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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

	Having achieved Independent Patrol Status, reflect on the impact of organisation culture within policing on your wellbeing and resilience (organisation change, retaining personal values in a wider organisational culture). 

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


1250 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

In this essay I will discuss and reflect on how the organisational culture has impacted my wellbeing and how I have maintained my personal values having achieved independent status. I will elaborate on aspects of the organisation such as general demand, staff shortages and time constraints that create the most stress, highlighting the strategies I use to maintain my own wellbeing and resilience when faced with these issues on a daily basis. I will also explain how extra stressors resulting from organisational change such as staff moves can dramatically impact the shift and staff moral with more experienced staff leaving shift promoting newly recruited officers to amore senior role on shift. 

Since achieving independent status within the role I feel like I am progressing and learning at a good pace. My previous role as a prison officer I believe has put me in a good position as the roles are very similar in nature, I am used to working for a professional organisation within the public sector, I am already extremely resilient and I work well and thrive in situations with conflict. A BBC report from 2020 shows that “Almost 2,000 prison officers in England and Wales took absences from work last year because of their mental health” www.peoplemanagement.co.uk 


One of the most difficult things I have experienced since becoming independent is managing my workload and being able to progress things in a timely manner, providing victims of these incidents a quality service. This is due to factors such as overwhelming general demand and staff shortages. Studies prove “the more control workers have over their work and the way they do it…the less likely they are to experience work stress” Leka, S & Griffiths, A & Cox, T. This appears to be an acceptable normality within the police currently, often working below minimum staffing levels with general demand being so high, resulting in officers accumulating more work, it is difficult to retain my personal values on providing a quality service with these circumstances. As mentioned, my workload is often high and again is accepted culturally within the police, the unpredictability of arriving on shift to numerous handovers, demand and low staffing levels whilst trying to progress offences with deadlines can also cause stress. “Situations that are likely to cause stress are those that are unpredictable or uncontrollable…Stress may be caused by time limited events, such as…work deadlines.” Michie S. 



Since becoming independent I often have to work past my tour of duty to complete all the paperwork required for each incident I have attended that is required, which results in working past our finish time up to 2 hours over quite often. “Research shows that even shaving an hour or two off of the standard 40-hour work week can have huge benefits, both at work and at home.” (www.atlassian.com) With our working week already being 40 hours, by extending each shift to complete the paperwork from the demand will undoubtedly have a negative impact on officers wellbeing overtime. “Research shows that overtime is often associated with increased stress. Long hours can mean fatigue, physical discomfort…” (http://www.nwcphp.org/) Not only does this overtime produce additional stress from being overworked, but it can also impact response officers work life balance leading them to go sick with stress and create even more overtime and strain on the remaining officers on shift. This appears to be a common theme within the police, officers are expected to work longer hours just to compete with demand. Also, officers arrive to work half an hour before shift and are not entitled to the first half hour of their overtime worked, meaning, for an officer to be paid half and hour overtime, they would be in work one and half hours longer than their rostered shift. I have found at times it leaves me less time to socialise with friends and family, or to utilise other coping strategies such as going to the gym and swimming I use to combat stress and maintain my mental wellbeing. “Overtime and stress can produce a vicious cycle. The more stressful things get, the more absenteeism you'll probably see, which leads to more overtime and even more stress.” (http://www.nwcphp.org/) this shows there is a positive corelation between Officers working overtime and increasing staff absences due to stress. 

The knock-on effects that the overtime creates is that officers are both having less time at home with their family and are sleeping less. The job itself is very demanding and requires officers to be both physically and mentally rested. Recent studies show that ‘a lack of sleep leaves people less morally aware, with important implications for the recognition of morality in others.’ (Barnes 2014) although there is an 11 hour rule in place that states officers should have 11 hours between shifts, that doesn’t take in to consideration the travelling time to and from work, the time it actually takes them to wind down after a busy shift, eat food if they had not had chance on shift. Stress itself causes people to suffer from poor sleep, which in turn leads to tiredness, difficulty in coping with daily life, low self esteem, thus creating more stress. (www.mind.org.uk)  

Another issue that appears to be a result of organisational culture is that officers will often go a full shift without eating food or drinking enough water if committed. There seems to be little consideration for officers who are committed at hospital for an entire shift or observing offenders at custody who have stated they are at risk of self-harming, this leads to officers not eating at all or eating unhealthy alternatives as they aren’t given time to have a proper meal. ‘Previous research has established that poor diets and eating patterns are associated with numerous adverse health outcomes.’ (Zahra, Ford & Jodrell 2013) Fast food alternatives are often very high in calories but very low in nutrition. The adverse effects can affect most parts of the body, causing headaches, acne, increasing cholesterol and blood pressure running an increased risk of heart disease or stroke, also can lead to depression. Due to the foods being packed with sodium and trans fats they promote these negative health impacts and many more. (www.healthline.com) 

I live a healthy vegan lifestyle, following a plant-based diet and prepare my meals for work in advance. Plant based alternatives are less accessible for me whilst committed all day at hospital or custody so often go without eating. Numerous studies have shown that vegan diets are rich in antioxidants and other nutrients which are protective factors against depression, and higher intakes of fruit and vegetables has already been independently linked to better mental wellbeing. (www.healthline.com) Most importantly I could never break my vegan lifestyle as the ethical reason behind my choice makes me happy as my actions align with me views and beliefs.

In conclusion, Throughout this essay I have found that staff shortages and the overwhelming general demand has resulted in causing higher levels of stress among officers, this in turn leads to more officers taking absence from work due to stress, in turn creating more demand on those who remain. This cycle in unavoidable unless staffing levels are increased to a suitable number as to avoid overworking response officers, this is a recruitment issue and far greater than implements that can be made locally. The Nature of the job requires officers to be selfless, often at the cost of their mental wellbeing, resulting in increased overtime, not all of which is paid, less time to recover, eat well, maintain healthy relationships outside of work and the time to implement other coping strategies for negating the effects of poor mental wellbeing. 
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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: During this essay I will reflect on an incident I attended where I encountered the most tragic and upsetting scene police constables can be faced with, the scene of a suicide. I will explain my ethical approach to the situation along with my decision-making process throughout using the national decision model, I will explain how I continuously re-evaluated options available as the information to hand progressed and changed during our attendance to deal with the complex circumstances we faced. I will outline the legislative contexts that dictate the powers we have available to us within our decision-making process under powers and policies, I will also describe the social contexts surrounding the problem, those being prior to the incident and after the incident. I will then outline the consequences of our decisions and actions taken that day, and the process involved after to record the details of the event in a fair, honest and ethical manner. 

I was asked to look at a call for a reported missing person, the college of policing definition of missing is “Anyone whose whereabouts cannot be established will be considered as missing until located, and their well-being or otherwise confirmed.” www.college.police.uk 

The person reporting was the birth mother of the 18 year old girl who lived out of area. I contacted the mother on the phone to complete a missing person report. The mother had spoke to her daughter via text the night before but was concerned she would self-harm or attempt to commit suicide as she had previously been hospitalised after taking an overdose 4 to 6 weeks prior to this. According to the Samaritans “347 suicides were registered in 2021*. This is 62 more than in 2020” www.samaritans.org. There are many factors that can influence someone’s decision, mental illness, chronic pain, trauma being a few. “Childhood trauma is one of the more significant long-term risk factors for suicide … emotional neglect, physical abuse, losing a parent, sexual assault” www.health.com. The female was adopted by another woman at a young age, this may have led to a sense of abandonment and had a deeper routed and traumatic effect on her mental wellbeing. 


After completing the missing person report and risk assessment I graded the report as medium risk as per definition “The risk of harm to the subject or the public is assessed as likely but not serious.” www.college.police.uk. I did not believe this met the criteria of high risk as high-risk states “The risk of serious harm to the subject or the public is assessed as very likely.” www.college.police.uk. At this moment, following the NDM, the information and intelligence available that suggested risk was her previous history and nothing reported this incident that was suggesting she was at high risk.

I attended the address of the missing person initially to see if she was at the address, the information and intelligence at this point was very limited, so we began conducting further enquiries to develop and gain further information to apply this to our working strategy following the National decision model. The national decision model is a “robust risk management framework highlighting the role of training and positive learning” (Bishop, A.) Officers use this model to ensure they adhere to the code of ethics and manage risk effectively.     

To establish the individuals whereabouts, hospital checks, custody checks were carried out, the addresses of associates and family were also checked, one of the associated persons I contacted was an ex social worker involved with the individual previously. She explained to me that she was given up for adoption at a young age and her relationship with her foster mother broke down as she got to her teens. A recent census shows that in Wales, ‘17,004 children were receiving care and support … an Increase in 2% compared with 31 March 2020’ (www.gov.wales) This figure shows how serious the situation is where children and young people are at risk of exploitation or harm, the census also pointed out that there has been a reoccurring pattern, where year on year a higher proportion of children are receiving care, highlighting the difficult task social services have to safeguard everyone effectively. 

During the coronavirus pandemic a lot of people were slipping through the net regarding social services support, and support for their mental wellbeing and physical health, during this time people experiencing loneliness increased drastically. ‘Loneliness increased from January to April … Depression (but not anxiety) increased during this time with changes in loneliness accounting for much of the increase in depression.’ (Lee, 2020) People who were already experiencing poor mental health and wellbeing were also now isolated and experiencing loneliness, and according to Pervin ‘suicidal ideation was positively correlated with depression, loneliness and hopelessness. (Pervin, 2016)

The reason why a child is placed into care could already be one of neglect and trauma, already posing ACE’s on the child potentially hindering their development, similar can occur when they leave, when the child turns 18 and are able to leave care, as with the individual in this scenario ‘local authorities in all the nations of the UK are required to support children leaving care at 18 until they are at least 21.’ (www.learning.nspcc.org.uk) This is to access and provide a plan based on their needs in order to safeguard them and help them live independently. 

At this point we were considering other options and contingencies of forcing entry to the property. The missing person was an adult and under article 8 of the Human rights Act “Everyone has the right to respect for his private and family life, his home and his correspondence.” www.legislation.gov.uk. we were taking into consideration the individuals rights with information available to us, to ensure our actions were ethical and proportionate. On attending the property we were met with friends of the individual reported missing. We had explained to the friends that we were limited within our powers regarding entering the property as none of them could confirm she was inside and nobody had heard her inside whilst being outside.

Our power of entry was section 17 (1) (E) of PACE. Power of entry without a warrant allowing a constable to enter a premises for the purpose of saving life or limb or preventing serious damage to property. www.legislation.gov.uk. 

At the present moment we were not fully satisfied the individual was in the property, my colleague who was MOE trained attended the address with me. We were in contact with our sergeant and we agreed to take the least intrusive approach of drilling the lock as we could replace it afterwards. When making each decision we were adhering to the code of ethics and acting in a proportionate, legitimate, necessary and ethical manner, that we believed reasonable in the circumstances to hand. (www.college.police.uk) We believed we were acting with good intentions and would not be costing the Individual money to repair damaged property this way, which could also damage public perception of police due to abuse of powers. 

Shortly after the landlord had come upstairs and said the occupant of the flat below had heard footsteps upstairs. With this new information, despite our power of entry still being weak, we decided to force entry to save time as we were not getting a verbal response. After forcing entry we activated our BWV and conducted a quick search of rooms, the last door we checked felt heavy and we soon discovered that the individual had hung themselves on the back of the door. Due to the seriousness of the situation I had to act immediately, I followed first aid training, I lifted the individual off and lowered her down to the floor, checking to see if they had a pulse and breathing, when I realised, they were not, I began CPR immediately. (www.harberrytraining.org) my colleague cut the ligature, preserving the knot, as we would seize as evidence, and passed information on in order to get ambulance response and defibrillator on scene. We then took it in turns cycling CPR as it was very tiring and would be ineffective if we had not. 

The paramedic arrived shortly after and took the lead and continued delegating to myself and my colleagues, the individual began breathing again on her own after our intervention, I was however concerned about the damage that may have been caused as we had no idea how long she had been suspended against the door, according to research ‘Each minute of delay reduces the probability of survival to hospital discharge by 10%.’ (www.cks.nice.org.uk) Shortly after, more ambulance staff arrived and took over the medical aspect of the incident, I was then able to leave the property and then go outside and manage the road as it was on a busy street and had attracted a lot of public attention. 

Consequently, as a result to our actions we were able to resuscitate the individual and give her a fighting chance at life, where she was admitted to hospital and remained there for the next few days. The unseen damage the individual sustained from being unconscious was still a concern, with approximately ‘7–8% of people in whom resuscitation is attempted survive to hospital discharge.’ (www.cks.nice.org.uk) the potential damage to her brain from not receiving oxygen is known as Post-cardiac arrest brain injury, it ‘is the main cause of death in patients resuscitated from cardiac arrest, and the main cause of long-term disability in those who survive the acute phase’ (Sandroni, 2021) 

In conclusion, on reflecting on this incident, I can now fully appreciate how dynamic the incident was and the risks to other people involved, the importance of the risks involved, including potential contributing factors that would cause a young person to take this course of action, from being lonely and having a lack of support from family and friends, past trauma and experiences effecting the individuals mental wellbeing and a sense of hopelessness. On Assessing and reviewing my actions taken I can say they were always proportionate, legitimate, necessary and ethical, despite our power of entry being weak, in hindsight, it was clearly the right choice as the individual was there and had attempted suicide, all decisions were communicated effectively, monitored and reassessed when necessary or new information came to light, all rational and decisions were recorded appropriately.      

(1714)















Task 3

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

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

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

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


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




ANSWER: In this essay I will evaluate different theories of team dynamics and leadership styles and how they promote team cohesion, I will outline the pros and cons with each leadership style and how they sometimes cannot effectively function within the police service. I will identify factors that could indicate a negative team dynamic and how these can be overcome. I will Discuss why inter-personal conflict can occur within a team and Strategies that may be utilised to resolve this conflict and promote team cohesion and performance. I will then apply these team dynamics to the police service and consider how they can result in failings to comply with policies and potentially damage reputation. 

There are many different team dynamics which have a variety of leadership styles. ’Leadership style is the pattern of behaviours engaged in by the leader when dealing with employees.’ (Bhatti, 2012) Lewin, Lippit and White (1939) identified the three main leadership styles most commonly used today, Autocratic, Democratic and Laissez-faire. (www.ceeol.com) 
 
Each leadership style impacts the team members within, they have the potential to promote individual skillsets within and encourage team cohesion or cause conflict from lack of motivation and contentment within the team. I will outline some of the most well-known leadership styles and dynamics and discuss their strengths and weaknesses. Firstly, I would like to discuss the two most common leadership styles, autocratic and democratic.

Autocratic leadership, also known as authoritarian, is an approach ‘characterized by individual control over all decisions and little input from group members.’ (Cherry, 2022) this approach often rejects advice from team members and can discourage team engagement, damaging to moral and create hostility within the work environment. Although this approach is often looked at in a negative manner it does have benefits when used in the correct situation and circumstances. Benefits include quick decision making, Offers a clear chain of command and is most beneficial where strong, directive leadership is needed (www.verywellmind.com) Although excessive use of this style of leadership can be damaging to the team dynamic and moral, within the police, where intense, time critical situations arise, where there is a clear leader identified more knowledgeable than other team members, it is important they adopt this approach to increase team performance to achieve the goal at hand.  

Democratic leadership is the opposite approach where the team are all involved and encouraged to discuss their ideas within the decision-making process. Whilst this approach promotes productivity, moral and commitment from the group members it does however have its disadvantages. In a democratic group dynamic there are communication failures, bad decisions can be made by less experienced members, along with some members ideas being overridden (www.verywellmind.com.) All of these cons can create hostility and lead to conflict within the team as members may having conflicting views and opinions on decisions that need to be made. 

Conflict is typically viewed as a negative thing, where there is often a winner and a loser in the scenario, ‘Conflict management is the process of limiting the negative aspects of conflict while maximising the positive aspects.’ (https://usptraining.org/) If interpersonal conflict arises within the team, a constructive resolution is required. The CUDSA model is a model used to manage and resolve conflict in a professional and constructive manner, the 5 step Model is followed by Confronting the conflict, Understanding each other's position, define the problem(s), Search for and evaluate alternative solutions and finally Agree upon and implement the best solution(s) (www.gmcvo.org.uk) this can potentially resolve existing problems and promote growth of individual skillsets within the group. 

The third Leadership style laissez-Fair, translates to ‘Leave alone’ and is an approach where the Leader allows the members to function as they please, it encourages personal growth and by eliminating the micromanaging elements it allows for faster decision making. The downside of this approach however is that the leader can abuse it to avoid accountability and underachieving teams may result in individuals being punished. (https://louiscarter.com/) this approach encourages Individuals to manage their own workload however within the police It is not always appropriate as newer serving constables will require guidance and mentoring in order to progress. 

The two dominating leaderships styles withing modern policing are transformational and transactional styles. (Bass & Riggio, 2005) Research shows that there was a positive correlation with both styles and satisfaction with leadership, when compared to the Laissez-faire proved to have a negative correlation. (www.emerald.com) Burns Transformational leadership theory focuses on ‘motivations and values in assessing how a leader approaches power. This aspect of having that basic ethical system sets leaders apart from those merely aspiring to power’ (https://www.leadership-central.com/) This leadership style aims to motivate employees to invest in the organisation and its goals as opposed to reward and penalty for not achieving goals which is found in the transactional style. Again, this style may not be appropriate in certain situations where skill level needed surpasses that of the individual. 

Regardless of team leadership style, each individual within the group will possess different skillsets, motivators, views and opinions, and the team will take time to gel to reach its full potential. According to Tuckman’s theory of group development there are 4 main stages, Forming, Storming, Norming, Performing. ‘Tuckman's model explains that as the team develops maturity and ability, relationships establish, and leadership style changes to more collaborative or shared leadership’ (www.wcupa.edu) It is during the storming phase where individuals may begin to push boundaries and where conflicts may begin to arise, it is important for the leader to remain very accessible during this phase and potentially step in to ensure the team remain professional and manage conflict in a healthy productive manner. (www.thecoachingtoolscompany.com) The Norming phase is where team members build trust and find their rhythm, performing is where the team have become efficient and work well together and understand how to achieve success collectively. 

“The constants are that high-performing teams have incredible focus and a really shared sense of what their metrics are—meaning not only what they are trying to achieve, but also what success and quality look like. That clarity around vision, success, metrics, and quality allows them to do amazing work.”

								(McCord, P. 2019)

Further studies have suggested a fifth stage in this process, ‘Tuckman and Jensen then integrated into the model of group development as a fifth stage named adjourning’ (Tuckman, B & Jensen, M.) within this stage the members reflect on their performance and ways to improve for potential future projects and for individual members development and personal growth. (https://fellow.app/) 

It is important that negative team dynamics are identified, and efforts made to eliminate them, or to negate the adverse effects it may have on the team. These dynamics typically occur where individual members act in a manner that undermine each other and their ability to perform efficiently. If left unaddressed the negative team dynamic can become destructive and prevent the teams goals from being achieved and seriously risk employee disengagement and productivity. (www.qualitygurus.com) After exploring the advantages and disadvantage of different leadership styles it goes without saying that weak leadership can seriously increase the chance of negative group dynamics arising. 

Other root causes include individual personality types and motivation. There are five Personality types that disrupt positive team dynamics, The aggressor, negator, withdrawer, the recognition seeker and the joker. The aggressor type often presents themselves in a hostile manner and are inappropriately outspoken, this can cause smaller personalities within the group to not engage and put forward their ideas due to the reaction from the aggressor. The negator is similar but are often pessimistic and overcritical regarding other group members ideas, again causing the same effect as the aggressor. The withdrawer type is the member who doesn’t participate in group activities, they may not be destructive, however can influence the culture of the group long term and demotivate other members. The recognition seeker is often boastful and take credit for other members ideas, this can lead to other members resenting them as the recognition for hard work is misplaced. Finally the joker is the type to make jokes at inappropriate time and damage the group dynamic. (https://toggl.com/) 

The withdrawer personality type is more likely to free ride when in group activity despite being hardworking on their own. ‘The free-rider problem, also known as social loafing, occurs when one or more members of a group do not do their fair share of the work on a group project.’ Brookes & Ammons (2010) other poor dynamic root causes are ‘groupthink’ excessive deference to leadership and evaluation apprehension. Groupthink refers to the process where team members are more concerned on agreeing with a solution than exploring the right one, this conflicts with the Code of ethics in the sense that officers are to remain objective as opposed to settling on an idea that may not be the best course of action. Excessive deference to leadership refers to the members who are most likely to agree with their boss rather than present their own thoughts and opinions, and evaluation apprehension refers to the members who prefer not to share ideas in case they are criticised. (https://toggl.com/) These root causes can easily arise depending on individual personality types within the team, as the above five mentioned personalities are likely to create these issues at some point within a group. 

During dynamic incidents team members need to play their role and communicate effectively. Previously discussed negative team dynamics such as freeriding and less motivated team members can result in safeguarding policies being missed at incidents where there is an element of risk involved. The college of policing outlines the code of ethics, that are principle’s officers must adhere to, along with standards of professional behaviour (www.college.police.uk) Respect, challenging improper behaviour and objectivity are among them. Team members actively setting out to undermine others at performing efficiently needs to be challenged as it is counterproductive, can cause team dissatisfaction which in turn will lead to a lower standard   of service provided to the public, in turn negatively impacting the publics perception of the police.  

In conclusion, throughout this essay I have found that the difference between negative and positive team dynamics on shift has a huge impact on how well individuals perform and the level of service they will provide. With poor dynamics leading to team members resenting other team members, creating hostility on shift, poor work moral, job dissatisfaction leading to less motivation and poorer service to the public, which can effect the police reputation as a whole. Leadership style plays a very important role within the team dynamic as it dictates how the individual members can operate and develop individually, weak leaders often fail to address issues within the team whereas leaders that cannot delegate often have a dissatisfied team as they aren’t able to use their own creativity and progress their skillset.  
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

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

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

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




ANSWER: In this essay I will explain the importance of information sharing and intelligence. I will explain how intelligence based policing can help deter and detect further crimes and implementations could be made to disrupt criminal activity. I will explain the size of serious organised crime using recent statistics and how information and intelligence sharing can assist Traffic officers in detecting more prevalent criminal activity involved with serious organised crime such as drug dealing and county lines, human trafficking and child sexual exploitation. I will also outline how ANPR can be uses as investigatory tool for officers to assist them in detecting and investigating crime. 

Information and intelligence within the police is crucial for helping maintain officer safety, protect and safeguard victims and vulnerable people and manage offenders when they are released. The college of policing outlines the 5 policing purposes that provide the legal basis in which police officers gather, record, evaluate, share and retain information, these principles are protecting life and property, preserving order, preventing the commission of offences, bringing offenders to justice, any duty or responsibility arising from common or statute law. (www.college.police.uk) Due to data protection and Human rights, personal information has to be gathered and retained in an ethical, necessary, proportionate and lawfully manner.

Article 8 of the human rights Act 1998 protects the publics right to a private and family life, including correspondence, however police can infringe on this right if the following are satisfied, protect the interest of national security, public safety, economic wellbeing of the country, to protect health and morals, the rights and freedom of others and to prevent disorder and crime (www.legislation.gov.uk) The police will gather information for preventing disorder of crime and public safety in most cases, this information may have further value and become applicable intelligence. 

‘Intelligence is the lifeblood of policing and forces across the country rely on it as a strategic crime prevention tool, to detect crime, shape operational activity, identify suspects, safeguard vulnerable people, find missing people, and to bring criminals to justice.’ 

(www.northyorkshire.police.uk) 

Information gathered can also prove helpful in building a bigger picture and detecting crime patterns, modus operandi for future offences, along with associating offenders and potentially attributing them to serious organised crime groups. Director-general of the National Crime Agency, Lynne Owens explained that Serious organised crime is rapidly changing in complexity the recent years, stating ‘It now affects more UK citizens more often than any other national security threat… each year it kills more of our citizens than terrorism, war and natural disasters combined’ (https://inews.co.uk/) Intelligence gathering surrounding SOC is important due to the shear scale of it and geographical area in which it operates it criminal activity. The serious organised crime strategy 2018 is a strategic framework used to tackle serious organised crime, Divert, Deter, Detect and Disrupt, commonly known as the 4D approach. Diversion refers to a preventative approach by safeguarding those more likely to be recruited or use the products, Deter refers to an approach by promoting support of legitimate businesses and minimising the demand for the products from organised crime gangs. Detect refers to the identification and detection of members involved and bringing them to justice and disrupt is the approach in which police use a variety of methods to disrupt the criminal organisations from operating effectively. (www.gov.scot) Serious organised crime is defined as ‘individuals planning, coordinating and committing serious offences, whether individually, in groups and/or as part of transnational networks.’ (https://assets.publishing.service.gov.uk/) although this definition is quite broad and does not exactly define the offences, there are a number of serious offences covered by this term, including but not limited to child sexual exploitation, modern day slavery and human trafficking, illegal drugs and firearms, county lines, money laundering and cyber-crime. The national crime agency estimates that Serious organised crime costs the UK at least 37 billion pounds per year, with 4,772 known organised crime groups operating within the UK. ‘Serious and organised crime remains a significant threat to the UK’s national security, and its impact on citizens and their communities continues to grow.’ (www.nationalcrimeagency.gov.uk) as technology continues to grow so do the potential opportunities for criminals to carry out their illegal activities. It is important that the police continue to develop intelligence and their methods in tackling serious organised crime to remain one step ahead. 

Automatic number plate recognition (ANPR) is technology that can be utilised to help locate a particular vehicle and offer new lines of enquiry for officers when investigating crime. It is a tool that has proven useful to help disrupt criminality from local to national level and works by reading passing vehicles registration plates and instantly checking it against database records of vehicles of interest. There are approximately 13,000 cameras nationally feeding an average of 55 million records to its database daily. (www.npcc.police.uk) All information gathered and shared by police officers for the previously mentioned policing purposes are stored on a database known as the Police National Computer (PNC). Depending on the level of offence the officer can request for different markers to be placed on the offender and any vehicles involved. ‘An action (ACT) report may include the requirement to stop the vehicle or assess where the action should be determined based on the information within the report and the circumstances relevant at the time.’ (www.college.police.uk) Within these reports action markers are added to the vehicles on PNC, if there are more than one marker added, the highest priority will always be displayed along with the reason the action marker is added, this is according to regulation 109 of the Automatic Number Plate Recognition produced by the National Police Chiefs’ Council. (https://assets.publishing.service.gov.uk) By submitting the relevant intelligence on nominals that are involved in serious organised crime offences and  the vehicles they use, they will automatically notify police via ANPR, their general movements can be recorded whilst travelling and be used to assist officers in investigating any offences they are suspected of being involved in. 

ANPR are linked to a reading device (NRD) they can be mobile and mounted to vehicles, Roads Policing & Specialist Operations (RPSO) officers are equipped with ANPR built in to their vehicles and are able to detect vehicles of interest if they encounter them whilst conducting mobile patrols, this is useful as the offenders may not be detected by stationary ANPR cameras. NRD’s can also be deployed to areas where there is a clear need to detect, prevent and disrupt criminal activity, it can be used as part of a pre-planned operation where officers need to deploy to the area following an alert. (https://www.college.police.uk/) Most crimes involved in serious organised crime often involves the use of a vehicle, ANPR has been deemed as revolutionary technology. The regional programme director for joint policing in Yorkshire, Geoff Dodd said “I believe that this is the best investigative tool we have had since the introduction of DNA analysis,” (www.mosysolutions.com) The positive effects of ANPR can be measured throughout the UK, ‘Research shows that in the first year of the cameras being installed in Ashfield, there was a reduction in burglaries of 36% in the area.’ (www.anprcameras.com) There was a further drop of 41% in the following year to reinforce the statistics.  

County Lines is a term used to describe the criminal activity where ‘illegal drugs are transported from one area to another, often across police and local authority boundaries (although not exclusively), usually by children or vulnerable people who are coerced into it by gangs.’ www.nationalcrimeagency.gov.uk. This activity often involves the exploitation of vulnerable in the form of cuckooing, grooming of children to carry out the offences of dealing drugs, violence between rival gangs and control of territory. Although supply of class A drugs is the primary driver within county lines, sexual violence and exploitation is often directly linked to county lines. A national briefing report produced by the National crime agency in 2017 found that 42% (18 forces in the UK) reported criminals using their owned vehicles, 2 forces reported the use of stolen vehicles. The majority of people involved are choosing to travel by rail, hire vehicles and taxis, however for those who are using their own or stolen vehicles ANPR can be crucial in detecting and preventing the criminal activity for those forces collaboratively working together when responding. (www.nationalcrimeagency.gov.uk) By effective policing o the roads, disruption and detecting crime of this nature and dealing with it promptly further increases the trust the public have in the police.   

Speed check sites are also another smart way of developing intelligence and assisting officers effectively police the roads, they are primarily used as a means to deter motorists from speeding and make roads safer especially in areas deemed to be accident hotspots, however if they are placed near to locations linked to organised crime gang members, whether it be residence, place of work or area of activity, it can help develop further intelligence long term and provided immediate disruption (https://assets.college.police.uk/) 

In conclusion, It is clear that intelligence is absolutely crucial to prevent and detect SOC due the very nature in how it operates and its ever changing tactics to avoid detection. The sheer scale of Serious Organised Crime renders an enforcement-based approach inefficient therefor police have to operate following an intelligence led approach to effectively tackle the issue. Detection and disruption set out in the strategic framework implemented to tackle SOC shows key areas in which offenders can be disrupted, vehicle disruption as discussed in this essay proves to be effective, and has come a long way with the use of CCTV and ANPR. ANPR has proven to be an invaluable tool when investigating any offence involving a vehicle and proactively detecting vehicles of interest from Intelligence and markers placed on vehicles of interest, this is due to it being operational constantly and submitting approximately 55 millions records daily. 
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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 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 I have a good knowledge of policing policies and procedures so far. I always seek to be shown something as opposed to asking others to complete work for me, so I will know for future reference and to assist other newer staff coming through. 

I am working on a good shift with an exceptional sergeant who always strides to promote individual growth within team members, I feel like my knowledge is further developed than most on my intake and I intend to continue with this. 

My knowledge that I apply to policing I do not feel to be an issue, my knowledge towards the university element however is my weakness. I did not go to university as I am more of a practical person as opposed to academic, I take longer to complete university work, in order to meet deadlines on time. 

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 
From my previous roll I am confident I have great communications skills, de escalation, and control and restraint techniques. 

I have attended a hanging and managed to bring the individual back which was always a concern of mine if I attended a hanging, I would like to keep up to date with knowledge on first aid as I feel once a year is not appropriate if we are first responder to someone who is dead or dying. 

I am a good competent driver and have my blue light driving course this January, I would like to complete other courses, I am interested in is taser, PNC and MOE. I will look to applying myself to these. 

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 My previous role, I worked in Cardiff Prison for 5 years, I worked on residential units, segregation unit which include the healthcare unit and the vulnerable unit, I have had much exposure and experience with self harm, suicide, violent unpredictable situations, those with dirty protests, mental health, and a general custodial environment where communication and building rapport was crucial. I also worked on security at the prison so I have a lot of experience with searching, drugs, intel, MOE in custody. 

This previous experience I believe has helped my transition to the policing role and was the perfect stepping stone for this role. A lot of the skills are transferable and I want to keep those skills and complete training course relevant to them. 

I am relatively new to the policing role however with my experience I conduct myself professionally and I am confident in what I am doing. Since starting the role I have had exposure to almost every type of incident, and have been first responder to both a major and critical incident. I continue to learn each day and aim to learn more and complete more courses in order to be more efficient and a more valuable officer on shift. 
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