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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:

At the start of the training period to become a Police officer, the trainers told us that when we pass and we are given our attachments to our specific station, after 12 weeks of tutorship period, as long as we hit the correct criteria we will be given our independent patrol status. When I began my tutorship I realised just how much information I would have to take in. When I began this 12-week grace period I felt like it would be gone in seconds, and I was unsure if I would be ready. Reality then set in as our tutors told us, due to the low numbers on shift and pace of life, we are more likely to be released from our tutorship within 8-10 weeks. Panic hits you first and I feel it can have a serious effect on a person’s mental wellbeing and resilience, in both positive and negative ways. Negative affects relate to an individual’s negatives feelings, such as sadness and fear, for example the pressure they may feel to be ready at the end of 8- or 10-week period. The positive effects are based around positive feelings, such as happiness and energy, so this could also be the adrenaline an officer could feel at calls and the drive to be ready by the end of their tutorship period. Having both these emotions is described to be optimal effective well-being (Burns, Anstey and Windsor, 2011). In this essay I will discuss how my wellbeing and resilience was affected but also how the organisational culture within this force impacted this too. I will use the Kolb’s experiential learning cycle (Jasper, 2003) to reflect on my experiences. 

I have been serving in the police since September 2022 and I have already experienced a variety of personalities amongst my colleagues. Older serving officers within the organisation have an impact on younger serving members like myself, we learn from then, we are moulded by them, but this can be positive and negative. There are officers within the experienced section of the organisation that think newer officers have a specific place when they first join, and they should not step outside of it. For example, when you are new you should not allow your personality to show, especially if you’re loud and bold, as this can come across and arrogant and confident to the older serving members (Brough, Chataway and Biggs, 2016). This can have a serious impact on the effectiveness of the team cohesion but also affecting the overall priority to achieve positive outcomes at a call. If all members can’t act as they would normally or show any skills they may have just because they’re new this may hinder any collective efficacy within the team (Elms, Gill and Gonzalez-Morales, 2022). The team I joined had a mixture of personalities and experiences, but they were all extremely welcoming and although they encouraged the newer members to remain professional, they ensured they accepted us for our personalities. I believe there have been officers like the ones mentioned above that don’t really enjoy new members being confident or showing knowledge of the job too early, but they are very rare to find. 

Members of the public and some officers believe that there are police officers that will stay loyal to one another rather than being truthful about an incident if they are questioned on their actions (Brough, Chataway and Biggs, 2016). Chandler 2014 explores the meaning of integrity and within businesses and states that the dictionary “defines integrity as the quality of being honest and having strong moral principles”. Integrity is a key role within the ethos of the Police; however, some officers will choose loyalty to another officer over integrity. I believe this can have serious consequences if an officer is found to be lying. But I also believe the organisational culture within the police forces officers to be loyal to each other over being integral. This can be for a number of reasons, but I also believe it is because some officers feel they have no other choice, especially if it is an incident involving a supervisor. There have been incidents where officers have been integral regarding a call which may have involved a supervisor, later leading them to be punished in a way that doesn’t seem obvious to others. 

There are a number of risks of conforming to organisational culture, and in the police those risks could result in serious consequences, including dismissal of an individual. The culture that the older serving members of the service has changed drastically over the years but I believe some of it is still present today, like loyalty over integrity. However, I think there is a risk of not confirming to that rather than conforming, it almost seems expected and officers who tell the truth about an incident which potential highlights inappropriate behaviour of another officer, results in them being isolated by the remainder of the team and not being trusted, labelled as a “snitch”. 

I think becoming independent and having to process the number of cultures within the organisation can have an effect on an officers positivity and wellbeing. I noticed when I became independent, that I had to really step up with my productivity, but it felt almost impossible with the call demand as well as everything else that is expected of you as an officer. I became quite stressed, very quickly. There have been a number of studies that have shown how stress can have a serious effect on the human nervous system which can also cause some structural changes within the brain (Yaribeygi et al., 2017). This can then cause issues with the response to stress and also an individual’s memory. Memory is an extremely important part of the Police and can have a serious effect on an investigation if an individual forgets vital information that is necessary to an investigation. To alleviate my levels of stress and to take care of my mental wellbeing I started to talk to my colleagues about my workload to ask for some advice. Some individuals feel it can be unprofessional or a sign of weakness to show signs of stress at work but talking about it isn’t as bad as people make out and can solve some of the reasons why someone is stressed (Harkness et al., 2005).

I also increased my running and selected a trail race to train for in order to distract my mind when I left work. Although the impact and benefits of running has on mental health remain unclear there are numerous studies that suggest that different intensities and durations of running can seriously improve and individuals’ mood and mental health or wellbeing (Oswald et al., 2020). I have run since I was in juniors’ school as a young girl, competitively but also socially. I enjoy both. But I am a big believer of physical exercise increasing an individual’s positivity and mental health, it can be a struggle getting out when you’re in a low mood, but when you find the motivation to do it you will always feel happier when you have achieved it. 

The last part of the Kolb’s learning cycle is active experimentation so to conclude I will explain how I will put this into practice. I have accepted many of the organisation cultures within the Police, like most officers have. But because of some of the risks they present I have also attempted to reject some of them. Being a female within the police can be frustrating in such a male orientated organisation but I have learned to talk about the derogatory remarks some individuals make due to the culture passed down by the older generation of officers even if this has an effect on the loyalty I receive from other individuals. I will continue to talk these issues and about stress in the workplace and encourage myself and others to participate in physical activity to improve the brain function and mental wellbeing. 

Word count: 1330 words 
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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:

A call was made to Gwent Police stating a man had left his address with a knife and his family members were extremely concerned for his safety. They explained this was not his usual behaviour at all. I am going to discuss the decisions made at this incident, the rationale behind these decisions and the consequences of them also. All decisions made by officers at any incident should be made using the National Decision Model (NDM). Police officers have to provide a rationale behind a decision they made or did not make at an incident, this can be helped by using the NDM as ethical decision-making is formed by it (Wood, et al., 2021). I will use the Gibbs’ reflective cycle to explain this incident (The University of Edinburgh, 2020).

The NDM is made up of a number of elements and the Code of Ethics is at the centre. This is due to every officer having to consider that the decisions they make or don’t make, maintain the policing principles and standards of professional behaviour. The next stage is to gather information and intelligence (College of Policing, 2013). Using these stages at complex calls are especially important to keep everyone safe. The call was passed to us by the force control room (FCR) and stated a female had called us to report her husband had left the address with a knife. Due to the circumstances, we needed more information regrading the situation surrounding this call. The FCR were still talking to the female, and they were able to provide us with names and addresses and any warnings or flags the male had prior to officers attending the call. This male was not known to the police, and neither were his family members this already makes the assessment phase of the NDM harder as we do not know how this male will act upon police arrival. Officers were told the address that the male was believed to have gone to and the call was awarded grade 1 status, which is the need for immediate police attendance due to the needs of the caller of the circumstances of the incident (Staffordshire Police, 2021). 

Initially there was difficulty locating the address, this was down to the information being passed by the reporting person. This could have had a detrimental effect if the address we needed was for someone in a critical condition or situation. Eventually the decision was made by officers to knock on an address that was similar to the previous information passed, and luckily the male that we were attempting to locate, answered the door. Almost instantly it was clear to see the male was having some sort of mental health episode. He did allow officers into the address but quickly changed his mind and wanted them to leave almost as soon as they entered and began talking to him. The next stage of the NDM is the assessment of threats and risks and then to develop a working strategy surrounding that (College of Policing, 2013). It was confirmed the did not leave the last address with a knife, he dropped it before he left. Whilst inside the current address it was ensured the male was spoken to in a safe room with no sharp objects, implements of medication etc in order to keep him and the officers safe. This was due to him being very abusive and aggressive towards officers, however it was clear to see it was due to the medical or mental health episode he was having so we did not act upon these threats. 

The next stage of the NDM is to consider powers and policy. The Mental Health Act, 1983, S 135 and 136 states how and when a person is believed “to be suffering from mental disorder” can be removed to a place of safety and detained there for up to 72 hours. However, we did not have these options, section 136 provides the police with the power to temporarily deprive a person of their liberty if that person is in a place to which the public has access. This male was inside a dwelling, so we were unable to use that power. Section 135 does apply to a person inside a private property; however, it requires an approved mental health professional (AMHP) to apply to a magistrate for a warrant in order to allow police to enter the private premises, search for the individual and then remove them to a place of safety. During this incident, we did not have the option of section 135 either, so now the next step of the NDM needed to be used, which is to identify options and contingencies. 

We could not use the Mental Health Act powers to remove and help this male, but it was clear to see he needed help from either a medical or mental health professional. An ambulance was requested initially but due to the information of a knife, they required police to attend in the first instance. The male’s behaviour was growing worse, and he was very anti-police, it was explained to him why we were there, but he could not understand it and kept shouting at officers and threatening them. When the paramedics entered the address to try and begin their medical assessments he became very difficult and his behaviour became a concern, he then proceeded to run upstairs and make a threat to harm himself. For this reason and the behaviour shown through this incident the decision was made to arrest the male for a Breach of the Peace and handcuffs were placed on him to prevent him from harming himself or anyone else. The Public Order Act, 1986 gives police powers to intervene and/or arrest when an individual causes harm, or appears likely to cause harm to a person, cause harm to a person’s property, in the persons presence. 

Using the NDM and the Gibbs reflective cycle on this part of the incident, looking back, I do question if the arrest was necessary. Common Law states that an individual can use force against another in order to protect yourself or another, the force must be measurable and must stop as soon as the threat no longer exists (The Crown Prosecution Service, 2019). Reviewing the situation, it may be argued that this power could have been used a lot sooner than the arrest was used for the Breach of Peace and that it may have been more suitable for the situation. Although, when this male was arrested and detained, he almost instantly calmed down and officers then had control over the situation, maintaining the safety of everyone at this incident. Paramedics were then able to examine him and decide what they were going to do with him. When the male was calm and in the back of the ambulance safe, handcuffs were removed, and he was de-arrested for the Breach of the Peace. 

Evaluating this call would is prevalent as it was complex and there were a number of threats, harm and risks to all individuals involved. Usually if there are a number of officers at a call there will be one that an individual can talk to better than others, that officer usually takes control. However, this male did not want to talk nicely to anyone, but we had to keep him distracted in order to keep him safe whilst waiting for medical professionals to arrive. The positive from this call would be the support officers had from all members of the family there and the help they tried to provide us. 

The paramedics believed this male was suffering with acute psychosis, this is when a person experiences hallucinations, delusions and confused and disturbed thoughts (NHS, 2019). This male also smelt of intoxicants, due to this and the symptoms above, officers were concerned he could turn into an ABD episode which is acute behavioural disturbance. An ABD is described as a rare form of severe mania, a person suffering with ABD are highly vulnerable to sudden death from cardiac arrest, during or shortly after a strenuous struggle (Kent Police, 2021).  Calls like this uses the assess part of the NDM to understand the risk that restraining an individual for too long has on their health, especially if they are experiencing an ABD, which is why the decision was made till much later when the paramedics arrived, to arrest and detain the male. 

If I had to attend a call similar to this incident in the future, the NDM would most certainly be used, I do believe officers use it subconsciously anyway. And depending on the circumstances of the call, you will jump back and forth between the elements. But I believe I would try and take control of the situation a lot sooner and do my best to keep the individual as calm as possible, alleviating any need for force or arrests, this then also removing the risk of an ABD and then the risk of experiencing a cardiac arrest. 

To conclude this essay, I have reviewed the above incident and I do believe it was dealt with professionally and as safely as it could have been. A number of Officers remained outside the property to try and keep the male calm but were there in case they were needed. Regardless of who was there this male was not happy due to the medical episode he was experiencing. However, his family were extremely concerned by his behaviour and very thankful for our attendance and patience with the male. It proved how important the NDM is and how often it is used in order to ensure a positive result at an incident. 

Word count: 1612 words 













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:

A team is a described as a group of individuals all working together to achieve a common purpose. These individuals are likely to have similar goals and objectives and will usually think on the same lines to achieve these goals. To be a functioning working team, all individuals should complement each other and help each other and work in unison (Juneja, 2015). In this essay I will discuss team dynamics and how good team cohesion can enhance their overall performance. I will reflect on some personal experiences by using Kolb’s reflective cycle to analyse my thoughts and learning from these experiences (University of Hull, 2021). 

There are many reasons why a team can fail to hit their goals or reach their full potential, from inappropriate team structure, poor coordination, and low motivation. Inter-personal conflict can also destroy the effective output of a team and I would like to discuss similar dynamics that I have experienced (Franz, 2012). A shift structure on a response department can involve 8-10 police constables which are then supervised by one police sergeant. They are then supervised by an inspector, and so on. A police sergeant is the first level of line management in policing, their role is to ensure effective daily guidance and support is provided to their team and also they are to help enable the development of all of their officers whilst also ensuring the professional standards are maintained throughout their team (College of Policing, 2019). A sergeant is supposed to provide their team with emotional support as well as sharing guidance and maintaining professionalism. I have experienced when the line manager has failed to be an approachable member of the team and showed tendencies of being a manager rather than a leader. There are notable differences between the two, a leader is someone who creates a vision, innovates their team, they are unique in the way they work, and they are willing to take risks. Leaders are driven to strive for their goals and work hard for their team regardless of the time frame. Managers are needed in a number of roles, and it can be an effective way of working but they are different from a leader due to being more controlling of a situation, they stick with what they think works rather than listen to ideas from their team. They copy their working style from what others have done and adopt their leadership style rather than defining it. They also work on shorter-term goals and worry more about statics than the overall output of their team (Arruda, 2016). This can lead to a number of issues within policing, constables will look up to their sergeant and follow them and their advice. A sergeant that listens to their officers, wants to hear their ideas and the decisions they have made create stronger bonds and allows constables to trust and believe in their line manager. 

In my experience a line manager that is not willing to listen to their officers and only wants to follow their own processes and use the decisions they have made can create a lot of tension and a hostile environment. This then creates a drive between the team and cracks can begin to show. This then leads officers to feeling uncomfortable and unmotivated to work for this line manager and later, leading to them leaving the team in order to find a more structured and cohesive team ensuring their positivity and mental well-being increases. Within my experience of this issue, it had led to a number of my colleagues leaving the department, which later left the department in a poor state lowering the cohesiveness and overall well-being of the individuals within it. But it also failed to highlight the root cause, which was the working relationship, or lack of, between the officers and their sergeant. The officers were leaving rather than the sergeant being made aware of his manager tendencies and not being willing to support the individual needs of his team. I do believe there are ways to change this if taken seriously. This could be simple things like, effective communication, the individuals being able to approach the sergeant and inform him of how they feel he is dealing with things and feeling safe to do so. Addressing the lack of recognition for decisions made by officers rather than the ones made by the sergeant, and also the recognition for tasks they have completed and sharing any further tasks fairly between the remainder of officers. Conflict resolution could also help solve this, bringing is an independent supervisor to mediate any professional conversations but also to educate the sergeant on how to become more emotionally aware in order to create a stronger and more trustworthy relationship with their officers (Nazef, 2023). 

According to Suzan Last, 2019, there are five models for understanding team dynamics. The Tuckman Team Model, DISC model, GRIP Model, Thomas-Kilmann Conflict Mode Model, and the Lencioni Model. Tuckman’s Linear Model of Group Development is stated to be one of the most famous theories of team development and it is broken down into five stages. These are Forming, Storming, Norming, Performing and Adjourning. The forming stage is where everyone is getting to know each other and trying to make a good impression. Storming is when the team members are getting to know each other’s strengths and weaknesses and sometimes inter-personal conflict can happen at this stage. Norming is when some team members will begin to work individually but frequently check in on their colleagues. Performing is when the team have achieved synergy and have worked well on a number of projects. Adjourning is when members can go their separate ways from the team as a whole. 

The forming stage of Tuckman’s Model is a difficult stage within policing due to new members joining the team on almost a monthly occasion. Friendships and working strategies will already be built and then a new member has to join and adapt to these situations quickly. This can then make the storming section occur more often than it does in other organisations. Storming can involve a lot of tension and hostile environments as it’s the stage when individuals are essentially getting to know how they work alongside each other. Within the police, inter-personal conflict and bad working relationships can cause officers not to comply with the professional standards and behaviour policy. The Code of Ethics should be used by officers to help people and do the right thing in policing. Hostile working relationships can effect this. If working relationships have felt some tension and some colleagues don’t feel comfortable working together this can have an effect on the service we provide to members of the public. We are supposed to respect and empathise with members of the public, but if we fail to respect our own team members this will not happen (College of Policing, 2024). Officers that are also not comfortable working together can also cause safety concerns. This could be as simple as a subject resisting an arrest and officers not coming to the aide of the officer dealing with them due to them simply not respecting them enough which could have serious consequences. But it can also be a concern to a member of the public, for example if two officers are arguing about a decision at a call it could seriously effect that individual, again, coming down to something as simple as the officers not respecting each other and the decisions they may make. 

I also want to discuss how creating an intimate relationship with another member of the team can create tension and unsafe situations for the team as a whole and how it can also effect officers complying with the Code of Ethics. Naturally, officers work closely together and spend a lot of their time together, this can create bonds later leading to a workplace, intimate relationship. This is very common in the police and a lot of these relationships have been happy and healthy. However, like every relationship, this can also cause serious effects on officer’s decision making, power imbalance and unfair working environments (College of Policing, 2019). Two individuals that work together that have formed an intimate relationship may need to be considered to be moved to working on different departments or stations. This is because if they were to deal with a call together this could compromise the decision making of those officers. Some calls are complex, and incidents happen in unsafe environments, these officers can come very protective of one another, and this could jeopardise the judgment of these officers and also putting themselves in harms way to protect one another. I have been aware of this situation happening and in my experience it was the safest option to move the individuals to separate teams. They are still able to see each other but their mindsets and decisions are focused on the incident at hand.

With regards to these above experiences, I have reflected on them after they have happened and tried to implement learning and development from them. But I have also used the experience in order to help the situation to highlight these issues to supervisors to create a stronger and healthier working relationship. I have done this by highlighting my feelings and concerns to the individual themselves, trying to create a trusting method of communication. However, this did not work so I was advised to ask for an independent mediator in order to have a professional discussion and improve the overall motivation and well-being of both of us. 

In conclusion there are a number of dynamics behind how a team works. Some can be individual to each member of the team. It is important to understand the benefits of using individual strengths to create an effective and strong cohesion between all members of the team. Thus, ensuring all officers comply with the professional standards and behaviour as required to be a police officer. It is important for line managers to build their emotional, supportive and empowering skills to ensure officers remain professional, motivated and also keep their mental well-being in a positive state. 

Word count: 1687 words













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:

The National Intelligence Model is prevalent within policing. Good information and intelligence can be used as evidence if handled correctly which can hinder a lot of criminal activity (wood et al., 2021). Information is raw data that has no context behind it, and it will eventually need corroborating and value behind this information will be needed. When information has gone through this cycle and been analysed it then becomes a product, which we call intelligence (Palmieri, 2005). Policing of the roads is an effective way of policing, and you can experience a variety of offences from this method alone. In this essay I will discuss an investigation I had involvement in which has caused a disruption on the supply of controlled substances and the occupants having a connection with organised crime groups, thanks to effective policing of roads but also the use of the information and intelligence surrounding the individuals. I will use the Gibbs’ reflective cycle to explain this incident (The University of Edinburgh, 2020).

I began my shift and whilst in briefing I was provided with a handover of three subjects that had been arrested on suspicion of Possession of a controlled drug with intent to supply it to another, Misuse of Drugs Act 1971, s 4. This offence is triable either way, and for the supply of a class B drug, which is what the subjects had with them, namely Cannabis, this can have an offence range of class B fine to 10 years imprisonment. The maximum sentence if found guilty of the offence is 14 years imprisonment and/or unlimited fine. When this investigation was handed over to me there was still some enquiries that needed to be done. Whilst conducting these enquiries I began discovering a lot of intelligence on two of the subjects. This intelligence could have been received by a call from the public, from police patrols, or intelligence from prisons, there are many ways it could have been received (wood et al., 2021). This intelligence showed that these two subjects have been involved in the potential supply of controlled substances on numerous occasions for a long period of time. It also showed that one of these subjects had various connections with a number of organised crime groups (OCG’s). The types of organised crime groups vary and the three functions of them are producing, trading and governing. However, research is said to show that most OCG’s are dedicated to trading and producing (Sergi and Storti, 2021). The OCG’s that the subject had involvement in where known for their supply of controlled drugs. 

Due to the connection between the subject, the OCG’s and the intelligence that had been formed prior to this arrest, and the offence they had been arrested it for it gave us certain powers that we could use. Under Code B of the Police and Criminal Evidence Act 1984 (PACE), we were able to search the individual’s property and their person. We were able to seize any evidence relating to the offence (GOV.UK, 2023). In this case, this meant were we able to seize a number of phones which may have been used in the supply or demand of controlled drugs, money, and controlled drugs. The phones that were seized from the individuals were also examined due to the potential evidence held on the phones. Police have to be extremely careful when examining data from mobile phones and depending on the offence there are specific parameters for the search in order to protect the rights of the individual (College of Policing, 2021). For example, these mobiles would have had parameters to search for messages or images that pertained to the supply or demand of controlled drugs. 

This arrest meant that the one individual that had the connection with the OCG’s and had numerous amounts of intelligence associated to them, was disrupted with the supply and demand of controlled drugs. We were able to remand the individual and build a file in order to put the investigation in front of the courts. The officer’s that made this arrest used the effective skill of policing roads, because of their arrest, we were able to see the intelligence surrounding them, which then highlighted the OCG’s they were connected to. This would have also then had a knock-on effect for them too. 

Overall, this was a good arrest for the immediate disruption of the supply of controlled drugs, however, to reflect, there was a bigger picture for the intelligence associated with these individuals. In order to effectively use intelligence to maximise the disruptive impact on serious organised crime, an accurate intelligence picture needs to be built, this can take weeks, months and sometimes years (National Crime Agency, 2023). The neighbourhood policing team who was building this picture of intelligence had been closely monitoring one of the individuals and his connections. This arrest was positive but also negative as they would have been building the intelligence in order to ascertain a warrant to conduct an entry and search on the property of this individual on a date that would have been unknown to them. This arrest could have altered the other occupants of the address who were known to also be involved of the supply of controlled drugs, to move of destroy any evidence relating to the offence prior to police then conducting a Section 18 search on the property. 

Policing of roads is effective and an important skill for officers, Automatic Number Plate Recognition (ANPR) can also help officers with a number of offences and investigations. It is used to by reading a vehicles registration as it passes a camera, which can help deter and disrupt criminal activity (GOV.UK, 2020). According to the National Policing Improvement Agency, ANPR is said to be seen as a critical tool to “target criminals through their use of the roads”. ANPR cameras can be deployed in vans, traffic cars but are also fixed in numbers of areas, they have the power to read approximately 3,600 number vehicles per hour (National Policing Improvement Agency, 2007).  The data captured by ANPR is stored on various systems for various amounts of time depending on the requirements and intelligence it provides. 

ANPR can be used to assist investigations by providing considerable information when used correctly. It provides data to investigators to form strategic and calculated assessments which in turn can assist with the following: identifying vehicles being used to commit crime, research the movements of possible suspects, research the movements of a victim’s vehicle, and assist with victimology, identify witnesses, and research an alibi (National Policing Improvement Agency, 2007).  Information relating to a particular vehicle, and its particular behaviour can be analysed by ANPR. For example, a car that has been used in an offence or known to be used by a potential suspect of an OCG etc, may use particular routes during particular times, however on a day they have committed an offence or are likely to have been involved in the commission of an offence, may have chosen a different route to avoid being captured by ANPR cameras. The cloning of number plates can also be spotted and investigated because of ANPR, two vehicles that have the same number plates but having positive hits in different parts of the United Kingdom that just can’t be possible could potentially mean a number plate has been cloned, the cloned vehicle then can suffer, and the registered owner then left with numerous tickets and driving offences. Number plates can be stolen from another vehicle, cloned, or manufactured illegally. It is likely that the vehicle that has the cloned plates are being used in the commission of an offence. Criminals are clever and are evolving with their own intelligence, they understand the information a number plate holds for a vehicle and person (Kibunja, 2021). There are a lot of criminals that use the cloning of plates for offences as simple as fuel thefts. The cloning of number plates can make it hard for the police to know who is driving a specific vehicle that may have come onto the radar of an officer. 

ANPR is used nationally and it clear to see why, it helps deter and detect criminal offences. It is used at airports and some businesses are also using it and SMART parking to help protect their business. It helps investigators build evidence and intelligence of suspects providing a positive outcome for the investigation. ANPR is also an effective tool as if you don’t have the specific number plate of a car but known the make, model, and colour etc, you can search for it just using that within a specific area or time frame. As stated earlier, criminals and becoming clever with their own intelligence, county lines and OCG’s are aware of ANPR cameras, locations, and traffic cars, thus encouraging them to use other means of transport, such as rail, E-bikes, and scooters. There are clearly a number of roads, that don’t have the use of ANPR, like “lanes” as they would describe them which can still help them get from one city to towns in order to commit offences without being seen. 

In conclusion, the use of information and intelligence is paramount within policing. It is used by all officers in all areas. It is also used to share information from force to force and to other agencies. Policing of the roads and ANPR can also help gather information and intelligence but is also an effective way of policing. The arrest of the subjects mentioned above was actioned due to effective policing of roads, and because of it more intelligence can be submitted. Many offences involve a vehicle in some way, may it be to commit an offence, travel prior to committing an offence, it can be used as a distraction and also to escape from a scene of an offence. This means it is crucial for officers to be aware of suspicious vehicles and the law surrounding traffic stops and the use of ANPR, in order to disrupt the commission of offences or to gain a positive outcome of an investigation. 
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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. Improve my current knowledge surrounding Road’s policing
 
 
 
 


































2. Understand the DVPN/DVPO process. 
 
 
 
	Low 
1-4 
	Med 
5-7 
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	High 
8-10 
	Low 
1-4 
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 1
	Med 
5-7 
	High 
8-10 
	 
 S - Demonstrate competence of the legislation and also practical components of traffic stops. 

 M – Complete my blue light driving course at the earliest opportunity. This will in turn improve my confidence and knowledge with conducting traffic stops. Refresh my knowledge of the legislation by completing TOR’s and ensuring I inform drivers and passengers of the legal powers I have used to stop them. 

 A - I will be able to achieve majority of this goal when I have been able to attend and complete the blue light driving course. 

 R – This goal is relevant to improve my efficiency and professionalism as an officer. 

 T – I would like to have completed my blue light driving course by December 2024, however I am not in control of when I can attend so I will give myself a deadline of spring 2025. 

 S – Learn how the DVPN/DVPO process works, why it is used, and the requirements needed for it to be approved. 

 M – Speak with colleagues to see if they have any investigations that requires a DVPN/DVPO and if so ask if I can complete the paperwork to familiarise myself with the process. 

 A - Attending more Domestic Abuse calls in order to have the opportunity of completing the above. Attend more Domestic Abuse training days. 

 R – Domestic Abuse calls are 75% of the calls we attend today, to ensure we protect the victims to the best of our abilities it is prevalent our knowledge surrounding the offence is high as we can get it. 

 T – I will give myself until October 2024 to improve my knowledge in this process. 




	SKILLS 
 
 
 
1. Improve my interviewing techniques. 
 



































2. Conflict management
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 



 7 
	High 
8-10 
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	Low 
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6
	High 
8-10 
	 


 S – Improve my questioning style and confidence when dealing with a difficult solicitor. 

 M – Conduct more interviews. Help colleagues conduct more interviews to view different questioning styles. 

 A - There interviews being conducted daily, as long as time allows this goal is achievable relatively quickly. 

 R – Interviewing is an important part of policing and conducting investigations, improving my interviewing techniques with improve my quality of investigating offences. 

 T – I will aim to complete this goal by July 2024. 


 S – Refresh my knowledge around the 5-step appeal and use the NDM around my decisions more. 

 M – Ensure I go through the 5-step appeal with individuals when having to deal with conflict and pressure at calls. Go through the NDM within my head before making any decisions at calls.

 A – When attending conflict calls, I will ensure I act as the only voice until further assistance is required. 

 R - Conflict can result in an officer being dismissed if they don’t handle it professionally, it is vital officers remain professional at all calls we attend. 

 T – I will give myself a deadline of August 2024 for this goal. 







	EXPERIENCE 
 
 
 
 
1. Improve general knowledge of all legislation used regularly within policing. 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 



 7 
	High 
8-10 




	Low 
1-4 



 4
	Med 
5-7 
	High 
8-10 
	 



 
 S – Refresh knowledge of common legislation used on a regular basis within policing. 

 M – When dealing with an offence, ensure I know the legislation in depth which will then promote confidence when dealing with the investigation of the offence. 

 A - Knowing all legislation is impossible for most officers as there is just too much to know. However, there are regular offences we deal with in certain areas, so try to become confident with those areas of legislation. 

 R – Legislation can also lead to dismissal of officers if errors are made. It is important to understand the legislation to the highest standard. 

 T – This is a goal that will come with experience but to improve it even slightly I would like to give myself until December 2024 to progress my knowledge. 
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