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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 order to provide a reflection on the impact of organisational culture on my wellbeing and resilience, it is first essential to define these terms. Sinclair (1993) defines organisational culture as a determinant of how people behave within organisations, however, it is the ethics of such behaviours which can influence the wellbeing and resilience of others. This essay therefore reflects on two incidents which I found particularly difficult before considering the risks of conforming to poor organisational cultures and outlining strategies for maintaining my wellbeing and resilience. 

When I achieved independent patrol status, I was excited for the new prospects it had to offer, specifically as a way to discover what it means to provide ethical and professional policing as an individual. I always strive to uphold the standards set out in the Code of Ethics and more personally, made the conscious decision to take the best practices from each of my tutors and other positive role models (College of Policing, 2014). However, this is not to undermine the nerves that accompanied the excitement as I soon moved teams and began working with new colleagues which required the development of new relationships. I found myself worrying about becoming part of an already established team.

 My experience in the first months of joining the team was one of stress and insecurity as I found the culture within this team did not meet my standards of policing.  One case I found particularly difficult was that of a burglary which I attended with a male colleague. The incident involved two gay women who had reported the burglary at their home, my colleague insisted on taking lead but was dismissive of the information provided and refused to act, suggesting that being more security conscious would have prevented the incident. On leaving the premises, my colleague made a derogatory comment regarding the victims’ sexuality which may explain his poor judgement. 

I found this case to have a significant impact on my happiness within this team as it was a  clear example of traditional police culture (TPC). TPC is a set of “coping mechanisms for police work’s unique and inherent strains, that fosters distrust towards, and isolation from citizens (Silver et al., 2017). However, whilst this case was inherently difficult, it also encouraged me to develop my resilience. I made the decision to revisit the victims to ensure the case was dealt with effectively, also defending my decision to my supervisor and respectfully challenging my colleagues behaviour regarding his handling of the case and homophobic language. Whilst I was able to develop my resilience, I was still worried about how my colleagues would perceive my stance and whether I would be ostracised. Nevertheless, through this incident I became more aware of what encompasses ‘stress’ and how it usually occurs when we are in a situation that we do not feel we can manage (MIND, 2022). 

I have continued to develop my personal wellbeing and resilience since achieving independent patrol status and always aim to support my colleagues’ personal development. Some months after moving into the new team, I was witness to another incident of poor police culture whereby a male colleague inappropriately touched a female colleague. The female colleague explained that she would be making an official complaint. It transpired that I was called upon as a witness and attended a formal disciplinary hearing where the officer was dismissed. I was again concerned about how my colleagues would view my actions against one of their own, but I was guided by the Code of Ethics regarding honesty, integrity and transparency which ensures that police officers uphold the values of the service and strive to make the right decision (College of Policing, 2014). 





The Risks of Conforming to Organisational Culture

The incident regarding inappropriate touching of a female colleague provided me with first-hand insight into the risks of conforming to a poor organisational culture. Whilst this may not be the case for every officer, the implications on my personal wellbeing would have been significantly affected if I had not supported my female colleague. If I had conformed to the poor organisational culture exhibited in this situation and stayed silent, I would have felt guilty and responsible for encouraging such a culture.  However, the risks of conforming to organisational culture can also be seen on a much larger scale. Between 2017 and 2020, confidence in the police fell from 62% to 55% (Mynenko and Ditcham, 2022). This highlights the risk of conforming to poor organisational culture as confidence in the police will continue to fall. 

In the example provided regarding the burglary victims, as a result of my intervention, hopefully their confidence in the police was restored, however we cannot rely on individuals to make amends after poor conduct has occurred. There are over 140,000 police officers in the United Kingdom (Home Office, 2022), but it only takes a small number of incidents to affect the confidence of a nation.  The poor conduct of only a few police officers can disproportionally affect not only the public’s perception of the service, but also the wellbeing of other officers within the organisation. However, this is not to undermine the numerous examples of exemplary police service I have witnessed. Whilst ‘police culture’ often alludes to poor conduct, it is important to recognise the positives of British policing which places emphasis on community engagement and strives for positive relationships with the public (Maguire and John, 2006). Therefore, the risk is not conforming to organisational culture, but to an organisational culture of poor conduct.

Strategy for Maintaining Wellbeing and Resilience  

Grounding every strategy to maintain personal wellbeing and resilience is an understanding of what can negatively influence your mental state. The examples I have provided above are comprised of the most difficult challenges I have faced since achieving independent patrol status, nevertheless, they allowed me to understand how to manage my stress and provided me with opportunities to develop my resilience. 
Whilst the foundations of wellbeing and resilience strategies may be similar for most officers, this manifests in various ways. Personally, at the end of the shift, I go home to single parent responsibilities for my two children which creates a very distinct boundary between work and home. This is something which I have found beneficial since it allows me to leave the stresses of work behind. This is confirmed by Kossek (2016) who identifies that a work-life balance is increasingly difficult in the digital age, yet essential to manage stress and develop effective careers. For myself, I have always enjoyed maintaining a high level of fitness through running and weight training and have also found this to be beneficial for my wellbeing when dealing with difficult situations at work. Exercise is well-known to result in better moods and increased energy, however, it can also reduce the risk of burnout and other stress-related responses (Garcia-Rivera, 2020).
Conclusion

On reflection I can identify that the two cases that had the biggest impact on my wellbeing at the time, have actually allowed me to develop strategies to maintain my wellbeing and resilience. I have also identified how going against personal and procedural ethics and conforming to a poor organisational culture may have large implications on wellbeing, therefore advocating for individuals to make a stand against inappropriate behaviour. Finally, I have illustrated how a work-home boundary and personal interests have developed into my personal strategy for maintaining my wellbeing and resilience. Nevertheless, the ability to maintain wellbeing within a poor organisational culture should not excuse the misconduct. 
Word Count: 1250
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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:


The National Decision Model (NDM) assists policing in decision making by providing a framework in which decisions can be examined and challenged, both throughout the decision-making process and afterwards (Roach, 2021). This is the only decision-making framework used in the police service in order to ensure decision-making is of the highest standard and can be criticised fairly (College of Policing, 2014). The model is cyclical and can therefore be used in preparation, as a risk assessment and to develop warning strategies. The NDM has six components, all of which should be given equal weight in the decision-making process (see Figure 1). At the centre of this model is the Code of Ethics, ensuring all decisions made by individual police officers or forces meet the standards of behaviours outlined in the code (ibid). 
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Figure 1: The National Decision Model (College of Policing, 2014).

This essay provides a description of an incident I attended with the social context and relevant legislation which governed some of my actions. Moving on, this essay follows the steps of the NDM, first evaluating my assessment of risks and development of working strategies before considering my powers and the policies at play regarding this specific incident. Next this essay reflects on my identification of options and contingencies and my actions to ensure decisions were executed respectfully. Finally, this essay concludes by reviewing my decisions and embracing the cyclical nature of the NDM by introducing my actions which will aid my ability to provide a high-quality service in future cases. 

The Incident 

The incident in question was that of a suicidal male who had left his home address in possession of a knife and had indicated that he intended to commit suicide at a well-known beauty spot. On hearing the male was in possession of a weapon I immediately assessed there was a threat to all people in the surrounding area including the individual in question, myself and other colleagues. Due to the nature of this incident, I had to consider legislation, namely Section 136 of the Mental Health Act 1983. This allows police officers to remove individuals assessed have a mental disorder or to be in immediate need of care from public places to a place of safety (MHA, 1983).

The individual was of Bangladeshi ethnicity with a large build and from a strict Muslim family, on questioning the individual’s intentions he explained that his parents had arranged a forced marriage to which he was opposed, leading to the onset of depressive and suicidal feelings. This created slight cultural issues due to my limited knowledge of Muslim beliefs and practices, nevertheless, I acknowledged his beliefs and took them into consideration when building rapport. Building such a relationship is essential in the role of a police officer since rapport can develop trust and the potential for co-operation, ultimately increasing the information provided (Abbe and Brandon, 2013). 

Reflection 

Due to the possession of a knife by the individual, I introduced the NDM into my thought process. On route to the call, I requested further information from the control room regarding warning markers or intelligence concerning this individual and asked my colleagues to pass on relevant information. As we already knew the individual was in possession of a knife, I also requested the presence of the firearms team to act if necessary. Additionally, I identified mountainous conditions as a potential hazard, therefore I enquired with the control room about road and weather conditions.

On approaching the area, I began to develop a working strategy by illuminating the emergency lights, however when car headlights were identified I assessed that it may have been the individuals, so as not to cause alarm or panic I made the decision to switch off the emergency lights. On reflection, I believe this was the correct decision since there was no traffic and the emergency lights may have caused further harm to the individual. Upon arrival at the mountain top I identified the vehicle which was reportedly owned by the individual with only one person inside. My working strategy developed as I found the vehicle parked in a layby next to a sheer drop of approximately 400 feet with no safety barrier. I parked parallel to the vehicle, so the individual was unable to drive his vehicle at me, therefore reducing the risk to myself and colleagues. However, I assessed there was still partial risk due to the individual being in possession of a knife, and significant risk to the individual who was in close proximity to the cliff edge.

When conducting my dynamic risk assessment I drew advice from my police training which identifies that a more professional and upbeat attitude towards risk and the ten risk principles, created by the Association of Chief Police Officers (ACPO), can assist officers in taking a more positive approach to risk (College of Policing, 2013). This prepared me to make choices under unknown circumstances, informing my working strategy. Following this, I made my way to the drivers’ side of the vehicle, ensuring to provide distance in case he urgently exited. I found the individual cutting his wrists with the knife and proceeded to verbally engage clearly and calmly, informing him that I was police officer and there to help.

After contact had been initiated, the individual appeared to stab himself in the stomach. I conducted a quick review of the NDM and assessed the threat before shouting at the induvial to drop the knife, which he did. Ensuring I was wearing the correct personal protective equipment I approached the vehicle, opened the car door and removed the individual from the vehicle using reasonable force. On reflection, my rationale for removing and detaining the individual was to perform my primary function to save life, and due to our lack of knowledge regarding the individual’s possession of additional weapons, I assessed there was a threat to life. Whilst I considered leaving him in the car and negotiating with him, this would not have guaranteed his safety.

Following removal from the vehicle, the individual became passive which opened communication channels and allowed us to establish rapport. At this stage, I provided a verbal update to the control room which was entered into the incident log and time-stamped to provide an audit trail and aid the completion of a statement. Within this update, I included the individual’s possession of a knife so there was an accurate and timely entry in order to limit the potential for any future disputes. I explained to the individual that he was going to be handcuffed, basing this decision on his possible ability to overpower my colleague and I, our close proximity to the cliff edge, and his current mental state.

In order to detain the individual, I referenced the NDM to consider the powers I had in this circumstance and any legislation which may govern my actions. On building rapport, he had confirmed his intentions to commit suicide. It was clear that the individual required medical intervention rather than police custody, however due to his mental state he was detained under Section 136 of the Mental Health Act 1983. Prior to this I considered my options and contingences following the NDM; other than detaining the individual under the Mental Health Act, I could have released him or arrested him for the possession of a bladed article. However, this would have resulted in further harm to the individual, either physical or psychological. Therefore, my rationale for detaining him was to avoid any escalation of the incident and to prevent any further harm to the individual. This is supported by Lesse (2017) who argues that police custody can exacerbate anxieties and a mental health crisis. In this case, the individual was conveyed to the nearest hospital and detained in a mental health facility on the doctor’s recommendation. 

I was then made aware that his parents had requested an update which required me to thoroughly consider my options on how best to inform them. Due to the circumstance, I decided to update them personally rather than over the telephone. I was aware of their strict religious Islamic faith, therefore, prior to visiting their home I conducted research to ensure I acted respectfully and did not cause any unintended offence.  Upon arrival, I removed my shoes and did not make any physical contact with female members of the household, whereas I would usually offer to shake hands when meeting. On consideration, I am proud of my decisions regarding contact with the family since it reflects policing values and principles set by South Wales Police (South Wales Police, 2021). Additionally, evidence of a police force encouraging diversity is thought to promote a positive image of the police service (Stergioulis, 2017). 

The most challenging element of liaising with the family was explaining the reason for their son’s depressive state. In this instance I had to be aware of unconscious bias and my position as a police officer since I do not share the belief of an arranged marriage. Unconscious bias is the unintended formation of stereotypes regarding individuals or groups outside of our own identity which form due to gap in our knowledge (Emberton, 2021). I believe my awareness of unconscious bias allowed me to provide a higher quality service to the family since I ensured not to enter into any debate regarding arranged marriage, but sympathetically explained that their son was suffering mentally with the concept. 


Conclusion

Once the incident had be resolved I was able to review my actions, I believe I reflected the values of the police service and followed the NDM which allowed me to make informed and rational decision making. The dynamic nature of my risk assessments and knowledge of the NDM provided a fluidity to the decision-making process which allowed for decisions to adapt with the situation. Nevertheless, I have learnt important lessons from this case including the necessity of broad cultural knowledge. Therefore, following the cyclical nature of the NDM, on reflection of this case, I have begun gathering information regarding several prominent cultures in South Wales in order to be better informed in future cases. My aim as an officer is provide a high-quality service to the public, and this commitment to my personal development following the NDM will professionalise my delivery. 
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Task 3

Relevant areas of the National Policing Curriculum: 
Maintaining Professional Standards, Leadership and Team-working

	
Evaluate theories of team dynamics as a means of developing team cohesion (reasons why some teams cannot function, theories and models relating to team dynamics, ways to improve team cohesion).

Consider why inter-personal conflict can occur within a team and outline what strategies can be adopted to enhance individual and team performance. 

Consider how team dynamics within the police service can result in failing to comply with professional standards requirements (Code of Ethics, policies, procedures, protocols or legislation).


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




ANSWER:

It is well established that for a team to be effective, it must be made up of individuals with varying skillsets brought together for a common goal (Berlin, 2013). Within any team there are clear dynamics which are defined as “psychological and social interactions that occur among or between members of a group” (Last, 2007:np). A group with a positive dynamic is commonly found to have trust and accountability and work collectively to a shared aim (Berlin, 2013). However, theories and models of team dynamics and cohesion are consistently developing. 

This essay first critically evaluates two models of team dynamics and cohesion, namely Tuckman’s (1965) Stages of Group Development and the more recent Big Five (Salas et al., 2005). Moving on, this essay considers how interpersonal conflict can occur, using empirical examples to evaluate the effectiveness of the theoretical models for policing, and providing suggestions as to how to improve team development. Finally, this essay draws on the IOPC (2022) Operation Hotton Report to consider the implications of negative team dynamics on professional standards. 


Theories of Team Dynamics and Cohesion

Tuckman’s (1965) theory states that a newly formed group cannot perform at optimum level immediately due to the time it takes for team cohesion to be established. It outlines four stages of team dynamics: forming, storming, norming and performing, with adjourning added later (ibid). Preliminary boundaries and expectations are set in the forming stage whilst the team get to know each other, these are often challenged in the storming stage as individuals attempt to establish themselves within the team and learn more about the others’ motivations and skills (Frances, 2008). Once into the norming stage all conflicts will have been resolved and designated roles will be established, however it is not until the performing stage that the team will have developed a cohesive synergy, working collectively and effectively towards a shared goal (ibid). Finally, following a life-cycle model, the team will separate, possibly to join new teams (Tuckman and Jensen, 1977). 

Whilst Tuckman’s theory is one of the most cited pieces of literature regarding team dynamics, its reflection of the empirical practices in policing can be challenged. The fast-paced environment of policing may not allow for an effective progression between the ‘storming’ and ‘norming’ stages; therefore, individuals may find themselves working outside of their strengths. However, Moe and Dingsøyr (2008) conducted a review of team cohesion theories and found Salas et al.’s (2005) Big Five theory to address some of these challenges.

Salas et al.’s (2005) Big Five theory suggests that there are five components of teamwork that are essential for team cohesion. The theory identifies five teamwork behaviours and three associated mechanisms to result in team effectiveness (see Figure 1). Espevik et al. (2021) carried out a study which assessed the practicality of the Big Five theory for police officers in Norway. This study found all five components to actively improve team cohesion (ibid). The emphasis placed on leadership in this theory correlates with the expectations set out by the College of Policing (2022) which highlights everyone as a leader to inspire a common purpose, build inclusive environments and create a shared understanding. Therefore, in this case the Big Five theory may be better suited to police practices than the Stages of Group Development. 
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Figure 1: The Big Five (Moe and Dingsøyr, 2008)

Interpersonal Conflict

Throughout my training I had a strong sense of what policing means to me and the level of service I intend to provide the public. I believe I have a strong moral compass governed by the Code of Ethics and growing-up in a policing family. Therefore, I was surprised when I discovered that not everyone provides the same high-quality service, which has occasionally led to conflict. 

I have experienced interpersonal conflict on a few occasions whereby the team dynamics have been somewhat hostile. I attended an incident of a theft from an elderly lady at home whereby the suspect was her grandson. The victim explained that she had found £100 missing after a visit from her grandson who had a history of drug abuse. My colleague took the lead and outlined the incident as a civil dispute since it was interfamilial, stating that the police had no powers in these circumstances. I disagreed with my colleague since it was a clear theft irrespective of family relations, however, in order to uphold professional standards, I maintained a collective front with the victim but challenged my colleague’s advice once we had left. In order to provide a high-quality service and reflect the standards of policing expected I returned to the victim and the case was resolved. 

This example has shown that interpersonal conflict can arise within a group of differing expectations and standards. Drawing on Tuckman’s theory, we were in the ‘storming’ phase since I was relatively new to the team and still learning about my colleagues’ motivations. Therefore, this empirical example acts as evidence for Tuckman’s theory since conflict did occur in this phase, illustrating its relevance to policing. In terms of overcoming these strains and enhancing team performance, Tuckman’s model requires progression to the ‘norming’ stage. In this case, it could be argued that team bonding exercises may help improve both individual and team performance. This is supported by Galbraith and Webb (2013) who state that team bonding to build trust and effective communication should be implemented alongside Tuckman’s model. 

In regard to the Big Five theory, it is clear that mutual trust was lacking, as was mutual performance monitoring, which ultimately led to the conflict. This demonstrates the importance of all five components, both independently and as part of the model, for strong team dynamics in policing. Following this model, the assurance that team members are working towards a shared goal would develop relationships based on trust and encourage collective performance (Bayerl et al., 2014). However, despite a shared goal, this requires reinforcement on a more local level since South Wales Police already have collective priorities, yet this does not stop deviation in local stations (SWP, 2023). 

However, it is also important to recognise that these models tend to ignore the team dynamics between senior and junior staff. This is evidenced by my experience with my first tutor constable who directed my approach to incidents and the completion of relevant documents. As I became more comfortable in the role I became exceptionally busy and stressed whilst my tutor’s workload was significantly smaller, it was then I realised that the culture was for the individual on probation to complete most of the work whilst superior officers observed. I raised the issue with my tutor since an unfair workload was negatively affecting the level of service I could provide. This is supported by Bailey (2023) who states that every role within the police, from front line to police staff, requires a positive relationship with the supervisor to ensure performance, wellbeing and development are of a high standard.

This example shows how whilst most theoretical models focus on peer conflict, the dynamics between more senior and junior members of the same team can have equal, if not more impact on team dynamics. Nevertheless, my experience with this tutor aligns with the progression from ‘forming’ to ‘storming’ in Tuckman’s model as I moved from the preliminary boundaries set by my tutor to challenging their expectations. However, this example also supports my criticism of the Tuckman model as I believe the fast-paced environment of policing did not allow for realistic boundaries to be set which would have encouraged a more natural progression to the next stage. In this case, my line manager introduced an incentive whereby the four shifts within the station compared arrest rates, therefore promoting teamwork and encouraging ‘performing’. This is supported by Berlin (2013) who suggests that challenge-based incentives are more likely to increase collaboration and reduce risk adverse behaviours.  

 In this case, the Big Five may be a more suitable model since the emphasis on leadership in the model and the poor leadership qualities demonstrated in my tutor’s behaviour illustrates the essential nature of this skill in policing. Due to the on-the-job learning associated with trainee police officers, it is essential that high-quality leadership is practiced to provide a high standard of training (Brunetto et al., 2016).  In this case, individual and team performance could be developed by the supervisor encouraging wellbeing and resilience and exhibiting the same behaviours they wish to see in their mentees (ibid).  


Failure to Comply with Professional Standards

The importance of a supervisor leading by example is evidenced by the impact they can have on their team. Team dynamics are a powerful force, and when exercised effectively can produce crucial successes. However, these dynamics and the inherent desire to be included in the team, can cause an individual to go against their better judgment and conform to the behaviours of the group (Keerthy, 2019).  

Whilst the examples provided above illustrate some breaches of professional standards, the bullying and harassment found within the Metropolitan Police Service (MPS) demonstrates the seriousness of failing to comply with professional standards due to team dynamics. The Independent Office for Police Conduct (IOPC, 2022:6) issued recommendations that the MPS “should take appropriate steps to assure itself that the bullying and harassment identified through Operation Hotton is not more widely prevalent across the MPS”. This recommendation arises from an investigation after allegations of bullying and harassment at Charing Cross Police Station, London. 

Evidence of intimidation against officers on probation and bullying of female colleagues are clear examples of a breach of the Code of Ethics and established policies and procedures (College of Policing, 2014). The impacts of team dynamics are highlighted in the IOPC (2022:11) report which refers to the culture of misogyny, sexual harassment and “toxic masculinity”. Therefore, it can be argued that certain individual behaviours within a team can spiral into a culture when a lack of effective leadership and supervision fails to eradicate these behaviours. 

Conclusion

This essay has provided a critical evaluation of Tuckman’s Stages of Group Development and Salas et al.’s Big Five theory, concluding that the fast-paced environment of policing may not align with a linear model of teamwork, swaying more towards a component-based model. From the consideration of interpersonal conflict and comparison of experiential examples against the theories, it can also be concluded that the focus theoretical models place on peer relations can disregard the importance of supervisor relationships. Additionally, the example of Operation Hotton demonstrates the dangerous nature of negative team dynamic which can quickly develop into a culture if left unchecked. In conclusion, despite the requirement of a common goal for high-quality teamwork, it is a strong leader which guides behaviour that produces the most collaborative and successful team. 
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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:

The Road Traffic Act (1988) is the principal legislation governing the police’s powers regarding traffic offences and other serious crime, highlighting a variety of offences which concerns an individual’s manner of driving, condition of the vehicle, and required documentation. The legislation provides law enforcement with powers to stop individuals, examine vehicles and request relevant documents (ibid). Following this Act the National Police Chiefs Council (NPCC) produced the National Roads Policing Strategy (NRPS) for 2022-2025 (NPCC, 2022).  The NRPS is built around four key pillars (see Figure 1). Under ‘Tackling Crime’ the Chief Constable emphasises the interconnection between policing road networks and tackling criminality (NPCC, 2022). It is essential that police officers recognise how road networks are exploited by criminals to facilitate their offences, therefore the use of technology, intelligence and partnerships is critical (ibid).  
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Figure One: Road Policing Strategy (NPCC, 2022)

The use of intelligence and partnerships in road policing has been particularly prevalent in two cases I have been involved in. Firstly, in October 2022, a call was received of a suspect vehicle with two males believed to be dealing drugs, the vehicle was registered to an owner in London known to be involved in drug dealing. Further investigation showed the vehicle was part of a County Lines drug network. ‘County Lines’ is the term used for illicit drug supply model whereby criminals cross police borders, often drawing on mobile phone lines to infiltrate towns and rural areas where a profitable drug market is identified (Robinson et al., 2019).  

Another case involved eight robberies of cash delivery lorries over a four-week period. The Senior Investigating Officer on this case set a Strategic Intelligence Requirement (SIR) to research stolen vehicles in South Wales for two weeks after each robbery and search stolen vehicles in South Wales up to 24-hours after the robberies. Information obtained from the SIR showed that two vehicles stolen from Liverpool were recovered in the vicinity of each robbery, and two vehicles stolen from South Wales were recovered in Liverpool. Therefore providing intelligence that these criminals were utilising the road network between Liverpool and South Wales. 


This essay uses these two cases to argue that road policing should be treated as a priority by the police service in order to deter serious and organised crime. First, this essay shows how information and intelligence categorised correctly can be disseminated to partners allowing efficient communication. Moving on, the use of Covert Human Intelligence Sources is outlined with the potential limitations which can occur for road policing. This essay then provides a detailed outline of the Automatic Number Plate Recognition system and its central role in road policing, supported by both cases. Finally, this essay argued that despite the benefits of ANPR, it is best used in conjunction with other methods of information and intelligence collection. 

Policing the Roads 

Police information refers to all information obtained, whereas intelligence is that information which has been subject to a process of evaluation (Taylor and Russel, 2012). Intelligence is submitted in a report before going through an evaluation process known as the 3x5x2 system to grade the reliability of intelligence which can be disseminated in a consistent manner (Giles et al., 2022). This promotes trust between the police service and partner agencies (College of Policing, 2022). 

The initial assessment grades the source of the intelligence and how reliable they are deemed to be. This ranges between Evaluation One where the source is considered reliable, Evaluation Two where the source is untested or new source, and Evaluation Three where they are considered unreliable (College of Policing, 2022). The assessment of intelligence in this manner allows the efficient dissemination of intelligence across the police force as was seen in the robbery case (Taylor and Russel, 2012). Due to the SIR exposing links between Liverpool and South Wales, intelligence sharing protocols were established with Merseyside Police whereby every reported stolen vehicle in Liverpool was immediately entered into the Automatic Number Plate Recognition (ANPR) database, forwarding an alert to South Wales Police if the vehicles passed a ANPR camera on route to South Wales. 


One of the most effective sources of information and intelligence is known as a Covert Human Intelligence Source (CHIS) which provides unique and deep access to criminal gangs (Nunan et al. 2022). The use of this human intelligence (HUMINT) is governed by Part II of Regulatory Investigatory Powers Act 2000 which defines a CHIS as an individual with established relationships that provide information or access to information or persons without the subject’s knowledge (Home Office, 2021). CHIS have been employed for decades to prevent or secure prosecution for serious crimes, this is evidenced by the Home Office (2019) who state that in 2019 the Metropolitan Police CHIS operations led to 3,500 arrests, the recovery of 100 firearms and 400 other weapons and the seizure of over 400kg of Class A drugs. However, my experience with HUMINT for road policing indicates the challenges if relationships are not already established since local CHIS were tasked to provide information on those informed with the robberies, but no suspect names were forthcoming. 

Despite the undeniable evidence effective policing of road network can disrupt serious and organised crime, an inspection by Her Majesty’s Inspectorate of Constabulary and Fire and Rescue Services (HMICFRS, 2020) highlighted that the perceived importance of policing roads has been declining for some years. It has been found that policing and crime plans for police forces across England and Wales often make little to no reference to road policing, therefore suggesting it is not a priority (ibid). Despite this, Rose (2000) seminal work regarding the criminality linked with traffic offenses states that disqualified or dangerous drivers were four times more likely to be involved in mainstream crime, however, due to the dated nature of this research, we can expect these figures to have altered. Nevertheless, it can be argued that by making road policing a priority and through the effective use of information and intelligence, the police have the potential to disrupt organised crime. 

ANPR

A key piece of technology which assists in this disruption of organised crime is ANPR. This is system of video recording cameras located along primary routes across the United Kingdom which help detect and disrupt criminal activity, therefore this technology is identified as a central tool in the NRPS (Home Office, 2022; NPCC, 2022). The technology works by reading the registration number of a vehicle as it passes and cross-referencing this data with database records and vehicles of interest (Met Police, 2023). If there is a marker placed against the vehicle, police officers can decide to stop the vehicle or store intelligence for the future (ibid).  The ability for ANPR to disrupt organised crime comes from the covert location of the cameras, additionally, there is a mobile capability since they can be placed within police vehicles for dynamic deployment (WHO, 2017).

In terms of the County Lines case, the vehicle had left the scene when we arrived, but a direction of travel was obtained, and the registration number was added to the ANPR database. The ANPR system reported a sighting of the vehicles travelling along a major route towards a large town area, therefore information on local drug dealing individuals linked to County Lines nominals was requested. Road policing resources were deployed, and continued ANPR reports were received indicating the vehicle was travelling through the town and towards a rural location. Based on collated intelligence, it was highly likely one address would be the destination, subsequently resources were deployed, and the vehicle was located outside. Additional intelligence reported that a male who was wanted for an indictable offence had been seen entering the house, and authority was granted to enter the premises and arrest him. This was permitted under Section 17 of the Police and Criminal Evidence Act 1984 which states that a constable may enter and search any premises for the purpose of arresting a person for an indictable offence. Subsequently, this male and 2 others were arrested as a large quantity of  Class A drugs was recovered.  

The benefits of ANPR are also supported in the robbery cases as its capabilities provided critical information which ultimately led to the arrest of all four individuals. A convoy search was carried out on the ANPR system which established intelligence that the stolen vehicles of interest were travelling together on the same route to the same location. This intelligence provided by ANPR produced the route which the stolen vehicles were taking allowing for further CCTV intelligence opportunities. This resulted in the identification of four suspects with two travelling in each vehicle. Subsequently, dynamic intelligence was received that two stolen vehicles were travelling from Liverpool in convoy towards South Wales, therefore ANPR provided regular updates as the vehicles passed each camera. The regular and accurate intelligence provided by ANPR allowed the Roads Policing unit to safely intercept the stolen vehicles. 

Whilst this example demonstrates the effectiveness of ANPR as an investigative resource, it is best used in conjunction with other intelligence. In this case, we also drew on communication data as a source of intelligence whereby the cell site location of each individual’s mobile device confirmed that on the date of each robbery all devices travelled from Liverpool to South Wales. Prior to each robbery all four devices were turned off and turned back on after. This information paired with the ANPR and CCTV intelligence ensured all individuals were convicted and imprisoned. Therefore, the potential of ANPR as an investigative resource is integral to disrupting organised crime through effective road policing.

Conclusion 

These examples have shown how information and intelligence can be used to disrupt serious and organised crime such as County Lines and robberies. It has been argued and evidenced that the system used to categorise intelligence can provide trust and efficient communication between partners. Additionally, the capabilities of CHIS’ have been outlined, however, in terms of road policing delays can arise if established relationships are not in place. Furthermore, it has been argued that ANPR is an essential tool for road policing which can provide intelligence allowing police to locate, track and detain criminals. Nevertheless, it has also been outlined that ANPR used in conjunction with other methods of information and intelligence gathering can solidify a case. The arguments made in this essay demonstrate how effective road policing can deter and disrupt serious and organised crime, however, it can also be identified that this is an area of neglect. Therefore, in order to provide the highest level of policing, road policing needs to be considered a priority. 
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Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
1.
Providing evidence in court as the officer in case. 
 
 
 
 
 
 
 
 
 
 













































2. 
Case file building. 
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Public order, Police support unit (PSU)
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1.
As I am still new within the job role of being a Police Officer, I have not as yet been called to court to provide vital evidence to the relevant persons. I have however attended a number of priority call`s which I am now the officer in case for, and I am the investigating officer for those matters. 
There is a high chance that I will be called to court in the near future in order to provide that vital evidence as the officer in case. 
In order to perform at the best of my ability I need to gather an understanding of how the court system works, and I also need to learn and develop on how I prepare for court. 
In order to achieve this, I will be having a conversation with more senior colleagues who have attended court previously as the officer in case and gather as much information as I possibly can. I need to ask questions such as, what will be required to take to the court room on the day. Where do I need to go on the day. Will there be persons there to point me in the correct direction when I attend so I do not get lost. I will also take time from rest days in order to attend court and sit in the public gallery so I can see directly in person how the system will work. 
I believe that this will assist me as I will not feel as nervous when I do need to attend court as the officer in case as I will already by then have a feel and understanding of how the process will be throughout the day at court. 


2.
Part of being a Police Officers requires a lot of admin work, and on-going investigations require case files being built and prepared in order to send all of the relevant evidence and information to the court`s so they can gather an understanding of the case and can make a decision on what will happen going forward. 
I have always been a hand on and active individual, therefore learning the admin side of the Job has been a struggle, however it is the most important part of the job Role and if the admin work is not done correctly, it could jeopardise the whole case or investigation. 
I therefore need to develop and gain experience on building case files, so they are done correctly and efficiently. I have already completed my HUB attachment, and whilst I was there, I had completed several Casefiles which were sent to the Courts for their advice to be sought, and I also received an email from the Evidence Review Team stating how well my case file was prepared and completed. 
In order to develop in this area of work I need to remember to follow the correct guidelines which can be found on the police data base and remember if I get stuck or I am unsure on what documentation goes where, I need to ask more senior colleagues or departments that will be able to assist me.
   

3.
I have recently completed my Police support Unit (PSU) training I therefore am now a public order trained officer. I am now required to attend any event where there might be a large scale of disorder. I therefore need to ensure that I am fully aware of all of my powers and policy when dealing with public order scenarios. I feel now that I am where I need to be at with regards to my knowledge of public order, however I need to ensure that I keep my knowledge up to date. I will do this by asking more senior colleagues whilst on shift. I will also continue to study in my spare time, and I will ensure that I am deployed to any event to gather the experience required.  
I will aim to do this throughout the year, and this will be an on-going development. 

	SKILLS 
 
1.
Communication. 
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Self defence
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Knowledge of different offences.
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1.
Prior to joining South Wales Police, I worked in the steel works located at Port Talbot. During my employment there I worked with a lot of persons from all different backgrounds. This meant that I had to tailor the way I approached and spoke to persons in order to build a rapport with customers, clients and colleagues.
I then joined South Wales Police as a Police Community Support Officer (PCSO) where I was stationed in a valley community. I used my past experience, and I tailored my approach accordingly. When I joined as a Police Officers, this meant that I have a vast experience of communicating with persons from all different backgrounds and I am able to build a rapport in order to carry out my duty. I will continue to better my communication by ensuring I use the Betari`s box whilst communicating with individuals and by attending the relevant courses. This will be an on-going development for myself throughout the year. 

2.
Being a Police Officers often requires being involved in a physical altercation. I am 6ft and weigh 14st. Often my presence and communication skills will defuse the situation, however this is not always the case. 
Part of the initial Police training I have taken part in Officer Safety Training (OST) which will show you different techniques of holds and restraints in order to protect yourself. This must be completed once every year to stay in compliance. 
In order to ensure that I stay in compliance I will attend the relevant Officer Safety Training each year to keep up to date with the required techniques. I also attend the gym to stay fit and healthy and I also attend a local Martial Arts class in my spare time to ensure that I can defend myself where required. 
This will be an on-going development throughout my career. 

3.
Carrying out the role of a Police Constable requires so much revision and reading in your spare time to gather an understanding of the different offences and points to prove. I have realised how important knowing your legislation is whilst attending live incidents in order to deal with the incident in the correct manner. 
I have learnt that I am good at retaining information by reading over and over the legislation until it sticks in my head. I find this beneficial so when i attend a live incident I am then aware of the legislation, and I am able to deal with the incident to the best of my ability. If I am unsure of how I would deal with the incident I will always ask more senior colleagues or even speak to my sergeant for advice. I will continue to read and retain legislation throughout my career as a Police Officer to better myself and deal with incidents to the best of my ability. 

	EXPERIENCE 
 
 
 1.
First aid. 
 

































2.
Use of the radio. 






















3. Interviewing of suspects.
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1.
Being a Police Officer does not always involve investigating or detecting crime, it can involve helping individuals who have been injured or are in need of emergency treatment. During my time as a Police Officer, I have been involved in cases where people have collapsed and are not breathing, therefore I have been involved in providing CPR and administering a Defibrillator to persons in need. In order to ensure I keep up to date with the relevant training I will continue to attend the required refresher training each year and I will continue to develop my training throughout my career. 
Cases like these can be distressing, therefore I feel that talking to colleagues about the situation will help as I feel that not talking about incidents can affect your mental health. 

2.
Part of the Police Officer role requires the use of an airway radio to relay information back and forth the control room. This requires updates from scene and also personal information, such as personal details for victims or offenders. I need to gain confidence in relaying information and to ensure that I am clear with my updates. 
As I am unsure as to how the control room works, I will conduct an attachment to the Public Service Centre (PSC) So I am able to gather an understanding of how the process works.

3. When I first completed my training as a Police Officer, I was very nervous about carrying out interviews of suspects. However, since I have gained more experience in my role, I have undertaken a number of interviews which has helped me develop my confidence and interviewing abilities. 
I have also completed my HUB attachment where I completed a number of interviews for a wide range of different offences which has also developed my interview techniques. 
In order to develop further I need to have a conversation with more senior colleagues who have a range of experience in interviewing, and I need to attend the relevant coursers in order to better myself further. 
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