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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, through the use of research, I will examine the importance of maintaining wellbeing and resilience after achieving independent patrol status.
I will be using Gibbs’ Model of Reflection (University of Edinburgh, 2020) to reflect on how being part of an organisational culture has positively affected my own wellbeing. Additionally, I will be analysing coping strategies I have utilised that have helped me to minimise stress and maintain my wellbeing in order to develop in my role as a police constable. 

Organisational culture is the shared values, beliefs and attitudes held by those who work within an organisation (Chartered Management Institute, 2015). Alvesson (2002), describes it as “the glue which holds an organisation together”. The organisational structure, processes of the work required, and management styles are some examples of factors that can affect the conduct and attitudes of both individuals and groups within an organisation (Chartered Management Institute, 2015). Charman (2017) expresses police officers as ‘active participants’ in policing cultures and explains that they form the many aspects of policing culture through their interactions and validations with groups and one another. These characteristics all play a part in the process of becoming a police officer. 


An organisation's culture is subject to change since it is shaped by the behaviours and perceptions of its members. The introduction of the Code of Ethics is one example of how culture has altered, and I would contend that policing culture is subject to frequent shifting. Prior to the code of ethics, officers who engaged in unethical behaviour were thought to be shielded by the "blue code of silence." A term used to characterise officers who would have the backing of their colleagues and superiors. The adoption of the Code of Ethics, which mandated that all police staff report misconduct, unmistakably altered the culture of policing. The focus of police culture has changed from protecting people to what Charman (2017) refers to as a "code of self-protection".

The culture within an organisation is also dependent on ‘organisational justice’, a term used to describe employee’s perceptions of fairness within the workplace (Adamović, 2014). It can be influenced by the choices made by senior managers, the working environment as well as the treatment received from other colleagues and those of a higher position (Chartered Institute of Personnel and Development, 2013). Roberts and Herrington (2013), describe organisational and procedural justice as “complementary concepts that relate to the way individuals make judgements about fairness and outcomes when considering their interactions with others”. They state that job performance, commitment to the job and job success are all directly linked to organisational justice. Put simply, the way employees are treated within an organisation will impact on how they perform within the job. Additionally, this is the finding by Bakhshi, Kumar, and Rani (2009) who, following a survey conducted by them concluded that, “employees who felt that they were treated fairly were more likely to hold commitment, trust and satisfaction than when they perceived that they were treated unfairly”. 

After achieving independent patrol status, I was told that I would be transferring to a different team and sector within the force because there were too many officers on the team I was on. Due to this, I had to join a separate team that was already formed, perhaps exposing me to a different culture than the one I had already come to terms with and thought of as belonging to. I recall feeling anxious at the time, questioning how my new team would take to me and how quickly they would accept me. 
My feelings of self-doubt intensified, since I knew that my new team would be assessing and potentially examining my leadership skills and decision-making abilities. Even though I was still experiencing these emotions, my former team's encouragement enabled me to see the shift as a positive.  

It became apparent after joining my new team that humour is used as a “tool of coping” for many police officers, as a way of dealing with a demanding and challenging occupation (Charman, 2017). Humour, according to Scott (2007), has the potential to help relieve stress and defuse potentially difficult situations. I strongly agree with this because, in my experience, humour not only helps me to process and control my emotions during challenging situations, but it also has a noticeable effect on suspect interactions as I have found that most of them relate to humour, which is helpful when attempting to diffuse tense situations. Hoyle (1998) puts forward a distinction between ‘cop culture’, theorising that cop culture refers to how officers express themselves in the course of their work, whereas ‘canteen culture’ refers to the values and beliefs demonstrated in social interactions when off-duty. Waddington (1999) further adds to this and puts forward that the ‘gallows humour’ that is experienced in ‘canteen culture’ assists with tension release.  

Embracing my team’s culture has allowed me to integrate into the team brilliantly as well as giving me a feeling of belonging. Reflecting on my own development, I have found that humour has increased my ability to confidently deal with situations independently. Adopting humour when processing emotions, has made me slightly desensitised when dealing with certain situations. This is supported by Regehr et al (2002), who asserts that humour helps police officers emotionally separate from their immediate environment, enabling them to better regulate situations and lessen the impact it has on them as individuals. 

It is important to acknowledge however, that conforming to organisational culture, may come with its risks. From my own experience, I understand the need to feel accepted into a new group and the fears associated with the possibility of not fitting in. Spooner (2023) explains that when entering a new organisation, people frequently go through a socialisation phase. Learning the processes as well as the accepted informal ways of behaving are all part of this socialisation process. 
She goes on to say that people run the risk of feeling under pressure to adopt some of the more harmful attitudes and behaviours because of this urge to be accepted. People who disregard the unwritten rules run the risk of being rejected and socially excluded. Spooner (2023), concludes that it is valuable to spend time reflecting on your own ideas of professionalism and your own identity. 

Being a police officer is a job like no other and I have already in the short time of being an officer, witnessed things that many individuals will never see in their lifetime. Since becoming a police officer, I have experienced higher levels of stress and Miller (2022), explains this is because of the relentless exposure to negative situations encountered when doing the job. According to Mind (2023), stress is our response to pressure or threats which frequently occurs when we believe we have no control or ability to manage a situation. During my tutorship period, I started boxing within a women’s boxing club after it was recommended by colleagues as a stress-reduction strategy. I am still a part of the club and attend on a regular basis. I find that exercise is beneficial to reducing my stress levels and improving my resilience and according to Bozdarov et al (2022), boxing provides measurable benefits for stress reduction, mood and sleep. Feeling less stressed and tired has made me more resilient which has ultimately led to me better performing in work. 

Learning how to manage stress and engaging in regular physical activity has significantly contributed to my overall wellbeing which has helped me to adapt and develop within my role as a police constable. Additionally, exercise has made me mentally and physically stronger which is sometimes needed due to the physical demand of the job, and it is something that I will continue on with. 
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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:

Domestic Abuse under the Domestic Abuse act 2021 is defined as: “Behaviour of a person towards another person is domestic abuse if, both persons are each aged 16 or over and are personally connected to each other, and the behaviour is abusive. Abusive behaviour can consist of any of the following: physical or sexual abuse, violent or threatening behaviour, controlling or coercive behaviour, economic abuse and/or psychological, emotional, or other abuse. It does not matter whether the behaviour consists of a single incident or a course of conduct (Legislation.Gov,  2021). 

Using the National Decision Model to explain my decision making and rationale, I will be reflecting on a recent incident I attended in which I supported a victim of domestic abuse. The incident relates to a case involving ongoing domestic abuse, in which a young woman had travelled from Syria to Wales with her husband in search of employment opportunities, but neither of them had relatives in the area and spoke little English. The reason for police involvement was as a result of a call from a neighbour who lived next door to the couple who informed police that the female had knocked on her door covered in injuries begging the neighbour for help. 
Under the Codes of Practice for victims of crime, individuals who are considered vulnerable as a result of a crime, are entitled to enhanced rights. This is also the same for domestic abuse victims as, the Codes of Practice recognises that Domestic Abuse is a serious crime. The Codes of Practice aims to ensure that victims of crime receive the services required from those involved in the criminal justice process (Ministry of Justice, 2023).

College of Policing, 2021 defines vulnerability as “a person is vulnerable if, as a result of their situation or circumstances, they are unable to take care of or protect themselves or others from harm or exploitation.” There are many contributing factors as to why somebody may be vulnerable and this definition highlights the importance of police support, as without it, individuals may not receive the help they need. People who are in situations where they are unable to protect themselves will need the greatest support and will be dependent on the police to be a voice for them. 

The crime survey for England and Wales estimated that in the year ending March 2023, 2.1 million people aged 16 and over experienced domestic abuse. Alarmingly, the statistics show that out of the 2.1 million, only 889,918 cases were recorded by police (Office for National Statistics, 2023). In line with this, the policing vision 2025 has noted a significant increase in certain crimes with domestic abuse being one of these. The mission and values emphasise the need to provide effective services and care for victims and underlines that protecting the vulnerable and reducing crime are core priorities for the police service (National Police Chiefs’ Council, 2016) It is evident from the statistics provided that a significant number of victims do not report things, so it is pivotal that the police provide the best possible service to encourage more victims to come forward.

Roycroft and Roach (2019), describe human decision making as a “complex phenomenon” that is influenced by a wide range of factors that are present at any given time. Several situational, contextual, experience and knowledge-based aspects can frequently influence the making of a certain decision. Particularly for police officers, factors such as legal powers, knowledge of a certain area or person(s) and experience within the job all play a part in the decisions that are made. 

The National Decision Model or 'NDM' is a framework that assists with decision making and risk assessment. Created by the Association of Chief Police Officers (ACPO), the model can be used for all decision-making situations. In addition to the above, the NDM can also be adopted as a debrief tool as it encourages individuals to evaluate situations and to consider factors for future situations (East Midlands police academic collaboration, 2017). The NDM is composed of six essential components with the Code of Ethics at the core of all decision making. In line with policing principles and accepted standards of behaviour, the Code of Ethics encourages the use of the NDM to assist with ethical thinking (Roycroft & Roach, 2019). The NDM is a flexible framework in the sense that although you follow it step by step, there may be a requirement to revisit or repeat elements of the cycle.

As a police officer whose role involves responding to incidents, information and intelligence is pivotal in gaining an understanding of what has happened, along with other factors such as person(s) involved, offences that may have occurred and information relating to officer safety. For this particular incident, prior to arriving at the scene, information that I was aware of included a female, who spoke little English, who had attended at a neighbour’s address with injuries, begging for help. Due to the limited English, the neighbour who called the police was unable to provide any further information in relation to who was involved or what had happened. Although I was concerned for the female, I was reassured by the neighbour that she was safe with them and would remain with her until the police arrived. Information about the individuals involved would have been helpful to have as it would have enabled me to look at previous incidents that may have occurred in order to ascertain what might have happened in this particular incident.

In critical incidents, police officers have little time for reflection, which sets them apart from other professions, as noted by Roycroft and Roach (2019). They highlight that the police often operate in distinct decision-making environments that involve constant evolving circumstances. Chaotic situations can make it harder for police officers to follow the steps they need in order to effectively manage a critical incident. Due to constantly shifting circumstances, police officers can utilise the NDM in order to dynamically risk assess situations. 
The more information that officers are aware of will help them to better assess the threat and risk prior to and when dealing with an incident. Upon arrival to this particular incident, I could see that the female was in a lot of distress. She appeared to have several scratches and reddening to her body along with what looked like a broken nose due to the injury that she had. When I asked what had happened, she told me in limited English that her husband had done it and that he had left their property. Although the male had left meaning the threat to the victim and officers was low, I was conscious that we had a suspect who was capable of causing significant injuries out in public. I knew that as a priority, I would need to find out the male’s details and possible location but was mindful that as the female had sustained injuries, she would need to be taken to hospital where we would need to stay with her and find out further information. Considering the sensitive nature of the incident, I believed that the victim’s welfare was a crucial factor in my communication strategy. I made sure that the woman had a private room in the hospital so she wouldn’t have to be around other people since I wanted her to feel as secure and at ease as possible. I concentrated on communicating, using a soft tone, utilising my body language to show that I was calm and actively listening. Through the use of a family member via a phone call, the victim was able to tell me what had happened. I was also able to utilise the family member in that I was able to explain what the next steps would be so that the victim was kept informed of what we would be doing.  

From the brief account that the victim had provided to me and the hospital confirming that the female had fractured her nose, I identified the offence within Section 47 of the Offences Against a Person Act 1861. This is the offence of an assault occasioning actual bodily harm whereby actual bodily harm is not limited to injury but extends to hurt and damage (Legislation.Gov, 2011). Offences relating to assaults will be dependent on the level of assault and injuries caused which is usually decided by the CPS. I was also aware that as this offence was an indictable offence, Section 17 of the Police and Criminal Evidence Act 1984 would allow me to enter and search the home address of the suspect with the purpose of arresting him (College of Policing, 2022). 


As the victim seemed to have settled, I decided with her approval, that I would take her back to the station and utilise Language line’s translating services in order to take a statement from her. Although I was aware that discussing the incident may have upset the victim, I was mindful of the golden hour principles and the significance of gathering evidence, with her account of the incident being the greatest evidentiary value (College of Policing, 2023). From further information provided by the victim, I was able to identify a further offence, namely Controlling or Coercive Behaviour under Section 76 of the Serious Crime Act 2015 (CPS, 2023). Officers on the team immediately conducted arrest enquires for the suspect, whilst I stayed with her and continued with what was required. After taking the statement, I then submitted a high-risk public protection notification (PPN) to the Public Protection Unit (PPU) and followed this up with a phone call in order to express the urgency of support that was required. Given that the majority of calls police now deal with are vulnerability related, officers have an obligation to ensure that those who need help and support receive it, through the use of information sharing. PPNs are reviewed by PPUs who then refer the notifications on to other agencies. Through this sharing of information, agencies then risk assess the information and determine if and what type of intervention is required. 

Following the incident, the suspect was arrested, taken into custody and charged after a successful investigation that was supported by the all the casefile documentation that was required. The notification I submitted also resulted in the victim securing a place in a women's refuge that same day as well as receiving immediate contact from supporting agencies who were able to provide the victim with long term support. On conclusion, I am pleased with how I managed this incident and the way I was able to apply the NDM to this situation by utilising the six components. Whist I understand that an arrest must be justified and proportionate and before making an arrest, alternative outcomes should be considered, I believe in this instance there was no other option other than arrest due to the risks posed to the victim and the seriousness of the crimes committed.

Word Count – 1818


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:

The purpose of this essay is to explore what a “team” is and why teams are needed. Through my own evaluation, I aim to assess theories of team dynamics and discuss the strengths and weaknesses of these theories. Additionally, I look at what conflict is, it’s role within team dynamics and how it can be resolved through the use of models and effective leadership.

Many individuals have given varied definitions of what a ‘team’ is. Huszczo (1996), defines a team as “two or more people who interact together to accomplish a common purpose” which is comparable to the definition provided by (Larson and LaFasto, 1989), who describe a team as “two or more people who have a specific performance objective or recognisable goal to be attained: and coordination of activity among members of the team is required for the attainment of the team goal or objective. A definition I think that accurately characterises what a “team” means within policing is the one defined by (Donnellon, 1996) who states that a team is “a group of people who are necessary to accomplish a task that requires the continuous integration of the expertise distributed among them”. 

The commonality throughout these definitions is that belonging to a team, entails having a shared purpose or objective that can only be accomplished via the collective efforts of the members of the team. For policing, the shared objective or goal is to protect the public and apprehend those who commit crime. The significance with Donnellon’s (1996), definition is that it refers to the “expertise” within a team, which is required in order to effectively achieve a task. This is highly relevant to the field of policing as every officer is different due to their varying experiences, knowledge within the job and lengths of service, meaning that they should all be able to offer something within their teams. I strongly believe that this uniqueness is needed and valued within teams, but I'll also discuss why it can occasionally lead to internal conflict and how that impacts the teams, later on in this essay.  

The term “team dynamics” refers to a team’s effectiveness which is influenced by the connections and interactions among its members. As a team’s dynamic depends on its members and the contributions they make, team dynamics can change over time (Salas et al, 2017). A model proposed by psychologist Bruce Tuckman in 1965 shows his theory of team development. It outlines four phases’ groups might go through: forming, storming, norming, and performing with a fifth stage that was later added in 1977 with the assistance of Mary Ann Jensen, called adjourning. The initial phase of the model known as “forming” or “the testing stage” facilitates the introduction of team members and helps to establish boundaries and expectations. The “storming” phase then enables the deeper collaboration within the team to emerge and it is within this phase that differences in opinions and approaches are highlighted. The “storming phase” is when conflict most frequently arises because team members may oppose the team leader and the groups authority. Tuckman emphasises the importance of resolving conflicts within the team and establishing clear roles and responsibilities before moving onto the next phase. 
Providing conflicts have been resolved, teams can then move onto the next phase referred to as “norming”, whereby resistance is overcome, cohesion grows, and new roles are accepted. Revisiting previous stages of the model may be required if members of the team are unclear about their responsibilities, the team’s expectations, or the overall objective. If all of these stages are achieved, the team then move onto the “performing stage”. 
This is the point at which the team has developed synergy and established processes that enable tasks to be completed effectively. “Adjourning”, the model’s last stage, was introduced in 1977 with the help of Mary Ann Jensen. It represents the team dissolving or evolving with new members and new objectives, changing its nature. Experienced leaders should anticipate this phase and navigate it with ease (eCampusOntario, 2018; Last, 2019; Tuckman, 1965). 

Tuckman's model provides a clear framework for comprehending a team's growth and outlines the typical developmental stages of a team. The model highlights potential issues that teams can face, such as conflict, and stresses how important it is to find solutions for these issues if teams are to flourish. Nevertheless, others could counter that the model is complex and that some teams may experience the stages simultaneously rather than moving from one phase to the next. While Tuckman’s model provides a valuable insight into team dynamics, it comes with its limitations and should be used as a guide rather than a strict rule, considering the characteristics of each team.

The theory proposed by Raymond Meredith Belbin is another useful tool for comprehending team dynamics. His theory known as Belbin’s team role theory, focuses on the idea that diverse individuals with varying roles and strengths are needed for teams to be effective. Based on observed patterns of team behaviour, Belbin developed nine team roles during the course of his research which commenced in the 1970s. According to Belbin, if every member of the team exhibited the same behavioural patterns, the team would be unbalanced. He implies that if a team share similar weaknesses, the team as a whole could be defined by those weaknesses. Belbin also discovered that individuals with comparable strengths could also be an issue, as those team members might compete for the assignments and responsibilities that best fit their work styles, rather than working together for the sake of the team. Understanding their roles will help team members develop their strengths and manage their weaknesses which will enhance their overall contribution to the team (Belbin, 2010).


Belbin’s theory places a strong emphasis on the value of assembling a varied team with individuals who each bring unique qualities and abilities. 
His research, which identified specific roles within a team can also assist with focused growth and better building within the team. However, while his theory identifies several team roles required for a successful team, his theory does not explore leadership styles greatly enough. Additionally, the theory assumes that people fit into predetermined categories but as people are complex, they may not always fit into these categories. Likewise with Tuckman’s theory, Belbin’s theory also has its limitations and whilst it offers a structure of enhancing team dynamics, it is a theory that does not delve deeply enough into what other things make a team successful.

Both theories do however mention conflict within teams and Tuckman’s theory in particular, indicates that conflict typically occurs in the “storming stage”. Chekwa et al (2013) states that a variety of factors, such as personality types, social backgrounds, egos and competitiveness within a team can lead to interpersonal conflict. They add that conflict can also arise from disagreements over decision making, people who exhibit low motivation and people who avoid doing tasks. From working within policing, I have witnessed and experienced conflict which has occurred mainly as a result of decision making. Making decisions and using judgements are key components of police work but this is where disagreements may occur as individuals deal with things differently and adopt different approaches when working. 

The significance of what Tuckman refers to as the “leader’s role”, which is present in each of his model’s five stages, is highlighted by his model. He states that, the leader must take on what he calls a “coaching style” during the storming phase in order to lead the team and prevent them from getting sidetracked by interpersonal conflicts and emotional problems. This is supported by Gupta (2009) who implies that putting a few people together to finish a task is not enough to develop teamwork. The management style has a significant influence of the kind of outcomes the team achieves. Determining the important processes and overseeing them are critical to turning a group of people into a team or getting a group of people to work well together. 
The culture of crime has changed over time, and the National Police Chiefs’ Council has noted notable shifts in the types of crimes that occur, such as digital crime which has increased immensely. The policing vision, which aims to be accomplished by 2025, emphasises the need for competent leaders who can empower workers by helping them adapt to the changes in policing (National Police Chiefs’ Council, 2016). Northouse (2016), defines leadership as “a process whereby an individual influences a group of individuals to achieve a common goal”. According to Morgeson et al (2010), a group’s ability to succeed and function well depends heavily on its leadership within a team. Guiding, motivating, and enabling the group’s efforts towards shared objectives are all components of effective leadership. To be effective in leading a team, individuals most possess a variety of abilities such as strategic thinking, commitment to the success of the team and the ability to deal with conflict. 

A model that can be used to assist leaders with developing team cohesion is the Four Layer Team Leadership model developed by Susan Kogler Hill in 1995. The model focuses on four key elements: monitoring the team, diagnosing team problems, taking appropriate action and restoring the effectiveness of the team. The model functions as a mental map to assist team leaders in continuously evaluating the efficacy of their team and determining when to intervene. Hill contends that ongoing team development requires this kind of ongoing analysis. The team leadership model supports the drive for ongoing development and identifies areas of weakness within a team or individuals that may require intervention (Gilani & Khan, 2019).

Referring back to Tuckman’s model, we can see how this model can help a team develop. Effective team cohesion is achieved through the model's stages, which assists in bringing people together and uniting them as a team. Whilst this is clearly a positive thing, Booker (2020), highlights the dangers of ‘groupthink’, which he defines as a “deterioration of mental efficiency, reality testing and moral judgement which can occur in people who are involved in a cohesive in-group”. 



To link this to policing, the Code of Ethics places a statutory requirement on all those working in policing to report colleagues’ wrongdoing, however if ‘groupthink’ is present within a team, it may lead to a culture in which members of a team are reluctant to question the actions of one another, even when those actions go against professional standards. Loyalty may also be another reason why individuals are reluctant to report misconduct and this loyalty may make it more difficult to uphold professional standards even while it promotes team cohesion. This is again where, having an effective leader to lead a team is important as they are responsible for advocating professional standards and holding those who do not comply, accountable. In the absence of this advocacy, it might establish a precedent that leads to widespread noncompliance, which ultimately has detrimental effects for police forces worldwide.
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

	
Explain how information and intelligence can be used in the disruption of the more prevalent criminal activity (e.g. drug smuggling, human trafficking, child sexual exploitation, counterfeit goods, organised crime groups and ‘county lines’) by effective policing of the roads. 

Outline how ANPR can be used as investigative resource when disrupting criminal activity. 

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




ANSWER:

In this essay I will explain what information and intelligence is and the difference between the two. I will also explore what intelligence-led policing is and the aims of this type of policing. Additionally, I will explain what the Roads Policing Unit is and how sources utilised by the RPU can provide information and intelligence. As well as this, I will explain what ANPR is and provide an evaluation on research conducted.

It is important to recognise the distinction between information and intelligence. The distinction between the two, as stated by Innes and Sheptycki (2004), is: “Information consists of bits of data that, when combined and viewed together with relevant background knowledge, may be used to produce intelligence, which informs the actions and decisions of policing organisations”. Similarly, College of Policing (2023), describes police information as “all information obtained and recorded for a policing purpose”, while intelligence is defined as “collected information that has been collated and analysed for the purposes of being developed for action”. 





According to College of Policing (2023), information is collected in one of three ways:

· Routine Collection – Information that is generated as part of a policing activity such as, person’s details retrieved following an arrest or a stop and search.
· Tasked Information – Information that is requested following a report made to police or concerns with subjects or problems such as, CCTV systems or ANPR.
· Volunteered Information – Information that is provided and collected usually from members of the public, can also be external partners and community contacts. Dependent on what the information is and who the source is, this information may be regarded as intelligence. 

All of this information is then recorded, evaluated, shared and retained and is subjected to analysis by officers and staff within the local intelligence units. Intelligence is mainly used to assist police with the indication of possible offenders and/or to predict future events. Whilst not all intelligence becomes evidence, it can be used to build a picture of ongoing criminality. This information can then become evidence which can be utilised to bring charges against offenders.

As intelligence grows, so does intelligence-led policing. Ratcliffe (2016), argues that this adoption of intelligence-led policing has resulted in a significant change in policing since operations are now dictated by crime intelligence rather than the other way around. He defines intelligence-led policing as a business model in which data and crime intelligence play a central role in an objective, decision-making framwork that promotes crime and problem reduction, disruption and prevention through a combination of strategic management and successful enforcement tactics that target persistent and serious offenders. Bullock (2012) suggests that the focus of intelligence-led policing is to identify and disrupt criminal networks and prolific offenders with the aim of arresting and incapacitating those who cause the most harm. 

In addition to intelligence-led policing, is the nature of crimes being committed which is another aspect that has caused a major shift in policing priorities. 
Innes and Sheptycki (2004), provide support for this idea, arguing that organised crime has taken on a greater significance in police operations and that police actions pertaining to this kind of crime are increasingly tailored to disrupt criminal activities. Disruption is centred on the removal or neutralisation of a target holding a prominent position within that criminal network. The expectation with this is that any interruption will prevent or at least restrict the actions of other members of that criminal network. Crimes such as county lines, child sexual exploitation and human trafficking have alarmingly increased over the last few years and the complex nature of these crimes means the need for more resources and investigative strategies (Gov.UK; NSPCC, 2022; Office for National Statistics, 2020). This is where intelligence-led policing can greatly assist as it adopts the focus of disrupting these networks. 

These criminal networks and the crimes being committed appear to need and have one thing in common in order to carry out these crimes: the use of transportation. Whilst the UK road network facilitates the movement of people and goods, it inadvertently provides opportunities for criminals who use the road network to move between places in order to commit crime (GOV, 2020). For these types of crimes and networks to thrive, they usually require vulnerable people who, because of their circumstances are easy to recruit into this network. Transportation is especially necessary for the commission of crimes like county lines and people trafficking. For drugs to be sold through county lines, there is a requirement for individuals to transport these drugs across the nation so that they can be distributed across towns and cities. Similarly, with human trafficking, it requires the recruitment and/or transportation of individuals for the purpose of exploitation by the use of coercion, threat or fraud. 

From the conventional meaning of “traffic officers”, who were primarily responsible for managing road traffic collisions and enforcing traffic legislation, the Roads Policing Unit, or RPU has evolved significantly in recent years. While the RPU still deal with these types of incidents, much of their focus has now shifted to targeting criminals who utilise the road network for criminal purposes. In addition to keeping drivers safe, the RPU work to deter road users from breaking the law as well as preventing criminality. 
The responsibilities of an officer working within the RPU is to prevent serious injuries and fatalities on the roads by preventing, investigating, and prosecuting offenders through intelligence-led policing (Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services, 2020).  

The Strategic Road Network in Wales in managed by road agents, with the RPU being one of those agents. As motorways and trunk roads facilitates people to travel, effective policing of these roads using traffic legislation and intelligence-led approaches can assist with information gathering on those who commit traffic offences, which can then be evaluated, shared, and retained.  Plans and operations to disrupt these criminal networks may benefit from the intelligence that is derived from the data collected from these instances (Department for Transport, 2019).

In addition to RPU officers, there are several other sources that can be utilised in order to gather information on individuals using the roads. One of which is road users themselves. Policing in general is heavily reliant on information from the public and without it, policing would be very difficult. ‘Operation Snap’, a pilot programme that was implemented in Wales in 2017, serves as one example of this. The pilot permits road users to submit media from dashcams, helmet cameras and personal video that evidence traffic offences (not involving a collision) to police. As a result of the operation, police no longer need to visit the persons responsible for submitting the media in order to obtain evidence as this is all done online. Individuals are able to submit witness statements along with the evidence to police, who will then examine everything and determine if an offence has occurred (Department for Transport, 2019).

Information shared between police forces and outside agencies is another resource that can assist with effective policing of the roads. The Police National Computer, or PNC, is one of several internal and external systems available to officers to gather and find out information about individuals. PNC provides officers with information about individuals who are wanted or missing as well as those who have points on their licence and any previous offences, including traffic offences, that a person has been involved in. 
While the PNC is only accessible to police, external stakeholders such as the Department for Transport, has access to the National Roads Policing Intelligence Forum. This allows for the exchange of information between outside agencies and police in order to facilitate joint working with the aim of disrupting criminality (Department for Transport, 2019).

Lastly is, Automatic Number Plate Recognition or ANPR which is a major resource tool that is used by not only the RPU, but several other departments within policing. ANPR is described as a “technology that allows vehicles observed by video cameras to have their vehicle registration mark (VRM), otherwise known as number plate, ‘read’ using pattern recognition software” (PA Consulting Group, Date Unknown). ANPR can be used in conjunction with PNC as PNC allows the police to add markers to a vehicle that requires intervention. For example, if police establish that an individual is driving with no insurance or tax, this specific marker can be added to the vehicle on PNC, meaning when vehicles then hit ANPR cameras, officers can be notified of the vehicles location in order to locate the vehicle and deal with the individual accordingly (College of Policing, 2016).

I myself have experienced how valuable ANPR can be and how it was used as an investigative tool in an investigation. An example of this would be when I received a call from the control room requesting officers to attend a busy carriageway whereby a vehicle had flagged the ANPR camera’s for not having any insurance or tax. Upon driving to the location, we then received a further call stating that the same vehicle had hit another ANPR within the same vicinity and reports from members of the public came through stating that the vehicle with the same description, had crashed into the central reservation. Upon arrival to the incident, two individuals from the vehicle were located. Person checks and vehicle checks conducted at the scene revealed intelligence on both the vehicle and individuals who had been linked to the supply of drugs. The recent intelligence and information that showed the vehicle linked to other motoring offences, gave us grounds to search the vehicle. Permission from the individuals to go through their phones at the scene, also revealed involvement in the supply of drugs through their social media accounts. As a result of this, both individuals were arrested, and Section 18 searches of their homes were conducted where approximately fifty thousand pounds of drugs and drug paraphernalia was found. Both individuals have been charged and are awaiting trial at Crown Court. Research suggests that individuals who commit motoring offences are more likely to engage in other forms of criminality in comparison to those who don’t. This is supported by Rose (2000), whom after conducting research found that, convicted drink drivers and disqualified or dangerous drivers had a higher likelihood of having a criminal record for other offences, in comparison to the overall population. Similarly, through his use of research, Broughton (2006) demonstrated that drivers with a record of motoring offences were more likely to commit a significantly higher number of non-motoring offences than those who committed no motoring offences. Together, these studies show how intelligence-led targeting of prevalent criminals could be significantly impacted by effective policing of the roads. Through the proactive stopping of vehicles and targeting those responsible for driving offences, the RPU plays a vital role in helping to build information and intelligence on those involved in criminal networks.   
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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 
(I need to be at)
	RATING 
(I currently am at)
	Development Needed

	KNOWLEDGE 

1) Case Files – To know how to complete case file documentation
 
 
 
 
 
 
 
 
 
 
 

	Low 
1-4 
	Med 
5-7 
  
    5
	High 
8-10 
	Low 
1-4
 
   2
	Med 
5-7 
	High 
8-10 
	Specific – I want to improve my knowledge on case files and how to complete documentation that is required for certain case files. 

Measurable – I aim to do this by completing at least one case file a month whether that be my own case file or assisting a colleague with theirs.

Attainable – Making notes on case files I complete to evidence what I have done and to use it as a guide for future completion. Additionally, comparing case files that have been completed by myself or colleagues to ones that I am working on in order to understand what is required. 

Relevant – Gaining confidence in completing case files will not only allow me to submit efficient case files to the CPS but it will add to the skills and experience elements I can offer within my role as well as increasing my confidence when submitting case file documentation.

Time – In 3 - 6 months I would like to be more confident with case files than I am now, and I want that confidence to continue so that I don’t fear when I have to complete case files. 



	2) GROWISELY – To improve on my use of GROWISELY (Mneumonic used to remember things required when conducting a stop search)



	
	
	 9
	
	 5
	
	Specific – I want to improve on my knowledge of remembering the mneumonic GROWISELY which will assist me when conducting stop searches.

Measurable - I aim to do this by completing a stop search at least once a week (ensuring I have the grounds to complete a stop search) or assisting colleagues with their stop searches in order to practice using the mneumonic GROWISELY.  
Attainable – Securing stop searches and if I don’t manage to get a stop search, practising the mneumonic in work using colleagues.

Relevant – Completing stop searches correctly using the mneumonic as a guide will build my confidence and ensure that I am completing stop searches lawfully and to the best of my ability.

Time – I want to be able to relay the mneumonic without looking at any guides and I want to achieve this within the next 3 months.

	SKILLS 

1) PNC Access 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7
  5 
	High 
8-10
  
	Low 
1-4 
  1 
	Med 
5-7 
 
	High 
8-10 
	 Specific – I want to attend a PNC course in order to obtain access to the PNC system.

Measurable – Ensuring I check course availability every week and liaising with those responsible for taking the courses.  

Attainable – Booking onto a course as soon as I can. 

Relevant - PNC access will allow me to obtain reports required for case files and will also allow me to check for information relating to individuals who may be wanted/missing or have orders against them that may be relevant.

Time - I would like to attend a course in the next 3 – 6 months.


	2) Taser Trained 
	
	7
	
	1
	
	
	Specific – I want to attend a Taser course in order to become a taser carry.

Measurable – Ensuring I check course availability every week and liaising with those responsible for taking the courses.  

Attainable – Booking onto a course as soon as I can. 

Relevant – Becoming taser trained will not only add to my skills as a police officer but it will add to the amount of taser trained officers meaning that I will be able to attend more calls and contribute more to my team.

Time - I would like to attend a course in the next 3 – 6 months.


	EXPERIENCE 

1)  Increase SOFR experience  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
 7
	High 
8-10 
	Low 
1-4
 3
	Med 
5-7 
	High 
8-10 
	Specific – I want to become more experienced in dealing with sexual offences.

Measurable – By attending reports of sexual offences and reviewing my performance for reflection.


Attainable – Booking onto a voluntary SOFR refresher in order to obtain the most up to date information on how to deal with sexual offences and attending or assisting with reports of sexual offences.

Relevant – Having more experience when dealing with sexual offences will build my confidence to deal with them in the future. It will also ensure that I provide victims with the best service and outcome as possible.

Time – I would like to attend a SOFR refresher in the next 3 months and attend reports of a sexual offence within the next 3 – 6 months.  
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