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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:

Throughout this essay I will reflect on the Impact of organisational culture on my own wellbeing as an independent police officer, and resilience within the police force. It is understood that the term organisational culture refers to the values and norms of an organisation. Those values and norms can include the unwritten rules and beliefs within that team. The impact this has had on my wellbeing and resilience as an officer will be explained and reflected throughout this essay. As independent police officer, I have witnessed first-hand the impact of organisational culture within the police force. Being an emergency worker comes with its risks, exposure to trauma and stress are all contributing factors that can negatively affect a police officer’s performance and can significantly impact their mental health. Being part of a positive organisation where valuing difference and inclusion encompasses a positive culture contributes to a healthy working environment. Organisational culture also defines the behaviour of individuals which are influenced by their surroundings and within group culture. The attitudes and behaviour of employees form its culture.

During my tutorship period I built a close bond with my fellow colleagues and felt part of a team. This enabled me to thrive and gain confidence and develop my knowledge and skills. I also gained a rapport with members of the community. However, once my tutorship period concluded I was relocated to a different station, which is a common procedure as they prefer probation officers to progress in a different station. I had been informed beforehand that there had been multiple incidents which had occurred due to negative organisation culture, which had stemmed from poor leadership skills. This had an impact on my mental health and confidence going forward. This meant a dynamic which was a different culture, compared to the culture which I became part of during tutorship. Although I would be remaining on the same set of shifts, I would be located at a different station with a different team. I felt very nervous and apprehensive about the change of environment and location which was heightened by the knowledge of knowing beforehand there was a toxic organisational culture. 

According to research (Zhang, 2008) Individuals who work in an environment where colleagues have a positive mood those individuals are more likely to help people, defend their organisation, and support their environment. Positive disposition has also been linked to people who have higher moral, are more empathetic and offer more support to individuals’ welfare. Research gathered by (Paltu and Brouwers, 2020) identified a study conducted by Life Meets Work Consulting (LMWC) whereby 56% of employees are currently working in a toxic work environment due to their supervisor which contributes to an unhealthy organisation. As mentioned by Bryant and Bryant (2021) there continues to be a negative view on police forces across England and Wales being characterised as male dominated and being discriminative. In recent years South Wales Police have introduced a scheme referred to as Positive Action Support, this scheme was developed to support females and those of ethnic minority backgrounds to value difference and respect inclusion. Due to the factors mentioned being part of a positive organisation where valuing difference and Inclusion encompasses a positive culture which contributes to a healthy working environment.

During my first few weeks with my new team as an independent officer I was not included in any social media groups or social gatherings. The supervising officer at the time was coming up to retirement therefore had an old school approach towards any young officer joining the team. As stated by Gilmartin (2002) “Idealism can become cynicism, optimistic, enthusiasm can become pessimism and that easy going young recruit can become the angry and negative veteran police officer”. Meaning PTSD and signs of depression are not highly spoken topics and are often brushed under the carpet by more experienced officers, which in time can become an instinct by new recruits which develops a negative culture. I noticed within the team that officers would follow suite to follow the norm. Being an enthusiastic newly qualified female officer, I felt an instant barrier had been formed and felt alienated from the team. I continued to have a professional and positive conduct and used me coping strategies of humour and positivity to overcome the negative environment. According to research (Handari Wahyuningsih et al, 2019) Denison’s model is a study which identifies the link between organisational culture and its overall team performance. The model examines the link by focusing on the quality innovation, and overall satisfaction of employees. The model covers four categories which are involvement, consistency, adaptability and the overall mission of colleagues. The overall conclusion of the study proved that the supervisors of the organisations have a responsibility to make changes and redirect employees into a positive working environment and organisational culture. The study also examined the impact of stress, values and beliefs of employees including the effect of the overall culture of organisations, and how it can be change by hierarchy such as supervisors. It is common for group culture to form as police officers spend long periods of time together. According to Velazquez and Hernandez (2019) being an emergency worker specifically a police officer is continuously placed at risk and placed within high stressful situations. Studies show that police officers are at a higher risk of alcohol abuse, relationship breakdowns, and increased rate of suicide due to the demanding conditions of the job. Police forces often have a stigma against mental health and its interventions. Studies were conducted which examined how stigma exists within police organisational culture and what interventions and strategies are available to support those officers and protect wellbeing.  Studies noticed that Police Officers are often the first individuals to attend an incident therefore are first on scene, this repeated cycle of being first on scene to distressing incident can influence one’s mental health, and over time cause Post Traumatic Stress Disorder (PTSD). It was also identified that stigma is one of the biggest barriers to mental health treatment, often due to new recruits being in company of more experienced officers who were never offered the support during their younger years as an officer.

Once a new supervisor was introduced to the team clear amendments were implemented. Team building exercises were introduced and communication platforms were created, teams were split to disperse any negative grouping. And being included in a messaging platform whereby myself and colleagues could communicate and support each other has had a positive effect on organisational culture and support. Within the group sharing of fitness groups and invites to social gatherings has created a healthy network between colleagues. As stated by Paltu and Brouwers (2020) “toxic leadership threatens the well-being of both individuals and organisations, and this creates an urgent need to understand the nature and evolution of toxic leadership and the organisations involved”. 

To reflect on the findings in this essay, I have identified that open communication, support, and teamwork are all contributing factors to a supportive organisational culture. Which supports the forming of officers and colleagues feeling valued and supported. These strategies will contribute to increased wellbeing, and resilience due to the support around them. It is a supervisors role to identify negative culture, and to implement a positive environment where values are respected and a professional standard such as codes of ethics are maintained and adhered to. Coping strategies are a fundamental component specifically in the police force. Strategies I have continued to use since my tutorship period have included utilising the outdoors, which has benefited my mental wellbeing. Spending time in the outdoors and participating in activities such as surfing, and group recreational activities have supported my ability to maintain personal wellbeing. Support of wellbeing in the team is fundamental. By ensuring debriefs are conducted after exposure to traumatic and distressing incidents helps police officers process their experience and prevent the development of Post Traumatic Stress Disorder (PTSD). Adhering to these strategies develops the resilience Police officers require to maintain wellbeing.

Word count: 1331
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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:

During this essay I will discuss my use of the National Decision Model (NDM) during a complex matter involving a high-risk victim of domestic abuse and their aggressor. Throughout this essay I will evaluate the decisions I made and explain my rational behind those decisions. Finally, I will outline any consequences of my decision making, and throughout I will include case studies to support my writing. As mentioned by College of Policing (2013) The National Decision Model (NDM) is a decision-making tool implemented by police forces daily. At the centre of the NDM are the policing codes of ethics which police must obey by in order to complete each element of the process. The cycle is a method that can be applied to spontaneous events as well as planned execution of policing powers. The process consists of five elements which include gathering information and intelligence which includes detail of the ongoing incident, assess the threat, risk and develop a working strategy. From there consider all available powers and policies, then identify options and contingencies, and finally act and review. Throughout each process officers must remain accountable and respectful, and ensure honesty and integrity is upheld. 

One morning I was conducting mobile patrol with a colleague when we were made aware by a third-party report of a male attending the home address of a high-risk victim of domestic violence. I was aware that the subject in this matter had multiple bail conditions as a result of a recent incident whereby the male assaulted the female victim. The bail conditions that were placed included, not to attend the home address of the victim, and not to contact the victim directly/indirectly. Furthermore, the address had a critical marker due to several previous incidents between the couple having multiple domestic incidents involving assaults upon the female. According to Caponnetto et al. (2024) statistics state that one in three females will fall victim to sexual and/or physical violence from a partner. Studies also show that 75% of those victims seeking support from domestic violence support services are experiencing Post Traumatic Stress Disorder (PTSD). This incident posed not only a risk to the victim’s physical health, but to her mental health and the possibility of developing PTSD. A colleague and I attended the address as an emergency response. The subject in this matter was known to the police as a domestic abuse aggressor, and the female residing at the address was a high-risk victim of such offences committed by that male. Due to my awareness of the subject, I requested a further unit to attend and provide assistance in locating and arresting the subject. The male had a large history of offending behaviour which involved mostly domestic related offences, and violence towards police. In recent studies by Heran (2024) it was identified that approximately 125 Police Officer in the UK are attacked every day. My knowledge of the subject involved, warning markers which included violence, assault against police officers, and possession of weapons which were all relayed to us via our radios. I was also aware of the male’s previous incident which resulted in the subject absconding from police by exiting the upstairs flat via an open window and making off on foot. Whilst on route to the named address the control room provided a description of the male, which enabled us to have reasonable grounds to stop anyone matching that description whilst on route. Due to the male’s previous history of absconding from the address I requested for Police Community Support Officers (PCSO’s) to conduct patrols in the surrounding area. Should they locate him to make control room and response aware immediately. I requested for PCSO’s not to approach the male should they locate him, due to his warning markers. Instead to provide an accurate location for his whereabouts through the use of local knowledge and utilising What3words platform. 

During our attendance at the address, I continued to utilise and refer to the National Decision Model throughout. Prior and during my attendance at the address I continued to gather as much information and intelligence possible. Obtaining details of the males last known location, and description. Having awareness of the male’s history contributed to the gathering of information which provided me with the knowledge to share with fellow colleagues and enhancing officer safety. I assessed the threat and the risk going forward and devised a strategy. As this was a third party report the male had been seen by the reporting person enter the flat, this possess a risk to the victim and the uncertainty of what is taking place within the flat. Colleague and I were aware of the current bail conditions in place therefore confirmed the male would inevitably be arrested.  I approached and knocked the door to the flat multiple times and could hear a females voice within the property. Due to no reply we forced entry under Section 17 of the Police and Criminal Evidence Act of 1984, to save life and limb. While entering the flat I continued to call out ‘It’s the police, make yourself known’ to which the female eventually made herself known by running up to myself and repeating, ‘I’m sorry’. The victim confirmed that the male had attended the property and informed that he had left. The victim appeared restless and had noticeable bruising to her face and arms. Whilst speaking with the victim a colleague heard a mobile phone ring, officers questioned the female on who’s mobile device that could be due to the female having her personal mobile in her hand. The female whispered “I’m sorry” to myself and colleague. This provided reasonable grounds to search the property as I had reason to believe the male was within. I located the male hiding in the cupboard of the kitchen. To ensure officer safety I utilised spatial awareness by creating distance between myself and the male by using clear communication. Using clear and effective communication, the male was arrested, and removed from the property. The victim was safeguarded to a friend’s address, whilst the male was conveyed to custody. According to research (Oxholm and Glaser, 2023) 98% of police officers interactions involves clear communication with members of the community. It is understood that the tone of communication techniques shape police officers and place officers at risk of scrutiny if used negatively. A study (Oxholm and Glaser, 2023) involving the analysis of police body worn cameras displayed clear discrimination and disrespect in the communication used by police officers conducting traffic stops towards members of the public who are of ethnic minorities. Findings of the study revealed that police officers are influenced by their social norms, attitude and personal belief. 

The powers and policies I implemented during this incident included, a power of entry as defined in Section 17 of the Act (Police and Criminal Evidence act 1984) which provides a police officer to enter a property to save life & limb and to arrest an outstanding suspect. Once within the property and located the male he was arrested for multiple offence including, Section 39 of the Act (Criminal Justice Act of 1988 Common assault), Section 75A of the Act (Serious Crime Act of 2015) non-fatal strangulation, and Section 1 of the Act (Theft Act 1968). All offences were domestic violence related due to the subject and victim being in a relationship. As defined in Section 1 of the Act (Domestic Abuse Act of 2021) the term domestic abuse consists of the behaviour one person towards the other being abusive, both parties must be over the age of 16, the incident does not have to be a course of conduct therefore can occur from one occasion and the pair must be personally connected. Throughout this incident myself and colleague considered an ethical approach by safeguarding the victim and providing reassurance throughout. During my attendance at the address, I completed a DASH standard model with the victim. DASH is a questionnaire consisting of around 27 questions all being yes or no answers with the ability to explain most answers. DASH is to be completed at all domestic abuse incidents with the victim, once completed the results are then risk assessed from low to high and shared between partner agencies and relevant support is provided to the victim. According to Myhill, Hohl and Johnson (2023) a study conducted over a three year period within a force in England showed on average an officer will complete 38.5 DASH questionnaires each within that three year period, with the maximum amount being over 380. 

[bookmark: _Hlk177314725]Within South Wales Police it is policy to utilise body worn camera whenever a police power is used, examples of this include making an arrest, conducting a search of a property, and conducting a stop search. Within South Wales Police it is also policy for officers to activate their body worn cameras when attending a domestic incident, and for the officer’s camera to remain on until it is no longer necessary. During my attendance at this incident, I activated my body worn camera upon our attendance, and it remined active until were arrived at custody. The use of body worn cameras are often displayed as a positive introduction to police forces as the cameras display the true perspective of the attending officers, capture first accounts and limit the number of individuals called to court due to the evidence being visible on recording. Research suggests (L’Hoiry, Santorso and Harrison, 2023) since the release of body worn cameras to police forces there has been concern in the privacy of the public when disclosing information to police officers. The same study also suggests body worn cameras have been described as incident focused when criticised for the cameras being victim blaming in the court room. During cases such as coercive and controlling behaviour matters whereby an officers body worn camera does not capture the coercive control it simply captures the attendance of the officers once the victim has contact emergency services. The research suggests that the recordings being shown in court often weaken the case for victims, stating that the recordings do not have any context or background to it. In comparison a survey conducted under the same study (L’Hoiry, Santorso and Harrison, 2023) identified multiple benefits to the use of body worn cameras, including transparency of officers, reducing complaints against police, and the increasing the trust between community and police forces.

Throughout this essay I have referred to a domestic incident that I responded to as an independent officer. I evaluated my ethical approach through the use of the NDM and provided legislative context. I have identified the rationale behind my decisions and considered the consequences of my approach to a challenging and complex incident. Throughout this Incident I recorded all information on my body worn camera to which I have provided statistics and views of it’s benefits.  
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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:

During this task I will identify and evaluate theories of team dynamics and explain how they are used to develop team cohesion and overall outcome. I will also discuss how conflict can occur within a team and discuss the strategies that can be implemented to enhance overall performances. Finally, I will discuss how team dynamics can have a negative impact within the police force and can result in failure to comply with professional standards. Multiple theories have been identified that support the development of teams and their dynamics. Such studies include The Tuckman’s Model. According to Pugalis and Bentley (2013) The Tuckman’s Model was created in the 1960’s by Bruce Tuckman, the model outlines four stages in which a team must pass through to develop a positive outcome through positive change. Tuckman identified that teams do not always form instantly, and often require a strategy to support their effectiveness and development. Those four stages include ‘forming’ whereby the team learn about each other as individuals, ‘storming’ by challenging each other’s opinions and ideas, ‘norming’ by helping and supporting one and other, and finally ‘performing’ as one team. 

As stated by (Tuckman, B.W and Jensen. 2010) a study was commenced by Tuckman to evaluate his own study of the Tuckman model. The author identified the need for the study to be observed by a separate author to identify areas of improvement and to verify their findings. Thirteen years after Tuckman’s study was released, a separate testing of the same model had been accomplished by multiple researchers. Everyone had their own beliefs and opinions, which make up the overall norms of the team and its culture. According to Janss et al. (2012) conflict within a team can have an overall positive effect by enhancing team performance. By identifying the need for change due to conflict within the team can lead to discussion and sharing of views and opinions of individuals, therefore can lead to better decision making and overall better team performance. The research also suggested that three types of conflict can occur within a team, they include task related conflict, relationship conflict, and process conflict. According to research (Nicholson-Crotty and Li, 2023) in 2015 Department of Justice identified 1.8% of Police encounters with people above the age of 16 resulted in a use of force, the study also identified that 84% of those individuals felt the force to be excessive. All encounters were highlighted to involve a group of officers at scene. Studies suggest that Police officers who use excessive force apply the force and believe that their colleagues around them will not report the matter, instead will either support or have a fear to challenge the matter. This struggle is often described as ‘the blue wall of silence’ which is often provided as an explanation for misconduct incidents within forces. Such findings identified the encouragement of misconduct and a subculture of supporting this behaviour. According to research (Nanda, Papathanasiou and Andréa Ferreira Zandoná, 2023) during the Tuckman’s model it has been identified that conflict is most likely to occur during the storming stage of this process. Identifying competition within the team, and confronting any conflict takes place within this stage. This is compared with the following stage of norming whereby team members will develop their cohesion and work towards a more positive surrounding. 

Other factors such as how you relate, and respect colleagues and how dynamics are formed play a significant part in the development of a team specifically within the police force. Studies suggest (Charman, S. 2017) the social identity theory was introduced by Henri Tajfel in the 1970’s. The study identified that individuals develop part of their identity from the groups they associate to. Within the police force the culture is often referred to as a strong culture and is known as the blue identity. This culture is a close-knit community where members share the same values and beliefs. A cohesion shared identity supports the belief of shared identity, and goals formed within that team. That identity takes place within the team and nation-wide force. This study created a framework in order to have a clear knowledge and understanding of how group behaviour and cohesion is formed and how one’s identity can be influenced by that environment. Risks such as interpersonal conflict where studies suggest (El-Hosany, 2017) that interpersonal conflict is described as severe, and harmful and often occurs due to tension, lack of communication and negative culture. It is also believed that interpersonal conflict occurs due to poor work attitude, and emotional exhaustion. This research also explains the need in which nurses require satisfaction from supervisors in the health care environment which in turn proves to have a positive effect on their attitude and illuminates conflict originating from lack of communication and tension. The study identified 200 nurses in an Ismailia hospital during 2014. The hospital consisted of 488 nurses although only 200 participated in the study 147 of participants had interpersonal conflict, meanwhile the remaining 53 deemed themselves not to have any form of interpersonal conflict. Inter-personal conflict can occur within any team environment. Role confusion can cause individuals to have tension due to more than one party wanting to progress into a different role, including supervisory roles. Clash of personality within the police force can be due to many factors, including over ranking of officers with years’ service to newly qualified officers. Unresolved conflict which has not been addressed due to lack of communication. Although, there are strategies to counteract these interpersonal conflicts to support the overall team performance such as clear and open communication between supervisors and team members, and clarity of roles within the team. Utilising the use of team building events are most effective during the initial stages of a team coming together to promote positivity and team cohesion. It is a supervisor’s responsibility to set clear goals and expectations of their team, by doing so it provides an open environment to provide feedback, discuss performance and overall development of the team and individuals. Hall et al. (2024) suggests that interpersonal conflict and witnessing misconduct has a snowball effect on colleagues within the workplace. 

As reported by (Hough et al., 2016) we can determine that since 2008 investigations into misconduct in high-ranking officers had been identified as being heightened due to lack of challenge and increase in exposure to corrupting influences. Identifying and reporting improper dynamics within a team can change the overall performance. Poor communication, collaboration and Inadequate decision making can lead to a team not working effectively which can result in a lack of trust between work colleagues, which can then result in failing to comply with professional standard requirement such as the codes of ethics. Insufficient supervision can influence a lack of accountability due to officers becoming negligent and accountable for their actions. A structure of Informal hierarchy between colleagues can create an uncomfortable environment for some. Such hierarchy can occur due to levels of experience between constables compared to inexperienced officers. Younger or inexperienced officers are more likely to feel uncomfortable and apprehensive to challenge improper behaviour causing intimidation. Research suggests (Hall et al., 2024) misconduct which is identified within an organisation can increase one’s likelihood to engage in misconduct and improper behaviour if exposed to such behaviour within the workplace. The research also suggests that organisations which have ethical environments are less likely to experience misconduct among colleagues. This finding is due to misconduct and negative behaviour being identified as unacceptable and positive behaviour being considered the overall standard. Contributing factors such as peer pressure can influence officers to engage in unethical habits, and often influenced to ignore such behaviour to feel a sense of acceptance and inclusion. Peer pressure can also influence a lack of accountability due to lack of supervision from supervisors in identifying such components. Therefore, identifying and exhibiting poor team dynamics within an organisation is part of the police service to ensuring effective policing and adhering to the code of ethics and legislation which is a fundamental part of policing. Furthermore, personal factors such as stress can also contribute to an impact of team dynamics. Teams who are under stress are often less cohesive, which reduces their ability to work together and tackle challenges as one. Therefore, failing to work ethically. 

To conclude this essay, it is fundamental to identify team dynamics within any organisation in order to progress and maintain a healthy environment. By maintaining a positive team dynamic it supports elements such as team cohesion. Reasons as to why some team cannot maintain positive team dynamics have been identified throughout this essay. Those reasons include conflict within a team. Theories such as the Tuckman’s theory has identified the process in which teams will progress through to form a cohesive team. Considerations as to why interpersonal conflict can occur within a team environment has also been identified throughout this essay. Factors such as difference in personalities, and work habits are common factors creating interpersonal conflict within a workplace. If left unaddressed can create a negative environment. Using clear communication and fostering inclusivity can be adopted to enhance individual and team cohesion. Within the police force all staff and officers must adhere to professional standards such as codes of ethics. Ethics such as integrity and accountability are fundamental attributes that are crucial to any police officer’s role. To ensure police officers are conducting their duties accordingly are paramount and following professional standards are embedded to ensure all police officers conduct their duties and responsibilities to a high standard and remain integral throughout their profession. 
Word count: 1591



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:

Throughout this task I will explain the purpose of gathering information and intelligence and how they support policing investigations. I will also outline the use of Automatic Number Plate Recognition (ANPR) cameras, how they support investigations and aid the disruption of criminal activity. 

The overall purpose of gathering and submitting information and intelligence is to piece together elements of criminal activity, and to disrupt those activities. Examples of gathering information and intelligence would include, knowledge of a person carrying a bladed article in a public place which has been rationalised as being for their own protection or providing descriptions and names of individuals involved in the handling and dealing of drugs. Both examples are pieces of information that can be shared, sanitised and developed into intelligence. Once developed into intelligence, tactics such as patrol strategies can be introduced to increase the number of policing powers that can be utilised such as stop searches, to disrupt crime and eliminate any offensive activities. According to research (Flint, 2019) In South Wales between March of 2018 and March of 2019 statistics state that 1,978 young people under the age of 18 were stop searched under power by officers. These statistics are of a 56% increase from the previous year. Stop search is a power used by officers to prevent crime and create a safer environment within the community. Statistics also prove an increase in knife crime in England and Wales between March of 2022 compared to the previous year. Due to such crime specialist team such as Operation Septer have been introduced to disrupt and deter knife crime and serious violence. Between 2021 and 2022 Op Septer officers across South Wales arrested 412 individuals involved in such crime according to findings (South Wales Police, 2022).

[bookmark: _Hlk177318213]Reflecting on my first nine months as an independent police officer I have gathered multiple pieces of information and intelligence, which have been provided by the public and gathered by my personal observations as a uniformed police officer. The process of gathering information and intelligence originates by initially gathering information which is then submitted and filtered creating intelligence which is then submitted and shared between departments, and forces. An example of my experiences involves being on mobile patrol within the community when I received relevant information from a member of the local community stating that they believed there was drug activity taking place near to their home address. The individual stated their neighbour has regular vehicles parking outside the address, and a passenger would exit the vehicle and enter the property for approximately five minutes. The individual would then exit the property with a bag in hand and enter the parked vehicle which would then leave the area at high speed. They also stated that people would often attend the address on foot and would leave the address visibly under the influence of drugs a short time after. Those individuals would be unsteady on their feet and would have blue residue on the sides of their mouth. The member of the public believed this to be drug activity, therefore provided police with vehicle description including registration number, and names of those individuals attending the address on foot due to local knowledge. As a response police officer, I conducted regular mobile patrols of the area when possible. Initially I requested for local Police Community Support Officers (PCSO’s) to conduct regular foot patrols of the area to gather any further observations and intelligence. Due to the subject being known to police, and previous stop searches conducted on the subject which were positive for drugs I notified the Intelligence unit, along with traffic department to be aware of the vehicles attending the address to implement stop search powers on those vehicles. Over a period of three months multiple intelligence submissions were made, along with the use of stop search powers and multiple hits on ANPR (Automatic Number Plate Recognition) cameras across the geographical force area. 
The use of ANPR cameras provide police officers with grounds to stop a vehicle, identify the driver of the vehicle, and trace movements of the vehicle at local to national level. In this matter ANPR operators identified that the vehicles were being driven by the subject at the same time each Thursday and were travelling to the same locations. This was believed to be the subject either collecting or dealing illegal drugs in the area. ANPR operators were informed of the relevant vehicles and were monitoring the movement of the vehicles. Within three month a warrant was executed whereby officers entered the address and located multiple mobile phones along with a large quantity of drugs. Those involved in the drug activity were also involved in the operation of county lines. Once mobile phones were examined it was identified that the detained persons were grooming and exploiting children and young people into drug activity such as handling and dealing of drugs. Using positive action those within the property including the subject were arrested and remanded in custody until the next available court hearing.

According to Sheldon (2011) In 2002 the Home Office introduced project laser whereby Police Force across England and Wales were equipped with mobile ANPR equipment. During that year of project laser 39,000 vehicles alone were stopped, 3071 arrests were made and 211 drug seizures all resulting from the use of ANPR cameras. During this time forces identified the clear link between crime and the use of British roads, as a result of this finding ANPR data now sits alongside the Police National Computer (PNC). Furthermore, in 2007 the same project resulted in 41,268 vehicles were stopped as well as 20,592 arrests made. These statistics prove that the use of ANPR cameras has a positive effect on the disruption of crime and arrest of suspects. ANPR is a vital tool which is invaluable in the fight against crime. It provides reliable information, for example can identify individuals who are at large, or wanted for arrest, uninsured vehicles, and tracking vehicles who are involved in criminal activity such as the distribution of drugs. This system enables police forces to gather sufficient information and confirmation that a vehicle can be sited on ANPR, a check of the vehicle can identify its involvement which can inevitably lead to arrests and searches of linked vehicles and properties. 

The final stages of gathering information and intelligence consists of sharing those findings. Sharing intelligence with relevant departments such as intelligence unit, and surveillance teams creates a further line of enquiry. By utilising multiple departments, it supports the process of identifying patterns and behaviours of those under surveillance. These actions support the development of eventually applying policing powers to disrupt those activities. 
Police forces implement the use of the National Intelligence Model (NIM). NIM is a standardised model used to assess and evaluate information to determine its reliability. This model provides forces the ability to identify, analyse and respond to support problem orientated policing. NIM is often referred to as the 3x5x2 model. The overall necessity for NIM is to correctly evaluate the intelligence, and ensure it is processed correctly. NIM considers the evaluation of the source of the information, followed by an evaluation of how that information Is known, and finally how the intelligence should now be handled. From here a three-tier response triangle can be introduced. The first tier consists of matters such as anti-social behaviour in the single force, second tier identifies its offenders and highlights the need for a more structured cross boarder response. Finally, the third tier specifically deals with matters as a national and international level specifically serious and organised crime. 

According to research (Sheldon, 2011) ANPR cameras today are more reliable and accurate due to their ability to scan over 3000 vehicles each minute. According to National Police Chiefs’ Council (NPCC) (n.d.) this year the National Police Chiefs Council introduced a policing strategy to disrupt county lines between 2024-2027. The strategy has been introduced to prevent engagement in county lines, safeguard children and young people, educate communities on the risk of county lines, and to pursue offenders. The latest strategy took place in 2019 whereby 5,627 lines were closed, 16,536 individuals arrested, and 8,817 individuals were referred by safeguarding. In March of 2024 saw 1,800 arrests made in relation to county lines and 1,600 individuals safeguarded. These statistics are visibly increasing due to the increase in county lines, and their involvement with children and young people. ANPR cameras can disrupt criminal activity such as drug and human trafficking. Those involved in the organisation and transport of the victim and drugs often use vehicles to transport drugs and transfer victims to different locations. Once intelligence is passed to ANPR the cameras can trace and follow the vehicles leading to the police intercepting those vehicles and making necessary arrests. 

To conclude this task, the sharing of information and intelligence with specialist departments such as roads policing and the use of surveillance teams enhances the ability to identify and disrupt criminal activity. The use of an investigative resource such as ANPR cameras provide police forces with real time footage of vehicles used in crime and can track and trace those vehicles. Leading to interceptions from roads policing and inevitably arrest of involved criminals, this achievement will inevitably result in safer roads and prevention of future crime. Therefore, intelligence and its distribution plays a significant role in deterring and stopping serious and organised crime. Governing body’s providing police forces across the United Kingdome with equipment such as mobile ANPR cameras provides a further line of enquiry and assists proactive policing. Which enhances the ability to intercept those involved in crime and ensure a safer community. As part of a Police Constables duty and responsibility to adhere to professional standards throughout the process of conducting all duties and to ensure the sharing of information and intelligence is conducted in a confidential and professional manner.  
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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 
	High 
8-10



 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 I believe in order to gain further knowledge as an independent officer I will benefit from leading at incidents, and learn from more experienced officers. By asking more experienced officers for any advice and the benefit of coping strategies that can support my development and knowledge when dealing with different incidents. At present I would rate my current level of knowledge as being 7. This places myself at a medium rating. In order to increase my development of knowledge I can continue to request feedback from supervisor and areas for improvement while reflecting on my actions through the use of the NDM. 

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 Skills I have developed throughout my time as an independent officer in the past 9 months have included confidence when dealing with incidents single crewed, and problem solving by having the ability to understand and overcome the task in hand and ensuring the relevant paperwork has been completed and incident finalised. I will develop my skills using development courses and online college of policing packages. I believe the requirement of skills within the force is 10 and I believe at present I rate myself as medium. 

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 As I am currently 9 months as an independent officer, I do not have a large amount of experience. As I develop my experience will grow as well as my knowledge within my role. During each set of shifts I experience different surrounding along with different challenges. Meanwhile I am also working multiple overtime shifts each month in order to gain more experience working in different areas and different teams. Currently I place myself as a medium rating although this will increase through experience. 
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