be adaptable when the circumstances change. Due to the prior information on the male -mention gathering evidence portion of NDM I was very aware of the situation changing and therefore did not become complacent. By communicating with the male, I managed to build a rapport with him which has kept the situation calm for the most part. Upon reflection from this point during the incident I do not believe there is much I could of done different in order to de-escalate the situation as I managed to communicate with the male and ascertain what had occurred.

The male then informed me that he and his partner had been out drinking and had returned home and begun arguing, this had then escalated to the female throwing his belongings outside of the address and damaging the TV. Therefore, a clear disturbance had occurred. I then considered my powers and policies and deemed it best that the male was to stay elsewhere for the night to avoid any further incidents occurring however, the male refused to cooperate and started to become very verbally resistant. I then considered the Powers and Policies portion of the NDM, although I had initially managed to build the best relationship with the male and was able to try and convince him of the solution I had decided, my colleagues were receiving abuse and backlash. Therefore, I started to think about what use of force I could use to stay in control of the situation.

After consideration from my actions, I believe to have better dealt with this part of the situation I would have kept the female upstairs and out of the way whilst explaining to the male that he needed to leave the address. The reason for this is that I believe this is then what reignited the male’s aggression due to the female not wanting him to leave. At this point my colleagues and I did not feel it necessary to use any force as it was only verbal abuse.

This had worked for a brief period, however whilst ascertaining where the male could stay, he has suddenly changed his mind and become physically resistant to myself and colleagues. 

This has then resulted in myself reconsidering my options and contingencies this was due to the male being violent towards myself and colleagues. The male had also assaulted an officer due to punching out as well as pulling them to the floor. Due to this the male was then sprayed with PAVA, taken to the ground by me and my colleagues where he was then fast strapped and handcuffed to the rear due to him still kicking and punching out in defence. The male was subsequently arrested for assault police.

During this part of the incident myself and colleagues were unable to develop a new strategy due to not having enough time to think and ultimately had to jump straight to action whereby we had to get hands on and use force.

As this part of the incident was fast paced, colleagues and I had to act swiftly and in a professional manner whereby we were methodically communicating where and how to use the force necessary to detain the male. I believe this was successful due to managing to detain the male and avoid any further harm. Upon reflection I believe the amount of force used was necessary and justified due to factors such as the size, gender and build of the subject being difficult for officers to overcome alone. Handcuffs and fast straps were used in the detaining of the male which were a justified response in order to stop his punching and kicking.

And although PAVA can be seen as a form of torture and requires a high level of justification for its use. On this occasion it was needed to instal compliance from the subject as he was given adequate chance to comply. The male was also sprayed with PAVA due to officer struggling to apply the handcuffs as well as stop any further assaults.


Whilst this incident was occurring the female began interfering and was told multiple times by officers to step away as she was attempting to obstruct officers. The female ignored officers and continued to intervene. I have then told her a final time to go and take care of her children due to multiple of them coming downstairs frightened by the loud disturbance.

It also transpired that the female had often left the children alone for extended amounts of time and that it would often be left to the 14year old child to provide food for the younger children. It also came to light that the children were often punished by being locked outside in the cold for prolonged time. Therefore, she was arrested for neglect due to her intoxication levels and inability to safeguard her young children. 

Upon reviewing the incident as a whole, it transpired that officer had dealt with the difficult situation as best as possible given the circumstances and barriers faced. To improve for the future, the parties could have been kept separate for a longer period of time however this proved difficult with the limited number of officers dealing with the situation.

This incident challenged my decision making in a multitude of ways, one of which was due to the male in question being registered blind, this resulted in extra caution and ability to communicate effectively. This was of extreme precedent due to the potential of the male causing further harm to either himself or colleagues. Additionally, the male suffered with deformed limbs, whereby his hands and feet had conjoined digits. This made it more challenging when placing handcuffs on the male due to the different structure of his forearms. Which made the considering options and contingencies portion of the NDM more difficult to consider as there we had to consider the effects that certain methods of use of force would have had on him. 

Officers were as considerate as possible when restraining the male to not to cause further harm and injury. This was due to the male’s body type being different to other subjects. This was a challenging task to balance due to the level in which the male was presenting at. However, when considering the first two segments of JPLANE. That being justified and proportionate, it is fair to say that given the circumstances, the male needed to be detained in the safest way possible, therefore meaning it was justified and proportionate to use the force that officers resulted in using. College of Policing (2018) states that it is a tool to allow officers to follow a set standard and to treat every incident fairly.

All throughout this incident I have continually reminded myself of the code of ethics and have remained professional at all times. College of policing (2014) as stated within the citation there are nine key principles. Throughout this incident I showed a variety of these principles whereby I treated the male fairly and was honest with what I, as the officer needed to conduct and finally I was accountable for my actions as force was used in order to gain control of the situation.

Ultimately, upon reflection the incident as a whole most likely does not make the police appear in a good light, however with the justification of the NDM as well as the protection of other vulnerable people and having exhausted every other option it was ultimately decided to be the best course of action to prevent further offences and harm to anyone.
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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:


Throughout this essay I will look to evaluate theories of team dynamics that aid in the development of team cohesion. I will also consider why personal conflict sometimes occurs within a team and look to outline what strategies can be implemented to enhance individual and team performance. Lastly, I will consider how team dynamics within the police could potentially result in failing to comply with professional standard requirements.

Having conducted research around the area of team dynamics I found that one study from Active Collab, (2021) states that Team dynamics is the collaboration and exchanges between team members that can ultimately decide their level of productivity and performance of a given task or challenge. The study goes onto mention that a multitude of factors can manipulate team dynamics, whereby a person’s work ethic, attitude and personality traits can all affect how people can work together. Furthermore, when team dynamics are strong, they are more likely to reach targets and manage workload more efficiently. A survey was conducted, and it showed that when dynamics were especially strong with individual and team performance it resulted that teams were 50% more effective.

This could be a useful tool when it comes to policing due to the many benefits of being efficient whereby work can be done more effectively which in turn would minimise laziness and bad quality work.
However, having also researched into the potential struggles working as a team, I have found that Bruce Truckman’s theory is that of a team needing to first go through an orientation phase or ‘Forming’ (The Happy Manger 2021). This is the initiation stage in which teams first get their ideas about one another’s character and skill set, the study goes onto say that this stage will often result in some sort of conflict whereby the group may not see eye to eye straight away. The theory goes onto say how a team needs this initial stage in order to find each other’s place and roles for the task ahead. Bruce Truckman’s theory dictates that there are a further three stages in which a team has to go through before reaching a level which can consistently work and allow members to excel. The Happy manager (2021) illustrates these as, ‘storming’, ‘norming’ and ‘performing’. Truckman’s theory suggests that all teams must cross through these checkpoints before they can begin to exceed at the task in hand. However, the theory then mentions that a team is far less likely to succeed if these points are not completed, thus meaning they are less likely to thrive. This demonstrates that team dynamics must be formed properly, or teams may not be able to work together efficiently and effectively. Truckman’s theory as illustrated by The Happy Manager (2021) is a good theory for superiors to consider making sure that all members go through these stages in order to create a good team. 
Having recently reviewed a study from Coutu, D. (2015) I have been able to consider that new teams will often not see eye to eye in what direction the team need to head in as every individual is different and will have a different opinion on how to do things. The study further mentions that a team requires a leader who is extremely disciplined to the fact of how the members need to perform at their given job roles, whereby failing to do so will negatively affect the team and reduce the likely hood of the team doing a good job. Therefore, within a policing context, sergeants and those of higher rank should consider this, as having a disciplined manager will improve the team dynamics within stations as each individual will work together better and this will in turn better team cohesion. 
Another study shows that a frequently used model for outlining how best to perform in a team is the GRIP model Last, S (2019). This is a theory was developed by Richard Beckard in 1972. The study shows that the theory consists of 4 areas which clearly lay out the whole process of a given task. These consist of ‘Goals’, this entails everyone being on the same page and fully understanding what needs to be achieved, as this is often the case of downfalls within teams due to a member not knowing the teams desired outcome (Raffoni, M. 2020). It is important to consider that if everyone is not on the same page when it comes to working as a team, team cohesion will suffer as people will not be able to work together effectively. The second part is the ‘Roles’ where it is imperative that all members are aligned and can perform in what is expected of them. ‘Interpersonal’ is the third factor in which builds up the model with that being that any issues within the team must be addressed and dealt with accordingly, thus, allowing trust among team members. Lastly, ‘Processes’ which dictates that there is the requirement for a defined system and clear boundaries in which decisions are made. Failure to do so will result in the team being out of sync and ultimately de-rail the project. This is an important theory to consider for sergeants and those of higher ranks as if these four areas are effectively followed teams will work together more effectively and team cohesion will be improved greatly. 
Interpersonal conflicts can occur within teams for a multitude of reasons with potentially the most common one being ego related incidents where disagreements in work style, other team members or the final outcome has the chance to affect someone’s ego. A study from Wu, J. and Sekiguchi, T. (2019) documents that within larger teams it is harder for team cohesion to exist due to it being harder to communicate with members as well as coordinate them in a manner than can be productive.
Another avenue of interpersonal conflict can consist of policy related conflict this being illustrated by members of a team coming to a disagreement on how a particular task, challenge or obstacle should be tackled. A study from Indeed career guide (2023) states that when this occurs it is best to resolve the issue through negotiation and compromise. 
Having researched a further study from Virga, D. et al (2014) it can be said that factors such as neuroticism and agreeableness may heavily influence that of personal conflict within a given team. Neuroticism brings about a sudden negative connation to a person’s level of emotional stability and that it is believed that they often have negative emotions and poor ability to manage their urges and stress. The study goes onto mention that people who are prone to this behaviour are more likely to result in the team having conflict over a given task and thus potentially de-rail team cohesion.
When interpersonal conflict arises within a team it has the potential to disturb morale and productivity which in the long term could have a serious detrimental effect to the project, team cohesion and the business itself.
One study from Reynolds, P. (2022) articulates that interpersonal conflict is sometimes inevitable due to a particular work environment, certain character types of colleagues or just the work at hand, however it is vital to reduce this conflict to avoid it building up and becoming more disruptive than needed. The study mentions that there are a multitude of options to deal with interpersonal conflict, one of which is to simply keep communication fair, clear and allow all parties to have their input. This is beneficial due to every party feeling like their opinion has been considered on the matter. This is important because it then allows for the identification of the agreeable and disagreeable points to be aired and ultimately allow for a plan to be developed whereby everyone is on the same page and in agreement. 
A further study from Bates, C. (2021) states that it is imperative to focus on the behaviour of the team members as well as the outcome of the conflict as appose to individual qualms on matters not relevant to team cohesion. The study further develops this by saying by recognising early signs of conflict would allow for early intervention and potential mitigation of the conflict ever developing. This in turn would build stability, trust and a strong team dynamic as issues are being seen to be dealt with efficiently and effectively leaving all team members fulfilled.
The Home office (2021) states that there has been a concern for the standards of professional behaviour within the police. Team dynamics are extremely important, as not considering team cohesion could result in a failure of police officers to follow the code of ethics and even policies and procedures, often not deliberately. This is because without good team dynamic, there will be a lack of communication between team members, therefore if somebody is doing something incorrectly it may not be communicated which could consequently result in a mistake being made which goes against policy and procedure. Furthermore, poor team dynamics could cause conflict and tension, which could cause a hostile work environment meaning that employees are focused on conflicts rather than the task at hand which could mean that standards begin to fall as a result. Finally, inadequate team dynamics could mean that there is a lack of recognition for employees doing well in the workplace, therefore standards could reduce as individuals may not see any point in caring about standards and policies if their work is not being positively recognised. 
It can be said that teams also become complacent and except each other’s foibles, whereby certain behaviours and down falls becomes the norm. (Mizouni, J. 2023) states that if a target is near then it is important to re-focus the plan and continue to develop in order to promote productivity. The same can be said for police officers within a team environment due to officers’ potential of becoming complacent by dealing with repeat incidents that seem to have no value or sight of progression and will therefore become complacent in their work and attitude. Therefore, team dynamics must be good to ensure that employees do not accept each other’s foibles and feel safe enough within the team to call out peoples mistakes so that standards do not decrease. 
In conclusion, team dynamics are extremely important, especially in a policing context. Team dynamics ensure that the whole teams work well together, employees are recognised for good work and mistakes are pointed out in a constructive way to ensure that the same mistake is not made again. If managers ensure that team dynamics are good within teams, it can be suggested that standards will improve, and policies and procedures will be followed better. However, it must be considered that inter-personal conflicts occur, however, it is better to deal with them rather than leaving them to resolve themselves. 

Total word count- 1804


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:


Throughout this essay I will evaluate how information and intelligence can be used in the disruption of crime by effective policing of the roads. I will also look to outline how Automatic Number Plate Recognition (ANPR) can be used as an investigative resource. Information is data or facts about a particular subject, where as intelligence is the analysis or synthesis of data to gain an insight of information (Sapphire 2023). Information and Intelligence can be used in the disruption of crime, especially in a roads policing context. 

It can be said that there are extensive options available when considering how information and intelligence can help aid in the detection of crime. The first resource is the sharing of intelligence to other forces. One of way of accessing this information is through a data base that can be accessed by all UK police forces called the Police National Database (PND). Datalynx (2023) states that this is a database accessible by all uk police force along with certain agencies. With its main purpose being to safeguard children and the vulnerable and preventing crime. BBC News (2011) reported that the PND has 15 million people’s data stored on and can range from criminals, those who have been investigated by the police along with victims and other suspects. It can be said that this information can be useful as criminals will often cross over into different policing areas, which may not use the same day to day system, therefore by having a national database which is of use, allows for all forces to have access to prior information. Therefore, in a roads policing context information and intelligence can be used in the disruption of criminal activity through the use of PND. Criminal activity on the roads can be disrupted if officers use the PND to check number plates on cars to see if they are involved in any criminal activity. 

When taking into consideration the disruption of criminal activity it is important to note that offences committed will range from small motoring offences through to organised crime such as county lines. County lines is extremely prevalent whereby offenders or organised crime gangs will cross over borders in order to facilitate the supply of drugs. National Crime Agency (2018) stated that gangs will export drugs into one of more areas whilst using burner phones or other dealing lines in order to notify other gang members. This source furtherly mentions that the drugs are often transported by either young children or vulnerable adults who have most likely been coerced into the transporting of illegal substances.

Road’s policing can play a huge factor when disrupting county lines due to increased patrols and visibility in common areas in which intelligence may suggest county lines is occurring the most. Officers that work in road traffic units also have the ability to submit information and intelligence which can in turn help to disrupt criminal activity in areas. High visibility policing can act as a deterrent and disrupt the movement of county lines drug traffickers, therefore, if road traffic units increase resources to particular areas that are hotspots for country line activities disruption to criminal activity will be caused. Additionally, Roads Traffic Units can play an important in the intelligence gather on potential county lines activities, this could include the discovery of known routes and vehicles associated with drug transportation and inform police efforts to disrupt county lines. The College of Policing (2021) demonstrates that purely by increasing the chance of being caught was enough to reduce criminal attempts, due to the risk and the punishment that would follow on from the participation of any such crime.

Another tactic used by Roads Policing Unit is the search of vehicles which although a cause is required to search a vehicle this often uncovers evidence of criminal activity. One cause to stop and search a vehicle is if there is intelligence to suggest that the vehicle has been involved in a crime. This can help uncover illegal activities such as drug trafficking, human trafficking, and child sexual exploitation. It is demonstrated by Law, B.  (2016) that often-routine traffic stops for offences such as a light out on the car, what may seem to be a routine traffic offence, have often uncovered more complex crimes such as drug offences. This demonstrates the importance or roads policing and following information and intelligence received in the disrupting criminal activity. 

Information and intelligence can also be used to disrupt criminal activity through its ability to allow for predictive policing. Information and intelligence can be utilized to identify trends, patterns, and crime hotspots. For example, in a roads policing context traffic units can submit information and intelligence on cars that are believed to be involved in criminal activity. The information can then be analysed to predict when crimes are likely to occur again by analysing the patterns of criminal activity by certain cars on the road. Preventative measures can then be used by targeting roads and areas with a high likelihood of criminal activity by allocating resources to these particular areas. Therefore, by having effective policing on the roads, information and intelligence can be used to not only detect crime, but also prevent it. 

One of the main tactics for roads policing is the use of Automatic Number Plate Recognition (ANPR). ANPR is a 24/7 operating system that allows for coverage and data collection of vehicles with registrations. Having researched into ANPR, Police.UK (2023) states that around 60 million records are made and stored on the nationwide system for 12 months. Thus, allowing for thorough investigations to commence if required, for example, in the pursuit of needing to confirm a suspect’s alibi or to even confer with a witness who falls within a specific time frame who may had witnessed something ANPR can be extremely helpful to help prevent criminal activity due allowing for information to be gathered from vehicles travelling to and from different parts of the UK, it allows for markers to be placed upon vehicles that maybe involved with county lines. This is beneficial due to it allowing for different forces to be aware of the potential risks if offenders cross over into new borders.

However, there is a wide debate as to whether ANPR is a fair and non-intrusive investigation tool whereby there are an exhaustive list of opinions on both positive and negative feelings towards the use of ANPR.

The positive to ANPR is that of its ability to live tack vehicles whereby it can search and flag vehicles via the licence plate. It can do this either with a full registration or partial. (Staff, R. 2023) The system can look for any matches within a certain time frame and ascertain whether or not a vehicle has been seen. This provides a huge advantage for investigations as it pinpoints what road the vehicle was driving on, what direction it was heading in and lastly, may allow for a route to be obtained. Having reviewed a study from Total Parking (2021), it can be said that the United Kingdom’s police forces currently have access to over 8000 ANPR cameras which have not been disclosed publicly, therefore meaning it becomes harder for criminals to avoid hitting cameras and taking routes less likely to be captured on.

A further positive to the use of ANPR is that of the facial recognition feature whereby there is potential for the driver and passengers to be captured. This again, could be extremely useful in identifying offenders who may be linked to criminal activity as it can show their movements and place them with the responsibility. A study from Meghashree, I. and Rajani, S. (2015) highlights the positives of facial recognition however also makes note of how these can easily be obstructed and distorted due factors such as hair, hats, and other items of clothing. However, it seems that there are many positive attributes to ANPR and its use in disrupting criminal activity in the UK. 

It can also be said that ANPR has further negative features that deem it less feasible to use. NYLN.org (2016) stated that there are privacy concerns regarding the cameras whereby they will be storing data for extensive amounts of time. With the concern being that the data could potentially be misused or fall into the hands of data breaches or stalkers. Another concern mentioned by the same article was that the lack of capabilities when considered factors such as the weather, whereby there could be obstructions to the camera causing it to be completely out of use and therefore inefficient. Furthermore, there is also a distrust from the public around the use of ANPR cameras due to a data leak in 2020 that caused a leakage of 8.6 million driver record (Sharma 2020). Thus, it can be said that there a number of drawbacks to ANPR and therefore some may not see it as an effective tool regarding information and intelligence for roads policing. 

To conclude, in a roads policing context, information and intelligence is vital to being able to disrupt criminal activity such as drug smuggling, human trafficking and more. It is particularly useful in disrupting county lines activity. However, it can be said that the use of technology in roads policing such as the use of ANPR cameras is of high importance and should be utilized where possible by road traffic units. The continued use of ANPR is supported as an investigative resource by the positive attributes outlined in this essay. It seems that the utilization of ANPR paired with gathering information and intelligence will modernize law enforcement practices in the UK, however, transparency with the public and privacy must be considered to ensure that public trust is not lost. 
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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 
 
 
 
 
 
 Dealing with lower risk incidents in a timely and efficient manner whilst still prioritising the best outcome.
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

I believe the force would expect the level 6.
	High 
8-10 
	Low 
1-4

I believe I am at the level 4 mark  
	Med 
5-7


	High 
8-10 
	 I believe this is a fair and accurate placement for myself being that I am now approaching 9 months on independent patrol. Although I have learnt a significant amount in this time I can identify areas that I need to work on, I believe this is purely because of the vast time needed within this job to experience different scenarios and incidents. 

 I currently think that I need more development in the lower risk incidents whereby I often find myself potentially investigating matters that could be dealt with via other means. For example issuing a community resolution as appose to criminalising a person. This would in turn save time, meaning I would be more efficient, it usually means a better and quicker outcome for the victim and offender and does not fully criminalise the subject. I believe knowledge of issues like this is developed over time, in tandem with them also managing the expectations of victims and reporting people.
Furthermore, I am aware that every incident is vastly different and therefore will have to be taken on its own merit.

	SKILLS 
 
 
 
 My use of the policing system - NICHE
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 


I believe the force would anticipate this level of skills - 6
	High 
8-10 
	Low 
1-4 
	Med 
5-7 


I believe I would allocate myself as level 5
	High 
8-10 
	 I again, believe this is a fair and accurate placement of my skills set based off what I believe I can offer within policing incidents.

I use NICHE on a day to day basis however only ever tend to use a small fraction of what is available. I believe I would need development in this area due to often finding myself taking more time that others in order to find and complete less frequently used documents such as MG21s. 
To improve in this area I think that I will start retaining previous documents in order to reflect back upon, remembering the standard in which they need to be and what specifically needs to be included.


	EXPERIENCE 
 
 
 
 
 More experience going to the lower risk incidents. Such as priority or routine calls
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7




The force would recommend level 6 
	High 
8-10 
	Low 
1-4 




I would place myself as level 4
	Med 
5-7 
	High 
8-10 
	 Although I am now close to 9 months being on independent patrol I still feel as though I am lacking with the experience of going to reports that are lower level risk. I feel as though I need to experience dealing with calls of this nature as I often struggle on how best to deal with the situation and will often find myself having to ask my shift or supervisor for advice. I am aware of the vast amount of knowledge needed to be proficient within this job and also understand that in order to get to that level also requires time, whereby the more incidents I will deal with, will allow me to have a better understanding on what to do in future ones.
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