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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:

As a result of achieving independent patrol status within the job, I have realised the importance of maintaining habits that benefit my well-being and resilience. In this essay, I will reflect on the strategies I have used to maintain my well-being and resilience and the impact the organisational culture of policing has on this. I will use referenced research, and this reflection will be completed using Gibbs’ Model of Reflection which include 6 steps, Description, Feelings, Evaluation, Analysis, Conclusion and Action Plan (Smith, 2021). Reflection is an important stage in the learning process as it allows for theory to be related to practice. The intention behind reflective practice is to build on overall skills and fine tune the ability to make more competent decisions in the professional role. (Copley, 2011) 

Throughout my initial six months of training, I built a solid foundation of skills that I found worked best for how I dealt with the stress that had the potential to affect my well-being and resilience. These skills were transferable to the role I am now undertaking since achieving independent patrol status; however, the role now has other triggers that could affect my well-being. 

Davis (2019) defines well-being as “the experience of health, happiness and prosperity. It includes having good mental health, high life satisfaction, a sense of meaning and the ability to manage stress”. Additionally, Horn and Feder (2018) define resilience as “the dynamic ability to adapt successfully in the face of adversity, trauma or significant threat”. Through achieving independent patrol status, I have further realised the importance of developing resilience and the ability to manage stress due to the nature of the role. 

It was important when joining the team as a new starter to embrace the organisational culture already set within the team. Charman (2017) explains that when joining a new team, a person accepts and learns from existing members how to partake in the existing culture through socialisation. Socialisation is the process of adjusting to the attitudes and beliefs of the team the individual is joining to succeed in the organisation and its culture. Organisational culture is described as “a collection of beliefs, values and methods of interaction that create the environment of an organisation” (Indeed Editorial Team, 2022). It is important as it “defines how individuals work and function within a company” (Indeed Editorial Team, 2022). College of Policing (2021) states that it is the job of chief officers to promote an organisational culture that actively takes steps to ensure that all contact police officers have with colleagues, partners, and the general public aims to build trust within the communities and that everyone is treated with procedural justice, which means that everyone is treated with respect and without prejudice. This ties in with the Code of Ethics that every police officer and member of staff, regardless of rank, must follow. 


I have found that the most significant impact on maintaining my well-being is the camaraderie amongst the team that is present within the organisational culture of the police. There is a strong sense of camaraderie among police officers as the experiences of the job are unique to being a police officer creating the common understanding that “police are the only people who understand police” (Brough, Chataway, Biggs, 2016). Sharing my thoughts and feelings with my colleagues after emotional or violent instances has allowed me to process my thoughts and feelings more effectively. Haslam (2009) discusses the importance of talking through stresses with people who share an identity factor, such as working in the same job, as this has proven rates of lowering stress and improving well-being. I have first-hand experience of unwavering support from my colleagues in the past few months as I have dealt with outside stresses that have seriously affected my well-being and my ability to function at work. However, the risk that comes with this level of camaraderie is that it can be seen by some members of the public as a “blue line” mentality, and some believe that officers will cover up other officers’ misdoings or be afraid to speak up when colleagues are in the wrong for fear of breaking this bond. Skolnick (2010) refers to this as the “Blue Code of Silence” and explains that because the notion of loyalty as a key feature of the policing culture is regularly reinforced to police officers, this places officers at a higher risk of failing to report misconduct. I feel as if this relies on each force employing officers with the correct core values already engrained into their personal beliefs to avoid an officer not reporting misconduct and failing to comply with the code of ethics. Alongside the camaraderie, another way that I have been able to use my colleagues to maintain my well-being is through humour. Scott (2022) states that laughter is known to “reduce the physiological markers of stress and can be adjunct to pharmacological treatment”. I have found that after an emotional call, my colleagues and I use humour to lighten the mood. It is well known amongst members of the public that emergency services use humour as a coping mechanism, and I have found amongst the members of my team that this is the most common coping mechanism to keep morale and spirits high when team members are stressed and emotional from dealing with incidents or trying to manage their workload.  

During the classroom portion of my training, I realised the benefit of getting enough sleep each night to absorb the new information I was learning and developed a healthy sleep regime. Now as an independent officer working shifts, I further realise the importance of getting enough sleep and how it is essential but not always possible due to the shift pattern. Sleep is beneficial to your overall well-being as “good sleep is vital for your brain to function properly and it helps keep a better handle on your emotions” (Breus, 2023). I have found that it is hard to maintain a healthy sleep regime while working shifts due to having to sleep during daylight hours. At the time I first joined the team I asked my colleagues what strategies they implemented in order to achieve a good night’s sleep and took on board a few of their suggestions such as, black out curtains and avoiding caffeine throughout night shifts. Despite taking on board these suggestions I really struggled with my sleep to the point it was negatively affecting my well-being as I was unable to concentrate and struggled with a lack of energy and sought medical advice on how to improve this. A study conducted by Oscar Kilo, a police wellbeing service, found that 40% of officers stated they got less than six hours sleep per night (Police Federation, 2021). Through my research I have found that poor sleep when working shifts is due to the disruption of the bodies circadian rhythm which is “our body’s internal clock that is designed to tell our body to be awake and active during the day and asleep at night” (The Sleep Charity, 2021). 

Evaluating and analysing how I have adapted to the change from tutorship to independent patrol, I have found that although difficult to maintain, I have adapted the coping strategies I built in the classroom to benefit me while working as a part of a team as a response officer. I have become more aware of the importance of maintaining my wellbeing since becoming independent as a response officer and If I was to have this experience again I would prioritise my wellbeing and seek help relating to factors that have the potential to disrupt this sooner rather than hoping they go away. 

In conclusion, I understand the value of maintaining a good level of well-being and resilience and I believe that the organisational culture in the police has a positive impact on my well-being especially when able to rely on my colleagues for support. Putting what I have learnt and practiced into action I am going to continue to prioritise sleep and further build on the relationships I have with my colleagues to keep up with my overall wellbeing. 


(1354 words)
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Task 2

Relevant areas of the National Policing Curriculum: 
Decision-making and Discretion, Vulnerability and Risk, Public Protection.  
 
You must choose an incident, for example a domestic related incident, and reflect on how you made decisions in complex and unpredictable circumstances using dynamic risk assessment. 

	
Give a brief description of the problem including social and legislative contexts and any relevant cultural, ethnicity and language issues. 

Evaluate decisions made during the incident and your use (or otherwise) of the National Decision Model. Explain the rationale behind your decisions and your considerations when recording details of the incident. Consider your ethical approach to the decision. Outline the consequences of your decision making. 

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





ANSWER:

The National Decision Model (NDM) is described as “a framework that is suitable for all decisions and should be used by everyone in policing” (College of Policing, 2013). In this essay, I will reflect on a domestic related incident where I applied the NDM to a domestic related incident. I will reflect on my actions and the decisions I made using Gibbs’ Model of Reflection covering the description, feelings, evaluation, analysis, conclusion and action plan outlined in the model (Smith, 2021).

The NDM is a model used for decision-making and risk assessments. It was created by the Association of Chief Police Officers and updated the previous Conflict Management Model (Sullivan, 2017). The NDM has six key elements; gather information and intelligence, assess threat and risk and develop a working strategy, consider powers and policy, identify options and contingencies and take action and review what happened (College of Policing, 2013). The model is centred around the code of ethics, which “sets out the standards of behaviour that the public expect from officers and staff at every role and will help guide decision making.” (Home Office, 2014). 

In the description element of my reflection, I will reflect upon an incident I attended with my colleague after being dispatched to a domestic incident in the area. The first step of the model is gathering information and intelligence and putting this into practice, on the journey to the address, I completed the necessary checks, such as asking for the warning markers of the persons involved to be provided over the air and any previous incidents linked to the address. I felt nervous as there was extensive history recorded between both parties. Both of the involved persons had warning markers recorded against them for previously being violent towards police. The male had warning markers for having multiple weapons inside the property that could pose a risk to attending officers. Having this information known to me before attending the incident allowed me to make further decisions to keep myself and my colleague safe, If I did not use the first stage of the decision model, I could have potentially ended up injured. As an attending officer, I was already gathering the available information to assist me and my colleague in deciding how best to approach this incident before arriving at the scene. On reflection I realise the nerves I felt before attending the call were a cognitive bias as I did not know either of the parties involved or had dealt with either of them previously. A cognitive bias is “an unconscious and automatic progress designed to make decision making quicker and more efficient” (Ruhl, 2023). While processing the information provided, I believed the parties involved on this occasion would be violent towards each other and myself as an officer attending because I was informed that they had been previously and because the male held weapons at the address, I also believed he would be a violent person. 

A domestic incident is likely to be complex and unpredictable as the call does not always come from a person involved but from a third party, such as a neighbour. This proves problematic in certain instances, as not all the information can be passed to officers, such as the person involved or the involvement of weapons. A dynamic risk assessment is “an assessment of a task or activity that is in constant change” (HASpod, 2022). In a dynamic setting that is constantly changing and evolving, “it may not always be possible to segregate thinking or response according to each phase of the model. (College of Policing, 2021) 

Upon arrival at the incident location, there was no immediate shouting or banging that could be heard from the street, and the incident address appeared to be in order with no signs of a disturbance, such as people or objects outside the property. My colleague and I activated our body-worn cameras as per policy as it would capture evidence of demeanour and continuing behaviour of the offender (NPCC, 2022). We made ourselves known by knocking on the door and shouting through the letterbox. As a part of the cycle, the second stage is assessing threats and develop a working strategy. It is essential when attending a domestic incident to ensure that the safety of officers at the scene and parties involved, including children inside the address, is the first thing established and additional medical teams are informed if required. (College of Policing, 2015). We discussed before entering the property which of us would do what necessary actions to ensure that once inside the property, everyone was safe, and all the actions required as attending officers were completed. 

Once inside the property, we split both parties into separate rooms and started taking an account of what had happened and what had led to the police being called to the address. It is important to separate the arguing parties in order for true accounts to be given without the victim feeling intimidated to speak truthfully in front of the aggressor due to any potential intimidation (College of Policing, 2022). At first, the female victim did not want to pursue a complaint and refused to disclose any offences to officers in attendance, stating that both parties were intoxicated and that a disagreement had evolved into a verbal argument. At this point, I was considering the third section of the NDM which is powers and policies I had available to action (College of Policing, 2013) as no offences were disclosed, and as the argument had ended before police arrived. A power that is available to officers is the power of arrest under breach of the peace, which under common law allows an officer to arrest when harm is done or likely to be done (Hassell, 2015). I was unable to justify an arrest as this had also not been met. In order to make sure positive action was taken, I informed my colleague that I believed the best course of action would be to remove a party from the address. I prefer to remove the aggressor from the address to minimise disruption to the victim’s day, especially when there are multiple reports of domestic violence between the pair. This also helps when building a rapport with the victim, as when a victim feels they have been dealt with sympathetically, “they are more likely to have the confidence to call the police again if the situation recurs” (HMICFRS, 2019) 

I explained to both parties that I would prefer if the male left the address and stayed elsewhere for the evening, and this was a safeguarding measure to prevent any further instances of aggression that evening. While explaining this reasoning to the male, he became extremely aggressive towards officers. The male stated he had done nothing wrong and that removing him from a house he paid for would be unfair to him. All conversations at the incident had been calm and understanding until now. However, as I had been made aware of his warning markers earlier, I was aware that this had a more than likely chance of happening and had already gone through the NDM process for this aggression occurring in my mind. I was now able to put it into action. 

The NDM is a tool designed to evolve and allow for re-evaluation as more information comes to the officer’s attention (College of Policing, 2013). Where I had planned to go through the stages of this model with the original outcome, I had decided I now had to go through the NDM process again, factoring in the male’s aggression towards officers. This process happens quickly and often subconsciously when dealing with fast-moving situations. Due to the level of aggression displayed by the male, an amount of force was required to restrain him, and in our efforts, my colleague was assaulted by the male and subsequently arrested for this. After the male was arrested and removed from the address, the victim found the courage to disclose an assault that had happened that evening and multiple years of sexual abuse. This further disclosure meant that, in my mind, I restarted the NDM cycle from the first phase, gathering as much information as she was willing to disclose at the time and assessing the risk to her (College of Policing, 2013). As the male was handcuffed and in the rear of the police car, the risk associated with arresting a person was minimised as he was already restrained. I was able to consider the powers and policies available, and in this instance, I decided the best action was to further arrest the male and action the last two parts of the model which are take action and reflect on the decision I made (College of Policing, 2013). 

After this incident, I discussed what had happened with the colleague I attended with and the other officers on our shift. I believe my actions allowed for the best possible outcome with the information provided at different times during the incident. I believe the review part of the NDM is the most beneficial as reflecting on incidents with colleagues allows you to think analytically, learn from mistakes made and understand different viewpoints of colleagues that would have acted differently (HCPC, 2021). All of us in the station agreed that after the disclosure of assault and sexual abuse, the arrest was necessary and complied with the necessity to arrest under PACE Code G, to prevent physical injury to any other person (Home Office, 2022)

Evaluating this incident, I believe I used the NDM multiple times. However, not each time in its entirety, as when dealing with dynamic instances, when new information comes to light, it is important to adapt your decisions to benefit the situation better. As explained (Christopher, 2015) states that calls attended by Police Officers are “constantly changing, idiosyncratic, and present varying challenges. Police officers need to display greater levels of professional judgement, take greater risks in their decision making and use discretion to foster confidence in modern policing”. The actions taken during this incident allowed the victim to have their crime recorded and accurately dealt with by the correct team and I believe that because positive action was taken, in the future the victim would have confidence in the police to make disclosures again. I do not believe the escalation in aggression could have been avoided due to the male being intoxicated. Sontate et al. (2021) note in their research that domestic incidents are likely to be more aggressive if alcohol is a contributing factor, and participants involved in their research all considered alcohol to have a direct effect on their behaviour.  

In conclusion, I am happy with the actions taken during this incident, with the information provided to myself and my colleague at the different stages during the incident. The experience I gained from dealing with a dynamic incident allowed me to understand better and appreciate the risks involved when a plan is made and then changed due to escalating behaviours. 

In the action plan element of my reflection, I would deal with similar incidents in the future in the same way by following the NDM and re-evaluating my decisions if required with the information provided. During this incident I saw the benefit of gathering information and intelligence as the first step of the NDM as I was able to prepare myself and my colleague for potential violence due to previous markers on the persons involved. 

(1907 Words)










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:

Effective teamwork and having good team cohesion are an essential dynamic in the organisational culture of the police (Pramlal, Ashika and Parumasur, 2007). Various theories have been proposed to enhance and understand team dynamics, this essay will look to evaluate these theories with considerations to why inter-personal conflict can occur and how team dynamics can result in the failing to comply with professional standards requirements expected to be upheld by police officers. 

One theory relating to team dynamics is the Five Stages of Team Development more commonly known as Tuckman’s Theory that was developed and created by psychologist Bruce Tuckman in 1965 (Patterson, 2022). Tuckman’s Theory originally stated the four stages are forming, storming, norming and performing and in 1977 added a fifth stage, adjourning (Project PM, 2021). Forming is the first state which relates to a group of strangers meeting in hopes that they will eventually work as a functioning team. In this stage the atmosphere of the team is usually reserved yet positive (Wallbridge, 2021). The second stage is the storming stage which relates to the time where you get to know the personalities of your team and their attitudes towards work. In this stage there is the potential for clashes and a person may challenge decisions as they believe they know a better way for work to be completed. This stage is necessary to discover problems amongst the team, sort them out and allow for members of the team to discover where they fit in the wider team dynamic (Wallbridge, 2021). Thirdly the norming stage is the point where the team can work together and develop, a routine and roles are established in this stage and the team works well together where group members accept each other’s personal opinions (Bonebright, 2010). In the performing stage, everyone is focused on meeting the team’s goals and achieving these, any disagreements are resolved quickly and efficiently, and the team will perform at its full potential, with members working word in a structured process (Mind Tools, 2022). This is a very straight forward model and is easy to understand each element. The benefit of this model for leadership is that if they are able to identify which stage their team is currently in, they can easily guide their team into the next stage. In terms of policing. This model works and is evident amongst existing teams, however, there is not going to be a complete forming stage as new members join regularly without existing members leaving. 

I have been in the same operational team for the last twelve months and upon reflection over this time I am able to identify the stages set out by Tuckman (Tuckman, 1965) in my own team. At the time I joined the team, I joined with six other new officers which meant that a majority of the team had not worked together previously, and we were all new to the role of being a police officer. I recall conversations with my colleagues where we stated that we were feeling nervous but wanted to get stuck into the role and do well in the job. As we settled into the new team there were clashes in personalities that caused tensions amongst the team. Lykourentzou et al. (2016) state that when personalities on a team clash, the team operates less effectively which has a negative effect on how people communicate, make decisions, handle stress and manage conflict. All of which are important aspects of being a police officer.  One reason for conflict amongst teams can be explained in the DISC personality model that categorises people’s behaviour into four types, Dominance, Influence, Steadiness and Conscientiousness (MindTools, 2021). Understanding models such as this allows for the understanding that everyone has a different temperament and “can improve your interpersonal relationships” (MindTools, 2021). The dominance and influence personality types are “leader types” and the steadiness and conscientious are less likely to be leader type personalities. A study conducted by Lykourentzou et al. (2016) concluded that teams with a balance of the personality types reported better communication, acceptance and satisfaction in team results this suggesting that a balanced of balanced personalities is less likely to clash and therefore have better team cohesion and better outcomes. Using the DISC personality tool against the personalities in my own team I am able to see how each person’s personality could be categorised into one of the four categories and how this previously has not been optimal for team cohesion and caused the team to be unsettled. The team I work in appears to me to have a high number of people who would best fit the dominance personality type. This explains why we, as a team, have struggled as with the dominance personality style people tend to be ambitious and competitive and want to take control of situations (Disc Group, 2021). This is naturally going to disrupt the balance of the team as not everyone can take control of a situation. 

As the police force do not use personality styles to optimise the cohesion of the teams inside the force, conflict is something that is going on happen inside shifts and conflict resolution models are going to have to be used to return the team to a harmonious place. Inter-personal conflict refers to “any type of conflict involving two or more people and is a natural outcome of human interaction” (Legg, 2020).  Some conflicts can be resolved informally between parties however occasionally conflict may require a formal, systematic approach. A systematic conflict resolution approach I have seen my sergeant use in situations that have required their involvement has been the CUDSA model. This anagram stands for each step that should be taken; confront the conflict, understand the other’s position, define the problem(s), search for and evaluate alternative solutions and agree upon and implement the best solution, implement the solution and review as necessary (Lee, 2021). This is a collaborative approach and does not necessarily focus on preventing conflict as “different opinions and perspectives can provide opportunities to better understand how other people feel and relate to them on a deeper level” (Legg, 2020). There are other ways to manage conflict in a team, although not all will work for every situation and may not be appropriate for close working teams such as in the police force. Other type of conflict management models such as Thomas-Kilmann’s (1970) conflict mode model outlines five approaches to managing conflict which include, competing, accommodating, compromising, avoiding and collaborating. As an individual we all have a natural approach to how we manage conflict which would fall into one of the above categories (Thomas, 2008)

The dynamics within a team can influence behaviour of the individuals and in some instances result in officers failing to comply with the code of ethics set out by professional standards. The code of ethics defines the standards of behaviour that is expected by everyone who works for a police force in the UK (College of Policing, 2023). Unethical behaviour can be described as “an action that falls outside of what is considered morally right or proper for a person, a profession or an industry” (Gunner, 2021). One cause of unethical behaviour is loyalty. In the police there is a strong sense of loyalty which is engrained in the social identity of being a police officer, however loyalty can cause issues especially when it involves reporting fellow officers for misconduct (Sunahara, 2004). The ‘blue code of silence’ refers to an unwritten code amongst police officers that protects “misbehaving officers from outside scrutiny or punishment” (Westmarland and Conway, 2020). Inside a close team, especially in the performing stage, where a team has worked well together and established a synergy (Last, 2019) officers are unlikely to want to disrupt this cohesion by breaking the loyalty bond of the team. Westmarland and Conway (2020) conducted a survey with serving police officers regarding different types of corruption and how they would react to fellow officers being corrupt. In this study, 7% of officers who considered a crime conducted by another officer as serious would not report it to a supervisor. This identifies that these officers value loyalty over behaving ethically and further perpetuates the notion of the ‘blue code of silence’. Sunahara (2004) describes that another reason a police officer may act unethically is due to “the corrosive environment and alienation”. The review states that an alienated officer does not see the need to be loyal to the rules of society or that of the police organisation. An officer may be alienated due to believing their manager in unworthy of their loyalty. This links into the Adair 50:50 leadership rule which is a principle at states that 50% of motivation comes from within a person and the other 50% comes from the leadership they encounter in their job (Munna, 2021). Adair puts emphasises on the importance of leadership creating a motivating environment and this can be achieved by, giving recognition, rewarding people and treating each member as an individual (Munna, 2021). The leadership role according to Adair is split into three sections, Task, Team, Individual where it is their responsibility to allocate work and resources, control quality and rate of work, maintain discipline and build team spirit (Ackah, 2019). Leadership is an important part of the police organisational culture due to the respect of rank held in the police force. These qualities researched by Adair align with the main qualities set out for leadership in policing. (College of Policing, 2022)
 


In conclusion, it is universally expected that team cohesion will not always be present in a team and that individual personalities can cause rifts. With a better understanding of different personalities, I am now more aware of what could cause upset in the team and how to resolve any conflict that could occur. The closeness of a team although beneficial, especially in a line of work as intense as policing, has its benefits also has the ability to cause individuals to act unethically and not in line with the ethical decisions that should be made by police officers. 
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

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

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

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




ANSWER:


Information and intelligence gathered by officers and staff is essential for effective policing in all aspects of the force. Intelligence is “the lifeblood of policing” and can be used to prevent crime, detect and disrupt criminal networks and apprehend offenders, shape operational activity and bring criminals to justice (North Yorkshire Police, 2022). The strategic road network is vital to the UK economy (Highways England, 2017). It is also used by criminals to commit a range of offences, from minor motoring offences to international organised crime (College of Policing, 2013). This essay will explore how vital intelligence is for disrupting criminal activity and the tools available to officers in order to do this effectively. 

Intelligence is defined as “collected information that has been developed for action” (College of Policing, 2013). Various sources provide information and is beneficial in supporting local and national crime investigations. Information is provided by members of the public, victims, witnesses, and community sources. This information can become intelligence if it serves a benefit for a policing purpose such as protecting life and property, preserving order, preventing the commission of offences and bringing offenders to justice (College of Policing, 2013). The information is passed through an intelligence report which is a tool to evaluate the reliability of information and manage its dissemination. All forces across the UK grade information using the 3x5x2 system for a uniform approach, this system assess the reliability of the information (College of Policing, 2015). The police receive large amounts of information “which only becomes useful operationally after it has been interpreted and assessed” (Cope, 2004). Reliable information provides valuable insight into the operations, tactics and identities of those involved in criminal networks and organised crime. It is also beneficial in preventing crime. Intelligence can be disseminated to partner agencies such as regional organised crime units and bordering forces, who can complement this with their own intelligence, and together police and other agencies can take immediate action. (National Crime Agency, n.d). With accurate intelligence, police forces can plan and execute targeted operations to disrupt criminal networks involved in road-related crimes. 


A pro-active model for effective policing is Intelligence-Led Policing “which places an emphasis on public safety by seeking to identify and prevent serious crime before it occurs” (Moffett and Oxburgh et al, 2022). Ratcliffe (2016) states that the main aim of an intelligence-led policing approach is to reduce crime by ensuring proactive policing patrols based around criminal intelligence received by the community and partner agencies. The difference between intelligence-led policing and other traditional approaches is that it encourages collaboration between partner agencies and proactive ways of thinking and “seeks to place crime intelligence at the forefront of decision-making” (Burcher and Whelan, 2019). Cheshire Police (2015) focused their patrols, through intelligence-led policing, on the road by deploying unmarked vehicles and with the use of digital recording technology stated these were crucial to reducing road crime by making the roads “a hostile environment” for people using the roads for criminal or reckless purposes. Through these proactive patrols, Cheshire Police (2015) have also found a benefit in utilising ANPR technology inside their vehicles to utilise intelligence gathering around the criminal use of vehicles on the road. 


Surveillance techniques such as Automatic Number Plate Recognition (ANPR) allow police forces to monitor road activities. ANPR is technology that reads the registration plates of vehicles and creates location data (RAC, 2020). ANPR is used by police to “detect, deter and disrupt criminality”, and registration plates are read instantly and checked against a database of vehicles that may be of interest to the police (RAC, 2020). Intelligence is crucial to disrupting criminal activity through analysing the data and identifying patterns, trends and hotspots related to criminal activity. ANPR is a tool that can assist in developing an overall idea of vehicles used in relevant locations at certain times of the day. (College of Policing, 2013) This information becomes strategic intelligence and allows forces to allocate their resources effectively, thus enabling proactive policing against the most significant threats (National Crime Agency). The benefits of using ANPR systems are that a vehicle can be searched in as little as a few seconds and can produce intelligence relating to the movements of suspects and vehicles being used in crime. It is a tactical option for disrupting criminality (Kirby and Turner, 2007). There are, however, disadvantages of the ANPR camera systems. ANPR being successful is not always guaranteed. There is the potential that in adverse weather conditions such as heavy rain or snow, the number plate may become distorted and obstructed, and this is also an issue where the number plate on a vehicle does not meet standard regulations, such as spacing (Total Parking, 2021).

A serious crime that is happening on the road network across the country is County Lines and in order for the police to be able to effectively deal with this type of offending high-quality intelligence is required (HMICRFS, 2022). The collection of intelligence regarding county lines is closely monitored and all police forces must share their intelligence regionally each month which allows for further research into county lines and by identifying the scale of the offending, appropriate resourcing can be put in place to effectively police it (HMICRFS, 2022). The National Crime Agency (2017) state that county lines drug supply is being facilitated through both the rail and road networks and agreed that an effective response was through a close collaboration between forces and “effective use of monitoring techniques such as ANPR and CCTV”. HMICRFS (2020) recognise that police forces have improved their understanding of county lines however there is an argument that the current policing models are not appropriate to effectively police this type of offending. 


Over three days, “Operation Pandilla” successfully paired the use of ANPR cameras and intelligence to target main roads and motorways across the country (Sky News, 2020). This operation, led by the Metropolitan Police, worked with neighbouring police forces, sharing information and intelligence to “target high-harm offenders” (Hillingdon Today, 2022). It is widely recognised that offenders often operate across borders of multiple police forces to avoid detection, and by travelling using high-performance vehicles that are often stolen or on false number plates, they can move quickly without detection. (Hillingdon Today, 2022). The Metropolitan Police state that this operation was successful and had the added benefit of making the public aware that disruption of crime on the road network is a force priority; Chief Inspector Jack Robinson stated that partnership working with neighbouring forces by sharing intelligence would make it harder for county lines to be successful in the future (Day, 2020). The UK road network facilitates the movement of people and goods throughout the United Kingdom and “enables people in vehicles to travel hundreds of miles and cross numerous local authority and police area boundaries in a short period of time” (Department of Transport, 2020). The National Police Chiefs’ Council roads policing strategy between 2018-2021 (NPCC, 2018) stated that a priority going forward would be to combat organised crime “through flexible enforcement based upon intelligence”. This would be achieved through partnership working between UK police forces and “other key stakeholders” (NPCC, 2018). Other types of technology that are beneficial to enhancing the effectiveness of road policing are vehicle trackers, smart water and average speed cameras. (College of Policing, 2013) 

Forces in the UK have dedicated Roads Policing Units (RPU) whose responsibility is to deter road users from breaking the law and keeping road users safe (Brake.org.uk, 2019). The role of an RPU officer has evolved over the years from being a police officer whose primary focus is enforcing road traffic legislation to being involved in a wider policing role, such as using these officers to “target criminals who use the road network for their criminal purpose” (HMICFRS, 2020). Research has shown there is a link between offending on the roads and other forms of criminality. Essex Police found that in half the drivers stopped for drug driving offences had previous arrests for serious crimes such as burglary, drug dealing and violent crime (Thompson, 2020). Police officers have the power to perform a preliminary test, such as a drug wipe or breath test, if they reasonably suspect a person is driving under the influence of an intoxicating substance (Road Traffic Act, 1988). Through stopping vehicles, officers can gain valuable information and intelligence that could be beneficial in tackling other crimes in the area. 

The National Roads Policing Strategy 2022-2025 makes tackling crime a priority. Policing of the roads includes “disrupting criminals who abuse our road network for criminal gain” (NPCC, 2022). In 2020, His Majesty’s Inspectorate of Constabulary and Fire and Rescue Services (HMICFRS) released a review on the effectiveness of Roads Policing in England and Wales and made thirteen recommendations for improvement. These included prioritising resources allocated to policing the roads and ensuring effective partnerships, including “appropriate intelligence sharing agreements” (HMICFRS, 2020). In order to effectively police the roads to reduce criminality, information needs to be shared with agencies such as the British Transport Police, Department of Transport and Driver and Vehicle Standards Agency (College of Policing, 2013). Joint operations between the police and these agencies are conducted regularly in order to tackle serious crime. Operation Enhance, conducted by the British Transport Police and regional forces in the southwest of England is a taskforce dedicated to tackling the issue of county lines in the area. This operation was successful through the sharing of information and led to seventy-eight people arrested (Mckeown, 2021)

In conclusion, information and intelligence plays a vital role in disrupting serious criminal activity through effective policing of the roads. Intelligence-led policing, utilisation of technology and preliminary tests conducted by officers at the roadside all contribute towards the success of disrupting crime through the road network. The evidence suggests that ANPR is heavily relied upon in roads policing and the information it is able to capture is crucial to intelligence gathering relating to serious offences. If these tools are used correctly, police forces can enhance their ability to continue to prevent and disrupt criminal activity and ensure safety and security on the UK road network.
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Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 


























ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
1. Improve my knowledge of the different MG Forms, their purposes and how to complete them and improve on knowledge regarding the overall case file building process to make sure I can complete a case file efficiently without relying on help from the case file team if they are not available.  
 
 
2. Improve my knowledge on the Road Traffic Act in order to be comfortable in practical applications of the law such as road-side breath test and issuing Traffic Offence Reports. 
 
 
 
 


 
 
	Low 
1-4 
	Med 
5-7 



	High 
8-10 

8






















8
	Low 
1-4 


























4


	Med 
5-7 

5
	High 
8-10 
	1. Arrange a day attachment with the case file team and take comprehensive notes to assist. I will also speak with my sergeant for support and complete my own case files rather than sending them to the case file build team and assist others with their case files and emergency charge files on shift. In 3 months time I can reassess my confidence with case files. 






2. In order to achieve this I will read through Blackstones when possible during night shifts/rest days and speak with traffic colleagues regarding attending calls with them on patch. When possible, I will be asked to be crewed with shift members with a good knowledge of traffic in order to proactively stop cars and complete paperwork if necessary. By the end of the year, I will re-assess by how confident I feel in completing these stops and paperwork. 

	
	
	
	
	
	
	
	3. 

	SKILLS 
 
1. Complete the XRY phone process  for examining phones in order to gain this as a skill and assist newer colleagues in this skill. 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

5
	High 
8-10 
	Low 
1-4 

2
	Med 
5-7 
	High 
8-10 
	1. Complete a form and send it off to the correct team and take on board any feedback from the XRY team. I will achieve this by asking the team if I can assist them with completing the forms for the shift and discussing how the process works with my colleagues on shift who have completed a form. 

	EXPERIENCE 
 
 
 
1. Gain more knowledge around the DVPN process, how this is completed and approved and why this process is important 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


8
	Low 
1-4 
	Med 
5-7 


5
	High 
8-10 
	 
1. I will achieve this by reading through the material on the beat regarding DVPN’s and the process and completing one next time there is a need for one on shift. I have colleagues who are experienced in the process and I will have a discussion with them and take notes on the process to refer back to when I complete one. 
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