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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:

Gaining independent patrol status as a serving police constable allows you to grow your knowledge of organisational culture and it has a substantial impact on your wellbeing and resilience in your career. It can have an impact of you as an individual both positively and negatively in relation to your values and the organisations culture which you are surrounded by. Throughout my time as a police officer, I have been able to reflect upon my wellbeing and resilience status within the role and how the smallest of things can affect your current state of mind. This essay will illustrate what organisational culture is and how it can have an impact on you as a police officer or on the other hand how it can assist with your wellbeing and resilience as a frontline officer. 

At the core of frontline policing is culture, whether this being shift culture, organisational culture, or the individual culture of the person, it plays a pivotal role in shaping the wellbeing and resilience of the police officer. These different cultures will encompass the values, morals, beliefs, and practices and how they influence officers to manage and cope with different challenges and battles that they will face. 

Organisational culture is popularly defined as a collection of fundamental, widely held beliefs and common views of organisational procedures and a core set of values. Research shows that organisational culture of the police significantly influences how police officers and staff behave in their daily lives, particularly how they deal and act with members of the public. (Brough, Chataway and Biggs, 2016) There are both positive aspects of organisation culture and of course negative features too. Having said this, the impact this will have on police officers’ wellbeing and resilience is a multifaced feature and will affect everyone differently depending on their own morals and beliefs. 

Inevitably, having positive culture within the organisation is going to have its benefits and will work in the favour of the police force and the staff members who work for them. It begins with the newer officers on shift and how they start becoming who they spend the most time around and will naturally pick up the habits of those around them. (Charman, 2017) states that they don’t always want to learn the academic way, but they learn through others around them. This is vital for the leaders within shifts to identify the negative cultures that individuals will give off and demonstrate to the probationer the correct procedures and policies. The risk here being if the newer officer does not get into the habit of interacting with members of the public in a certain way and picks up the “bad habits”, this will stick with them throughout their career and will discourage the positive organisational culture.

When applying for the role as a police officer, your personal values must align in a certain way with what is expected of you as a police officer when you are carrying out your role. The job of a police officer isn’t an “everyday” job. It is a lifestyle. When joining a team in the police it is vitally important that you remember your personal values and why you personally joined the job. It is so easy to leave your values behind and fall into the habits of those around you. There is research that shows that you become who you spend the most time with and in this job, you inevitably spend most of your time around you colleagues. (MD, 2019). 

Different departments within the police force will have a wide range of officers that all have different lengths of service. The older officers will be more inclined to complete things in a way that they know is culturally acceptable and want to follow the procedures that they are comfortable with and ones that they remember from when they joined the force. This doesn’t always have a positive impact on the culture as procedures and policies change regularly which mean we can’t always complete tasks how they were completed in the latter years. I have experienced this within force as The Code of Ethics have recently changed and this replaces the way that we challenge inappropriate behaviour and how we tackle poor organisational culture. (College of Policing, 2024). Instead of having several principles that officers and staff must adhere to, there are now only 3 that cover all aspects of behaviour that should be illustrated by a serving police officer. This can become a risk within the shift culture as some officers will be working from the old scheme and the newer officers will be more aware of the newer scheme. Without a doubt this will create a negative atmosphere and become a risk for the newer officers not wanting to challenge the older officers. 

Organisational culture can both positively and negatively have an impact on not only your mental wellbeing whilst at work, but it can have an impact on the resilience of those around you. When on shift I feel a part of the team and there is a family feeling amongst the shifts. This has had a positive impact on my wellbeing and resilience towards the job. We congratulate one another when we are successful, and we help one another when individuals are struggling and needing assistance. This promotes the wellbeing of one another and builds the resilience of the team. 

Our shift is full of officers who don’t have much experience and are learning day by day, I have adopted the values of my team to keep the positive attitude even when it feels like things aren’t going the way that you hoped they would. (Young, 2019) states that people of rank in the police are frequently pushed to prioritise performance over the individuals’ learning experiences. Bringing both together is critical, not only by promoting people who are willing to learn but also by cultivating a climate on which criticising authority is encouraged. 

Another strategy that I have adopted to maintain my wellbeing and resilience, and I think it goes without saying, is communication. Talking and opening to my colleagues about situations or challenges that I have faced within my day-to-day role has proved to me that it can change the way you perceive a situation and by getting someone else’s opinion on it makes you think differently about it and develops your resilience with facing this situation again. My research shows that in a workplace, communication is a critical aspect as is enhances employee’s morale, engagement, productivity, and satisfaction. For improved teamwork and cooperation, communication is also essential. In the end, efficient communication promotes better outcomes for the shift, the individual and force. (Cooks-Campbell, 2014). 

To conclude, I have illustrated that organisational culture is a big part of the role as a police officer and how it can have an impact on your wellbeing and resilience and if you don’t have strategies in place to tackle these issues then it can become a big issue for not only yourself but the force too. Wellbeing is at the forefront of everything we do as police officers and if you’re not managing your wellbeing and resilience, how are you meant to support members of the public and the community we serve. Positive role models and leaders have a huge impact on who you become as a person and as a police officer it is vital that we are adopting the habits of the right people within the role and not the individuals who haven’t got their values and morals in the correct place. 

Word Count – 1258
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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 the fast-paced policing industry that we work in, domestic incidents are a pivotal part of our role. They sit among the most challenging and unpredictable situations that we are faced with within the vast diverse incident that we attend. Most of the time, heightened emotions, complex circumstances, and potential violence are all included in the one call that is made to police. There can be a significant amount of risk that are attached to domestics and each decision that is made can be a crucial one. This essay will illustrate how I have made decisions when they can be tough and throughout the unpredictability that comes attached to most domestic incidents what the outcome of each incident has been. At the core of each police officers’ skills sits the National Decision-Making Model (NDM) which is how each incident is reviewed and how conclusions are made (College Of Policing, 2013). This incident will be reflected upon using Borton’s Model of Reflection (Dabell, 2018) to assist me with being able to debrief the situations and reflect upon the decisions made and why they were made. 

The first tool attached to a police officer’s kit is the National Decision-Making Model.  Decision making can often be complicated, the decisions must be made under pressure and sometimes the information you have received can be insufficient or contradictory to what is presented to you at the scene. This model has been devised to assist officers in making decisions and provides guidance for the duration of the process. The model itself consists of several elements which are all to be implemented at different stages of the investigation. At one incident this model may be used several times and each stage may be revisited. (College Of Policing, 2013). This tool must be accurately used for the effectiveness to be illuminated throughout the incident.  

A domestic incident is defined by Women’s Aid (Women's Aid, 2023) as “incident or pattern of incidents of controlling, coercive, threatening, degrading and violent behaviour, including sexual violence, in the majority of cases by a partner or ex-partner, but also by a family member or carer”. This highlights that many of the calls that police attend, there is more than likely going to be some kind of domestic element attached to it, which means the risk is higher and the decisions that are being made must be the correct ones. In March 2022, there were 1,500,369 domestic abuse related occurrences and crimes reported to police in England and Wales. This figure climbed by 7.7% from the previous year. (National Centre for Domestic Violence, 2023). The statistics above display that domestic incidents are constantly on the rise and the police are getting more reports for this type of crime. 

Throughout my role as a police officer, I have begun to gain experience by the means of communication with colleagues, initial attendance at scenes and following the whole investigation until the end. This has allowed me to recognise the importance of minimising the risk at calls and how the victims in these cases look towards to the police and other agencies to act and deliver an outcome. 

My colleague and I were dispatched to an emergency call at 10:30pm for a male who had left the property intoxicated in charge of his 4-year-old son. His partner of 12 years had called police stating that she was concerned as her partner as he had consumed alcohol that evening, and he is now in charge of their son. She raised concerns as the whereabout of her partner and son could not be determined and this has been going on for approximately an hour. The call taker informed us that the female sounded extremely distressed on the line and was hard to understand. Immediately, on route to attending the call I asked the force control room to conduct some checks on our police systems to establish if there had been anything similar that occurred before and where his known locations to frequent would be. 

At this current moment with the information that we had, the only offence that was clear to me was the offence of Neglect. If the male has put his son in a position where his safety is jeopardised, and he is unnecessarily putting him in a position where he is likely to come to some kind of harm then the offence is met. Using the NDM, the decision was made that the priority in this incident was the 4-year-old son. The offences (if any) would be dealt with after the safety of both had been determined. The welfare and safety of this 4-year-old was paramount and establishing his whereabouts was vital. The female made a further call to police stating that she believes that he would take his son up the mountain near their home address as they often go there to make campfires on the weekend. This was an area that needed officers to attend and complete an area search. This was a massively complex area to conduct a search as there are multiple entry and exit routes that the male could have used to gain entry to this large, grassed area. 

Upon arrival to this mountain area, the female that made the call to police greeted us and was clearly in a state of anxiousness and distress. Accompanying her was her other 4-year-old son. Given the time of night, the threat, risk, and harm of this situation was increasing as the visibility was decreasing and being on a mountain with a 4-year-old child at that time of night increases the risk. There is a vulnerability attached to this incident from all aspects and the whereabouts of these 2 individuals needed to be established and it needed to happen fast. 

Having assessed the threat, risk and harm and my knowledge of the definition of a missing person, this would be identified as a missing person. This incident would be defined as a high-risk missing person. A missing person is defined by the College of Policing as “Anyone whose whereabouts cannot be established will be considered as missing until located, and their well-being or otherwise confirmed”. (College of Policing, 2016). This incident fits that definition. This is now not only a domestic incident, but a missing person incident has now been brought to the attention of police. Given the circumstances, the risk is continually growing and ultimately the 2 missing individuals need to be located. 

After a considerable amount of time, the male and his child were located by officers. The male did not seem intoxicated on the initial greeting and the child did not seem phased or startled by the police attendance. The young child was my main priority and I felt that the responsibility to return the child safely and protect his wellbeing was in my hands. Sometime after the wellbeing of both the child and the missing male had been determined, the reporting person was spoken to as she was upset and wanted to speak with officers. 

Our caller for this incident began to disclose to officers how the relationship between her and her husband is volatile, and she wants to leave but feels trapped and is scared to leave. This now becomes not just a missing person but a domestic abuse incident. She was reiterating that this isn’t the first time that this has happened, but she never reports it to the police. From my research, I can see that before receiving appropriate help and assistance, victims of domestic abuse typically go through 50 events and keep it to themselves. In England and Wales, the police receive over a million calls a year regarding domestic violence on average, someone phones the police every 30 seconds to report a domestic incident. (Safe Lives, 2023). 

Due to the disclose that was made, the decision was made to separate both parties and speak to them alone or at least not within the hearing of one another. Both children were conveyed to grandparents address along with the victim. The safety of everyone involved was welfare checked and now the priority changed to the domestic element. At the appropriate time, a DASH (Domestic Abuse, Stalking and Harassment Risk assessment) was completed with the female. This is a tool used to identify the risk that the victim is subject too and it can be shared with partner agencies to deliver the support that is necessary. (Robinson et al, 2016). This was declined by the victim as she was going to end the relationship herself and did not deem is necessary to prosecute the children’s father. At this stage, the power of arrest was considered but it was sought that police officers do their job with the consent of the public. Due to the female stating that she didn’t not want police involvement as she believed it would escalate the situation. 

The NDM was used throughout this incident and the decision that was sought was to take no further action towards the male and the female was fully safeguarded and knew how to contact the police should she need too. All the options and contingencies were considered and the decision that was made felt to be the correct one given the circumstances. I was aware that there were repercussion that could have come from this decision however, this decision was made ethically and in line with the Code of Ethics. 

To conclude, domestic incidents are the main priority of all police forces. This essay illustrates the need for intervention of partner agencies and how much risk is attached to these incidents. This incident was one where I could reflect on my decision making and gain opportunities for development should I deal with a similar incident to this again. I spoke to our domestic abuse team on things I could have carried out differently to provide the best support to victim in the future. I was made aware of how important the use of the NDM is and how it can assist in coming to a decision when you feel like no decision is the correct one. 

By making decisions it allows me to grow and gain the experience and skills to develop as a police officer and deliver the best provisions to the communities. I have learnt a significant amount from this one incident alone and I am strongminded to continue growing and gaining skills. 

Word Count - 1727




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:

This essay will discuss and evaluate team dynamics and the theories that are implied across the different types of teams. It will illustrate how crucial this can be for understanding and fostering team cohesion and the role it plays in achieving collective goals and sustaining high performance. I will take into consideration how personal conflict can occur within a team and how this can be minimized. There are various theories that I will be alluding to throughout this essay and how they can be implied differently to certain situations. I will also be discussing how having poor team dynamics can then make officers fall short of the Code of Ethics and failing to meet what is expected of them within the professional standards department.

The behavioural interactions that occur within a team environment are often referred to as team dynamics. These relationships will include their interactions, their communications, and the cooperation amongst one another. The team’s potential is impacted by how successfully these things are executed. (Osborne, 2020). Studies reveal that working well in a team environment and allows the success rate to flourish and completing tasks can be more effective. When your individual performance is adding to the team performance it allows for the work rate to increase and the efficiency of completing task to grow.

From personal experience and research, I have figured that the productivity and success of a team can be significantly impacted by the group cohesion, which is an essential component to the dynamics of a team. A cohesive team consists of individuals that are supportive of one another, communicate clearly and are honest with each other. There must be an element of collaboration to achieve a common goal and objective. Amongst this, trust and understanding are fostered into team members, but this is through a shared sense of purpose and value within the environment. (Spike and Team, 2023)
There are many theories available that assist in building and creating a positive team environment. My research proves that the most prominent theory is the Tuckman’s Team Model. (Last, 2019). This theory was devised by Edward L. Tuckman in 1965. This theory describes how individuals move through a sequence of phases based on this approach. This particular theory is used by organisations to support and direct them as they go through the process of group development. 

The starting point in this model is the ‘Forming’ stage. This is the period where members of the team begin to familiarise themselves with the environment and one another. They begin to build initial relationships with each other. Each person will try to comprehend their responsibilities and find out what is expected of them. Everyone will set goals and targets for themselves and figure out what works best for the team. (Krawczyk, 2023). I have experienced this twice throughout my career so far as when in the initial stages of police training school, you begin to get to know one another, and you are all interested in the same goal. This then reoccurs when you are deployed to a police station, and you are the newest member of your shift and must build relationship for the beginning. 

At this stage, you can start to see that people are cautious of their actions and behaviours because they may fear not being accepted by other members of the team. They do not want to upset anyone, and they want to feel welcomed and acknowledged. During the training stage of police training, this is evident as people will hold back on how they feel due to not wanting anyone to disagree with them. 

Moving on, the second stage of this model is the ‘Storming’ stage. This occurs after a period of time and individuals will begin getting comfortable around each other. The successes have been gained throughout this stage via the team effort. Throughout this stage, as people become more confident there may be some conflict as people start to push boundaries with one another. They begin to learn one another’s strengths and weaknesses and there will inevitably be friction due to team members finding out the true characters of one another and how each person likes to work. (Krawczyk, 2023).

Once the first exam had passed in the training environment, this stage came to light. Everyone was finding their feeing and individuals began to voice their opinions and conflict began. Team members did not seem to have as much caution with what they say and who they are saying these things to. This is due to a clash of opinions and or beliefs and team members may not be used to this working environment. Individuality and individuality at work can lead to personality conflicts and can have an impact on the team’s productivity. (Priestley, 2015)

This third stage is known as the ‘Norming’ stage. You will know when this part has begun when there are fewer disagreements, miscommunications and individuals will start becoming less irate. This is when the storming stage has ceased. Once the team members have a better grasp of one another’s requirement and weaknesses, they begin creating procedures and plans that suit them all. To make the work simpler and more productive they start experimenting to find their rhythm and find a route that works best for them. (Krawczyk, 2023).

Throughout my police career this has been the easiest stage to identify as people start spending more time with one another both inside and outside of the work environment and people become more than just work colleagues. Some teams may struggle to function during this phase, particularly the leaders within the group. This stage is where the team members can participate to task in accordance with their role, but this must see the leader take a step back. This may get out of hand and cause the leader to intervene when needed. This may demotivate the team and this will see the norming stage begin to cease. (Patterson, 2022). 

It is at this stage where some police officers may fall short of the Standard of professional behaviour. My research provides me with a phenomenon called Groupthink. This is when a team’s desire for unity and success leads to illogical decision making. Groupthink was first proposed by social psychologist Irving L. Janis in 1972. When this is occurring, individuals may set aside what they belief and what they know is the right thing to do but they will adopt and not challenge the others in the group. (Cherry, 2022). This might show up in police teams and result in officers falling short to report and challenge inappropriate behaviour which inevitably results in the collective inability to maintain the professional standards of behaviour that you are required to follow as a serving constable. 

At the ‘Performing’ stage of the Tuckman’s Model, the team have reached their peak and should be achieving most of the goals that are set out for them. At this point, the team has reached a level of harmony and high levels of production after successfully being able to navigate through the previous stages of this model. This stage should feature reward and positivity amongst the group due to everybody working in an environment that feels effortless and it is enjoyable. Naturally this will cause the team to exceed their targets and go above and beyond what is expected of them. (Murphy, 2024). 

I feel that I have experienced this within my shift, and we are achieving, not only individually but as a collective too. This means we are hitting targets set out to us by line managers and sergeants which allows us to come to work feeling less stressed and encourages us to be productive. 

To bring the Tuckman’s Model to the end, it concludes with the ‘Adjourning’ stage. Success and achievement are recognised at this stage and members of the team will begin to disembark and decide to move on from their current role and challenge themselves elsewhere. During this chapter, emotions can be high and difficult choices must be made by many. The final sections of reflection take place and there is a chance for many people to learn and grow within their role and how this role has played a crucial part in their life, and they can carry it with them throughout their next journey. The policing industry is very diverse, and changes occur often. I have experienced this where colleagues have left the shift to conduct other roles and I have only been operational for a short while. 

Alike many other professions, Interpersonal conflict is going to occur even if you try not to let it happen. I have conducted research into this to discover how and why this is a factor in team cohesion and dynamics. Communication is a huge part of society, and it affects each one of us. Conflict will begin to arise when team members fail to communicate pertinent information to one another, decisions or actions may be taken that are viewed by others as improper or even unsafe. This will bring on the conflict as people will begin to assign the blame and raising doubts within each other. (Osborne, 2020b). Due to this, the cohesion of the team will begin to slide meaning the dynamics are being weakened. This creates what I would call a vicious circle.

To draw this essay to a close, it is evident that effective team dynamics are crucial for developing the cohesion of the team. It is understandable that this isn’t always easy and straight forward, but the research shows that an effective team are the ones that are cohesive. There are devised ways to create this environment for your team and my research has assisted me in being able to recognise that all teams go through turmoil but that’s what can assist you in becoming a strong and more optical team in the long term. As the police service, there are policies and procedures that I have alluded to in this essay that are there to assist us in becoming tougher as a team. My view of how important dynamics and cohesion has grown and overall, it has finalised for me on why some people respond how they do according to what part of the cycle they are experiencing. 
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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:

A huge part of policing in the current climate is taken up by the UK’s roads. Effective roads policing can play a crucial role in disrupting and tackling various criminal activity. These mainly include drug smuggling, human trafficking, child sexual exploitation, selling counterfeit goods, organised crime gangs and county lines. For police forces, confronting these types of crimes the police are heavily reliant upon the information and intelligence that is begin gathered. This is being done not only by the police themselves but by other external sources too. I will be elaborating upon how important information and intelligence can be to police forces across the UK and how significant it can be in strategically stopping some of the most pressing criminal activity that occurs within the communities we serve. One aid that assists police officers in their line of duty along the roads is our Automatic Number Plate Recognition Cameras (ANPR). I will look to deliver and provide an understanding on how ANPR is used throughout aspects of policing and exactly what it can be used for. 

Information and intelligence are two distinct ideas. While intelligence is the result of analysing information, information is simply the raw facts as they are handed to us. (M. Palmieri, 2005). 

The College of Policing outline how we collect information and how it should be correctly stored and disseminated. Effective and efficient policing requires information gathering, accurate assessment of the information and a prompt analysis. The process of managing information begins with the collection phase. This has an impact on every other stage of the information management system, including recording methods and retention periods. The gathered information is determined by setting information requirements, this is made possible by a force information management strategy (IMS). Data that is gathered for one police force may overlap and be important to another force. Therefore, all police information is handled like a business resource. (College of Policing, 2013). 

According to the National Crime Agency (NCA) information that has undergone analysis to determine its applicability and credibility is considered intelligent. The NCA use and produces intelligence at strategic, tactical, and operational levels. This is produced from the information that we are provided from partner agencies, and it helps the police decide where to focus the resources and to counter the biggest dangers. (National Crime Agency, 2019). 

One good tactic that is used to disrupt the prevalent crime is the use of planned and targeted operations amongst the community. This is devised from the statistics and intelligence that is provided to us from the high-risk areas of crime or if members of the public report suspicious activity to the police. The police can set up operations that are set out to tackle crime on UK’s Road. 

In particular, I took part in an operation that Gwent Police have devised an operation namely ‘Operation UTAH’ which is set out to identify and put a stop to road users that creating risk on our roads. In 2023, this operation was run and

“Throughout the day, the operation saw:

• 23 Traffic Offence Reports (TOR) issued for various infringements including no tax, no MOT and insecure loads,
• Four vehicles seized for being driven without insurance,
• Eight immediate roadworthy prohibitions issued.”

This indicates how being proactive and setting up operations we can begin to tackle the offences that are being committed via the roads. (Gwent Police, 2023). 

Conducting operations like so can provide the first stage of the intelligence that we need to develop into greater and deeper intelligence to stop the most serious of crimes. It is vital that information and intelligence that is devised by police forces is distributed out and it is common knowledge amongst all law enforcement agencies. There is an approach that was created in 1999 by many Law Enforcement agencies throughout England and Wales. The National Intelligence Model (NIM) was established in 1999 by the National Criminal Intelligence Service (NCIS) and is based on “collective wisdom and best practice” both nationally and globally.  The audit commission described “a vicious cycle of failure to address crime” in 1993. Further investigation showed that there was a great deal of difference in intelligence techniques across the country, which hampered the exchange of information at the local, regional, and national levels.  (Orodite Consulting, 2016). 

The NCIS led the effort to create the National Intelligence Model on behalf of the Association of Chief Police Officers’ crime committee. Police officers, analysts, and intelligence professionals from various police departments and organisations have conducted research, designed the model, and tested it. (National Criminal Intelligence Service, 2000). 

The NIM is built up of three stages and all have a different impact at each stage. 

Level 1: Local – This typically refers to crimes and criminal activity that have an impact on a small force area or basic command unit. The offences will range from low level shoplifting and minor offences. At this level it is about managing the volume of crime and disrupting it at an early stage.

Level 2: Cross border issues – It will be obvious at this stage that the crime is affecting more than one specific force and it will start to affect the neighbouring forces. Here you will intertwine partner agencies and the law enforcement. 

Level 3: Serious and Organised Crime – Criminals are operating on a national and international basis and will require dedication and the utmost dedication to intercept this activity. (National Criminal Intelligence Service, 2000). 

With that small insight into the NIM, it is evident that with the help of everyone and sharing the correct information between forces, it allows the disruption of crime, and the identification of individuals involved to increase. The Roads policing Specialist team play a pivotal role in interrupting the criminals in the act and stopping the crime before it has happened. The NCA stated that the accuracy of intelligence sharing allows all forces to give precedence to and to act on the largest threats and maximise the disruption that is caused to organised crime.

The Home Office states that the UK’s roads are used to convey many victims, offenders, firearms, cash, and drugs. By utilising ANPR to analyse data more thoroughly, police will be able to proactively target vehicle that are believed to be involved in some form of criminal activity. (Home Office, 2019)

ANPR is a tool, mainly made up of cameras that are placed in unknown locations around certain areas that read the number plate of vehicles as they pass, and they compare it against all databases and produce the relevant information to frontline officers.  (College of Policing, 2013a). Hazel Blears who is the Minister of State for Crime Reduction, Policing and Community Safety, detailed that: 

	“ANPR enable us to turn the tables on the criminals. Instead of the criminals creating fear, I want to make them fearful of using the roads. And if they do venture out, I want them to know that ANPR significantly increases the chances that they will be identified, stopped, and arrested. In those areas deploying ANPR, arrest rates per officer ten times higher than the national average were achieved. What is more, the majority of these arrests were not motoring offences but were instead for criminal offences such as drugs, theft or to enforce an outstanding arrest warrant.”

This illustrates that ANPR is a huge phenomenon that bring offenders to justice who are a burden on the police and frontline staff and without ANPR we would struggle to identify these offences and the evidence gathering would be significantly tougher.

I have seen this being put into use throughout my role as police officer. My very first arrest was executed through the power of ANPR. As frontline response officers, we are provided with handheld devices that we can access the ANPR system on and it give us access to the live vehicles that have hit cameras within our force area. This helped me to understand how useful and effective these cameras can be. Dotted around the UK are hidden ANPR cameras which notify the police when a vehicle has passed them. For that to occur, what we call a ‘marker’ must be placed on the vehicle and this links back to the information and intelligence that has been built on said vehicle. There are different types of Markers, depending on what offence is sought to being committed. 

A vehicle had illuminated my handheld device which meant it had passed a camera that I was not a far distance away from. I plotted up awaiting this vehicle to pass a landmark that I believed it had to pass given the direction of travel. Once I spotted the vehicle, the blue lights were illuminated, and the vehicle was brought to a stop. The vehicle was believed to be involved in multiple meat thefts. On examining the vehicle, I noted that in the rear of the vehicle was a large carrier bag with many steaks inside. These were believed to be stolen. On diving deeper into this crime, the occupant could not provide a receipt of proof of purchase so subsequently arrested and charged with Theft. This is a prime example of ANPR being used and put into action. 

To sum up all my research, without information and intelligence the interception of criminal activity on the UK’s roads would be a whole lot harder and the NIM allows all forces and other agencies to work together to achieve the same goal. It is evident that by effectively collecting all the information and developing intelligence it enhances the efficiently of police forces and most importantly improves the overall public safety and trust within our roads. The use of ANPR is a great investigative technique that now it has been devised, police forces would be lost without it. It provides an insight into stopping crime before it has been completed and creates a harder task for the criminals who actively try to out play the police. 
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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 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

9
	Low 
1-4 
	Med 
5-7

 7
	High 
8-10 
	 During my time as a police constable so far, my knowledge has grown in many areas of the role. I would like my knowledge to increase in Case Files as I believe this is a pivotal part of the job and gaining more knowledge in this area would enhance my chances of being my confident in any file that is delegated to me. For this to happen, I need to be given more opportunities to build more challenging case files and maybe shadow members of the file management unit to understand what is needed and how this can be developed. I will complete this by working alongside my line manager and colleagues for them to assist in anything that I need help with. My line manager will support by providing me with the time to sit down and learn how to do certain things I am unsure on within this area. 

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 


	Med 
5-7 
	High 
8-10

10 
	Low 
1-4

4 
	Med 
5-7 
	High 
8-10 
	The main role of a police constable is to respond to emergency calls and support the public. Over the past year I have been driving to calls as a standard permit holder. This means I cannot exceed the speed limit and I cannot activate the blue lights. I would like to enhance my skills in the area by being placed on the Blue Light advanced driver course to expand my knowledge of safe driving and being able to support my colleagues in getting to emergency calls quicker but at the same time, being safer too. This will be supported again by my line manager and the driving school within the force to enhance my skills and as a result I can provide a better service to the public, hitting our target arrival times and back up colleagues to enhance their safety. 

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

9
	Low 
1-4 
	Med 
5-7

7 
	High 
8-10

 
	 The experiences you gain from being a frontline police officer is seconds to none. There is no other job that you would be seeing and dealing with the incidents that we attend. I have dealt with a various range of different calls and my knowledge of some offences are better than other due to some offences very rarely occur. I want to have knowledge of all offences but that is next to impossible. To increase my knowledge in things I am unsure of I try my best to speak with other departments like Road’s policing and the Criminal Investigation department as they deal with incidents that we don’t deal with day to day in the role of response. 
This allows me to have a better insight into what is required of me should I find myself dealing with these incident again.  
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