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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:

Since achieving independent patrol status (IPS), I have experienced short term impacts of organisational culture within policing and its impact on my well-being and resilience. Within this essay, I will reflect on the impact of organisational culture within Policing and on my well-being and resilience using the GIBBS Reflective model.  I will also review on how I use exercise and embrace organisational culture whilst joining a response team as a strategy to maintain my well-being and resilience. I will also define well-being and resilience to gain a better understanding and how my previous experience as a medic in the British Army is similar to that of the Police culture whilst considering the risks of conforming to this culture.

Since achieving IPS, I experienced organisational culture from a new student constable perspective which is like the culture and behaviours that I am used to, due to being exposed to high-risk incidents during my prior service in the British Army. Personnel use these cultures and behaviours to deal with the psychological effects of these incidents. Military medicine (2007) states that military personnel are considered an ‘at risk group’ and are susceptible to mental health problems due to being exposed to traumatic events regularly. This can have an overall effect on the mental health, family, substance misuse and could potentially lead to post-traumatic stress disorder (PTSD) therefore, influencing service delivery. 

Research shows that organisational culture is a process where people deem what behaviours are appropriate and inappropriate due to shared values, assumptions and beliefs (Chatman & Eunyoung, 2003; Kerr & Slocum, 2005) Initially, I learnt that an aspect of Police culture would be when members of the team would use jokes, comradery, and occasionally dark humour to deal with the stress of the impact of organisational culture and the job itself. Colleagues did not tend to use dark humour regularly but only when a highly stressful incident had taken place such as a gory sudden death, to help them deal with the emotions of the incident by using light humour. Langston et al (2007) states that ‘humour is used as a stress mechanism by emergency service workers in order to lighten the air during hardship as it is a stress reducing mechanism when coping with traumatic events’. I was cautious joining in with these, as I was the newest member of the team and was unsure of how they would react.  Over time, this resulted in the team accepting me and building a professional relationship to in turn, strengthen my resilience.  Since achieving IPS, I witnessed peers balancing high demand workloads whilst also continuously attending varied high-risk incidents therefore having a negative impact on their wellbeing and resilience. The Police Federation of England and Wales (PFEW) (2024) states that ‘recent research from the national police well-being service shows that officers attending traumatic incidents, working shifts, workload and other stressors are resulting in mental health problems on the whole force and therefore leading to burnout. PFEW (2024) also state that ‘almost 70% of officers reported high fatigue, with nearly 30% experiencing very high fatigue’. The risks of conforming to this culture are behaving unprofessionally which could result in disciplinary action or even dismissal. The College of Policing (COP 2023) states ‘the purpose of the code of practice is to set out actions to ensure an staff demonstrate professional behaviour’ The Home Office (ethical culture where 2021) shows that ‘In March 2020, in the 43 Police forces in England and Wales, 2,242 were cases of misconduct or gross misconduct’.

Since achieving IPS, I recall feeling high self-doubt, nervousness and continuously assessed my performance in a negative light during my early stages due to the impact of organisational culture effecting my well-being and therefore causing stress. WHO (2021) defines well-being as ‘a positive experience by individuals and the society for daily life and is affected by social, economic and the environment which has an overall effect on your quality of life. As a former medic and becoming a Police Officer, I have learnt to develop resilience during incidents whilst working under pressure and having others’ lives in your hands. The APA (2024) define resilience as ‘the process of adapting to challenging life incidents whilst considering the mental and emotional impact of external and internal factors’.

I implemented several coping strategies to combat stressors - with the most successful one being exercise, as I found it took my mind off the stress of the job and made me feel more positive. Neurosci (2020) states that ‘ Exercise plays an important role and is a vital tool for the brain to be able to react to life’s challenges and is associated with stress resilience’. Initially I found shift work incredibly difficult as I could not exercise consistently as I found myself too tired from working night shifts, balancing my university degree and having a young child at home. Schafer et al (2019) states that ‘shift work is recognised for developing cardiovascular diseases by up to 40% and increases by 7.1% every 5 years’. To address this, I am very fortunate to have excellent family support and ensured I slept enough after night shifts and organised appropriate child care in order to do so. This made me feel a lot more organised and at ease that I could find some time to exercise in between working shifts as well as seeing my family which had an overall positive impact on my well-being. Overall, this strategy resulted in a positive outcome as being able to exercise around working shifts, university work and family commitments had a positive impact on my mood and therefore positively impacted my overall well-being and resilience. As I develop my career within the Police and join different departments, this problem may arise again as shift patterns may change, university work increases, and family arrangements may differ with my daughter going to school. I would implement this strategy again as exercise has always been a factor in my life since joining the Army and I have not realised the positive impact it has on my well-being and resilience. 

The main points outlined in this essay have included the use of the GIBBS reflective cycle to reflect on the impact of organisational culture within policing on my well-being and resilience. The research above had outlined how similar coping strategies were used in my former service in the British Army. So that I am able to better understand organisational culture, my research has defined this and explained how the aspects of organisational culture within the Police are used to cope with high-risk incidents such as using comradery and dark humour to make light of the situation. Furthermore, my research has found that reports from the PFEW shows that officers that attend traumatic incidents, work shifts and are balancing workloads are suffering from mental health issues which leads to ‘burnout’ and have an overall negative impact on the force. I have also considered the risks of conforming to organisational culture within the Police which is that it can lead to breaches of the code of practice which could result in disciplinary action or even dismissal. My research has shown that of 43 Police forces in Wales in March 2020, there were 2,242 cases of misconduct and gross misconduct. 

I used the Gibbs reflective cycle to reflect on how I was feeling since achieving IPS and how my research has defined well-being and resilience to better understand them. I have explained how organisational culture has affected my well-being and resilience and how I developed these during my past experiences as a medic in the British Army. Furthermore, I have illustrated the coping strategies used to maintain my well-being and resilience including exercise and have explained the effects of exercise on its reaction to life’s challenges. I have also detailed the difficulties I faced since joining the Police and starting shift work such as being able to exercise as well as balancing university work and family life. My research has shown that shift work I recognised for developing cardiovascular diseases and increases up to 7% every five years which shows the importance of incorporating exercise into your daily life. 

Words – 1357
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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:

Identifying a domestic related incident when attending incidents is a vital role of a Police officer. The Domestic Abuse Act (2021) defines domestic abuse as ‘behaviour of a person towards another person is considered domestic abuse if, both persons are aged over 16 and are personally connected and the behaviour is abusive if it consists of physical/sexual abuse, violent/threatening behaviour and/or coercive and controlling behaviour’. I will be reflecting on a domestic related incident and how I made decisions in complex and unpredictable circumstances whilst utilising a dynamic risk assessment. Whilst making these decisions, I will be considering an ethical approach to the decision-making process, all of which will be aided using the Gibbs reflective cycle. Furthermore, I will evaluate the decisions made during this incident and my use of the National decision model (NDM) whilst explaining my rationale behind these decisions and my considerations when recording details of the incident as well as my ethical approach to the decision. 

Police officers attend a wide range of incidents with it being argued that domestic related incidents are on the rise as shown by the Office for National Statistics (2023), where it is estimated in England and Wales, that around 2 million people over 16 years of age had experienced domestic abuse in the year ending March 2023. Of those figures, 2,124,000 people were victims of domestic abuse whereas only 47,361 were charged and 39,198 convicted of domestic related offences. 

Whilst serving as a response Police officer, it soon become apparent that a high volume of incidents reported to Police are in some way, domestic related. The National centre for domestic violence states that ‘the Police recorded 1.5 million domestic abuse incidents in England and Wales in 2022, which rose 7.7% since the previous year. An incident that I will never forget due to its complexity was when I was responding to a call with a colleague of an assault which had taken place inside a dwelling involving a father, mother, and a child. Prior to arrival, my colleague and I was made aware by the control room that there may be a language barrier when attending the address due to officers previously attending there. I gathered as much information as I could by carrying out PNC checks where no persons were linked to the address. At this point, I felt confident about dealing with the situation as I had attended many domestic incidents in the past and was confident in my powers and policies available to me. Upon arrival, we were greeted at the door by an Asian male who did not speak any English and seemed confused to as why we were there. 

Initially the male refused to let us into the address and there seemed to be a clear language barrier and understanding as to why we were there. Whilst my colleague attempted to communicate with the male, I utilised our ‘language line’ which is a translator available to officers over the phone. I explained to the translator to tell the male that we had received a call of an assault which had occurred at this address and needed to go inside to gather what had happened and that we had a duty of care ensure everyone at the address had not come to any harm. Following many conversations back and for, the male had realised the reason for us being at the address and continuously refused us entry and said “NO, NOT POSSIBLE” which now, I can see was an attempt to try and get us to leave. 

I had several options to deal with this problem which was to meet the male with the same aggression which he was showing or to approach him in a clam manner to try and defuse the situation. COP (2023) illustrates Betari’s box which explains ‘that my attitude affects my behaviour which affects your attitude which in turn affects your behaviour’. I decided to approach this in a calm manner and told the translator to tell the male that if he was not going to allow us to enter the address then we would have powers under S.17 Police and Criminal Evidence Act (PACE) 1984 to use reasonable force to enter the address if necessary. The male continued to refuse to allow us entry, so I made the decision to enter the address to gather what had happened and to check on the welfare of anyone else inside the address. 

The male followed and became irate and was shouting in his first language. I decided it was necessary to attempt to speak to the male in the living room via language line to calm him down whilst I ensured everyone in the address was unharmed. Whilst I opened the kitchen door, I was met with a female who I presumed was the partner of the male and a baby in a Moses basket. The female was sat at the kitchen table looking very timid, frightened, and withdrawn as if an altercation had taken place. I attempted to speak to the female in English, which was unsuccessful, I decided to again utilise language line as this is our authorised translating service whereby if I was to use a family member they could alter the translation. I explained to the translator to tell the female who I was and that it had been reported that an assault had taken place at the address and that I was there to find out what had happened. 

Whilst the translator spoke to the female, I could see the female shaking her head as if she was answering “NO” and responded to the female with vague answers, refusing to give any personal details after numerous attempts. This raised my suspicions as to why the female would not give any personal details for herself of her partner. I spoke to my colleague via the radio who was speaking to the male in the other room and asked him to check the front door to see whether there was any post in the letter box with the resident’s name on. I continued to communicate with the female via language line and told her that if a domestic had taken place with her partner, then we would need to safeguard her and her baby by separating them. The female instantly became defensive and said to the translator that this was not possible as she or her partner had no family or friends to go to as she had only recently come to the country with her partner. Again, this increased my suspicions and considered any residency issues. During this, my colleague had conducted Police national computer (PNC) checks for the names on the post for the residents which allowed us to find out who they were which allowed us to conduct further checks with the immigration office to establish the couple’s residency status. 

The checks from the immigration office returned and stated that the couple had entered the UK illegally and were to be arrested and returned to their home country. I conferred with my colleague regarding this and chose to tell the female first as the male had previously become irate and being told that he was to be arrested and returned to his home country would aggravate the situation. I again spoke to the female via language line and told her what was going to happen, the female immediately became frantic and scared and stated that she could not go anywhere with her husband but would not tell me why. After numerous attempts of asking what had happened, the female broke down crying and stated that she had been arguing with her husband over the baby crying constantly and not settling for her husband. Her husband had then become aggressive and slapped the baby to the face. The female did not want to tell officers this as she feared her baby would be taken away from her and she would not see her again. I felt quite sorry for the female as I knew social services would have to be informed and the child safeguarded. Following informing the mother on what was going to happen, I decided not to handcuff her as she was compliant and would only aggravate the situation. The outcome of the incident was that the male was subsequently arrested for assault on a child and entering the UK illegally and the mother was also arrested for entering the UK illegally. Arrangements were then made via social services to safeguard the child for a decision to be made whether she would also be returned to their home country.

The National Decision Model (NDM) is a process used by decision makers to rationale their decisions during an incident (College of Policing 2023). During the evaluation stage, I utilised the National Decision Model (NDM) to evaluate decisions made during the incident and my considerations when recording details. During this incident, I utilised language line to communicate with both parties as their first language wasn’t English and they were having difficulty understanding what was being explained to them. On reflection, the use of language line during this incident was a positive as it enabled me to speak with the people involved without confusion. If language line was not available for this incident or any incident, then it would be problematic for officers trying to deal with incidents. 

I also made the decision during this incident to speak to male in a separate room from the female which allowed the female to speak freely without being frightened to speak with the male being present. This allowed my colleague to communicate with the male and attempt to build a rapport with him to calm him down. 

Furthermore, my suspicion was raised during this incident as the people involved were reluctant to provide any details any gave very vague answers. It was paramount that I checked who the people involved are to keep officers safe and to check whether the people involved are wanted for any other offences. I considered the results of the checks to be confidential so made sure my colleague and I were wearing our earpieces so nobody else could hear the results. I explored several options to ascertain the involved persons details and decided to get my colleague to check their post to see whether any letters had their personal details on. This was a positive decision and one I would use in the future as it enabled me to possess their details to PNC check them which resulted in finding out their immigration status. 

Finally, another decision which was to tell the female before her husband that they were going to be arrested due to entering the UK illegally. I considered many options when approaching this but decided to choose this one to prevent the possibility of the male becoming aggressive if he was being told first.

To summarise, my colleague and I had little time before attending another incident to de-brief. After having time to reflect on this incident, I was happy that I was able to safeguard the female and her baby from her partner and dealing with this incident has given me more confidence to deal with immigration issues. Looking back, I feel satisfied that the incident was dealt with appropriately and has given me more confidence to apply the Betari’s box model to defuse situations. From dealing with this incident, I have learnt the importance of applying the NDM and how useful it can be when making complex decisions under unpredictable circumstances. 
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Task 3

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

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

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

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


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




ANSWER:


[bookmark: _Hlk166837007]Tuckman’s team development model, Bonebright (2022) and the Thomas Kilmann conflict management model Mcpheat (2022) are theories of team dynamics as a means of developing team cohesion. “Teamwork” is a process where individuals in a team collude to accomplish goals Driskell, Driskel and Salas,(2018). Team dynamics shape team performance and can impact overall outcomes, Delice, Feitosa, Rousseau (2019) states team dynamics are ingrained within the performance of the team and are affected by attitudes, behaviours, and intellect, all of which impact the overall outcome. However, Curseu et al (2019) argues that teamwork has a miniscule impact on performance and conducted a study showing the relationship between extraversion and contributions to working as a team to be negative. 

Teams can work cohesively however there are many factors hindering performance, thus causing conflict. To discuss this, I will evaluate Thomas-Kilmann’s conflict model and Tuckman’s team development model as a means of developing team cohesion whilst considering the effect of inter-personal conflict occurring and strategies that can be adopted to enhance team and individual performance. Individuals in a team can experience conflict due to numerous factors in relation to behavioural tensions or status tensions. James. A (1995) states that conflict arises within a team when an individual perceives that their views and opinions are being opposed or negatively influenced by another. Whilst teams are working cohesively, different opinions may arise on how to accomplish the task and inter-personal tensions may escalate where struggles over leadership and power may negatively affect collaboration. Bendersky. C, Pai. J (2020) state that ‘status’ disagreements occur when hierarchies are based on irrelevant characteristics or high confidence can cause detriment to group performance. Similarly, Bendersky. C, Hays. N, (2012) conducted a study and found that status conflict hindered team performance and was disrupted information sharing which in turn, effected performance. Another conflict resulting in teams not working cohesively is process conflict which involves issues which team members feel uncomfortable speaking about. Dannals and Greer (2017) state that ‘process’ conflict can prove difficult to manage whilst working in teams and can have the biggest impact on team outcomes as team members do not want to speak about underlying issues. 

To accomplish an end goal, team members must complete tasks in order to do so which may cause disagreements within the team. Janssen, Van De Vliert, Veenstra (2005) stated that conflict surrounding the task arises when team members have opposing views about the strategy and the work needed to complete the task. Furthermore, Guenter et al (2016) conducted a study and argue that when team members acknowledge their team to be performing well, the association between relationship conflict and task conflict is impacted negatively. Whereas, they found the only association between task conflict and relationship conflict was when team performance was low. 


The Thomas-Kilmann’s model, created in 1974 by Kennethe W, Thomas and Ralph Kilmann, was developed to resolve conflict and is based on five modes being compromise, competition, collaboration, avoidance and accommodation. This has been utilised as a means of developing team cohesion by managing conflict in the workplace which studied a pattern of how people resolve conflict, (Mcpheat 2022). Like any model, there are several strengths and weaknesses.
Meredith (2024) states that the ‘Accommodating’ mode accepts the conflict which ends any tension and can be used if you are involved in the conflict but do not want to deal with the situation overall. It can be utilised as a means of developing team cohesion if a colleague requires for another person to cover their shift, the person might do this even though their might have been conflict in the past. A person using this mode of the model disregards their own needs and takes on another person’s point of view which an appear to be giving in. However, it is useful when the risk of the outcome is low and building that relationship is more important to develop team cohesion. To support this, Rathnayaka (2023) conducted a study which assessed the impact of knowing a persons conflict resolution style in a simulated encounter and found that the most common conflict resolution style was accommodating. 

Meredith (2024) states this ‘Collaborating’ can be impactive in developing team cohesion due to acknowledging other members points of view and allow time to agree if both sides have good points to consider. However, this mode can take time and can put pressure on resources. This mode can also help develop long term relationships which may lead to better long-lasting outcomes. 

Kilmann (1976) states this ‘Avoidance’ is uncooperative and unassertive where an individual does not pursue their own ideas and does not manage conflict. Avoidance side-steps the issue until a more convenient time or causes them to withdraw from a threatening situation. This mode can be detrimental to dealing with conflict and as a means of developing team cohesion as team members will lose trust in the person if they feel they cannot manage conflict. 

The ‘Assertiveness’ mode can be seen as counterproductive as a means of developing team cohesion as it can cause further conflict and friction if not used appropriately which can ultimately lead to low morale within a team. Slabbert (2019) states that this mode could be seen as utilising power and conducted a study which found that middle management use high assertiveness and low cooperative styles whereas junior managers use directly opposite styles. 

Another theory of team dynamics as a means of developing team cohesion is Tuckman’s team development model, created by Bruce. W Tuckman in 1965, it highlights the stages of storming, forming, norming, performing and adjourning which has been highly utilised by human resource developers and academics (Bonebright, 2010).  Jones (2019) outlined the strengths of the third ‘norming’ stage of the model and found team members attempt to accept opinions of others within the group. In this part of the model, this is where an individual mediates any conflict between group members and re-focuses them on the task. Kobiruzzaman (2024) argues another strength of this model is that managers can predict the potential challenges that may arise and therefore can be proactive with their interventions to reduce conflict and develop team cohesion within the group. However, Miller (2009) analysed the model and concluded that there is a vast amount of consistency and similarity in the description stages of the model leaving it difficult to interpret. Similarly, Johnson et al (2002) conducted a study showing the community building process of virtual learning teams and found that communication and a short time frame in the virtual leaning environment resulted in an accelerated movement between stages with little evidence of the storming stage.

Research shows that there are numerous factors which contribute to individual performance which in turn impacts overall job satisfaction. Individually, The personality and values of the individual, ability and motivation of each employee effects employee performance, Marchant (1999). There are copious amounts of strategies available that can be adopted to enhance individual performance, including performance reviews which can be introduced to set specific goals. Anthony (1993) states performance reviews can be implemented to increase performance by monitoring their performance and supporting colleagues by setting smaller goals to in turn achieve their end goal which will overall achieve institutional objectives. To assist with setting these goals, Bovend’erdt et al (2009) state that the key to goal setting is adapting a structured approach to setting a goal is the use of writing a SMART goal (Specific, Measurable, Attainable, Realistic, Timely) (Hornyak, Lawlor 2012). Another strategy which can be adopted to enhance individual performance is utilising key performance indicators (KPIs) which are vital for monitoring performance in the industry and utilised to highlight poor performance to then improve, Lindberg et al (2015).  


Team dynamics within Policing plays a vital role in team cohesion and thus meeting the needs of operational Policing. However, knowing the difference between team dynamics and misconduct is essential in preventing failing to comply with professional standards requirements. The College of Policing ( COP 2024) state that policing the public relies on ‘policing by consent’ which builds through the trust and confidence the public have in the Police. The professional standards departments ensure the maintenance of that trust and confidence by ensuring officers act in accordance with the code of ethics. Furthermore, the COP (2024) recent update of the code of ethics outlines the principles being courage, respect and empathy and public service. Within the ‘courage’ principle, the COP state that officers must challenge unprofessional behaviour and practice. Workplace humour is often used within Policing as a way for officers to deal with the stress of dealing with traumatic incidents for a prolonged period. Christopher (2015) states that there are positives to using workplace humour as ‘dark’ humour maintains camaraderie in traumatic incidents. This is supported by evidence in the high-profile Wayne Couzens case where co-defendants were accused of sending inappropriate WhatsApp messages and stated it was just “banter” or “dark jokes” where no defendants challenged this behaviour and therefore committing further offences. 

In summary, Tuckman’s team development model and Thomas-Kilmann’s conflict management model are theories of team dynamics which in turn develop team cohesion. Delice, Feitosa, Rousseau (2019) argue that team dynamics shape team performance and can impact overall outcomes. Whereas Curseu et al (2019) argue that teamwork has a small impact on team performance and found that there is a negative association between extraversion and contributions to working as a team. Inter-personal conflict can occur within a team due to behavioural and/or status tensions, James (1995) states that conflict arises in a team when an individual perceives that their views and opinions are not being listened to. Status disagreements negatively affect team dynamics as leaders focus on status rather than the task in hand. Bendersky, Pai (2020) state that status conflict occurs when hierarchies focus on irrelevant personal characteristics or high confidence can negatively influence collaboration. To resolve conflict, Thomas-Kilmann model was developed and is based on five modes which has been utilised as a means of developing team cohesion by managing conflict in the workplace as it studied a pattern of how people resolve conflict (Mcpheat 2022). There are numerous factors which impact overall job satisfaction such as the individual, ability and motivation of each employee which in turn effects employee performance (Marchant 1999). To enhance individual performance, there are many strategies available such as setting specific goals and to assist with setting these goals, the SMART method can be utilised. Alongside SMART goals, KPI’s can also be utilised to monitor performance and highlight poor performance so that improvements can be made. 

Team dynamics within Policing plays a crucial role in team cohesion and dealing with traumatic incidents. There is a fine line between team dynamics and behaviour resulting in misconduct. The COP set out the code of ethics which should be adhered to by all officers and staff. However, there has been numerous high-profile cases in the media outlining officers failing to comply with professional standards such as the Wayne Couzens case which saw co-defendants sending inappropriate WhatsApp messages and stating it was just “banter”. Christopher (2015) states that there is a place for ‘dark humour’ as it maintains camaraderie in traumatic events. Overall, this type of team dynamic results in officers failing to comply with professional standards requirements and therefore negatively tarnishing the Police service wholly. 
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

	
Explain how information and intelligence can be used in the disruption of the more prevalent criminal activity (e.g. drug smuggling, human trafficking, child sexual exploitation, counterfeit goods, organised crime groups and ‘county lines’) by effective policing of the roads. 

Outline how ANPR can be used as investigative resource when disrupting criminal activity. 

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




ANSWER:

In this essay, I will explain how information and intelligence can be utilised in the disruption of more prevalent criminal activity including child sexual exploitation and drug trafficking using county lines and the effective policing of the roads, assisted by the Police National Database and Automatic number plate recognition (ANPR). To better understand their meanings, I will define information and intelligence and how it is evaluated using the 3x5x2 model and how it can be used in the disruption of crime. To evidence intelligence being used to disrupt more prevalent crimes, I will look at The Birchard enquiry (2004) and highlight the key failings and how the sharing of information and intelligence could have been improved as well as proving recent examples such as Operation Pandilla and Project Medusa. 

Information can be gathered from the public, partner agencies and other officers such as PCSOS which can then be evaluated and processed into intelligence to then be utilised for a policing purpose to disrupt criminal activity. The United Nations office on drugs and crime (2006) state that intelligence is not easy to explain and the words ‘information’ and ‘intelligence’ can be used conversely. They argue that intelligence is ‘information created for action’ whereas others say it is ‘assessed information’. Information may be obtained from various sources but may not be of a policing purpose depending on the reliability of the source. 

Information is collated then analysed into intelligence using the national intelligence model (NIM) using the 3x5x2 method (formerly 5x5x5). His Majesty’s Inspectorate of Constabulary and Fire & Rescue Service (HMICFRS 2023) states that the NIM is an intelligence led model used by forces across the UK to gather, analyse and manage information to assist in making the most effective decisions which was created by the National Crime Intelligence Service. According to the National Crime Agency (2024), intelligence is information that is analysed to determine its relevance and reliability, accurate intelligence gives a clear picture to prioritise resources against the largest threats to in turn deliver the biggest disruption to organised crime.
Furthermore, information and intelligence are utilised in the disruption of prevalent crimes such as child exploitation, drug trafficking and organised crime through the use of community engagement where Police Community Support Officers (PCSOS) engage with their communities to build trust and in the long term gain information which can then be analysed and developed into intelligence. The College of Policing (COP 2024) states that PCSOS were first introduced under the Police Reform Act 2002 to enable chief officers to appoint suitable staff to be a visible presence in the community to deal with anti-social behaviour and be the link between the Police and the public. Intelligence gathered by PCSOS can then be disseminated to officers through daily briefings to inform them of locations where for example, there is drug dealing taking place which can increase mobile patrols in that location and lead to officers proactively stop and searching people which in turn can result in positive outcomes. Sharing of this intelligence can also inform officers of priority suspects so that should officer’s sight the suspect or deal with them during an incident they can utilise their powers where necessary. Another example of officers utilising intelligence would be if whilst on mobile patrol, an officer sights an known person coming out of an address where there is intelligence of drug dealing, the officer can then request over the radio for further intelligence on that address/person which can build grounds for a stop and search which in turn could lead to the disruption of crime. 

The main road networks throughout the United Kingdom are Policed by four Police forces in Wales and is connected by the major road network travelling into England covering the total of 43 Police forces continuing to the north of Scotland. This creates a huge road network and opportunity for organised crime groups to easily move drugs, people and counterfeit goods around the country whilst being undetectable. Cohen and Felson (1979) developed a routine activity theory (RAT) which states that for a crime be committed their must be three elements met which are likely offenders, suitable targets, and the absence of a capable guardian. They hypothesize that by dispersing activities from dwellings and families results in an increase in opportunity for crime to be committed. The undetectable ‘county lines’ is where illegal drugs can be transported from one location to another across counties, cities and even countries by vulnerable adults or children who are often exploited and forced by organised crime groups to commit crime. (NCA 2024). According to the NCA intelligence assessment of county lines drug supply, vulnerability, and harm (2018) vulnerable children who are subject to poverty, social services involvement and who have frequent missing episodes are more frequent victims of county lines. 

Previously, Organised crime groups could commit crime in each county where intelligence may be hold on them by that individual force where there are insufficient numbers of Police officers to deal with the high demand in that area, leaving criminals able to move freely across the UK, committing crime and being undetectable. Prior to the 2003, criminals were able to move freely between force areas and commit crime involving child exploitation, drugs and serious organised crime. In December 2003, following Ian Huntleys conviction for the murder of Jessica Chapman and Holly Wells, the Birchard enquiry (2004) into the child safeguarding, record keeping and more importantly information sharing between forces found key failings of Huntleys pattern of offending behaviour. 
This enquiry also highlighted the failings of sharing of information between social services and the Police and Humberside Police with other forces. As a result of this, the Police National Database (PND) was implemented to make information available on offenders across the 43 Police forces in England and Wales for the detection and prevention of crime (Blunket 2004). 


Elkins (2019) states that the PND is a national framework which enables forces to manage information, thus improving the management and sharing of intelligence to disrupt crime. Forces are capable of sharing and accessing intelligence from other forces whilst removing geographical barriers. Launched in 2011, The PND can be utilised to disrupt the more prevalent crime whilst policing the roads because for example, if information such as crime records and child abuse records had been shared between forces and other agencies as forces would be aware of Huntleys movements through putting markers on his car etc. This would have then resulted in preventing Ian Huntley committing the crimes that he did. To support this, Phytian, Kerby (2022) state that the PND links crimes and child abuse records allowing a greater intelligence picture regarding offenders, address’ and crime reporting to safeguard children and disrupt organised crime. However, they argued that PND is not being utilised to its full potential across forces on how it is used and the information that was being shared. Furthermore, they concluded the difficulties for criminals not to leave an electronic or physical footprint of their crimes as they travel across the country. 

Another information and intelligence platform to assist the disruption of criminal activity whilst policing the roads is ANPR which is technology to detect and disrupt criminal activity locally, regionally, and nationally including criminals, organised crime groups and terrorist groups (Police.UK 2024). According to ANPR international (2024), ANPR was first invented in 1976 in the UK where it was first trialled at the Dartford tunnel which crosses the M25. However, its first arrest due to ANPR did not arise until 1981 which was a stolen vehicle. 

ANPR is a vital investigative resource and can provide officers with lines of enquiry in the disruption of child sexual exploitation. An example of this, links in with missing children who are often, coerced to be sex workers to pay off any debt they may owe. The Missing people’s charity (2020) found that of over 3000 looked after children being exploited, where almost half of these were reported missing from their care setting. ANPR is utilised during officers initial attendance of a missing child report as the officer will ask the reporting person whether the missing child has access to any form of transport as missing children tend to be exploited by older persons who have access to vehicles. To assist with this, officers can communicate with the control room with details of the vehicle’s registration for its last hit on ANPR cameras which would give the last known time and direction of travel of that vehicle which aids officers with a line of enquiry for locating the missing person.

A recent example of ANPR being utilised to disrupt criminal activity was the Metropolitan Police making over 200 arrests tackling county lines, ‘Operation Pandilla’ was a three-day operation targeting vehicles on major road links to the capital city, resulting in arrests for attempted murder, drug and weapon offences where over 50 vehicles and 60 illegal items were seized (Sky News 2020). 
Another example of ANPR being utilised was ‘Project Medusa’, launched by Merseyside Police to disrupt county lines drug dealing and safeguard vulnerable people using ANPR. Since 2019, this operation has disrupted more than 1000 county lines, arrested more than 2000 people for drug supply, money laundering and safeguarded over 1,000 children of exploitation (Merseyside Police 2024).

In summary, information is gathered in various ways and is analysed using the NIM via the 3 x 5 x 3 method and can then be used as intelligence depending on its reliability. PCSOS are utilised in the collection of Information and intelligence through community engagement which can be shared to then assist in the proactive use, resulting in the disruption of the more prevalent crimes. This intelligence can be shared through daily briefings to inform officers of locations of regular drug dealing or high priority suspects, thus leading to positive outcomes. The 43 Police forces in the UK are connected via the road network and create opportunities for organised crime groups to easily move around the country whilst undetected. This is formerly known as ‘county lines’ where vulnerable adults or children are coerced by organised crime groups to supply drugs and commit other crime so that criminals avoid Police contact. Prior to The Birchard enquiry (2004), criminals could move freely across the UK and commit crimes in their local area but then move to another area and start fresh with forces being unaware of their previous offending. This enquiry highlighted the key failings of information sharing and as a result, implemented the PND which allowed forces and other agencies to share information and intelligence more easily. Furthermore, PND and ANPR can be used collaboratively in the disruption of the more prevalent crimes as seen in the Metropolitan Police through Operation Pandilla and in Merseyside Police with Project Medusa where using ANPR saw positive outcomes or multiple arrests and seizures of illegal activities. ANPR is a vital intelligence tool to assist with disrupting crime and without it criminals and organised crime groups would be able to move between force areas whilst being undetected.
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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 
 
 
1. Giving full details of GOWISELY during a Section 1 PACE 1984 stop and search..

2. Completing more traffic offence reports (TORs)
 
 
 
3. Knowledge surrounding new legislation for dangerous dogs.
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10

10









8




8
	Low 
1-4 


















4
	Med 
5-7












7 
	High 
8-10 

8
	1. Complete further stop searches under this power in order to gain more exposure and develop confidence in this. I hope to achieve this within 6 months.




2. Within the next 6 months, I aim to proactively use TORs as a disposal when dealing with minor traffic offences and become confident in doing so. I will utilise the POCLOROC method to guide me with this to ensure it is carried out effectively.


3. Learning current legislation on dangerous dogs as it is becoming more prevalent. This can be achieved through an attachment with the dog unit which is quite competitive, so I aim to complete this within 12-18 months.

	SKILLS 
 
 
1. Communication skills during interview

2. Leadership skills whilst attending a call.

3. Use a breathalyser more when it is required.










4. Be able to attend a range of incidents by completing the taser course.
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7
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	High 
8-10 

10



8


8
	Low 
1-4 
	Med 
5-7 





7


6
	High 
8-10 

8




















9
	1. To develop communication skills and be more confident with victims/suspects/witness’ during interview. This can be developed through attending a hub attachment. 

2. Taking the lead whilst attending incidents to develop confidence.

3. Be fully confident when using a breathalyser as you don’t get much exposure to this on response. I would like to use it several times within the next 12 months.

4. I have spoken with my supervisor to apply for my taser course which I would like to attend within the next 6 months. 

	EXPERIENCE 
 
 
 
1. Become efficient when completing case files.




 
 
 
 
 
 
 
 

2. Improve understanding of safeguarding of vulnerable adults and children when attending calls.


3. Improve understanding of roads policing.
 
 
 
	Low 
1-4 
	Med 
5-7 





























7



	High 
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8 

















8
	Low 
1-4 
	Med 
5-7 


7
	High 
8-10





















9 







8
	 


1. Being able to complete a case file of various offences without assistance. I would like this to be achievable in 12 month’s time as it is limited by working in a busy area. This can be developed when completing an attachment with the hub.

2. I will attend my PPU attachment to gain experience on safeguarding. This attachment is organised by an area training officer which I hope to attend within the next 12 months. 

3. This can be completed through an attachment with RPU which I aim to do within 12-18 months. Working on response, I have little exposure to dealing with road traffic incidents therefore it would be beneficial to complete an attachment.
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