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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:

This essay will reflect on the impact of organisation culture within policing on my wellbeing and resilience, following achieving independent patrol status. During my reflection, I will be using the Gibbs Reflection Model. (University of Hull, 2024).  I will also discuss the risks of conforming to organisational culture, and my strategies to maintain wellbeing within my role. 

Organisational culture is described as the way those within the organisation behave, think, address situations, and perform their overall duties within the organisation (Watkins, 2013). My research finds that policing culture should be promoted as being fair, using integrity and honesty, listening to others, and valuing their views whilst treating them with respect at all times. (College of Policing, 2021). During my initial training, I quickly came to realise that a large part of organisational culture within policing was the importance of supporting your colleagues. This culture then continued into my tutorship through to achieving independent patrol status. 

The first aspect of organisational culture within policing I am going to reflect on is supporting one another. With policing being an extremely stressful role at times, it was clear in the team that I joined that supporting one another was a huge part of their culture. For example, if one officer is dealing with a particularly challenging case and is unable to finish their shift on time, others will volunteer to support them whether this be taking a statement or booking items into the property system. This aspect of culture allowed me to increase in confidence as I was aware that I could always ask for support where I struggled therefore improving my overall resilience in challenging situations. Despite at times not wanting to approach a colleague for help as I worried that I would be disrupting them, I came to realise that I would not be left to struggle. I can therefore see that supporting each other in policing culture has an impact on how individuals work together and allows you to better understand your colleagues’ strengths. For example, my team are aware of who best to ask for support in different aspects of policing whether this be anything from a case file to an arrest. To conclude, I feel I could have been more confident in asking for support, and going forward, I will continue to support my colleagues where I can. 

The second impact of organisational culture within policing I am going to reflect on is using humour to overcome stressful situations. Within the first few months of gaining independent patrol, it became clear to me that using humour to maintain positivity and resilience was effective for my colleagues. I observed that following attending traumatic and challenging incidents, my colleagues would maintain a positive frame of mind in order for them to be able to overcome any negative stressful feelings they were experiencing, and to be able to continue thriving in an environment which can be impactful on general wellbeing due to the frequent exposure to traumatic incidents. My research shows that in addition to using humour to overcome stressful situations, police officers interviewed stated that humour is essential in building relationships with colleagues given how closely police officers are required to work together. In addition to this, humour is used among police to cope with the overall demand of the role, including shift working (Dangermond et al. 2022). 

On conforming to this area of organisational culture within policing and adapting this approach, I felt I was able to continue to remain positive and be resilient in challenging situations. It also allowed me to be able to accept that what I had seen or dealt with had been challenging or upsetting, however my team would recognize this amongst each other and support each other through team comradery. Looking back at how I adapted this coping strategy, I can see I have been able to develop friendships and maintain positive in my role. Using humour and comradery however would sometimes replace debriefing following stressful situations. Through research, I have found that debriefing is imperative in reducing negative emotions through discussion and reflection and can also reduce the potential of employees feeling overwhelmed by stress and resorting to sick leave. (Evans, 2023). I now understand the importance of striking a healthy balance between using humour to overcome stressful experiences and using a debrief to reflect and discuss honestly. Going forward, I will continue to utilize this approach, and will be mindful of the importance of replacing humour with honest discussion around emotions and feelings when needed. 

Despite organizational culture playing an important role in maintaining my wellbeing and recognize the dangers of conforming to organizational culture which I will now discuss. Conforming to organisational culture can pose risk of an individual losing sight of their own values, and beliefs, leading to a lack in self-identity and individuality. Conformity can also reduce acceptance of positive change within the workplace, as people can become complacent and against change. (White, 2020). 
In addition, whilst organisational culture can promote feelings of acceptance and individuality of the organisation, conforming to culture does pose risk of the organisation failing to develop and carry out positive change, as its employees are overly complacent. This can then lead to difficulties in retaining staff. (Rashid, 2004). 

Despite my experience of using organisational culture having a positive impact on my overall wellbeing and resilience, my research shows that organisational culture can be a cause of stress in police officers. This includes the way police officers behave towards one another given how closely they work together, and the potential stigma within policing around expressing your emotions and struggles with mental health (Purba, 2019). I therefore understand the importance of not over conforming to policing culture, as with any organisation there are both positives and negative aspects of organisational culture. I recognise that I have a responsibility to maintain to own wellbeing and resilience and have developed my own coping strategies to maintain this. My research has found that police officers are more likely to experience stress due to factors such as working hours, culture, and overall workload levels (Demou et al. 2019). To maintain my wellbeing around shift working I have ensured that I maintain a healthy sleep pattern. As I found it particularly difficult to sleep during the day following a night shift, I adjusted my sleeping space which included purchasing blacked out curtains and a sleeping eye mask to minimise light. I also found it difficult to sleep during the day as I would frequently be disturbed by any noise. To minimize noise disruption, I purchased ear buds to block out sounds. The steps I have taken have greatly improved my level of sleep, particularly during the day which has allowed me to feel refreshed and energized. Despite benefiting my sleep, purchasing ear buds did mean that frequently I would not hear my alarm clock sounding. To ensure I did not sleep through any alarms, I adapted my use of the ear buds to only using one. Going forward I will also ensure my alarm clock is on loud. 

In addition to maintaining a healthy sleeping pattern, I have ensured I maintain a good level of physical exercise to support my wellbeing. My research has taught me that those who exercise regularly are likely to experience lower levels of anxiety than those who do not exercise and maintain an active lifestyle (Schuch, 2021).
During the initial stage of my policing career, my physical exercise levels were lower than they should have been, and I was not involved in any sport. Since increasing my fitness levels through running and swimming regularly, I am far more motivated and energised. In addition to this, I am able to overcome stress more effectively due to feeling positive after exercising. Despite it being difficult to incorporate regular exercise alongside shift working at times, I have found it to help my wellbeing. At times, I have also lacked in motivation due to tiredness to exercise, but always feel a sense of achievement after exercising. Looking back, I feel I should have begun a healthy exercise routine far sooner and will maintain this routine going forward. 
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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 policing incident was one of a report made by a female that her husband had strangled her. This call was allocated to myself and my colleague as an emergency on Christmas Eve late at night. On arrival, I spoke with the victim, whilst my colleague spoke with the subject in a separate room. During our conversation, the aggrieved disclosed that she and her husband had a verbal altercation, to which he then proceeded to strangle her and throw her to the floor. The victim sustained redness to her neck as a result, which I could see clearly. 

On obtaining the victims’ initial account, I immediately identified two offences of non-fatal strangulation and common assault. The offence of non-fatal strangulation under Serious Crime Act 2015, s 75A, the is whereby pressure of any force is applied to the neck which could have restricted someone’s airway but does not result in fatality. The offence of Common Assault under Section 39 of the Criminal Justice Act 1988 constitutes inflicting violence on another person or causing them to think they are about to have violence inflicted on them. The offence of non-fatal strangulation can lead to severe injury, despite many victims not showing minor or not injury at all following being strangled. (De Boos, 2019). This offence also poses risk of neurological damage later, including brain injuries and seizures. In addition to physical risks, non-fatal strangulation is an extremely traumatic event, which carries psychological risks and effects, including developing post traumatic stress disorder, depression, and suicidal ideations. Due to the traumatic nature of this offence, victims can potentially develop changes in their behaviour such as increased anger, low resilience, and reluctancy to seek help. (Bichard et al. 2022). The offence of common assault carries risks of injury, irrelevant of how minor or severe. Due to its traumatic nature, victims can develop anxiety out of fear it will take place again. (Straus, 2005)

Due to the severity of the offences disclosed, I felt it imperative to assess the situation, manage risk, and safeguard the victim who was clearly vulnerable to domestic abuse. In addition to this, her one-year-old daughter was present at the time of the assault. Despite her being asleep as we attended, I felt it crucial to safeguard both mother and child both in the immediate instance and going forward. In order to fully gather all information around the incident, I spent time reassuring the victim. I ensured my body language was open and used gestures such as nodding to show her I was fully listening to her, to build rapport and enable her to feel comfortable to make any disclosures to myself. I sat down at the same level as the victim, which I could see put her at ease considerably. 

When speaking with the victim, I ensured I used open ended questions and avoided closed questions. For example, I used phrases such as “Tell me what has happened”, as opposed to “Did this happen”. Using open questions reduces any bias, allows the individual to think freely, and ensures as much information is gathered as possible, meaning facts are established whereas asking closed questions can be suggestive and can lead to misleading and inaccurate information. (Schuman and Presser, 1979). Due to the victim being heavily intoxicated, I was unable to take a statement at the time, however explained the process going forward to ensure she understood everything fully. Despite my reassurance, the victim was not supportive of police action. The fact that she was intoxicated whilst caring for a one-year-old was also a concern for me, as I did not feel comfortable leaving her with the child. I explained the process of a public protection notification and a domestic abuse, stalking, and honour-based violence risk assessment to the victim. Despite my reassurance, she was not willing to complete the DASH with me. My research shows both officers and victims can find the process of completing a DASH particularly lengthy, and difficult due to the sensitive nature of some of the questions. (Ford et al., 2017). I therefore explained I would need to submit a PPN, however I was not provided with consent to share by the victim. I found this challenging as I was keen to ensure both mother and child were safeguarded robustly, however unfortunately the victim was reluctant to engage with services. 

The victim described the subject to me and outlined his aggressive tendencies. She explained he would likely become very violent towards officers on arrest and asked that he was not arrested. This increased my concerns as there was potential for myself and my colleague to be harmed. In addition to this, I was mindful that they were in the kitchen whereby items could be used as weapons. I therefore promptly suggested to my colleague that he wait with the victim in another room, which he did. In addition to the risk posed to myself and my colleague, I was aware of the potential of the victim, subject, or child being harmed should he become agitated. There was also the potential of re-traumatising both parties. 

On attending this call, it became evident that this was a complex situation with circumstances that were not predicted. For example, the initial call was that a female had been strangled by her husband. However, on ascertaining further information it became evident that two offences had taken place. In addition to needing to safeguard the victim, I had a duty to safeguard a young child however removing the perpetrator from the address would not be sufficient as the victim was intoxicated and alone at the address with the child. Despite contacting police, the victim was unsupportive of police action and pleaded with myself not to arrest the subject as it was Christmas Eve and the child would wake on Christmas morning without her father. The situation was made further complex by the subject’s history of violent behaviour. In such cases where a detainee poses risk to themselves of officers, it is appropriate to transport them in the rear of a police van. Unfortunately, due to general demand, there was no van available to myself and my colleague who had arrived in a car. 

Despite this being a complex situation, I made the decision to arrest the subject on suspicion of common assault and non-fatal strangulation. On considering this decision, I was mindful of the risk of him becoming violent. To minimize risk, I intended to keep him as calm as possible. I could see that my colleague had built a rapport with the subject by remaining calm, therefore when I entered the room, I maintained the same approach. I spoke extremely calmly and treated him with dignity and respect. I ensured my body language was open and used active listening skills when he was talking to me. I explained the process of him being arrested and reassured him that I would ensure the child was not left with her mother for the evening as this was something he was concerned about due to her level of intoxication. To further build rapport with him, I ensured his daughter did not see him being placed in handcuffs for the purpose of transport as requested. 

My rationale behind this decision was as I had identified two offences, been given a full first account by the victim, and could see clear marks on her neck where she had been assaulted which were all captured on my body worn video. I felt I had sufficient evidence to proceed with an arrest and had to take positive action as per Gwent Police Domestic Abuse policy. Despite some offences being dealt with by process of a voluntary interview, I did not feel this appropriate as it was.
imperative to me that he was removed from the address to safeguard the victim and young child. I made the decision to transport him in a police vehicle as opposed to waiting for a van as he appeared calm and had been extremely compliant towards myself and my colleague. In addition to this, he was placed in handcuffs for the purpose of transport with me in the rear of the vehicle with him to minimise risk. 

I made the decision not to leave the intoxicated female at the address with a young child as I did not feel she had full capacity to look after her due to the level of alcohol she had consumed. I was aware I was able to use my Police Powers of Protection, and take the child in to police care, but wanted to ensure she was safeguarded in the least traumatic way for both mother and child. I therefore made the decision to speak with the victim and explain my decision and support her to contact family members who were able to stay at the address with her. We contacted her mother who attended promptly and agreed she would stay the night. Prior to her attending, I carried out police national computer checks on the mother to ensure she posed no risk to the child or female. I then waited with the female until her mother arrived. Despite the female refusing to complete a DASH with myself, I made the decision to complete a public protection notification due to my concerns. My concerns included the assault she had been victim to in the presence of a young child, and the fact that she was caring for a child whilst she had consumed a considerable amount of alcohol. 

The outcome of my decision was that both mother and child were fully safeguarded, and the male was taken to police custody where he was able to be interviewed and given bail conditions not to return to the address which further safeguarded the victim. In addition, remaining with the victim to source an appropriate adult to stay with her meant police powers of protection were not used which could have further traumatised both mother and child. The decision made to remain calm and build a rapport with the subject meant that he was able to be transported inside a car as opposed to a van and remained calm and respectful throughout this time. If a similar situation arose again, I would have considered taking a van as opposed to a car given the warning markers of the subject.

The learning points I have taken from this incident are to ensure I am prepared when attending calls, including an appropriate vehicle. Given the males warning markers I feel I should have attended in a van as opposed to a patrol car. Going forward, I will also be mindful of the environment both myself and my colleagues are in when attending calls. Given the males warning markers and the violent offence, looking back it was not appropriate for my colleague to be in a kitchen where weapons could potentially be used. 


Word Count: 1817

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:



This essay will evaluate theories of team dynamics as a means of developing team cohesion and will explore reasons why teams can not function. I will consider how conflict occurs within a team and how team dynamics within the police can result in failing to comply with professional standards. 

My research has found that many teams are unable to function effectively due to the leader of the team not being aware of who is on the team, including not understanding their background, values, and behaviours. This leads to team members not feeling understood and therefore not valued. In addition to this, team members becoming complacent can lead to poor team functioning. For example, team members that have worked together for a long period of time may become overly familiar with one another, leading to complacency. My research found that bringing new faces to a team can increase productivity and motivation. (Coutu and Beschloss, 2009). My research also finds that strategies that can be utilized to enhance team performance include ensuring each member of the team is understanding of the teams’ overall goal and target, and are working towards the same thing collaboratively whilst maintaining a holistic approach. The leader of any team should ensure that objectives are achievable and clear, with each member understanding their roles and responsibilities, along with the responsibilities of their team members (Ozigbo et.al, 2020). 


The first theory of team dynamics I will evaluate as a means of developing team cohesion is the DISC Model. This model developed by William Moulton Marston is used to help identify individual styles of behaviour, communication, decision making, how to motivate and successfully manage an individual. Marston believed that by understanding individual behaviours, a team can work more successfully and avoid conflict. (Mind Tools, 2024). The model aims to identify a person’s personality through four categories being dominance, influence, steadiness, conscientiousness. By identifying an individual’s personality type through the model, it is believed that it can be used to reduce conflict among team members as it is able to identify how members communicate, interact, and learn. It can therefore be used in identifying potential clashes in personalities beforehand. In addition to being a useful tool in team building, the DISC model is effective in motivating teams, which effectively leads to better team working. (Beedu, 2021). 

The DISC model could relate to and be effective in developing team cohesion within policing as each team is diverse, with many different personality types. Due to the nature of the role, officers are required to work closely with members of their team. This model could therefore be effective in developing cohesion within a policing team. For example, when allocating crewing for a shift, a sergeant who understands each team member and their personality type may be able to better match officers together to ensure successful working and avoid conflict. With research showing that conflict within teams can be a result of poor communication, difference in opinions and beliefs, and clashes in personality, the DISC model could be effective in team cohesion due to its aim to understand an individual through their personality, allowing team members and leaders to value one another and work effectively. 


The DISC model also aims for both leaders and team members to understand and value each team member, therefore being able to identify their strengths and perform to a higher standard alongside their team members who bring different strengths and capabilities to create a successful balance within the team. It is believed that by being aware of the four personality types, a team that feels valued and understood can be created which improves overall cohesion. (Team Dynamics, 2024). As a police officer, you inevitably work alongside many individuals of various seniority and rank, ranging from community support officers to superintendents. This aspect of the DISC model is relevant to policing in terms of respect and valuing each team member regardless of their ranking or role. 

The second theory of team dynamics I will evaluate is the GRPI Model. The model introduced by Richard Beckhard in 1972 focuses goals, roles, procedures, and interpersonal relationships to form a successful team and reduce issues or conflict (Fry, 2021). The GRPI model outlines that in order for a team to function effectively, each members needs to have a clear understanding of the teams’ goals, meaning they are all in agreement and working towards the same result. In addition to a clear understanding on goals, each members role must be recognized including those in authority. To reach a goal, each member must understand the procedure to achieving it, and must maintain good interpersonal relationships through showing integrity and maintaining commitments (Raue et al. 2021). 

Within a team, interpersonal conflict can often arise where there is lack of understanding around goals and communication in general. Members of a team may communicate poorly leading to misunderstanding of a goal (Park et al. 2020).
The GRPI model could be effective in outlining goals and expectations from the start, ensuring each team member is aware of their responsibilities and the correct procedures to follow. The model could be beneficial in creating a strong team dynamic in terms of leadership and following instruction as it aims to set out each members role, avoiding any clashes and friction. This model could be effective in policing to ensure a strong team dynamic as often within policing there are large teams with members of different ranks and authority. The GPRI model could be effective in outlining goals among teams as within policing goals and priorities change on a regular basis. 

In addition to interpersonal conflict arising because of a lack of shared goals and poor communication, clashes in personalities can impact how a team functions, as many teams do not work successfully as they fail to understand one another (Robbins and Finley, 2000). With employers valuing diversity, it is evident that individuals from different backgrounds and cultures will form a part of a team. This can potentially lead to disagreements in beliefs and opinions, leading to interpersonal conflict. Poor communication can also be a factor in conflict within a team. For example, team members who don’t understand one another’s communication methods, or are reluctant to communicate can lead to misunderstandings that could be avoided prior to conflict occurring. Poor communication can also lead to poor understanding of the teams’ overall goals and aims which can lead to conflict. (MMC Learning, 2024). 

The final theory of team dynamics I will evaluate is the Lencioni Model – Understanding Team Dysfunction. This model focuses on identifying and reducing dysfunctions within a team, with the five dysfunctions being trust, fear of conflict, lack of commitment, avoidance of accountability, and inattention to result. An assessment given to members of the team will then score the five dysfunctions (Lencioni, 2005).

Whilst the DISC and GRPI models are more focused on avoidance of conflict within teams, the Lencioni Model highlights that team members should not be fearful of conflict and that a healthy level of conflict or disagreement between members can strengthen a team overall and avoid a problem not being resolved and repeating itself. The Lencioni model also looks at trust within in a team, and that different relationships will hold different levels of trust, however without trust the functioning of a team will be affected as members of the team will not be working towards a shared goal. The model also highlights that members of a team who lack trust in one another will also lack confidence in one another which ultimately affects performance. (Brown et al., 2014). In addition to Trust and Conflict, the model focuses on commitment is essential to motivate a team and improve problem solving skills. The model also takes into consideration accountability, including holding each other accountable for actions and behaviour, and group goals to ensure collaborative working and achieving targets (Lee, 2022).  

The five factors highlighted within the Lencioni Model link in with effective team working within policing in many ways. For example, within policing there are large teams meaning as an officer you are required to work closely alongside many different personalities. Based on this, officers inevitably will disagree with one another on more than one occasion, and as such need to be able to address conflict in a healthy manner to resolve a disagreement and maintain professional. In addition to conflict avoidance, trust ties in with strong teamwork in policing as officers find themselves in challenging and dangerous situations on a daily basis, and require trust to ensure they feel confident and safe with their team members during all incidents. Within policing, accountability is also essential as is highlighted within the Code of Ethics. As policing is consent based, the public must approve of police behaviour and decisions, meaning each officer must be accountable for their actions (Richards, 2022).  

Whilst openness and trust are a large part of policing team dynamics and culture, there is risk that some team dynamic factors can result in breaches of professional standards. Research shows that due to how closely officers work together and rely on rapport as a dynamic, many fail to report acts of misconduct. This has been referred to as the “inside culture” and breaches aspects of the Code of Ethics including “Honesty and Integrity” (Westmarland, 2020). 

To conclude, the GRPI, DISC, and Lencioni models of team dynamics are strongly focused on communication, understanding and respect of one another, clear leadership, and joined understanding of goals. Each of these models ties in with team cohesion within policing as they focus on many of the codes of ethics, for example honestly and integrity, and trust. I feel the Lencioni model is applicable to policing due to the nature of being in a large team, working with different people on a regular basis and being able to have healthy confrontation as officers will frequently disagree on a decision given the complexity and unpredictability of the role. In addition to this, as everyone has different styles of working and approaching situations, it is inevitable conflict will arise therefore ensuring conflict is healthy as opposed to avoiding it altogether prevents a repeating issue. 

Word count: 1689



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)






This essay will explain how information and intelligence can be used in the disruption of prevalent crime, including the types of intelligence and how it is used to prevent criminal activity. I will also explain how ANPR can be used as an investigative resource, and how information and intelligence links in with effective policing of the roads. 
 
Gathering and using information and intelligence is imperative to various aspects of policing, including detecting and preventing criminal activity, deployment of resources, identifying offenders, and safeguarding the vulnerable. Intelligence can be sourced in different ways such as ANPR, information from members of the community, information from other forces and officers, and CCTV footage (North Yorkshire Police, 2022). Roads policing has changed over time, seeing a change in the role of roads policing officers expanding to targeting serious organised crime and disrupting criminality through the use of intelligence, as opposed to focusing on traffic legislation and collisions (HMICFRS, 2020). For example, roads police are not focused solely on driving offence and collisions and are engaged in specialist operations to prevent criminal activity. Alongside other partner agencies such as the National Crime Agency, roads policing use intelligence to detect and prevent criminality on the roads such as county lines, burglary, and human trafficking (Department for transport, 2020).

Automatic number plate registration is now used as an investigative and preventative measure used to detect criminality on the roads. The ANPR system can automatically read a vehicle registration number and compare it against data base records, to identify any vehicles of interest and detect crime. (College of Policing, 2023). ANPR can be used in two ways in detecting crime, either by searching through the database to identify vehicles, or to live target vehicles of interest known by police to produce an alert to the force control room from the ANPR camera (Sidhu and Sherman, 2017). 

The use of ANPR is effective in tracing those involved in prevalent criminal activity such as drug smuggling, human trafficking, and child sexual exploitation as these are all crimes which require use of the road. In addition to tracing and identifying vehicles, ANPR is therefore effective in protecting vulnerable people, reducing the amount od drugs and criminal property within the community, and ensuring policing resources are deployed in the correct areas to prevent crime overall (Willey, 2018). 
ANPR is an effective intelligence tool in preventing and deterring criminal activity as it connects crime and geography, making offenders easier to target and locate offenders leading to successful arrest and investigation rates. ANPR also assists the process of Geographical Offender Profiling, whereby areas of high criminality known as “hot spots” can be prioritized in terms of policing presence which enhances public trust and reassurance in police (Willmott et.al. 2021). In addition to the fact that more serious crimes are carried out through use of the road, there has been a substantial increase in vehicle users since the 1990’s, meaning ANPR is essential in managing vehicles and their users to investigate and prevent crime (Ahmad et.al. 2023). 

Sources of intelligence used in roads policing vary from interactions of police with members of the community to covert intelligence sources. The use of information and intelligence from a covert human intelligence source is whereby an individual usually involved in criminal activity themselves or with links to offenders committing crime provides the police with information on previous, current, or future criminal activity taking place. The source will then be managed by a handler who will work closely with them to gather intelligence to be able to investigate and prevent crime (Billingsley, 2009). Information and intelligence are then able to be shared with roads policing officers to disrupt criminal activity such as drug smuggling and human trafficking. For example, the intelligence source may share information with police around an area whereby a drug deal is to take place. Roads police are then able to use information such as vehicle details including registration numbers and driver details to target the area where the drug deal is to take place, therefore disrupting the crime itself and deterring perpetrators from committing similar further offences. The source may also be able to provide useful information in terms of routes, roads, and highways that offenders are using to commit prevalent crimes, enabling them again to provide a presence in those areas and disrupt criminal activity from taking place. Information and intelligence around vehicles being used to commit crime or that perpetrators are using or have access to can also be used to disrupt criminal activity through effective roads policing as officers are able to pass observations of these vehicles being used amongst their team and wider response teams in order for vehicle stop checks and searches to be carried out, which is particularly useful in disrupting the offence of drug related offences as drugs are able to be seized. 

Roads policing teams are also able to use intelligence sources such as the Police National Computer and the Police National Database to disrupt prevalent criminal activity (College of Policing, 2013). Developed in 1974, the Police National Computer focuses on four areas of information: names, vehicles, drivers, and property. The management and access to this information supports police to reduce crime, whilst reassuring members of the public. In terms of disrupting criminal activity through effective roads policing, officers can access information of 51 million drivers, and 57.5 million vehicles across England, Wales and Scotland (House of Lords, 2009). For example, a roads policing officer may stop a vehicle due to a faulty light and discover that he is driving with no insurance, and the vehicle has a flag for being linked to the supply of drugs on checking the Police National Computer. Due to the availability of the information and intelligence from PNC, the officer can utilize their power to search the vehicle and seize drugs, resulting in the driver being arrested promptly and taken to custody. Use of PNC to check information and intelligence as a means of disrupting crime is prompt and effective due to its immediate availability to officers. As opposed to investigating crime, officers can use intelligence from preventing it taking place and arrest and interview subjects in a timely manner. 


As a result of the murders of Holly Wells and Jessica Chapman in 2002, the Bichard enquiry was launched between 2003 and 2006. As a result, recommendations were made for improvement in the management and sharing of information and intelligence in policing. Similar to the National Police Computer, the National Police Database was introduced with aims including safeguarding the vulnerable and disrupting prevalent crime. The Police National Database holds information accessible to 43 police forces across Wales and England and other law enforcement including British Transport Police and the National Crime Agency. These records include details of 16 million people, including intelligence records, recorded crimes, telephone numbers, and custody records. In addition to this, there are two million organisation records including organised crime gangs (Phythian and Kirby, 2023). 

Within roads policing, the Police National Database is an effective information and intelligence tool to detect and prevent prevalent crimes. Due to the extensive information it holds, police are able to identify crime patterns and repeat offenders in order to prevent criminal activity. For example, during a vehicle check details of the driver including previous convictions and links to any organised crime groups can be sourced as opposed to running a check on a vehicle registration number alone on the Police National Computer. An example of how the Police National Database information and intelligence can be used to disrupt crime includes police trying to identify how and where a new county line is operating, matching a telephone number on the database to a telephone number linked to a known drug dealer and a vehicle and using investigative technology such as ANPR to flag the vehicle and identifying routes being used to transport drugs. Road’s policing is then able to target the area in order to bring the vehicle to a stop, leading to arrests and seizure of drugs preventing them being distributed. Carrying out these arrests not only prevents crime but deters others involved in the activity from committing offences. Although crimes such as drug dealing may resort to other areas once deterred from a certain area due to police presence and arrests carried out, effective roads policing and utilization of intelligence means the individuals can be linked, new intelligence can be submitted, and their movements can be traced to different areas, including potential new “hot spots”. 


To conclude, effective roads policing relies heavily on information and intelligence to disrupt prevalent crime. As crimes such as drug smuggling, human trafficking, and child exploitation rely on use of the road to be carried out, roads policing must use information and intelligence to anticipate where vehicles and drivers are likely to engage in criminal activity. Information and intelligence also allow roads policing to promptly bring vehicles to a stop and carry out any required searches and seizures relating to crime by checking intelligence systems. In addition to disrupting crime, roads policing can act as a deterrent by providing a presence in areas known for prevalent crime. In terms of resourcing, intelligence ensures officers are in the areas where crime is likely to be committed. Road’s policing are also able to share intelligence with wider response teams and forces in order to prevent crime. As roads policing are intelligence led, they can gather information on arrests, crime in particular areas, criminal records, traffic stops, and gang involvement to successfully prevent crime. Individuals can be tracked through roads policing and use of ANPR and CCTV, and repeat offenders identified. Once identified through intelligence, roads policing can observe them moving from area to area. When anticipating crime in a particular area, more officers can be assigned to that area, leading to higher arrest rates (Le Cates, 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 


	Med 
5-7

7
	High 
8-10 


	Low 
1-4 

4
	Med 
5-7 
	High 
8-10 
	 
I feel that I need to improve my knowledge of the powers and policies that are available to me. In general, I am confident in responding to calls, however I do lack confidence in my decision making. For example, what my powers are relating to different offences. 

I feel that I may over think things as opposed to breaking down what is in front of me. 

Going forward I am going to aim to attend more calls that put me out of my comfort zone in terms of identifying the correct offence and my powers in relation to the offence. For example, I am hesitant when attending traffic incidents as I lack in confidence in identifying the offence. 

I also aim to request more vehicle PNC checks in terms of traffic offences and will aim to complete more TOR’s independently. 



	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7

7
	High 
8-10 
	Low 
1-4 

3
	Med 
5-7 
	High 
8-10 
	 
An area that I feel I am lacking in skill is completing case files and niche work. I have found it difficult to navigate the niche system, and struggle to find where certain documents are. Once I have found documents, I am able to complete them successfully however feel I need to improve my IT skills. 

I also need to familiarise myself with the case file process, including which file is needed, how to build a file, view and complete action plans and view any updates. I have received a lot of support in this area but feel I need to be able to complete them more independently.

Looking back I feel I should have began completing them independently as opposed to relying on others to sit with me and complete the files.

Going forward, I am going to put myself forward for any case file courses that become available. I am also going to re-read through my initial training notes and presentations on case files to familiarize myself with the process. When required to complete the next case file I will attempt to complete it alone and ask for it to be checked before submitting as opposed to relying on team members to talk me through. I feel I could use more of my own initiative to complete case files. I 



	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7

7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 

5
	High 
8-10 
	 
Being based in Newport Central I have been exposed to a variety of situations and incidents. I do however feel that I require more experience stop searches as I have not been able to complete any since my initial matrix. 

I am going to aim to set time aside to carry out patrols in areas where drug dealing is prevalent in order to obtain stop searches. When on city safe I am also going to prioritise stop searches. In order to improve my confidence around this I will re-read over my training notes around stop searching and ensure I am confident in GO WISELY. In terms of knowing my powers as mentioned above, I need to improve my confidence in my grounds to stop search which I will do by speaking with colleagues and reading over my training notes. 
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