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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:


Within this reflective essay, I will be exploring the impact organisational culture has upon myself within my policing environment, evaluating its effect upon my wellbeing and resilience. This essay explores how the organisational culture within UK policing can affect individual wellbeing and resilience, the risks of conforming to such culture, and proposes strategies for maintaining wellbeing and resilience while retaining personal values in the face of organisational change.

Firstly, it is important to have an understanding of what exactly organisational culture is. This terminology refers to a collection of values, practices and expectations that are formed within an organisation and then enforced and adhered too by working personnel (Wong, 2020). 
Resilience and wellbeing can have personal meanings to one another, however, there is a general definition provided for both, with The Oxford Dictionary (2019) providing definitions for both words. Resilience is defined as “the ability of people or things to recover quickly after something unpleasant, such as shock, injury, etc.”, whilst wellbeing is defined as “general health and happiness.” This can be in the form of emotional, physical, or even psychological. 

I have realised during my brief period of being an independent police officer, that organisational change, such as restructuring, policy shifts, and changes in leadership, can significantly affect my wellbeing and resilience.  As I am someone who battles with a lot of stress and anxiety within work, these changes often introduce uncertainty, increased workload, and job insecurity, leading to heightened stress levels and reduced job satisfaction. Research conducted by Rafferty and Jimmieson (2017) highlights that individuals who perceive change as a threat rather than an opportunity are more likely to experience negative effects on their wellbeing and resilience.

I have also discovered that maintaining personal values within a wider organisational culture can be very challenging. UK policing, like any large institution, has its own set of values and norms that may conflict with an individual's personal beliefs. The tension between personal values and organisational expectations can lead to moral distress, job dissatisfaction, and reduced psychological well-being (Angeline, 2011). For instance, I value community-oriented policing, but I often feel and face pressure to prioritise targets and statistics. This is where a conflict arises within my own head that can subsequently erode my wellbeing and resilience as I believe that certain priorities are misplaced and do not align with what I think the force should prioritise.

Furthermore, conforming to organisational culture can carry several risks for individual wellbeing and resilience within UK policing.
Since achieving independent patrol status, I have noticed that organisational culture has played a significant role in shaping the experience within the workplace. In the context of UK policing, where officers face unique challenges and demands, understanding the impact of organisational culture on their wellbeing and resilience is crucial. Having shared personal experiences with my colleagues, I have become aware of the possibility of stress induced burnout. Many police officers before me have experienced this due to a culture being set that prioritises high-performance targets, relentless work demands, and long hours, all of which can contribute to increased stress levels and burnout among police officers (Burke, 1993).
I also fell a sense of pressure to conform to the dominant organisational culture, making me suppress my personal values and beliefs in some instances. This then leads to an identity conflict, where I second guess my own values and beliefs, creating a confusing blend of my own and the organisations beliefs, leading to little or no conviction when relaying a professional opinion. Research suggests that identity conflict can contribute to decreased job satisfaction, burnout, and reduced resilience, as individuals struggle to align their personal identity with the demands of the organisational culture (Polletta and Jasper, 2001).

Despite these challenges, I am very fortunate to work within a team that recognises my personal battles within work and as a group they have implemented various measures to help support not just myself but every other individual within the team. The team has multi-person leadership, implemented by my sergeant, that emphasises employee well-being and values personal and organisational alignment. This can create a positive organisational culture, encouraging open communication, active listening, and involving employees in decision-making processes can all enhance individual wellbeing and resilience (Brown and Cregan, 2008). 
Outside of a working environment, all members will try and involve each other in any fun activities they may be doing, ranging from physical exercise to a night out. This helps build a sense of togetherness, making each individual have a sense of belonging, being a part of something much bigger than themselves. This is something that has a beneficial impact on my wellbeing and resilience, as I know I am never alone and will always have guidance to help me through challenging periods not only inside of work but outside also. During periods of reflection upon my wellbeing and resilience, I believe I am in a far better headspace now than I ever have been, despite all the challenges, the culture of comradery that is evident within my team really does provide a feel-good factor. Whilst this coping mechanism isn’t related to the organisational culture set from those in higher ranking positions, it is a culture that my team has built regardless, and a quality found within many other teams, but this is on a team-to-team basis and not ultimately a culture set by the organisation itself.

However, I do believe that more can be done from those at the top of the organisation to support and improve officer wellbeing and resilience. 
Offering resilience training programs would be an ideal way to equip officers with the necessary skills to cope with the challenges of organisational change and cultural conflicts. Such programs can focus on stress management, emotional regulation, and building social support networks by enhancing resilience, individuals can better adapt to changing circumstances while maintaining their wellbeing (Mccraty and Atkinson, 2012).

I also feel that there should be a drive to create an environment that supports officers in aligning their personal values with the organisational culture, as I believe that a lot of officer discretion has been taken away and in turn this is creating a further restrain on force resources. This culture can be achieved by promoting values-based decision making, providing ethical dilemma training, and whilst already being present further and continued efforts should be made to promote an inclusive culture that appreciates diversity and the diverse perspectives that come with it. This can create a strong alignment between personal and organisational values, which is linked to higher job satisfaction and psychological well-being (Caricati et al., 2013).

To summarise, organisational culture within UK policing has significantly impacted upon my personal wellbeing and resilience. The challenges of organisation change and the retaining of personal values in a wider cultural context can pose risks to the psychological well-being and resilience of police officers (Branson, 2008). However, several strategies can be employed to mitigate these risks and promote individual wellbeing and resilience.

Promoting supportive leadership that values employee well-being and encourages open communication can create a positive organisational culture (Mohelska and Sokolova, 2015). Resilience training programs can equip myself and other officers with the necessary skills to cope with the challenges of organisational change and cultural conflicts. By enhancing resilience, individuals can better adapt to changing circumstances while maintaining their wellbeing.

Moreover, the force can promote an environment that supports individuals in aligning their personal values with the organisational culture (Williams, 2002). Values-based decision making, ethical dilemma training, and an inclusive culture that appreciates officer diversity and perspectives can contribute to higher job satisfaction and psychological well-being.

In conclusion, acknowledging the impact of organisational culture within UK policing on individual wellbeing and resilience is crucial. By implementing strategies that prioritise employee well-being, provide necessary training, and promote values-based decision making, police forces can create a supportive environment that allows individuals to retain their personal values while adapting to the wider organisational culture. Such efforts can contribute to the overall wellbeing and resilience of police officers, enabling them to effectively serve and protect the community.
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Task 2

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

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

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

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





ANSWER:

In this essay I will describe, reflect, and evaluate a domestic related I dealt with whilst working as an emergency response officer for South Wales Police. Throughout I will be explaining my thought and decision-making process, showing my considerations at the time and basing decisions upon the National Decision-Making Model (NDM). I will also be referring to Borton’s model of reflection (Borton, 1970), this model of reflections based around answering 3 questions, what? so what? and now what? This model promotes thinking and due to the questions asked it allows for a structured review of the actions taken.

Firstly, it is important to understand exactly what the NDM is. This model is made up five different elements, all surrounding the key element, the Code of Ethics. These ethics are the foundation of modern-day policing, with them encouraging professional behaviour, responsibility, and judgement (College of Policing, 2014).
The surrounding elements have a start point of Gathering information and intelligence. During this stage the model asks for decision maker to consider the situation in front of them and to ask questions to further develop the information and gain intelligence on the situation. The second phase is to assess threat and risk and develop a working strategy. This requires the decision maker to think about possible risks and threats this situation may have and encourages a clear working guide to be implements to safely deal with the situation. The third phase is to consider the powers and policies available to the decision maker, these powers and policies may well be the pinnacle of your decision. The fourth element is to identify the options and contingencies available to you as the decision maker, this may result in you option to use your discretion rather that any powers or policies previously considered. The final element is for you to take action in the situation but also to review what happened (College of Policing, 2013), this element promotes self-reflection which enables self-development and progression (Gupta, 2023).

An incident where I can recall extensively using the NDM is when I had attended at an emergency 999 call. Very little information was available due to the call being abandoned; however, it was noted that there were sounds of a disturbance and possible crying before the line terminated. Further checks were conducted on the phone number used by control room staff, who later provided details of a male who was linked to that phone number and an address nearby. Whilst on route to the address provided, I deemed it important to conduct a search on the male, in order to gain further information and intelligence, this shows the use of step one of the NDM. The male in question had previous involvements with the police but only as a reporting person. I did notice that he had a female associate who also lived at the provided address and as such I conducted a search on her too. This search showed the female having may previous incidents in which she had been violent towards others and partially police. This gave me a platform in which to base a dynamic risk assessment, this involves identify and analyse any possible threats or hazards (Cornelius, 2023), in the case this female is also present at the address.

Upon arrival, there was a male sat on the wall outside the address, visibly upset. The male stated that he has been the victim of domestic abuse from his wife over the past 10 years. The male stated that today his wife had hit him to the face on multiple occasions, thrown items around the house and at him, and verbally abused him when he returned from the shop forgetting to purchase bread. The male stated that there were 3 other people at the address, his wife and their two children. Due to the disclosure made by the male I collected all personal details about him and his family before entering the address, in line with the NDM, this referred to the first step of the NDM but also due to the previous disclosure made I was also beginning to enter stage 3 as I began considering what powers I had and what action was most appropriate to take. Upon entering the address, there was signs of disturbance, household objects had been damaged which correlated to the previous disclosure.

I spoke the female separately, whilst keeping a safe distance due to the information previously obtained. This is something I deem necessary in these situations as there can be no interference with any accounts given. The female, who was very irate and clearly anti police, began shouting, stating that she hadn’t done anything and that he was being a “wimp”. At this point I considered the powers available to me in line with force policy (Police and Crime Commissioner, 2019). I have then applied stage 4 of the NDM, identifying the options and contingencies available to me based upon the information I had been given or obtained. Upon conclusion to my considerations, I decided to take action, the final stage of the NDM, and worked in line with section 24 of the Police and Criminal Evidence Act 1984, otherwise referred to as ‘PACE’, (legislation.gov.uk, 1984) and informed the female that she was under arrest for domestic related common assault (legislation.gov.uk, 2011) and (Titchener, 2019). I did, however, consider the consequences of the decision to arrest the female, with there being a possibility for and a hatred towards police to form (Hovmand et al., 2009). Despite these considerations, I deemed it necessary to arrest, allowing for the victim to be safeguarded and ultimately this allowed me to work within the code of ethics and in line with force policy. The arrest was necessary to allow a prompt and effective investigation, to protect a vulnerable person, and to prevent further injury, all of which are in line with Code G of the Police and Criminal Evidence Act 1984 (Home Office, 2022) and (GOV.UK, 1984). Following the arrest, the female was conveyed to a nearby Police Station, where her detention was authorised by an on-duty custody sergeant in line with Code F of PACE (Home Office, 2013).



Once the female was in the care of custody staff, I returned to the address of the victim, in order to ascertain a statement. I also informed the victim that if he was willing the children may need to provide a statement too, but at a later date when an appropriate adult could be arranged, as he was unable to act as an appropriate adult due to his direct involvement in the incident. When obtaining the statement, the male informed me that whilst he does want to provide a statement of complaint, he was unsure of the whole process. At this point, I referred back to the NDM and had a further thought about what policies and options I had available to support the victim and how I could relay the information in an understandable format. I began by explaining what was going to be done by police and what would be expected of him. I informed him that I will be submitting several forms in relation to the situation. I explained that to start with, I will be submitting a Public Protection Notice (PPN). I explained to the victim that a Public Protection Notice is a document that is submitted in these circumstances, it allows for the sharing of information and for a multi-agency response (HMICFRS, 2023). I informed the male that as part of this report I would be requesting his permission to ask numerous questions, which all relate the abuse he has been experiencing. I also provided a warning that some of these questions can be quite intrusive, however, the male accepted to answer whatever questions I may have. I further informed him that these questions are called DASH questions, which abbreviates from Domestic Abuse, Stalking and Harassment questions (Robinson et al., 2016). I then informed the victim that his answers will be submitted as part of the public protection notice, this will allow agencies involved to get in contact with him and offer support if it is needed, I also mentioned how the agencies will know the circumstances of what has happened. I explained that there is a conference that takes place with different agencies who can provide help to those at a high risk of domestic abuse, this conference is referred to as MARAC (College of Policing, 2015).

Following those details being explained, I obtained a statement from the male, detailing the incident and the history of abuse he suffered. I then explained that I can apply for special measures to be placed in court if required in the form of a screen being placed in between himself and his wife or even allow him to provide the court with evidence via a video link (CPS, 2021). This was declined alongside my request to obtain a victim personal statement, otherwise known as a VPS (gov.uk, 2013), with him stating that he wished to do this at a different time. I also provided a Live Fear Free information card to the victim as this is an avenue of support available separate tom police (Welsh Government, 2020). I then informed the victim that police will be in further contact to update him on the investigation in due course.

Following the providing of this information, I left the address and began to reflect upon the situation and how I dealt with it. Firstly, I ran the situation through the Borton’s model of reflection (1970). I asked myself What had happened, which of course was a common assault of a domestic nature. Next, I asked, So what? This led me to use powers to arrest the suspect for the offence in line with the relevant policies. The final question is, now what? Now it’s important to investigate lines of enquiries and collect all the evidence to produce to the Crown Prosecution Service (CPS) as the victim was now safeguarded and further safeguarding measures will be put in place, in the form of bail conditions, if the suspect is released from police custody.

To conclude, I believe I acted in a correct and professional manner, often referring to the NDM when making decisions and using the NDM to consider powers, policies, options, and contingencies available to deal with the situation at hand. I successfully safeguarded the victim and applied police powers in line with legislative framework and force policies all whilst conducting a continual risk assessment based upon the information in front of me. Whilst using an arrest as a solution to a problem isn’t always the correct decision, I believe that this arrest was necessary due to the nature of the offence resulting in force policy wanting positive action to be taken, in this case an arrest was the positive action taken. 
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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:

Team dynamics can play a crucial role in fostering cohesion and achieving optimal performance within a group. This essay aims to evaluate theories of team dynamics as a means of developing team cohesion. Exploring reasons why some teams fail to function effectively, examine various theories and models related to team dynamics, and discuss strategies that can be adopted to enhance individual and team performance. Additionally, this essay will delve into the context of teamwork within the UK Police Service, analysing how team dynamics can lead to non-compliance with professional standards requirements, including the code of ethics, policies, procedures, protocols, and legislation.

Teams may struggle to function effectively due to several factors. One significant reason is a lack of clear goals and objectives. When team members are unsure about the purpose of their work, it becomes challenging to coordinate efforts and achieve cohesion, with Cohesion being defined as “the situation when the members of a group or society are united” (Cambridge Dictionary, 2020). Poor communication is another common obstacle, as it can lead to misunderstandings, conflicts, and reduced trust among team members (Hu and Liden, 2011). Additionally, a lack of diverse skills and expertise within the team can hinder problem-solving and decision-making processes. Moreover, conflicts arising from personality clashes, differences in work styles, or conflicting interests can disrupt team dynamics and impede progress (Proctor, 2014).

Tuckman’s model (Tuckman, 1965) suggests that teams evolve through four stages, forming, storming, norming, and performing. During the forming stage, team members acquaint themselves and establish initial relationships. In the storming stage, conflicts and disagreements emerge as individuals assert their opinions and vie for leadership. In the norming stage, the team establishes rules, norms, and roles, leading to increased cooperation. Finally, in the performing stage, the team achieves high productivity and synergy (Mind Tools, 2022). Whilst Tuckman’s model has proved to be a basis for other models to base their foundations upon, the model doesn’t delve deep enough into the team roles that can be present within a team. However, it is this simplistic approach that has given the model its popularity, allowing for a brief and understandable evaluation of generic team roles (Bonebright, 2010).

Belbin's theory (1981) proposes that individuals within a team adopt specific roles based upon their strengths and preferences. These roles include resource investigators who have an inquisitive nature and provide ideas to be discussed by the team, coordinators who focus on the team objective and delegate work appropriately, implementers who plan and carry out an effective strategy, completer-finishers who polish and scrutinise the work for errors, team workers who gel the team together and uses their versatile nature to complete the required work on behalf of the team, shapers who provide drive to ensure that the team moves forward with no loss of momentum, planters who are creative and good problem solvers, monitors-evaluators who provide a logical balance when marking decisions, and specialists who brings an in-depth knowledge of a key area. These roles are grouped into three different categories: Action Oriented, Thought Oriented and People Oriented. Due to successful teams being made up of a hugely diverse mix of behaviours it is important to understand these roles as they can enable teams to ensure a balanced distribution of tasks, which promotes cohesion and maximizes performance (Belbin, 2023). A case study found that whilst this theory does indeed promote certain roles within a team being adopted by its members, quite often many of these roles were simply ignored, with no individual acting out such roles, namely the shaper role. This shows that this blanket idea of the roles assigned within the theory will not always be present and are shown to be present within teams on an individual basis (Gündüz, 2008).

Hackman's model (Hackman, 2002) emphasizes the importance of team design factors (inputs), team processes, and team effectiveness (outputs). Inputs include team composition, task clarity, and organisational support. Processes encompass factors such as goal setting, communication, decision-making, and conflict management. By optimising these elements, teams can enhance their performance and cohesion (Udoagwu, 2022). A study has shown that the content discussed within this model are present within teams, although it is stated that further research is required to assess the effectiveness of the model in relation to organisational and cultural change (Terborg and Davis, 1982).

In all teams it important that team cohesion is at an optimal level, there are many ways in which this can be achieved. 
Firstly, establishing clear goals and individual roles within the team is vital for fostering cohesion. Clear goals provide direction, align efforts, and create a sense of purpose. Individual roles should be defined based on team members' skills and expertise, ensuring a diverse skill set that complements one another (Senécal, Loughead and Bloom, 2008).
Secondly, open, and transparent communication is fundamental aspect of team cohesion. Encouraging active listening, promoting regular team meetings, and utilizing various communication channels can help promote understanding and trust among team members. Establishing feedback mechanisms also enables continuous improvement and addresses any conflicts or concerns promptly (Salas et al., 2008).
Thirdly, addressing conflicts promptly and effectively is crucial for maintaining team cohesion. Encouraging open dialogue, culturing a supportive environment, and employing conflict resolution techniques, such as mediation or negotiation, can help resolve conflicts and strengthen relationships within the team (Clarke University, 2016). Whilst conflict is commonplace in strategic decision-making, due to human nature, it is often combatted through factual data, humour and balanced power structures, which all work together to build substantive conflict and allow for speed in the decision making process which can be associated with a high level of performance (Eisenhardt, Kahwajy and Bourgeois, 1997).
Fourthly, trust can be seen as the cornerstone of cohesive teams. Team-building activities, trust-building exercises, and opportunities for social interaction can help introduce trust among team members. It is essential to create and establish an environment where individuals feel safe to express their opinions (Costa, Roe and Taillieu, 2001).
Additionally, encouraging collaboration and involving team members in the decision-making process can also promote a sense of ownership and subsequently build team cohesion. When team members feel valued and included, they are more likely to actively contribute their ideas and perspectives, leading to better decision outcomes and enhanced team dynamics (Holloman and Hendrick, 1972).
Finally, providing opportunities for skill development and fostering a culture of continuous learning can contribute to team cohesion. Training programs, workshops, and mentoring initiatives can enhance individual competencies and promote a shared commitment to personal and professional growth. This shared commitment helps build stronger bonds within the team (Andreev, 2023).

In the context of the UK Police Service, team dynamics play a critical role in adhering to professional standards requirements, including the code of ethics, policies, procedures, protocols, and legislation. When team dynamics are compromised, it can result in a failure to comply with these standards. Here are a few key factors to consider:
Ineffective communication within police teams can lead to non-compliance with professional standards. Miscommunication or withholding information can hinder effective decision-making and compromise the integrity of investigations or operations. Encouraging open and transparent communication channels, implementing information-sharing protocols, and promoting a culture of collaboration can mitigate these risks (College of Policing, 2021).
Internal power struggles, hierarchical structures, and a lack of individual and collective accountability can undermine professional standards within the police service. When team members feel disempowered or when leaders fail to hold individuals accountable for their actions, unethical behaviours and non-compliance may arise. Establishing clear lines of authority, fostering a culture of accountability, and promoting ethical leadership are crucial for maintaining professional standards within the police (van Bunderen, Greer and van Knippenberg, 2018).
Inadequate training and development opportunities can result in a lack of awareness or understanding of professional standards within the police service. Continuous training programs on ethical conduct, policies, and procedures are essential to ensure that team members are well-equipped to navigate complex situations while upholding professional standards. Investing in the development of ethical decision-making skills and providing ongoing support can strengthen team dynamics and promote compliance (Haberfeld, Clarke and Sheehan, 2012).

It is important to highlight just how important team dynamics are. These dynamics are instrumental in developing team cohesion and achieving optimal performance. By understanding the reasons why some teams fail to function effectively and exploring theories and models related to team dynamics, organisations can take proactive steps to improve team cohesion. Strategies such as setting clear goals and roles, fostering effective communication, resolving conflicts, building trust, promoting collaboration and shared decision-making, and investing in continuous learning and development can enhance individual and team performance (Proxy, 2020).

In the context of the UK Police Service, team dynamics are closely linked to an officer’s compliance with professional standards requirements. To ensure adherence to the code of ethics, policies, procedures, protocols, and legislation, it is essential to address communication barriers, power struggles, and accountability issues (Urias, 2009). Moreover, providing comprehensive training and development programs can equip police teams with the knowledge and skills necessary to uphold professional standards in their daily operations. By recognising the significance of team dynamics and implementing strategies to improve cohesion, organisations, including the UK Police Service, can foster an environment of trust, collaboration, and professionalism, ultimately leading to enhanced performance and compliance with professional standards (Rowland et al., 2018).

In conclusion, team dynamics play a pivotal role in developing team cohesion and optimising performance. Understanding the reasons behind ineffective team functioning, exploring theories and models related to team dynamics, and implementing strategies to enhance cohesion are essential for organisations to foster productive and high-performing teams.
Teams may struggle to function effectively due to a lack of clear goals and objectives, poor communication, a lack of diverse skills, and conflicts arising from personality clashes or conflicting interests. However, theories such as Tuckman's Stages of Group Development, Belbin's Team Roles, and Hackman's Input-Process-Output Model provide valuable frameworks for understanding and improving team dynamics.
To further enhance team cohesion, organisations should implement and establish clear goals and roles, promote effective communication, address conflicts promptly through appropriate resolution strategies, build trust among team members, encourage collaboration and shared decision-making, and provide opportunities for continuous learning and development.

Within the UK Police Service, team dynamics can have significant implications for compliance with professional standards requirements. Inadequate communication, power struggles, and a lack of accountability can undermine professional standards. It is crucial to adopt open and transparent lines of communication, establish clear lines of authority, promote accountability, and provide comprehensive training on ethical conduct, policies, and procedures.
By recognising the importance of team dynamics and implementing strategies to improve cohesion, organisations can create an environment that promotes trust, collaboration, and adherence to professional standards. This, in turn, leads to enhanced individual and team performance within the UK Police Service and other organisations alike.

In summary, team cohesion is a fundamental aspect of achieving success within a team setting. By applying theories and models of team dynamics and implementing strategies to enhance cohesion, organisations can unlock the full potential of their teams and ensure compliance with professional standards, ultimately driving superior performance and successful outcomes.
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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:

Road’s policing can be an effective way of disrupting prevalent criminal activities such as drug smuggling, human trafficking, child sexual exploitation, counterfeit goods, organised crime groups, and county lines. The utilisation of information and intelligence has emerged as a powerful tool in combating these crimes. One key resource in this regard is Automatic Number Plate Recognition (ANPR) cameras. ANPR cameras are a vital investigative resource that enhances law enforcement's ability to detect, deter, and disrupt criminal activity on UK roads (police.uk, 2022). This essay will explore how information and intelligence, combined with the use of ANPR cameras, can contribute to the disruption of various criminal activities, ultimately leading to a safer society in which to live.

There is a huge role played by the gathering of information and intelligence, a term used to describe the process of turning data into knowledge. This process involves the collection, analysis, and interpretation of information in order to make informed decisions (Malak, 2022), when it comes to effective policing within the UK. This is achieved, firstly, by gathering and analysing data to identify criminal patterns and networks. There are then collaborative efforts made between policing agencies and intelligence agencies to enable these agencies to develop actionable intelligence for targeted operations to take place (College of Policing, 2015).

Whilst there are a huge number of crimes and crime planning enabled by the use of roads within the UK, some criminal uses of the roads are more prevalent than others. These being, drug smuggling, human trafficking, child sexual exploitation, the movement of counterfeit goods, location adaptability of organised crime groups, and county lines operations. The police face many challenges when dealing with and disrupting road criminality. Some challenges faced are the mobility and adaptability of criminal networks, the limited resources, and personnel available to the police service, and the dynamic nature of tactics and techniques employed by organised crime groups (HMICFRS, 2020). Information and intelligence are critical assets for the UK police service, helping them to prevent and solve crimes, maintain public safety, and protect the community. Information and intelligence are used by police in a variety of ways, such as, investigations, where Information and intelligence are used to identify crime patterns, hotspots, and trends. By analysing this data, police can deploy resources strategically to prevent crime and detect criminal activities proactively (Abold, 2011). It is also used when gathering evidence, where the police use information and intelligence to gather evidence to support their cases. This evidence can be presented in court to secure convictions against offenders (Stott, Pearson and West, 2019). Finally, it has allowed the UK police forces to employ an intelligence-led approach, using data and information to guide their operations. This approach involves analysing crime data, trends, and emerging threats to prioritize resources effectively (Maguire and John, 2006).


As criminals modernise their tactics and techniques, the police must do the same. An example of this in relation to roads policing is the utilisation of automatic number plate recognition (ANPR) cameras. These cameras can provide valuable information in investigations, providing times and locations of when cars holding a specific numberplate passed an ANPR camera, allowing for data collection and processing capabilities. This has shown to be an advantage for the police since the technologies integration with existing policing systems.

In relation to the prevalent crimes committed on UK roads, ANPR cameras can assist police in many ways. For example, the technology can aid the identification of suspicious vehicles and known drug traffickers, the monitoring and tracking of drug distribution routes and produce real-time alerts and intelligence sharing with relevant agencies (Rogers and Scally, 2018).
When combating child sexual exploitation, the technology can assist in the identification of vehicles associated with trafficking activities, the monitoring of routes commonly used by traffickers and also racing, and rescuing victims through vehicle identification (Roycroft, 2016).
When hindering the transportation of counterfeit goods, ANPR cameras can identify vehicles involved in transporting counterfeit goods based upon built intelligence, disrupt the of supply chains through interception and seizure using real time alerts to locate suspects and if police engage in collaborative efforts with intellectual property rights holders to it will be easier to identify counterfeit goods (Smith and O’Malley, 2016).
A huge issue currently sweeping the UK is organised crime groups and county lines gangs. Due to the nature of their criminality, transportation is essential for them to succeed in their criminal endeavours (Sheldon, 2011). ANPR cameras can be crucial in the identification and tracking of vehicles associated with organised crime, aid in gathering evidence for prosecution and dismantling of criminal networks and can assist in targeted enforcement operations based on real-time intelligence (Group, Unit and Henderson, 2004).

Despite all the benefits to the utilisation of ANPR cameras, there is always room for improvement. This can be achieved through effective collaboration between law enforcement agencies for information sharing, alongside the integration of ANPR data with other intelligence sources and through the use of advanced analytics, police forces will be able to identify patterns and generate leads for investigations to commence.
The usefulness of the technology would also increase through cross-border cooperation. Allowing the sharing of ANPR data and intelligence with international counterparts, which could be highly useful in county lines and human trafficking investigations. Further cohesion and communication when combating transnational criminal activities through joint operations and further understanding to establish standard operating procedures for cross-border investigations.
Whilst these points are valid and implementable, it is also right to be transparent with the public and use that to police advantage. Through educating the public about the role of ANPR cameras the police will be enhancing safety through encouraging public engagement and the reporting of suspicious vehicle activities. This partnered with effective collaboration and communication with community groups and stakeholders can also assist in combating crime. To bring all of these ideas to life, it would be advisable for further investment in other surveillance areas, such as, artificial intelligence (AI) integration, facial recognition systems, and mobile ANPR cameras, as this would allow information and intelligence to be gathered at a much larger scale.

Whilst considerations for improvement can be never ending, it is important to also consider the legal and ethical framework in which the ANPR system is utilised around. 
ANPR cameras collect and process personal data, including vehicle registration information. Law enforcement agencies must adhere to relevant data protection legislation, such as the General Data Protection Regulation (GDPR) in the European Union, to ensure that the data is lawfully obtained, securely stored, and used for legitimate purposes (GDPR, 2018). Whilst the UK are currently not a member of the European Union, it is important to note that when ANPR cameras were first utilised in the UK, it was a part of this collective Union, and with the unpredictable nature of British politics it is still a valid consideration as any change in the UK’s union status would mean compliance with this regulation would be essential.
The use of ANPR cameras also involves surveillance activities, and therefore, it is essential to comply with relevant surveillance laws. These laws define the legal basis for surveillance, the permissible duration of data retention, and the scope of use for ANPR data (Home Office, 2022).

The use of ANPR cameras must respect fundamental human rights, such as the right to privacy, freedom of movement, and presumption of innocence (Equality and Human Rights Commission, 2018). Legislation should be in place to strike a balance between effective law enforcement and the protection of individual rights.

ANPR cameras should be deployed in a manner that is proportionate to the threat posed by criminal activities on the roads. The use of ANPR should be necessary to achieve specific law enforcement objectives and should not be overly intrusive or disproportionate to the perceived benefits (Gravenor and Adedoyin, 2023).
The police and relevant agencies should ensure transparency regarding the use of ANPR cameras. This includes providing clear guidelines on the purpose and scope of ANPR operations, as well as mechanisms for public accountability and oversight. Additionally, ANPR data should be retained only for as long as necessary to achieve the intended law enforcement purposes. Efforts should be made to minimize the collection and retention of irrelevant or excessive data (Grant-Muller et al., 2015).

Robust security measures should also be in place to protect ANPR data from unauthorised access, loss, or misuse. Encryption, access controls, and regular audits should be employed to safeguard the integrity and confidentiality of the data.
Care should be taken to ensure that ANPR operations do not disproportionately target specific groups or communities based on factors such as race, ethnicity, or social status. Effective training and clear guidelines can help prevent bias and discrimination in the use of ANPR cameras (Ball, Haggerty and Lyon, 2012).

As previously mentioned, engaging with the public and seeking their consent and understanding regarding the use of ANPR cameras can help build trust between the police, relevant agencies, and the communities they serve. Transparent communication about the purpose, capabilities, and limitations of ANPR technology is crucial.

Adhering to a comprehensive legislative framework and upholding ethical considerations ensures that the use of ANPR cameras is conducted in a manner that respects individual rights, minimises potential abuses, and maintains public confidence in law enforcement practices (Buldeo Rai et al., 2017).

The effective policing of UK roads requires the utilisation of information and intelligence to disrupt prevalent criminal activities. ANPR cameras serve as a valuable investigative resource in this endeavour, enhancing law enforcement's ability to detect, deter, and disrupt criminal networks. By capturing and analysing vehicle registration data, ANPR cameras provide real-time intelligence for identifying patterns, tracking suspects, and intercepting illegal activities.

Through the effective use of ANPR cameras, law enforcement agencies can combat drug smuggling, human trafficking, child sexual exploitation, counterfeit goods trading, organized crime groups activities, and county lines operations. However, the successful implementation of ANPR systems necessitates robust data integration, cross-border cooperation, public awareness, and ethical considerations.

By integrating ANPR data with other intelligence sources and collaborating with international counterparts, law enforcement agencies can strengthen their efforts in combating transnational criminal activities. Public awareness campaigns can enhance public cooperation and facilitate timely reporting of suspicious activities. Additionally, a comprehensive legislative framework is crucial to safeguard individual rights while ensuring the responsible use of ANPR data.

Although challenges exist, such as expanding camera coverage and addressing interoperability issues, technological advancements continue to improve ANPR capabilities. AI integration, facial recognition, and mobile systems offer promising avenues for further enhancing the effectiveness of ANPR cameras.

In conclusion, information, and intelligence, coupled with the strategic utilisation of ANPR cameras, play a vital role in disrupting prevalent criminal activities on UK roads. Through ongoing collaboration, technological advancements, and community engagement, law enforcement agencies can make significant strides in creating a safer society and combatting the multifaceted challenges posed by criminal networks.


Word Count: 1802











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 
 
 Due to my lack of experience, I would rate my knowledge as low. Despite knowing enough to deal with day-to-day scenarios, this knowledge would be considered low when compared to other more senior officers in the force.
 
 
 
 
 

 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 



    X
	Low 
1-4 



    X
	Med 
5-7 
	High 
8-10 
	 

 Further understanding of policies and procedures, partnered with further concentration on individual development. 

	SKILLS 
 
 
 Case file building

 Communication

 Practical
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7


     
	High 
8-10 


    X
	Low 
1-4 
	Med 
5-7


    X 
	High 
8-10 
	 

 More questions asked in relation to casefile building to develop an understanding.

 More clear wording used when speaking.

 Further experience needed to command situations.

	EXPERIENCE 
 
 
 
 Job role experience
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


   X
	Low 
1-4 


   X
	Med 
5-7 
	High 
8-10 
	 


 More time needed within my role to improve upon my current skills but also to develop new job specific skills.
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