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Task 1


In this essay I will discuss what organisational culture is and what this can mean in the police force. I will then elaborate on this by discussing the positives and the risks of following organisational culture and how I have prevented myself from falling into this. Finally, I will review how I managed to deal with maintaining my wellbeing whilst dealing with organisational culture.

Firstly, I need to understand what organisational culture is. 

“Organizational culture is the collection of values, expectations, and practices that guide and inform the actions of all team members.” (Wong, 2020). 

My understanding of this is that members of a team often have a traditional way of thinking and undertaking tasks. This usually means when a new member joins the team, they will need to learn these ways which tasks are completed. There are considerable positive reasons on why new members of a team should adapt to organisational culture and several negatives. I will now illustrate these reasons.

For new recruits in the police force it can be very easy to fall into “old ways” of doing things. This is often because new recruits will be tutored by a colleague who has several years of experience. Due to the tutors having many years of experience this would mean they understand the kind of incidents police officers will be attending and to use past experiences to help deal with that incident. These past experiences will also be something that has been filtered throughout the different shifts and throughout the whole police force. This is because the tutors are often more experienced and have tutored many new recruits. This is normally a positive route to learn because what tutors have done many times before has been correct and had a positive outcome. By passing on their experience, the hope is new recruits will develop into promising police officers. When there is a positive outcome at incidents it reduces the number of complaints from members of the public and produces a positive feeling towards the police service. By preventing complaints, you would assume police officers are conducting their job well and therefore achieving the aims of the police force. These aims are “uphold the law fairly and firmly; to prevent crime; to pursue and bring to justice those who break the law; to keep the Queen’s peace; to protect, help and reassure the community.” Independent Committee of Inquiry into the Role and Responsibilities of the Police (Police Foundation, 1996, p.12).

Learning from a more experienced officer can however be a negative. Some officers who have been working as a police officer for many years can be lacking the knowledge on new policies and procedures. They can be seen as irrelevant and not needed as the “old procedures” have worked fine before. These thoughts can be filtered onto other members of the team and passed on down the recruitment line. 

I have come to realise that policies and procedures are a constant change. The way a task is done one day will change the next and sometimes police officers who have been in the role for a long time may not realise the process has changed. This is whereas being younger in service within the police a more senior member of staff may try to employ the tactic of “I know better.” This may not be a better way of completing the task because it may be seen as a shortcut or a quick fix. There have been occasions since gaining my independent patrol status that when speaking with members of my team I will follow what I have been taught and believe is the right way to do things. I have ensured I documented the reasonings and my thought process to ensure others can understand the decision I came to. 

There is a risk of standing up to colleagues and going against the “way of doing things.” This risk it that by not following the teams process then you could be segregated or made to feel not part of the team. Being accepted and being part of a team is natural to humans. You do not want to be made to feel different and indubitably want to be part of a team with their work colleagues. 

New recruits like myself could feel pressurised into following these processes even if we think they are incorrect. This is down to the more senior members of staff stating how things are done. You may feel like going against the grain could be the wrong thing to do so will do what your colleagues say. This is often the correct way however there are some occasions when the advice given could be incorrect. This has happened to me once during my time as a police officer. This was when I asked a more senior member of staff for advice and what they told me did not sit right with me. What they told me felt like it was incorrect, so I approached my Sergeant and asked them for the advice. They in fact told me my thoughts were correct and that I was right to question the advice given. 

Although there are some challenges to new members of a team there are also positive reasons. “When we are surrounded by individuals who share the same values as we do, we feel a greater sense of responsibility to perform well and accomplish our tasks.” (Woven Pride, 2020). This shows that by becoming part of a team it will bring the best out of myself whilst trying to integrate into a new team. 

To help myself becoming part of the team I have tried to volunteer for tasks soon as we can. This has not only helped my colleagues appreciate my help and include me as part of the team, but it has also developed my learning. I do have to be careful not to commit myself too much. This will increase my stress levels and have a decline in my wellbeing. To prevent any decline, I ensure I make the most of my rest days. I ensure to plan activities and days out with friends and family. I have also recently had a holiday with members of my team to Spain during rest days. This has improved me wellbeing and strengthened my resilience. This holiday also helped friendships develop and strengthen the team bond. 

In future I will need to ensure I can control my stress and ensure I keep a high level of wellbeing. This will help enable me to perform to the highest level I can. I will also need to stop myself from falling into any organisational culture. This will be hard for myself as I will need to learn from colleagues and will want to feel part of the team. There is a fine balance between learning and falling into organisational culture. I believe the best way for me to do this will be to review my performance after dealing with incidents. This helps me learn new skills and information and therefore develop as a police officer. 

Words: 1177 words














































Task 2


In this essay I will discuss a domestic related incident where I was an attending officer. I will reflect on the decisions I made whilst using the National Decision Model. Furthermore, I will reflect on how I made my decisions through a very complex and dynamic incident. 

Firstly, I will explore what a domestic incident is. Currently there is no legal definition for domestic abuse. A domestic incident is defined by the home office as “Any incident or pattern of incidents of controlling, coercive, threatening behaviour, violence or abuse between those aged 16 or over who are, or have been, intimate partners or family members regardless of gender or sexuality. The abuse can encompass, but is not limited to psychological, physical, sexual, financial and emotional abuse.” (Bryant and Bryant, 2019, p.285). This opens up a broad variety of incidents and which involves persons who are aged 16 and over. 

Since becoming a police officer I have realised a rise in domestic related incidents. “The number of police recorded domestic abuse- related crimes in England and Wales rose 6% in the year ending March 2021 to 845,734; this follows increases seen in previous years.” (Office for National Statistics, 2021).

This statistic shows a substantial rise in domestic related crimes in England and Wales. There could be several reasons for this. This could be due to an increase in reports made to the police from victims or down to improved recording by the police of domestic related incidents. A further reason for this rise could be down to the period of Covid-19. Due to covid-19 families were in lockdown for long periods and were unable to leave the house and thus likely to cause arguments and further domestic related incidents. The United Kingdom is slowly easing restrictions and thus may have an impact on statistics in the proceeding years.

I will now review a domestic incident I attended. I was asked to attend an address after an abandoned 999 call was made to the emergency services. The public service centre listened to the call and could hear what they believed to be an ongoing argument. After conducted subscriber checks to establish the owner of the phone, an address was Identified, and I was asked to attend. 

Upon arriving at the address, I immediately turned on my body worn camera. It is South Wales Police policy to ensure the body worn camera is turned on at domestic incidents, and it is a tool that will capture best evidence and help support the police when investigation incidents. 

I knocked the door of the house, and a male answered the door who stated that no one had called 999. This male allowed myself and my colleague into the address to speak with all the occupants. I took the male into the living room and spoke with him, whilst my colleague spoke with a female in the house whom the phone was registered. The male advised me that he had been arguing with his son who is 17 years old. His son had been struggling with mental health recently and he had lashed out breaking a plate. This caused the male to physically restrain his son on the floor to prevent any further injury or damage. 

I have then left the male alone in the living room whilst I went to speak with my colleague. He advised me that the female stated that her husband had been arguing with her son whilst having dinner. She continued to state that her husband had then assaulted her son by slamming the door closed onto his arm. 

I have then gone back to speak with the male and arrested him for assault on his son. My colleague and I conveyed the male to the police van whereby he told us that he only assaulted his son because his son was wielding a hammer.

Due to this information I de-arrested the male for assault and then arrested him for affray. I asked my colleague to stay with this male whilst I contacted another colleague to attend with a separate van as the son would be arrested as well. I have then re-entered the address and spoken to the son who confirmed that he did have a hammer in his hand at the time of arguing with his father. I then arrested this male and conveyed him to the second police van. 

I have then spoken with the female in the house and explained what we had done and why. I did this to explain my rational and what would happen next. My colleagues and I have finally conveyed both the father and son to custody where they were detained for the investigation. 

When dealing with any incident it is vital to follow the National decision model. It is also useful to use the national decision model to review what I have done and see how I can improve. The best way to do this is by using the National Decision Model to explore what options you had and why certain outcomes were achieved. 

The College of Policing (2014) state “The National Decision Model is suitable for all decisions and should be used by everyone in policing.” They further say, “Decision makers can use the NDM to structure a rationale of what they did during an incident and why.”

The national decision model is a wheel which you must complete the previous step prior to moving to the next. At the centre of the national decision model are the Code of Ethics. The code of ethics “sets and defines the exemplary standards of behaviour for everyone who works in policing.” (College of Policing, 2022). 

The code of ethics is not something that you should follow at an incident it is something that should be always followed. These are more prevalent when attending incidents with members of the public. 

The second part of the national decision model is ‘Gather information and intelligence.’ This was done from the moment I arrived at the incident. I immediately turned my body worn camera on which was collecting any information. I was also able to obtain the details of the family inside the address so that checks could be conducted. This allowed myself and my colleague to establish if any persons involved were wanted for any other offence, any warning markers or if there were any previous domestic incidents. 

The next stage of the national decision model is ‘Assess the threat and risk and develop a working strategy. This is the stage where I was speaking with all members of the address and my colleague, so we were able to understand what had happened. We were able to assess any risks by looking at any previous incidents involving the family and any warning markers located. 

Following this stage is ‘Consider Powers and Policies’ and then ‘Identify options and contingencies.’ Both sections were discussed with my colleague at the same time. We discussed what options we had. Due to the initial information, we were left with only one option to arrest the father due to the assault. I took it upon myself to do this because I had a rapport with him. 

Once the father told us the information about his son with the hammer, we had to go back sections on the national decision model. This allowed us to reassess the information and consider further options. Due to the threat of the son using a hammer in this incident I decided it was not safe for the occupants to be left with the son inside the address. I made the decision to arrest both the father and son for affray. This is where we had entered the ‘Take action’ section of the national decision model. 

In this section I was able to submit all paperwork relating to the incident. One of these documents is a Public Protection Notice (PPN). South Wales Police (2021) state that a PPN “is an information sharing document which allows officers to record safeguarding concerns when identified.” They further state that “the information will be risk assessed” and “forwarded to partner agencies for their information and further action.”

This allows for other agencies to contact the family members involved in the incident to offer advice and support to prevent further incidents and escalation. 

“Domestic violence typically escalates so that previous violence is a predictor of further violence. 35 per cent of second incidents occur within five weeks of the first.” (Hale et al. 2013, p. 198). 

This statistic shows that very often there is an escalation of violence when it comes to domestics. By submitting PPN’s more serious offenders are given a case worker. This can mean a Multi-Agency Risk Assessment Conference can be set up.

“Multi-Agency Risk Assessment Conferences (MARACs) which are designed to enable the different agencies involved in supporting victims to come together to facilitate better communication and improved co-ordination among the relevant practitioners.” (Donoghue, 2013)

This means victims and their families who are subjected to domestic violence have support from multiple agencies. These agencies can then put tailored support into place to protect those vulnerable from domestic violence. 

One of the options that is offered to victims is to complete a Clare’s Law application. “Any member of the public the right to ask the police if their partner may pose a risk to them.” (South Wales Police, 2022). This is an application form which is processed, and risk assessed. If the partner in question poses a risk the applicant is advised of the risks and potentially about their partners past. 

Upon reviewing my performance at the incident, I was aware that the family were assisted by social services after a MARAC meeting and given extra support for their son’s mental health. This appears to have helped due to no further domestic incidents being recorded. 

I have critically reviewed my work and I believe the one area I could improve is to ensure I gather all information prior to making the arrest of the father. If I had done this, I would have been able to control the situation slightly better. Having said that, I ensured I followed the national decision model and was able to resolve a complex and dynamic situation. This enables me to explain my rational and thought process surrounding the incident and show the consequences of my decisions. 
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Task 3


Team dynamics are everywhere throughout the world. There are teams in most organisations and businesses, which can incorporate several teams within teams. This is very much the case within police forces within England and Wales. Within South Wales Police as a response officer, you will be part of a team of police officers as part of the response department. There are several other teams of response officers who make up the response department. The response department will then make up a group of teams called a Basic Command Unit (BCU). A team of BCUs then make up the force. This is similar in many departments within South Wales Police where there are several specialist teams of police officers. These specialist departments include Criminal Investigation Department (CID), Crime Scene Investigation (CSI), Roads Policing Unit (RPU) and many more. It is vital for police officers in all departments to work together as a team and ensure the crossover of teams is smoothly run. 

Myers (2013) states that team dynamics is the “unconscious, psychological forces that influence the direction of a team’s behaviour and performance.”  This therefore shows that working as a team is highly influenced on team dynamics and how they can unconsciously work together. This can often take time to develop however due to the fast pace of policing police officers are required to learn to work as a team instantly. It is vitally important in policing that police officers can work well as a team due to the stress levels. When police officers are working with interlinking departments this could be arduous due to the police officers and staff not having a good team dynamic. This is often improved when the teams work together on more occasions. 

Many theories of team dynamics have been conducted, one of which is called Tuckman’s Theory.

“Tuckman’s theory was first proposed by psychologist Bruce Tuckman in 1965. It stated that teams would go through 5 stages of development: forming, storming, norming, performing and adjourning.
These stages supposedly start when the group first meets and last until the project ends.” (Freshbooks, 2021). 

Carvello (2021) states that Tuckman’s work started with just four stages. It was in 1977 that his doctoral student, Mary Ann Jensen, added the fifth and final stage of adjourning. This stage applies to team dynamics when a team has completed a task or project. Tuckman’s theory which now encompasses the adjourning stage, allows for team members to leave which can disrupt the team dynamics.


Kobiruzzaman (2019) explains that Tuckman’s theory, “is one of the appropriate theories for explaining the behaviour of group members with dynamic characteristics. Additionally, a perfect theory to describe how the group members adjust and adapt in a group gradually.” 

West Chester University (2020) demonstrates the five different stages of Tuckman’s Theory. They state the first stage is the forming stage. This is where the structure of the team’s foundations is built and where the teams objectives are set. Team members typically attempt to avoid any conflict and look towards the group leader for direction and guidance. The second stage of the theory is storming. This stage begins when teams start to process the organisation of tasks and interpersonal conflicts come to light. 

“Interpersonal conflict refers to any type of conflict involving two or more people.” (Raypole. C, 2020). 

Osbourne (2020) states “Team conflict is caused by factors related to individual behaviour as well as disagreements about the team’s work.” Examples of individual behaviour could be either difference in interests or a range of behavioural styles. This could cause interpersonal conflict due to difference of opinions. As stated, conflict could surface due to disagreements about the team’s work. This could be for many reasons including competition over resources, failure to follow the team’s normal agreement, and poor communication. 

Cooper (2019) explores the positives and the negatives of having conflict with a team. They state that it can improve problem solving and relationships. Cooper further states that the negatives can decrease productivity, low morale and apathy and abandonment within the team. This shows that interpersonal conflict within a team can be a positive however, there are times it can be adverse for the team dynamics. This is where the team leader, usually a supervisor, needs to take control of any negative relationships within a team. 

“In his 2005 book, The Five Dysfunctions of a Team, Lencioni outlines five common problems teams experience that impact their effectiveness. Lack of trust, Fear of conflict, lack of commitment, avoidance of accountability, and inattention to results.” (Last, S. 2016). 

This is illustrated by (Mitchell, 2017) as below.

[image: ]



This illustration shows the most common problems a team can face. A team will always start at the bottom of the triangle. Once trust has been gained within the team they will move onto the next stage until they reach the top. As things change over time, members, goals etc, a team will often move between the levels. This can often result in a team having to start from the bottom and work through each behaviour again.

Once a team has managed to prevent interpersonal conflict within the team, they will be able to move onto the next stage of Tuckman’s Theory. 

West Chester University (2020) states the third stage of Tuckman’s theory is called Norming. This is where a team creates new ways of completing tasks and creating new team dynamics. Whilst the team develops, leadership can change from one person to more of a shared leadership. Team members begin to trust one another to ensure the shared leadership can be effective and productive. West Chester University stated the next step is named the performing stage. It is at this stage that the team will develop as individuals adapt to assist the other team members. This is often very productive on a personal and professional level. The final stage is called Adjourning. In this stage team members are typically ready to leave the team. This can cause significant change to the team structure and purpose to the team. This can affect team performance and mental wellbeing. This is where a leader of the team is required to build the team dynamics again by starting Tuckman’s theory from stage one. 

As discussed at the started of this essay team dynamics is crucial in policing. Failure to work well in a team could produce poor results and damage the police force reputation. If there is conflict within a team in policing, there could be occasions where the code of ethics and professional standards are not met. 

College of Policing (2014) state that the code of ethics is made up of the policing principles and the standards of professional behaviour. These are key components that all police officers are required to always follow. The policing principles include Accountability, Fairness, Honesty, Integrity, Leadership, Objectivity, Openness, Respect and Selflessness. Included in the standards of professional behaviour 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, and Challenging and reporting improper conduct.

If there is conflict between to or more persons in a team then these components could be vacated. This is likely to be because of a loss of confidence or lack of communication within the team. As a result of this, policies and procedures may not be followed correctly affecting the team’s performance. 

One way that police forces try to build team cohesion is to enforce training days. On these training days there are occasions when team building exercises are encouraged. 

Team building exercises “builds trust, mitigates conflict, encourages communication, and increases collaboration.” (Scudamore, 2016). 

Dedmon (2019) adds that some other benefits can be staff can become more creative, senior managers can become more approachable, new team leaders could be identified, the team’s energy is increased, and teams can get to know other teams. 

These benefits can improve a team’s dynamic and cohesion, which can only improve on the team’s performance.

To conclude, there are many teams throughout the policing culture including police staff, police officers and specialist departments. The police work with numerous other agencies towards a common goal. Having excellent teamwork skills is therefore vital to police officers to enable them to perform at a high standard and to ensure they can protect the public. 

As discussed, Tuckman’s Theory highlights the five different stages of team development. These include forming, storming, norming, performing and adjourning. It is at the forming stage where conflict between team members can concur. This is required to be managed by a team leader or police sergeant. This is where the Lencioni model can assist. This model shows the more prevalent difficulties that new teams can face. This model can be used throughout a team’s task and can be restarted at any time should changes come into place.

Police officers are required to always follow the code of ethics. The code of ethics is built of the policing principles and the standards of professional behaviour. These are components that all police officers should adhere to. There are occasions that these components may not be met due to interpersonal conflict within the team dynamics. This is again something that will be required to be managed by a team leader or police sergeant. 

It is inevitable that when working together, team members are likely to have conflict. This is not necessarily detrimental to the team’s cohesion. This could develop the team bond and personal bonds could be enhanced.  
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Task 4


This essay will explain the difference between information and intelligence, and how this is used in policing. The process of how information is transformed into intelligence using the National Intelligence Model (NIM) will be analysed. Furthermore, the use of intelligence used in disrupting criminal activities by using police systems such as the Police National Computer (PNC) and Automatic Number Plate Recognition Cameras (ANPR) will be discussed. Finally, a review how good these systems are regarding policing the roads and how they could be improved. 


Firstly, the difference between Information and Intelligence will be explored. There is often a confusion between information and intelligence when it comes to policing especially, when does information becomes intelligence. 

Innes and Sheptycki (2014, p. 6) state, “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.” To put this into a policing term information is anything that is told to a police officer. This information is then reviewed with other information which is then produced into intelligence. 

There are many different sources of information. Information can come from interactions with members of the public however there are occasions where a Covert Human Intelligence Source (CHIS) is used. A CHIS is “someone who cultivates another person to obtain information, or who provides access to information, or who discloses information” (Bryant and Bryant, 2019). Gooch and Williams (2007) note that a CHIS must remain covert and there are strict rules and regulations to be followed under the Regulations of Investigatory Power Act 2000. 
There is a model used in policing which allows information to be processed into intelligence which can then be acted on. This system is called the National Intelligence Model (NIM). “The National Intelligence Model (NIM) was developed by the National Criminal Intelligence Service (NCIS). It represents a major effort both to promote effective Intelligence Led Policing on a national basis and to begin to standardise intelligence-related structures, processes and practices across all forces.” (John and Maguire, 2004, p.8).  

One of the main focuses of the NIM is to create intelligence reports. The College of Policing (2015) reveal that Intelligence Reports submitted via police officers are “used to submit and evaluate information, and to manage dissemination of intelligence. It protects the source and contributes to an audit trail of the intelligence.”  Furthermore, it states the system used for intelligence reports is the 3x5x2 model. 

Ministry of Justice (2019, p. 10) explains that each section of the intelligence report has several options available. The first section having three options, the second section having five options and finally, the third section having two options. 

The first section is called the source evaluation. This is where the submitting officer would advise if the source of the information is reliable, untested, or not reliable. This is based on the police officer and how they would describe the reliability of the source. 

The second section is called the information and intelligence assessment. This section presents five options on how the source of the information has come to know this information and how reliable it is. The five options are as follows:

· Known directly to the source
· Known indirectly to the source but corroborated
· Known indirectly to the source
· Not known
· Suspected to be false 

Finally, the third section is where the submitting officer gives the information/intelligence a handling code. This is how the information will be shared with other departments and other agencies. The handling codes are Lawful sharing permitted or Lawful sharing permitted with conditions. The submitting officer will be required to weigh up the risks of sharing the information against the risk of not sharing this information. 

Once the intelligence has been assessed it is then passed to police officers. This is a major part of catching criminals. “South Wales Police have arrested a man with a large machete, following an intelligence-led stop and search in Barry” (South Wales Argus, 2021). This shows that when intelligence is used correctly policing is effective whereby the police can prevent crime and protect members of the public. 

Technology can also be used to assist police officers when using intelligence. There are many forms of technology police use including PNC (Police National Computer), and ANPR cameras (Automatic Number Plate Recognition). 

The Home Office (2014) report that that the PNC holds numerous information regarding any person who has any criminal convictions. It also holds information about a person’s court hearing, states if a person is reported as missing or wanted and much more. The PNC also holds information on any registered vehicle within the United Kingdom which are the same details as held by the Driver and Vehicle Licencing Agency (DVLA). This information includes vehicle make, model, colour, registration plate, chassis number, the registered owner and their address, and police reports. 

Police forces within the United Kingdom are able to use PNC to conduct checks on vehicles which will show police reports such as intelligence reports. These kinds of reports can be about a person using a vehicle who is a disqualified driver, a person having weapons in a vehicle, a vehicle linked to OCGs and many more. 


The Schengen Information System II (SIS II) is a vital piece of technology when police forces are required to share information with other police forces across Europe. Bryant and Bryant (2019, p. 108) describe the SIS II as a “central hub. Alerts can be raised for any person or vehicle that requires police action. This can be for several reasons. Once an alert has been created it is sent to all members of Europe using SIS II. A good example of this would be for a person who is wanted in another country and is known to be driving a specific vehicle. The alert can be created, and the local police forces will be made aware of this vehicle and person. Checks can then be done on ANPR to find out where the vehicle is which could lead to their arrest. 

One piece of technology that is utilised in collecting information and evidence against criminals is ANPR. “ANPR has proved to be important in the detection of many offences, including locating, for example, people wanted for arrest or missing, witnesses, stolen vehicles, uninsured vehicles and uncovering cases of major crime.” (Police.uk, 2022).

The National Police Chiefs Council (NPCC) (2016) state that ANPR cameras are used to support operational response, information and intelligence and Investigations. Operational response is when a vehicle passes a camera, and a picture is taken of the vehicle’s registration number plate. This registration is checked instantly against all vehicles of interest on the database. If the vehicle is showing as a vehicle of interest officers can stop the vehicle and carry out investigations that are required. 

Information and intelligence are when a vehicle of interest is linked to national security or organised crime. This is when the vehicle’s movement is recorded for the information of the investigative team.

Investigation is where a record of all vehicles passing a camera are held including vehicles that may not be a vehicle of interest at the time but may become one in future. 

NPCC (2016) continue to state that “cameras can only be deployed at locations following a strategic assessment that identifies a need for ANPR at that location to detect, deter and disrupt criminality.” This shows that investigations must take place to identify any criminal behaviour prior to any ANPR cameras being installed at a location. This could be a major stumbling block for police due to the timely process. 

As with most technology there is a downside to ANPR cameras. One critical ploy that criminals use to avoid capture from ANPR cameras is by using what is cloned plates. “1,105 motorists contacted the DVLA in March 2020 to object that their vehicle had been wrongly linked to offences – almost twice as many cases as the 656 seen in April 2019.” (RAC, 2021). This statistic shows that either motorists are reporting the use of cloned number plates more, or there is an increase in criminals using cloned number plates. This could cause issues for the police service due to a vehicle activating ANPR cameras which has been cloned. 

Furthermore, ANPR cameras are installed to assist police tracking criminals however not all members of the public are happy with this. Farrier (2013) notes “capturing and storing all vehicle movements (for two years in databases that can be data mined using computer software tools) regardless of any offence let alone innocence, guilt or even reasonable suspicion.”

Home office and NPCC (2021), state that, although data is stored this is not accessed unless it has a policing purpose. Any breach of this will not conform to the laws of the Data Protection Act 2018. 
 

In review, information and intelligence is a core piece of material to assist police officers policing the road network. This information can be obtained by any member of public and converted into intelligence. This intelligence can be conversed to police officers who are policing the road network and to stop and arrest any persons who are suspected of an offence. 

Furthermore, police have numerous pieces of technology to assist them in safe policing. These include PNC and ANPR. PNC has many benefits including the SIS II which helps transfer information to other police forces within Europe. ANPR has many benefits and helps police track vehicles that are suspected of offences. There are also disadvantages of ANPR as highlighted including the use of cloned plates. This is a major issue for police and is currently on the rise. 
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Task 5


Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 
 RPU knowledge
 
 
 
 
 
 
 




Case file knowledge
	Low 
1-4















 
	Med 
5-7

7 
























	High 
8-10















8 
	Low 
1-4

 
	Med 
5-7

5 












7
	High 
8-10 
	 To develop my knowledge on road policing and how RPU can use technology to investigate crime. I will ask my sergeant for an attachment with RPU which can be completed during my probation which will end September 2023. I be able to review this come the end of my probation.

To develop my understanding of case files. I have completed my attachment within the HUB however I still have a lot to learn. To help me develop I would like to complete more files to get more practice. I will speak with my sergeant to ask for case file work on my workload to help me develop. This can be completed at the end of my probation in September 2023


	SKILLS 
 
 
 
 Blue light driving
 
 
 
 
 
 
 Method of entry
	Low 
1-4 




	Med 
5-7 








7
	High 
8-10 



10
	Low 
1-4 



1




1
	Med 
5-7 
	High 
8-10 
	 
To complete my blue light driving course. I will have to complete the course which I am currently on the waiting list for. This will be completed this year.

To complete a method of entry course. I have completed the suitability test and I have completed all relevant ncalt packages. I am awaiting a space on a course to book onto. This will be completed this year. 

	EXPERIENCE 
 
 
 
 
 Conflict
 
 
 
 
 
 
 
 
 
 Offences against children
	Low 
1-4 
	Med 
5-7 












7
	High 
8-10


8 
	Low 
1-4 












4
	Med 
5-7 


6
	High 
8-10 
	 To experience more conflict. I will be required to do after dark shifts or events. When events are put on in our force area, I will ask for overtime to ensure I can gain experience of conflict. This can be reviewed in a year’s time.


To gain experience surrounding offences against children. I want to be able to learn child interview techniques. My sergeant has many years’ experience in public protection. I will ask for her advice and I will ask for an attachment in PPU to help me develop my skills. This will be reviewed at the end of my probation in September 2023.
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