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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 am going to reflect upon the impact of organisational culture on my well being and resilience since gaining my independent patrol status. To help my reflection I will utilise the Gibbs reflective model this is a model that breaks down the process of reflection into an easy to understand cycle (Gibbs, G. 1988). 

To reflect on organisational culture, first I must understand what is meant by the term “organisational culture”, it is essentially the mindset of an organisation. The values, standards and ideology that is pushed down from the top tiers of an organisation. (CMI, 2015) 

This will affect many aspects of your day to day working environment from decision making and developing working strategies to carrying out daily routine tasks such as filling out paperwork effectively.

As an independent officer there is a lot more accountability placed upon you, the responsibility was always there but before, in theory anyway, I couldn’t go too far wrong as my tutor was there to teach and guide me. Obviously, it would be in my tutors interest not to let me make any massive errors as ultimately they would come back to them. Now I need to justify every action, and what I find more difficult, every inaction, not only why I chose “X” but why I didn’t chose “Y“ or “Z”.

It is vitally important to have a strong working relationship with your team as ultimately one day you could be in a situation where you are depending on them to potentially save your life, or the other way around so you need to be able to trust them to do that, similar to soldiers having a “battle buddy”

This was something that was implemented in the military, for many reasons but two I thought were important: 

1. To improve safety
2. To reduce mistakes   (Milzarski, E. 2021)
We are often double crewed and look out for each other on shift. This is both in terms of physically looking after each other, making sure we are safe at incidents but also in the aftermath of difficult incidents. Due to the nature of the job, even this early in my career there are things ill never unsee or things that I will never unhear, so it is important we look out for each other.

Humour is a great way of breaking the ice and building relationships in the workplace. A work environment that gets on well together is ultimately a happy place to be and much more productive with better customer relations (Cooper, C. 2008)

Sudden deaths are always a difficult incident to attend regardless of the circumstances as somebody would have lost a loved one and that’s something you need to keep in mind. On one particular occasion a colleague and I were attending a sudden death, the deceased had been there sometime, so was not a particularly pleasant one to attend.

We were looking through the deceased’s mobile phone to try and establish a next of kin, but there were no numbers saved which we thought was strange. So, we looked in the messages folder to see if he had messaged anyone recently or regularly. Someone we could let know of his passing. 

In the message folder there were lots of messages from different unsaved numbers so we clicked on them to see, maybe he just didn’t save families numbers as he knew them?

But no, each message was actually a picture. Mostly of naked men or just the penis.

In this situation that was completely unexpected and caught us completely off guard, my colleague and I looked at each other and out came our inner little boy, we just burst out laughing. 

This completely changed the mood of the situation and distracted us from the fact we were dealing with a body that had started to decompose, the smell and all the associated difficulties.

This is an example of how “dark humour” can help you deal with adverse or difficult situations. Admittedly “dark humour” is not for everyone, you must know your audience and the correct time and place.

In this instance, it wasn’t the ideal location but we both knew each other and we knew there was no one else around. 

Dark or twisted humour is an acquired taste, as not everyone appreciates the taboo humour others find in disturbing subject matter. But, for people who experience stressful jobs or complicated family dynamics, dark humour often serves as an important protective mechanism.

This concept is exemplified by the ability of healthcare workers to employ dark humour as a way of coping with chronic job stress (Longczak, H. 2021)

Sudden deaths are something I was not aware I would be dealing with when I first joined and it took a bit of time and exposure to before I would say I was completely comfortable with it. 

I know that as a police officer you must always be professional and respectful so after I had mixed feelings about this incident. Ultimately that was someone’s loved one who had passed away, but the humour made a difficult situation more manageable. Some people are of the opinion that the organisational culture within the police can be described as “locker room” mentality but I have not found that to be the case.

We should always remember that not everybody is the same and should be inclusive to all members of the team, bonds between people will be different as not everybody clicks the same, but the atmosphere in general should be welcoming to all. No one should be working in an environment they don’t feel comfortable in.

This experience was good as it helped us both deal with the situation in hand, bonded us a friends further with a “funny” story to share with the team. It also helped me overcome some of my concerns with sudden deaths.

I will conclude this essay by saying I have explored why dark humour is beneficial to a high stress job, the importance of being double crewed not only for safety reasons but to limit the potential for mistakes being made and I have identified an area for my own personal development, detailing not only my decisions but why I didn’t choose an alternative decision. This is something I am really keen to improve as it is something I need to do when I update every incident I have been to. 

“I considered “X” but chose to do “Y” because “Z” but this was of thinking isn’t natural for me yet, I focus to much on why I did something not why I didn’t do the other.

I have detailed an incident in which I believed to be relevant, as it showed the benefits of dark humor, working in a pair and the potential to live up to a perceived stereo type of “organisational culture” within the police and explained why it needs to be an inclusive organisation in which everybody feels comfortable.

No two incidents are ever the same, but if I had an identical set of circumstances, I would hope that I have improved as an officer and am able to deal with the matter in an even more professional manor but overall I would say I wouldn’t change how I dealt with this incident as it is all beneficial to my learning and ability to cope with high stress and uncomfortable situations.
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Task 2
Relevant areas of the National Policing Curriculum: 
Decision-making and Discretion, Vulnerability and Risk, Public Protection.  
 
You must choose an incident, for example a domestic related incident, and reflect on how you made decisions in complex and unpredictable circumstances using dynamic risk assessment. 

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

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

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





ANSWER:

In this essay I am going to reflect upon an incident where I have had to make decisions in complex and unpredictable circumstances using dynamic risk assessments. To help my reflection I will utilise the Gibbs reflective model, this is a model that breaks down the process of reflection into an easy to understand cycle. (Gibbs, G. 1988). 

What is a dynamic risk assessment? A dynamic risk assessment is the process of continually observing and analysing risks and hazards in a changing, or high-risk, environment. This allows workers to quickly identify new risks and remove them. (Martinelli, K. 2019)

The incident I am going to use to demonstrate this is a call I recently attended at a supported living accommodation for vulnerable adults. 

‘A person is vulnerable if, as a result of their situation or circumstances, they are unable to take care of or protect themselves from harm or exploitation.’
(SWP, 2021.)

The incident involved a member of staff at the accommodation who had been racially abused by a resident at the home, a particularly vulnerable female with multiple learning difficulties. The victim was the support worker at the accommodation in which the suspect lived, so were very well known to each other.

To assist in making decisions and dynamic risk assessments, officers use the national decision making model, NDM. (CoP, 2014)

The first stage of the NDM is to gather information and intelligence, the second stage is to assess the threat and develop a working strategy. So in short that means process all the information available to me and start to build a plan of action, which I will detail below how I did this for this incident.

As the suspect had been identified I was able to conduct the relevant searches on NICHE and PNC which are two data bases that an officer can use to get information on people, vehicles and addresses. As a result of this search I was able to get the suspects warning markers and criminal history, this allows me to start making decisions and evaluating the risk, this is all part of the DRA process.

This was a difficult situation to manage as ordinarily the suspect would be locked up straight away, as she was still present, clearly identified and fully admitted saying the words that had been alleged. 

But I considered her learning difficulties, issues she has been having with her mental health and discussed the options with the victim as she was the suspects support worker and we agreed that arresting her would not be appropriate in this situation. The victim, wanted to educate and not punish the suspect and hoped that would then eradicate any further issues in the future.

The third and fourth parts of the NDM are consider the powers and policies available and identify options and contingencies. So to me this meant, knowing what disposals were available to me, if there were any South Wales Police policies in regard to safeguarding and start to think of alternatives in case my original plan would not be suitable.

This is how I came to make my decision:

One of the disposals in an officers toolkit is restorative justice or RJ. This is where both parties involved agree to certain criteria that would be laid out on a form and both would sign this in agreement, with the officer acting as a mediator to agree the terms of this “contract”. These terms will be different for every incident and decided by the parties involved.

The victim in this incident was more than happy for this outcome, if the suspect wrote a letter of apology and showed genuine remorse for her actions.

However, whilst speaking with the suspect it was clear that she was not only showing no signs of remorse, but I don’t believe she actually had any understanding of why what had been said was wrong. She showed little to no empathy and was not understanding my explanation of why it was wrong. 

The suspect was just becoming agitated and argumentative even blaming the victim. I decided very quickly that suspect would require an appropriate adult (AA). An AA is someone, independent from the incident who can help comfort and explain anything that is not understood to the suspect, it is possible that victims could need an AA but that was not the case this time.

I didn’t believe that the suspect was acting this way as she was a bad person or because she was racist, I thought it was totally down to her learning difficulties and not understanding the meanings of what she was saying.

The fifth and final part of the process is take action and review what happened. So having decided that neither arrest or an RJ would be appropriate on this occasion I decided that a voluntary attendance (VA) interview would be the most appropriate course of action. By doing it this way it would avoid criminalising a vulnerable person who had no concept of what they had done, would enable them to come to the station at a time they could prepare for and have the AA and solicitor already arranged for her. To organise this I had to liaise with the suspects social worker and arrange a time that would be suitable for all.

The victim in this incident was happy to proceed in this manor, with her work supporting her by amending her shift pattern so she would not be working directly with the suspect.

At the heart of the NDM is the code of ethics. The Code of Ethics sets out the policing principles that members of the police service are expected to uphold and the standards of behaviour they are expected to meet. Many forces have their own values statements which are complementary to the Code of Ethics.

Throughout a situation, decision makers should ask themselves:

· Is what I am considering consistent with the Code of Ethics?
· What would the victim or community affected expect of me in this situation?
· What does the police service expect of me in this situation?
· Is this action or decision likely to reflect positively on my professionalism and policing generally?
· Could I explain my action or decision in public? (CoP, 2014)

You need to consider the code of ethics at every stage of the NDM ensuring that you do not fall foul of this at any time. 

I came away from this incident feeling like I handled it well, I thought that it showed I had progressed a long way from day one week one in tutorship. I think that being aware of what options were available to me was a major factor in why I think this was successful, being able to adapt on the fly as more and more information became available was also key.

The worst part of this incident is the nature of it, no body deserves to be racially abused let alone at their work place when they are there to help the person who has just abused them. From that point in I believe it went well, I positively engaged with the victim. This made sure they felt involved in the process and that they had some form of control.



The victim reacted well as the incident evolved and was supportive of police throughout. I believe that the way the victim was treated that day enhanced the polices reputation with that individual and on the basis of how they were dealt with that day would call the police again if required.

The good part of this incident was that it showed the process works. If you know what you can do, know your disposals and be confident in your decision making you wont go far wrong. One of the things my tutor used to say to me was “ You know what you’re doing so just back yourself” which I am starting to believe in more. The more incidents I deal with on my own the more confident I become in my abilities.

To conclude this essay I will start by recapping the key points, I wrote about an incident that I had to make decisions in complex and unpredictable circumstances using dynamic risk assessment. The incident I chose was a hate incident of a racial nature involving a vulnerable adult. I explained what vulnerability is and I detailed how I made the decisions in the DRA utilising the National decision making model. I explained what the NDM is in detail and how the code of ethics is at the heart of every decision we make as officers. I also detailed disposals I considered and why I didn’t choose that method before I settled on my eventual outcome.

If I was going to this incident again I would be confident in my ability to deal with it effectively and in a timely manor. The one thing I would like to improve on would have been the speed in which my decisions were made, sometimes I felt a bit hesitant in the sense of “ Am I making the right decision” or “Should I be arresting here” as I always worry too much what the other officer is thinking and second guess myself a lot.

Overall, I was very happy with the incident as a whole as I made the victim feel valued and ensured she kept faith in the process. The suspect was still treated respectfully and with dignity making sure that their individual needs were met. 

By dealing with the incident in the manor I hope that it would serve more as a lesson to the suspect so that they learn from their mistakes and this in turn reduces the risk of a repeat. The next victim may not be so accommodating and welcoming to this process and the next officer may not take the time to consider the details in full.


Word count: 1647

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 task I am going to explore and evaluate theories of team dynamics as a means of developing team cohesion. This will include reasons why some teams cannot function, theories and models relating to team dynamics and ways to improve them. 

So what are team dynamics? Team dynamics are the unconscious, psychological forces that influence the direction of a team’s behaviour and performance. Team dynamics are created by the nature of the team’s work, the personalities within the team, their working relationships with other people and the environment in which the team works. (Myers. P, 2013)

The dynamics of a team can directly affect the cohesion of the team, as personalities aren’t always compatible especially in somewhere like the police service as officers are recruited from a vast background, officers of different ages, genders, religious beliefs, sexual orientation even down to the simplest things such as a different sense of humour. All of these and more can shape and influence the dynamic of a team, potentially affecting its effectiveness.

One of the most famous models of team development is the Tuckman’s model. This is a model that Bruce Tuckman developed in 1965 as a result of being tasked by the US navy. (Wallbridge. A, 2021)

The model itself is made up of four components, forming, storming, norming and performing.
The forming stage is the initial part of the team development during which the members of the team have not yet gelled effectively. Individuals are trying to find their feet and how they can effectively add value to the team.

The storming stage is where the members of the team start to feel part of the team but this is where you are most likely to see conflict as team members start to challenge each other about what direction the team is heading and how things should be done, sometimes as result of this there could be a loss of some performance from the team.

The Norming stage is where the issues from the storming phase tend to have been resolved and the team begins to click and work more effectively. Processes are developed and roles of the individual team members are outlined with what can be expected from each person culminating in more “togetherness” with in the team.

Performing is the final stage and is where all previous stages result in an effective team, where not only are the members focused on the task they are focused on the relationships of the team too as ultimately performance is delivered by working effectively together. 

In 1977 Tuckman added a fifth stage of the theory which is the adjourning stage this is where the project has ended or the team disbanded, key learning points can be discussed and taken away. (THM, 2021)

This is often seen as the gold standard for building team dynamics and in theory it sounds really positive. Nice clear cut stages for a team to work through that are clearly identifiable by the actions that are happening at the time.

However, I have identified some flaws in this model firstly I have worked in many teams and played in team sports all my life, not in any team I have been involved in are the phases so clear cut. No matter how long we had been part of a team, conflict had arisen whether it was something minor or something more of an issue that required a serious amount of effort to resolve.

Also, there is no mention of timelines or indicators of when you have transitioned into a different phase of the model. How is this monitored? Or is it purely down to the team leader or supervisor to gauge?

The other issue for me was the teams used for the study weren’t actually trying to achieve anything, the study was based upon therapy groups. Would the same results of been achieved in say a sales environment where individuals are working towards individual targets and bonuses? Especially if there are individual bonuses at stake, are the team likely to work together or be more selfish if they stand to gain financially? 




There are many reasons that some teams don’t function as successfully as others but some of the key ones I identified are as follows:

Lack of trust - this can be within the team or from leadership and take many forms, whether you trust your team mates to carry out a task or if you lack the trust in your superiors to make the right decisions to take the team forward.

Role ambiguity – if you a team member does not know what is expected of them, how can they possibly deliver the desired results. Roles and expectations need to be clearly defined. Many organisations will have individual job descriptions

Relationship problems - Poor interpersonal relationship amongst the team members can have an adverse affect on performance as The members will prioritise individual well-being and success over the team success.

Poor communication – communication is absolutely key, information needs to go up the line as well as down. Ensuring that any issues that arise are passed on to the relevant person as soon as possible and that all members of the team are informed of any changes in circumstances or objectives. (Juneja, P. 2022)

Any number of reasons can lead to conflict with in a team, ranging from personality clashes to jealousy or even competition and rivalry. To help team cohesion it can be beneficial to set team targets or goals rather than individual. On an inter-personal level, cooperative approaches that prioritise collective goal achievements can be lead to more successful teams. Deutsch (1973) theory of collaboration and conflict states that some strategies that help to mitigate conflict from arising include:

· identifying underlying causes together
· emphasizing cooperative goals
· communicating openly
· listening open-mindedly
· practicing empathy and understanding
· promote mutual goals and resolve problems for mutual benefit

From personal experience, some of the best leadership I have had has not been from the most knowledgeable boss but the best motivator, the boss with the best person management and interpersonal skills. He recognised that not all team members were motivated in the same way, for example I chased the pay, but others liked to be given a pat on the back and told they were doing well.

If the dynamics of a team are not healthy this is where they could lead to the team failing to comply with the policing professional standards (CoP, 2008) These are a set of rules that all officers must abide by. They ensure that everybody is dealt with appropriately, professionally and fairly with out discrimination. This is not just within the team but for members of the public and generally anyone an officer engages with. Failing to follow these standards may result in someone feeling targeted or bullied which will then lead to an individual or team being punished, ultimately, potentially costing people their jobs and bringing the police in to disrepute with negative media coverage.

Recently in the news it was reported that 6 members of one “elite” policing team, the Serious Organised Crime (SOC) unit in Hampshire had been found guilty of gross misconduct due to racist, homophobic and sexist behaviour. An anonymous complaint had led to an electronic bug being placed in the unit’s Basingstoke offices between 9 March and 2 April 2018 (Dodd, V. 2020)

The fact that it was 6 officers from one team is quite concerning in my opinion, I don’t know how many were in the team total but the fact it is six shows it is more than just one “bad apple”. To me that shows there was a distinct lack of leadership, and as a result the team has failed. It has failed to deliver the professional standards, this has then led to bad press coverage which ends up with all officers being tarred with the same brush.

“Banter” is an important part of being involved in a team, especially in a high stress job role such as the police however it is important that all members of the team are happy with jokes or things said and done. 

Another hot topic at the moment is WhatsApp groups and social media. There are countless news stories of officers getting themselves in to trouble for things that they have shared online, some of which in an ordinary job would be deemed harmless however as a police officer you are held to higher standards and levels of accountability. 

The Metropolitan Police failed to investigate allegations that a WhatsApp group used by staff had become "sexualised and derogatory towards women" it emerged that police officers had allegedly shared offensive messages with Wayne Couzens in a different WhatsApp group in the months before he killed Sarah Everard. (Sephton, C. 2021) 

Reports suggest the material was misogynistic, racist and homophobic - and the Independent Office for Police Conduct is now investigating a number of serving officers.

This again shows for it to be a WhatsApp “group” it is not just a lone officer who is acting unprofessionally and not in line with the policing standards, again bringing negative attention to the police and fuelling already widespread feelings that the police is institutionally racist – something I believe to be false.

In this essay I have explored theories of team dynamics as a means of developing team cohesion and have included reasons as to why some teams cant function. I have looked at theories and models relating to team dynamics and looked ways to improve them.

I have discussed in detail the Tuckman theory stating both positives and negatives that I found with the theory. I have given a relevant example of my own personal experience of leadership and stated why I thought it worked well.

I have also explained what happens if a team dynamic turns toxic, providing a relevant example of an elite policing unit making national news due to its failing in professional standards.
	
Word count: 1655




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 am going to 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. I will also outline how automatic number plate recognition (ANPR) can be used as an investigative resources when disrupting criminal activity.

Information and intelligence is a key component of policing, utilised correctly it will allow officers to target specific areas, people or events. This is called evidence based policing. The term “Evidence-Based Policing (EBP)” is broadly based on the ideas of professor L Sherman (Sherman, L 1998), who suggests that rigorous scientific evaluations should inform and underpin decisions made by police practitioners within the workplace.

Research can be used to:

· develop a better understanding of an issue – by describing the nature, extent and possible causes of a problem or looking at how a change was implemented; or
· assess the effect of a policing intervention – by testing the impact of a new initiative in a specific context or exploring the possible consequences of a change in policing.

(CoP, 2021)

It is important to know the difference be information and intelligence, information is the raw data that you have been passed such as “Mr Smith is transporting women between Birmingham and Slough to work in a brothel” however how reliable is this? Who is the source? Is there any more information? What vehicle is he using? Where is the Brothel?

Intelligence is the evaluated and verified outcome of the information. So once the source has been verified and assessed as reliable, further investigating of the original information, potentially additional sources to corroborate the information the original snippet of information has now turned in to:

“Paul Smith Aka “Smudge” is driving a black Mercedes people carrier VRM : ABC 123 from number one London Road, Birmingham to number 23 West Street Slough on a Monday and Thursday night transporting women and drugs between two brothels” 

Which is not only a lot more detailed, giving officers a lot more to work with but also verified, so it is not just a fishing exercise potentially wasting valuable time and resources. It is reliable intelligence which can be acted upon.

Any information gathered needs to be done so legally and stored correctly to remain compliant with legislation such as:

· Regulation of investigatory powers Act 2000 (RIPA)
· Investigatory powers act 2016 (IPA)

RIPA governs the use of covert surveillance by public bodies. This includes bugs, video surveillance and interceptions of private communications (eg phone calls and emails), and even undercover agents (‘covert human intelligence sources’) (Justice.org, 2021)

IPA The act does 3 things:

1. Brings together all of the powers already available to law enforcement and the security and intelligence agencies to obtain communications and data about communications. It will make these powers and the safeguards that apply to them clear and understandable.

2. Radically overhauls the way these powers are authorised and overseen. It introduces a ‘double-lock’ for interception warrants, so that, following Secretary of State authorisation, these (and other warrants) cannot come into force until they have been approved by a judge. And it creates a powerful new Investigatory Powers Commissioner to oversee how these powers are used.

3. Ensures powers are fit for the digital age. It makes provision for the retention of internet connection records for law enforcement to identify the communications service to which a device has connected. This will restore capabilities that have been lost as a result of changes in the way people communicate.      


information is collected in one of three ways:

· routine collection 
· tasked information 
· volunteered information

Routine collection is from normal day to day activities, stop searches, arrests etc.

Tasked information may be accessed from many sources including:

· internal and external databases
· CCTV systems
· covert human intelligence sources (CHIS)
· automatic number plate recognition systems.  (CoP, 2014)

Finally, volunteered information, this is normally from members of the public who want the police to act on whatever it is they have informed the police on.

These techniques are vital in detecting and disrupting  criminal activity such as. drug smuggling, human trafficking, child sexual exploitation, counterfeit goods, organised crime groups and ‘county lines’

This is because these types of crime rely on moving components of the crime around the country, for example women to work in brothels away from their home area so they are isolated without a support network. Or county lines, where gangs from bigger cities spread out further a field to take advantage of a lack of local gangs to sell drugs and counterfeit goods.

The easiest and most common way that these gangs move their “property” around is by vehicle. Obviously, you can not see what is inside a vehicle so good, reliable information and intelligence is massively important and vital to disrupting these gangs.

One of the most efficient ways of doing so is by utilising automatic number plate recognition (ANPR) systems, having a system fitted in the vehicle allows the officer to concentrate fully on the road, their surroundings and the police radio. It will also mean an officer will be drawn to offending vehicles and allow legal vehicles to travel uninterrupted which will help to maintain police relationships with civilians.

ANPR is situated at 13000 sites nationally as well as being fitted in police vehicles and gets 55 million “hits” a day. The data collected from each force is stored centrally and shared between each force, so this will assist detecting organised crime gangs and county lines. National guidelines state that, if a police force proposes to install additional ANPR cameras, an assessment must be conducted that demonstrates a clear need, taking account of the following factors:

· National security and counter terrorism;
· Serious, organised and major crime;
· Local crime;
· Community confidence and reassurance, and crime prevention and reduction.

(NPCC, 2021)

Basic searches of ANPR data can be used to help in any investigation where a vehicle is possibly involved. The data can help to:

· locate lost or stolen vehicles
· identify the movements of a vehicle(s) involved in a crime and information associated with vehicle(s)
· research the movements of the victim’s vehicle to assist with victimology
· research alibis
· identify the vehicle(s) in a particular location during particular time periods to assist in identifying a suspect, potential victims, or potential witnesses, for example, linking crimes or identifying witnesses to an incident. 

(CoP, 2013)

The use of these markers on vehicles will also help identify patterns of behaviour too, so if a vehicle have been identified as being used in county lines and is regularly used to travel between Swansea and Liverpool for example, the vehicle may be allowed to travel to Liverpool freely, but on the return journey an operation may be put in place to stop the vehicle when there is a greater chance of having drugs or other illegal items in the vehicle.

Even though ANPR is really accurate, working in all weather conditions and up to speeds of 100MPH from experience though, the ANPR system is not faultless. Unfortunately, I have noticed a few downsides to the system in my limited time using it on a traffic attachment. These were the database changes too fast for the police to keep up with. For example, a vehicle that has been for sale at a car dealer for a period of time may flag up as having no registered owner, no tax or no insurance when in actual fact the vehicle could be fully legal but our database is just out of date. This is why its important to remain polite and professional whilst engaging with the driver, making no assumptions of guilt and ask relevant questions to identify if any offences have taken place.

Another issue I came across was either misreads or no read at all, so if the number plate was dirty, slightly obscured at a funny angle or even intentionally tampered with then the ANPR system would not recognise the number plate at all. This is something people tend to do to make the number plate read something else by intentionally misplacing a fixing screw or using black electrical type tape to manipulate the lettering.

The shows that although the ANPR system is a great tool to have access to, it is not 100% reliable and only acts as guide to officers. Officers will then have to use their own investigatory skills and discretion to deal with any offences, if any have taken place.

In conclusion, I have detailed what information and intelligence is and identified the difference between them. I have also provided a relevant roads based policing example of the differences between them. I have discussed how information and intelligence can be used in the disruption of the more prevalent criminal activity by effective policing of the roads. 

I have outlined and explained the three ways the police gather information, by routine collection, tasked information and volunteered information.

I have also outlined how automatic number plate recognition (ANPR) can be used as an investigative resource when disrupting criminal activity. I have explained how ANPR works, can be used and the legislation that must be adhered to by the police to make sure its use is legal. I have outlined the positive and negatives of ANPR, again providing relevant example and talking about my own experience with the use of ANPR detailing both the positives and negatives that I have found with the system.

Roads policing is something a lot of officers shy away from, myself included, as it is something we don’t tend to deal with much as a response officer however my traffic attachment highlighted to me that it is not as complicated as you think, it is like any other part of policing, if you feel it isn’t right… It probably isn’t! 
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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 
 
 
 Roads policing.
 
 
 
 
 
 
 
 
 










Processes 
	Low 
1-4 

 
	Med 
5-7 

7


















7
	High 
8-10 


	Low 
1-4 

4



















4
	Med 
5-7 
	High 
8-10 
	 This is a knowledge area that I wish to develop in. I have noticed throughout response roads policing is not something many officers are confident in. I need to get some experience issuing TORs and building traffic files.

To assist me with this during my traffic attachment I asked a lot of questions and made notes, I have also kept the contact details of a couple of the traffic officers who stated they were happy to help me with any issues in the future.

This is a hard one for me to explain, but in general like when you arrest get to custody, what entries need to be put on the log, when you take a prisoner to interview the sergeant asks what are you going for I.E bail, remand, RUI, NFA etc

Again this is something that I can only really improve with practice.


	SKILLS 



File building/ workbook & academic writing
 

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



8
	Low 
1-4 



4
	Med 
5-7 
	High 
8-10 
	I believe this is probably my biggest weakness as an officer. File building is something that I struggle with, I find it difficult knowing what to put and what not to put on each document. I know the importance of building a good evidential file as that is what goes to court. Luckily my team assist me when I am stuck but it does knock my confidence asking for help all the time. I am a lot more comfortable verbally than I am writing. I find it hard to transfer my thoughts to paper. I have continually tried to improve this aspect of my work through repetition and research.

	EXPERIENCE 
 


 Knowing when to arrest
 
 
 
 
 
 
 
 
 
 
 
 
 






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


8
	Low 
1-4 























4
	Med 
5-7


5 
	High 
8-10 
	 This is something that I am already getting better at but believe I still need to improve at. At call sometimes I have identified that there is an arrestable offence but I haven’t taken the initiative to actually make the arrest, I often worry too much what my colleague is thinking and wait for them to make the decision.

I am a lot more confident making these decisions when I am single crewed as I don’t need to worry what the other officer is thinking.


This is an area I wish to develop as it is an important part of the investigation, but it is not something we get too much exposure too on response. I used to be really nervous going in to interview but I am already more confident since doing my HUB attachment. I just need to improve my interviewing techniques now so that the interview flows more freely and feels more natural. If I was to be given a complex or serious offence I think I would still struggle.

The only way I can really improve this aspect is by exposure and gaining experience.
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