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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:

Through applying myself whilst under the supervision and guidance of my mentor during my tutorship, I have now achieved my independent patrol status as a response officer. Since achieving this I have now been able to work along other members of my team and learning how to integrate myself as a key member of this team. I have had to learn to adapt to the culture of the team and learn how to work alongside those who deal with things differently to how I may deal with things. It was important for me to adapt to the team’s culture not only to gain acceptance as the newest member of the team, but also to adapt to the organisational culture of the police without having the safety net of falling back on my mentor. Within this essay, I will explore ways I attempted to integrate myself into the team’s organisational culture and the impacts this had on my wellbeing and resilience. 

Culture within a team is something a new addition is always exposed to as “after a group has developed a culture, it will pass elements of this culture on to new generations of the team” (Schein and Schein, 2016, p.11). This group culture is something that however that Schein and Schein (2016, p.12) recognise is only shown to the newest persons on a team once they have proved themselves as a key member of the team and been gained access to the inner circles. Therefore, I made it a goal of mine to become a trusted member of my team which in turn would see my team trust me in my dealings with more serious and potentially dangerous situations the police may come across. First however, it becomes necessary to understand the meaning of culture and thus; organisational culture. 

Culture itself ‘is as significant and complex as it is difficult to understand” (Alvesson, 2013, p.1) and as a concept it can imply “structural stability, depth, breadth, and patterning or integration” (Schein and Schein, 2016, p.10). Within organisational culture, this can cover anything that a team has learnt or thoughts they have evolved (Schein and Schein, 2016, p.5). This can be further elaborated with thoughts of organisational culture as the way in “how people in a company think, feel, value and act is guided by ideas, meanings and beliefs” (Alvesson, 2013, p.1). Referring this back to my work team, organisational culture is where the individuals in my team have used their previous experiences both inside and outside of work and used this to bond and work together. Another way in which it can be explained is cultural DNA which is built up with the beliefs, values and behaviours which have made the team and made them successful (Schein and Schein, 2016, p.7). As a public service organisation, this culture is important to be correctly portrayed because it “can be thought of as the group’s sense of identity, which has both an external component of how the organisation presents itself to the outside” (Schein and Schein, 2016, p.7). 

Methods which I adopted in order to adapt myself into my team’s culture included those which from the outside may appear the smallest of tasks, including making teas and coffees for my team before the start of every work shift. Lafferty and Wakefield (2018) recognise how these are the sorts of tasks that often fall into the hands of the newcomers to a team and help to break the ice and begin to form the beginning of that newcomer’s cohesion within the team.  These sorts of activities can be described as “embarrassing, humiliating, degrading” (Lafferty and Wakefield, 2018, p.1), however tasks like this “new members are expected to adopt as the price of admission to the group” (Schein and Schein, 2016, p.8). However, even though I found it a tedious task, I also saw the benefits as it allowed me opportunities to have conversations with those on my team and showed the team I had the will to participate in the low ranking tasks. 

Organisational culture can be considered as a positive thing to have as it represents the cohesion formed within a team, however it can sometimes hold negative connotations. For example, it is possible that organisational culture can ruin your chances of success in a number of ways whilst under the influence of bad influences (ConnectUS, 2019). This was difficult for me to balance as I wanted to focus on retaining my personal values within the wider organisational culture however I did not want to alienate myself from my team. Therefore, I removed myself from conversations of a negative opinion in order to remain proud and professional, but ensured I immersed myself into other conversations. This was important for me as when a group forces individuals to conform, it causes them to lose their identity which can be a dangerous issue (ConnectUS, 2019). 

The pressures of wanting to fit in with my team as well as wanting to portray a culture which would be accepted to those outside of the organisational culture, did lead to an increase of stress on my wellbeing and resilience. Stress can be defined as “a mentally or emotionally disruptive or disquieting influence or alternatively, a state of tension or distress caused by such an influence” (Wolfgang, 2005). I did however find that the more time I spent with my team, the more accepted I felt and the less impact the stress of fitting in had on me. There are however, daily stressors I find myself managing throughout every shift, one of these being an increase in my workload since gaining my Independent Patrol Status. A “workload is simply the amount of work we have scheduled with our name on it” (Hughes et al., 2018, p.3) and no longer did I have the luxury of a joint workload with my mentor. I suddenly found myself with this organisational change whereby I had sole responsibility of the work I was assigned which increased my stress as I found myself struggling on where to begin when it came to accomplishing tasks on my workload. I also felt as though I had next to no control over the demands expected of me (Hughes et al., 2018) in my role as an officer which I very quickly ascertained I would have to manage as, especially with new officers this can lead “to stress and anxiety at one level, or apathy, demotivation and lethargy at the other” (Hughes et al., 2018, p.3). Luckily for myself, I already had in place a tactic to help manage my wellbeing and resilience, which in turn decreased my stress. For me, I utilise personal care through the means of physical activity as “exercise helps to release the body’s natural feel-good hormones as well as increasing our sense of wellbeing” (Hughes et al., 2018, p.251). By going to the gym for an hour after a long day at work, I find myself being able to completely switch off from my workload which is important as within the bubble of a work mind set it is easy to become lost from the world or the wider picture (Hughes et al., 2018, p.3.) This is also important to maintain your personal values within the organisational culture and maintaining my sense of personal identify. 

On reflection, since gaining my Independent Patrol Status, I have noticed the effect that organisational change has had on my own wellbeing and resilience. The increase of my workload and the demand’s that come with managing numerous cases is something that I am striving to continue building resilience against. I have also been affected by adapting to organisational culture and trying to fit in with a new team, their ways of working and their ways of presenting themselves. Overall, I feel that I have maintained my wellbeing and resilience by managing my stress and engaging with my team and I am looking forward to progressing within my policing career. 
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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:

Within the role of a response officer, they are often deployed to multiple incidents throughout their shift and will often be faced with complex and unpredictable circumstances. “Everyone in policing has to make difficult decisions and complex choices every day of the week” (College of Policing, 2014a), especially since officers are often placed in dangerous situations when anyone else would be trying to escape them (Heslop, 2010, p.22). Due to the risky situations officers are often placed in, they must be able to utilise their decision making skills to apply dynamic risk assessments to ensure the risk is reduced. Unfortunately for officers is must be remembered that “not all risks can be foreseen and that police officers will have to make judgements in fast moving situations” (Heslop, 2010, p.21). Even though “the incidents they deal with develop and change at speed” (Heslop, 2010, p.22) officers must ensure they always “deliver the highest professional standards in their service to the public” (College of Policing, 2014a). This is achieved by officers acting under the Code of Ethics which is for “ensuring standards of professional behaviour for both police officers and police staff” (College of Policing, 2014a). Furthermore, to help assist officers achieve this, officers are taught how to resolve conflict with a conflict resolution model (Heslop, 2010, p.23), however before this risk management process can be used officers must first understand what a risk is and how to assess the risk. 

A risk refers to the “possibility of something bad happening” (Cambridge Dictionary, 2021a) and “often refers to likelihood of adverse consequences” (Weber., 2019, p.32). This notion can be furthered with considerations of risk as “a psychological construct that is as a subjective experience or impression that may differ between individuals, groups, cultures and situations” (Weber 2019, p.32). In simpler terms, this connotes that when it comes to risk, every officer will feel and react differently to different situations and may find the risk greater at an incident compared to others. This “refers to the fact that perceptions of risk are driven by emotional responses” (Weber, 2019, p.34) and the emotional responses can “include feelings of dread, vulnerability, catastrophic potential” (Weber, 2019, p.35). Therefore, it is important for officers to learn to control their emotions of risk and still professionally “make operational decisions with the often-limited information available and in dangerous, unpredictable and emotionally-charged situations” (Heslop, 2010, p.21). 

Once an officer understands what a risk is and how to identify a risk, an officer must then conduct a risk assessment. A risk assessment is used to identify and analyse any risk or hazards that could cause any form of arm and how to implement measures to remove or minimise these hazards (College of Policing, 2016; Martinelli, 2019). It is important for police officers to effectively assess risk because “understanding risk is central to emergency response” (College of Policing, 2016) especially when it comes to potentially life threatening incidents. Firstly, when an officer is on route to an incident with the information available he will apply an initial risk assessment which “seeks to identify any immediate potential hazards to staff and public” (College of Policing, 2016). Nonetheless, officers understand that this initial assessment will never be enough and could have to apply a dynamic risk assessment, which can be defined as “the process of continually observing and analysing risks and hazards in a changing, or high-risk environment” (Martinelli, 2019). Due to the fast pace an incident can develop, officers must be able to apply a dynamic risk assessment swiftly and result in an outcome on how to deal with the risk identified whilst still acting under the Code of Ethics (College of Policing, 2014a). 

How an officer decides on an approach with an incident can be structured with the “National Decision Making Model” (College of Policing, 2014b) otherwise known as the NDM. The NDM can be used for all incidents and can assist to ensure officers “act with integrity to protect and serve the public” (College of Policing, 2014b). The model is made of six elements and is centred around the policing Code of Ethics, allowing officers to identify risk, giving them the tools to assess the risk and how they can take control and manage the incident (College of Policing, 2014b). The NDM is a pivotal part of policing and is something I have personally ensured I utilise when dealing with policing incidents. 

Within policing, domestic related incidents are incidents where officers are often required to make decisions in complex and unpredictable circumstances. A domestic incident is “any dispute, threat or act of violence involving any person defined as a family or household member” (Law Insider, 2015). What makes such an incident complex is that an officer must understand that a domestic incident “affects the entire family” (Taylor et al., 2013) and “consumes extensive police time” (Goodman-Delahunty and Crehan, 2016), driving the risk level due to the high emotions often entailed in a familial relationship. One domestic incident in particular where I had to utilise my decision-making skills was when I attended a call in regards to a verbal argument that had been reported by a neighbour. I immediately utilised the NDM by speaking with the control room in order to gather as much information and intelligence as possible. I asked questions in relation to the family involved in the report, the home address and any other relevant areas of note. As previously discussed this was essential information I had to gather in order to begin assessing the risk of the incident (College of Policing, 2014b), allowing me to identify potential harm that myself and my colleague could be facing. In this incident, I was informed that at the address that had been given, there were two elderly persons of Muslim ethnicity linked to the address. The information was limited to this, however from this I ascertained within my initial risk assessment that whilst the risk to officers and the public appeared low, I had to be cautious within my approach to ensure I showed respect towards the family’s culture and ethnicity in order to adopt the Code of Ethics and be professional in my dealing of the incident (College of Policing, 2014a). 

I attended the home address with my colleague, where a male who appeared to be in his 60s answered the front door to the property who stated he was home with his wife. Whilst he had a calm demeanour whilst I explained why officers were at the address, once I stated that I was required to enter the address to conduct a welfare check on his wife his demeanour changed. He immediately became visibly tense and stated he did not want myself to speak with his wife as due to their religion he did not wish for her to be present alone in a male officer’s company. Suddenly I found my dynamic assessment altering as this was not something I had prepared for showing how unpredictable domestic incidents can be for police (Heslop, 2010). Whilst I wanted to make sure that his wife was okay myself, I decided in this incident that falling back on my female colleague whom I was in attendance with would be the most beneficial action at this stage, to ensure that I was acting “with respect and courtesy” (College of Policing, 2014a). I asked the male if he would be comfortable allowing my colleague to speak with his wife in order to take his religious and cultural beliefs on board which he accepted and thanked us for taking this into consideration. On reflection of this moment, I believe I upheld the policing Code of Ethics and showed that I “will not discriminate unlawfully or unfairly” (College of Policing, 2014a) whilst also making a decision that was most beneficial for progressing an effective handling of the incident. 

I entered the address and went into the dining room with the male whilst my colleague went upstairs to the female. It was at this stage that I noticed a kitchen knife on the table. At first my heart began to race at the sight of the knife, however I was able to control my emotions in that moment and move past the vulnerability I was feeling (Heslop, 2010; Weber, 2019) and re-evaluate my dynamic risk assessment, once against using the NDM. I noted the male’s age and size in comparison to myself and paired this with the male’s calm demeanour and compliance with myself and deemed the knife to have a low risk of threat or harm to myself. Due to this I did not take any action with the knife at this stage. It was at this point that my colleague came back downstairs and informed me that the male’s wife had disclosed a domestic assault, where an assault is defined as “specific acts of physical violence” (Hilton, 2021, p.5). I spun this information through the NDM to process this extra information, where knowing that the male was capable of assault heightened the risk to myself and my colleague. On reflection of this, I have learnt that whilst “risk assessment is a prognostic task” (Hilton, 2021, p.16), the incident was becoming more complex to deal with.

It was at this point that the male was arrested, where the male became furious that he was under arrest shouting loudly in the address. Due to his growing anger I had to act quickly to prevent escalation and used force against the male to begin to apply handcuffs. However, as I took hold of one arm, the male used his free arm to reach for the kitchen knife on the dining room table. Almost subconsciously I found myself applying another dynamic risk assessment, where I deemed an immediate risk of harm to myself, my colleague and the male. Using the NDM I considered utilising numerous tactical options including “a baton, handcuffs, incapacity/pepper spray” (Heslop, 2010, p.23) however deemed these all to be inadequate due to how long it would take to get the equipment. Therefore, I used my physical strength to escort the male to the floor and disarmed the male before he had a chance to use the knife where the male was then restrained and arrested. On reflection of this could’ve been avoided had I removed the risk of the knife in the first instance, luckily nobody was injured however it has enforced Martinelli’s (2019) notion that as an officer I need to be constantly watching to assess for dangers. 

In conclusion, I believe that I adopted a dynamic risk assessment which allowed me to make quick, impulsive decisions in order to deal with the fast change of threat towards myself. I did however learn that whilst the NDM is there to assist with decision making, it is not the answer to a concrete plan whilst dealing with an incident and you may need to repeat this action multiple times whilst dealing with unpredictable circumstances. This incident has truly helped me to understand the meaning of having to make complex decisions every shift (College of Policing, 2014a) and to be more aware of the dangerous situations I may be putting myself in (Heslop, 2010. By continuing to develop this, I will ensure that I can deal with incidents and output positive results that will give the best outcome to remain proud and professional. 
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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:


It is known that humans are social creatures and a large majority of human history details people working together (Kozlowski and Ilgen, 2006; Morgan, 2015). Teamwork has an important part to play in human existence and has often given humans their greatest achievements in life. A prime example of teamwork is Apollo 11 where “300,000 men and women collaborated on the Apollo launch” (VouchForMe, 2020) which has become one of human’s greatest achievements. “Teams are at the centre of how work gets done in modern life” (Kozlowski and Ilgen, 2006) and within a team “cooperation abilities is vital for success at work” (Indeed, 2022). In the modern age, it’s important for police officers and staff to work together as a team to maintain their role of “reducing the amount of crime in their service area” (Spengler, 2018). A team can be defined as “a number of people or animals who do something together as a group” (Cambridge Dictionary, 2021b), whilst Indeed (2022) defines teamwork as a people’s ability to work effectively with each other to achieve a common goal. Within policing, teamwork often comes in the form of two police officers paired up together to make up a police patrol (Espevik et al., 2021) and the “ability of patrols to perform teamwork becomes essential to success” (Espevik et al., 2021). For this reason, it is important for officers to develop team cohesion to ensure the team functions well to perform their daily roles and duties. 

Team cohesion “is a product of social systems which has been broadly defined as the collection of forces that keep team members together” (Salas et al., 2017, p.134). It is important to have a team with a strong sense of cohesions because the performance of the team will be at its best. Espevik et al. (2021) elaborates on the importance of police team cohesion where it is proposed that the performances within policing teams can be improved by emotional factors such as cohesiveness and familiarity. When considering this notion, it is suggested a team who hasn’t bonded and developed a strong team cohesion will not give the same effective output compared to teams who have gained a sense of cohesion. “Cohesion is essential for team effectiveness and performance” (Salas et al., 2015) and within the workplace team cohesion is needed “to function effectively and productively and successfully reach their goals” (Herrity, 2022). However, it can be stated that “cohesion is inconsistently defined and measured” (Salas et al., 2015). There are many theories on how teams can develop cohesion from quick methods like activities to encourage team building like holding lunches and games with the team (Herrity, 2022) to more developing theories like the “Tuckman’s model (1965)” (Salas et al., 2017, p.103). 

Many of these different theories measure team dynamics as a means of developing team cohesion. “Team dynamics describes the behavioural relationships between the members of a group” (Osbourne, 2020) and “team effectiveness models suggest that the right mix of team members is an important enabling condition for team effectiveness” (Salas et al., 2017, p.4). Models such as Tuckman’s Model are “based on the idea of linear progressive models, suggesting that teams move through different stages” (Salas et al., 2017, p.2013). This all starts from the “beginning as a number of individuals who through conflict and afterward cohesion become a productive team and at the end terminate their team activities” (Salas et al., 2017, p.103). Salas et al. (2017) identify that within Tuckman’s theory, Tuckman proposed five phases of growth for teams, each with a distinct structure relating to an individual’s emotions, their relationship with society and work activity. Salas et al. (2017) identifies the model starts at stage one when team members have not bonded in any way and where there is an element of doubt over how the team will work together, before moving onto the second stage where intragroup conflict merges before moving onto the stage three. Stage three can be considered the most important stage where “cohesion is being developed and team communication is more open” (Salas et al., 2017, p.103). After stage three has been successful, stage four and five portrays when “the team reaches an optimal stage of productive” (Salas et al., 2017, p.103). On evaluation it is important to apply theories like Tuckman’s Model to team dynamics within the police because “high achieving companies recognise the importance of positive team dynamics” (Osbourne, 2020). It is important for the police as officers need to “invest time and resources in cultivating a culture that supports teamwork” (Osbourne, 2020). Through the bonding of team cohesion, developing the correct team dynamic and applying the Code of Ethics (College of Policing, 2014a), the police will be able to overcome any situation or challenge they face in a professional manner. Although, early on during the team development officers need to consider why inter-personal conflict can occur within a team and outline what strategies can be adopted to enhance individual and team performance. 

Conflict is part and parcel when considering teamwork, essentially it is inevitable (Raypole, 2020). As previously mentioned, humans are social creatures however when humans come together unfortunately “interpersonal conflict is a natural outcome of human interaction” (Raypole, 2020). Before a team dynamic is developed and a team cohesion builds within the team, interpersonal conflict is more likely to occur. “Interpersonal conflict refers to any type of conflict involving two or more people” (Raypole, 2020) and it is important to highlight conflict can occur because “people have very different personalities, values, expectations, and attitudes towards problem-solving” (Raypole, 2020). An example of where conflict can result can be in times of clashes over policies or having to “work or interact with someone who doesn’t share your opinions or goals” (Raypole, 2020).  This is likely a result of where “people can’t agree on a problem-solving strategy or action plan in a given situation” (Raypole, 2020) If a team cannot find strategies to overcome these issues this will result in a failing to team performance and will not allow a team to function effectively. It is important, however, to remember that a “good team dynamics wont collapse because of conflict” if it is effectively managed. Now, “manging conflict doesn’t necessarily mean preventing conflict” (Raypole, 2020) but it is a productive way to ensure that conflict doesn’t overshadow team cohesion. Conflict is a natural occurrence within teamwork and between team members (Osbourne, 2020) and there are strategies that help to overcome this such as “Compromise, Collaboration, Accommodation” (Raypole, 2020). These three strategies are different within each other, however can be used together to manage different conflicts between team members. For example, by adopting accommodation you consider someone else’s needs within the team over your own, allowing you to not be selfish with decision-making ideas and making you think about other members of the team (Raypole, 2020). This allows us to “understand how other people feel and relate to them on a deeper level” (Raypole, 2020), permitting members within the team put aside their differences and in return come together to develop better as individuals and as a team. 

Finally, it is important to consider that within the team dynamics of policing not all team dynamics developed are a positive one. Certain team dynamics can result in failing to comply with professional standards requirements. An example of a team dynamic which can form cohesion but can also result in conflict is banter. The term banter is often thrown around within the workplace and “describes the very British tendency to lightly tease those closes to you as a form of affection” (Petter, 2018) however, “others will say it carries much darker connotations, conjuring up memories of humiliation, ridicule and slander” (Petter, 2018). It can often be used “as a ‘get out of jail free card’ to mask abusive behaviour” (Petter, 2018). It can be said that “there’s always been banter in policing” (Garner-Purkis, 2021) and “banter is part and parcel of the police force” (Mills and Parker, 2018). A key point to note is that banter can allow officers a light-hearted way to get through any trauma linked with incidents officers attend (Mills and Parker, 2018) which is why “it is important officers are given the chance to have ‘banter’ to help relieve the stress of the job” (Garner-Purkis, 2021). There is a fine line between banter and bullying and even though some officers may play banter as only a joke (BBC, 2014) to others, “what the former think sis a joke, the latter may interpret as bullying” (Patter, 2018). Unfortunately, for the police examples of banter being used as an excuse for bulling has been well published within the public. For example, Mills and Parker (2018) have published how banter awareness training is offered within the police force to attempt to diminish bullying and politically incorrect behaviour. Another publication notes how “officers have been found exchanging highly-offensive messages or behaving inappropriately” (Garner-Purkis, 2021) towards each other. These examples of taking banter to far towards the case of bullying is a clear consideration for where team dynamics within the police service can result in failing to comply with professional standards requirements as “bullying is a form of victimization” (Klein, 2019) and is not acceptable amongst the team dynamics of policing. Not only because it goes against the Code of Ethics but because it defies most of the outlined standards of professional behaviour (College of Policing, 2014a). For example, within principle three of the standards officers must not act discriminatively towards any person (College of Policing, 2014a), including other officers. Further elaborating on this, principle ten details the reporting of improper behaviour and states an officer must “report, challenge or take action against the conduct of colleagues which has fallen below the standards of professional behaviour” (College of Policing, 2014a). 

In conclusion, teamwork is a critical part of being a police officer. Officers must work together to give the best team effectiveness and performance they can to any situation, incident or problem they will occur during their shifts. It has been recorded to show how different theories and team dynamics, for example Tuckman’s Model (Salas et al., 2017) help built and develop team cohesion. Team cohesion has been highlighted and it is clear how important it is for effective team performance. Team cohesion is used to bring the individuals of a group together to turn them into a dynamic team. However, we must take into consideration that during a development of a team, interpersonal conflict that not all team dynamics are always positive, for instance, banter can be commonly referred to as bullying which goes against the team development but also goes against policing policies and what they stand for. 
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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:

Within the police force, it is important to ensure the protection of the public from every aspect of crime, especially since “serious and organised crime affects more UK citizens, more often, that any other national security threat” (Gov, 2018). This is achieved using policing powers granted to officers “to prevent, detect and investigate crime and disorder” (Brown, 2021, p.4). Unfortunately for the police, Organised Crime Groups are some of the “most capable and resilient adversaries that the UK faces” (Gov, 2018) who use modern day advantages to their disposal in order to help hide their “profits, fund lavish lifestyles and invest in further criminality” (Gov, 2018). Organised Crime Groups are known to utilise the UK’s roads network to facilitate their criminal activity, where their exploitation of the roads knows no borders and allows the committal of crimes ranging from minor offences to international organised crime (Gov, 2018; College of Policing, 2019a; NPCC, 2022). Therefore, it is “imperative the way in which we police our roads also tackles and disrupts this criminality” (NPCC, 2022) and “effective policing of our roads is an essential means to achieving this” (NPCC, 2022). Whilst the Police Force has dedicated Roads Policing officers to assist in achieving this, they cannot police our vast roads network alone and often rely on local partner agencies such as the National Crime Agency for support (College of Policing, 2019a; NPCC, 2022). These agencies will assist in the gathering of information and intelligence to provide to police, a crucial element of policing the roads as “timely analysis of information is essential to effective and efficient policing” (College of Policing, 2019c). This information and intelligence can then be used in the disruption of the more prevalent criminal activities. 

There are many ways in which the police can gather information and intelligence (Bryant and Bryant, 2021) and it is important for officers to utilise every available asset to gather this, as well as to understand the different between information and intelligence. Information can be defined as “knowledge communicated or received concerning a particular fact or circumstances” (Dictionary.com, 2022). An example of how officers receive information is from members of the public, where persons within a community may notice “anything that odd, suspicious or out of character’ (Bryant and Bryant, 2021, P.543) and supply this information to the police. However, whether this information is accurate or dependable is not immediately known and must be reviewed into was is known as intelligence (College of Policing, 2015). Intelligence is “considered to be information derived from many sources that has been recorded, graded and evaluated” (Bryant and Bryant, 2021, P.542) creating intelligence which “has been developed for action” (College of Policing, 2022) ready to be utilised by officers. “Investigators should take advantage of all available intelligence sources throughout an investigation” (College of Policing, 2013) and they should remember that the gathering of intelligence is a process of endless means, with any form of information being put through the intelligence review, not matter how small it may seem. Information and intelligence gathering is important when tackling more prevalent criminal activity because more serious “criminals will usually go to some length to prevent knowledge about their activities leaking out” (Bryant and Bryant, 2021, P.541). Organised Crime Groups are known to work nationally so it is important that officers ensure “data must be shared locally, regionally and nationally within and between partners” (College of Policing, 2015) to assist in stopping these criminals. Even though it may appear to be a difficult task, through the sharing of information and intelligence it can be noted how “many of the serious and organized-crime investigations which result in a successful prosecution have their origins in good intelligence” (Bryant and Bryant, 2021, P.541). 

Roads policing is a vital area when assisting with the gathering of information and intelligence as well as preventing criminal activity as “there is a link between offending on the roads and other forms of criminality” (Bryant and Bryant, 2021, P.441). Consequently, it is paramount that the officers concerning themselves in the policing of roads not only have a constant presence, but also utilise technology that is not necessarily available to other officers. Road officers often deal with criminal activity “through an intelligence-led approach” (NPCC, 2018). It is important that road officers intervene and stop criminal activity such as drug smuggling, organised crime and county lines in order to “deny criminals the use of the roads” (Bryant and Bryant, 2021, P.442). An example of the equipment that road traffic officers have available to them is the “National Computer (PNC) check” (College of Policing, 2019a). Built into their vehicles, this computer check will provide the officer any information or intelligence of the vehicle they are targeting to see if it is involved with any criminal activity and if so, they will be able to stop the vehicle based off of this information. Another way road officers assist is by working alongside partner agencies to stop these criminals. For instance, The National Crime Agency is a partner agency concerned in confronting the risks posed by organised crime groups (College of Policing, 2019a; College of Policing, 2019b). This agency works with the police to provide information to officers on organised crime groups, including their “movements, transportation methods, routes used, packaging, markings and concealment methods” (College of policing, 2019a). With this intelligence, road officers can patrol designated routes to intervene and disrupt any potential criminal activity. 

A key investigative resource utilised in roads policing that is crucial in the disruption of criminal activity is the deployment of “automatic number plate recognition (ANPR) (College of Policing, 2019a). The use of ANPR has grown over the last few years and is used nationally throughout the United Kingdom (Bryant and Bryant, 2021; Gov, 2022), not only by the police but also by “other law enforcement agencies for law enforcement purposes” (Gov, 2022). ANPR can be used by roads officers as it “provides a tactical option to disrupt, prevent and detect criminal activity and, by doing so, helps to increase public confidence” (College of policing, 2019a). Operationally, ANPR works by automatically reading the registration numbers of a vehicle when the vehicle registration is targeted by the officer or computer and can assist in the identification of any vehicle which may hold any important information and may assist during investigations on vehicles (College of Policing, 2019a; College of Policing, 2021). ANPS is an “effective way of identifying vehicles and matching them against predetermined indices or flags” (College of policing, 2019a). Examples where this idea proves to be true is in cases where ANPR can highlight to officers if either in the past or present a vehicle has been used in “drug smuggling, human trafficking or child exploitation” (Bryant and Bryant, 2021, P.442). Proactively and tactically, ANPR is a powerful tool within modern policing and is a key component in tackling and disruption criminal activity (College of Policing, 2019a), which “includes tackling travelling criminals, Organised Crime Groups and terrorist” (Gov, 2022). On the contrary, even though ANPR is a highly useful investigative resource available to officers it should not be used to “replace thorough investigative enquiries and officer discretion” (College of Policing, 2019a). This is due to the fact that unfortunately not all vehicles used by criminals have been highlighted to the police, so ANPR may not give any indication to officers that there is any criminal activity linked to a vehicle. Therefore, officers must still gather their own information and intelligence through their own lines of enquires in an investigation and not simply rely on the technology provided.

When considering examples within road policing of how information and intelligence can be used in the disruption of more prevalent criminal activity, Cheshire Constabulary (2021) can provide evidence on where this has proved to be successful. Through the use of available technology such as ANPR, Cheshire Constabulary were able to disrupt and stop an organised crime gang of six males who went on a rampage around Cheshire and Manchester and “carried out a series of armed robberies at convenience stores” (Cheshire Constabulary, 2021). Cheshire Constabulary (2021) detail how over a timescale of seven months, the males committed a total of twenty-seven offences of armed robbery on a number of stores in the targeted areas, utilising stolen vehicles in an attempt to go undetected whilst travelling to the stores. This is an example of criminal activity working across different borders and causing the public to suffer alarm and distress which had to be stopped by use of effective policing. Cheshire Constabulary (2021) state that their officer used information from CCTV footage they had gathered in order to identify numerous vehicles used, which was when they had then deployed the use of ANPR to determine routes the stolen vehicles were being driven across. Through the use of ANPR, it provided the officers with an “effective way of identifying vehicles and matching them against predetermined indices or flags” (College of Policing, 2019a), allowing the force to locate “two stolen cars that were used in robberies” (Cheshire Constabulary, 2021) and seize these vehicles. As a result of this forensics were carried out on the vehicles allowing the identification of the males responsible, who “were all members of an organised crime gang based in Greater Manchester” (Cheshire Constabulary, 2021) and resulted in the males receiving jail sentences surpassing 50 years (Chester Constabulary, 2021). This incident is just one example of how through the effective policing of the roads by using information and intelligence provided through investigative resources such as ANPR, organised crime can be disrupted and brought to justice, stopping these groups from using our roads to commit serious crime.

In conclusion, the gathering of information an intelligence from both road policing and modern day technology is so important in the disruption of more prevalent criminal activity. Issues revolving around Organised Crime gangs who “ruthlessly target the most vulnerable, ruining lives and blighting communities” (Gov, 2018) are not easy to tackle and require a lot of investigative power and policing partnerships to disrupt this level of crime. However, through the deployment of modern technology available to officers such as ANPR, crime can be identified and prevented, transforming “how the police tackle criminality on the roads” (College of Policing, 2019a). Information sharing remains a key part of policing and the conversion of this into intelligence is essential for the investigative process. However, whilst it is clear in the case of Cheshire Constabulary (2021) that the intelligence gathered from their ANPR search was ground breaking in the solving of the crime, the police should not simply rely on the technology available and should instead use it to enhance their investigation alongside police discretion, training and levels of experience in order to effectively disrupt criminal activity.
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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 needed


 
 
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 
	 Required – 5/10
Rating- 7/10

During my one year as independent I have learnt a lot. I have become more confident with my knowledge and applying it to incidents I am involved in. I want to next year develop my knowledge in partiality road policing. Fully understand all the definitions in road policing and learning the definitions of the offences in road policing.

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 Required: 4/10
Rating: 7/10

My skills at dealing with incidents have greatly improved within the year. This has been confirmed by my Response Sargent  
Who reviews my skills at response calls and incidents. The area I need to improve my skills In is dealing with road policing. I have dealt with a few road traffic collisions and offences. However, I need to attend more of these calls so I can improve myself and develop.


	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 Required: 6/10
Rating: 5/10

I am now a year within response, I have experienced in my sector a great deal of calls requiring me to act in many different manners and approaches. I still am one of the newest on my team though and still get placed with more experienced officers. With time I will have to place myself as the lead officer so my experience can personally grow.
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