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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:


Since obtaining Independent Patrol Status, I have noticed that the organisation culture has had an impact on my wellbeing and resilience, both in and out of work. I will explore these impacts and the risks of conforming to organisational culture in this essay and how I have retained my personal values since changing from a civilian organisation to a police organisation. I will be utilising the Borton’s Reflective Model (McLeod, 2024) throughout this essay.

Organisational culture is described as the values, beliefs, and philosophy that direct the employee’s actions (He, 2023). Organisational culture builds the foundations of the values (Dewar, 2025) within the police. This organisational culture can be seen in policing as the values are prominent throughout the recruitment process and only those persons who display the same values as those of the police force, such as respect and empathy, courage and public service, are successful in their application (College of Policing, 2024a). The code of ethics is central to policing in England and Wales and this displays the professional behaviours always expected from officers, whether on or off duty (College of Policing, 2014).

The organisational culture within policing is positive and negative. There are times in which officers must stay on duty following a long shift. An example of this is if there is a major lack of resources leading to officers suffering with fatigue and morale is at an all-time low according to the Police Federation of England and Wales (Police Federation, 2024).  Along with this, there are a small number of officers who fail to comply with the professional standards and behaviours expected (IOPC, 2023). These officers may be dismissed for their actions (Winsor, 2022), however the actions of the minority of officers who fail to comply with the standards expected has a negative impact on the trust of the communities that we police in, leading to barriers being put up that are hard to break down and officers needing to restore the trust of the communities as quickly as possible. 

Even though there are negatives to the policing organisational culture, there are also several positives. The majority of officers are dedicated to what they do, the love for policing can be seen within my response team and has been shown to be seen across several other areas of policing and being around like-minded people who want to do a good job (Westmarland and Rowe, 2016). These cultures build a strong culture that can be seen across policing.

Now that I have been working as a police officer for several months following my Independent Patrol Status, I have seen and experienced both the positive and negative impacts of the policing organisational culture. Personally, I have found that the camaraderie within the response team has been the most prominent positive impact of the organisational culture. Due to the dangerous situations that police officers end up in and the trauma that is seen by officers, this sense of family and camaraderie (Medeiros, 2024) can be seen throughout policing, but especially within my response team. This sense of teamwork and feeling a part of a policing family is one of the many reasons why I decided to join the police, and research shows this is why several other officers have joined as well (Charman, 2019). This camaraderie and teamwork has had a positive influence on my wellbeing and resilience. This is because good teamwork has been shown to promote a positive working environment and builds good relationships with colleagues. In a report by NHS England, it was shown that wellbeing was a key part of a healthy team (NHS England, 2023). Teamwork helps to build positive relationships and reduces the risk of burnout (Middleton, 2024) which is important in policing. When at work, towards the end of a long shift, if a member of the team has arrested somebody or has extensive paperwork to complete, there are members of the team who will stay behind and assist in any way they can, pulling together and working as a team. This boosts wellbeing of officers as they do not feel like they have been left alone, and the risk of burnout is lowered due to the work being shared across the team and not all left to one person. 

There are also negative impacts to the policing organisational culture. Officers are expected to work on after their shift has finished to complete paperwork following on from calls that they attended during the shift. Annual leave is having to be requested over a year in advance and a lack of resources leads to officers feeling over worked and under paid for the job that they do. This can be seen from a report by the Cumbria Police Federation in 2023 (Cumbria Police Federation, 2023) that concluded officers were unhappy with the pay they receive and that their workload is too high. This under payment and over worked feeling leads to high levels of stress, a decrease in wellbeing and a decline in credit health. All these reasons and more can lead to a decline in physical and mental health, the reliance on caffeine to get through shifts and a high number of resignations annually (Arbon, 2021). Although I can see and empathise with officers who feel this way, I do not feel this is the case for myself. I feel that I am being paid a respectable salary for the role I undertake, my workload does vary but with the support of my team and supervisor I feel I can manage this workload and have never felt as if my wellbeing has been affected because of these areas. This is mainly down to the fact that I have a strong relationship with my team and that I can ask for support from the team and feel supported by them. 

There is one area of police culture that I have seen whilst working on response and that is the dark humour that is used for officers to deal with the trauma that is witnessed daily (Lotto, Mercer and Morgan, 2024). This dark humour is used as a coping mechanism for officers, however if taken too far this then crosses the line of professional standards of behaviours and it is then for officers to challenge this behaviour between colleagues. This does not always occur. The blue wall of silence refers to police officers who do not report their colleagues’ negative behaviours (Westmarland and Conway, 2020). This is more prevalent when officers regularly work alone or in pairs so there is a clear lack of supervision, so some behaviours are not seen or reported by the partner. 

I have maintained my mental wellbeing slightly differently to when I was within training school. I now spend more time talking with my team about what I have experienced, running through scenarios and discussing other ways to deal with calls. This is because I have found that I will overthink and continue to run through the call in my head so the best way for me to stop that is by talking it through with colleagues. This is supported by research which indicates that talking about experiences is a good way to deal and manage emotions (Reed and Towers, 2021). It was found that humour was one of the best ways to cope with difficult conversations. It was noted that several participants raised concerns about who they spoke to as they did not wish to risk their reputation among colleagues and senior officers (Evans, Pistrang and Billings, 2013). With this research, I still feel that speaking to trusted colleagues is a good way to manage my emotional wellbeing.

There is a clear need for the welfare of officers to be improved as officers are not happy with the pay, conditions, and low morale being areas mostly affecting police culture. Although in my personal experience I have not witnessed the blue wall of silence or dark humour which has crossed the line of professional standards. This isn’t to say that it doesn’t happen. There is a need for stricter vetting and tougher sanctions (UK Parliament, 2023) to help regain the publics trust within the police and to improve the overall culture within UK Policing.
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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:


This essay will discuss an emergency call that I attended which was a domestic related incident where the victim stated that her partner was “battering” her. I will be referring to research throughout this essay and I will also be using the Borton’s Reflective Model throughout (McLeod, 2024).

I attended this call with my colleague, and we were on scene within five minutes. Upon arrival to the address, I could see a male carrying a wooden handled item who was walking towards the rear garden. Initially I decided to use an adjoining property to access the rear garden of the premises. Once I saw that the male was not making any threats to anyone in the garden and that the victim was safe. I then went into the incident address. I immediately went to the garden and started to talk with the subject, while my colleague has spoken with the victim. Once the initial circumstances were established, my colleague said to me ‘We are going code 9’. This indicated to me that the subject was going to be arrested due to offences disclosed by the victim to my colleague. My colleague and I have then taken control of the subject’s arms to be able to place him in handcuffs. Due to the subject struggling against us, it was decided that the subject would be placed on the ground to provide us more control. The subject struggled for approximately one minute before handcuffs were placed in him to the rear. Throughout this, the subject was shouting towards the victim so as soon as he was in handcuffs, the subject was escorted and placed in the rear holding cell of the police van. I then supervised the subject in the van, whilst my colleague went to see the victim once more as she was heavily pregnant, and we needed to ascertain if she had any injuries and if she was supportive of police action and if she would provide a statement of complaint once the subject had been taken to custody. She did not have any injuries but due to the victim being pregnant, an ambulance was called to ensure that there were no injuries that were not visible. The subject was then driven to the custody suite. Throughout the journey, the subject was making comments to my colleague and I to get a reaction. These comments were ignored and upon our arrival to custody, the subject’s detention was authorised. Following this, my colleague and I returned to the victims address to obtain a statement, but the victim was not present. Several calls were made to the victim and her mother but there was no reply. The rest of the ‘golden hour’ enquiries were completed and the only outstanding action was the victim statement. It was later found that the victim had attended the maternity department on her own accord for a checkup following this incident and a statement was later taken. 

Throughout this incident I was continually utilising the National Decision Model (College Of Policing, 2024b). This is the nationally recognised model that is used by every police officer in England and Wales. The National Decision Model (NDM) is a six-part model with the Code of Ethics to the centre and then five areas around the outside. These five areas are, gathering information and intelligence, assess the threat and develop a plan, consideration of police powers and policies, identify options and contingencies, take action and review following the decision. The Code of Ethics is at the centre of this model as it sets out the standards of professional behaviour and promotes the high standards required by police officers across the country (College of Policing, 2014). The NDM was used from the moment the call was broadcast across the police airwaves radios. I was immediately gathering as much information as possible such as who was known to be residing at the address, any previous calls and any warning markers that were known to be on the address. 

My decision to use a neighbouring property to gain access to the rear garden was made using the NDM. I was aware than an assault had occurred and that the subject was potentially violent. I made the decision to gain immediate access to the neighbouring garden to start to speak with the subject to calm him down. This is because I was aware that the subject was initially aggressive and was in possession of a wooden pole which may have been used as a weapon. Once access had been gained in the incident property, I then made the decision to move and access the garden where the subject was. I have done this to prevent any further injury to the victim and to gain control of the subject. This decision was made to prevent the escape of the subject. This decision could have had the consequence of a delayed apprehension of the subject. This was reflected upon within the act and review phase of the NDM. If I were to come across a situation similar again, I would ensure that one officer was at the front door of the victim address. This is because the victims are the heart of the police’s response, and this would have provided more reassurance to the victim (College of Policing, 2021a), and to allow for a faster entry into the premises. In the circumstances, I was satisfied with my decision.

Communication between officers whilst on scene is very important as it allows for important information to be passed between officers (Atwell, 2025). Such communication needs to be clear and concise to allow for everyone on scene to know what is happening and what decisions are going to be made. When my colleague said to me “We are going code 9”. Code 9 is the status code used by the police control room to show officers who are escorting a person who is under arrest. When my colleague said this to me, I immediately knew what was going to happen next. I was able to prepare to place the subject in handcuffs and that he was going to be arrested for offences that were disclosed to my colleague. This effective communication allowed for my colleague and I to be able to understand what was about to happen, but the subject was unaware. This helped us as if he were to know he was about to be arrested, the likelihood of a negative reaction was high due to his previous behaviours. This prevented an escalation in the subject’s behaviour and allowed us to control the situation (Hine and Bragias, 2020). The subject was escorted to the ground prior to handcuffs being applied due to him actively resisting officers, being verbally abusive towards the victim and officers, and already being violent towards the victim there were risks identified that further assaults may be committed by the subject (McLean, Alikhan and Alpert, 2022). An escort to the ground was the most minimal level of force identified to be able to safely control the subject and apply handcuffs for everybody’s safety and minimise the threat of the subject. I was satisfied with the decision to escort the subject to the ground, other options were available but, in the circumstances, this was the most proportionate level of force required to maintain the safety of all involved.

The decision was made to escort the subject to custody and to call an ambulance for the victim. This was done due to the victim not showing signs or informing officers of any injury or illness. With the subject under arrest and ambulances taking on average three and a half hours to arrive (Welsh Government, 2024). It would not have been ethical to keep the subject within the police vehicle for this long and detainees are to be transported to the nearest police station as soon as practicable (legislation.gov.uk, 2025). This is why it was decided that the victim would await an ambulance while officers conveyed the subject to custody. If further officers were available, it would have been preferred for them to stay with the victim or even convey her to hospital. Due to staffing shortages across police forces (Alda, 2024), this was not able to be done so the decision to call for an ambulance was made. There could have been negative consequences following this decision, and this decision was not made lightly. The NDM was considered, and this decision was the contingency option as there were no other units available to stay with the victim. To minimise the risk, the ambulance call handler was asked to call the victim directly so they could fully understand what had happened and the victim’s mother was contacted, with the victim’s consent, to ensure that there was someone available to escort the victim to hospital should it be required.

Following this incident, when the victim was contacted, a series of questions were asked to the victim, which further understood the history and risk posed to her. These questions form part of a Public Protection Notification which is a document that will be shared with relevant organisations to also help further safeguard and support the victim (His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services, 2023b). Following the submission of the Public Protection Notification, I have been in contact with social services. We have been liaising due to the unborn child and how we can all ensure that the victim is suitably safeguarded going forward. Due to this, the victim is receiving support from social services, the police and her family so she has a stable support network which is going to aid her in moving forwards from this incident.

My colleague and I also spent some time debriefing on the incident, the decisions that were made and any other options that we can consider should another incident of similar circumstances happen again. During this debrief period, we discussed different disposal outcomes for the suspect. We discussed a voluntary attendance interview which would have meant that the suspect would have attended the police station to conduct an interview to give his account at a time that would be agreed between the police and him. This would not have been suitable as this would have meant the victim would not have any safeguarding from the suspect and this would have also meant that during our Golden Hour enquiries may have been affected if the offender was not in police custody (College of Policing, 2013). Reflective practice and learning have been shown to improve the professional knowledge, especially with officers who are within the early years of their careers (Wingrave, 2011), which I am. This reflection has allowed me to learn from the decisions that I initially made, consider the decisions and think about other options that I could have made and can make in incidents going forward. 

In conclusion, I have made several decisions throughout this incident and the NDM was central to each decision.  I can see that there are some decisions that I could have made differently and have learnt from these decisions. All decisions were made using the NDM and with everybody’s best interests at the centre of each decision.
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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:


In policing, teamwork is crucial to ensure the safety of everybody involved in an incident and to provide the best possible service to victims. Teamwork is also important when working alongside other services, such as fire and ambulance, and members of the public (Bosworth, 2018). There are several theories of team dynamics, I will be evaluating the T7 theory of team dynamics (De Meuse, 2009). Throughout this answer I will be using the Borton’s reflective model (McLeod, 2024). 

The T7 theory of team dynamics was developed in 1995 when Michael Lombardo and Robert Eichinger found 5 internal factors and two external factors beginning with the letter ‘T’ that affect team dynamics. This is why the model is called the T7 model of team dynamics (Rossingol, 2023). The five internal factors of effective team dynamics include: Thrust, the common purpose and drive towards the same team goal. Trust, in every person on the team. Talent, identifying each member of the team’s best attributes and assigning tasks or jobs to the most appropriate person. Teaming skills, working effectively as a team towards the main goal. Task skills, executing the task successfully and achieving the goal (De Meuse, 2009). There are two external factors which make up the T7 model. These are the Team leader fit, how the leader of the team satisfies the needs of the team members and the Team support from the organisation, this is how much support the team is given from the organisation to succeed (De Meuse, 2009). 

This model can be seen in policing, particularly in response teams as officers spend a lot of time together and in doing so a feeling of cultural belonging (Atkinson and Murray, 2021) is shared between officers leading to closer relationships and trust across the team. Trust is an important part of team dynamics as trust across the team has been shown to increase the overall outcome of workplace goals (Abson, Schofield and Kennell, 2024). Higher levels of trust within a team have been shown to improve team cohesion as improved trust on a team builds morale and can also help to develop rapid decision making (Brownlee, 2019). Both of which are areas that are vital in policing. Morale within policing is generally seen as low across many forces and teams (Police Federation of England and Wales, 2022). There are several reasons for this, such as pay, long work hours and the traumatic situations officers are subjected to. Within my team I feel this is the opposite as morale is high on my team. Every team member plays their part in maintaining morale from making a cup of tea for someone who is having a bad day, to the ‘one team’ mentality where every tea member will do what they can to help each other when we can. This has helped to build a positive work environment. Rapid decision making is a key part of policing and trusting a colleagues decision making is important when working in policing, when split second decisions can have long lasting impacts. 

When comparing the T7 model of dynamics with other theories of team dynamics, it has been stated by De Meuse that although most theories of team dynamics share similar foundations and views on how a team should function. The T7 theory of team dynamics may be the most well-rounded theory for developing a team (De Meuse, 2009). 

There are several reasons why a team does not function well, according to Lencioni, there are five reasons why a team may be dysfunctional. These dysfunctions are as follows, an absence of trust, fear of conflict, lack of commitment, avoidance of accountability and inattention to results (Kumar, Deshmukh and Adhish, 2014). Trust is highly important within a team due to trust developing rapid decision making and improving morale, among many other reasons (Brownlee, 2019). Rapid decision making and morale are both crucial areas to policing, and I have seen first-hand when teams trust each other morale improves and decision making is faster and more fluent, therefor providing the victim with the best service possible from the police. Within the police, it is paramount that officers are accountable for their actions. Rapid decision making occurs daily and officers must consider the National Decision Model (NDM) (College Of Policing, 2024b) prior to making any decision. This is where trusting your colleague’s decision making and knowing that they are going to make the right decision builds trust. Having the NDM in place allows officers a way to consider the risks and outcomes of their decision quickly to then be able to take accountability for their actions. With Body Worn Video (BWV) being utilised at all calls, this also makes officers feel more accountable for their actions (Harrison, L’Hoiry and Santorso, 2021). This accountability ensures that officers are trusted by their team. 

Although Lencioni has stated that there are five reasons why a team may be dysfunctional, this does not suggest that all teams suffer with dysfunctionality. Some teams will have a better bond than other teams and these teams are the ones that will generally perform better and resolve inter-personal conflicts better than others.

Interpersonal conflict is when two or more people disagree about something (Risser, 2022). Due to the high pressure and stressful environment that the police work in, interpersonal conflict can be a common occurrence among team members. The reasons for this conflict between members can vary from differing values and working styles to poor communication between team members (Reynolds, 2022). Interpersonal conflict can be found to improve productivity, create new solutions and helps the team overcome problems as one team. These conversations between team members where disagreements occur can also help build an understanding between team members and behaviours may also change to fit the needs of the team or people they’re working with (Osborne, 2020). There are also negatives to interpersonal conflict, especially when working in policing. This conflict can reduce team cohesion and trust between team members, which is important when working within the high stress environment of policing. It can also cause team members to become distracted, and decisions can be delayed due to these conflicts from occurring between team members. It is important for team members to consider their actions and strategies for resolving inter-personal conflicts as behaviours have an impact on relationships (Yingshan et al., 2016) so the way in which these conflicts are resolved are important. Poor conflict resolution can lead to a breakdown in trust, lower morale and a breakdown in the team dynamics (Woffindin, 2024).

It is important that there are strategies in place to reduce inter-personal conflict or to resolve such conflicts between team members. There are several ways to reduce inter-personal conflict, some of which are more beneficial to maintain good team dynamics than others. These strategies include, Avoidance, Accommodation, Compromising, and Collaborating (Risser, 2022). The avoidance strategy is where those who engage in the conflict avoid the cause of the conflict or bury their feelings to prevent conflict from escalating. This is best for when tensions are high between team members and avoiding conflict in this moment is for the best. The conflict will need to be addressed at a later point using one of the other strategies but for some people, avoidance is the best first step (Lamothe, 2020). The accommodation approach is when someone lets the other person ‘win’ the conflict this time, to prevent any further conflict. This works well initially, however if one person is always accommodating this can lead to further conflicts down the line (Cote, 2023). A compromise between team members is arguably one of the best strategies to resolve a conflict. Each team member must give a little bit to meet in the middle, so everyone is satisfied with the outcome. A compromise between team members allows for every party to feel like they have had an input towards the goal and due to this any conflicts regarding the outcome are generally reduced. This does not always stop conflict as some people may feel as if they are giving more than others to meet in the middle which can cause further conflicts so compromise needs to be balanced finely (Pollack, 2024). The final strategy is collaboration, this is where everyone works together to create a solution, this is one of the slowest approaches but is the most effective as it allows for all parties to have their say and promotes working together to reach a solution (Cote, 2023).

Team dynamics play a large part in policing, teams spend a lot of time together, especially on response teams. This large amount of time together creates unique family like bonds between officers, (Westmarland and Conway, 2020). This close bond between officers and their colleagues is known as the ‘Blue Code’, this Blue Code can create an environment where improper behaviours that do not comply with the professional standards of behaviour. A study was conducted in 2020 surrounding the Blue Code and how likely officers were to report different scenarios. The study concluded that many officers would not report minor infringements relating to officers, especially if these were seen to be outside of working hours. The more serious breaches and offences posed to the participants displayed a much higher response of officers saying they would report such behaviours. These such standards include the Code of Ethics, police force policies and legislation. This blue code of silence has a negative impact on the public’s relationship and perception of the police. When officers, even from other countries such as Derek Chauvin, who was a police officer in the United States of America, was convicted of the murder of George Floyd, has had a worldwide negative long-lasting impact on the public’s trust and confidence in police (Parry and Benoit, 2021).

To conclude, team dynamics are highly important when working as a police officer both in and out of work. The bonds created between officers are like no other and the sense of belonging is one of the many reasons people decide to join the police. Interpersonal conflict does occur and will always occur as police officers work in such close proximity with each other on such regular occasions. The police will always be on the back foot regarding public confidence, positive policing practices and interactions are some of the best ways to restore the public’s trust in the police.
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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:



Information and intelligence are a key part of policing. It can be used to build a picture of criminal activity in areas which can then lead to plans being formulated to disrupt and dismantle criminal activity and groups. The information and intelligence gathered is used to help prevent the most serious of crimes and is vital to put criminals before the courts (National Police Chiefs Council, 2017). Information is the raw data that is provided and gathered by police forces and intelligence is this information that has been analysed. In the United Kingdom, intelligence is graded using the National intelligence model known, this is the three by five by two model. This model allows the police to grade the reliability of the source of information by using this model (Adams, 2020). 

Information and intelligence can be gathered from several sources, including but not limited to, police officer submissions, the local community, open sources, recognition (National Crime Agency, 2019) and automatic number plate recognition (ANPR). This information is developed and used to build a larger picture in relation to criminal activity. Intelligence is used to effectively prioritise threats and allow the police to build a plan and act on the information and intelligence available to them. By analysing the information and intelligence available, police forces can target high-risk areas of criminal activity by deploying more resources to deter or tackle criminality in such areas (IGNESA, 2024). The intelligence gathered relating to the high-risk areas is disseminated among local, regional and national organisations to exploit the benefits of Organised Crime Group Mapping (OCGM) (College of Policing, 2015). As the road networks expands across the United Kingdom and all force areas, it is important that such intelligence is shared to help all forces develop strategies to disrupt the criminal movements of OCG’s (His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services, 2023a).

Information and intelligence relating to road users can be developed with the use of vehicle stop checks and traffic stops using Section 163 of the road traffic act to enable officers to find out who is driving vehicles, aiding the development of intelligence gathering relating to the drivers, routes, other vehicles and locations involved in criminal activities, this is complemented with the use of ANPR (College of Policing, 2023). ANPR is a tool used by the police to develop intelligence on vehicles movements but also tracking vehicles involved in serious crime without the need for police vehicles to be in the immediate vicinity of the offenders. This not only reduces the risk of damage to police vehicles and injury to officers or members of the public but allows for the police to covertly track a vehicle or convoy of vehicles whilst a plan is being developed to intercept and deny the criminal organisation the use of the road (Local Council Roads Innovation Group, 2023). ANPR is used to further develop information and intelligence, already known to police by highlighting vehicles which travel in convoy together and vehicles that make suspicious journeys regularly. This development of intelligence prevents and detects and deter criminal behaviours (Home Office, 2024). Such deterrence has been found to reduce the recurrence of offences being committed. This can lead to criminal groups taking less risks and reducing the frequency of criminal activity. For example, drug dealers making fewer deliveries in fewer locations due to a high police presence and therefore reducing the offending (Cherbonneau and Copes, 2005).

The use of information and intelligence when policing the roads, officers are not only tackling dangerous driving and other traffic offences but also disrupting wider, more serious criminal activity. Essex police found that approximately half of the drivers who were driving under the influence of drugs, were also known to the police in relation to other serious offences such as drug dealing, violent crime and burglaries (Ferguson, 2023). Organised Criminal Groups (OCG’s) rely on the road network to operate and conduct their criminal activities. OCGs use the roads for various serious crimes such as human trafficking, money laundering and drug dealing (GOV.UK, 2020). Lancashire Police implemented a new team of officers who were tasked with the disruption of the serious offences. After a few months of this new specialist team, their successes were seen and vast quantities of drugs and money have been seized along with numerous fines and arrests being made (Davidson, 2023). This not only displays how criminals are using the road network, but how much criminals rely on it. Within one police force area in a few months, £144,000 in cash was seized which only shows how valuable the road network is to criminals. This is why police forces are focused on detecting and preventing such criminal organisations from using the road network (GOV.UK, 2020). The Minister of State for Crime Reduction, Hazel Blears, said in a statement the use of ANPR is making criminals fearful of utilising the road network and that forces which adopted ANPR systems had ten times more arrests per police officer than the forces that did not utilise ANPR. These arrests were not all traffic related, they were however in relation to serious crimes such as drugs, thefts, and outstanding warrants of known offenders (PA Consulting Group, 2003). Even though this information is from the early 2000’s, it shows how impactive ANPR was when it was first introduced and with further development and deployment across the United Kingdom, the figures will only improve and further prevent criminals from using the road network. Further research into this is needed to provide an accurate representation regarding the effectiveness of ANPR.

The police use ANPR as a tool to not only develop intelligence on suspect vehicles movements but also tracking vehicles involved in serious crime without the need for police vehicles to be in the immediate vicinity of the offenders. This not only reduces the risk of damage to police vehicles and injury to officers or members of the public but allows for the police to covertly track a vehicle or convoy of vehicles whilst a plan is being developed to intercept and deny the criminal organisation the use of the road (Local Council Roads Innovation Group, 2023). Criminals who are concerned in the supply of drugs, human trafficking, or auto theft, rely on their skills of evasion when committing these offences (Cherbonneau and Copes, 2005). This is where ANPR is an asset as criminals are more likely to travel past an ANPR camera than a marked police vehicle. Once a suspect vehicle triggers an ANPR camera this is when officers can deploy and intercept such vehicle. Although ANPR is a great tool for the police in the development of information and intelligence, OCG’s have become wise to how these cameras work. The use of false number plates, number plates with improper spacing, and screw caps placed to alter the characters (Rhead et al., 2012) are all tactics used to avoid ANPR cameras, and police officers from tracing vehicles linked to OCG’s. These tactics may be successful to begin with, however; ANPR cameras are becoming increasingly successful in the detection of these tactics with modern cameras being up to 92% more successful in detecting such discrepancies between number plates and vehicle colours, makes and models with the use of machine learning (Farrell, Hardy and Birks, 2019). This makes it easier for the police to track such vehicles. Police forces can utilise live vehicle tracking, when the number plate is known to police (North Yorkshire Police, 2025). This can be useful when dealing with stolen vehicles and monitoring vehicles movements. If the number plate or partial plate is not known, further intelligence work may be conducted to assist the police in monitoring such vehicles.

Policing the roads is a crucial way to develop information and intelligence and denying criminals the use of the roads is one of the best ways to disrupt criminal activities (College of Policing, 2023). The Pareto model, also known as the 80-20 model states, that 20% of something is responsible for 80% of the result (Sieveneck and Sutter, 2021). In policing this indicated that 20% of offenders are responsible for 80% of the crimes committed. Gathering information and developing intelligence relating to the 20% will aid forces in reducing crimes on their roads (Liggins, Ratcliffe and Bland, 2019). Visible mobile patrols are more effective than randomised or unmarked patrols in tackling serious crime (College of Policing, 2021b). This has been shown in a report that state property crime was reduced by 31% following visible mobile patrols. Such patrols need to be carefully planned, using the intelligence gathered to be able to target patrols in the areas where crime is thought to be most prevalent. It has been stated that officers on patrol are in a more opportune position to search and locate suspect vehicles on the road (Cherbonneau and Copes, 2005). There is a fine line as too many high visibility patrols can be seen to make the problem move elsewhere (His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services, 2012) and OCG’s are willing to travel to avoid detection. This highlights the importance for information and intelligence to be continually developed and for the use of ANPR to track the movements of such groups to ensure targeted patrols can be conducted and OCG’s are denied the use of the roads.

Even with the use of ANPR, community engagement is still one of the main areas for information and intelligence to be gathered by the police. Members of the public provide a vast amount of information and intelligence to the police (North Yorkshire Police, 2022). There is only so much technology, such as ANPR, can do. It is the members of the public who may hold the smallest key details in the final picture of intelligence. So even with the use of ANPR technologies, speaking to members of the public and other traditional methods of gathering information is still crucial in tackling OCG’s and preventing their use of the roads. 
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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 
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	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
1. Providing evidence in court
 
 
 
 
 
 
	Low 
1-4 


   4
	Med 
5-7 

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

  
  9
	 
It is important for police officers to produce evidence in court. As I am yet to provide evidence in court, this is an area I wish to be prepared for.
This goal will be measures over the next 12 months as I have been called to provide evidence in court on two occasions. I will measure the success of this goal at the end of the next 12 months following my attendance at court.
This is an achievable goal, I will aim to complete this goal by speaking with colleagues on a regular basis regarding providing evidence and hopefully attending a court hearing to be able to see how officers are to produce evidence.
This is a relevant goal with reasonable time constraints as over 12 months, this will provide ample time to attend court and have discussions with colleagues in relation to providing best evidence.

	2. Improve knowledge regarding traffic offences
	
	 

   6
	
	
	
	

   8
	My last goal was to improve my knowledge of traffic offences. My knowledge has improved slightly but I would still like my knowledge of traffic offences to improve. 
I will achieve this goal by being more proactive in my approach to this goal. When dealing with road traffic collisions and other road related offences, I will aim to liaise with specialist officers more frequently when advice regarding offences is required. I will also have more conversations with colleagues on scene when dealing with such incidents. This goal will be measured by the number of traffic stops and Traffic offence reports, including no further action reports, being submitted. This is an achievable goal and with the assistance of my team and colleagues, this makes this goal more achievable. 
This is a relevant goal as I am also aiming to become more proactive, and this will provide more time to improve my knowledge around traffic offences. The goal to achieve this goal is 12 months, however it is important for me to stay continually up to date with all legislation.

	SKILLS 
 
1.  Improve interviewing skills 
 
 
 
	Low 
1-4 
	Med 
5-7



  6
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


 9
	I am aiming to improve my skills when interviewing suspects. This is an important role the police undertake due to being professional evidence gatherers. My success in this goal will be measured by reviewing interviews throughout the next 12 months and viewing a difference in interview style, and skills throughout the year. 
This is achievable, but I will need to put myself forward more often to interview suspects when the chance arises to be able to improve significantly.
This is a relevant goal due to interviewing being an important part of policing in being able to achieve the best evidence from suspects in interview. I aim for this to be an ongoing goal with an open timeframe, I would like to see a visible improvement in this within the next six months.

	2. Improved OEL updates regarding investigation updates and arrest enquiries
	
	   

   5
	
	
	
	  

   8
	I need to start writing all updates on my OEL’s and not keeping note of updates in my notebook. Investigations are continually updated, but I need to improve in adding these updates on my OEL’s.
This will be measured by viewing my OEL’s once per set of shifts and looking to see if I have added updates from the shifts previous. My supervisor will also be able to monitor this goal and provide me with feedback regarding this. 
This is an achievable goal as I need to add the updates from my notebook to OEL’s more regularly and once per set adding an investigation update to highlight what is outstanding and what has been completed so other officers viewing my incidents are able to understand what part of the investigation I am at. 
This is a relevant goal as it not only assists myself in knowing where my investigations are up to and my team members and further colleagues. 
This is a goal I aim to achieve within the next few weeks.

	3. Obtain station breath test procedure qualification 
	

  1
	
	
	
	 

 7
	
	This is a goal of mine that I wish to achieve to be able to conduct the station breath test procedure. This goal will be measured by me obtaining a place on a course and completing it. 
This is achievable and to achieve this goal, I need to monitor the course booking platform to find a course available and liaise with the Inspector to allow me to book a place. This is a relevant goal as it will provide the sector with another officer able to conduct station breath tests and in my own goal of furthering my knowledge regarding traffic offences.
I aim to achieve this goal before the end of my probation which is approximately 18 months away. 

	EXPERIENCE 
 
 
1. Become more proactive in my approach to policing.
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7

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

  8 
	 

Becoming more proactive in policing will require me to manage my workload and complete casefiles in a timely manner to allow myself more time away from the computer screen and being out of the police station being proactive. This will be easily measured because I will be creating more self-generated occurrences and intelligence submissions. These will be shown on my workload and a visible increase in occurrences that I will be showing as reporting officer for and submitting officer regarding the intelligence will display if I have been successful in achieving this goal. This goal is achievable as my understanding of casefiles is improving and as I am becoming more familiar with the files and paperwork, I am becoming more efficient at completing them to a high standard. This is a relevant goal because proactive policing and preventing people becoming victims of crime due to officers being proactive is one of the reasons I decided to become a police officer. Being a visible presence in an area due to proactive patrols can also deter criminals from offending. My target for achieving this goal ideally will be as soon as possible, but due to having six active incidents on my workload at the time of writing, I aim to be able to be more proactive within the next four to six months. 

	2. Gain experience in larger searches, missing people, S18’s and 32’s
	
	


   5
	
	
	
	


   8
	This goal builds to my overall goal within policing of becoming a specialist search officer, more so an underwater search officer. I wish to develop experience within the search field. This goal will be measured by the number of searches completed in the coming year. 
This is an achievable goal, I will need to put myself forward to conduct searches and after arrest, assisting colleagues with S32 searches of premises and vehicles.
This is relevant as it will build towards my overall goal within policing and also assists in achieving best evidence.
This goal will be ongoing over the next 12 months and will be assisted with liaising with specialist search officers regarding attachments with their teams.

	3. Become more confident in taking the lead at calls attended
	
	


  7
	
	
	
	

  9
	This is a goal of mine to start to become more confident in taking the lead at calls and making more decisions independently. This will be measurable with feedback from colleagues and self-reflection over the coming months. 
This is achievable and will come naturally as I progress through my career, however I will make a conscious effort to start taking the lead and initial control at incidents. 
This is relevant as this will assist my development as a police officer and develop my knowledge around a variety of offences. 
This is a goal I wish to achieve over the following three to six months. 
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