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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: 


After gaining independent patrol status and having worked for several months as an individual police officer, I have noticed the impact that organisational culture has within the police force and on officers. Organisational culture can be defined as “a system of shared assumptions, values and beliefs which govern how people behave in an organisation” (iEduNote, 2022). I will use the Borton’s model of reflection (Borton, 1970) to assist in reflecting on how organisation culture has influenced my own wellbeing as I have personally experienced the negative effects of organisational culture within the force, but which has also allowed me to further develop my resilience.
	When first starting my independent status, I had to interact and rely a lot more on the team I had been placed in, as opposed to the tutor I was working with for the initial 3 months of being on division. Upon spending more time with the colleagues on my shift, I realised that there was a subculture of cynicism between more experienced colleagues, and a sense of distrust towards me and that I was an “outsider” to the group solidarity (Bradford & Quinton, 2014) and more so as a threat that they had to protect each other from (Campeau, 2015).
Not only this but there was also unprofessional behaviour and comments brushed off as “banter”, as well as experienced officers negatively influencing the way new officers conduct their duties, creating a toxic culture that goes against the police code of ethics (College of Policing, 2014) and creates an atmosphere were people are too afraid to challenge any wrongdoings in fear of being disliked and seen as not being part of the team (College of Policing, 2022).
	Using the “What happened” reflective model stage, and upon reflecting on how organisation culture has had a negative impact on my own wellbeing, it is clear to me that unprofessional behaviour and inappropriate comments have had the worst effect. There have been several occasions where I have heard about colleagues make jokes on how a separate officer has dealt with an incident in a manner that they disagree with, and these comments have crossed the line of professionalism. There have also been occasions where officers have made comments about suspects that have been particularly difficult to deal with that, although said in private, still go against my personal values. I have noticed that this type of behaviour is commonly accepted within the policing culture and is excused as “Dark humour” or “Gallows humour” which can be defines as “Humour that makes fun of a life-threatening, disastrous, or terrifying situation.” (Marriam Webster , 2022). Although humour is a great way to deal with stressful situations and allows for colleagues to build closer working relationships with each other (Chena & Ayounb, 2019), it is also important to understand that the recipient or listener of such humour may find it threatening, unwanted or oppressive, and can sometimes even cross the lines within law due to the Equality act 2010 (Legislation.gov, n.d) and the Protection from harassment Act 1997 (Legislation.gov, n.d), (Middlemiss, 2017).
	Although these incidents did not completely cross the line and make me feel uncomfortable, it did have a negative effect on my wellbeing, as I believed that I was truly not fully part of the team and that some colleagues were still cautious of me and didn’t trust me as I would not participate in some of the workplace banter described above, as well as the fact that I had not yet proven to them my ability to police and how well I would go about the tasks naturally occurring withing the role, this is something that is further explained from the model in Figure 1 from (Miller & Rayner, 2012), showing the process that new recruits have to go through with their colleagues to build trust and become accepted into the team, as well as showing the most vulnerable stage for the new recruit.
Using the “So what?” part of the reflection model, and knowing what was having a negative impact on my wellbeing in the workplace, I now had to decide what I was going to do to try and solve the issue, and the implications of what I was going to do, as well as if I didn’t do anything at all. 
First of all, I made the decision that not taking any action to make changes was not the correct way forward for a number of reasons, but mainly because I thought that the ongoing issues were not aligned with the Code of ethics (College of Policing, 2014) or my own personal values, so conforming to such behaviour was not an option. I also believed that if I didn’t take any steps to make changes, then my own wellbeing would continue to suffer. There are 3 main cultural elements that can be used to positively impact workplace culture, these are shared goals that Advance collective wellbeing, competence linked to task requirements and learning orientation towards work, and is said that police organisations may be better off focusing on a higher goal of preserving public safety through collaborative or collective efforts between colleagues to achieve a common purpose (Workman-Stark, 2015). Initially, I started to work closely with a colleague on my team who was more experienced than me, who was also not involved in the workplace “banter” but had already built a solid foundation of reputation with the other colleagues by working hard and proving himself. Not only did this allow me to build a healthy working relationship, but it also opened opportunities for me to ask someone for help when I thought I needed it, as well as being able to put myself forward to assist with any work or writing up the colleague had which would show the team that I was able to assist and that I was also hard working. This was also the beginning of a subculture that would eventually grow into almost the entire team, working together using the 3 main positive cultural elements as discussed above (Workman-Stark, 2015).
Using the “Now what?” section of the reflection model to conclude, I can say that after applying myself and creating a positive workplace relationship with a colleague who’s work ethic and morals aligned with my own as well as within the guide lines of the code of ethics (College of Policing, 2014), it allowed me to eventually grow into the team and create a subculture of colleagues within the team which behaved more professionally and appropriately, as well as having fun and creating solid friendships within the workplace. Not only this but it allowed the team to become more effective and efficient within our roles as we would communicate with each other better and play to each individual persons strengths, leading to the reduction of negative behaviours within the team as people felt more comfortable to call out such behaviours, as well as obtaining more successful outcomes and a better service for victims of crime (Andreev, 2022). This effectively had a more positive effect on my own wellbeing as I had now established myself successfully within the team, of which the working culture had shifted and became more positive and professional. I created friendships within the team and increased my resilience to challenges as I proved to myself that not only can I work hard and was capable of working to my own strengths within the team, but I can also positively change the working environment and other colleague’s mentalities towards the job, which assisted them in also becoming more effective and efficient within their role.
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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:

Decision making for police officers occur daily, with some being a day-to-day decision and others having potentially life changing consequences (Roycroft & Roach, 2019, p. 2). The national decision making model (NDM) (College of Policing, 2013) is a process which assists officers in making decisions, by outlining 6 key elements of the decision making process to encourage officers to think about what incident they are faced with, to dynamically risk assess the incident and make a decision on how to deal with it using any powers and policies available to them, to consider other options and to finally assess the outcome, identifying areas that could have been better carried out. These decisions should be made in accordance with the police code of ethics (College of Policing, 2014). For this question, I will use Borton’s model of reflection (Borton, 1970) alongside explaining the NDM which has its own reflection practise to explain a domestic incident I attended which involved a dynamic risk assessment, the actions I took and why I took them.
	Using the first stage of Bortons reflective model “What?”, a 999 call was made to police from a passer-by of an address and was reporting an ongoing dispute and fight between occupants of a single household. Control operators dispatched a colleague and I to the call whilst conducting relevant intelligence checks on the reported address as well as the registered occupants within the address. Whilst on route to the address, Control operators passed us relevant information, stating the address was well known to the police, that a Domestic violence aggressor and domestic violence victim lived at the address, and that there was a large history of domestic abuse amongst other issues within the address. They also passed warning markers for the individuals within the address, stating that they suffered with mental health and were violent in behaviour. On arrival at scene, it was established that a young female, who was the mother to a very young child within the address, had assaulted her own mother and ex-partner during a verbal dispute about her child, confirming that this was in fact a domestic related incident. To note, the definition of domestic violence is “Any incident or pattern of incidents of controlling, coercive or threatening behaviour, violence or abuse between those aged 16 or over who are or have been intimate partners or family members regardless of gender or sexuality” (GOV.UK, 2012). Several persons were spoken to, including the offender herself who initially disclosed to attending officers that she had assaulted her mother and ex-partner, the 2 victims, the reporting person and a second witness. There were no relevant cultural, ethnical or language issues during this incident.
	Moving onto the next stage of Borton’s model “So what?”, and using the NDM, I assessed the incident that was presented to me to consider the threat and risk to all parties involved and to help me make an informed decision on what actions should be taken. The immediate threat of further harm to any persons involved in the incident was dealt with on arrival as I had separated the persons involved to prevent further harm and to obtain accounts that were separate from each other.
It was clear to see on speaking to everyone that alcohol had been an aggravating factor as all parties involved had gone out day drinking to a party. Research into the effects of alcohol on aggressive behaviour show that alcohol is a “potent antecedent” of aggressive behaviour and is related to the amount of alcohol an individual ingests, enhancing the social pressure of provocation (Taylor, 2015). This is backed up by statistics, showing that between the years of 2013 to 2014, alcohol was an aggravating factor of 70% of the violent incidents that occurred in the evening or night of a weekend, and that 40% of violent incidents involving alcohol occur within a home (Office for National Statistics, 2015).
There was still a threat or risk of further incident so I considered the outcomes likely to occur if positive action was not taken in arresting the offender by using the next 2 stages of the NDM, considering powers and policies, and identifying options and contingencies. Since all parties were intoxicated, the likelihood of further incident was a possibility. On considering my own personal safety, due to the volatile nature of the offender and her access to potential weapons such as glass bottles within close vicinity and also assaults on police officers becoming increasingly more frequent, with 37000 assaults on officers occurring between 2020-2021 (GOV.UK, 2022), she was removed from the immediate area and placed into handcuffs so that full control was gained and there would be no further escalation in her behaviour.
Furthermore, I had to consider that there was a young child within the address, and what effect any action I took would have on the child. Arresting the offender would leave the child without a responsible carer as the 2 victims were also intoxicated but the mother was also intoxicated and due to her violent nature was also in no state to care for the child. Not only this but as the child was of such a young age, making them more vulnerable, I thought it was the best decision to fully safeguard them to help break any cycles of adverse childhood experiences (ACES) they were subject to which studies state can affect their happiness and health negatively and lead to difficulties and criminality in later life (Asmussen, et al., 2019).
Further research and statistics back this up, explaining that a childs experience with domestic violence goes beyond just witnessing, as they see, hear and feel the immediate and aftermath of the trauma, with records of 251 incidents showing that 45% of children witnessed the incident, and of these 53% were rated a medium to high risk incident. Furthermore, in a number of these cases, children had stated they had been physically or verbally abused (Millar, et al., 2022).
Finally, using the next stage “Now what?” of Bortons model along the NDM to review what happened, due to all of the gathered information that the female had assaulted 2 persons in domestic related assaults, as well as being intoxicated and a young child being at the address, I made the decision to arrest the female under the Criminal Justice Act 1988 for 2 counts of section 39 common assault (Legislation.gov, n.d) stating the necessity under code G of Police and Criminal Evidence Act (GOV.UK, 2022) for the arrest was to prevent further harm and to protect a vulnerable person and placed her in the back of a police car. 
Discretion, which can be defined as “the freedom of police officers to make decisions as they perform their official duties” (Liddell, 2022) was considered but was ultimately not an option I was willing to take, as research shows excessive use of discretion when dealing with domestic violence can become problematic with officers treating incidents unprofessionally, having the mentality that its “just a domestic” (Diemer, et al., 2017)., leading to not getting the best outcome for the victim.
After the female was arrested, 2 assisting colleagues conveyed her to custody whilst I remained at scene to take witness and victim statements as well as photographs of the injuries sustained in the assault. This was important to obtain as although some persons were intoxicated, they were still able to give a clear account as to what had occurred and at the time was willing to provide us with a complaint as well as let us photograph their injuries. 
If this evidence gathering was delayed, witnesses or victims may have lost interest and could have decided not to provide us with this important evidence. In policing this is known as the “Golden hour principle”, this is a term used to describe the period of time just after an incident has occurred, when there is a high volume of evidence available to police, which may be lost with time if positive action is not taken to secure as much evidence as possible (College of policing, 2021).
After obtaining statements from the victims and witnesses, I decided to call social services in regard to the young child at the address, as I believed they would be the most suitable agency to make a decision on what is best for the child’s welfare. Social services responsibility is to safeguard and protect children and adults in a domestic setting (Local Solicitors, n.d), and due to the information I passed them in regards to the domestic violence incident, they subsequently took the child into emergency foster care. Statistics from the year 2018/19 show that within Wales, 68% of children receiving care and support who are were looked after, were looked after due to abuse or neglect. This also shows how children in care have below average outcomes across a number of different measures, but they make better progress in some areas than children in need (NSPCC, 2021).
	After the incident had been dealt with and using the last stage of the NDM, “Review what happened”, I believe that the steps I took to deal with the situation was the most appropriate and don’t believe any of the actions taken should have been different. The offender received a conditional caution and was subject to a women’s pathfinder referral, which is an initiative that was launched in 2013, and aimed to improve outcomes for any female who came into contact with the criminal justice system in Wales (IOMCymru, n.d). This referral would hopefully divert the offender from any further criminality and aims to teach a lesson rather than criminalise. The child was safeguarded and taken into care by social services, something which I believe was very important to do, as safeguarding vulnerable people is one of policing’s main objectives (College of Policing, 2022) and the victims were happy with the outcome and service they received. This was only achieved through the use of the NDM and more specifically being able to successfully risk assess the situation not only for myself but for all parties involved in the incident, which is what led to the successful outcome of the incident.
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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:
	Working as part of a team is a daily occurrence within policing (College of Policing, 2022) and a well-functioning team has synergy with each member working with and off each other to improve the actions and ideas of each individual. A successful team can improve officer safety, boost shift moral, strengthen communication and overall make a police team more effective and efficient (Bergner, 1997). Team Cohesion can be defined as the strength and extent of interpersonal connection existing among members of a group (CFI, 2022)
	To evaluate the theories of team dynamics within the police, as well as issues with team function and ways to improve team cohesion, I will be using Tuckman’s model of team development (Tuckman, 1965). This model was formed by Tuckman and his colleagues, after they discovered 4 stages of team development. Tuckman named these stages as Forming, Storming, Norming and performing, but each stage actually relates to orientation, conflict, cohesion and functional-role relatedness (Wallbridge, 2021).
	The first stage of Tuckman’s model is Forming, this is the stage where a group of people are brought together to form a new team. This team is usually not entirely new, but instead a team might gain a recruit who will then go through the forming stage of the model themselves with the rest of the team. I have previously written about how new recruits may not be trusted by the team initially, and see the situation as an ‘outsider’ to the group (Bradford & Quinton, 2014) and with new recruits being seen as a threat that the team need protecting from (Campeau, 2015). the model in Figure 1 from (Miller & Rayner, 2012) explains how recruits may not be fully accepted into a team until they show and prove that they are willing to conform to the norms and values of the group. Failure to confirm can increase the risk of bullying behaviour, subsequently leading to a less effective team. Alternatively, succeeding to conform leads to acceptance from the team, and betters team cohesion and effectiveness of the group.
	Other factors leading to an ineffective team include a team that has no goal and does not know what they are supposed to achieve, which co aligns with a lack of leadership and someone taking control and setting objectives for the team. Having too many members on a team may also cause issues with some members feeling like others are being prioritised over themselves as well as an increased likelihood of members not liking each other. Team members also not challenging each other with differing points of view may also cause issues, as if one member rules over all, they would naturally make all the decisions, even if sometimes being wrong (Team Building Ireland, n.d)
	This ties in directly with the second stage of Tuckman’s model, “Storming”. This is when team members get to know each other on a more personal level, attitudes and personalities come out more and there is a high risk of clashes within the team (Wallbridge, 2021). Interpersonal conflict is defined as any type of conflict that occurs between 2 people, usually arising when 2 people express different points of view and can happen between co-workers, managers or service users (Indeed, 2022). Research shows that there are 3 types of interpersonal conflict within the workplace, these are task related goals and outcomes, things that the team all work towards, process conflict which is caused by the way in which something is done to achieve a task and relationship conflict, when team members having differing points of view, as well as different morals and values (Greer, et al., 2011). In policing there are many opportunities for the first 2 of these categories to come out and cause conflict due to the use of discretion, alongside the many processes police officers use on a day-to-day basis. The exercise of discretion by officers is not a simple process and in most cases officers have to choose from a number of different possibilities, and is usually not a matter of forbidding something, which illustrates the complexity of police discretion (Walker, 1993).  a simple example would be one officer deciding to arrest an offender for a minor offence, when a second officer may decide to use discretion and interview them voluntarily or use an out of court disposal such as a community resolution, this difference, although both may be suitable could cause conflict. The third category of conflict around personal values and morals, although may arise infrequently, is less of an issue as police officers generally have the same morals and ethics, which are in line with the police code of ethics (College of Policing, 2014)  and the specific forces policy.
	The Storming stage does cause interpersonal conflict but this is sometimes not necessarily a bad thing, if conflict escalates too far then the team could be destroyed, but conflict can settle performance expectations as well as the structure of the team. Members must argue with each other to learn to work with each other as well as establish who are the natural leaders within the group, and it promotes resolution of conflict (Forsyth, 2018).  
	Team Cohesion is essential for performance and effectiveness and is based on an individual as well as a team level (Salas, 2015). There are 5 different categories of cohesion that have an overall impact on a team’s cohesion, and these are social cohesion, task cohesion, collective cohesion, emotional cohesion and structural cohesion (Forsyth, 2018).  First line supervisors’ behaviour is the most important factor to enhance team and individual performance and they should treat everyone fairly and with respect regardless of their race, religion, gender, or friendship. Supervisors should also severely punish any colleagues’ actions or behaviour that are not aligned with the team’s values and standards and should structure work around officer’s strengths and weaknesses (Bergner, 1997). This co-aligns with the third stage of Tuckman’s model of “Norming”, which is when the team dynamic shifts into a stage where everyone can work together positively and within their own strengths and weaknesses. Colleagues become loyal to each other and become more trusting, supportive and cooperative. Prior issues that occurred in the Storming stage are resolved and although differences in opinions and actions mays till occur, they are dealt with through constructive discussion and negotiation (Forsyth, 2018). Research conducted on professional basketball and soccer teams shows a positive correlation between team cohesion and team success, also showing that teams with less cohesion are not as successful (Murray, 2006). This leads onto the final stage of Tuckman’s model “Norming”, which is the stage where everyone within a team understands their role and can work together successfully and more effectively and are more likely to be interested in collaborative activities as well as socialising outside of the work environment (Wallbridge, 2021).
	Although team cohesion has many benefits such as increased performance and efficiency of the team, it can also come with negative results. In some cases, cohesion can undermine work performance with a study on 5871 factory workers placed into 228 groups showing that teams with more cohesion were not actually more productive (Forsyth, 2018). Not only this, but close bonded teams may become problematic when their behaviour as a team starts crossing the line of professional standards in line with the Police code of ethics (College of Policing, 2014) as well as organisational policy. An example of this is when 2 police officers took photos of a murder crime scene were circulated in a Whatsapp group in which they also referred to the victims inappropriately, this goes beyond lack of professionalism and both officers have been charged with misconduct in a public office.
	Furthermore, humour within the workplace has many benefits and is a great management tool that can be used achieve many objectives, as well as reduce stress and enhance leadership (Romero & Cruthirds, 2006). Although the disadvantages are that the recipient or listener may find it inappropriate and this type of humour can go against the law due to the Protection from harassment Act 1997 (Legislation.gov, n.d) and the Equality act 2010 (Legislation.gov, n.d) if pushed too far. A team with more cohesion may be less likely to challenge such behaviour and inappropriate humour which would also go against the police code of ethics and may make officers who may not be directly involved in offences humour subject to misconduct due to them not challenging the behaviour in the first place.
	To Conclude, Tuckman’s model of team dynamics shows how teams are formed and what issues can arise. The model is fairly easy to understand so showing members of the team the model may help in the development of team cohesion, although this is a trade-off for the fact that the model assumes a team will develop from stage to stage, without any consideration for a dynamic change, where a team may lose progression or bounce between a stage in no particular order (Wallbridge, 2021). Team cohesion is clearly very important for a team to be as efficient as possible in achieving its overall objectives but is not as simple as an individual’s performance as well as the teams, as there are 5 separate areas of cohesion all of which can impact on an individual, as well as a team’s cohesion. Further issues can arise when a team bonds too closely as professional behaviour becomes less important, and misconduct can occur as well as potential for efficiency of the team to decrease on an individual level.
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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:

	Information and intelligence is a resource that police use heavily to assist in solving investigations and bring offenders to justice (Edwards, 2012) but it is first important to understand the difference between the two. Information can be described as raw data which has not yet been processed, once this data has been processed and analysed it creates a product which can be seen as intelligence, and as such usually means there is an abundance of information which will hold very little intelligence (Palmieri, 2005). Information is processed by the police using an “Intelligence report”, which is a model that is used to submit and evaluate information whilst protecting the source of the raw data and providing an audit trail. The process of which is known as the “3x5x2” assists police in grading the intelligence in 3 stages. The first stage grades the reliability of the source the information has come from, and is simply either reliable, untested or unreliable. The second stage of the report grades the reliability of the information provided by the source by explaining how the source came about the information by knowing the information; directly and seeing it first hand, indirectly as the source has not seen it but other information can corroborate the information, known indirectly and no other supporting information, not know, and finally suspected to be false. The final stage is a control mechanism for the sharing of the intelligence to other agencies under the appropriate legislation, and states that either lawful sharing is permitted, or it is permitted with conditions applied to the sharing of intelligence (College of Policing, 2022).
	The national crime agency state there are 3 types in intelligence; the first being strategic intelligence, informing agencies of where to deploy resources to tackle the greatest threats. The second being Tactical intelligence, informing agencies if developing and emerging methodologies used by serious and organised crime groups such as routes being used to traffic illegal items. Lastly, operational intelligence, which relates directly to crime group activities, allowing police and partner agencies to take direct action with operations against these criminal groups (National Crime Agency, n.d). 
	Intelligence is critical for crime prevention, planning and targeting operations as well as simple decision-making processes, and police depend on intelligence on all levels of crime and would not be able to function effectively without it (Peterson, 2005).
Police use Information and intelligence to assist in tackling serious and organised crime. There is no legal definition of serious and organised crime, but it can be characterised by its use of violence of threat of violence, and is planned, coordinated and conducted by a group of people who work together on a regular basis. It is estimated that around 5500 groups, and 37000 persons are currently operating in serious and organised crime within the UK (GOV.UK, 2013).
In the UK, a multi-agency approach is used in gathering information and to develop intelligence, allowing for decisions to be made about priorities and tactical options for all agencies involved, but the sharing of information should be done in accordance with the Human Rights Act 1998 (Legislation.gov.uk, n.d). The intelligence gathering process specifically relating to organised crime is called “Organised crime group mapping” (OCGM), and to gain the full benefits of the system, intelligence must be shared locally, regionally and on a national level between different partner agencies, as well as when an agency identifies issues with an organised crime group that may not affect them, but another agency, they must notify that other agency and provide a harm assessment (College of Policing, 2015).
	Information and intelligence can be used in the disruption of criminal activity by effective policing of the roads in several ways, this is because organised crime groups regular acquire stolen vehicles as a low risk way of conducting drug trafficking, arms dealing and human trafficking (Interpol, n.d) so are therefore using the roads around the country and a daily basis. The first and most obvious way is by use of automatic number plate recognition (ANPR) technology. ANPR uses cameras along key roads across the country to automatically read and record the license plates of passing vehicles (RAC, 2020). ANPR can be used by police as an investigative resource as criminals’ use of roads ranges from minor offences to international organised crime. ANPR can identify vehicles suspected to be involved in criminal activity and will flag up to the police when the vehicle has been spotted by ANPR. It also allows for police to obtain images of passengers and to track the movements of the vehicle by continuously collecting and storing data on the whereabout of the vehicle all for a relatively low cost (College of Policing, 2021). By doing all of the above, ANPR effectively allows police to gather intelligence and build a larger picture of ongoing organised crime, the impacts of which identity vehicles from the make, model or partial vehicle registration that members of serious and organised crime have access to. Alarming and notifying police when a vehicle that is flagged on the police national computer (PNC) is spotted by ANPR and can identify convoy vehicles of interest linked to a subject vehicle (College of Policing, 2016). 
An example of when intelligence assisting in roads policing in May of 2020, when €600,000 that was in transit in Ireland was successfully seized by police and the arrest of the owner of a haulage firm was made leading to a 14-year prison sentence. Evidence found showed that this person operated a transport network spanning Europe and was moving drugs between the UK and Europe (National Crime agency , 2021, p. 5).
Further effective tactics used to police the roads, which is enabled by intelligence gathering, is the disruption of routine journeys. Serious and organised crime members routinely make the same journeys over and over again when conveying illicit drugs or trafficking humans and use the same roads to do so. This may be a rural road or through a particular part of a town or city. The routes chosen by the offenders are often used to avoid CCTV or ANPR cameras, as well as the area being used less by other road users with less police presence (College of Policing, 2016). Obtaining intelligence from sources such as from members of the public, undercover police officers and other security or intelligence agencies, as well as including open-source information like social media posts (National Crime Agency, n.d) to identify these routes, the identity or description of any of offenders and the vehicles being used as well as times and locations all contribute to further assist police in taking positive action in stopping organised crime. If intelligence is successful and police are able to act upon it then they have a number of powers and policies in place to tackle organised crime.
These powers and policies include; stop and search of vehicles as well as seizure of vehicles under the Road Traffic Act 1988 (Legislation.gov.uk, n.d), powers of arrest under the Police and Criminal Evidence Act 1984 (Legislation.gov.uk, n.d), risk assessment and involvement of partner agencies for incidents with vehicles involving firearms, drugs or vulnerable (trafficked) persons.
Studies show that intelligence relating to offenders involved in organised crime groups often came from police officers themselves, but also came from other governmental organisations as well as from the public. The advocation for a multi-agency approach to tackle organised crime was strong and successful, showing that on a certain occasion, one member of an organised crime group was flagged up to nine separate partner agencies (Kirby, et al., 2015). This is backed up again by a multi-agency operation that took place in May 2021 in North Ireland whereby police worked alongside other agencies and conducted an operation roadside along the main A1 road, resulting in £900,000 being seized and 8 persons in totally being given a fixed penalty notice or facing prosecution (BBC, 2021).
Although these examples show the positive impact that intelligence can have upon policing the roads in relation to organised crime, there are also some considerations to be mindful of. The use of intelligence is often to prevent crime before it happens, but sometimes this can make a case that if intelligence is acted upon too early, then an offender who has not yet committed a crime is not actually an offender and therefore. Intelligence data is also usually stored and analysed by computer systems which may not be accurate 100% of the time (Dekkers, 2017).
Not only this, but information has to be shared between partner agencies under the correct practises and legislation from the Data Protection Act 2018 (Legislation.gov.uk, n.d), there are of course variables in the sharing of information and practises due to each individual organisations protocols and policies, and what outcome they want from the information (Gasper, 2009). Finally, research shows that there is such a thing as “too much” information, with aggressive gathering of information and intelligence overloading an individual and on an institutional level, impairing an agency’s ability to obtain useful intelligence. This also further backs up the secrecy of information obtained by agencies and their unwillingness to share it with partner agencies, but understandably this is done as the consequences of not sharing information, opposed to sharing of information that was not supposed to be shared would get an individual in less trouble than the latter option (Young, 2019).
To conclude, it is clear to see how important the use of information and intelligence is on the fight against serious and organised crime on the roads. A number of examples have been given showing the successful use of intelligence gathering, especially with the use of ANPR alongside multi-agency work, leading to a number of arrests and seizure of high value of money or drugs, and although there are some disadvantages in terms of communication between agencies in relation to intelligence sharing as well as the burden that too much information can have on an organisation, these clearly do not outweigh the positive outcomes that can come from successful application of intelligence with a multi-agency approach.
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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) Knowledge of application of out of court disposals
 
 
2) In depth knowledge of Code G of PACE

3) Knowledge of Application for DVPN

4) Knowledge of disclosure material in case file building


5) Knowledge of referral process of adults and children at risk to social services
 
	Low 
1-4




3) 4 
	Med 
5-7 




1) 7


  
	High 
8-10 




2) 8


3) 8

5) 10
	Low 
1-4




1) 4


	Med 
5-7




2) 7

3) 7

4) 6 
	High 
8-10 




5) 8
	1) Understand and remember what offences, and aggravating factors e.g domestic violence can and cant be proceeded with an out of court disposal

2) Understand when “Prompt and effective” can be used as a necessity of arrest as challenges are being made around necessity

3) Understand when to apply for a DVPN application relating to DV incidents to protect a vulnerable victim

4) Understand what material needs to be redacted and what material needs to be handed to the defence when sending files to the CPS

5) Familiarise myself with the policy around submitting PPN referrals for Children not involved in an incident, but whos parents/carers were, to make sure they are safeguarded. 



	SKILLS 
 
 
 
1) Balancing workloads
 
2) Communication skills with victims of crime
 
 
 
 
3) Obtaining golden hour evidence

4) Decision making in rare circumstances

5) Team working skilss
	Low 
1-4 
	Med 
5-7 


4)  7
	High 
8-10



1) 9
2) 8
3) 10
5)  10
 
	Low 
1-4 
	Med 
5-7



1) 6
2) 7
4) 5  
	High 
8-10 


3) 8
5) 8
	1) Making sure all active investigations are being continuously dealt with, and not put slow time investigations 
e.g Voluntary interviews on the side lines.

2) Be more professional and confident in speaking to victims when updating them on results of an incident.

3) Develop obtaining enquiries and evidence relating to golden hour principles, specifically around witnesses.

4) Develop ability to make unaided decisions when dealing with obscure and uncommon incidents

5) Fully understand the needs of my response team as a whole, and assist colleagues in areas I am stronger in than them, to obtain a better outcome for victims as well as the team.



	EXPERIENCE 
 
1) Court processes

2) Development courses

3) Reporting for process during voluntary interviews

4) Changes in policy relating to Missing persons and PPN submissions
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 


3) 5
4) 5
	High 
8-10 
1) 8
2) 8
	Low 
1-4 
1) 3
2) 4
3) 2
	Med 
5-7 





4) 7
	High 
8-10 
	1) Gain more experience in court rooms, by putting myself forward for DVPN hearings etc.

2) Put myself forward for more development course such as MOE/Taser, to better myself as an officer and provide further aid to colleagues

3) Use reporting for process alongside the “Now caution” during voluntary interviews when suitable to practise the process.

4) Practise new processes put in place when submitting missing person reports instead of submitting PPNs as well as missing person reports
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