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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:

During this essay, I will be reflecting on the impact that organisational culture within policing has had on my wellbeing and resilience. I’ll discuss what has worked well, as well as areas that I could improve on. I’ll discuss the risks of conforming to organisational culture as well as my strategies for maintaining wellbeing and resilience, all since achieving Independent Patrol Status. My reflection will be completed using The Gibbs’ Reflective Cycle (The University of Edinburgh, 2020)

Firstly, I will be reflecting on the impact of organisational culture within Policing. According to Ruchir Karanjgaokar, 2021 

“Organizational culture, in other words, refers to the shared values and beliefs that govern the varied interaction and behaviour of the people in an organization. These values and beliefs go on to build the personality and character of the organization.” 				(Karanjgaokar, 2021). 

Within any Police Force, there are a number of values that the organisation and each individual must abide by. These values are important as they are used within every decision that is made, the actions that are taken and how the Police Force is viewed by members of the public. If the individual follows the values that are set out by the Police Force, this has a positive impact on the community and builds trust and in turn, can impact your wellbeing and resilience. 

Since achieving Independent Patrol status, the biggest change I’ve noticed is being independent and not having the continuous support of my tutor. I found that there are certain calls I’ve attended whereby I’ve not been fully confident in dealing with it due to lack of experience during my initial 12 weeks. Although I dealt with a variety of incidents during my tutorship, there were certain aspects that I did not have much exposure to due to lack of call volumes. Whilst this was quite daunting to begin with, it’s allowed me to make my own decisions and deal with incidents in my own way. In addition to this, it’s allowed me to work closer with other team members, learn different things from each person and understand areas that I need to improve on. 
Over time, being independent has had a positive impact on my wellbeing and has given me more confidence in decision making and asking for help from others. 

Since being independent, there are a number of strategies I’ve used in order to minimise stress and maintain my wellbeing. Initially, I found working shifts quite challenging and struggled to get in to a routine of when to sleep as nights came around. Over time and from speaking to other team members, I’ve been able find a pattern that suits me and allows me to have the recommended amount of sleep each day/night. I’ve also purchased black out curtains which has helped me sleep a lot better during the lighter mornings. Research shows that “Sleep is a powerful stress-reliever. It improves concentration, regulates mood, and sharpens judgment and decision-making” (Shamard Charles, 2021). I’ve found that since I have been in a routine, I am more focused in work and a lot more productive. I have also found that due to increased concentration, I am making better decisions and thinking more rationally. 

During my research, I also found that “Shift work has been found to have modest, but significant, negative effects on familial relationships in some circumstances” (InterDynamics, 2020). As a result of this, I’ve ensured that I have a good work and home life balance. I appreciate ‘family time’ a lot more now and try to plan something on rest days to make sure I’m still making the most of the time off that I do have. Whilst I am on rest days or in between shifts, I put work to one side and ensure I don’t log in for any reason. In addition do this, whilst I find it reduces stress speaking to family about work, I’ve found it helps doing this straight after my shift and then switching off for the remainder of my rest days.

When discussing wellbeing, one of my main strategies in maintaining this is the camaraderie with other team members on shift. Since achieving independent patrol status, I’ve built a good, trusted relationship with each individual. Due to us being a shift of only four people, I’ve identified the importance of working as a team, trusting eachother and supporting eachother where possible. “Genuine team camaraderie is key to successfully building a collaborative and productive team that not only enjoys working together but can accomplish goals with ease.” (Jacq Spence, 2020) Whilst this is almost always the case, due to there only being four of us on shift as already mentioned, this means that once we take in to account annual leave, sickness, courses and/or any other commitments, it can often leave one or two persons on shift to cover that area. Speaking from experience, this can be quite stressful in trying to deal with any outstanding and/or new calls. I’ve found that working closely with other team members, we have a certain way of dealing with incidents, supporting eachother and understanding eachothers skills and weaknesses.


Whilst conforming to organisational culture and remaining professional when dealing with members of the public and abiding by the Police ethics and values, it’s important that we talk about what happened and ‘offload’ when returning to the Station. Often or not, when dealing with members of the public on a Friday or Saturday night and there’s alcohol involved, we can often be shouted and sworn at. I’ve found that speaking to others about it and reflecting on what happened can improve my moral and prevents me from taking it personally. 

In conclusion, since achieving independent patrol status, there are a number of ways that I have maintained my wellbeing and resilience whilst conforming to organisational culture. I’ve found that making my own decisions and policing the way I want to Police has had a positive impact on my confidence and wellbeing. I’ve managed to get in to a good sleeping pattern by having the recommended amount of hours which has been assisted with black out blinds, having a good work life balance and finally, working closely with other team members and building a good working relationship has improved my wellbeing and helped to build resilience. These steps I’ve taken have ensured that I perform to the best of my ability and in turn, uphold the values and ethics of the Police Force. 

Going forward, I will continue to use the same methods in order to maintain my wellbeing and resilience. During my career, I’m likely to experience traumatic incidents where I will need additional support from colleagues and potentially TRIM referrals. Over time, I will also be working with different people who may have different ways of dealing with situations. I plan to utilise any advice given and any other methods that may help.
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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:

“The National Decision Model is the main framework in which Police Constable base all their decisions and it allows decision makers to structure a rationale of what they did during an incident and why” (College of Policing, 2013). During this essay, I will be reflecting on Domestic related incident that I dealt with and discuss how I followed the National Decision Model in order to make my decisions. I’ll explain my rational behind my decisions, how I recorded details of the incident and the consequences of the decisions that I made. I will support this essay with referencing throughout and my reflection will be completed using The Gibbs reflective Cycle (The University of Edinburgh, 2020).

The incident I am going to discuss is a crime allocation I was given whereby the Victim had reported harassment from her ex partner who had sent in excess of one hundred messages and uploaded social media posts in relation to her. Based on the details provided, I was looking at the legislation of Section 1, Protection from Harassment Act 1997 which states “A person must not pursue a course of conduct which amounts to harassment of another, and which he knows or ought to know amounts to harassment of the other.” (Legislation.gov, 2023). Both parties had separated several months ago, however the suspect did not take this well and his behaviour escalated over time. From the evidence received by the Victim, it was clear that she had asked him to stop messaging and to not upload any posts to social media that related her, therefor, he ought to have known that this amounted to harassment. 



Upon receiving the crime allocation and reviewing all details, it was noted that the male had been admitted to St Cadocs Hospital due to his Mental Health. This was the same day that the incident was reported to Police. As a result of this, the first step I took was contacting the nurse at St Cadocs in order to establish the severity of his Mental Health, if he was fit for interview upon being released and an estimated date for this. From contacting them, they said that he would be fit to be interviewed within the premises of St Cadocs and they would arrange a room. Despite being given this advice, I made the decision not to interview him at this time as I was conscious it could impact his Mental Health further and there was minimal risk to the Victim due to him being in Hospital. I asked that they notify me upon his release and would instead, ask him to come in for a Voluntary Attendance interview in a Custody suite.

In line with the Victims Code of Practice (College of Policing, 2021), I made contact with the Victim in order to update her that I will be the officer investigating the incident and a point of contact should she have any questions. I provided the Victim with safeguarding advice including to keep the subjects number blocked, remove him off any social media and any new accounts that he makes, keep a fully charged mobile on her at all times, let family/friends know where she is going and to call 999 in the event of an emergency. Whilst I was sure to update the Victim, I was also mindful not to disclose too much information in relation to the subject and his Mental Health. 

Approximately three weeks later, upon me starting my shift, I was notified by St Cadocs that the subject had been released and now fit for interview. Further to this, there was a handover that involved the same subject being involved in a different incident. I agreed to interview the subject and further arrest him for the original offence of Harassment. Upon speaking to the Custody Sergeant, it had already been decided that he would need an appropriate adult present due to his vulnerabilities. “The purpose of an appropriate adult is to safeguard the person by ensuring they understand the questions posed to them, protect their welfare and safeguard their rights” (Gov.uk 2003)

During the interview stage, the subject was asked a number of questions relating to the Harassment of another person and struggled to answer any. Whilst he gave an account of what had happened, he would often go off on a tangent and move away from the question. He appeared extremely irritable throughout and the decision was made by myself to pause the interview. Upon consulting with the solicitor and appropriate adult, it was decided that the subject would need a Mental Health assessment by the Custody Nurse based on way he was presenting. 

During this time, the subject had only three hours remaining on his Custody clock due to waiting for the appropriate adult and a result, I applied for a supers extension. 

“Under the Police and Criminal Evidence Act 1984, a person can be detained in Custody for up to a maximum of 24 hours and with authorisation from a Superintendent or above, this can be increased to a maximum of 36 hours. Under these circumstances, they would need to prove that the detention of that person is necessary to secure or preserve evidence and that the investigation is being conducted diligently and expeditiously.” 		(legislation.gov.uk, 2022) 

I believed this to be the right decision based on the subject needing a Mental Health assessment and no time frame given from the Custody Nurse/external nurse and the potential of the interview reconvening. 

Following the assessment, the subject was detained under Section 2 of the Mental Health Act and conveyed back to St Cadocs Hospital where he would spend the next 28 days. Section 2 allows a Doctor to decide what type of Mental Disorder a person has and along with the treatment that they require. (Millar, 2021)


At this time, I felt a difficulty in trying to get a positive outcome for the Victim but also understood that the Subject was suffering from a form of Mental Health disorder and therefore, both parties were considered vulnerable. I decided to consult with the ward manager and the subjects appointed nurse and from taking in to account the date he was originally sectioned and the dates the offence took place, it was agreed that he did not have the capacity to commit the offence. 

When looking at the National Decision Model, the information that I had was that the subject lacked the capacity to commit the offence. I considered the offence to be of low risk based on the nature of the messages/posts and that the subject was currently in a secure facility and the Victim had been provided with safeguarding advice. In terms of powers and policies, there were little to no powers available given the circumstances. I felt the only option at the time was to notify the Victim and explain the circumstances, again being mindful of Data protection and not to give too much information away. When speaking to the Victim, I explained the circumstances to which she was surprisingly accepting of. Given their previous relationship, she was happy that he was receiving the support he needed and felt this was one of the reasons for the offence originally taking place. Whilst this was the final outcome, I was mindful that throughout the incident, information was continuously changing and based on this, I would often go through the National Decision Model again meaning there could be different powers/policies and options/contingencies available. 

Given the circumstances and both parties previously being in a relationship, I completed a Domestic Abuse Stalking and Harassment (DASH) which essentially helps identify risk, helps specialised staff identify high risk Domestic Abuse and allows relevant partner agencies to assist if needed. A DASH will also help to identify those who are at risk of serious harm and whether or not it should be referred to MARAC in order to manage risk. This includes a series of questions and based on the number of questions that was answered ‘yes’ and the details given by the Victim, I graded this a standard risk. (SafeLives, 2014)


A challenge I faced during this time was that the Victim was Polish and despite her speaking English, this was not her first language. Throughout any interaction that we had, I was mindful of the terminology I was using and ensuring that she understood everything. When updating the Victim, I would take my time in explaining things and always check if she had any questions throughout. The Victim confirmed a number of things back to me which reassured me that she fully understood. Whenever I find myself communicating with a person, I often follow the ‘5 C’s’ which include, being clear, be concise, provide a compelling request, be curious and be compassionate. (Keates, 2018)


In conclusion, throughout this incident, I applied the National Decision Model and adapted it when new information came to light. I ensured I included thorough updates on the system explaining my rational behind each decision, along with any supervisors and third parties that I had consulted with. Whilst this may not have been the outcome the Victim was hoping for, from keeping her updated from start to finish, she understood the reasons behind my decision making and agreed this was the only possible outcome at the time. 

When looking back at how I dealt with the incident, I remained professional throughout, was honest with the Victim and took account for my actions and decisions. I felt that communication was key due to the Subject being classed as Vulnerable and the Victim’s second language being English. 
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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:

During this task, I will be looking at different theories of team dynamics, including what works well, and not so well in developing team cohesion. I will be discussing a number of strategies that can be used in order to enhance individual and team performance and finally, I will be talking about how team dynamics within the Police Force can impact the requirement for Professional Standards.

When studying Tuckman’s Theory: Five stages of team development, it’s relatable within any role that involves working as part of a team and allows you to apply it to your current role in order to know what is likely to happen next. The theory is made up of 5 stages and starts with ‘forming’. This is the initial stage where people first meet, get to know eachother and are likely to discuss their background, their skills and interests. The second stage, ‘storming’ is usually the phase when people from the team tend to start disagreeing with things, voice any concerns and look to a stronger leader for direction. This is the stage where conflict is likely to occur. The third stage which is ‘norming’, is where members of the team begin to work together and understand others strengths. Although there can be some disagreements, they tend to start gelling as a team. The fourth stage, ‘performing’ is when you’re likely to start seeing results and seeing everybody really working together to achieve one goal. The fifth and final stage is ‘adjourning’ and this is generally when the team have accomplished what their goal was and have potentially become very close as a team. (Freshbooks, 2021) Whilst it can sometimes be difficult working with new people and as part of a team, this theory highlights the stages in which each team will go through. 

When looking at team cohesion, a theory by Thomas-Kilmann outlines 5 approaches to managing team conflict and highlights how each approach can have positive and negative impacts. The theory talks about how one person is likely to try and meet their own needs, while another person will try to satisfy the needs of other team members and therefore can lead to conflict within the team. ‘Competing’ is uncooperative, assertive behaviour whereby the individual will look to satisfy their own needs by winning at something, even at the cost of another. Whilst this can cause tensions within a team, it can also motive others to try and compete meaning improved performance from other members. ‘Collaborating’ shows behaviour of assertiveness and cooperativeness where the individual wants to work as part of a team in order to reach one goal that will benefit all parties involved. For those that show unassertive behaviour, there is ‘avoiding’ and ‘accommodating’ Avoiding is where an individual will not look to pursue theirs or another’s concerns, meaning that they avoid the conflict and do not address it. Accommodating on the other hand is where a person will neglect their own concerns in order to fulfil somebody else’s. This is the opposite to Competing. Finally, in the middle there is ‘Compromising’. Compromising is where the individual meets in the middle and aims to find a solution that suits everybody. (Thomas & Kilmann, 1974)

The Thomas-Kilmann theory outlines how people with certain behaviour and attitudes can impact the rest of the team. For those who want to focus on themselves and be ‘the best’ on the team, it can overcloud individuals who may have certain skills and knowledge but do not feel comfortable speaking up due to this. Whilst it’s clear to see the positives and negatives of each behaviour, there may be some that work well within a certain team and others that don’t due to a number of different personalities. 

When looking at conflict in the workplace, CIPD shows that almost four in ten (38%) of UK employees have experienced some form of interpersonal conflict in work in the last year and 20% of people would agree that conflict in the workplace is a common occurrence. There are a number of reasons that conflict can occur, from clashes in personalities styles, poor communication, inadequate resources and low level of support. (CIPD, 2015) With workplaces that have a large number of employees or large teams, conflict is more likely to occur due to there being an increase in personality clashes and disagreements. 

The CUDSA Model is a framework which helps to understand and resolve conflict. It is designed to ensure a ‘win-win’ result for all parties involved and although some may need to compromise slightly, it should never be to the extent that somebody does not feel satisfied with the outcome or that they haven’t helped achieve it. CUDSA is an acronym for five stages of conflict management and helps to deescalate a situation and have the desired outcome. It’s designed to confront the behaviour, understand eachothers position by talking about both opinions, the reasons behind it and whether all the information received is correct. Define the problem, meaning to talk about the details provided without becoming defensive or aggressive. Search for a solution by cooperating with eachother, understanding eachother and working together to achieve the best possible outcome for both parties and finally, agree upon the best solution and put into practice. The final stage would need to be clear to both parties, leaving no ambiguity. 

The majority of people will work as part of a team at some point during their career and in order to aid functionality, cohesion would need to be present by all team members in order to establish a good working relationship and perform to the best of their ability. If a team is cohesive, they build trust amongst themselves and work together in order to achieve the same goal. Cohesion can be built by improving communication, team bonding that is made up from  team building activities, encouraging people to talk on a personal level, rather than just work, supporting eachother when able to and providing any additional training and development needs that are required. Team cohesiveness is:

“A team's ability to effectively work as a whole towards a common goal. It also means that the team's members want to contribute to the team's ability to work well together. Team cohesiveness does not come naturally to most people and must be fostered out of trust and interpersonal relations among team members. Teams that feel united are more likely to succeed when working on projects and communicate and interact effectively when performing tasks related to the end goal.”
										(Herrity, 2023)


Naturally, for those who enjoy what they do, they are likely to do it better. If employees get on with other team members, when attending work, they are more likely look forward to this and therefore, see an increase in performance. Team Cohesion and performance is similar to a circle. If there is cohesiveness within a team, this leads to improved performance. Likewise, if a team are performing well as a whole, this can lead to cohesion within a team. On the flip side, if they’re lacking in one of these areas, it can have a negative impact on the other which in turn, is not only going to lead to poor performance, but poor morale too. Although this is usually done between the team members, it is important that leaders and supervisors have an input and manage this correctly by delegating work and understanding the skills and abilities of each team member. It is equally, if not more important for leaders to understand the teams dynamics in knowing who are the top performers, who works well together, who are the positive people and who are the motivators of the group. By understanding their team, it allows them to work to the best of their ability and maximise effectiveness and performance. 


When considering how team dynamics within the police service can result in failing to comply with professional standards requirements, there are a number of reasons that can affect this, some that have already been discussed during this task. Going back to the people that show the behaviour of ‘Competing’, it could impact their respect and courtesy due to the lack of care and compassion for the other person and their ‘want’ to be the best on the team. Others, may not act with honesty and integrity due to them having a fear of speaking up to bigger personalities on the team and potentially being shut down. Some may struggle to maintain objectivity when they can see different peoples behaviour on the team and may have an opinion or certain feelings about it. Certain people will naturally get on better with some more than others which can often lead to poor team dynamics, leading to poor team performance meaning that individuals can be less focused and driven. As a result, it can affect their duties and responsibilities as they’re not ‘fit’ for work. 


In conclusion, there are a number of theories that evidence how conflict can occur in the work place and how it can affect each person. Whilst conflict happens to a number of people, there are strategies available in reducing this and improving team cohesion and in turn, improving team performance. There are clear links between team cohesion and team performance which shows that they work alongside eachother and if one works well, so does the other. Although it the individuals responsibility to focus on their own performance, this can be assisted by other team members and leaders, meaning that they all work together. 
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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:

During this task, I will be discussing and explaining how the use of information and intelligence can be used in the disruption of the more prevalent criminal activity, such as drug smuggling, child sexual exploitation and county lines, all by effective policing of the roads. I will be explaining four main categories including Targeted, Preventative, Pre-emtive and Proactive Policing. I will also be outlining how Automatic Number Plate Recognition (ANPR) can be used as an investigative tool and how Police Forces utilise this throughout the United Kingdom. 

Information and Intelligence are often terms that are used together but both have a different meaning. Information refers to data or facts and is often made up of 5WH (what, when, where, why, who and how). It can be collected from a variety of sources such as Social media, books, CCTV and communities. Intelligence on the other hand, may not always be factual but can be pieces of information that is received and then analysed in order to predict crime. Intelligence can be gathered by Police officers, members of public and/or someone who wishes to remain anonymous. By understanding the difference between both, it allows us to assess the trustworthiness of the information that we receive and in turn, make better decisions based on the quality and reliability of that information. (Manaher, 2023) 

Information and Intelligence is a vital part of Policing the roads when trying to disrupt criminal activity. Based on information that is provided, Police are able to use this as intelligence-led Policing and are able to identify a patterns of criminal activity such as who is committing the crime, the location in which they are committing it, the time and the crime itself. The Police often follow a framework called The National Intelligence Model (NIM) which allows them to process information and turn it in to intelligence. NIM aids in focusing on key priorities, risk management and improved prevention and detection of crime. According to Innes and Sheptycki (2004), the difference between information and intelligence is: 

“Information consists of bits of data that, when combined and viewed together with relevant background knowledge, may be used to produce intelligence, which informs the actions and decisions of policing organisations.									(Innes and Sheptycki, 2004)

By using both information and intelligence, the more prevalent crimes can be disrupted through effective Policing of the roads. Police Professional (2020) calls for Roads Policing to be made a national priority since seeing a 22% reduction of officers between the years of 2010 and 2014 and a further reduction of 18% since 2015. The Police Federation of England and Wales (PFEW) explains how although there are designated Roads Policing Officers, they are usually likely to be carrying out more than one Police role, meaning that the 4% of the Force they represent, is not a true reflection of how many are actually available to Police the roads. They state that the report shows (in addition to ‘clear evidence’) roads Policing to be an effective tool and proposes more officers along with wider use of technology to “monitor, deter, detect and prosecute” in helping to target high risk individuals. (Police Professional, 2020) 


Effective Policing of the roads used to disrupt drug smuggling and county lines requires a proactive, intelligence-driven approach that combines the efforts of law enforcement agencies, community partnerships and advanced technology. By gathering different means of intelligence through Police systems and other law enforcement agencies, not only does it share vital information of those operating across borders, but allows Officers that are Policing the road to identify patterns, trends and hotspots of those who are using the roads to commit the more prevalent crimes. Surveillance and operations can be planned around actionable intelligence, allowing officers to use certain technology to track and monitor the subject/vehicle while the targeted operations ensure they have the facilities to stop these vehicles that are expected to be involved in the criminal activity. 


By gathering information and intelligence, Police forces are able to work alongside other forces in identifying repeat offenders and those who carry out criminal activities on the roads in the UK. By sharing information, it allows them to maximise opportunity in carrying out proactive stops and ensuring that the more prevalent criminals are identified and stopped.


Targeted policing can be carried out using information and intelligence to identify targets on the road and stop them under Section 163 Road Traffic Act 1988. If the grounds arise, they are able to carry out a search under Section 23 Misuse of Drugs Act 1971/Section 1 PACE 1984. During these stops, there is the potential to uncover more significant crimes which occur on the roads and include transportation of drugs, weapons and stolen property. Preventative Policing, although this is for lower level disruption, and often linked to Section 59 of the Police reform act and is linked to anti social driving. This allows road traffic offences to be identified which can result in a seizure of a vehicle meaning the subject is without their vehicle for a certain time period and therefor, no criminal activity being committed. Pre-emptive Policing again works around information and intelligence and allows the authorisation of pursuit tactics by FIM/TAC AD. This means that vehicles can be TPAC or stung, prior to any reaction of Police presence, which hinders the ability of subjects and occupants of the vehicles to evade Police, should they be carrying out illicit activity. Proactive Policing allows the planned operations to go ahead and often yield results in terms of denying criminals use of the roads. Road traffic related offences are often identified, along with wanted persons being located and more prevalent crimes coming to light. 


Figures show that since 2019 when the County Lines programme was launched through the Home Office, there have been 4,395 line closures and 14,228 arrests. A line closure refers to the arrest and charge of a line holder and/or the closure of a county line through the deactivation of a mobile number involved. (Home Office, 2023). Although a number of these line closures are carried out ‘behind the scenes’, the disruption of these criminals would not be possible without the technology and effective means of Policing the roads.


Automatic number plate recognition (ANPR) is a key part of technology that assists in the disruption of criminal behaviour and is carried out by the camera capturing an imagine of the vehicle/number plate and running it through a back office facility (BOF). The cameras can be in a number of forms, including static, multilane, moveable or mobile camera which can be vehicle mounted systems fitted within the Police vehicles. ANPR is a well-used tool in identifying vehicles by reading Vehicle Registration Marks (VRMs) and matching them against database records which could be of significance interest to the Police. Based on information that is highlighted, it allows the roads Policing team to use proactive tactics in preventing crime and targeting criminals through their use of the roads and preventing them from carrying out further offences. 


ANPR cameras are able to read approximately 3,600 vehicles per hour and search a number of databases included Police National Computer (PNC), DVLA, and MIDAS, all within 2 seconds. The data that it returns has the ability to show the vehicle, the movements and the driver. All of which can assist in investigating criminal behaviour and proving and/or disproving somebody’s involvement. By looking at a Vehicles moving patterns, it can show the route they have taken and whether this is a reoccurring pattern which can be extremely beneficial when investigating a crime such as county lines and the movement of drugs. In addition to this, ANPR can be used to locate a person who is unlawfully at large or missing. Providing the person is using a vehicle with a registration that is known, it allows Police to track their movements and give a travel of direction which may be able to assist in locating them. For intelligence purposes, data can be stored for up to 90 days meaning that investigators can collect the patterns of dates, times and routes and then intercept vehicles that are involved. (NPIA, 2007) 


Whilst ANPR cameras have shown a number of benefits in tackling crime, there a number of criminals who understand how they work and avoid them at all costs. Due to the system only working from reading the registration number, criminals will try to avoid these by taking different routes that may not have as many cameras, meaning they are less likely to be detected. They may look at theft of a vehicle which will be beneficial short term and until reported as stolen, as it will not arise any suspicion. There are also a number of other tactics they could try, including cloning a number plate, covering the plate and tailgating vehicles in front in order to prevent theirs from being seen. With criminals adapting their ways, it becomes increasingly difficult for Roads Policing Officers to identify them and prevent them. 

In conclusion, information and intelligence is a key part in disrupting criminal activity and is widely used within the Police Service. Intelligence allows roads Policing officers to identify a pattern of criminal behaviour and use technology and skills to proactively prevent this by using a number of tactics. The technology they have available to them including PNC and ANPR is extremely beneficial in investigating criminal activity and aiding them in identifying offenders. Statistics show that there has already been positive outcomes to Roads Policing with County lines already being closed and with the call for more Officers and increased technology, this will undoubtedly increase the number of arrests for other criminality on the roads.

Word count - 1607
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Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
1. Traffic Legislation 
2. Stop search powers
3. Domestic Violence MARAC referrals 
4. Child protection powers 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 


7







7
	High 
8-10




8 

8




	Low 
1-4


4 





3


3
	Med 
5-7 




5



	High 
8-10 
	 In terms of knowledge and the subjects listed, I believe I am currently averaging a rating of around 3-5 in these areas. The 4 areas are not something I’ve currently had much exposure in and therefore my knowledge is a lot lower. I have scored the required score for stop search powers and Domestic Violence referrals slightly higher as I do tend to deal with these a bit more. During year 2, I have a number of attachments booked in with other departments including RPSO, PPU and CID. I will utilise these and the knowledge of others working in these departments to ask any questions that I have, watch how they deal with situations and more specifically, the areas in which I’m lacking knowledge. Whilst on duty myself, I aim to continue practicing things such as stop search and traffic legislation in order to improve my own knowledge. This can also be assisted by working closely with others on shifts and utilising their knowledge. By the end of year 2 (December). I aim to have reached the required score I have set myself. 

	SKILLS 
 
 
1. Case file preparation 
2. Interviewing 
3. Police Support Unit (PSU)

4. Communication 

 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

7

8

7
	High 
8-10 







9
	Low 
1-4 

4

4

1
	Med 
5-7 







7
	High 
8-10 
	There a number of skills that are required as a Police officer and I’ve selected four that are personal to me. With the ones listed, I’m currently averaging quite low scores with the exception of communication, which I’d score myself slightly higher. I’m currently happy with my communications skills, however feel there is always room for improvement and the need to communicate with various/new people. In 12 months time, I would like to be scoring an average of 7/8 in all 4 areas and I will do this by spending times with other departments, complete my own case files rather than sending them to the case file team, sit in and watch interviews carried out by other departments and create a folder containing numerous interview plans. I have PSU level 2 training in November and whilst it will take time to build confidence, this is again something I hope to see a big improvement on in 12 months time. By going to various incidents and speaking to other PSU trained officers, I’m confident my PSU skill will improve.  

	EXPERIENCE 
 
 
 
1. Use of blue lights whilst driving 

2. Confidence


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


8



8 
	Low 
1-4 
	Med 
5-7


6



5 
	High 
8-10 
	 Experience naturally comes with time and I am still within my 12 months of being operational. I have recently passed my blue light driving course and whilst everything is still fresh in my mind, there are certain roads that I have still not driven on and therefor I need to remember to read the signs to know what’s up ahead. I also need more experience in when to use the blue lights and sirens or taking the silent approach i.e to a burglary. When double crewed, I utilise the opportunity to ask more experienced team members on how to approach certain incidents. My overall confidence is growing with each shift I work and the more incidents that I deal with. Naturally, there are incidents I attend that I may not have dealt with for a while and each incident can vary and is never the same. The more experience I have and the more I work with different people, the more confident I will be. In 12 months time, I would like to see my confidence levels at 8 and I think this is realistic for 2 years operational. I’m always happy to receive feedback from my sergeant and other members of the team meaning that I can always improve and build my confidence. 
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