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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:

During this essay, I am going to reflect upon the impact that the organisational culture of the police service has had on my wellbeing and resilience. I will include references throughout this essay to support my work using Harvard referencing conventions. 

During my research, I found it difficult to find a single definition of what organisational culture meant. Instead, I found the following definitions which correspond with what I believe the meaning of organisational culture is. Schein. E (2004) defines organisational culture as a dynamic phenomenon always surrounding us, which is being constantly enacted and created by our interactions with others and shaped by leadership behaviour, as well as a set of structures, routines, rules, and norms that guide our behaviour. Another, simpler definition of organisational culture is a workforce’s set of beliefs, assumptions and shared values which also plays a large role in the performance and effectiveness of an organisation (Walkme, 2021)

Since reached the milestone of independent patrol status almost 10 months ago, I have experienced firsthand the impact that organisational culture can have, not just on myself but on other colleagues too. I was aware of the negative preconceptions of police organisational culture before I joined the police service after reading multiple articles online. An inspection by HMICS found that there was an unwillingness amongst officers to challenge unacceptable behaviour as well as a culture of blame (Herald, 2023). Although I was aware there would be challenges, I was unprepared to experience the impact the organisational culture would have on me personally. 








Since gaining independent patrol status and being expected to deal with incidents independently, I began to take notice of a pattern of behaviour by some colleagues who had been in service longer than me. I was being told I was “too nice” when speaking with suspects and that I should change the way in which I interacted with them. I had noticed that some colleagues would have some sort of ego when interacting with certain people and felt that I was being pressured to change to fit in with those behaviours. As I was so early in my career and had only recently become independent, I found it difficult to challenge this behaviour despite it not fitting in with my personal values. 

As someone who had only recently joined and was still early in my career, I noticed a culture of blame which was widespread throughout the parts of the organisation I had seen. If something had not gone to plan, or a mistake had been made, there would be an effort by those involved to find someone to blame or take the fall for this. I found that I was the person usually blamed, even if I felt that I was not at fault. I believe this was due to the fact I was new in service and other more experienced colleagues felt able to blame me. After speaking with other colleagues who I had joined with, they also had similar experiences and difficulties. I have continued to notice this pattern of behaviour directed towards new colleagues. I found it difficult to challenge this despite seeing it happening as I did not want to be seen as someone who complains or even be ostracized by my colleagues. 

There was and still is a culture in the organisation where you are expected to just get on with things and not complain. For example, if we were short staffed, my colleagues and I were expected to just continue as normal despite the enormous pressures this placed on us. It became difficult to deal with when this became a continued and regular occurrence, and nothing was done to improve it. There is an attitude of “if you do not like it, there is the door”. This sort of attitude by colleagues and senior members of the organisation does nothing to improve the organisational culture or staff morale. There was a strong resistance within the organisation against any sort of change as this was believed by many to be a negative thing. (Bizfluent, 2019) states that if an organisation is resistant to change, then it becomes difficult to challenge the negative impacts that organisational change can have. 

There are risks that come with conforming to organisational culture. By conforming to the culture of the organisation without challenging it, you are allowing the cycle of that culture to continue and thus allowing the poor behaviour and attitudes to continue. I have seen this firsthand in the organisation and I am guilty of conforming to the culture that is allowing the cycle to continue. As the culture of the organisation continues and grows, this behaviour and the attitudes that come with at are adopted as being normal and new joiners to the organisation have no chance of challenging it so conform themselves or they believe that this is the correct way to act or behave. Some may know it is wrong but believe that they can act this way without consequence. (Bizfluent, 2019) support this statement by stating that a culture that allows and tolerates bad behaviour allows other employees to behave in the same manner. 

There are also risks by not conforming to organisational culture too. By not conforming to the culture of the organisation, you can be excluded and ostracised by colleagues or seen as an outsider or complainer. 

Despite the challenges of joining an organisation with a strong culture, I took steps to maintain my wellbeing and resilience. At first, I found it difficult to manage the effects of this and found myself thinking about these issues when I had finished work and had gone home. This included logging on at home in an attempt to catch up with work. I found that meeting with my current colleagues, including those that I had joined the police service with, was beneficial as it allowed me to see them in a different light, away from the pressures of a work setting.

Another thing I used to improve my wellbeing and resilience was to stop logging on to my laptop and completing work when I had finished work. I did not notice the benefits of this straight away but over the course of several weeks, I began to feel that i was taking more time away from work and was not worrying as much about my workload. This improved my mental wellbeing as well as my physical wellbeing as I felt I had more energy when I did return to work. I also found that playing on my games console was a great way of taking me out of a negative mindset and improving my mental wellbeing. A recent study conducted by Johannes, N (2021) found that gaming had a positive impact on the wellbeing of those that played. 

In conclusion, I believe that most people conform to organizational culture to make their working lives easier. I have found that it is easier to conform to the organisational culture than it is to challenge or attempt to change it. By conforming and not challenging, you are accepted much more easily as part of the organisation than if you were to complain or challenge it. The risks of conforming to a negative organisational culture are that the culture does not change and will continue to flourish unchallenged. My research found that gaming can improve my wellbeing when used in moderation. I have found this to be correct as someone who does play video games, my wellbeing has improved, and the stresses of the workplace have been alleviated. 

I have reflected on the personal issues caused by organisational culture and have found that I as well as my colleagues are part of the problem as we have conformed to the negative culture, allowing it to continue. I believe there needs to be a big shift in attitudes towards change to allow the organisational culture to improve in my organisation. 
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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 describe and evaluate my decision making and use of the national decision model during an incident of domestic violence that I attended soon after reaching independent patrol status. I will include references throughout this essay to support my work using Harvard referencing conventions. 

According to Empac (2017) The National Decision Model (NDM) was introduced by The Association Of Chief Police Officers (ACPO) as a risk assessment and decision making process, designed to assist officers and staff in the above areas. The National Decision Model encompasses six individual points, set out by The College of Policing (2024) below:

•	Code of ethics – All police staff should abide by these
•	Information – used to gather information and intelligence
•	Assessment – used to assess any threat or risk
•	Powers and Policy – used to consider powers and policies.
•	Options – used to identify options and develop contingencies
•	Action and Review – Decide appropriate action and review it after

I tend to use the acronym CIAPOAR, which was created by the college of policing (2024), to remember these points and use it as a way to guide my thoughts and decisions in the correct order.




Several months after I had gained independent patrol status, I was working a night shift on patrol in the company of a colleague who also had very little experience in the police service. There are downsides to being paired up with other inexperienced colleagues such as not having the depth of knowledge required to deal with every incident. There are also positives such as allowing me to make my own decisions whether they are right or wrong, and learning from my mistakes. MindTools (2024, states that when you make a mistake, you can learn from it and fix it. I received a call to attend a disturbance that was occurring at a property not far from where we were. The incident had been reported by a concerned neighbour with very little information given to us before our arrival. The only information we had was that a female was screaming outside of a house and that there was a male inside the address shouting at her from a window. My initial thoughts were that this was possibly domestic related as these incidents were common in the area I work. On our way to the address, I began using the national decision model to ascertain a plan of action and what powers we had if any domestic related offences, such as assault, had occurred.  Before our arrival at the property, the control room passed over some checks that they had made on the address we were attending. The checks came back with results for a male and female residing at the address. Both occupants had warning markers for violence against police officers, possession of weapons and domestic violence perpetrators. After being given this information, I began using the National decision model again. I evaluated all the information available to me at the time and after working through the NDM, decided that the best course of action would be to ask for a taser officer to attend the address to alleviate any risk to officers regarding weapons that the involved persons could possibly have. I believed this was proportionate to the circumstances and the potential risk posed to myself and my colleague who were not in possession of a taser. On the other hand, it was taking another officer away from answering any other calls that may come in, leaving a reduced availability of officers. Overall, I believe I made the correct decision.

As I arrived at the address, I could hear screaming and could see a female on her knees at the front door of the property, banging on the door. I turned on my body worn video camera as is policy when dealing with potential domestic incidents (South Wales Police, 2024). I approached the female and began to engage with her, asking her what was happening and why she was so upset. Immediately, I noticed that the female appeared intoxicated and had a small cut to her lip which had caused some blood around her mouth. I asked the female why she had a cut to her lip but she would not answer me. The female had bags of her clothing around her and had stated that the male, her boyfriend, had thrown her out of the house. I began using the NDM again to ascertain any offences that could have been committed and what powers I had to deal with any potential offences such as breach of the peace or being drunk and disorderly, which according to legislation means any person who in a public place is guilty, while drunk, of disorderly behaviour (Legislation.UK, 2017). I decided that the best course of action would be to get the female in to the back of the police car to ascertain further information from her and to prevent any escalation when I entered the property to speak with whoever was inside. The female stated that she had had some alcohol and that her and her boyfriend had an argument before he threw her out of the house. At this point the female did not disclose any violence or any offences. I was mindful throughout the initial encounter of the warning markers the involved persons had regarding violence and domestic violence against each other. The female was quite hostile to myself and my colleague and was stating that all men were the same. At this point I decided the best course of action would be to have a female officer attended and speak with the female in an attempt to gain further information from her. Using the NDM I believed this was the best course of action given the circumstances as I believed the female would engage with a female officer. The negative side was that there may not always be an officer of a specific gender available, as was the case in this incident. 

At this point, my colleague waited with the female at the police car whilst I went to the address to speak with the male inside. The male answered the front door of the address, and I immediately noticed his arm was bleeding and looked as if it had been cut. I informed the male that my body worn video camera was on and recording, as is force policy when attended a domestic incident (South wales police, 2024). The male stated that the female had been drinking and they had a verbal argument over this. The male then stated that he asked the female to leave but she had refused, and she then grabbed a knife from the kitchen. The male said he attempted to take the knife away from the female and that she then slashed his arm with it. I began using the NDM to decide what offences had occurred and what powers I had available to me. I decided that the female should be arrested for GBH. I believed this was proportionate given the information I had available to me at that time. Another colleague arrived and was taking further details from the male, so I went out to the female and informed her that she was being arrested on suspicious of GBH. I also gave the female the necessities for her arrest. I did this using powers under section 24 of the Police and Criminal evidence act 1984. Under section 24, a constable may arrest without warrant anyone he has reasonable grounds to suspect has committed, is about to commit or is committing an arrestable offence (Legislation.uk, 2002).

The female then became upset and disclosed that the male had stabbed her in the buttock with the knife. Given this new information, I immediately went back into the property and arrested the male for DV Grievous bodily harm. Other colleagues escorted the female to the hospital, but she remained under arrest. Using the National decision model, and with the new information available, I deemed it appropriate to place the male in handcuffs. The positives of this were that it kept me, colleagues and the male safe, as well as preventing his escape. The negatives were that the male became non-compliant about the use of handcuffs and had to be restrained in order to safely apply them. The male was then taken to custody.

Whilst in the property, I noticed a knife, approximately 7 inches in length at the bottom of the stairs which appeared to be covered in blood. I then seized the knife as evidence. As well as this, photographs were taken of blood stained walls within the property. 

As part of the golden hour enquiries, which the College of Policing (2016) describes as the period immediately after an incident has taken place, when gathering and preserving evidence is paramount, I decided that house to house enquiries should take place at neighbouring properties, despite it being in the early hours of the morning. Using the NDM I decided that the positives of completing the enquiries immediately, such as gaining fresh witness accounts outweighed the negatives such as waking up and possibly annoying members of the public. 

After retuning to the station, I immediately updated my E-pocket notebook with details of the incident, including my rational for decisions I made. I did this in line with the standard operating procedures which are that details of any incident an officer is evidentially involved in along with rationale for any decision making made should be recorded in the E-pocket notebook (Merseyside police, 2020). I ensured that I was impartial to both parties and included everything I could recall from the incident and what both persons had said after being cautioned. I was mindful that an incident of this nature would end up in court, so I was particularly attentive to details of the incident.

After the incident, a de-brief was conducted with my sergeant. Questions were raised regarding my decision to arrest the female as well as the male. As I had used the National Decision Model to assist with my decision making, I was able to provide a clear rationale for the decisions I had made. I explained that at that moment in time, and with the information available to me, I decided it was proportionate to arrest both parties as both had alleged assaults upon each other by the other person. I concluded that in order to conduct a thorough investigation into the offences, which were quite serious in nature, I deemed it necessary for both parties to be arrested in order to interview both regarding the allegations made. 

It was later revealed that the male had stabbed the female with a knife and had then proceeded to cut his own arm. In hindsight, I felt guilty for arresting the female but in the circumstances, believe it was the correct thing to do. 
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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:

This essay will evaluate the theories of team dynamics, considering inter-personal dynamics and how that can result in a failure to comply with professional standards. References will be included throughout this essay using Harvard referencing conventions. 

Team dynamics is described by Oxford reference (2007) as “the patterns of interaction among team members that determine team spirit, harmony, cohesion, and morale”. In the police service, it is important that police officers and staff observe the code of ethics and the content it contains, as it is imperative to the professionalization of the police service. The code of ethics was introduced by the College of policing in 2014 using section 124 of the Anti-social behaviour, crime, and policing Act 2014 (Blackstone’s handbook for policing students, 2022). It is important that police officers and staff do not allow team dynamics to interfere with professional standards. 

There are several theories available that discuss the theories of team dynamics, including:

Tuckman’s Linear Model

In 1965, psychologist Bruce Tuckman released a paper titled ‘development sequence in small groups’. It contained the phrase “forming, storming, norming, performing” which described how teams move through the different stages of getting to know each other (Tuckman. B, 1965). He later added fifth stage, known as ‘mourning’. 

Forming is the first stage of Tuckman’s theory. It explains how during this stage, a new member of a team will be unsure of how to act or interact with other members of the team. During this stage, the new team member will be more likely to look to the team leader for guidance and direction. In the police service, there is currently a large number of new officers joining response teams, which is putting further pressure on teams that have had experienced officers decimated and replaced by inexperienced ones. UK Parliament (2021) stated that there were an additional 9,800 police officers recruited in the year 2019-2021, with an additional 6000 expected by March 2022. This is putting huge pressure on the team sergeant and to a certain extent the team inspector, who are being looked at constantly for guidance and support from new officers. During this stage, there is little risk of officers breaking the code of ethics or the standards of professional behaviour, as the new joiner will want to do things properly to impress the team, and the established team will want to do everything they can to set a good example to the new joiner. On the other hand, a new team member can disrupt the team cohesions and cause a relapse in team performance (Mindtools, 2020).

The second stage of this theory is storming. This stage explains how conflict can arise as people’s true selves and preferred ways of working start to emerge, and teams begin to feel more confident to challenge others views and leadership. In a policing sense, an example of this could be members of the team not happy with a colleague’s work ethic, believing that they are lazy or not working to the required standard. This can then lead to tensions between different ‘cliques’ or groups within the team, which is common in the police service. It is also the stage where the sergeant’s authority and leadership begins to be challenged if members of the team do not agree with their leadership style. A policing example could be that an experienced officer disagrees with a sergeants decision regarding an investigation, and airs his grievance with other colleagues in his ‘clique’. This can then cause further issues between the team and the sergeant being constantly challenged. This kind of behaviour goes against the standards of professional behaviour concerning authority, respect and courtesy which states “police officers act with self-control and tolerance…treating colleagues with respect and courtesy” (Blackstone’s handbook for policing students, 2022). During the storming stage, as team members become more confident, there are examples of probationary police officers committing serious breaches of the standards of professional behaviour and the code of ethics. A story reported by The Evening standard (2021) states “Probationary constable who had sex on duty is guilty of misconduct”. This shows the disregard that the officer involved had for his job as he believed he could get away with what he had done and attempted to cover it up. 

The third stage of Tuckman’s theory is Norming. During this stage, Tuckman describes how teams begin to resolve their differences and start to form a closer working relationship. During the norming stage, teams begin to understand each other more and become more likely to respect the authority of the leader. This is the stage where teams begin to work in a relatively smooth fashion. A policing example of this could be that officers on a team attend a particularly nasty incident and support each other after it has been dealt with. During this stage officers would be more likely to speak with their sergeant and ask for support from others on the team. Another example could be an officer struggling to complete a work task and feels able to ask a colleague for help. 

The fourth stage of this theory is performing. During this stage, Tuckman describes how teams are working to their full potential and everybody is playing their part to build and keep a good team cohesion. Judith Stein, from MIT's HR department, says of this stage, "Roles on the team may have become more fluid, with members taking on various roles and responsibilities as needed. Differences among members are appreciated and used to enhance the team's performance." A policing example could be a well established team that have the knowledge and ability to complete investigations to a high standard while supporting those on the team that are struggling. 

The fifth and final stage of Tuckman’s theory is Mourning. This stage is used to mark the end of a project or the disbanding of a specific team. During this stage team members may feel annoyed or have reservations about the disbanding of a team, and may feel unheard by senior management. This can lead to grievances between officers on the team and senior management and supervisors. On the other hand, this can lead to team members forming a closer bond as they are aware that they will no longer be working together. In a policing sense, an example could be a long running pro-active team being disbanded as the funding has been pulled by senior management. 

Mindtools (2020) states that Tuckman’s theory does not work in a one-way fashion – teams can move back and forth different stages of the theory and that observations of a teams behaviour is important to prevent any relapse in performance. 

Belbin’s theory

Following nine years of study, Meredith Belbin developed a theory relating to team roles and behaviours designed to support team building, that was released in 1981. The university of Cambridge (2016) described Belbin’s theory as “an effective way to assess the relative strengths and weaknesses of a team, which helps the team to understand ways in which it could improve performance”. Belbin placed emphasis on the fact that diverse characters and personalities were important for a team to achieve success. This can be useful in a policing sense as most policing teams have diverse characters and personalities that most people believe would clash. By using Belbin’s theory, police forces can use these attributes as a positive to build team cohesion and performance. 

During his study, Belbin describes a team role as “a tendency to behave, contribute and interrelate with others in a particular way” (Belbin, R 1981).

Belbin describes a team role as "a tendency to behave, contribute and interrelate with others in a particular way" (Belbin, R 1996)







There are three action orientated roles:
· Shaper – Has the drive and ability to overcome obstacles.
· Implementer - 
· Completer

Three people orientated roles:
· Co-Ordinator
· Team worker
· Resource investigator

And three cerebral roles:
· Plant
· Monitor/evaluator
· Specialist

(Belbin, R 2003)

Belbin’s research made clear that the ideal team should have a mixed and health balance of all the above roles. His theory explains that strong teams have a co-ordinator, plant, monitor, as well as one or more of the other roles. 

Belbin’s theory makes it clear that there should be a healthy balance of strengths and weaknesses in a team to make it successful. Weaknesses can be a good thing in terms of team cohesion as it allows the team to help and assist each other and vice versa. This model could work in a police setting where weaknesses are currently seen as a bad thing and can cause the dynamics and performance team to change negatively. An example of this in a police setting could be that one member of the team is struggling to understand casefiles, so another officer assists them with their work. On the other hand, the officer struggling with casefiles then helps the colleague who is struggling with writing statements. This creates a bond between team members whereby everybody feels that they are valued and needed.

The above theories could be beneficial to the police services if implemented correctly and widely. Tuckman’s linear model theory explains how teams form and develop through the 5 stages of the model. It is important to note that Tuckman’s theory is not a solution to a problem that will always be present – new teams and differing personalities and personal beliefs. Tuckman’s model makes clear that the stages of his theory work both ways and teams can fall back into different categories if the team development and performance is not closely monitored.  If police leaders and management were to use this model when looking at team dynamics and cohesion, they would have a better understanding of what stage a team is in form the model. This would give police leaders and management a better chance at improving team cohesion and performance. As well as this, Belbin’s model makes it clear that their needs to be a healthy amount of different people, with different abilities, strengths, and weakness on each team in order for that particular team to function properly and efficiently. 

If the police service implemented these two theories together, it would be interesting to see the outcome.
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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:

This essay will explain how information and intelligence can be used to disrupt serious and organised crime and criminality by effective roads policing. It will also outline how ANPR can be used to assist with this. References will be included throughout this essay using Harvard referencing conventions.

All criminals, ranging from the low-level shoplifters to members of serious organised crime groups use and have access to the roads across the United Kingdom at all times. 

Richard Brunstrom, the chief constable of the association of chief police officers (ACPO) outlined the importance of roads policing in a speech he made in 2001, stating “The Police have a duty to tackle criminality in all its forms on the roads as much as anywhere else. There is an increasing recognition that road policing is a critical component of core police work and that getting it right is of prime importance”.

Police forces across the UK have a duty to use information and intelligence to disrupt criminal activity (College of policing, 2023). Information and intelligence are two different things, but both are equally as important when it comes to tackling criminality. Information can come from many different sources but the most common source of information is from members of the public. It is important the police forces encourage and support members of the public to report any information that may be of value to them. A simple call from a member of the public reporting something suspicious can quite often result in criminality being uncovered. For example, a report of a suspicious vehicle could result in offences being discovered when officers attend, such as a stolen vehicle or drug dealing.  It is important that police forces have a strong community presence in order to obtain this information as without it, valuable information could be missed. Other sources of information could come from the internet, such as social media identifying close associates of a person of interest to the police. Intelligence can be gathered in many ways. For example, an officer on foot patrol overhearing a conversation relating to a known criminal using a specific vehicle or even discovered during a covert police surveillance operation. 

Some information can be gathered under certain acts, such as the proceeds of crime act 2002, allowing police forces access to financial information that could assist with an investigation (Blackstone’s handbook for policing students, 2022). This could allow police to gather information about the movements of criminals using their banking information. This could be useful to monitor the movements of county lines drug runners using the roads. 

Another source of intelligence could be the use of a ‘CHIS’ or covert human intelligence source. A ‘CHIS’ is someone who establishes or maintains a relationship in order to obtain or access information (Blackstone’s handbook for policing students, 2022). This information is then provided by the ‘CHIS’ to police. An example of this would be an organised crime group member providing police with information regarding county lines drug supplies and movements, with other OCG members being unaware. This would then allow officers to intercept the vehicle before it arrives at its destination. The use of a ‘CHIS’ is covered by section 26 (8) of the regulation of investigatory powers act 2000. This provides a legal framework for when and how a ‘CHIS’ can be deployed (College of policing, 2023). As well as RIPA, police forces should be mindful of article 8 of the human rights act, which gives the right to a private life that should not be interfered with (legislation.uk, 2011).

When submitting intelligence, police forces use the 3 x 5 x 2 model. For ease, this is set out in the table below:

	Reliability of the source
	Reliability of intelligence
	Distribution

	reliable
	Known directly
	Sharing permitted

	Untested
	Known indirectly (corroborated
	Sharing permitted (with conditions

	Not reliable
	Known directly
	

	
	Not known
	

	
	Suspected to be false
	



Police forces use this model to submit intelligence. This can be used by all police staff from the control room, neighbourhood teams, response officers and all other officers and staff that are submitting intelligence. The 3 x 5 x 2 form plays an important part in the intelligence police forces gather. The reports will usually go to the force intelligence bureau before being circulated to those relevant to its information. Information deemed relevant is usually tasked to the strategic tasking and coordination group (TAC). These TAC meetings are held regularly and discuss topics of interest at the time. For example, if there has been a rise in the trafficking of vulnerable persons into a specific area, The TAC group, which is made up of senior leaders and tactical advisors, can allocate additional roads policing resources to target a specific area, or deploy a ‘CHIS’ if deemed appropriate. The TAC group is usually informed by intelligence that has been researched and written by specially trained analysts that work alongside police officers (Blackstone’s handbook for policing students, 2022) Roads policing officers can then act on this information using their advanced skills and knowledge of the roads, resulting in a positive outcome.

The National intelligence model (NIM) is a national effort that promotes effective, intelligence led policing using standardised, intelligence processes and practices across the 43 police forces in Wales and England (Home office, 2004) It was introduced in the early 2000s with the intention of using intelligence to decide priorities for policing and to tackle crime. By 2004, all 43 police forces had implemented the NIM and were actively using it. It meant that a national, systematic process for the way police forces handle information and intelligence was in place. As well as this, the NIM helps make decisions about the deployment of police resources (Home office, 2004). The National Intelligence Model is overseen by The Tasking and Coordination group (TAC), who ultimately decide the response to intelligence requirements. For example, intelligence is received from a police officer via the 3 x 5 x 2 process regarding information received from a member of the public about a potential bank robbery plan they overheard in the pub. By using the NIM, the TAC group can check intelligence and see a rise in robberies in the area. They then decide to act on this intelligence and set up a sting operation to target the criminals responsible. TAC groups have multiple resources at their disposal including response officers, roads policing officers and other specialist groups. 

Using National Intelligence model, TAC groups can split the intelligence in to 3 separate categories, depending on the level of crime. According to Blackstone’s handbook for policing students (2022) these are:

Level 1 – (local BCU level) This relates to local crime capable of being managed by local policing resources. This can also include serious crime and anti-social behaviour.

Level 2 – (Force and regional level) This relates to force, inter-force and regional criminal activity. This usually requires additional resources.

Level 3 – (National level) This relates to the most serious organised crime such as county lines and human trafficking. 

To tackle criminality using the roads, police forces need to sufficiently resource their roads policing units. Since 2010, police forces have faced financial difficulties which have resulted in the loss of officers dedicated to roads policing units, including an 18% reduction in officer numbers between 2015 – 2019 (Police Federation of England and Wales, 2020)

According to Roach, J (2017) there are multiple criminal activities that can exploit the use of the road. These include human trafficking, organised crime groups, drug smuggling and child exploitation. Use of the roads is also exploited by everyday criminals involved in volume crime such as vehicle theft, shoplifting and burglaries. 

Research conducted by Rose (2000) has suggested a link between offences involving the roads and other forms of criminality. The research suggested that 79% of disqualified drivers had a criminal record, which is 4 times higher the population average. 

This research shows that there is a strong link between criminals and the UK road network. It is important that police forces use information and intelligence appropriately and act on any leads they receive. By using intelligence, police forces can target specific areas of concern to combat crime. As well as information and intelligence, there are technologies available to police that can be used to tackle and disrupt crime on the roads. CCTV has become more prevalent in recent years and is increasingly being relied upon to assist investigations. The UK has a huge network of cameras on its roads that are a valuable resource to traffic officers. Inter-partner working between traffic officers and other organisations like DVSA – Driver and vehicle standards agency, can also tackle crime on the motorways. Offences relating to vehicle defects can often lead to the discovery of other offences like drug smuggling, human trafficking and theft.

ANPR was introduced in the early 2000 as a way to tackle the problem of uninsured drivers and stolen vehicles. It has since evolved to become an important tool used for roads policing, as well as other departments within the police. Automatic number plate recognition (ANPR) is an important and effective tool used by police officers, especially in relation to road related criminal activity. The college of Policing (2023) states that Automatic number plate recognition is an effective tool used to identify vehicles and matching them against information held on databases. 

ANPR is in important proactive tool used by police officers in investigations which can ultimately prevent crime by the targeting of criminals using the roads (College of policing, 2023)

A study conducted by PA international (2001) indicated that the average number of arrests made by police officers operating in an ANPR equipped team was 100, compared with the national average of 10 for police officers without access to ANPR. This shows a 10-fold increase in arrests for officers with ANPR access, showing the importance of ANPR in the tackling of criminal activity on the roads. 

Previously, ANPR was only immediately available to roads policing officers but in recent years, police forces have been rolling out ANPR available on a police officers mobile device. This is allowing non-roads policing officers to have immediate access to data from ANPR cameras, allowing a quick and swift response to any activations that may occur. 

ANPR allows police officers to target criminals using the roads, whether it be a vehicle with a drugs marker or a vehicle showing as having no insurance or MOT. Regularly, officers uncover further offences when stopping vehicles for minor motoring offences such as not having a valid MOT. 

In conclusion, police forces need to actively use information and intelligence to disrupt criminal activities on the road network. As well as this, working with partner agencies like the DVSA and using technology such as ANPR and CCTV will assist with the prevention and detection of crimes committed using the roads. 
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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 


X
	Low 
1-4 
	Med 
5-7


X
	High 
8-10 





	 At present, my knowledge in many areas is poor. Specifically, areas that I have not been exposed to that often such as sexual offences and traffic offences. I have recognised that there is a gap in my knowledge in many areas and have taken steps to counter this and improve my knowledge. The steps I have taken are to book myself on to courses such as a sexual offences refresher and I am looking to complete an attachment with the roads policing department to further my knowledge in these areas. What I have found since gaining independent patrol status is that my knowledge is constantly evolving and that I have good knowledge in areas that I have been well exposed to. Moving forward in my career I understand that my knowledge needs to be broader and cover more areas that I am expected to deal with independently. I find it helpful speaking to experienced colleagues who can point me in the right direction in many areas. I intend to have a better knowledge of the areas mentioned above and confidently deal with these independently. If I continue with my plans to improve my knowledge, I believe I can be where I need to be by the end of this year. 

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7



X
	High 
8-10 
	Low 
1-4 



X
	Med 
5-7 




	High 
8-10 




	 At present, my skills in many areas are not where I would like them to be. As a response police officer, I regularly must respond to emergency incidents, sometimes with quite a distance to travel. I am currently not trained to respond using any exemptions so must respond to emergency incidents complying with traffic regulations and speed limits. I have found that this can sometimes cause an incident to escalate as the response time is longer, allowing things to escalate and deteriorate. I have made attempts to enrol on the response driving course but there are currently no spaces available. I will continue with my efforts to enrol on this course and aim to have completed it by the end of the year. There are other areas where my skills are not where they should be. I find myself struggling with the more complex case files that I need to complete and regularly need to ask colleagues for assistance in completing them. I understand that this is somewhere I need to improve my skills and have asked for an attachment with the case progression unit to improve my skills around case file builds. I intend to complete the attachment this year.

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 







	Med 
5-7






X
	High 
8-10 
	Low 
1-4 






X
	Med 
5-7 






	High 
8-10 
	 As a response police officer, my experience is mostly centred around the same types of crime that I deal with on an almost daily basis. I regularly come across incidents where I have had no experience of dealing with previously and find myself looking to more experienced colleagues for guidance. I have recognised the need to broaden my experience and have made an effort to attend incidents where previously I have been hesitant to attend due to my lack of experience in the matter. My aim is to continue doing this and taking guidance from colleagues to improve my experiences.  By the end of this year, I intend to improve my knowledge in all areas so that I am competent and able to deal with any incident I attend. 
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