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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, I have experienced first-hand what organisation culture looks like in the policing community and the impact it has had on my own wellbeing and resilience. In this essay, I will reflect on the strategies I have deployed in the interest of maintaining my own wellbeing and resilience whilst retaining my own personal values and referencing research throughout. I will reflect using the Gibbs Model Of Reflection. This model consists of six stages of reflection, each aiming to enhance my understanding of the situations I have been in and help me to improve my performance in the future, the stages begin with a description of what happened, my feelings throughout, my evaluation of what happened, analysis, a conclusion and an action plan detailing what I would do differently next time (Oviawe, 2020).

‌During my tutorship, I found it difficult to cope with the stress of the new role alongside personal circumstances that were affecting my private life. From my research, stress can be defined as a state of worry or mental tension triggered by a challenging situation (World Health Organization, 2023), This is a natural human response to everyday struggles and can have a significant effect on one’s general wellbeing. With it being so early in my career, I saw the new challenges as an opportunity to demonstrate my resilience by maintaining a positive attitude to learning throughout my tutorship. The American Psychological Association (2014) defines resilience as “the process of adapting well in the face of adversity, trauma, tragedy, threats or stress”. While I concur with this definition, I feel that true resilience takes some time to develop, after enduring set-backs, adversity or general struggles, people can become hardened with the ability to power through and show cheerfulness in the face of adversity, a phrase which is commonly used among the Royal Marines to promote endurance and motivation during recruit training.

It was imperative for me to find ways to tackle these challenges and stresses and to not lose my resolve, therefore I developed various strategies to improve my mental wellbeing. The first of these was by exercising, which is an effective method of reinforcing resilience. Regular exercise has been scientifically proven to have positive physical effects on the body, such as reducing blood pressure, improved cardiovascular endurance and fitness, weight loss, and prevention of chronic diseases. Just as essentially, exercise can also significantly improve mental health and wellbeing, aiding people to cope with depression, anxiety and stress (Mikkelsen, 2017). I have personally found this to be accurate, as reaching a new goal invites a sense of satisfaction and accomplishment. This helps to alleviate feelings of anxiety and depression, with the physical benefits improving self-esteem issues in relation to my body-image. In addition to this, I engaged regularly in sporting activities such as Rugby and Squash, which help to promote better health outcomes and improve quality of life (Penedo & Dahn, 2005). The competitive element in sport provides a meaningful motivation to perform, which in turn, builds confidence and faith in oneself. 

Lastly, I endeavoured to socialise with friends and family more often, which was essential at the time as I had just experienced the loss of a close family member. It was difficult to process my grief at this point and I struggled to focus in the workplace. My performance during my probation suffered as a result of this. It was important for me at this point to seek the advice of colleagues who provided assistance for me during this period and advised me to focus on one task at a time, helping me to prioritise aspects of my workload. This familial culture in the workplace was a massive help to me in coping with the demands of the job and gave me purpose during this difficult time.

My research on organization culture finds that all organizations have their own unique character which is developed by a community of people working together to achieve a goal, this process shapes the behaviour of the members of that community (Bemidele, 2022), I have found this to be particularly accurate among the policing community as each team creates its own operational culture and way of doing things. Specifically, there was a strong sense of camaraderie through humour and operational support in my team that made me feel less nervous and more at ease when I first arrived on shift. This bonding often comes through dealing with intense or stressful situations alongside one another.

On the other hand, some colleagues I worked with had barriers to break down before they started engaging with me on a sociable level. For example, I felt as though I was treated as an outsider by certain members of the team until I proved that I could perform in high-pressure situations alongside them. While this is to be expected when getting to know a new workplace environment, it made me feel intimidated and like I had more to prove, which put me under more pressure. 

Prior to joining the police, it is common for recruits to state “I want to help people” or “I want to make a difference in the community” as reasons for wanting to become a constable (J.Chan, 2001). However, exposure to the negative effects of organisation culture within the police can often cause officers to become desensitised, cynical, and authoritarian. It is believed that this has led to negative demeanour from officers, causing mistrust and bad feeling from the public towards police. I have endeavoured to maintain my own personal values throughout my probation in order to deliver a consistent positive attitude in the service we provide to members of the public.

I have identified the risks of conforming to outdated notions in the workplace, such as “canteen culture”, which involves colleagues developing a shared set of values and prejudices in relation to the work they do (van hulst, 2013). Older officers who still hold outdated ideals may put new recruits at risk of adopting their ideals, creating a cycle that prevents police from evolving with the times. This cycle of prejudice is developed by constantly dealing with criminals and members of the society who are perhaps “anti-police”. In 2014, the College of Policing introduced the police Code Of Ethics, which was designed to keep modern policing in line with ideals that have been held within the police since policing began, by conforming with the Peelian Principles, which provide guidelines for policing by consent in the UK. In summary, these principles seek to define an “ethical police force”, providing general instructions for new recruits that outline the importance of engaging with the public and policing by consent, whilst “preventing crime and disorder” (Loader, 2014).

In conclusion, organisation culture has had an impact on my wellbeing and resilience. While the culture of any organisation generally shapes the attitudes of new staff, the inclusive organisation culture within my policing team has provided constant support, resources for coping with stress and a sense of belonging. Fortunately, this has given me a more positive outlook on our roles within the community. I have identified that a toxic and unsupportive culture would have led to me feeling isolated in the workplace, which possibly would have reduced my resilience and pushed me to look for employment opportunities elsewhere. Despite experiencing some of the negative aspects of organisation culture, I have always made a conscious effort to form my own opinions and not compromise my own personal values, enabling me to remain impartial when dealing with members of the public.

Looking back, I should have taken more time to focus on my own wellbeing during my tutorship. This would have enabled me to manage my time more effectively and build confidence in myself. Despite this, I learned the importance of asking for assistance from colleagues and superiors.
(Word Count – 1301)
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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:


As a police constable, you are required to make decisions. When conducting dynamic risk assessments at an incident, an officer must consider every element that could influence the risk level, particularly legal, moral and procedural demands combined with public expectations and what resources are on hand (Roycroft & Roach, 2019). It can be extremely challenging to make snap decisions in high-stress situations, especially where there are vulnerable individuals involved. To appropriately protect the persons involved as well as my colleagues and I, I must carry out dynamic risk assessments and make quick decisions on a daily basis. In this essay, I will reflect on one such incident using Gibbs Reflective Model (University of Edinburgh, 2020). 

There are many factors that contribute to vulnerability (Keay and Kirby 2017), such as mental illness, disability or age. My experiences during my probation have broadened my understanding of vulnerability, showing me that vulnerability can also stem from personal circumstances or surroundings, leaving them unable to protect themselves from abuse or neglect. It is essential for officers to be capable of identifying vulnerability and implementing safeguarding measures to provide support and protection. 

After completing my tutorship, I attended a domestic-related incident where a female caller requested immediate assistance from police, stating her 17-year-old son was being violent in the house. She added that he was autistic and was currently struggling with his mental health. Due to the domestic and violent nature of this incident, an immediate police response was required. While we were on our way to the address, I utilised my force-issued mobile phone look up any relevant information or intelligence about the residents of the address while my colleague was driving. I also asked the control room to check if the address or occupants had any warning markers officers should be aware of. The only information given was that the subject male was known to Child and Adolescent Mental Health Services (CAMHS). My colleague and I did not know what to anticipate as there were no warning indicators at the address or on any of the family members.

When attending an incident, it is essential for officers to be prepared for potentially violent scenarios. As in this instance we had been informed that there was a violent male at the address, my colleague and I made sure we were equipped with all our protective equipment, as well as first aid appointments. As I was anticipating arriving at a violent scenario, I felt concern for the safety of myself and my colleague, this prompted a surge of adrenaline which raised my heart rate and increased breathing. I made a conscious effort to channel this into focus, as heightened stress levels and prolonged exposure to stress can impair mental function and communication skills (Yerkes, 1908). While attending domestic situations, I also feel added responsibility to protect any people involved, as well as an internal fear of failing victims, which creates further stress and pressure.

Upon arrival at the address, I mentally constructed a dynamic risk assessment of the situation. I noted a young adult male and an older male restraining a teenage male on the sofa. I identified the teenage male as the subject, and I will refer to him in this essay as “A”. Both males released their restraint on A, who stayed laying on the sofa and appeared to be calm. I decided that I should remain with A as I am physically larger in stature than my colleague, and A was a similar size. The father, mother and older son explained the situation outside the room, with the door ajar, so that my colleague was out of sight but within earshot of myself in case the male became aggressive again. While they spoke to my colleague, I maintained a safe distance from the subject.

The family informed my colleague and I that their younger son A was 17 years old, he was diagnosed with autism and had been struggling with his mental health lately. That evening, he had been triggered by technical issues on his computer and his frustration escalated, resulting in A attacking his mother, prompting his elder brother and father to intervene. A then proceeded to kick, punch, bite and spit at them, while threatening to "kill everyone". The family explained that his behaviour had been getting worse lately and he was arrested previously to prevent a breach of the peace following a previous violent incident. The family made it clear that they were not willing to support a prosecution against him due to his mental challenges. Additionally, A had stated multiple times that he wanted to die.

I tried to engage with A, who was still laying on the sofa. I acknowledged his mental health issues and the stress of the current circumstances, When attempting to engage with emotionally charged or hostile members of the public, one specific model that is frequently utilised is the “Betari’s Box” model, which highlights that my attitude affects my behaviour, which, in turn, affects the persons attitude, ultimately affecting their behaviour (Pepper, Aug 2011.). I took a calm, empathetic approach to minimize the risk of any reactions from A. I was mindful to use passive body language to not come across as too oppressive. I spoke in a soft tone of voice and spoke slowly, hoping to disarm A and allow him to feel more comfortable in my presence.

I asked open questions such as “Can you tell me what has happened this evening?” and gave him time to answer. Using communication techniques can help to build rapport. Rapport can be described as “creating a human connection”, “growing a relationship” and “promoting trust”. Building rapport takes time and can be facilitated by providing consistent support during a series of interactions (College of Policing, 2021). Despite my efforts, A refused to engage with me and remained on the sofa in silence. I identified at this point that A was a vulnerable person himself.

I was mindful of what legislation was relevant at that point. We had been informed that several domestic-related assaults had taken place, battery / common assault (Section 39 Criminal Justice Act 1988) and threats to kill (Offences against the Person Act 1861). There were no visible injuries and none of the victims wished to make a complaint. Due to A’s age and significant ongoing mental health issues, we considered detaining him and taking him to hospital for a mental health assessment (Section 136 Mental Health Act 1983).

I liaised with my supervisor to discuss the most prudent course of action, and all agreed that the priority was safeguarding the family and obtaining mental health support for A. Using my discretion, which involves the exercise of choice or judgement (Bronitt, 2011), I conferred privately with my colleague to discuss the most suitable approach to solving this problem. Typically, with domestic-related problems, things can escalate if positive actions are not taken by attending officers, so we had to consider every potential consequence of our actions (Pierre, 2011).  

I arrested A on suspicion of domestic-related common assault. This was the best course of action as it would not be safe to leave A in the house due to a high risk of further violence. Furthermore, after arrest, violence warning markers would be added for A, so if there are incidents in the future, officers will be made aware of his mental health and violent tendencies prior to meeting him, increasing officers awareness. A was handcuffed to the rear and placed in the back of the police vehicle to prevent him harming himself or officers. I sat in the back of the vehicle with A while my colleague conveyed to custody. A was compliant but refused to speak. 

Officers have an obligation to protect the detained person’s safety and dignity when an arrest is made. For the duration that they are in police custody, this duty of care must be utilized (College of Policing, 2013). I was however, conscious of A’s risk of escalation and was continually re-evaluating the risks posed. This situation had unfolded as a direct result of A's ongoing mental health struggles, so considering his vulnerability, I continued to engage with A to provide reassurance to him and help him to remain calm.

Following A’s admission into police custody, I submitted referrals to the Public Protection Unit and Victim Focus for A’s father, mother and brother. This brings the incident to the attention of relevant multi-agency safeguarding organisations. I also completed a separate referral for A to the Public Protection Unit as they were able to share the information to CAMHS, education services and other appropriate mental health services. it was vital to put appropriate safeguarding measures in place to protect A and his family. I returned to the address to obtain negative statements from his father, mother and brother, all stating that they did not support a prosecution and did not wish to attend court in relation to the incident. I also conducted house to house enquiries to establish whether any of the neighbours had seen or heard anything in relation to the incident. These enquiries were negative.

Reflecting on this incident, I feel that my colleague and I managed the situation well. We communicated openly with the family and effectively safeguarded them while being considerate and fair to A, acknowledging the mental health factors that led to this outburst. We minimised the risk efficiently by recognizing the dangers and acting promptly to separate the parties. Despite not getting a verbal response from A, I utilized communication tactics and treated A in accordance with the Police Code of Ethics, mainly respect, empathy and public service (College of Policing, 2024). 

The outcome of this incident is that A was arrested and his detention in police custody was authorised. There was no further legal action taken against A as there were no injuries or complaints. Moreover, he obtained immediate mental health support and was subsequently sectioned for treatment. As a result of the public protection referrals I made, the family would have been contacted by the relevant services. 

I used my discretion to determine the main priorities, which, in this case, was separating and safeguarding all parties. Police responses to domestic abuse instances have often drawn criticism (Brown, 2022), therefore I am personally satisfied to see that my use of discretion has benefitted a family. I believe my use of the National Decision Model and officer safety tactics was critical at an incident that could have easily escalated. I quickly identified the subject’s vulnerability and the risk he posed. Implementing communication skills and quick decision making to minimise the danger, promptly safeguarding everyone involved.

In conclusion, this incident resulted in the most productive possible outcome. A vulnerable male was not criminalised, but awareness of his mental health issues and risk was raised to the relevant services. Furthermore, the family was safeguarded, and they expressed gratitude for our assistance and for the way we dealt with their son. This made me feel pride in the service I had provided for the family.

During this incident, I learned the importance of using discretion, especially when attending mental health related calls. Due to the domestic element to this incident, an arrest was unavoidable due to the disclosures that had been made to us. An element I will devote more focus to in future is trusting my use of discretion. I believe that in doing this, I will approach each incident with more of an open mind, preventing me from making assumptions prior to assessing situations.
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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:

Team cohesion is a crucial component of policing. Building trust and unity within a group of people requires time and a mutual, constant effort to meet standards and support one another. Understanding team dynamics is crucial for developing team cohesion, which is the bond that holds a team together and enhances its performance. In this essay, I will evaluate theories and models concerning inter-personal conflict, ways to build team cohesion and ways in which team dynamics in policing can affect compliance with professional protocol and the police Code of Ethics. I will also reflect on how these theories and models may relate to my experiences using the Gibbs Reflective Model (University Of Edinburgh, 2020).

According to Salas et al (1992), a team is made up of two or more individuals that link together for a certain period of time and work together to achieve a common objective. P. R. Scholtes, et al (2003) would define “a team” as a collection of individuals who collaborate to create a shared goal for which they are responsible to one another and hold each other accountable. As a police officer, I concur with both definitions as the police force as a whole must collaborate to pursue a shared goal of protecting the public, apprehending criminals and upholding law and order, whilst putting the policing principles into practice and adhering to the Code of Ethics.

A team is comprised of various character types with everyone bringing their own unique working style and skillset to the table. Inter-personal conflicts may arise when strong characters categorically oppose each other. Inter-personal conflict can be defined as a process that takes place when interdependent people or groups experience negative emotional responses to perceived disagreements and obstacles to achieving their objectives (Jerng, et al, 2017). It is vital to recognise that police officers are human, and in a team of police officers working long hours together, it is perhaps inevitable that at some point colleagues will disagree or clash. 

DISC (Dominant, Influential, Steadiness, Conscientiousness) Theory predicts behaviours based on four key personality traits. DISC Assessments are frequently carried out by organizations for professional purposes, proposing that when attempting to resolve problems within a team, it might be helpful to have some understanding of the personality traits of your teammates. Everybody uses all four DISC styles in their daily lives. No style is superior to any other. DISC merely helps us to identify our comfort zone, or the style that we most naturally lean towards. With this understanding, we can comprehend our fundamental inclinations and modify our actions to enhance our social interactions (Marston, 1928). As an extremely diverse workforce, police are likely to find many differing characters within each team. Whilst researching DISC theory, I associated each of these traits with individual members of my team. I identified how having a diverse team dynamic can benefit a team and how having too many of a similar personality trait may lead to friction within a group. 

The Lencioni Model, sometimes referred to as “the Five Dysfunctions of a Team”, identifies five common problem behaviours that, when maximised, may enhance productivity and success within a team dynamic. The behaviours connect to create a pyramid structure, which in order are absence of trust, fear of conflict, lack of commitment, avoidance of accountability, and inattention to results. Theoretically, cohesion can only be attained by addressing each of these problems in turn. This implies that the team will frequently have to start over if one or more are absent along the route. For example, if an incident occurs where there is a breakdown of trust within a team, prioritizing work on the five behaviours in Lencioni’s model could be beneficial for leaders looking to unite their team (SEFE, n.d.). 

Tuckman’s Linear Model of Group Development describes the several phases that groups go through as they grow and change (Tuckman, 1965). The phases consist of storming, performing, adjourning, forming, and norming. During the formation phase, the group gathers and gets acquainted with one another. The storming stage, which may ensue after this, is when disputes and power clashes may occur. Establishing norms and group cohesiveness during the norming stage prepares the group for good functioning throughout the performance stage. Finally, the adjourning stage entails disbanding the group once the task is complete. Reflecting on the experience I have had in my first year with my current team, I can see how elements of Tuckman’s group development theory have been prevalent in the formation of our group dynamic. Although we all knew one another, the team was newly formed with a combination of new and experienced officers. Conflict has occasionally arisen within the team throughout the past year, particularly during the “storming phase”. Looking back, I believe that these incidents were essential roadblocks on the way to setting boundaries and building interpersonal resilience with one another. At this point, roles have been appropriated within the group, conflicts have been resolved and professional relationships have been built. I would identify this with the “norming stage” (Jones, 2019).

When conflicts arise within a workplace, It is important to distinguish between “task conflict and relationship conflict”. (Guenter, et al, 2016) state that task conflicts occur when members of a team disagree about a work-related matter. These professional discussions can have a positive effect on a teams performance and usually do not result in feudal escalation within a team. Relationship conflict refers to individual disputes that are not related to the work at hand and if they are not dealt with, may give rise to further task conflicts. This is where officers must show professionalism and emotionally detach themselves from the tasks at hand, while exhibiting good communication skills (Janssen, et al, 1999). A strategy commonly used by my supervisors is to allocate officers with different members of the team each day in order to discourage “cliques” and promote trust and loyalty among colleagues.

In various ways, I feel that each of these theories on team dynamics coincide with my experiences working in a team environment. Tuckman’s Model of Group Development highlights the process of a group of people developing their ability to work effectively as a team, from my experience being in a new team that was thrown together, I feel this model accurately represents key stages in the development of an effective team dynamic. DISC model gives insight into what traits are most commonly associated with each team member. Although it is easy to compare certain characteristics with members of my team, I do not feel that one person can be entirely characterised by one section, for example, one person can be dominant, direct and competitive, but can also be steady, supportive, sincere, loyal and analytical. If applying this to a working team, one should consider all personality traits for each individual, not just the traits listed in each section. The Lencioni Model outlines “Five Dysfunctions of a Team”. This pyramid, in my opinion, accurately illustrates how issues in team dynamics can stem from the “lack of trust” element. I have witnessed firsthand how a breakdown of trust between team members can cause further dysfunctions within the group.

While team cohesiveness is necessary for a team to perform smoothly. Close relationships within a team dynamic can have negative implications that lead to officers not meeting professional standards, Officers may easily pick up "bad habits" from more seasoned counterparts, which frequently leads to them using shortcuts to save time. Officers may also deviate from the code of ethics as a result and fail to report misconduct carried out by their colleagues, this is known as “keeping the blue code of silence” (Westmarland. L, 2020). Following the arrest of Wayne Couzens, a serving Met Police Officer, a WhatsApp group that included Couzens was found to contain numerous messages sent by his colleagues that were deemed to be grossly racist, misogynistic and sexist. This kind of unprofessional conduct is indicative of how "closeness" in a police force's team culture may lead to officers overlooking or replicating colleagues' bad standards and behaviour.

According to Reiner (2010), a culture of results-driven pressure is a driving force behind rule breaking, and the unpredictable nature and the risk of police work are the roots of team spirit and camaraderie. It is suggested that this has led to an “insider culture” among the police, which has resulted in the Code of Ethics being introduced to professionalize policing (College of Policing, 2014). “Groupthink” typically occurs when members of a team endeavour to reach consensus within the group. This is a psychological theme where individuals in a group may abandon their own convictions and embrace the views of the majority to fit in with the group or come to a decision quicker (Janis, 1972). Although this is a negative theory, police personnel should be especially aware of the risks of groupthink in order to encourage a diversity of viewpoints and improve cohesiveness and teamwork.


Team dynamics are greatly influenced by the attitude of leaders. According to style-based theories of leadership, there are several different types of leadership styles, including transactional leadership, which focusses on interactions between a leader and subordinates, servant leadership, which emphasises the empowerment of subordinates, and autocratic leadership, which focusses on an individual making decisions for the group with little input from the others (Van Deirendonck, 2011) (M. Bass, 1985). Leaders play a vital role in encouraging motivation and morale within a team. They must be self-assured in their ability to communicate and demonstrate concern for the welfare of the subordinate officers. An incompetent leader is unable to foster a positive work atmosphere where employees are inspired, show initiative, find their jobs fulfilling and reach their maximum professional potential. It illustrates that subordinate staff experience a great deal of stress because of both toxic and incompetent leadership  (Burke, 2016).

In conclusion, team cohesion can be enhanced by organizations incorporating these theories into team-building strategies. Particularly within policing, productivity within a team can be developed by practically applying team-building exercises and improving conflict resolution tactics. The Lencioni model identifies problems that may impact a team’s ability to function properly, listing “lack of trust” as the main catalyst for poor team dynamics. This signifies that loyalty is paramount among police, causing reluctance to report misconduct. Therefore, it is vital for officers in leadership positions to identify behaviours within their team that may amount to misconduct, ensuring that the statutory requirements set out in the Code of Ethics are prioritized over closeness in the team dynamic.
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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:

When conducting investigations, police constables use information and intelligence daily. If used strategically, officers will be kept apprised of prevalent criminal activity and will be aware of any information and intelligence related to it in their sector. Serious organised crime in the UK can have a devastating impact on people’s lives in many ways. Therefore, it is vital, particularly to victims, that police officers are aware of how to utilise intelligence and efficiently investigate crimes. In this essay, I will explain how the police and various departments within law enforcement who take primacy in conducting investigations use information and intelligence to combat prevalent criminal activity by effectively policing the roads. Furthermore, I will outline the resources available to assist police in investigations.

To be able to conduct any investigative enquiries, police officers must have constant access to information. Information can be defined as facts about a person, location or event. Police information refers to information that has been acquired, recorded or managed for a policing purpose (College of Policing, 2020).  Intelligence is information that has been analysed to assess its relevance and reliability. The distinction between information and intelligence is well established but can be difficult to grasp. Information consists of bits of data that, when combined and viewed together with relevant background knowledge, may be used to produce intelligence, which informs the actions and decisions of policing organizations (Kirby, 2022).

The intelligence cycle has been at the foundation for all police intelligence training. According to the College of Policing, it is a “cyclical and sequential process that allows information to be developed into intelligence” (College of Policing, 2014). The intelligence cycle is an investigative tool that can assist with processing information and decision-making which typically consists of 5 stages, the first being planning and direction, where someone will request information on a specific target. The next stage is the collection of information, which involves accessing information that will be needed for the complete intelligence product. Next, in order to turn the information into intelligence, the information will go through the processing and analysis stages. Analysis of the information leads to the final stage, which is dissemination or distribution of the finished intelligence product (Phythian, 2013). It is vital that across all departments, law enforcement are mindful of how intelligence is processed and how to access it.

A straightforward way for officers to access intelligence is through the Police National Database (PND), which uses local force information to create an intelligence overview, keeping intelligence on individuals, objects, places and events. It was introduced as a way of assisting local forces to share information and intelligence with one another to be held until required for a policing purpose. The PND also acts as a national information source for organized crime, including county lines, modern slavery and human trafficking (Kirby, 2022).

The NPCC (National Police Chiefs Council) strategy “Policing Our Roads Together” (NPCC, 2018) outlines the need to disrupt criminals who access the road network by setting out three main objectives, to make roads safer, rid the roads of the threat of serious crime and terrorism, and ultimately increase public satisfaction. Consistent policing of the motorways would greatly assist the ongoing county lines operations in effect, which target SOC (Serious Organized Crime) such as drug trafficking from towns to remote, suburban areas. Statistics show that targeting criminals as they use road networks has proven to be an effective approach. Many of these individuals frequently drive dangerously without regard for other road users, therefore they will be more easily identified by an increased police presence on specific roads (HMICFRS, 2020). 

Specialist RPUs (Roads Policing Units) work with the NPCC to patrol motorways and large road networks, showing an increased police presence in the hopes of deterring or detecting criminal activity on the roads, reducing casualties and reducing dangerous or poor driving. This active presence alone is likely to result in the disruption of trafficking routes or even the interception of known criminals. RPU mobile units are provided with fitted equipment, such as an in-built ANPR (Automatic Number Plate Recognition) system, which can read number plates as they pass by, check the index against ANPR databases, then alert the officer if there is a vehicle of interest (College of Policing, 2023), the officer is then able to use their discretion on how best to apprehend the individual. 

ANPR is a further source of intelligence that can be utilised in policing the roads. If a vehicle travels past an ANPR camera, its number plate is recorded and instantly examined against database records of known vehicles of interest, response police constables may stop a vehicle, engage with the occupants and if necessary, make arrests or seize the vehicle. Law enforcement and government agencies use ANPR as a strategic tool to disrupt, prevent and detect criminal activity. Investigators must be proficient in the use of ANPR in order to competently investigate vehicles used in organised crime (HMICFRS, 2020). Basic searches of ANPR data can be used to assist with any investigation where it is believed a vehicle is involved. Additionally, the data can be used to locate stolen or lost vehicles, research alibis or to trace the direction of travel of a vehicle possibly involved in an incident nearby (College of Policing, 2014).

ANPR cameras are linked to an NRD (Numberplate Reading Device). The devices are low-cost, very versatile and are easily deployable. They can be static, moveable, multi-lane, CCTV-integrated, mobile or covert (College of Policing, 2023). ANPR can be a vital tool in gathering intelligence that may lead to the apprehension of criminals who may be accessing road networks to avoid getting arrested, or who may be involved with Organized Crime Groups (OCGs). Every day, around 60 million ANPR recordings are submitted to ANPR systems by positioned cameras across England and Wales. There are strict guidelines governing access to ANPR data to ensure that those gaining access are doing so solely for an investigative and professional purpose under the National ANPR Standards for Policing and Law Enforcement (NASPLE). ANPR cameras are fitted at specific locations. The positioning of these cameras is decided based on analysis of local road traffic data, crime patterns and hotspots. The locations of ANPR cameras fitted across the UK are not generally known to the public because this could provide those involved in organised crime with an opportunity to avoid detection from ANPR, which may hinder investigations (South Wales Police, 2023). 

Tarian, which means “shield” in Welsh, covers South Wales Police, Gwent Police and Dyfed Powys Police and is one of 10 collaborative Regional Organized Crime Units (ROCUs) across the country that combats SOC. ROCUs were established to investigate Serious Organised Crime (SOC) crossing territorial boundaries. They operate closely with the NCA (National Crime Agency), local police and other partners (NCA, 2013) to combat SOC such as Child Sexual Exploitation (CSE), drug smuggling, county lines and human trafficking, together, they protect children and young people from abuse and exploitation, they can do this by sharing intelligence that may display indicators that a young person is being exploited, such as regularly being reported missing, associating with persons known to be involved in criminal activity, changes in behaviour or even wearing expensive clothes. In the UK, there were 4,564 recorded drug-related deaths in 2021 compared to 4,517 in 2020, with fentanyl and other more modern synthetic opioids having contributed to this increase. In 2022, Tarian conducted Operation Oberon where 14 members of an OCG who were involved in a drugs network were arrested and jailed for over 140 years, and 384 children and 32 adults were safeguarded from exploitation (South Wales Police, 2023). Tarian and other ROCUs routinely access ANPR as part of their investigations into SOC.

In a collaborative effort to disrupt organised crime, intelligence is shared between many other law enforcement and government agencies. Organised crime is commonly international, with ties being made with overseas criminal enterprises concerning drug trafficking, human trafficking and smuggling. In addition, foreign OCGs will even operate in the UK. The ICCC (International Crime Coordination Centre) was created in 2018 to give direction and guidance to UK policing in relation to combating international criminality (College of Policing, 2021). Furthermore, the NCA also works closely with the UK Border force, who are responsible for securing the UK border by enforcing immigration and customs laws for individuals and items entering the country (Home Officer, 2013). The Border Force is the first line of defence for detecting illicit substances and prohibited items coming into the UK, such as drugs and weapons, in addition, it is their responsibility to identify cargo that might be involved in human/sex trafficking.

During my research I have developed a much broader understanding of the many agencies involved in disrupting organised crime and how they carry out their investigations using information and intelligence. Moreover, I have realised the importance of utilising all resources available to frontline police officers. It is well known among police officers the impact organised crime has on its victims and members of the public, therefore, officers should consider it mandatory familiarise themselves with all intelligence resources available when investigating matters relating to organised crime. It is also necessary for officers to be capable of recognising vulnerable individuals who are involved in organised crime, being aware of indicators and behaviours that may point towards them being victims of exploitation by OCGs.

In conclusion, although I am now aware of resources I have access to, I have realised the importance of continuing to develop my knowledge of roads policing and keeping up to date with prevalent criminal activity, particularly in the sector I operate in. To summarize, the use of information and intelligence is crucial in public protection from organised crime and making roads and communities safer.





Word Count - 1622

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-Case Files and Niche navigation.
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7

 
	High 
8-10 

8
	Low 
1-4 

3
	Med 
5-7 
	High 
8-10 
	Specific -
To be more confident navigating the Niche systems and to be capable of building a case file without assistance from colleagues.

Measurable – 
I will try to do this by completing more case files and gaining more experience using Niche

Attainable –
I will make notes on how I have completed certain actions on case files and view files that have been completed by my more experienced colleagues in order to increase my knowledge of what documents are required for each incident.


Relevant – 
Building case files is a massive part of every day policing. It is vital for me to understand how to use all the tools on Niche in order to be capable of sending a completed case file to the crown prosecution service. This is an essential skill that requires regular refreshing.


Times – 
In the next 4 months I want to gain more experience with case files. I hope to have consistent development on police systems and feel more confident after this time period.

	SKILLS 
 
 2 - Blue Light Course
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

9-10
	Low 
1-4 

2

	Med 
5-7 
	High 
8-10 
	 Specific –
To complete my Blue Light Response Course in order to develop my driving skills and respond to grade 1 incidents.

Measurable-
Ensuring I am up to date with course availability and I actively seek out courses.

Attainable-
Booking a place on the next available course.

Relevant-
Being a competent response driver is an important skill for a response officer and I will be of more value to my team and to members of the public.

Time-
I would like to have completed my Blue Light course within the next 6-8 months.

	3- Taser Course
	Low
1-4


	Med
5-7
	High
8-10

9-10
	Low
1-4

2
	Med
5-7
	High
8-10
	Specific-
I wish to complete a taser course in order to be able to carry a taser while working on response.

Measurable-
Ensuring I am up to date with course availability and I actively seek out courses.

Attainable-
Booking a place on the next available course.

Relevant-
Completing the taser training will not only enable me to equip myself to use a taser on shift, I will possess an effective appointment that will promote the safety of myself and my colleagues. 

Time-
I hope to pass the taser course in the next 6-8 months

	EXPERIENCE 
 
 Build experience dealing with Drug-related crime.
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4


 
	Med 
5-7 
	High 
8-10 

8-10
	Low 
1-4 
	Med 
5-7 

5
	High 
8-10 
	 Specific-
I wish to gain more knowledge pertaining to drug related incidents. I want to be more confident in executing stop-searches and understanding the process of seizing controlled substances.

Measurable-
By attending more drug-related incidents and documenting the actions I carried out at the incident. 

Attainable-
Completing NCALTS and other learning packages relating to drugs. I can also seek out detachments wit departments who deal with this kind of offence.

Relevant-
I wish to be more confident conducting stop searches and I want to be satisfied that I know what to do in the process that follows. Being confident and skilled in this area drug related crime is prevalent in my area.

Time-
I want to build this experience as quickly as possible, ideally within 1-2 months.
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