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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:



Culture is a way of life, it involves belief systems, values and morals and so police culture, or organisational culture, can be seen as officers who share the same values, the same morals, similar work patterns and informal rules, ‘police officers will use these cultures to justify their works in their world’.  (UK Essays, 2018). This collection of beliefs, values, morals and methods of interaction between colleagues then create the environment within the organisation. It is based on shared attitudes as well as written and unwritten rules within the organisation.  For example, a written rule within policing is to be punctual to work, as it is in all other organisations. An example of an unwritten rule within our force is to turn up 30 minutes before each shift to ensure that officers are able to relieve the previous shift as well as have an efficient handover; this is about respect and understanding between the teams on the force, a measurement of goodwill.

According to Edgar Shein, a Swiss-American psychologist, organisations have both direct and indirect mechanisms. Schein’s model of organisational culture has three elements –  Artefacts and symbols (1), espoused values (2), basic underlying assumptions  (3). Schein considers these layers direct mechanisms.
The first element is superficial, what the public physically see such as logos, buildings etc. The second element includes standards, values and rules of conduct. The third element is the deepest and embedded, they are ‘experienced as self-evident and unconscious behaviour’ (P Mulder, 2013). The deeper level is more difficult to modify than the surface layer. Cultural interventions should be made when a discrepancy between the desired and the dominant culture occurs.
When officers are on duty in the eye of the public, we must display a professional persona and ensure that we wear the correct uniform (artefacts and symbols). Officers must use decorum and be seen to be policing the public professionally, effectively and correctly (espoused values). 

Good working teams depend on good leadership. A good leader can influence and build organisational culture within a workforce, whether it is positive or negative. It is a fundamental foundation in building a valuable workforce (O.C.Tanner, 2019).  Having a supportive and competent Sergeant has helped me ease into my role as an officer. I have seen the relationships that they have built with my colleagues and this has aided my integration into the team. My sergeant has often discussed their experiences in the workplace and encouraged officers to do their best in their role, whilst  underpinning that they will stand by their team if required to do so. Although Schein gives leaders a crucial role in the management of this learning process, he also asserts that cultures cannot be changed at the whim or will of people but rather develop through the shared experience of trauma and achievement. (P Mulder, 2013)

Whilst organisational culture has many positive aspects to it, there are negative influences to be found within it. Due to the length of time an officer has been in the force could mean that they are reluctant to change and adapt to new ways of working.
Negative competition within a team may encourage officers not to help each other creating ‘toxic employees’. Poor communication between low level staff and leaders can encourage a lack of trust and a feeling that officers voices are not being heard within the force. There is also how your organisation performs; poor performance management can have a negative influence on its culture. (Rodsevich, 2016)
An aspect that is not often discussed with regards to the development of organisational culture is something that is referred to as the ‘Blue Wall of Silence’ This is a term used for an ‘informal, sort of unwritten code amongst police officers’ in which officers do not report each others’ discrepancies. This code goes against one of the core principles within the code of ethics where officers are held accountable (Rai, 2020)

Becoming an independent police officer has been a hard and interesting transition from the initial 6 months training period. Entering a new team has been daunting because it was like walking into a new family and a new job all over again. It was an unknown territory where connections had already been made within the team and boundaries set in place. As well as this, a new shift pattern was introduced and a new way of working. It has also meant learning and adapting quickly to my new role and my new environment. This was a new opportunity to learn my role and this has involved watching how other officers work inside the station walls as well as outside.
When officers are inside the station, we can be human again and whilst remaining respectful to the public that we deal with every day, we can take our professional faces off so to speak. This is when police culture is being developed, inside the walls of the station. 


Within the station and the team, I find that work colleagues are very supportive and team morale is always high. If I am struggling with items on my workload, my team are approachable and offer advice when it is asked for. I have a very good supervisor who I find helpful when I am struggling. It is important to have a good work team, it makes the job more manageable. Talking about issues that are bothering me is one of the coping mechanisms I use within work to ensure that problems do not build up and become too much to deal with. A healthy ‘sense of community’ within a workforce can help an officers’ wellbeing, this reinforces the social and emotional wellbeing that people experience when they are a part of a strong support network. (O.C.Tanner, 2019)

Since joining my work team, I have witnessed how the teams interact with each other, the banter that is used to form friendships and to bond with other team members, which also creates a positive morale within the team. 
Within the walls of the station is where the unwritten rules, that are separate from the rules of South Wales Police, come into force. Some of these include how specific workloads are managed, and when you have finished for the day, you see who needs help completing their tasks. It is about respecting one another and looking out for each other.


Becoming a police constable changes your life completely. It becomes your life!
I was told prior to joining that your team will become your second family.  I have found some truth in that because of the amount of time that you spend with them and the relationships that are built within the workplace. 

I had not heard of the term ‘organisational culture’ previous to joining the force and so far, my experience of it is a positive one. It is important to have rules and guidelines in place in order for there to be structure and stability. It also encourages solidarity between colleagues. A good and strong support network within a team is vital to ensuring that officers feel valued within their work setting. This includes work colleagues, new and old, supervisors, and a mutual understanding of what is expected from each other as well as adhering to the organisations’ rules.
Schein’s definition outlines his perspective on organisational culture as ‘the pattern of basic assumptions that a given group has invented, discovered, or developed in learning to cope with its problems of external adaptions and internal integration, and that has worked well enough to be considered valid, and, therefore, to be taught to new members as the correct way to perceive, think, and feel in relation to those problems’ (Millerd, 2018).
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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:



The College of Policing describes police decision making as complex ( College of Policing, 2022). They state that due circumstances sometimes being difficult and the fact that people often try to mislead police officers in situations, that the police have adopted a framework to help officers manage these decisions effectively and efficiently. The framework is known as the National Decision Model (NDM).
The NDM’s foundations, the core of policing is based on the Code of Ethics and one of these includes selflessness, to work in the best interest of the public. The decisions we make as officers should be for the best interests of those we deal with and situations that we manage every day. (College of Policing, 2014).
As operational police officers, we have to make these complex decisions every day, some of them can be a made through taking time to think and rationalise situations and others are instantaneous, on the spot decisions which we use our own judgements and knowledge to do so. The latter case is more often than not.


In my experience, attending domestic based incidents is the most common type of occurrence that we deal with within our BCU. 
Domestic violence covers several genres of abuse and it can often be difficult for officers to detect when we attend an incident.
We firstly have to gather information. I recently attended a report of females shouting in the street near house. We arrived at the location and found two females sitting on the floor and they seemed upset. I spoke with them to establish what had happened. They were friends and their boyfriends were brothers who had just had a fight.
I went into the address, whilst informing my colleague where I was going, and located one of the brothers. I continued to gather information by talking to every person within the house in order to establish what had happened.
Domestic incidents do not only occur between intimate partners, but can also occur between family members. In this instance, the domestic had occurred between the two brothers resulting in a scuffle after a verbal argument. As officers, we assessed the threat involved between the two brothers. When officers had arrived, the brothers had calmed down and had been in separate rooms just before officers arrived. There was no longer a threat to each of them and there was no threat to officers at that time.
As a result of speaking to everyone involved, including the brothers, it was established that both brothers had been physical, but according to their mother, it was unusual of them to behave in this manner. Officers have to consider powers and policy when assessing any situation, but when it comes to domestic violence, we have a duty to take positive action. The College of Policing discusses that what action is taken after attending a domestic incident must be necessary and proportionate and we as officers, have to justify the decisions we make (College of Policing, 2018) .
After much discussion with the family, both parties involved and my colleague, the decision was made not to arrest at this time and that a different positive approach was more appropriate at this time. 
If there had been a decision to arrest, I would have had to arrest both of the males due to their involvement. Neither of the brothers wished to make a complaint against the other and none of the people present could establish exactly what had happened because they were not in the room at the time of the scuffle. There was one potential witness, who was the father of the family and he had fallen as a result of the incident. He did not wish to make a complaint against his sons because he had fallen as a result of trying to separate the two.
The option that was chosen for this specific situation was to separate both brothers. One remained at the property whilst the other returned home to his girlfriend’s address.
The next step was to review what had happened. Action had been taken because  we ensured that one of the brothers had left before myself and my colleague vacated the property. We returned to the station and discussed the result with our sergeant whom agreed with our decision. As a result of the father falling, necessary safeguarding was put in to place, as well as for the brothers. A welfare check on the father had been conducted before we left. A thorough update was completed on the incident to ensure that all points were covered and an explanation given as to why this type of positive action was taken on this occasion.
This was the correct decision to make in this instance, but there are many more that do result in arrest.  It is important that officers obtain all of the facts, identify the situation, use our tool THRIVE to asses threat, harm, risk, investigation, vulnerability and engagement (College of Policing, 2021).
Sometimes it can be difficult for officers to establish the full facts at an incident and know which is the correct person to arrest. Unconscious bias can surface as officers may see the female as the victim and the male as the perpetrator, or officers could be manipulated by the perpetrator and be drawn in to ‘colluding with their coercive control of the victim’ (College of Policing, 2018).

Another incident that I attended with another officer was one in which I was apprehensive about the decision to make an arrest. We arrived at a property where a female had called alleging her partner had attacked her. When we arrived on scene, the male invited us in and explained his version of what had happened. I went up to speak with the female whist my male colleague remained with the ‘suspect’. She disclosed that they had argued over a historical affair  and reinstated what had been mentioned in the original call, the assault. I spoke with my colleague and due to the disclosure, an arrest was pending.
There was much more this story that what was on the surface, but it is an officers’ job to investigate and remain impartial, this is achieved by being unprejudiced, fair and objective. Society has conditioned us into regularly believing a females’ accusation. This is because typically, it is usually a female who suffers from domestic violence. Statistics from April 2017-March 2020 show that white women (7.7%%) suffered domestic abuse more frequently than White men (3.6%) did. (Gov.uk, 2021). On this occasion, I felt that this was possibly not the case. The female had warning markers attached to her for mental health problems and the male had never been involved with any police occurrence and these two people were over the age of 60. I arrested the male and conveyed him to custody. Whilst I felt uneasy about the arrest, it was not my job to be judge and juror, that is what the investigation process is for.
There was potential for me to make a mistake if I hadn't conducted the arrest in accordance with my emotions regarding the circumstances. There are consequences to not believing a domestic abuse victim. One consequence would be that the victim would lose trust in police, resulting in them not reporting the abuse again; the abuse could continue or get worse as a result of officers attending; a more harrowing consequence could result in the death of that victim, or even the perpetrator. This why we must remain impartial and do our job irrespective of our feelings. According to an article the Guardian written by Alexandre Topping, having spoken with women, Topping stated that ‘Women who have suffered domestic abuse have described feeling ignored by police’. This is a result of failings made by police forces across England and Wales. Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS) produced a report in which they found that there was a huge variance in which police forces within the UK dealt with domestic violence cases. The HMICFRS stated that despite improvements in the past five years, there were still "problems, unevenness, and inconsistencies" in how the police were responding to the "epidemic" of violence against female victims.  (Topping, 2021). Whilst there are still problems within England and Wales forces, police now prioritise domestic abuse incidents  and over two thirds of domestic abuse practitioners who work closely with the police felt that ‘the police approach to domestic abuse had improved since the publication of our first report in 2014’ (HMICFRS, 2019).

Domestic violence will be a prevalent occurrence that the police will have to contend with for a very long time to come. According to Government findings, in the year ending March 2021, there were 845,734 domestic abuse-related crimes reported to the police in England and Wales. This figure was out of a total 1,459,663 domestic abuse-related incidents  (Office for National Statistics, 2021). White people (5.7%) were more likely to experience domestic abuse than Black (3.7%) or Asian people (3.6%) (Gov.uk, 2021). 
How we manage domestics as officers will affect how the public and victims will view us, which in turn will affect their trust in us. We have to trust what our victims tell us on the first instance, an arrest of a perpetrator allows us the time to investigate the incident and as discussed, we have to remain impartial as investigating officers.
It is important that we disregard any biases that we may form. The code of ethics is instilled to us as officers, I feel that all of the policing principles are equally as important as each other, none of them should hold less value than another when conducting your duty as an officer. Personally, when dealing with domestic incidents, it is important to remember to never judge a book by its cover; the call that is reported is not necessarily the facts of the case. I also believe that it is important to educate yourself as an officer and understand the subject of the situation. Increased knowledge of domestic abuse and how perpetrators work is equally as important as the code of ethics and in order to do this, CPD is vital for growth and understanding. The most important person is the victim, and we must look after them and safeguard when necessary, regardless of whether the outcome is separating both parties, or arresting one of them to conduct a thorough investigation.


Word count - 1734


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:



Throughout my working life, I have always felt that it is important to have a team that works well together. How a team works is vitally important to me and my wellbeing within the workplace, because if a team functions well, the job is more enjoyable, productivity is increased and the workplace feels like a safe place to be present in.
When co-workers get along well, it can improve the quality of their work and create a pleasant environment at work. But there are may reasons why a team cannot function. These include poor relationships; poor management/leadership; no clear goals or purpose; poorly defined roles; environmental influences such as inadequate resources and lack of recognition from the other colleagues (Juneja, 2015).

Interpersonal relationships occur when a strong connection develops between two or more people. Within a workplace setting, these are built on trust, only in this way can you determine each other's requirements and collaborate to accomplish more ambitious objectives.  (Harappa Diaries, 2020).
Developing close relationships with team members can also cause disadvantages to team dynamics. Becoming close to one member of a team could encourage  you having loyalties more towards that person than over others, causing a negative atmosphere, resulting in creating a rift within the team. 
How officers verbally communicate with one other can often be meant in jest, but if you are unsure of your audience, then banter could be misconstrued as bullying, or even develop into bullying (Muller, 2020). If an officer was to attend work and his mood and demeanour were negative, this can sometimes result in bringing the whole team down to that officers same level, resulting in an awkward workspace, leaving other officers feeling uncomfortable. The fundamental part of any team is having positive relationships within it. The College of Policing states that as officers, we should make sure that no workplace relationship results in a real or seeming conflict of interest (College of Policing, 2014).
Personality clashes and other variables can cause interpersonal conflict within a workforce, but shared objectives can help find a resolution. Policing often involves catching ‘the bad guy’, and this is often the common goal in our job. Regardless of personal differences, we work together in order to have a successful outcome.

As well as developing good working relationships with your team members, leadership is important on how the dynamics of a team connect. Team cohesion impacts how officers work together. It is important that all members of a team, regardless of rank, work together in order to obtain positive outcomes (Anti Essays, 2022). ‘All police personnel in leadership roles are critical role models. The right leadership will encourage ethical behaviour’ (College of Policing, 2014).
Our leader, the Sergeant, is very supportive. I have found his leadership on the team fair and equal. He values each and every one of his officers, and we return the respect he shows us. He is approachable and frequently makes the workplace enjoyable. Our Sergeant assigns each one of us work and makes sure it is within our capabilities. ‘Leadership is vital to any team. A good leader outlines the strategy and charts the path to reach the goal’ (Juneja, 2015) .
One thing I've observed is how morale suffers when a team member disappoints the other officers. I can feel the frustration within the team. This happens when one officers doesn’t pull their weight regarding workload or avoids attending specific calls. It has a big impact on everyone within the team, and so it is important to be able to talk to the sergeant about problems within the station. Having a leader who is approachable is vital within a team.  Robin Camarote, a strategic planning facilitator, stated that you can encourage people to think and perform at their best when you make them feel comfortable, as a result, ‘You’ll have a stronger network and more loyalty from your team.’ (Lindauer Global, 2022).

Because the job of a police officer requires trust, officers must stand together and always have each other's backs. It is important to be united. When morale is low, or a team member is suffering or not pulling their weight, it is important to help improve team cohesion. 
There are several ways in which team cohesion can be improved: 
Team building can be achieved through effective communication and to encourage each other to talk. Having open lines of communication helps to boost confidence. and develop trust;
Ensuring that teams are of a manageable size can help with team unity;
Providing training and development for officers to ensure they achieve their best potential and feel valuable;
Celebrating success and empowering members of the team. Recognising team members individually and collectively. It is important to encourage members to take ownership over their workload. In doing so, they are more likely to work together and accept accountability for their parts in the workload, ‘Those who are valued, listened to and well led are likely to feel a greater sense of belonging, and so be more likely to take pride in their work and act with integrity.’  (College of Policing, 2014) ;
The degree of a team's overall cohesion is ultimately determined by how they handle disagreement. It is important to resolve conflict as a group. A leader must make sure that the team has the tools at their disposal to work toward conflict resolution.  (Indeed Editorial Team, 2021).

Research from a number of studies has found a favourable correlation between collaboration and key team effectiveness factors such team performance, group cohesion, collective efficacy, and member satisfaction (Desmond McEwan et al, 2017). There are a number of theories which account for team building and connecting with groups of people, one of which are your colleagues within a work setting. Theories involving teamwork is compromised as a way of understanding particular ‘circumstances, behaviours and procedures’. Some theories discuss leadership and management whilst others discuss human behaviour, motivation and strength. One theory states that your team will eventually fall apart and discusses how to evaluate and analyse when the situation arises, the Team Analysis Theory (TeamworkDefinition.com, 2014).
Tajfels’ (1979) theory of social identity discusses how groups give us a sense of social identity,  ‘a sense of belonging to the social world’. Tajfel stated that a major source of pride and self-esteem for people was the groups they belonged to. I find this within my own team. I have a great sense of pride and feel very fortunate to be part of the team I am on. We all work hard together, help each other to complete workloads and are united. 
Tajfel also talks about how we categorise people by placing others into group, stereotyping, thus creating ‘them’ and ‘us’. Whilst it is a way of protecting ourselves and forming unity, it can also lead to prejudices and creating isolation from other groups.  (McLeod, 2019).

I have experienced a range of emotions and feelings since joining a new team, whilst trying to achieve a sense of belonging. As humans, we all have basic needs and the majority of people are fortunate to have these fulfilled. Abraham Maslow, an American Psychologist developed theory of psychological health known as Maslow’s hierarchy of needs.  The third need, Love and Belonging, is a human being's emotional need for interpersonal connections, affiliation, connectedness, and group membership. This is where it intertwines with work.
Joining the team was difficult at first, as my colleagues had been based at the station for some time and so cliques had been formed between them. It took some while to integrate into the team. The fourth need in Maslow’s triangle is esteem. Although my self esteem is quite high, ‘the desire for reputation or respect from others’ still had to be earnt (McLeod, 2007). This took a substantial amount of time to achieve.

Everything that has been discussed so far falls under the College of Policing’s Code of Ethics. The code of ethics are based at the heart of modern day policing. Officers must be accountable for their actions, treat people fairly, use honesty and integrity within our roles, lead by good example, be open, transparent and objective, all the while treating people with respect and act in a selfless manner. All of these core principles aren’t just what officers should apply to the public, but what they should apply within their team and to their work colleagues. These core beliefs helps the interpersonal relationship between colleagues develop and flourish. 


The factor that I consider the most important within a team is self-actualisation. This is the highest level in Maslow's hierarchy, self-actualisation needs. This layer of the triangle is concerned with realising one's potential, finding contentment in oneself, seeking personal development, and having peak experiences. This level, according to Maslow (1943), is the drive to achieve one's full potential and maximise one's potential (McLeod, 2007). In order for this to be achieved, it is important that you have fulfilled the other needs in Maslow’s triangle, earning respect amongst your colleagues and being recognised for your part in the team. Relationships take time to develop, teams do not just ‘gel’ together in an instant (Muller, 2020). Building relationships with work colleagues and good teamwork is essential to ensure that the job is accomplished to the best of its fullest potential.

It is most important to get the best out of a team that you possibly can. It helps to build morale, encourages problem solving and achieving goals. Good leadership helps build a good workforce which results in positive productivity.
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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 order to conduct enquiries, there are a number of aspects involved and required  to investigate incidents to the best of a police officers’ ability. Jones and Newburn explains policing as organised methods for maintaining law and order, keeping the peace, enforcing the law, investigating crimes, and conducting other types of inquiries and information-sharing.  (T. Jones and T. Newburn, 1998). 

Sir Michael Bichard's conducted an investigation into the Soham killings. Following this, recommendations were made for strengthening how police forces at both the national and local levels organise and share information and intelligence. This investigation showed many failings from the local police force including submitting intelligence reports, recoding information properly as well as reviewing and sharing information with other forces (Small, 2006). A total of 31 recommendations were made as a result of the inquiry, changes were implemented and by the end of March 2007, there had been more than 140,000 system searches, and as a result, decisions in about 670 child protection cases that had been forwarded to the police had been altered (McNulty, 2007).
Accurate, pertinent, and easily available information are requirements. The management of police information (MoPI) makes sure that all data is handled consistently. This is ensured by the code and guidelines.
Gary Thompson, Superintendent of Gloucestershire Police stated that now, more than ever, information sharing across forces is essential. He believes that it is organisation's lifeblood. As police officers, we must ensure that the knowledge and information we have stored about individuals is accurate to the last detail and that it is shared between forces as intended. (South Wales Police, 2019).

A new approach to policing, known as intelligence led policing, was implemented in the 1990s. This methodology combines intelligence from many agencies with the specific goal of "disrupting, impeding, or undermining criminal behaviour." (Robin Bryant and Sarah Bryant, 2020).

The way in which intelligence is gathered by police is through receiving information and analysing its legitimacy. This information needs to reviewed and evaluated. To complete this, we need to look at the source of the information, its reliability, who and where it’s come from, followed by where it needs to be disseminated to. This is done by using the 3 x 5 x 2 National Intelligence Model (Robin Bryant and Sarah Bryant, 2020). The Golden Nominal concept was an initiative created by Cleveland Police, which cleans and matches data and has a positive impact on policing. This meant that records were not duplicated saving officers hours of time searching through records. (Experian, 2019). One of the systems we use at South Wales Police is a database which allows us to search for suspects, addresses, phone numbers as well as vehicles registered with the Department of Vehicle and Licensing Agency. This links all the information about one particular individual together, so rather than Joe Bloggs having several records on our database system, there is one. Joe Bloggs’s information may include his recent address, old addresses, associates, contact numbers as well as warning markers and any vehicles linked to him. Without the database, which is a crucial resource, we would not be able to carry out our duties quickly and effectively.

Whilst an officer or team has to conduct the majority of the work to undertake an investigation, the police rely on information and intelligence submitted and acquired from other people, organisations, or technology. One of the systems police heavily rely on involves policing the roads.
As response police officers, we deal with low level traffic offences every day. When we address offences of this nature, we can usually use resources that are readily available to us in order to collect information on the vehicle we are dealing with in that instant. There are occasions where we have to rely on another source to help locate criminals because policing the roads doesn’t always mean dealing with traffic offences. We also relying on the highways to help locate criminals and a resource that is available to us is using Automatic Number Plate Recognition (known as ANPR). ANPR uses technology to identify, prevent, and end criminal activities on a local, regional, and international scale. When a vehicle passes a camera, the registration number is read and checked immediately against the national database which is kept for vehicles of interest (Police.UK, 2022). A registration number is not private information and therefore, investigating one does not breach data protection regulations, ‘Every person who drives a car voluntarily accepts that they are likely to be capable of being linked to a particular vehicle by reference to the VRM’ (Vehicle Registration Mark).  (Home Office, 2014).
When an incident occurs and officers need to track a vehicle, we ask for the registration number to be placed onto a ‘hotlist’, otherwise known as Vehicles of Interest, so that it picks up the index at the nearest ANPR location. ANPR is not just about locating the vehicle, but noting the movements that it makes.


A recent incident that I attended with several colleagues was a call involving guns and gunshots being fired. The caller stated that several males in a vehicle had attended their property and had begun shooting at their home. Officers swiftly attended the call and after gathering information off the reporting person (RP), we identified the vehicle involved. This information was then passed over the air to control and it was requested that an ANPR check was made on any vehicles travelling along the motorway. Through requesting this over the air, the vehicle was later found approximately 10 miles away from the location of the incident.
If it had not been for this type of technology, we may not have located the subject. Subsequently, one male was arrested and conveyed to custody.
Without this technology, we would not have been able to locate him. It is an important tool to be able to access as ANPR can be used for multiple purposes within policing.
ANPR can also be used in the aid to help stop more prevalent crimes such as human trafficking, sex offenders and offences involving large organised crime groups (OCG). When we make decisions as officers, they have to be proportionate, lawful, accountable, necessary and ethical (JPLANE). Placing any vehicle on a ‘hotlist’ must be justified and lawful. Police can quickly identify vehicles associated with criminal activity or without insurance using ANPR cameras.
Gloucestershire Constabulary stopped nearly 20 vehicles as a result of ANPR ‘hits’.
In an international crime-deterrence operation involving human trafficking, money laundering, and fraud in Gloucestershire, over 200 vehicles have been stopped and two have been seized as a result of the operation (Gloucester Citizen, 2022).

Gloucestershire Chief Constable Suzette Davenport states that they want to improve on the knowledge that they already have to help protect the public from the suffering these criminals bring about. By focusing on these criminal groups in this way, they hope to create a strong structure to address the problem in the future since they must utilise our highways to conduct their unlawful activity.

Another incident I recently attended was a vicious assault at a local store. The male, who seemed intoxicated, went into the store to but some alcohol. Whilst inside a group of young boys ran down towards the shop, held the door closed and this prevented the male from leaving trapped inside.
A vehicle drove up to the store and proceeded to take out a baseball bat from the rear of the vehicle, went inside the store and attacked the male.
With the use of CCTV, I managed to obtain the VRM of the vehicle. This helped me identify the male of the vehicle. Through identifying the male, I located him on our database. The offender had warning markers involving him in OCG activity and I was able to find his recent address.

Information and intelligence is at the core of investigative policing. We rely heavily on new technology, such as ANPR and whilst it can be of great use to us, it is not always reliable. ANPR picks up VRM’s, especially those on ‘hotlists’, but criminals are resourceful and sometimes use fake number plates. Whilst officers are looking for a VRM addressed to Joe Bloggs in Swansea, the correct VRM may belong to Jane Doe who lives in London. As a result of a false VRM, officers may be looking for a vehicle that they have located through ANPR in the wrong location, thus allowing the real criminal to flee.


Referring back to the Soham Killings, if the information and intelligence known on Ian Huntley had been shared between the two police forces who had dealt with him, the investigation into the kidnap and murder of the two girls could have been very different to the outcome. 
Partners are required to disclose information, according to the Crime & Disorder Act of 1998. Information-sharing protocols, which are drafted and signed by partners and provide the sharing of data related to crime and disturbance within the parameters of the protocols, help to overcome this (Haringey.gov.uk, 2021).
At present there are approximately 3,600 international Organised Crime Groups active within the EU (Gloucester Citizen, 2022). ANPR has a vital role in policing and we use it regularly. When it comes to response policing, the nature of the crimes do not often tend to be of an extremely serious nature and when we use ANPR, it is often used for low level crimes e.g. a burglary where a vehicle has been used and left the scene or  a serious assault where the offender has made off in a vehicle. As long as we have the correct information regarding the vehicle, we can place the registration number onto the ‘hitlist’ with the hope of discovering the vehicle and offender as swiftly as possible.

Intelligence led policing and the use of modern technology such as ANPR, compliments modern day policing. Although it doesn’t completely prevent it, ‘it helps to inform the police so that, rather than constantly reacting, they can hopefully be ahead of the curve’ (Police 1, 2018).
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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



4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4



4 
	Med 
5-7 
	High 
8-10 
	Since joining response policing, I feel that I haven’t gained enough knowledge to help complete my role as competently as I should be.
In order to gain more knowledge , I am listening to more experienced officers, taking their advice and watching how they work.
When I am experiencing difficulties, I am able to ask my colleagues for help, and will continue to do so throughout my police journey
This is something that is ongoing and is not something that can have a time limit placed on to it.

Areas I would like to learn more about include sexual offences and have requested to attend a SOIT course through my sergeant. This something that I would like to complete my the end of the year and it is a realistic goal.



	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 


4

	Med 
5-7 
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	Low 
1-4 
	Med 
5-7 
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	I aim to build my file building skills as I am aware I may not yet be as comprehensive with them without assistance.
I will be able to measure  my progress as  each type of file has set  minimum amount of documents, This is achievable  because we regularly have ‘hand-ons’ and is realistic as it is a duty expected of me in my role.
The time it will take to get up to the standard that is required of me and to complete this will depend on how often I will have the opportunity to build files. I have attended the hub this year which teaches response officers case file building and intend to do this again, This is something I will complete post-probation
I believe I have good communication skills, with the public I deal with and with my work colleagues. This is something that I have been trained in with previous qualifications, I am satisfied that this is an area that I am competent on. But learning is an ongoing process, so I am always observing people and acknowledging that you can not communicate with everyone in the same way, so you have to adapt your communication skills to each individual situation – This is a continuous process of development.
I intend to complete   my initial response driving course during probation.

I would also like to be submitted for a taser course, which I have requested with my Sergeant. I would like this completed before I complete my probations

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
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	High 
8-10 
	 I hope to acquire more experience within my role as time progresses. I have several interests that I have discovered are available to me, In order for this to be achieved, I plan on attending courses that are relevant to my role, such as a taser course, learning how to drive a response vehicle as well as wanting to try out different roles other that response policing. In order to complete this, I have been liaising with my sergeant about attending some of these courses as well as discussing what options are available to me.
My initial plan it to complete 5 years of response policing whilst developing my portfolio through attending relevant courses. When I have completed 5 years, I will re-evaluate my occupational plan at that time.


I would like to learn more about dealing with domestic violence and sexual offence cases. This can be done through attending more incidents with this type of nature. This can be achieved throughout probation with the view to attend attachments in the relevant departments.
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