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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:
Within this essay I will be discussing the organisation culture within the police and how this has affected my wellbeing and resilience, since working on shift. I will also illustrate what strategies I will be maintaining my wellbeing and resilience whilst on shift. 
	Having worked on response and having gained my independent patrol status almost a year ago, I have heard countless of times, the force being referred to as ‘one big family’ or the ‘line blue line family’. This term, is a reference to the organisation culture this simply means the values in which colleagues share amongst each other which will then manifest itself into workplace practice (Cockcroft, 2013.) I find that this aspect of the culture can be quite reassuring. This is because, as officers we will often attend situations single crewed where you do not know what you are going to be faced with behind closed doors, these situations can often become dangerous and your safety and the safety of members of the public can quite easily become jeopardised, therefore knowing that should you ask for assistance at a call, then typically your colleagues will leave anything that they are doing to come and assist is often very comforting. This support has such a positive impact on my wellbeing, the support from a team often reduces stress and helps to maintain a balanced emotional state (Benenden Health, N.D). Being able to maintain a clear and focused state is always needed whilst at calls to ensure that the decision you make are the correct ones and you have safeguarded the people that need safeguarding the most. 
However, not all culture is this supportive within the police. Making headlines in the news recently is how sexism and misogyny is becoming an ever-increasing problem within forces. His Majesty’s Inspectorate of Constabulary and Fire and Rescue Services (HMICFRS) has stated that during an inspection into officers’ behaviour in 2021, female officers and police staff were the ones most likely to identify as victims of crude and inappropriate comments, having sexualised jokes told to them or being inappropriately touched in the workplace. These comments and actions were usually but not exclusively made by their male work colleagues. I have yet to be a ‘victim’ of such comments in the workplace as of yet, I can only imagine how demoralising and how vulnerable a female must feel after having such behaviour shown towards them, especially seeing that police officers have taken the oath to treat people with courtesy and respect, it also begs the question that if an officer can treat their colleague with disrespect then how are they treating members of the public. Although this behaviour should never be condoned at any time, it is easy to see how an officer may come under scrutiny especially for making a sexualised joke, often officers perceive their behaviour to be ‘banter’ amongst colleagues and as a coping mechanism to deal with workplace stress. The issue with conforming to this behaviour is that you could become the perpetrator, you could be making someone feel uncomfortable in the workplace and make an already stressful job even worse through making such comments. Another issue to consider is, that should an officer become so accustomed to another officer’s behaviour, then there is the potential that they will fail to see that they are a victim of workplace sexism, being a victim to sexism in the workplace will often leave the victim with poor self-esteem and a feeling of shame or confusion (Safe@school, 2013)It’s very easy to say that should I be a victim of such behaviour I will undoubtedly speak out and challenge any comment made, however until you are in that situation, you will not now how you are going to really react, this would only negatively affect a person’s wellbeing as having to endure such comments daily could be very draining. However, officers who witness such behaviour and fail to intervene, are failing to comply with number 10 of the Codes of Ethics which is the need to challenge and report improper behaviour. And although a breach of the codes of ethics, does not necessarily mean a misconduct hearing (College of policing, N.D), it can mean that you are leaving a vulnerable colleague deal with this behaviour on their own, which could further impact their mental wellbeing. 
	Since being on shift for over a year, I think it is fair to say that I have witnessed some incidents that to some could be quite distressing. However, to help cope with incidents that I have seen, I ensure that I complete activities that I know are going to particularly benefit my resilience whilst working. Resilience is a term that is used all too often whilst in the job, however often used in the wrong context. Resilience is a person’s psychological strength to cope and recover from stress and hardships (Cherry, 2023) which is something officers will deal with daily. To ensure that my resilience is where it should be, I have been ensuring that I exercise frequently. I am doing this because it is thought that moderate exercise can positively impact the neurochemistry in our brain which will assist with stress resilience (The Washington Post, 2023). I have found that after exercising I am able to think a lot more clearly and can put issues into perception better than if I have not exercised. I find that when I have a challenging day in work, if I was to sit in my house and do nothing then I am more likely to replay situations and think of where I could do better, and although this is not a necessarily a negative and reflection is definitely needed it is often better to do with in a work environment with colleagues as apposed to alone. However, especially when running I find that I am to essentially run the stress of work off. I can determine the pace that I want to run or how far I want to run, I have the control over what I do, which is completely different to being in work where often you do not determine on what you do as it is often a very busy environment to work in. During my runs there are often moments where I feel as if I cannot continue and as if I need to stop, however through resilience where I am able to grow through a challenge (Ogilivie, N.D) and come out on a personal high. It isn’t uncommon for runners to experience a ‘runners high’ whereby your body releases endorphins which will give runners a deeply euphoric feeling following their run (Linden, 2024). I can then use this feeling of success in work, I know how it feels to achieve something and the high that I feel afterwards, therefore whenever I am completing a task that I feel is challenging I will always persevere so that I am able to same the high as I do when completing a difficult run or workout. 

To conclude, this essay has mentioned how within the police there are some positive organisation cultures, such as the thin blue line family and how you know your colleagues are there to support when needed. But there are always some negative work cultures, the example of sexism in the workplace has been used to show how the behaviour could impact the victim. I have also discussed how exercising is helping to build resilience as I am able to recall how the feeling of completing a difficult run is like completing a certain task in work is similar and how this builds self-esteem which impacts resilience as a result (Innerdrive, N.D)
Word count – 1279 
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Task 2

Relevant areas of the National Policing Curriculum: 
Decision-making and Discretion, Vulnerability and Risk, Public Protection.  
 
You must choose an incident, for example a domestic related incident, and reflect on how you made decisions in complex and unpredictable circumstances using dynamic risk assessment. 

	
Give a brief description of the problem including social and legislative contexts and any relevant cultural, ethnicity and language issues. 

Evaluate decisions made during the incident and your use (or otherwise) of the National Decision Model. Explain the rationale behind your decisions and your considerations when recording details of the incident. Consider your ethical approach to the decision. Outline the consequences of your decision making. 

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





ANSWER:
As a police officer working within the response department, on a daily basis I am faced with incidents where the circumstances are unpredictable, very often I have no time to sit and think about the information that I have presented to me, I need to make quick assessments and quick decisions based on the information that I have to hand in order to protect myself, my colleagues and members of the public that I am employed to serve and protect. I need to be accepting that occasionally my initial plans will be unsuccessful, and I will need to quickly change my decisions to reach a safe outcome. Within this essay, I will be discussing a domestic incident that I attend recently whereby a family member contacted us on behalf of the victim, all parties were unknown to the police and had little to no footprint so information about these individuals was little. Upon arrival, my colleague and I have received information from the family that neither the subject or the victim spoke English, both parties spoke Arabic and appeared to be following the Islamic culture.
Whilst on route myself and my colleague were discussing what action we were going to take after arriving on scene we were both assuming it would be like domestics that we have attended several times before, to an extent it was, the subject and the victim were both still present and emotions were clearly elevated. We have followed force protocol and separated all parties to speak to them separately. However, we were faced with the issue that neither subject or victim spoke English and they were relying on their children to translate for them. Having never dealt with a non-English speaking family before I have had to use the National Decision-Making model (NDM) to gather all information that I had to develop a working strategy quickly. The NDM consists of 6 key elements, providing officers with an area for focus and consideration whilst dealing with fast moving incidents whilst ensuring that the codes of ethics is at the heart of what officers do (College of policing, 2024). This makes the NDM distinguishable from all other decision-making models, due to it being recognisable for the need for policing decisions to be consistent (Police handbook, 2024). 
Due to this model, I have contacted my control room asking for the number for Language Line as my working strategy to speak to the subject, whilst waiting for this action to be put onto the log from the control room I have attempted to communicate through hand gestures to try and explain my presence at the subjects property and to instruct the subject on what I wanted them to do. This was unbeneficial, the reason I believe this is because there was such a language barrier between myself and the subject that the only way that were going to be able to communicate to one another was through an interrupter by Language Line. 
Alternatively, I could have chosen to use google translate on my work issued phone to communicate with the subject even if it was for a short period of time due to the number for language line taking a longer than anticipated time to be placed on the call log. This could have helped to alleviate any anxiety that the subject may have been experiencing and meant that I would have initially been able to ascertain basic details. In spite of that, I did not use Google Translate, the reason I did not use this method was due to the subjects’ body language, it indicated that he was becoming aggressive, the subject began clenching their fists and jaw, whilst shouting what I assumed to be verbal abuse in Arabic, the subject also attempting to push me out of their way which were all clear indicators for aggression (Brewing C) again using a dynamic risk assessment I deemed this to be an option that would have been unsafe for my safety due to how the subject was behaving, I believed that the subject could have used a phone as a potential weapon and throw it at me causing a degree of injury therefore I waited for language line where I could keep hold of my phone throughout the conversation and minimise any risk to myself. 
Whilst dealing with the subject I was very much aware of how their culture differs from mine, the subject was a male and I knew that within the Islamic culture that males often believe that they are superior from women, this point is further supported by an article published by Karin Van Nieuwkerk in 1998 whereby they have agreed that men will often view women as weak and easily overpowered by them, as such women such be obedient and serve males. The subject attempted to control the situation particularly when it came to the handcuffing procedure. The male only wanted to be handcuffed to the front, however due to the male’s behaviour I deemed it appropriate that we cuff him to the rear, this angered the male massively, particularly when my female colleague and I had to get hands on with him to place the handcuffs to the rear, the male again became physically aggressive whilst doing so and began to resist arrest through punching, pushing and kicking officer, I have used the NDM to justify placing the male into a ground restraint to effect the males arrest and protect myself and my colleague. After the male was placed in a pair of handcuffs and safely up off the floor, I have then used Language Line to recite the caution and necessities of the arrest to the male, this was again another challenge that was unexpected, the interpreter working for Language Line struggled to understand what we were saying and what we needed them to do, subsequently we had to break the caution down into sentences for the interpreter to translate and say to the male. After the caution was explained to the male, we removed him from the property and safely placed him into the rear of the police cage. It was at this point that I have explained the rights that the male would have whilst in custody in relation to his religion and how we would accommodate these needs to the best of our abilities. I have asked whether the subject would like us to collect a Qur’an on his behalf to take with us to custody to which the subject declined. I was also aware of the subject having complex PTSD and took the time to explain everything that was going to happen and any loud noises that might occur, I did this as I did not cause the male any distress whilst in my custody. 
After the male was safely taken to custody, I have been able to reflect on my actions and my risk assessment, this was particularly beneficial to me as this was the first time having to deal with a family that did not speak or understand English. To reflect I used the Gibbs’ Reflective cycle, this is a six-stage model of reflection, to examine my experiences and to learn from the experiences (University of Edinburgh, N.D) The initial part of the reflection circle is to describe the situation in detail. I did not however complete this part of the reflection circle, I did not feel as if I needed to reflect on who was at the scene, I knew when and where it happened due to it being an on-going domestic upon my arrival, had this been a historical incident that had been reported to us then I would have considered reflecting on when and where the incident occurred as this can often be confusing especially whilst writing in depth updates. I did however reflect on my feelings whilst at the scene and incorporated my evaluation into this section. looking back, I was quite flustered although managed to remain professional, I believe this was due to the unexpected language barrier that I had to deal with whilst also dealing with an aggressive male trying to push me, it was the first call I had attended after getting assaulted the previous day whilst on shift. These factors effected my dynamic risk assessment through recognising cues for when the subject behaviour was changing. In a sense I believe that through getting assaulted it improved the way I dealt with this incident, I maintained more authority over the subject however I could have detained the subject earlier particularly when the male constantly tried to get to the kitchen, doing this would have optimised my safety even more. I have also reflected on how I was feeling after the incident, and although I noticed areas whereby, I could have improved such as detaining the male quicker as mentioned above, I did feel quite proud of how I handled the situation. as I have mentioned it was the first time, I have dealt with an incident like this, I was still able to reach a positive outcome, which was the male being arrested for several offences and safeguarding being put in place for the family. I spoke to the other attending officer, and she agreed that given the circumstance we were placed in. I have then begun to analyse this incident; I believe that this incident resulted in the way that it did was because I immediately requested Language Line to communicate with the male. Had I not done this then, I would not be treating the individual with fairness and respect. This would have resulted in a breach the codes of practice, I would have been unable to justify my actions as to why I did not request a translator, I attempted to put myself in his position and try and understand how he might have felt having an unknown person in my property and being unable to speak the language that they were speaking. From this experience I have begun to research deeper into language barriers. I have done this because, although I like to think I have a decent understanding of breaking language barriers, had I had a better understanding on how to support a person who did not speak my language then there is the potential that the male would not have had to be restrained on the floor had I been able to communicate with him effectively. I could have considered asking for a male officer to assist particularly for the males’ cultural needs. However, this would have been resource intensive and with very little officers on shift at that time I deemed it to be too resource intensive and I felt capable of handling the situation, asking for a male officer to attend would not have altered the outcome of this call the male would have still been arrested. The only thing that may have potentially altered was the male not being restrained on the floor, however using the NDM I knew I was justified in making that decision as it was to protect myself and other and effect the arrest of the male. 
To summarise, within this essay I have provided an example of how I had used the NDM whilst in a domestic situation whereby no parties spoke English. I explained the cultural issues of this matter and how I attempted to overcome these and then using the Gibbs Reflective cycle, to try and reflect on the positive of these incidents and where to improve next time. 
Word count - 1917















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:
Working within the police force, it is crucial that the constable can work amongst a busy team dynamic to increase officer safety and boost morale (Bergner, 1997). This essay will be exploring the theories of team dynamics and why some teams cannot function. This essay will also explore why there is often inter-personal conflict within a team and what strategies can be adopted to enhance performance either as an individual or within the team. 
To assist with writing this essay, it is best to have a definition of what a constitutes as a team. A team is defined, as a group of individuals from several different background and skill sets who will perform interdependent tasks to work towards a common goal (AQS, 2024). Within South Wales Police, there are several different departments who all have a wide range of knowledge on different information and topics. However, most who work within South Wales police all share the same common goal, which is to be proud, professional, and positive in everything that we do so that we can ultimately provide the service to the members of the public that we have chosen to serve (South Wales Police, 2024) 
A crucial aspect to team working is to understand how a person’s personality can impact a team’s dynamic. There have been several different theories regarding a team’s dynamic. However, for this essay I will be referring to the Tuckman’s Model and Richard Bechard’s GRPI theory.  The Tuckman theory was first introduced in 1965 by psychologist Bruce Tuckman, this theory is based on the idea that as a team develops maturity and ability and relationships begin to establish within the team, then Tuckman believes that the leadership style will change so that it is more collaborative and shared (West Chester University, 2022). However, in 1972, organisational theorist Richard Bechard first introduced his theory known as the GPRI theory. This theory is a simple concept and is based on what key factors a team needs to function in an effective way. GPRI is an acronym that stands for the following: Goals, Roles and Responsibilities, Process and procedures and interactions / interpersonal relationships (Lucas, N.D). It is important to mention first and foremost, that it can often take a new team time ‘gel’ together. It’ll take time for a team to go from strangers to co-workers and knowing how each other work. This is why within Tuckman’s theory he has introduced 4 models of development for team building, and initial aspect of this is entitled ‘forming’. Forming is quite self-explanatory, it is when a team initially meet and set ground rules, it is expected that whilst in this stage the team will look at each other as strangers and could feel anxious about how they are going to fit in on the team, within this state the team will rely on a team leader to give direction. However, Bechard’s theory argues that the first stepping stone to creating a good team is by setting goals. He believes this to be the best first step as it is meant to set specific objectives on what the team needs to achieve (Wellhub, 2024). This could be quite a useful strategy, as setting a goal neurologically will give a person a dopamine hit which will motivate a person to work harder to achieve their goal, which will then positively impact their team when figures are improving (Frost, 2023).  It is argued that setting a goal is essay, for example in the police we often set goals on how many arrests or stop searches that we want, however having everybody understand that goal can be different, some may only see their portion of the goal and not the whole picture. 
The next difference between both theories is that the Tuckman believes that the most common thing to happen stage whilst building team cohesion is called storming. This is the stage where; it is likely that newly formed teams will begin to push against established boundaries and where a team will most likely have conflict or friction. Tuckman believes this to be the case due to team members showing their true characters beginning to show and a person’s preferred style of working will emerge and clash with others on the team. It is believed that should this behaviour go unchallenged then it could result in team members having face-to-face conflict due to competing for power and ultimately challenging the team’s mission (Mind Tools, N.D). It could be argued that this is the reason that Bechard’s has stated that the second stage of establishing a team should be through assigning roles. It’s believed that through assigning roles it will give the team members clear responsibilities and every member of the team will know each other responsibilities and should ideally respect them. There are a number of differences between both theories, however, there are two similarities within these theories. These are the interpersonal relationship within the GRPI model and the performing aspect of Tuckman’s theory. This is because both these sections focus on the relationships built within the team. Both theorists suggest that, as the team develops relationships with begin to establish a good working team. Good relationships are needed so that the job will become enjoyable, and working within a close-knit environment will typically make a team more productive (Mind Tools, N.D) , this is due to the team motiving each other to complete goals and with good relationships comes good communication which will help perform various tasks more effectively. The GPRI interpersonal stage is about establishing trust and communication to support a sound working environment (Tartell, 2016).  Truckman also agrees and believes that the last stage of building as strong team cohesion is through the process of performing. This is where the team have been understanding relationships within the team and demonstrate a healthy system of sharing across the board and effectively produce work as a team. There are several advantages with both theories. However, the two biggest advantages for the GRPI theory. The first advantage is, that there is an emphasis on team leaders to set up efficient workflows and communication channels within the team. This is beneficial as it allows for leaders to respond and resolve any challenges as they arise, meaning that there could be less conflict for the team. The second biggest advantage to following the GPRI theory, is that there is an emphasis on building interpersonal relationships within the structure of the teams’ roles and responsibilities. This is effective as it improves the level of communication between team members as they understand how their work contributes to the overall goals of the team (Gupta, 2023). However, the disadvantage to this theory is that quite a static model. Thus, meaning that it does not account for how a team may vary in operations and performances in the long run, therefore this theory does not necessarily apply to a team’s developmental issues, for inconsistencies the team leader may have to constantly keep referring to the model and reconsider goals and roles. 
As for Tuckman’s theory, again there are several advantages for implementing it. However, the biggest advantage to this theory is that it is simple to follow, it is split into four simple sections. This will allow teams to be able to quickly implement the theory if needed smoothly and hopefully without major issues. It will additionally give team leaders and idea of what to expect when bringing a team together (Wallbridge, 2021). Although a disadvantage to this theory is that it assumes a team will move from one step to the next with distinct changes in dynamics, this is often not the case, and it is likely that staff will progress at different rates (Komar, 2024). 
Within the police, officers will work with each other for 8 hours and often confined to one van, and with a stressful job it is common for officers to have conflict with one another. The most common cause for team conflict to arise is because of differences in opinions in amongst the team, more specifically conflict about how to achieve a common goal (Reynolds, 2022), without well-defined goals teams will likely become directionless and stressful, which will often cause the team to clash over minor details. However, to avoid these interpersonal conflicts occurring, the best strategy to adopt is goal setting. Again, this has already been theorised within the GRPI model which suggests that setting goals would be the best way to enhance individual and team performances. This has already been above, and therefore for the sake of reputation will not be repeated. It is important to consider if some conflict will benefit the team. I say this because, there is no point in collaboration without tension and disagreement, if this will improve the values and expose the risk inherent in a plan (Davey, 2017). Another reason as to why interpersonal conflict may occur is because of competition. Most will always want to be the best and have the most figures on the team i.e most arrests, most stop searches, however this is not always possible and can lead to conflict due to some feeling as if they have been unfairly treated or feel as if they have not been given the same opportunities as their colleagues (Abbas, 2016). Occasionally, workplace competition isn’t bad, it can sometimes strengthen internal bonds with the team (Rethink Risk, 2024).  However, when such competition is causing conflict, the best solution to handle this conflict is through promoting a healthy balance. Encouraging health competition will emphasise collaboration and recognising a team members effort without having to promote ruthless rivalry (Ferrario, N.D). 
	With police officers’ workloads increasing, it is common for officers to try and ‘cuff’ calls. This means that officers will close a call without a proper investigation to reduce the team’s workload. This if often done because it isn’t uncommon for officers to be investigating over 20 different crimes at one time, which can be very demanding especially whilst trying to answer emergency calls. Another reason as to why officers may do this, is to impress their team with their low workload, officers constantly compare how high their workload is in comparison to each other, and by being able to cuff calls, it means that officers will be able to ‘fun policing’ instead of sitting at a desk all day having to progress different occurrences. The issue with doing this, is that an officer could be failing to protect the members of the public which they have sworn to protect and serve. It could be argued that when officers fail to complete their investigations, then officers are failing to protect victims from harm. Thus, meaning that, officers are then not complying within common law. Officers who fail to comply with common law face the prospect of going against a misconduct hearing as a wilful abuse of power that the public office held (Crown Prosecution Service, 2023) 
In conclusion, within this essay it has been discussed how two theories the Tuckman’s theory and the GPRI theory, are largely different from each other but how the interpersonal section of the GPRI theory is like that of the perform section within the Tuckman’s theory. The positive and negatives of both theories have been discussed. It has also been considered some reasons as to why personal conflict occurs within a team and solutions to solve it. Lastly the essay has touched upon how police officers cuff calls and how this can impact their job. 
Word count – 1917 
















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:

Prolific offenders will use the road network to facilitate their commission of crimes, including county lines, burglary, and drug smuggling. Within this essay, it will be explained how information and intelligence can be used do disrupted more prevalent criminal activity, by effectively policing the road and how Automatic Number plate Recognition (ANPR) can be used as an investigate resource when disrupting criminal activity. 
	Disruption within the police often means an attempt to develop a smarter approach controlling serious and organised crime, often committed by determined, sophisticated and high-risk offenders who are resilient to typical methods of crime prevention. Police are now having an even greater ambition to be more intelligence led and proactive to disrupt these criminals and provide an efficient service (Skidmore, N.D). When officers join the police, it is fair to say that most join with the ambition of disrupting crime and placing criminals in prison. However, there are specific departments within the police that will disrupt the more dangerous criminals. An example of one of these departments is Tarian. Tarian works collaboratively across three police forces, South Wales Police, Gwent police and Dyfed-Powys Police, and works to investigate and combat Serious organised Crime (SOC). There are over 14 specialist departments working within Tarian, with all department focusing on specific areas such as surveillance, cybercrime, and assets recovery. However, for the purpose of this essay, the department that is going to be focused on is the intelligence specialist, intelligence involves the collection of critical information that is related to targeting criminality and provides insight into crime threats and can help identify individuals where there is a significant reason to believe that they are involved within the criminal word (Bureau of Justice Assistance, N.D). The role of an intelligence officer is to develop information and intelligence, through using the national intelligence model (NIM) which is an intelligence led businesses model used by UK police forces (His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services, 2024), after this intelligence has been developed it is then that specialists job, to disseminate it to the correct parities, confidentiality and sensitively to ensure that the intelligence is processed lawfully (College of policing, 2024). Tarian will then be able to use this developed intelligence to notice emerging threats and methodologies being employed by SOCs impacting the UK. For example, through using intelligence, Tarian would be able to track how drug smugglers are brining drugs into the UK and how they are avoiding detection at the border (National Crime Agency, N.D). Through intelligence that has been shared regarding any SOCs activity, it is hoped that Tarian and other departments within the police, specifically the Road Policing Unit are able to assist disrupt their behaviour. The roads policing unit (RPU) is crucial in this disruption of crime on the road as they are the officers that are trained to peruse vehicles and bring them to the saftest stop possible, the RPU are the unit to enforce traffic laws and will seek to detect and deter other illegal activity (Brake, 2024). Detailed and relevant intelligence is key to making the best use of said departments resource to tackle criminality. For example, should intelligence be received that a black car vehicle plate unknown, carrying a large quality of drugs was Traveling from England to Wales on an unknown date, then this would be quite hard to act upon and to intercept, resulting in drugs being transported in Wales. However, should detailed intelligence be received such as black car, vehicle number plate known and make of the car known was travelling down from England to Wales and was transporting drugs on a specific date and was making this journey regularly, then Tarian and the Road Traffic Units can work in collaboration with neighbouring forces to intercept the vehicle and make any necessary arrests (Chesire Constabulary, N.D). This strategy helps prevent crime because rather than reacting to an offence whilst it is happening, intelligence-led policing uses the knowledge that is already acquired to determine trends and patterns to go and target individuals and groups that intend on committing offences and disrupting their working pattern (Parliament, N.D). The advantage of working from intelligence-led roads policing is that through identifying, offenders on the road and provide an opportunity for them to work within the community to stop their behaviour before arrests are made for more serious offences. The issue with intelligence-led policing on the roads, is that for it to be successful, then neighbouring police forces need to work together and share their intelligence in order to be able facilitate this resolution (LeCates, 2024) 
Offenders are constantly trying to outsmart the police and develop working strategies so that they are able to continue with the commission of their offences, therefore it is crucial that the police are up to date any new trends that are recorded, and intelligence is built to allow for the best chance of apprehending these criminals.  It is often thought that criminals that are involved within a SOC and organised crime groups (OCG), will also commit petty offences. Offences such as illegal parking and fly-tipping where the use of a car is needed, will contribute to wider understanding on, where these cars visit, why they are there, who drives them, when they are driven and for how long they are at their location. Knowing all this information can help develop intelligence, so that departments such as Tarian can potentially look at sending officers out to servile these cars, to establish if there is more than meet the eye and to then create a strategy to bring these offenders to justice and to protect the roads and the members of the community from serious crime. 
ANPR is a system to help detect, deter, and disrupt criminal activity at a local and regional level, this includes SOCS. The benefit of ANPR is that it provides a line of enquiry whilst investigation crimes and is used throughout Wales, England, Scotland, and Northern Ireland. Therefore, it is easy to access data whilst conducting an investigation as all results are on one database. An ANPR camera works when a car drives past the camera and its registration plate is read instantly checked against a database of cars of interest. Should a car drive past a ANPR camera that is of interest, the police will be notified, and the car can then be stopped, and where necessary arrests can be made (Police.uk, 2024). ANPR can be used as an investigative resource when disrupting criminal activity by, cross-referencing, and integrating data from other sources such as CCTV and DNA data which can then provide material which will help provide an overall direction of investigation and generate other lines of enquiries for the police. ANPR can enhance an intelligence picture and identify where and when a vehicle of interest has travelled to support enforcement strategies (College of Policing, 2024). An example of when ANPR is effective to disrupt crime, is if there is a prolific burglar who uses a vehicle in the commission of the offence, the car the burglary is likely to be driving is either going to be uninsured or stolen. Targeting such vehicles through the use of ANPR, is more likely to bring this burglar to the attention of the police. Officers can then use their powers to seize the vehicle, which will result in the criminal losing his means to commit crime as easily, which will thereby, significantly disrupt the offender’s criminal activity as well as improving road safety (House of commons, 2006). It is believed that in the areas where there are ANPR cameras, arrest rates is ten times higher than where there are not cameras. What is more these arrests are typically related to the more serious crime such as drug smuggling and theft as apposed to motoring offences (Blears, N.D). Not only are ANPR cameras in police vehicles, they are also fixed alongside the road, the location for these cameras are hidden to prevent criminals avoiding them (Police.uk)  
To conclude, within this essay it has been mentioned what it means for police to disrupt criminal activity, and how police forces across the UK are having a greater ambition to be intelligence led to disrupt said criminal activity. It has also been mentioned how departments such as Tarian utilise their intelligence specialist, to develop information and intelligence by using the NIM, in order to disseminate it to the correct departments and agencies so that it can be utilised correctly and lawfully. Within this paragraph it has also been explained how intelligence requires collection of critical information, relating to targeting criminality so that prolific offenders’ patterns of behaviour can be noted, and their behaviour disrupted quicker. It has also been explored how, SOC and OCG groups tend to commit petty or less serious offences, alongside their more serious ones. It has been suggested that by using intelligence and surveillance there is a greater chance officers will learn the movements of the car and therefore capable of intercepting and bring the more serious offenders to a stop. This essay has also mentioned what ANPR is and how it works. It has been explained that ANPR can be used as an investigative tool and provide lines of queries for officers by cross-referencing and combining data from other sources such as CCTV. An example has been given for this of how ANPR can be used to stop prolific offenders, resulting in offenders losing their means of travel to their next intended location of offence. 
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Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 
 
1. Putting together a case file for CPS
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 




9


	Low 
1-4 
	Med 
5-7




6
	High 
8-10 
	 As police officers it is our job to collect evidence to present a case to CPS, for a charging decision. 
Therefore, the ability to put together a good case file is essential. However, I have rated myself as a 6 with my knowledge on completing case files. This is because, as a response officer most case files that I will complete are basic straight forward Guilty Anticipate Plea (GAP). I am weary of the fact that as I become a more experienced officer, I will be tasked with completing more serious cases. 
Therefore, to improve my knowledge I will be setting myself Specific, Measurable, Achievable, Relevant and Time-based goals (SMART). 
S – I specifically want to improve my knowledge around building a non-guilty anticipated Plea (NGAP), to try and secure a charge in court. 
M - I will be able to measure my success through doing these files. When I receive less file re-works and when I feel competent enough to put a file together without having to relay on the support of my colleagues.
A - This target will be achievable as I will put myself forward to progress case files whilst on shift and will follow correct guidance given by colleagues and CPS. 
R - This target is relevant to my job, and will assist my team as there is often confusion around case files, and if I am confident in putting a file together than I can support my team
T - I will aim to improve my knowledge by the end of December 2024. 


	SKILLS 
 
 
1. Communicating with people where English is not a first language. 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 



9
	Low 
1-4 
	Med 
5-7 



7 
	High 
8-10




	 Working in area where there are members from many different cultures and where English not a first language for many people. I am needed to communicate with these people effectively to provide a service. 
I have scored myself a 7 for this skill. This is because, I am very aware that I have quite a strong Welsh valleys accent, and I am often told I speak quite fast. Therefore, I appreciate that for some they may struggle to understand exactly what I am either asking or saying. I intend to improve this over the coming months and be mindful on the speed that I am speaking and will attempt to speak in a clearer tone, so that I can receive the correct information for a person and deal with an incident accordingly. 

	EXPERIENCE 
 
 
 
 
1. Writing detailed updates. 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10



10  
	Low 
1-4 
	Med 
5-7 
	High 
8-10



8 
	 Whenever you deal with an incident within the police, it is expected that you will then write a detailed update as to what has happened. 
I have scored myself an 8 regarding writing an update, as other officers will often approach and inform me that I have provided a good detailed update. Whilst in training, a colleague once told me to imagine that I was going to interview a prisoner and all I had was that update to base my questions upon. Ever since this was said, I have always made it my priority to give detailed updates, so that any officer that reads my update has a strong understanding on what has occurred. There have been instances whereby, I have attended several calls throughout the shift and will leave them until the end of my shift to update. This is something that I wish to improve upon, I find that when I do this my memory if often quite blurred about what has happened, and although I ensure to include the most important aspects, I find myself forgetting minor details which could help paint a bigger picture. To improve this, I am intending on writing updates before attaching myself to the next call that comes in. I am aware that this will occasionally not be possible, if having to attend an emergency call. But I will ensure to write updates in my Pocket Notebook, to assist with my updates later. I will also ask the person who I was crewed with for that shift, to read over my update to see if I have missed anything out. 
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