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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:	

In this essay, I will refer to Borton’s reflective framework to assess the impact of organisation culture on my well-being and resilience, using three questions: What happened?  What were the consequences?  What now?

I came into this job with no policing background. My first seven months have most definitely changed my pre-conceived ideas of what policing involved. 

Edward Hall developed a concept of organisational culture called ‘The Iceberg Model’ stating, “If the culture of a society was the iceberg, then there are some aspects visible, above the water, but there is a larger portion hidden beneath the surface” (Hall, 1976). The concept is that what is visible may not reflect what is concealed. Police uniform may be visible but may not reflect the person wearing it.  The iceberg model can be applied to policing organisational culture. I will explain by relating my personal experiences. Prior to joining South Wales Police, I only saw the uniform (the top of the iceberg and what is seen by most of the public). Becoming an independent officer has given me a deeper understanding of police work and its culture. 
 
My induction provided good support. The tutorship programme offered reassurance and a safe learning environment to learn the ropes of the job. It was effective as I was able to gain confidence in my decision making capabilities, by having the support of an experienced officer beside me. I learnt a great deal from this period of time. At Swansea police station, the culture was friendly, open and encouraged development.  Starting with clear communication from recruitment phase and in every phase after encouraged officers to communicate openly and honestly in a respectful manner which will benefit the organisation as a whole. This has been a positive experience and one that I would encourage as an effective strategy to building an open and honest culture. 

Management styles also play an important role in building a consistent culture, from sergeants and inspectors down to the grassroots. My current sergeant is welcoming and has an open door policy to all members of the team on duty. He is open to adapting shift patterns, applies fair allocations of administration tasks and tries to accommodate  childcare arrangements and challenges. This is very much appreciated by all the officers under his command and is rewarded with a response that officers are more forthcoming with volunteering for jobs that are less glamorous, thereby creating a positive working environment. Individuals are ready to go the extra mile and this can prevent a build-up of resentment among the team. He also rewards and promotes officers who display the behaviours that are consistent with the culture and values of the force. 

I have witnessed and been part of such shared beliefs and unwritten rules such as, starting your shift 30 minutes earlier to make sure the team on duty finishes on time. At Port Talbot Station this unwritten rule is something we all have bought into. This influences and builds a positive team culture. 

The policing environment is traditionally a highly stressful environment with high risk, quick decision making. This combination is a pressure, as officers have little time to react. Making errors can cause significant consequences for the public.
 
After the initial phase, the pressures of the job have affected my wellbeing, especially when I moved to a different police station. I was apprehensive about many factors, for example, working in an unknown location, not knowing any staff and having to build up new relationships once again.  I was also uncertain about the ways of working, the operational systems, not knowing exactly what would be expected of me, and balancing the job with university expectations and family life. This tested my resilience to cope with all this change.

I learned quickly that the demand in the new area was extremely high, and the team was a lot smaller, so the team struggled with resources. The demand has resulted in an inability to attend my hub department attachment due to short numbers on shift. I am now lacking knowledge and experience in dealing with prisoners and case files. On occasions, I have felt overwhelmed and my wellbeing has suffered.

In 2012, Rachel Dodge from Cardiff Metropolitan College, wrote “stable wellbeing is when individuals have the psychological, social and physical resources they need to meet  a particular psychological, social and/or physical challenge”, (Dodge, 2012). Initially, I was unsure about how to address my feelings and was afraid to speak about this, because I didn’t want to be seen as ‘weak’ or incompetent, or that I couldn’t cope, and ultimately I didn’t want to let my team down.

Becoming independent comes with increased responsibility as I must take complete ownership of all my decisions and be able to justify them. In training, I was taught the gold standard ways of operations and situations appeared to be black or white. However, in the real policing world, there are many grey areas and massive time constraints. I have found it difficult to manage my personal value of a high standard of performance. There are just not enough hours in a day to meet my own expectations. 

If the organisation culture meets the needs of both the service providers and the service users, there is little risk to the individual in conforming. The risks of conforming to a dysfunctional culture could create extremely dissatisfied officers and public and increased officer sickness and absenteeism. If the culture allows officers to be treated inconsistently, this can cause resentment within teams and work productivity can suffer. 

Similarly, if the culture allows unrealistic expectations of officers due to factors that are beyond anyone’s control such as lack of officers on shift and the volume of workload, frustration can be felt and, over time, this can manifest itself in depression. An example of this is having a lack of time and opportunity to complete training. Within my working team, I have support, as they are aware that I have not been able to attend my Hub attachment. The understanding from the team has been a great support in spending time, showing me and teaching me about certain files and contents. Within the station, there is a culture to resolve gripes that individuals have immediately rather than allow them to fester. We have daily team briefings where team members can voice concerns in an open setting. This facilitates a feeling of being valued and heard. 

The World Health Organisation defines wellbeing as, “a state in which every individual realises his or her potential, can cope with normal stresses of life, can work productively and fruitfully and is able to make a contribution to his or her community”.

To aid me overcoming the challenging emotions I have felt, I have employed a number of strategies to access support.  My partner is also new to the role, so it is particularly helpful that I can talk openly to her and know that she can relate to my experiences, whilst also sharing her own opinion and knowledge. I feel fortunate to have an approachable, supportive supervisor who understands me as an individual. He provides me with regular feedback and reassurance. The force provided us with a Wellbeing day to spend time together as a team but not in a pressured work environment.  This proved beneficial. 

Taking care of wellbeing encourages officers’ empathy, mental health and emotional well-being. “Disclosing mental health problems has been described as ‘career destroying’, (Bell & Eski, 2016). When wellbeing is important in an organisational culture, there is a healthy lack of fear of being identified as a weakness.

In conclusion, I have no doubt that there is a close relationship between the organisation culture and officers’ wellbeing and performance.
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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:

In this essay, I am going to reflect on a domestic related incident which I have dealt with, and pay particular attention to my decision making. To support my reflection, I will use Borton’s reflective model, breaking my performance down into three sections: Firstly, ‘What?’, secondly ‘So what?’ and thirdly, ‘What now?’

Whilst on duty, during a Friday night shift, I became assigned to an ‘abandoned 999 call’. Prior to the call being terminated, the only information received was from a female voice, which was heard saying, “YOU SHOULDN’T HAVE HIT ME”. 

With immediate response, I attended at the address linked to the call, in company of a colleague. Whilst on route to the call I asked the control room to complete Police National Computer (PNC) checks on the persons linked to the address, to provide me with an indication of who I could be potentially dealing with and their characters. 
There was only one person linked to the address, which was a female of clean character, she did not have any warning markers against her name and she had never been arrested before. No other persons were linked to the address or female so no checks could be made on any potential other involved persons. 

Upon arrival, I activated my Body Worn Video to ensure I captured any scenes and disclosures of the incident. The house was in darkness and no sounds were heard coming from within. I then knocked the front door, and a female answered, and so I explained why I had attended her address and asked if I could go inside to speak to her. The female showed me in to her living room. There were no obvious signs that a physical altercation had occurred within this specific area, however there were two empty bottles of wine and a number of empty cans of lager. 

The female stated that she did call the police, because she had an altercation with her husband of 17 years, who had since left the address. The female then stated that her husband was staying at another address for the night, and that she had two children under the age of 10, asleep upstairs in the property. The female continued to explain that both her and her husband had been drinking throughout the evening, where they had each consumed over one bottle of wine. When they then went to bed, the husband started to snore and so the female was repeatedly nudging him to try to make him stop. The male then flung his arm at her and hit her in her already injured knee, causing her severe pain. The female then retaliated and pushed his face. A verbal argument then broke out between them both and the male left the address. 

Suddenly, a male then entered the room, stating he was the female’s husband and that he had not left the address. The male then continued, saying, “MY WIFE HAS ASSAULTED ME”. The male had a clear visible cut under his left eye, which was bleeding. 

The female reacted immediately to her husband’s presence, and began shouting at him, which led to the male shouting back at her. Both parties were swearing and raising their arms. I formed the opinion that both parties were highly intoxicated from their manner of communication and actions. At this point, I interrupted the argument, escorted the male in to a different room, and asked him for sufficient personal details for me to complete a person search on my mobile handset. I did this to gather as much information and intelligence to help me make the most informed decisions and ensure everyone’s safety inside the address. The result of the person search was that the male was also of clean character and he was not linked to any previous offences. This was the first domestic incident involving the police that either party had been linked to, which helped me to form the opinion that this was an isolated incident. I then asked the male further questions, to understand the circumstances of the incident from both sides. The male confirmed the same circumstances of the female, although added that she had hit him in the face twice. 

I then concluded that I had sufficient grounds to suspect that the female had committed the offence of assault, and so consequently, I made a decision to arrest the female for domestic common assault. 

From start to finish, when dealing with this evolving spontaneous incident, I continuously repeated the cycle of stages in the National Decision Model, to rationalise my decisions and actions. This helped me to deal with the incident effectively and efficiently whilst upholding a positive reputation of South Wales Police, safeguarding all persons involved and appropriately dealing with the offence. 

At the centre of the model is the ‘Code of Ethics’. The College of Policing states that, “This distinguishes the NDM from other decision-making models and recognises the need for all police decisions to be consistent with the principles and standards of behaviour set out in the Code.” (CoP, 2014). Throughout this incident, I considered this code, ensuring that my behaviour was exemplary of the standard required from police officers. I know that by conducting myself in this professional manner can aid me in achieving positive results as it helps to gain trust and confidence from all members of public, including victims, witnesses and suspects.  

From the onset and throughout, I investigated and gathered as much information as possible to help me establish the circumstances, what offences had been committed and what safeguarding actions I could put in place. This assisted me to define what had happened and provided me with clarity as to who did what. It also enabled me to move on to the next stage of the model. I utilised my Body Worn Video during the full time of my attendance to demonstrate my integrity.  By utilising my camera, I was able to capture the scene, disclosures and my own actions. This would help me to justify why I made the decisions I did, ensuring that I was professional, fair and accountable at all times. 

Stage three of the National Decision Model is to ‘Assess threat and risk, and then develop a working strategy’. Here, I considered the offender behaviour and impact factors of the male and female. Neither person had any warning markers or had been involved in previous domestic incidents. The male although not appearing aggressive and being compliant, was of a large athletic build, and under the influence of alcohol. The female was verbally resistant and under the influence of alcohol. I then asked myself a number of questions, including, do I need to take immediate action? What could go wrong? Will my actions resolve the situation? From here, I graded the threat and risk as high due to the male having one clear injury already and the female’s behaviour being irate and emotional in the presence of the male. 

Following the previous stage, I considered what powers and policies applied to the incident. Primarily I thought about South Wales Police’s organisational Domestic Abuse Policy, and it’s objectives:
· “to protect the lives of both adults and children who are at risk because of abuse.
· to investigate all reports of domestic abuse.
· to take effective action against offenders and they be held accountable through the criminal justice system
· to prevent and reduce incidents of domestic abuse”
(SWP, 2020)

This policy also states, “The first priority of the attending officer is to ensure the safety of the victim and take positive action to assess the risks, reduce or remove the threat and prevent any harm.” (SWP, 2020)

I also considered the legislation of the Police and Criminal Evidence Act 1984 (PACE), which states that for a police officer to make a lawful arrest, the officer must be certain of two factors. These factors are noted from The College of Policing as, one, “a person’s involvement, suspected involvement or attempted involvement in the commission of a criminal offence”, and two, “reasonable grounds for believing that the person’s arrest is necessary”, (CoP, 2020).

After considering the organisation’s policy, and what lawful legislation was applicable I concluded that I had the necessity to arrest the female; a prompt and effective investigation in to the offence committed, prevent further physical injury to the male and defuse the situation for the present time, protect vulnerable persons by safeguard the children.

Before the final stage of ‘taking action and review’, I then moved on to identifying ‘options and contingencies’. Having already established that an arrest was an option,
I thought about whether there were any less intrusive methods of dealing with this incident. Police presence at the incident was not enough to ensure that this high-risk incident would not continue after leaving, and tactical communication with words of advice did not seem sufficient either. I thought about removing the male or female to a different address for the evening and I considered other forms of intervention such as conducting a voluntary interview. However, due to the nature of this incident being domestic related and the male having obtained an injury, I formed the opinion that I had sufficient grounds to suspect that the female had caused the injury to the male, committing the offence of common assault.  I then made a conclusive decision to take positive action by arresting the female.

After the female was arrested, the male provided a negative statement where he was not pursuing a complaint against his wife and he declined answering DASH (Domestic Abuse Stalking Harassment) questions, and did not provide consent for the referral of Public Protection Notice which would be sent to multi-agencies for early identification, intervention and prevention of domestic abuse.

Before leaving the address, I went upstairs to the children’s bedrooms, primarily to ensure that they were ok, and secondly to see if they had witnessed the incident, however, both children appeared to be sleeping peacefully. 

I did not think that removing the children to a different address was appropriate due to the time of the night and them being asleep in their beds. Also, although the male / children’s father was intoxicated I did not see him as a risk of harm to the children and was confident that he would be able to maintain their welfare. As at the time of this incident it was the first of it’s nature the use of a refuge was not appropriate for the male and children.

On review, I recognised that I could have intervened earlier when the male first entered the living, separating them and prevented the argument from escalating. 

I feel that I remained in line with the Code of Ethics, and was ambiguous when speaking to both parties. I often considered, ‘what would the police service expect of me in this situation, and what would the victims or affected community expect from me in this situation?’ I also feel that I used my professional judgement to uphold the law with integrity and fairness to prevent crime, keep the peace and safeguard the male and two children whilst the offence was investigated further. 

I am confident that the consequences of my decision-making were necessary, proportionate and justifiable, and I was fully accountable for my actions. 


1877 words















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:

In this essay, I will evaluate theories of team dynamics as a means of developing team cohesion. I will also show consideration why interpersonal conflict can occur within a team and outline what strategies can be adopted to enhance individual and team performance. Additionally I will consider how team dynamics within the police service can result in failing to comply with professional standards requirements.

In most, if not all workplaces, effective teamwork is important but for the police force, it is vital to its success and should be considered a core value for any officer.  Police officers are often working in intense, potentially dangerous situations where there is little time for decision making and trust in colleagues is essential whether officers are preventing, responding or investigating crimes, whether they are arresting or detaining suspects or whether they are helping with emergencies.  Evidence suggests that effective teamwork can improve safety, communication, problem-solving and boost morale.

Teams rarely function well without good leadership so in evaluating theories of team dynamics, leadership styles must be explored.  In 2012, Rogers maintained that leadership is key to good performance in the police force and Northouse stated that, “Leadership is a process whereby an individual influences a group of individuals to achieve a common goal”. (P.Northouse, 2010)

There are many styles of leadership:  autocratic which is directive , democratic which is consultative and laissez faire which is more hands-off.  Leadership models include transactional , transformational , adaptive, situational and supportive.  These models are not mutually exclusive and each model offers guidance on how to lead effectively.  The two models which have mostly been adopted in policing are the transformational and the transactional models.  Transactional leadership uses reward to engage team members who develop a high level of commitment to follow the leader. Transformational leadership focuses more on team building and development, generated by a charismatic leader with the appropriate transferable knowledge and skills.  

An effective leader needs good communication skills, demonstrates efficient time management, delegates tasks fairly and transparently, displays all four areas of emotional intelligence as defined by Goleman (self-awareness, self-management , social awareness and relationship management)  and understands how to motivate team members.  

Most theories of team dynamics reinforce the importance of effective leadership so it falls on the team leader to identify the reasons for poor team performance.  Adopting and adapting the models below will help to develop common understanding amongst team members and consequently establish good team cohesion.   

In 1965 Bruce Tuckman introduced a theory about group development which helps leaders and team members to identify the stage their team is at.  It is common to encounter issues such as inter-personal conflict at the forming, storming and norming stages.  At the team’s initiation phase, individual roles within the team are often unclear and there is little agreement of the team’s aims.  This can cause confusion and frustration.  At the storming stage, although team members are gaining confidence, they often compete for their ideas to be accepted and power struggles can form.  Disagreements can ensue and it is up to the team leader to guide the team through this turbulent phase by encouraging listening, compromise and commitment to clear goals.  By the time the team reaches the norming stage, there is more consensus and roles and responsibilities are clear and accepted by team members.  When teams reach the performing stage, there is a high level of autonomy, trust and cooperation amongst team members and the service benefits.  

Belbin also established a model based around nine specific roles for effective teams.  These roles comprised: resource investigator, team-worker and coordinator, plant, monitor evaluator and specialist, and shaper, implementer and completer finisher.  He believed that all roles needed to be assigned to a team, for that team to flourish and achieve goals.  In a small team, some team members may carry out multiple roles and in a large team, some members may have the same roles.  It is down to the team leader to match roles to team members’ skills and abilities.

Another approach which could help the leader to identify the weaknesses of the team is the model created by John Adair’s Action Centred Leadership (ACL) theory which focuses on three key areas of leadership:  achieving the task, building the team and developing individuals.  If there is an imbalance in terms of the attention given by the leader to any of these areas, the team will not achieve optimum performance.  If too much attention is given to the task, often because of time and resource constraints, individuals can suffer at a personal level.  If too much time is given to developing a good team spirit, then the task may not be achieved.  If specific individuals within the team are favoured by the leader, the team members may suffer, and the goal or goals may not be achieved. So, to summarise, a leader can significantly influence the dynamics of a team.  If she or he is incompetent and does not have the appropriate attributes, the team is likely to underperform.  

Some teams do not function well due to poor cohesion.  Poor team cohesion can be caused by many factors.  Personality clashes can contaminate a team environment.  A weak team culture where individual achievements are valued more than team goals can undermine team performance.  Overwork and being undervalued can lead to low morale and underperformance, which can in turn lead to poor service.    

Strategic decisions can also influence the development of teams.  In 2011 and 2012 Fast Track and Direct Entry, two reforms introduced by Winsor, allowed individuals without basic policing experience to access leadership posts.  However, these reforms have not been generally welcomed by the majority of officers who retain the belief that in order to understand the frontline job, leaders need to have served their time.  Whether this is due to a macho culture within the force or whether there is substance in the beliefs, the reforms have not had enough time to play out.

Lack of motivation is another reason why teams might not function well.  Mullins (1996) believed that performance depends on ability to do the job and motivation.  Understanding what motivates team members is key to maximising performance.  Individuals can respond to both intrinsic and extrinsic motivators.  The former includes a sense of belonging, personal fulfilment and a sense of achievement.  The latter includes money, status and working environment.   Maslow’s hierarchy of needs (a mix of extrinsic and extrinsic factors) is generally accepted as a model worth reflection, as are Herzberg’s two-factor theory focussing more on intrinsic factors such as achievement, recognition, responsibility, advancement and growth and Vroom’s expectancy theory which works on the assumption that people will make decisions and adopt behaviours to maximise pleasure and minimise pain. It is important that leaders especially, but also team members, know about and understand how to implement these theories of motivation to optimise team performance.  

Ways to improve group cohesion include having a clear mission which all team members understand and buy into, appreciating diversity, using individuals’ strengths, clear communication, creating a respectful environment, facilitating team building workshops and activities and challenging any potentially offensive remarks or behaviour.  It is also important for leaders to recognise and celebrate a team’s successes.  In 2004, a Home Office report found that police officers and staff saw recognition of their efforts by leaders as being an important feature.


Like all teams, policing teams can be subject to conflict between team members and between team members and their supervisors.  There are two main types of conflict – task conflict and relationship conflict.  Task conflicts occur when information given is unclear or inadequate or when an individual does not have the skills to complete the task.  Relationship conflict involves personality clashes, rivalry, differences in needs and values of team members.  Any of these factors can trigger disputes.   Early intervention into such conflict is essential to avoid poor service delivery and performance.  The leader of the team should resolve the conflict in a positive manner, and utilise the CUDSA strategy:
C - Confront the issue
U - Understand other position
D – Define the problem
S - Seek a solution
A - Agree action to resolve
(Cinardo.S, 2019)

Unresolved conflict will not allow the team to function effectively, and the team will stay in the storming stage of Tuckman’s model. Without appropriate and timely intervention by the leader, these conflicts may lead to a loss or lack of trust and poor performance.

It is essential for all officers to comply with the standards of professional behaviour, as reflected in the Code of Ethics, because policing relies on public confidence and the public’s expectations of how police officers should behave. Adherence to the standards plays an important role in maintaining the public’s trust and confidence which policing depends on. Professional conduct is not just public facing. It is important for police officers to demonstrate integrity within the police service.  If there is no trust amongst officers internally, then there is a high risk of lack of trust externally when dealing with the public. 

Poor team dynamics can result in failing to comply with professional standard requirements. Conversely, non-adherence to professional standards by any team member can result in poor team dynamics. There is a close relationship between taking on the legal and ethical protocols of the police professional standards and taking on the requirements for effective team working.  There is evidence, historical and current, of police officers’ corruption which is more likely if the internal environment of the workplace is corrosive and if officers feel isolated and unsupported within the team structures.  Without a supportive team culture, there is more likelihood of individuals not conforming to policing policies and procedures which are in place to safeguard the reputation of the police force.

There is little doubt that successful teamwork embraces the professional standards of accountability, fairness, honesty, integrity, leadership, objectivity, openness, respect and selflessness.  If these values are not adopted by the teams within the police force, then a negative environment will exist; internal conflict will emerge, communication will deteriorate, inconsistencies will there is every chance that the public will lose confidence and reject the service.   
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

	
[bookmark: _Hlk92141912]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:

In this essay, I will write about policing the roads and explain how information and intelligence helps the police to detect crime. I will pay particular attention to how ANPR can be used to aid and support when disrupting criminal activity. 

Roads policing is no longer a case of ‘traffic officers’ whose priority focuses were enforcing road traffic legislation, and dealing with road traffic collisions. Although, road safety has always and will always remain at the heart of policing the roads, it is now a wider concept where roads policing resources are utilised to target criminals, who use the road network for their criminal purpose. In December 2021, the College of Policing defined the role of a Roads Policing Constable “to prevent loss of life and injury on the roads by preventing, investigating and prosecuting offences through intelligence led policing.” (CoP, 2021)

In May 2020, Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services reviewed the police 43 police forces in England and Wales’ crime plans, where they found that “Roads policing or road safety was listed as a priority in only 19 of 43 force plans”. It is fair to say that this figure of 44% is low, and it should be recognised. (HMICFRS, 2020) 

Some forces were selective, only choosing to implement certain elements, where others had an effective response to all elements. The result of this was an inadequate application of the strategy, for instance, the strategy’s second objective is “secure roads free from the threat of serious crime and terrorism. Proactive, intelligence-led activity that denies criminals the use of the road network is vital in combatting all types of crime, from high-volume crime to drug supply and modern-day slavery. The more effective forces had a balanced approach to the strategy, combining effective tactics to promote road safety while, at the same time, targeting criminals”, (HMICFRS, 2020). 

The network of roads throughout the UK are vital passageways, which facilitate a significant amount of criminal activity, and this has a huge impact on society.  This network enables criminals to connect and transport ‘items’ to and from widespread areas, fulfilling their supply activity. These ‘items’ consist of a number of varied things, from trafficking victims of exploitation, to drugs and illegal firearms. The National Crime Agency defined serious and organised crime as “individuals planning, coordinating and committing serious offences, whether individually, in groups and/or as part of transnational networks” (NCA, 2018). 

To enable police to catch any kind of criminal they must possess a basic amount of information and intelligence. Information is knowledge, which has been communicated or received cornering a particular fact or circumstance. Information is part of everyday life and the basis of communication. It is raw, unverified and unevaluated data which can be gathered from any source, but crucial was gathering intelligence.

 “Intelligence is information that has been analysed to assess its relevance and reliability”, (NCA, 2021).  Intelligence is collected from a range of sources, varying from members of public to undercover officers, and from law enforcement partners to security agencies. It is data has been processed and evaluated from trusted sources.

The National Crime Agency have produced three levels of intelligence: 
1. Strategic
2. Tactical
3. Operational

Strategic intelligence helps the police to deploy resources to the most appropriate locations, against the greatest threats. The tactical level notifies police of emerging threats. A specific example of this could be, highlighting the routes that an Organised Crime Group is using to traffic firearms in to the UK and how they avoid detection at the border. Operational intelligence specifically relates to the activities of known OCGs that enables police to conduct operational activity against them, for example, having the description of a vehicle carrying and distributing drugs.  

Accurate intelligence enables police to prioritise action against the greatest threats and deliver the maximum disruptive impact on serious organised crime. To take full advantage of known intelligence, police work closely, sharing the intelligence with partner agencies, including Border Force, HM Revenue and Customs, Counter Terrorism and regional organised crime units, to identify threats to the UK. This enables joint operations to be prioritised and co-ordinated, maximising opportunities and positive results. (NCA, 2021).

In 2019, the National Crime Agency released figures of ‘Methods of transport’ associated to organised crime groups. These figures showed:
· Trains used for 40% of transport
· Vehicles on roads for 60% of transport. 

Vehicles on roads was then broken down further to specific figures of:
· 25% private car
· 16% hire car
· 14% buses and coaches 
· 4% pool car 
· 1% taxi
(National Crime Agency, 2019)

These figures highlight the importance of roads policing, because they identify the most common ways of transportation. Once developed, this information was shared with relevant multi agencies, such as the British Transport Police who police train lines. 

Although the use of ‘taxi’ is a low figure of 1%, this is likely to be a higher rate, because organised crime groups utilise taxi’s as it enables them to travel anonymously. This method of transport is therefore growing and because technology has advanced, enabling options to make bookings via apps, this presents a gap in intelligence. This signifies the importance of identifying the taxi companies used, to aid in disrupting organised crime groups travel methods. 

The College of Policing released a case study on this topic, which stated, “An OCG involved in regional drugs trafficking utilised a particular local taxi firm, and a specific private hire driver when transporting quantities of class a drugs. The local taxi licencing department who requested records of this and other driver’s activity visited the company. With supporting evidence from the police, it became clear the OCG were visiting the same place some distance away on a regular basis. The next booking made by the OCG resulted in the arrest of the passenger and the recovery of a quantity of controlled drugs”, (COP, 2021).

Evidence suggests that people who commit motoring offences or drive dangerously are more likely to be involved in other forms of criminality than those who don’t; “79% of disqualified drivers had criminal records, which is four times that of the general population”. So targeting vehicles, which are performing minor driving offences, and poor driver behaviour, and stopping them using police powers and road traffic legislation is key for patrol officers to engage and be proactive. An example of a fundamental power, available officers to stop vehicles is, Section 163 of the Road Traffic Act 1988: “a person driving a mechanically propelled vehicle on a road must stop the vehicle on being required to do so by a constable in uniform”, (COP, 2013). By using this power, officers can then utilise the Police National Database (PNC), which is a significant intelligence tool available to them. The PNC holds information about a number of different types of markers on people and vehicles, so by stopping vehicles highlighting concern, will enable people and vehicles checks to be conducted, and this will result in further intelligence being gathered. By officers carrying out this duty it will certainly support in disrupting organised crime groups who are using the road network. 

Stopping vehicles is a basic policing tool, which can achieve very positive results, but additionally to this, technology enhances opportunities for police to disrupt and tackle criminality on the roads. The main types of technology available for police utilise are, ‘Automatic Number Plate Recognition’ (ANPR), average speed cameras, CCTV, and facial recognition.

ANPR camera systems are essentially active cameras, which gather intelligence from reading number plates of vehicles that pass them, and then checking it against a database. They are fixed at a number of locations on a variety of roads, but some police vehicles, including all road traffic cars have them fitted inside, making them mobile versions. ANPR cameras can also be deployed via other agencies, such as local authorities, toll roads, ferry ports and commercial companies like shopping centres, and car parks. 

Police UK, state, “At present ANPR cameras nationally, submit on average around 60 million ANPR ‘read’ records to national ANPR systems daily.” (Police.UK, 2021). The information gained from ANPR cameras is stored securely for one year, and managed under the Data Protection Act 2018.
[bookmark: automatic-number-plate-recognition-]
[bookmark: _GoBack]ANPR is an essential tool for a number of police enquires on roads, such as locating people who are missing or wanted, searching for stolen vehicles and uninsured vehicles, and detecting cases of crime. “It provides tactical option to disrupt, prevent and detect criminal activity and, by doing so, helps to increase public confidence”, (College Of Policing, 2013). When officers are dealing with these types of incidents and it is believed or known that a vehicle may be involved, then the use of ANPR should always be considered as soon as possible to intervene with the vehicle as early as reasonably practicable. 

The college of policing published findings from two case studies on ANPR, showing it’s significance. One study related to a series of armed robberies, which were committed using a vehicle displaying various false plates. ANPR research was conducted and noted a common trend of another vehicle travelling in convoy. The vehicle was traced back to it’s owner who was a identified as a member of an organised crime group. As a result, the person was arrested and later convicted. Another study looked at a case where a HGV vehicle used by an organised crime group to export stolen items was stopped at the port of Dover, following his vehicle activating an ANPR camera.  The vehicle was carrying two stolen tractors, which were then recovered. Again, the driver was arrested and prosecuted. (COP, 2013)

It is important to be aware that these ‘professional criminals’ commonly alter the number plates, placing stolen ones on to vehicles or they obscure the digits. These people also attempt to hide their faces when they pass a camera which they know the location of. These techniques present issues for the ANPR in identifying the vehicle. 

There are a number of advantages to using ANPR, some being:
· It can be used for pre-planned national operations involving multiple agencies, for example, cross-border 
· It is easily accessible and deployed quickly
· Multiple vehicles can be monitored at the same time
· It produces accurate geographic location data
· Utilises PNC markers to flag vehicles that require intervention

The weaknesses to ANPR are:
· When vehicle index plates have been altered by criminals it was cause difficulties 
· It is not 100% error free
· It does not work as well with motorbikes as it relies on an image of the front of vehicles

Weighing up the pros and cons of how information and intelligence can be used to disrupt criminal activity when policing the roads, and paying particular attention to ANPR, brings me to the conclusion that intelligence led and technology assisted police presence produces positive results. However, officers should not become reliant on technology, as it is not 100% correct. Therefore, thorough investigative enquiries and officer discretion should not be replaced.

Many officers shy away from the traffic side of policing because they do not feel confident in their capabilities when dealing with related incidents, myself included. However, having recently undertaken a short attachment with the roads policing unit I have developed more confidence and understand that more exposure will help aid my learning. I would relish in more opportunity as a response officer to take a proactive approach in challenging road users to educate them and detect true criminals of the road network. The more officers that think and act this way then policing the roads will be more effective, detecting more criminal activity and keep communities safe. 

1943 words
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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 
 
 
 
 Methods of disposal 





 









 Case file building 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


8















8
	Low 
1-4 


     4













     

    4

	Med 
5-7 
	High 
8-10 
	 
 


Develop a more thorough base of knowledge for after arrest processes, for example, bail, remand, Postal Charge Requisition (PCR), Release Under Investigation (RUI). I will do this through practice and asking colleagues and sergeants that are questions that are more experienced. 



Familiarise myself with   the required forms for each type of file, and understand what detail is necessary to put on these forms.  

	SKILLS 
 
 
 
 
 Decision making
 

















 Writing skills 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7





















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



6
















   
 
  5
	High 
8-10 
	 



As this is an essential skill for the role of a PC, I feel like improvements can always be made here. I am confident in my decisions but I believe I could improve by making them at a quicker pace. 
Experience will help me here, as I will be able to practice, learn and gain confidence. A firmer knowledge of police powers would also help me to come to conclusions quicker.   



My updates are extensive and I ensure they are detailed but I can improve by providing more critical evaluations and explanations.


	EXPERIENCE 
 


 Confrontation and physical altercations  / use of force
 
 
 
 
 
 
 
 






   

Working with communities of various cultures 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


8



















    8
	Low 
1-4 
	Med 
5-7


    6



















    5
	High 
8-10 
	



In terms of this point, I feel I need to be more assertive in some situations and take charge from the start – instead of giving people the benefit of doubt. I think exposure and experience will enhance my ability. I will also review my Body Worn Video of relative incidents I have attended to learn from what went well and what could be done differently.  

 

I am professional and abide by the Code of Ethics, but have not been involved in many incidents where I have had to exercise my cultural awareness. I aim to be more proactive and engage with local cultural groups to develop a better understanding of their cultures and build rapport and trusting relationships. 



 
 


 
Bibliography
The bibliography should only include sources referenced within the workbook using the Harvard referencing system. Information about referencing in written assignments and how to avoid plagiarism can be found on Moodle. It is important that you are aware of the importance of ensuring that the work submitted is your original work.

· Police Federation. (2021). The Work of Roads Policing: Saving Lives. Reducing Crime. Available: https://www.polfed.org/our-work/operational-policing/roads-policing/. Last accessed 12th December.

· Bangham, A. (2018). Policing Our Roads Together: A 3 year strategy 2018 – 2021. Available: https://library.college.police.uk/docs/appref/Policing-our-Roads-Together-partners-copy.pdf. Last accessed 12th December.

· College of Policing. (2021). Roads Policing Constable. Available: http://production-cop-web-elb-883774526.eu-west-2.elb.amazonaws.com/professional-profile/roads-policing-constable/. Last accessed 28th December 2021

· College of Policing. (2013). Road policing Disrupting criminality. Available: https://www.app.college.police.uk/app-content/road-policing-2/disrupting-criminality/. Last accessed 12th December.

· HMICFRS. (2020). Roads Policing: Not optional. Available: https://www.justiceinspectorates.gov.uk/hmicfrs/wp-content/uploads/roads-policing-not-optional-an-inspection-of-roads-policing-in-england-and-wales.pdf. Last accessed 12th December

· National Crime Agency. (2019). County Lines Drug Supply, Vulnerability and Harm 2018. Available: https://www.nationalcrimeagency.gov.uk/who-we-are/publications/257-county-lines-drug-supply-vulnerability-and-harm-2018/file. Last accessed 12th December.


· National Crime Agency. (2021). Intelligence: enhancing the picture of serious organised crime affecting the UK. Available: https://nationalcrimeagency.gov.uk/what-we-do/how-we-work/intelligence-enhancing-the-picture-of-serious-organised-crime-affecting-the-uk. Last accessed 19th December 2021.

· College of Policing. (2021). Disrupting Serious and Organised Criminals - Use of Taxi and Private Hire . Available: https://whatworks.college.police.uk/Research/Documents/Menu_of_tactics.pdf. Last accessed 15th December 2021.

· Police UK. (2021). Automatic Number Plate Recognition (ANPR). Available: https://www.police.uk/advice/advice-and-information/rs/road-safety/automatic-number-plate-recognition-anpr/. Last accessed 2nd January 2022.

· College of Policing. (2013). ANPR. Available: https://www.app.college.police.uk/app-content/investigations/investigative-strategies/investigative-strategiesanpr/. Last accessed 2nd January 2022.

· Jackson, P. (2021). Effects of Team Cohesion on Team Performance. Available: https://www.linkedin.com/pulse/effects-team-cohesion-performance-sushmita-choudhury. Last accessed 1st December 2021.

· HMICFRS. (2018). PEEL: Police leadership 2017. Available: https://www.justiceinspectorates.gov.uk/hmicfrs/wp-content/uploads/peel-police-leadership-2017.pdf. Last accessed 1st November 2021.

· Oxford Reference. (2021). Team Cohesion. Available: https://www.oxfordreference.com/view/10.1093/oi/authority.20110803102757913. Last accessed 20th November 2021.

· Kotter.J. (2010). Leadership: What Is It?. Available: https://www.sagepub.com/sites/default/files/upm-binaries/33554_Chapter1.pdf. Last accessed 12th December 2021.

· Cinardo, S. (2019). Managing volunteer conflict using the CUDSA model. Available: https://educationaltoolsportal.eu/educationaltoolsportal/en/system/files/documents-handouts/CUDSA-Model-document_0.pdf. Last accessed 5th December 2021.

· Mind Tools. (2020). Tuckman's Model for Nurturing a Team to High Performance. Available: https://www.mindtools.com/pages/article/newLDR_86.htm. Last accessed 6th December 2021.

· College of Policing. (2014). National Decision Model. Available: https://www.app.college.police.uk/app-content/national-decision-model/the-national-decision-model/. Last accessed 12th October 2021.

· College of Policing. (2020). Response, arrest and detention. Available: https://www.app.college.police.uk/app-content/detention-and-custody-2/response-arrest-and-detention/. Last accessed 12th October 2021.

· Chartered Management Institute. (2015). UNDERSTANDING ORGANISATIONAL CULTURE. Available: https://www.managers.org.uk/~/media/Files/PDF/Checklists/CHK-232-Understanding-organisational-culture.pdf. Last accessed 1st November 2021.

· College of Policing. (2021). Promoting the right culture. Available: https://www.college.police.uk/guidance/neighbourhood-policing/promoting-right-culture. Last accessed 1st November 2021.

· Rick, Torben. (2015). THE ICEBERG THAT SINKS ORGANIZATIONAL CHANGE. Available: https://www.torbenrick.eu/blog/change-management/iceberg-that-sinks-organizational-change/. Last accessed 1st November 2021.

· Hall, Edward. (2010). Edward T. Hall’s Cultural Iceberg Model. Available: https://www.spps.org/cms/lib/MN01910242/Centricity/Domain/125/iceberg_model_3.pdf. Last accessed 1st November 2021.

· Dodge, R. (2012). The challenge of defining wellbeing. Available: https://internationaljournalofwellbeing.org/index.php/ijow/article/view/89. Last accessed 1st November 2021.
[bookmark: TITUS3FooterFirstPage] 

29


[bookmark: TITUS3FooterEvenPages] 

32


[bookmark: TITUS3FooterPrimary] 

33

image1.png
Prifysgol Cymru
% Y Drindod Dewi Sant

N University of Wales
Trinity Saint David

%





