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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:

In this essay, I will be writing about organisation culture within the police force, and how it has impacted on my wellbeing and resilience having achieved Independent Patrol Status. I will explain what is meant by Wellbeing and Resilience and will demonstrate statistics to highlight officer wellbeing in the UK. I will then explain the meaning of Organisation Culture and will reflect on its effects on wellbeing and resilience. I will also consider the risks of conforming to organisational culture.

I will structure my essay based on Borton’s 1970 Model of Reflection (Rolfe, 2014) which is a reflective model based on 3 elements being “What”, which is where I will describe what has happened to date with regards to my experiences, “So What”, which is where I will explain the results of the experiences on my wellbeing and resilience, and “Now What” which is where I will discuss any future actions that I will carry out in order to maintain a positive and healthy work life.

As of March 31st 2021, 43 police forces in England and Wales reportedly had 1965 full-time equivalent police officers on long term sick leave, which is 1.5% of all police officers in England and Wales (Gov.UK, 2021). Figures released under the Freedom of Information Act in 2016 showed that the number of police officers off on long term sick leave due to psychological reasons had increased by 35% in the past 5 years, increasing from 4544 in 2010–11 to 6129 in 2014–15 (BBC, 2016).

Having achieved Independent Patrol Status in my role as a police officer following my period of tutorship, it has been important to ensure that as I have had to adapt from my life as a civilian to now being a police officer, that I maintain strong resilience which I have developed throughout my training, and that my wellbeing is constantly reviewed and considered in my actions.

The definition of ‘Wellbeing’ is the state of feeling healthy and happy (Cambridge Dictionary, 2022). Throughout our daily lives, having good mental wellbeing does not mean that you will always feel happy, with our jobs, relationships, financial issues etc able to have an effect. However, a strong resilience provides a coping mechanism to recover and return to our state of happiness. Resilience is a psychological quality that enables a person to recover from emotional trauma and overcome obstacles in life. According to (Rutter, 1993), risk exposure rather than avoidance is how resilience can be developed.

Having changed careers relatively late in life when joining South Wales Police, there have been major adjustments that have been required to adapt to my new position and the organisational change. For a large part of my working career, I have worked in a retail management position where the culture, values and vision of the workplace is very much different from that in a far larger organisation such as the police force. The ability to adapt to a different working culture has been essential in ensuring that my wellbeing has remained positive. Different industries and workplaces will have an inbuilt culture that shapes the behaviour of its employees. For example, the culture in a nursing environment would be expected to be different to that in the building industry, therefore an individual who is new to an organisation would be expected to take time to adapt to the new ways of working.

Organisational Culture represents non-visible aspects of organisational life that have a significant impact on both individuals and the organisation as a whole. It displays a common understanding of both the correct and incorrect ways to carry out tasks and behaviours within an organisation (Kartolo and Kwantes, 2019). Organisational Culture is the ‘Brand’ of an organisation and can often be shaped by various factors such as the Mission Statement and Values held by the organisation. Upon joining South Wales Police, the Mission Statement of “To be the best at understanding and responding to our communities”, and the Values of “To be proud, professional and positive in everything we do” (South Wales Police, 2022) was delivered clearly to myself through text communication and throughout training. This immediately demonstrated the brand and direction that all of its employees work towards with each employee sharing its values. According to some academics, in police culture, officers often share the same standards of morality and conduct as due to police officers working in comparable environments, they tend to have similar beliefs (Crank, 2004). As a result of their ‘Cultural Web Model’, Johnson and Scholes found during their research that the culture of an organisation can be shaped by the stories of its employees, rituals and routines, it’s symbols such as uniform and force badges, organisational structure, its control systems and its power structures, (McDonald and Foster, 2013).

Due to the amount of time that we as officers spend together, the shared experiences and the risk factors that come with the job, Subcultures can develop within the organisation, where a set of underlying beliefs and practices can develop. These subcultures can be of a negative effect and may have influence how we interact with the public. Academics found that characteristics such as an “Us v them” mentality, the police family and the feeling of control can influence this. Negative behaviours such as abuse of power, sexual harassment, discrimination and excessive use of power have been found (Brough et al, 2016).  However, Biggs et al (2014) argues that positive behavioural outcomes can derive from police subculture as behaviours act as coping mechanisms to the stresses that come with the job.

I have ensured throughout my time that the way that I conduct myself has been of a professional standard with a conscious effort to ensure that I represent the values that South Wales Police in all that I do. I am aware that the risks of conforming to Organisational Culture in order to ‘fit in’ with the team that I work with without consideration, may lead to negative outcomes. Dr Sarah Charman in her study ‘Square of Police Learning’ found that new officers often developed cultural characteristics from their more experienced colleagues such as cynicism, communication, and a code of self-protection, where loyalty comes before integrity, (Policing Insight, 2017) I feel that being a part of the team and being accepted is important, as the demands and nature of the job role demands high levels of trust. However, it is important that I maintain my own character, and strive to be the best police officer that I can be. I also believe that a strong and positive leadership structure can have a considerable outcome on my development. (Rahmadani et al, 2019) state that engaging leadership through inspiring and empowering, provides the required psychological need for satisfaction in work engagement, leading to positive and productive outcomes.

As I consider the “Now What?” of Borton’s Model of Reflection, my strategies going forward are to ensure that I maintain my wellbeing and resilience, with consideration given to the policing values in each decision that I make. As a person of a more mature age, I believe that I am strong enough mentally to understand which behaviours are inappropriate and that I should avoid. However, I will ensure that I will focus on the positive nature of organisational culture, such as supporting colleagues and showing loyalty in all that I do, although this would not replace integrity which is vital. I will continue to look to learn each day to develop my skill sets and will look to be professional in all that I do. Away from work, I will continue with the sporting activities such as running and karate which have provided excellent physical and mental benefits to me since I have been employed by South Wales Police. Activities away from work can act as a coping mechanism which will aid my wellbeing and resilience to ensure a positive future within the police.
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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 be writing about a domestic assault incident that I attended. I will explain the decisions that I made in complex circumstances and will discuss the decision-making process that I followed when making my decisions. I will define what is meant by ‘Domestic Abuse’ and will provide data illustrating how prevalent domestic abuse is in society. I will then outline the consequences of the decisions that I made.

I will be structuring my essay on Gibbs Model of Reflection where I will describe the incident that I attended including the challenges that I faced. I will explain my feelings during the incident and will evaluate the outcomes that came from my decision making. I will analyse the situation and will conclude what I have learned from the incident. I will then explain any changes that I would carry out if I attend another incident in the future of a similar nature.

The UK Government definition of Domestic Abuse describes it as any single incident or series of occurrences involving intimate partners or family members 16 years old or older, regardless of gender or sexual orientation, who have engaged in controlling, coercive, threatening, violent or abusive behaviour (Safelives, 2022).

In the year ending March 2021, there were 1,459,663 recorded domestic abuse incidents and crimes by the police in England and Wales. This was a 6% increase on the previous year, culminating in 18% of all crimes reported to police in England and Wales (Elkin, 2021). In the year ending March 2016, the Office of National Statistics (2016) found that 64%of victims of domestic abuse were females, whilst 36% were males, demonstrating that violence against women is far more common. The Crime Prosecution Service has created a strategy entitled Violence Against Women and Girls (VAWG), which is a cross government narrative with partner UN countries, in order to enhance the prosecution of these crimes and to assist victims. The plan commits to making ending violence against women a top focus (CPS, 2018).

I attended an incident along will a fellow officer due to reports of a domestic related assault at a property, with both the victim and the alleged offender reportedly still being in attendance at the property. I was aware that throughout the incident, my decision making would be essential is achieving the best outcome and safeguarding all involved. The National Decision Model (Bryant and Bryant, 2021) is a framework that has been designed in order to aid police officers in making decisions that have the police code of ethics at the heart of the decision, allowing the outcome to be of the highest standard. By structuring each decision on the NDM, this will ensure that the conclusion implements the 9 policing principles that South Wales Police uphold of Accountability, Fairness, Honesty, Integrity, Leadership, Objectivity, Openness, Respect and Selflessness. Raycroft and Roach (2019) state that on a daily basis, a police officer has to make a multitude of decisions, many which are relatively minor outcomes. However, many will also have life-changing outcomes for both the officer and that of the public. 

The NDM also allows officers the use of discretion in their decision making. The situation presented in front of an officer, having considered the NDM, may result in an element of discretion to be used if the officer believes that would achieve a far more positive outcome for that particular situation. However the use of discretion must remain professional as (Braun et al, 2018) stated that ““discretion can lead to unequal treatment and denial of due process”.

As we travelled to the location of the call, I liaised with the control room over the radio in order to obtain as much information held on our Niche intelligence system as possible with regards to the individuals that we were shortly going to be interacting with. This is the first stage of the NDM, being the gathering of information and intelligence which will allow the decision maker to define the situation at hand (Bryant and Bryant, 2021). Niche is a computer intelligence database which is now used by 11 of the biggest police forces in England and Wales which aids in combating crime (Police Life, 2023). The importance of police intelligence is vital in ensuring officer safety, and the safeguarding of vulnerable victims of crime. Avon and Somerset Police (2018) explain that for police, intelligence is essential as we need as much information as we can to have a clear picture of what is happening, in order to allow safeguarding of victims and assist in prosecutions of offenders. 

As we approached the location of the call, and upon reflecting on Gibb’s Model, I felt an element of nervousness and apprehension, however remained focused on the call ahead. Upon arriving at the location, the next stage of the NDM was implemented in my decision making, which is to assess the threat and risk and to develop a working strategy. Here, I assessed the situation presented in front of me by assessing what I knew about the situation and what I need to know. When faced with situations, the ability to assess the risk through implementing a dynamic risk assessment, which is a continuous safety practice through observing changing environments and making quick but concise decisions in order to minimise risk is essential (safetyculture, 2022). Inside the property that we arrived at were a male and female. Immediately it was apparent that the male, who was shirtless and of a strong muscular build was the aggressor in the fact that his mannerism was aggressive and he appeared to be intoxicated. The female in the property was crying and appeared relieved to see us arrive. There was a large amount of damage to property within the house. Our first priority was to separate both parties to ensure the safeguarding of the victim and to establish the facts of what had occurred. I led the male into a rear room whilst my colleague remained with the female. By now the male was verbally resistant, however he was not physical which allowed me to make the decision to enter the room alone with him. During my engagement with the male, I considered Betari’s Box, which is a communication model that states that my attitude and my behaviour when dealing with others, can influence their attitude and their behaviour (College of Policing, 2022). If I entered our conversation in an aggressive manner, then the probable outcome would be that the male would be aggressive in return, which would deliver a negative outcome. I approached the male in a friendly but controlled manner, aware that things could change very quickly. I used open question communication which are questions that encourage answers that cannot be answered with just a “yes” or “no” (Teaching English, 2022) in order to obtain information and to build a positive rapport with the subject which would allow my colleague time to establish the facts of what had happened with the victim. 

My fellow officer returned into the room and quietly stated to me that an allegation had been made that the male had assaulted the female by punching her twice to the face. Due to the allegation, I considered the next stage of the NDM which would be the consideration of powers and policies that I have at my disposal as a police officer. When considering any use of police power, I needed to ensure that my decision was justified, proportionate, legal, that I could hold myself accountable for the decision, that the action was necessary, and that the decision was ethical. I informed the male that he was being arrested due to an allegation of domestic assault and that the arrest was necessary in order to protect a vulnerable person. Less intrusive means were considered as an alternative to arrest, however due to the nature of the assault, I believed that this decision was justified and necessary.

The subject became aggressive in his manner towards us and stated that we would not be arresting him and that he was prepared to use violence towards us to prevent this. This is where I considered my options and contingencies to ensure that the next decision that I made would keep the level of risk presented to us at its lowest. Due to the male becoming highly vocal by shouting at us aggressively, I considered our tactical options, being our officer safety training, where we are trained in restraining individuals, our offensive and defensive skills, and our communication skills. Following my dynamic risk assessment, I carried out the 5-step process in communication. Here, a subject who is not complying is spoken to in a process that begins at a simple appeal for them to comply, which then develops to a reasoned, personal and final appeal, before finally physical action is carried out to detain the subject in an ethical manner. Section 117 of the Police and Criminal Evidence Act 1984 allows an officer to use reasonable force in order to prevent crime or to arrest a person (Blackstones, 2021). Here, my partner and I used reasonable force to quickly detain the male and place the male in handcuffs in order to protect ourselves and his victim. The male was then conveyed to custody.

I completed a Public Protection Notification report with the victim which is a risk identification process and is part of the DASH model, which focuses on victims of Domestic Abuse, Stalking and Harassment. The model identifies the risk levels presented to the victim going forward and also identifies dangerous and serial perpetrators (Richards, 2009). The results of the completed report are shared with partner support agencies that can offer ongoing support to the victim, with cases of domestic violence that are deemed of a higher risk identified and discussed at MARAC (Multi-agency Risk Assessment Committee) between partner agencies, who then identify which agencies can offer further support. (Robbins et al. 2014). I completed this report in order to ensure that safeguarding measures were in place to protect the victim going forward.

As I reflect on the actions taken during the incident, and the outcomes due to the decisions that I made, I can confidently say that each decision was made in an ethical and accountable manner. I gathered as much intelligence prior to arriving to gain an understanding of what we were to be faced with, and quickly assessed the threat and risk upon arriving. I communicated with the subject in a positive manner, taking into account Betari’s Box, whilst continuing to dynamically risk assess the situation. The powers of arrest that I used were legal and ethical, and the use of force powers were justified and proportionate. I then ensured the safeguarding of the victim which was the main priority and carried out a Public Protection Notification risk assessment to ensure her safeguarding going forward. 

As per the Gibbs model of reflection, upon reviewing my actions during the incident, considering what I would do differently in a similar situation, following the intelligence that I received on the subject prior to arrival in that he had many violent warning markers and was known to be of a large muscular build, I would request a second unit of officers to back us up in the event of the situation becoming physical. This would be in order to ensure the safety of the victim, myself and my fellow officer. However, I believe that the actions that I carried out and the decisions made were effective and concluded the incident in a positive outcome.
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Task 3

Relevant areas of the National Policing Curriculum: 
Maintaining Professional Standards, Leadership and Team-working

	
Evaluate theories of team dynamics as a means of developing team cohesion (reasons why some teams cannot function, theories and models relating to team dynamics, ways to improve team cohesion).

Consider why inter-personal conflict can occur within a team and outline what strategies can be adopted to enhance individual and team performance. 

Consider how team dynamics within the police service can result in failing to comply with professional standards requirements (Code of Ethics, policies, procedures, protocols or legislation).


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




ANSWER:

In this essay, I will explain what is meant by Team Dynamics and will evaluate theories and examine models related to team development and cohesion. I will consider why inter-personal conflict can occur within a team and will discuss strategies that may be adopted in order to resolve conflict. I will explain the importance of leadership in influencing the culture of an organisation. I will then consider how team dynamics within the police service can result in failing to comply with professional standard requirements and examine theories as to why this may happen. I will also provide statistics of police misconduct in the UK.

The Team Dynamics within an organisation influence a team’s behaviour and performance through unconscious and psychological influences (Team technology, 2020). The nature of a teams work and personalities within the team create and shape the Team Dynamics within an organisation. Team dynamics is important in all organisations and allows a group of individuals to function effectively towards common goals through utilising a set of connected knowledge, abilities and attitudes (Bisbey and Salas, 2019). High levels of team dynamics create a positive environment reflecting in the work outcome, whereas a low level of team dynamics may lead to negative outcomes, friction and criticism within an organisation (BBC, 2016).

Sir Robert Peel established the London Metropolitan Police Force in 1829 creating a list of policing principles that remain important today. He went on to state that the key to preventing crime is earning public support and winning public approval requires hard work to build reputation (Law enforcement action partnership, 2017). A positive team dynamic within the police is essential in raising public confidence and building community trust. A number of high-profile cases over the years have been damaging to public confidence towards the police such as instances of police malpractice in the wrongful conviction of the Birmingham Six, the Guildford four and the Cardiff Three. The murder of Sarah Everard by serving police officer Wayne Couzens in 2021 was also understandably damaging to public confidence towards the police. 

The importance of maintaining professional standards is essential within the police force, with leadership heavily influencing the dynamics of a team. Professor Peter Northouse (2016) defined leadership as “A process whereby an individual influences a group of individuals to achieve a common goal” (Cote, 2017). As an organisation, the police have a Code of Ethics that influence team dynamics in maintaining professional standards. The Code of Ethics consist of 9 Policing Principles with are Accountability, Fairness, Honesty, Integrity, Leadership, Objectivity, Openness, Respect and Selflessness. It also sets out standards of professional behaviour which are Honesty and Integrity, Authority respect and courtesy, Equality and diversity, Use of force, Orders and instructions, Duties and responsibilities, Confidentiality, Fitness for work, Conduct, Challenging and reporting improper conduct (College of Policing, 2023).

Direction from leadership is key in creating positive team dynamics, with many teams failing due to its absence. Robbins and Finley (2000) state that many teams underachieve and function with a poor team dynamic due to the organisation that they belong to fail to provide them with goal clarity, a sensible line of command or the tools to do the job, often creating a toxic and paranoid atmosphere within the workplace. John Adair (1973) introduced a theory that an individuals performance can be influenced by two factors which he labelled the 50 : 50 Rule. He stated that 50% motivation lies with the individual, whilst 50% comes from the environment and quality of the leadership. Adair famously developed his three circle model of Action-centred Leadership, which demonstrates that focus from leadership must remain central on Task, Team and Individual in order to develop a successful team and to create positive team dynamics. Adair (1973). A 1995 study and theory by Susan Kogler Hill entitled ‘Four Layer Team Leadership Model’ found that there were four areas of focus required in order to create successful teams. There were ‘Monitoring’ the team, ‘Diagnosing’ team problems, ‘Taking’ appropriate action, and ‘Restoring’ the effectiveness of the team. Pillai (2000).

A study on how teams develop saw Bruce Tuckman in 1965 introduce his team development model which consisted of four stages, with all stages required for a team to grow and develop into an effective team, Tuckman (1965). The four stages within Tuckman’s model were entitled Forming, Storming, Norming, Performing. Within the ‘Forming’ stage of team development, this would be when the team initially form. Here there is a high dependency on leadership for direction, however very few goals are set, or clear processes followed. Team members are treated like strangers, with little agreement on team aims. The ‘Storming’ stage then develops, where team members begin to gain confidence, personalities emerge with cliques and power struggles forming. Team members at this stage are still view themselves as individuals rather than as a part of a team, and disagreements over goals and direction become more prevalent. The ‘Norming’ stage is where individuals settle into being a team, with roles and responsibilities accepted, a feeling of working together in achieving goals exists, motivation is high and team effectiveness is positive. This then leads to the ‘Performing’ stage, where there is little dependency on team leadership, the team are productive in their work with clear agreed goals, and any disagreements are resolved quickly and efficiently in a positive way, Tuckman (1965). Further to the model, a fifth stage was introduced by Tuckman and co-author Mary Ann Jensen in 1977 which they entitled the ‘Adjourning’ stage. Here, following the development stages is where the team is dis-assembled with individuals transitioning into different roles. A sense of loss is felt by remaining team members and motivation can become low with feelings of uncertainty developing. This is where stage one of Tuckman’s cycle re-starts in re-developing the team. Tuckman and Jensen (1977). 

There are many theories and models which have been developed focusing on the improvement of team cohesion such as Maslow’s Hierarchy of Needs, Maslow and Lewis (1987), and Vroom’s Expectancy Theory, Lee (2007). Herzberg’s Two Factor Theory argues that there are two sets of different factors within a workplace that can cause job satisfaction or dis-satisfaction. Herzberg highlighted ‘Motivators’ which provide an individual with satisfiers towards their job satisfaction such as Recognition, Responsibility and Personal growth as examples which increase motivation. On the other hand, Herzberg highlighted ‘Hygiene Factors’ which can potentially reduce job satisfaction and motivation. An example of these would be Salary, Working conditions and Relationship with supervisor. By improving these factors, job dissatisfaction would decrease, Alshmemri et al. (2017).

Within teams, inter-personal conflict may arise on occasions. This may be due to many factors such as differing personalities of team members, differing values and non-agreement on goal outcomes. According to Okuntade (2015), in his study on inter-personal conflict in the workplace, a common ground must be found between each individual with an appreciation for each person’s role required in order to complement each other’s expertise. A Conflict Resolution model often used in de-fusing conflict between individuals is the CUDSA method. CUDSA is an acronym which stands for ‘Confront’ the conflict, ‘Understand’ each other’s position, ‘Define’ the problem, ‘Search’ for a solution and ‘Agree’ actions to resolve. This model encourages focus on the behaviour and not the individual, respecting each other’s position and viewpoint, co-operation, and agreement on a solution that suits both parties. An effective resolution of conflict aids in the improvement of the team dynamics. (Code of good practice, 2019).

Team dynamics within the police service can often result in failing to comply with professional standards requirements. Cases of corruption, drug use, sexual misconduct and assault are examples of misconduct that have been heard within the police. The Policing and Crime Act of 2017 required all Home Office police forces in England and Wales to inform the College of Policing about conduct or performance dismissals of police officers, special constables, and police staff, which led to the creation of the police barred list. Between the 1st of April 2020 and 31st March 2021, 257 officers were placed on the barred list. 139 were dismissed whilst serving, 100 were dismissed post-resignation and 18 were dismissed post-retirement. (College of Policing, 2023). The Independent Office for Police Conduct (IOPC) are an independent body that has been formed in order to investigate and oversee the police complaints system in England and Wales (Gov.uk, 2022). Within forces, The Professional Standards Department (PSD’s) have been established in order to investigate and resolve public complaints (Cumbria Police, 2023).

When considering why members of the police force may fail to comply with expected standards, Sunahara (2004) argues that in hostile environments in which the police work, where insults, temptation and threats are common, the ability to act ethically at all times is challenging. He goes on to say that there are factors that shape the personalities and emotions of officers. The Corrosive Street Environment, where police officers are continually engaged with controlling the behaviour of others, continually see them view behind the wall of respectability in society, which most members of the public do not see. Psychologically, this can lead to emotions that then violate expected standards. A sense of entitlement may also be a trait that an officer develops due to the psychological impact of continually working in this environment, often seeing themselves as victims due to the dangerous duties that they must continually perform. Officers often become socially isolated in their personal lives through the psychological mistrust of others and continually serving the public interest. A police sub-culture can also develop within teams with loyalty being highlighted as its dominant feature. Sunahara states that loyalty within the police is important due to the dangerous nature of the job and can save a police officers life through risking their own is valuable. However, loyalty to colleagues in order to cover up actions that are clearly below professional standards are corrupt. This apparent loyalty in protecting colleagues within the circle of policing is often referred to “The Blue Wall of Silence” (Chin and Wells, 1997).

In 2020, the police service in England and Wales introduced graduate programmes for all new recruits in order to improve professionalism, with the UK Government supporting higher education in the future of policing (Cox and Kirby, 2018). It has been argued that policing should be professionalised in order for recruits to prepare for the profession as do doctors and lawyers (Jaschke and Neidhardt, 2007). However, there is little evidence as to what impact this will have on the future of policing.

The importance of positive team dynamics within the police is essential in ensuring that professional standards are maintained at all times with a strong emphasis on the Police Code of Ethics. The majority of police officers are honest, hard working and police with integrity. Tuckman’s Stages of Team Development highlights the process of developing and establishing an efficient and effective team, whilst a strong but fair leadership within the organisation delivers direction and motivation. Inter-personal conflict may occur within teams, however models such as CUDSA highlight how these can be quickly resolved. 
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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:

In this essay I will be explain what is meant by Information and Intelligence within the police, and how it is used in the disruption of the more prevalent criminal activity such as human trafficking and county lines by effective policing of the roads. I will discuss the role of the Roads Policing Unit and their responsibilities and will outline the National Police Chiefs Council 3 Year Strategy to make the roads of England and Wales safer. I will then explain what is meant by ANPR and will outline how it can be used as an investigative resource when disrupting criminal activity. 

The terms ‘Information’ and ‘Intelligence’ may appear to be very similar in their meaning, however, there is a substantial difference. Oxford Dictionary (2022) defines Information as “Idioms, facts or details about somebody or something” while Intelligence is defined as “the ability to learn, understand and think in a logical way about things” (Oxford Dictionary, 2022). In a policing context, Information refers to unprocessed, unreliable, and unevaluated material that has been collected from a variety of sources, whereas intelligence refers to processed, qualified, and perspective-driven data that has been received from reliable sources (Cyware, 2018). Innes and Sheptycki (2004) explain that information consists of bits of data that, when combined and viewed together with relevant background knowledge, may be used to produce intelligence, which informs the actions and decisions of policing organisations. 

Intelligence Led Policing is a model that has been adopted over recent years by all forces in England and Wales. It is a targeted approach to crime based on the identification of persistent or developing problems through the analysis of intelligence, which is a shift change from the traditional reactive policing to incidents that present themselves. Information can be obtained by the police through a variety of sources such as through routine collection, which may come from arrests and stop and search. Tasked information, such as information gathered from CCTV systems, internal and external databases, and covert human intelligence sources. Volunteered information may be obtained from the general public or partner agencies (College of Policing, 2023). The National Intelligence Model (NIM) is a framework that allows the information obtained to be analysed, researched and developed which will then assist the police in making operational decisions. The intelligence is graded through the National Intelligence Models 3 x 5 x 2 system which establishes the accuracy of the intelligence and identifies who it should be disseminated to (Local Government Association, 2020). This model takes into account the perspectives of partner organisations and local communities and can establish guidelines for both proactive and reactive responses to crime (Maguire and John, 2006).

Intelligence Led Policing is a key model to the policing of our road network in the UK in order to disrupt criminality. Chief Constable Alan Pughsley of the NPCC Crime Operations Coordination Committee explains that there is a clear link between criminality and the use of the road network in facilitating their crimes, with a clear focus needed to continue to disrupt and deter criminality on our roads (Cambs.police.uk, 2022). Major crimes such as human trafficking, county lines, child sexual exploitation and drug smuggling will be facilitated through the road network due to the ease of access to all towns and cities throughout the UK. 

The Roads Policing Unit are responsible for policing the road network, with each area force responsible for their section of the network. With 2.3 million vehicles registered in the UK in 2021 (Gov.uk, 2021), the demands on policing our roads are significant. The priorities of the Roads Policing Unit are patrolling the roads, with a high visibility presence giving a sense of security and a deterrent effect, Disrupting criminality through proactive policing, reducing road casualties through educating the public, prevention of counter terrorism, and the prevention of anti-social driving (West Yorkshire Police, 2020). The role description of a Roads Police Officer is to prevent the loss of life and injury on the roads by preventing, investigating, and prosecuting offences through intelligence led policing (College of Policing, 2018). 

The National Police Chiefs Council (NPCC) sets out a 3 year plan for our road network with it’s vision being “Policing together for safe, secure and efficient roads” (Cambs.police.uk, 2022). The strategy is to allow partner agencies such as the ambulance service, British Transport Police, the Motor Insurers Bureau, Traffic Commissioners and the Driver and Vehicle Standards Agency to support and work along side the police with the set objectives being to achieving safe roads free from harm, secure roads from free from the threat of serious crime and terrorism and efficient roads that promote public confidence and satisfaction (College of Policing, 2021). The plan goes on to state that The National Roads Policing Intelligence Forum (NRPIF) provides a structure to ensure joint working between all UK police forces and partner agencies to disrupt criminality through the sharing of intelligence, joint planning and coordination between all agencies. This will be done through the implementation of the PIER approach, which stands for Prevent, Intelligence, Enforce, Reassure (South Wales Police, 2018).

The intelligence utilised by the Roads Policing Unit can also arrive from agencies outside the United Kingdom. Interpol is an international police organisation which is a joint cooperation network of 190 nation that share intelligence on international crimes such as drug trafficking and terrorism (Deflem, 2015). Europol is a police organisation that shares intelligence between law enforcement agencies in the European Union with its key priority on international crime (Deflem, 2006). Schengen Information System (SIS) is the largest data infrastructure which supports border control and police cooperation in the European Union (Bellanova and Glouftsios, 2022). ACRO is a UK national policing unit established in 2006 responsible for the sharing of criminal conviction data with other international countries (Acro.police, 2022). The sharing of intelligence and data between international partners is essential in ensuring that the disruption of criminality in the UK, often facilitated through the roads network, is continued and prioritised.

The Roads Police Unit have a number of technologies available to them in order to assist them in disrupting criminality on our roads. These technologies include Automatic Number Plate Recognition (ANPR), of which will be explained, CCTV of our roads, vehicle tracking which is becoming a common feature with manufacturers and the public, average speed safety cameras and Smart water, which creates identification marks that can only be seen under UV lighting. Roadside finger printing is another technology to roads police officers following a successful trial which took place from 2006 until 2010 entitled ‘Project Lantern’. The purpose of the trial was to establish if roadside fingerprinting would assist in police arrests by not allowing individuals to be released through the inability to identify them at the time, whilst also reducing the number of wrongful arrests. The procedure involved consists of an impression taken from each index finger which is then compared against the UK national record, with results returning to the officer within 2 minutes. The possible matches are graded as high or medium with a name date of birth and gender returned (NPIA, 2021). The availability of these tactical options to the Roads Policing Unit are invaluable to policing and disrupting criminal activity through the road network in the UK.

Automatic Number Plate Recognition (ANPR) is a key investigative resource in disrupting criminal activity. Enhanced data analysis is gathered through ANPR cameras which read passing vehicle registration mark (VRM) on the road network and converts the image on the plate into a machine-encoded text, known as optical character recognition (RAC, 2023). This information is then sent, compared and stored on a national database, which is stores for no longer than 12 months. Hazel Blears, The Minister of State for Crime Reduction, Policing and Community Safety stated “ANPR enables us to turn the table 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 increases significantly the chances that they will be identified, stopped and arrested” (paconsulting, 2020). ANPR data can be used in locating lost or stolen vehicles, identifying the movements of vehicles involved in criminality, and identifying vehicles in the case of an investigation where a potential suspect, victim or witness is sought. Therefore, as an example, intelligence may be gathered in the movements of a county lines gang commuting to neighbouring towns or cities creating a pattern of movement in which the police may use for the purpose of disrupting the criminality and leading to prosecution.

Currently, there are approximately 13,000 ANPR cameras nationally, which generate on average 55 million ‘reads’ per day to the national ANPR system (NPCC, 2023). These camera’s monitor the road network 24 hours per day and have become an invaluable source of information and intelligence for law enforcement agencies in the disruption of crime. In 2007 – 2008, there were over 600 arrests due to the data generated from ANPR, with almost three quarters of vehicles seized by the police belonging to a person with a criminal record, and a third of all vehicle stops being linked to drugs activity (Police professional, 2020). 

However, there are still questions and concerns over the use of ANPR on our roads. The UK’s independent body for upholding information rights, the Information Commissioner’s Office (ICO), welcomes complaints concerning improper use of cameras. The ICO ruled that an instance of excessive ANPR use in Royston, Hertfordshire, was illegal since the local police neglected to carry out any adequate impact analysis prior to installing the cameras. ICO Head of Enforcement Stephen Eckersley stated that the use of ANPR cameras and other types of surveillance must be appropriate to the problem that it is trying to address (RAC, 2023). Gurney et al. (2012) also found that greater protection was needed for the public from unwarranted infringements of their privacy due to mis-reads from ANPR cameras and that greater accuracy was required, with improvements required around accuracy due to differentiating weather conditions and hard to read number plates.

The use of information and Intelligence is therefore key to policing the road network within the UK in the disruption of prevalent criminal activity, with Intelligence being shared and obtained from a number of partner agencies, creating an Intelligence led policing strategy. The NPCC 3 Year Strategy sets out the vision and objectives to ensure safer roads for all and to have secure roads free from the threat of serious crime. The role of the Roads Policing Unit is essential in achieving the objectives through their everyday roles of efficiently and professionally policing the road network. This policing is aided greatly with the advancement of technology available to the police service with ANPR being an important investigative resource when disrupting criminal activity.
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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 






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







  5
	High 
8-10 
	 
· Hub attachment required to learn how to build a case file in a correct and efficient way to a professional standard. I have completed a number of case files to date, however these are taking me far longer than I would like due to a lack of knowledge on the creation of them.
· Ask for feedback from team members and Sargent with regards to the quality of my files and areas of improvement
· Improved Knowledge on traffic laws to gain confidence in dealing with incidents which are outside of my comfort zone rather than focusing on the same types of incidents that I am confident in dealing with

	SKILLS 
 
 
 
 
 
  
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 



7
	High 
8-10 
	Low 
1-4 
	Med 
5-7 



6
	High 
8-10 
	 
· Interviewing skills to develop to improve my interactions with suspects and victims rather than being too focused on my pre-written questions. Although I feel that I am comfortable in interview situations, I would like to develop the skills to be more adaptable if the interview suddenly takes a different direction.
· To develop my skills and to feel comfortable in taking the lead in complex incidents. After a year on shift, I am now finding that I am more experienced than some team members and when I am out with them, I am looked up to expected to take control of the incident in a confident manner

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 





7
	High 
8-10 
	Low 
1-4 
	Med 
5-7 




6
	High 
8-10 
	 
· To improve and develop my experience in thinking outside the box during investigative processes. I sometimes see more experienced officers identify a line of enquiry that I had not thought of, and would like to keep improving on my chain of thought 
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