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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:

For the purpose of this task I will be reflecting on my wellbeing and resilience since achieving independent patrol status as a serving police officer with Gwent Police. 

In order to become an independent police officer with Gwent Police the individual must successfully complete their initial training period at Vantage Point House located in the Torfaen area of Gwent. Upon completion the officer is designated an experienced tutor who will work alongside the officer in order to complete their twelve-week tutorship period. Once this has successfully been completed the officer is signed off and is given independent patrol status allowing the officer to operate independently without the guide of a tutor (Loveday, 1998). 

Upon my successful completion of the tutorship I found being able to operate independently an overwhelming experience. I found that my mental health declined and I started to suffer from anxiety when attending calls on my own. 

A persons mental health can be described as their ‘emotional wellbeing’. Any person generally speaking will have both good and bad days. However, a person who suffers with their mental health will have more bad days than good. This can effect that person in a number of ways; tired, sadness, anger, agitation which can affect the way the person behaves, thinks and feels (CAHMS, 2014). All of these things can have an adverse effect on an officer when dealing with daily situations that may occur, leading to poor decision making and an inability to remain in control of a demanding workload. 

In order to combat the stress and anxiety of the fast paced working environment and an ever demanding workload I have relied on the gym. I found that by performing a sixty minute weightlifting session approximately five times a week has given me the ability to reduce my stress levels and control my levels of anxiety on a daily basis (Gloag, 1992).  

Further to this, I have implemented cardiovascular exercise into my training regime and found this to be extremely beneficial in lowering stress. (Aaron Kandola, 2020). A common sign of stress and anxiety is heightened levels of adrenaline and cortisol through the body. Exercise lowers these adrenaline and cortisol levels which and releases a natural mood-increasing chemical within in the brain allowing stress and anxiety levels to lower (Aaron Kandola, 2020).

Research shows that people who are regularly involved in vigorous exercise can be as much as twenty five percent less likely to be affected by anxiety or depression throughout the next five years of their lives (ADAA, 2023).

In recent months, I have implemented a further strategy into my personal wellbeing strategy in order to combat stress, anxiety and fatigue. I have started to perform cold water immersion on a daily basis. This has led to a significant improvement in my own mental health when used in conjunction with a structured weightlifting routine. 

Otherwise known as ‘Ice Baths’, cold water immersion involves submerging yourself into water below fifteen degrees centigrade for a short period of time, around 5 minutes. This has been proven to improve circulation around the body and improve your immune system by sending a large amount of electrical impulses through the cold receptors in the skin to the brain. (Cooper, 2022). This delivers an anti-depressant effect to the brain causing a decrease in depression and anxiety felt by the person (Cooper, 2022).

Something that I found to be more difficult than I first anticipated was entering into what is known as the ‘organisational culture’ of the police force. I found that coming from a predominantly military background up until joining the police to be very beneficial with keeping in line with the policing code of ethics such as; Selflessness, openness, honesty, integrity, leadership, fairness, accountability, objectivity, and respect as these are engrained into you throughout your career (Policing, 2014). 

Upon joining the police I was warned regarding the ‘organisational culture’ within the police. This was described as being prejudiced, hegemonic masculine, prejudiced and exclusion (Bennett, 1984). Throughout training we were told that this was a thing of the past, however, the ‘organisational culture’ still existed in some older serving member and had been passed down to newer recruits (J A Kiely, 2010). The newer members of the team are very impressionable and eager to learn the job. In order to ‘fit in’ they will listen to advice given and without questioning poor advice the ‘organisational culture’ continues through policing.

Although training was beneficial, I feel this only really covered the educational side of policing and whilst this is needed the practical element of policing was somewhat overlooked. Upon arriving at your assigned station the pressure is higher than ever for you to fit in with your team and you are desperate to be liked by everyone for fear of exclusion (Bennett, 1984). My lack of practical ‘policing knowledge’ became present and I looked to the more experienced members of the team for their experience and by watching how they dealt with situations I was able to apply these elements into my own skillset. I showed an interest and was keen to ask questions when I wasn’t sure of the answer and worked together with the team to overcome the problem. In doing this it brought an element team work to the job and was able to fit in well with the team more (Charman, 2017). I felt my team shared the same values, beliefs and work ethic and this made it much easier to fit in upon arrival. 

From my own experiences of the police force since joining I have found that whilst I valued the advice provided to me by the more experienced members of the team and taken this on board, I feel motivated to become my own police officer in line with my own beliefs and values in order to make a difference in the community. 
Further to this I have found reflection on incidents has allowed me to make improvements going forward. I was able to decide if the way I dealt with the incident was the most appropriate method in doing so and if not, how to improve the next time (Heyler, 2015). 

This method has led me to become a more confident police officer over the last twelve months of my service and will look to continue this method throughout my career. 
While I was aware of the outdated views and opinions of more experienced officers (Dellinger, 2007) and how they can be problematic for the organisation. It must be said that although this has been proven to be true in the minor circumstances released through the press, during my career within the police force I have yet to come across this type of behaviour personally. 

I am very much aware that should advice be given or overheard by me that I felt to be inappropriate or not within the current police codes of practice this behaviour can be reported through the correct chain of command in order to put a stop to the behaviour (IOPC, 2023). 

One of the biggest risks present with the ‘organisational culture’ of the police is this being witnessed or used towards members of the public. The public will lose confidence and respect in the police’s abilities, leading to much higher tensions. Officers must remember to remain impartial at all times and it is important that any preconceptions and beliefs felt by the officer must be ignored. In order to combat these simple things such as meeting with the public to provide reassurance along with a show of presence in the area can provide the public with confidence. Engaging with the public through different means increases levels of trust and encouragement for them to cooperate with police. In doing this brings them a safer environment and crime levels in the area are lowered (Policing, 2020).

In conclusion, I have looked at the different stresses met by new members of the police force. I have illustrated my own personal coping mechanisms in how I deal with the stresses of the job. I have also looked at how I have adapted to the ‘organisational culture’ of the police and how this can be a daunting thought for any new officer joining the job. 
Word Count: 1368
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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:

For the purpose of this task I will be referring to a recent policing incident which involved making decisions in a complex and unpredictable environment. 

During a recent shift I was tasked with an emergency call from the Force Control Room (FCR). An emergency call is classed as an incident to which there may be a danger to life, the use of or threat of violence, serious level of injury to an individual and/or serious damage to property (Robin Bryant, 2021).

The emergency call stated that two individuals were involved in a verbal argument inside of an address, a neighbour had called to say that they could hear raised voices with what they described as a female screaming and crying uncontrollably. 

Upon receiving the call and I started to go through the steps of the National Decision Model (NDM). I started by gathering information and intelligence on both the address and any individuals that may be present inside of the address (Policing, 2013). This allowed the FCR to pass me any relevant warning markers for the occupants and also previous incidents that may have occurred at the address to ensure officer safety was paramount. 

On this occasion the checks had returned as having 2 occupants, a married couple, and no previous incidents having occurred at the address. Due to this I have recognised that this incident would come under the Domestic Abuse policy. The legal definition regarding Domestic Abuse states that the parties involved must be over the age of sixteen, had at one time been partners on an intimate level or a family member and there must have been threatening, violent, controlling or coercive behaviour involved (Police, 2023). 

Due to the call being graded an emergency I have illuminated the emergency blue light system on the marked police vehicle under the Road Safety Act 2006 which allows exemptions over other road users to ensure a quicker response time to emergency graded calls. Upon successful completion of a ‘blue light course’ this gives the officer exemptions such as driving above the designated speed limit, proceeding through red lights, if safe to do so and ignoring the keep left/right signs again if safe to do so (Legislation, 2020 ).

With little to no information available through the FCR I have considered that as well as the NDM I would have to use a Dynamic Risk Assessment (DRA) on scene as with any call the circumstances could be more complex than first suggested along with an unpredictable environment. A DRA would enable me to continuously observe my surroundings, taking in the threat of any risk and harm present and use my professional judgement and decision making to solve any issues that may arise (Morgan, 2013).

Upon arrival at the address I have identified the correct number and activated by Body Worn Video (BWV) as per the National Police Chief’s Council policy for arriving at incidents (NPCC, 2022). This ensures that all evidence is both visually and audially recorded of the incident should it later be needed for any court proceedings. 

I have made myself known at the address and have been met at the door by a male of what I perceived to be of Asian ethnicity. The male’s English was poor but he was able to communicate with me. Due to this I have used communication that was clear and concise, I respected the males personal space and stood back as not to intimidate him and I broke the sentences down into smaller more manageable sections for him to understand (LifeWorks, 2020).

The male seemed to be rather irate at this time so I have continued with the NDM and began to make an assessment of the threat and risk that was present to myself at the time. I have not perceived an immediate threat at this time but still gathered information and intelligence continuously as part of my DRA should anything change and present itself as a danger (Policing, 2013). 

I attempted to use a method known as Betari’s Box; this states that my behaviour and attitude towards a person will be replicated by that person. I remained calm and kept the tone of my voice to a low level as not to shout over the male (Sappington, 2003). This seemed to work with the male and he began to calm. 

Due to perceiving the male to be of Asian ethnicity and believing him to be of Muslim religion, I have remembered that a friend of mine was currently celebrating the Muslim tradition of Ramadan. I have asked the male if he was currently celebrating this tradition and he has agreed. Ramadan is ninth calendar month in the Islamic calendar and during this Muslim’s will not eat or drink during the hours of daylight, known as fasting. This period is to remember the month the Qur’an was revealed to the Prophet Muhammed and teaches the participants self-discipline and acts as a reminder of the suffering to the poor (BBC, 2021). Recognising that his frustrations could be due to this I have ensured that my actions were made as ethically as possible as to not offend anyone present (Schwartz, 2015).

I have explained that I would need to speak to the males partner in order to make sure she was safe and also to speak to her alone in order to do this. I understand that within the Muslim tradition the male is often seen as the head of the household and will make the decisions for the rest of the family so being able to speak with his wife alone may cause some tension for not only the husband but for the partner as well as being alone with the female would be forbidden by the husband (Care, 2015). 

I have explained that I could speak to the partner in a different room with another family member present who was no involved in the altercation at any point then that would suitable. By doing this I was respecting their cultural beliefs and also ensuring that I was fulfilling my role as a police officer (Perihan Elif Ekmekci, 2017). 

The male has reluctantly agreed and I have entered the property. In doing so I have ensured that I have respected Article 8 of the Human Rights Act; this allows a person to a private life for you and your family (Act, 2021). 

I have met with the partner in a separate room along with her mother to respect the husbands wishes of not being alone with her in their home. The wife was very reluctant to speak with me at first and seemed to be extremely anxious in doing this. I have used active listening and with both verbal and non-verbal communication along with emotional awareness (Mulkey, 2021).

The female has explained the situation as a verbal argument only and tensions running high due to them being very hungry due to the ongoing celebration of Ramadan. The female did not present to myself as being involved in anything more than this at this time.

Although the female has stated that this was a verbal argument only I have considered during my decision-making process the possibility of Honour Based Violence being present in this relationship. Honour based violence is more often involved with highly religious families were they are seen to be protecting the honour of their family and/or the local community. This can be done in many ways such as; coercion, abusive behaviour, intimidation tactics and/or violence. Things such as forced/arranged marriage are common methods of implementing this (Policing, 2023).

In order to rule the possibility of this being involved a Domestic Abuse Stalking and Harassment Risk Assessment (DASHRA) was carried out with the female. The DASHRA is 29 questions regarding the current relationship and allows the officer performing this to identify what level of risk is involved to the victim (Turner, 2019). This will then be graded as standard, medium or high-risk allowing officer can then take suitable action as necessary. 

In continuing with the NDM I have identified what powers and policies I had available and also which options and contingencies could be used at this time. Due to no offences being committed I have decided that using my powers of arrest under section 24 of PACE (Legislation, 2012) would not be required. Instead I have used the DV Policy as my main guide when dealing with this incident. 

I have identified that should both parties be left together inside of the same address any previous tensions between the pair could escalate again upon me leaving the house causing further arguments and the possibility of offences being committed. Due to this I have asked for one of the parties to leave the address to prevent this. After some debating this the female has said that she could stay with her sister for the next 24 hours to allow things to cool off between the pair (Tammy L Zacchilli, 2009).

Realising that in making this decision this could cause further implications as I would be overruling the males decision as head of the household I have decided to use my discretion in order to allow the female to stay inside of the address. By using my discretion I was able to prevent any further incidents from occurring but also in line with making an ethical and cultural decision to respect the males values and beliefs (Kleinig, 1996). In doing this I have explained to all parties inside of the house that if anything further was to occur then the police would return and we would be looking at dealing with matters in a different way. 

Upon leaving the address I have continued with the last part of the NDM and reviewed how the incident had gone from a policing aspect and ensuring the decisions were in line with the Code of Ethics. I felt like I handled the situation in a professional manner and was able to communicate well with both parties under difficult circumstances. The decisions I made were professional and ethical at all times and I was able to use my discretion to prevent any embarrassment or further implications between both parties. (Policing, 2013). I felt like my DRA was always considered and throughout each phase of the NDM I was using this to my advantage. 

Upon arriving back at the station a full comprehensive write up was done on the policing systems and a Public Protection Notification (PPN) was completed and submitted to Social Services to make them aware of the incident. A PPN is completed as a further risk assessment process to social services. This makes them aware of domestic violence incidents along with vulnerable persons, children at risk and honour-based violence. Through the referral they can provide further support to the victim if required (Kemshall, 2001). 

In conclusion, I have discussed a recent policing incident to which I have encountered a Domestic Violence related incident. I have discussed my use of the National Decision Model and a Dynamic Risk Assessment along with my considerations of Honour Based Violence in a culturally different relationship. I have looked at my ethical decision making and reflected on the incident as a whole and the relevant referrals that have been made for the safeguarding of the victim. 

Word Count: 1878





 















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:

Team dynamics play an important role when developing a team’s cohesion and improving its performance on an individual and team basis.

The dynamics of a team can be described as the psychological, unconscious factors that can influence a team’s behaviour and performance direction. These factors can be created by a team’s; nature of work, working environment, working relationships along with an understanding of the work being completed (OptimistMind, 2023).

In 1965, psychologist Bruce Tuckman developed a model to describe the formation of a successful team. The ‘Tuckman’s Model’ is broken down into a five-stage process (Tudor Rickards, 2000). 

The first stage being described as the ‘forming’ stage. This stage is the initial formation of the group. From here a group leader will be identified along with the introductions of all other members. This stage will focus on establishing roles and goal setting. The development of a project timeline can be formed here to identify future development goals (Bruce W Tuckman, 1977). This stage is usually present for the first meeting or two between the group before moving to stage two. 

Stage two is described as being the ‘storming’ stage. This stage can be an argumentative stage and conflict is likely to arise between team members. Team members are attempting to establish themselves and are willing to push boundaries. Team members will start to show their true characters and may look to challenge managements decisions and goals set out. At this stage the team are still functioning as individuals and not as a team (Maples, 1988).

Stage three is referred to as the ‘norming’ stage. At this stage conflicts are less common; the team now appreciate each other’s strengths and show respect towards the team leaders decisions and authority over the group. Things such as constructive feedback will now be given by team members in order to achieve the goals introduced in the ‘forming’ stage. Roles and responsibilities are now in place throughout the team, the team leader is more comfortable at this stage in answering questions and delegating work out. Socialising outside of the working environment can now be seen (Cassidy, 2007)

Stage four is referred to as the ‘performing’ stage. At the performing stage the team are performing to their full potential and the goals set out during the forming stage are becoming more likely to be achieved. Team members are now comfortable with each other and have a good understanding of their roles within the team. Conflict in the team is now rare and if anything is argued it is usually constructive regarding the overall direction of the team. By this stage the project is normally near completion (Bonebright, 2009). 

The final stage, stage five is often referred to as the ‘adjourning’ or ‘mourning’ stage. This stage was introduced in 1975 by Bruce Tuckman and his colleague Mary Ann Jensen. At this stage the project will have come to an end, the team members may be upset that one project has reached the end but also excited that another project may be starting (Deborah Natvig, 2016). 

The five stages to Tuckman’s Model don’t necessarily need to be completed in order from start to finish. Teams may often find that they need to go back a stage and recomplete this. Sometimes a new team member can cause this to happen, a change/update in the projects goals can lead to a re-evaluation of team members roles (MindTools, 2022). 

Although Bruce Tuckman has identified what needs to happen within a team in order for it to become successful and achieve its goals. This isn’t always the case, in fact most teams more often or not underperform. Despite team collaborations having extra resources to hand, problems are often experienced with motivation and coordination often lead them to underperform. Elements such as a difference in values between team members, a breakdown in communication, power struggles and task interdependence can all contribute to all lead to conflict within a team (Coutu, 2009).

In 1981, Dr Raymond Meredith Belbin founded his model, Belbin’s Team Roles, his model identified that specific behavioural characteristics of different team members will define a person within that team. Belbin identified that within an effective team you will see a variety of people from different backgrounds and personalities, to achieve the most from this team it is important to utilise each individuals skill set by dividing the work up between a small team (S G Fisher, 2011). 

Belbin believed that within any team role there must be at least one of the nine behaviour qualities met in order for that role to become successful towards making the team successful. It is important to note that within small teams of say four members, these nine behaviour qualities can be met by just four members. The nine specific roles Belbin believed had to be met are; the plant, the monitor evaluator, the specialist, the resource investigator, the team worker, the co-ordinator, the shaper, the implementer and the completer-finisher (Jane S Prichard, 1999)

These are broken down into three identifiable sections. The social roles, the thinking roles and the action/task roles (Belbin, 2023). Each role fulfilled contributes to team cohesion while ensuring that a balanced and diverse skill set remains in order for the team to become successful. 

The Social Roles consisted of; the resource investigator, team worker and the co-ordinator. These will consist of outgoing, enthusiastic, confident members of the team. These team members will being ideas to the team, brings the team closer together and focus on objectives and goals being achieved (Belbin, 2023). 

The Thinking Roles are made up from; the plant, the monitor evaluator and the specialist. This group will consist of creative, strategic, dedicated members of the team who will provide solutions to problems, impartial judgements and an good knowledge of key areas to the team (Belbin, 2023). 

The action/task roles are made from; the shaper, the implementer and the complete finisher. This group is made from driven, practical, perfectionists who will ensure that the team remains focused in order to meet the set goal to the highest of standards (Belbin, 2023). 

Further to this there are certain strategies that can be implemented into improving an individual’s performance as well as a team’s overall performance. Goal setting can be introduced to provide motivation to both the individual or team to perform at their best. This gives the individual a sense of direction and by achieving smaller more manageable goals the bigger objective can be met (Gary P Latham, 2011).

Effective communication being a further strategy that can be implemented, often being regarded as being essential for a team to be successful, communication allows open conversation with constructive feedback and promotes active listening in other group members. Team members feel trusted and listened to while any arguments may be settled openly and fairly (Fielding, 2006).

Good leadership is a must for any good team to succeed. A good leader must be able to inspire, motivate, guide and support their team through any project in order for it to be successful (Kavitha Sethuraman, 2014). 

Training and development can be another strategy for improving an individuals and teams performance. By investing into a good quality training programme, the team members will be introduced to further knowledge, skills and techniques that they can bring to the team. This strengthens the team as the individuals pass on their new knowledge to team members who also learn from this (Scott I Tennenbaum, 1992).

When looking at all of the above from a police perspective; it is often found that when it comes to professional standards requirements, a lack of team cohesion often leads to a failure to comply to with these high standards set out by the force (Pramlal, 2004). 

A hierarchical structure within the police force creates an imbalance of power and more often than not contributes to conflicts and failures to comply with the professional standards of set out by the force such as the Code of Ethics (Julia E Hoch, 2014). The Code of Ethics defines the high standards of behaviour expected by any person serving within the police force (Policing, 2014). This decision framework has been adapted to encourage professional judgement making, instil personal responsibility when making important decisions and encouraging every police officer to do the right thing when required to do so (Policing, 2014). 

Poor communication within the force can be detrimental when it comes to decision making and the upstanding of the core values of policing. Poor communication often leads to a lack of transparency and misunderstandings which lead to conflicts between team members. This means problems such as stress, sickness, and retention of staff remains a critical problem within the force (McKibben, 2017). In order to prevent this from constantly reoccurring; new members of staff need to be integrated and supported in their early days in order for them to become an important part of the team (McKibben, 2017). By introducing communication systems and where the force operates an open platform for all to be involved into voicing concerns, opinions and frustrations this enables officers to come to terms with these, vent them and move on from them ensures officers are in a better mindset to make important decisions (Policing, 2013). 

Diverse and inclusive teams open up to all walks of life become better prepared when solving problems from each aspect of religion, gender, sexuality, ethnicity, and disability. Training to team members regarding these protective factors is vital when it comes to this but by introducing team members from each of these characteristics promotes a diverse and inclusive team who can work together (Linklater, 2022). In embracing the diverse and inclusive differences within a team this gives mutual respect and an offers an understanding of these differences. Diverse officers are able to introduce a new member of the team and integrate them into this by providing the right levels of support. A team who have been through the struggles that are being reported by the members of the public are in a better position to provide the help and support that the person needs. This instils trust and legitimacy within communities (Linklater, 2022). Things such as promoting diversity in recruitment, cultural training, and addressing biases within a team are all important ways to enhance the dynamics of the team and complying within the professional standards upheld by being a police officer. 

In conclusion, team dynamics have become vital when developing team cohesion and improving an individuals and teams overall performance. Theories such as ‘The Tuckman’s Model’ and ‘Belbin’s Team Roles’ have been introduced in order to understand how a team works in order for it to become successful. Elements such as goal setting, addressing of individuals conflicts, leadership, training and strategies all play an important role in developing the teams cohesion. Within the Police force, the team dynamics plays an important role when it comes to officers complying with professional standards. An open and communicative team with solid leadership who are inclusive with diverse team members ensures that ensures that the high standards of the police force are maintained whilst providing the highest level of trust and public safety. 
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

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

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

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




ANSWER:

The effective policing of the road network system can play a vital role when disrupting criminal activity. With the technology being used in modern policing and the vast amounts of information and intelligence available to them the police can utilise this information to improve their strategies in disrupting organised crime and by identifying and breaking up criminal organisations. 

Information and Intelligence plays a vital role when it comes to the prevention of crime (Policing, 2015). Intelligence led policing was introduced in the 1990’s and provided a strategic assessment of policing. This joined all levels of policing from neighbourhood policing to partnership agencies, their knowledge and expertise in this would lead to improved levels of decision making (Robin Bryant, 2021). The decisions made are then reviewed by the Strategic Tasking and Coordination Groups (ST&CG) which is made from senior police officers. (Robin Bryant, 2021).

This method led to an understanding of patterns and links involved with criminality. It was found that the minority of criminals made up the majority of crime (Robin Bryant, 2021). By removing that minority from the streets with the assistance of information and intelligence received from the public this would lower the crime rates drastically (Robin Bryant, 2021).
Information and intelligence is regarded as the information to which police retrieve or collect, this is done through a wide variety of resources such as internal and external resources (Policing, 2015). Tasked information can be retrieved through resources such as Closed-Circuit Television (CCTV) or Automatic Number Plate Recognition (ANPR) cameras. The most vital information and intelligence is often found to come from trusted sources who provide the police with information, these are often known as Covert Human Intelligence Sources (CHIS). Other intelligence options are routine collection from responding to policing incidents and volunteered information from the public (Policing, 2015).

Further methods of gaining information and intelligence are done through both open source and closed source methods. Open source is regarded as not being precise, dependable or reasonable and is made available to members of the public (Policing, 2015). Closed source is securely guarded information with access provided to specialist roles such as the police, prisons and partnership agencies who require the information. This information is not accessed by the general public (Policing, 2015).

In 2000, the police introduced the National Intelligence Model (NIM) as a guideline for gathering information and intelligence. This was introduced to all 43 force areas across England and Wales (Mike Maguire, 2006). The NIM is a structured foundation and designed for the purpose of assisting with intelligence led policing decisions (Kleiven, 2007). The aim was to improve public safety, reduce crime rates, detainment of serial offenders, areas at high risk to be controlled more efficiently with the removal of serious criminals from the streets (Mike Maguire, 2006). 

The NIM allows the intelligence received and collected by officers to be processed into three levels; Level one being that of local crime, Level two being that of force and regional level crime and Level three being that of crime on a national level (Robin Bryant, 2021). 
When looking at the road network system in the United Kingdom (UK) there is approximately 247,800 miles of road (GOV, 2021). This is then broken down into both major and minor roads. Major roads consisting of 2,300 miles of Motorway and 29,500 miles of ‘A’ roads whereas minor roads consist of around 18,900 miles of ‘B’ roads and some 197,000 miles of ‘C’ and ‘U’ roads (GOV, 2021). 
The road networking system is used to perform a number of criminal activities. Serious and Organised Crime Group (SOCG) utilise the roads in order to commit the more prevalent criminal activity. With approximately 40,300,000 licensed vehicles using these road networks (GOV, 2022), criminal activity on the roads has increased rapidly over the years due to criminals becoming harder to detect (GOV, 2022).

In 2019, research shows that in the UK there are approximately 37,317 nominals who have become associated with one of the 4,542 SOCG’s (Agency, 2019) costing the UK’s economy in the region of £37 Billion a year (Agency, 2019). The largest operation in place by the OCG’s is the smuggling of drugs from around the world. The drugs are then transported by the road network to a series of locations were the drugs will be distributed (Agency, 2019).

Drugs are smuggled across Europe by the OCG’s through multiple different means; Container ship, Small boats, Aircraft, vehicles, people and through the post (Agency, 2019) before arriving in the United Kingdom. Here it is met often by corrupt port or airport officials who receive payment in order to allow the drugs access through customs (Agency, 2019). This can be shown when looking at research from 2000, where approximately 90 percent of heroin that was found within the United Kingdom had originated from the Afghanistan region of South-Central Asia (Corkery, 2000).

In 2018, Simon Pellett, a UK border officer was arrested for attempting to smuggle illegal firearms and Class A drugs into the country after he met with OCG members and retrieved 3 holdall bags from them. Pellet then attempted to use his position in order to get bags past security and into the UK. Upon arriving in the UK he arrested and later sentenced to prison (BBC, 2018).

Once the heroin has arrived in the United Kingdom the road networking system is used to distribute the Class A Drug to priority locations through many different means along the various road networks. London being the main priority area for this although Manchester, Liverpool and Birmingham have now become notable places for distribution (Vincenzo Ruggiero, 2006). 
When looking at Modern Slavery and Human Trafficking (MSHT) within the UK, from 2017 to 2018 there was in increase in 36 percent of victims of MSHT (Agency, 2019) although the real numbers in the UK remain unknown. 

Similar to drug trafficking, Men, Woman and Children are often trafficked into the UK by OCG’s. Often with false documentation provided by the overseas gangs, they enter the UK were they will be met by members of British gangs. Here they will transported via the road to accommodation where they will then be exploited by the OCG in return for them gaining entry (CPS, 2020). This exploitation can be criminal, sexual, forced labour, benefit fraud, begging, marriage, drug running, prostitution, organ harvesting or domestic (CPS, 2020). The person will be forced to comply with this in order to make the OCG money. They will be underpaid and overworked and often have to live in squalor with many other victims during this time (CPS, 2020).

In 2019, there was estimated to be 5,144 offences of Modern Slavery in the UK, rising by 51 percent from 2018 (Statisitcs, 2020) with around 205 occurrences of criminal offences being committed by modern slavery victims referred to the Crown Prosecution Service (CPS) for a decision to be made (Statisitcs, 2020). 

Of some 2,251 victims in the UK receiving help through the charity The Salvation Army, 48 percent had received exploitation through forced labour along with 39 percent receiving sexual exploitation (Statisitcs, 2020).

Research shows that the road network system plays a big part in the OCG’s plans and how they conduct criminal offences. This can be referred to as ‘County Lines’. County Lines is the name given to gangs in larger city areas expanding their trade into smaller county areas. This increases their money but also removes unwanted attention from police in their own areas (Police, 2022).

Typically, vulnerable teenagers are recruited into the OCG’s. The gangs will prey on young vulnerable teenagers who are having problems at home and regularly going missing (Stone, 2018). The gangs will move the teenager in with the vulnerable adult in a different location for them to sell drugs on their behalf. They will be transported to these locations by using the roads system, usually by taxi and this is less traceable by police systems (Stone, 2018).

This is referred to as ‘Cuckooing’, Cuckooing is the process whereby gang members take over the home of a vulnerable adult. From here they will control the home and move in younger members in order to deal drugs from the address (Jack Spicer, 2019). The vulnerable adult being unable to protect themselves from this cannot stop this from occurring (Jack Spicer, 2019). 

In order to deter criminals from using the road network system to their advantage the police have introduced tools such as Roads Policing Units (RPU), often referred to as ‘Traffic Police’. The RPU’s are primarily responsible for enforcement of road traffic laws along with the detection of illegal and/or dangerous activity that occurs on the roads (Policing, 2023). 
RPU’s are advanced level drivers who are specifically trained in pursuit tactics, Tactical Pursuit and Containment (TPAC) and further pre-emptive tactics (Policing, 2023). RPU have the ability to use exemptions such as exceeding the speed limits, complying with red lights and observation of keep left/right signs (Legislation, 2013). This allows officers to react much quicker to emergencies when needed. 

A further tool that is now well used when policing the roads is the Automatic Number Plate Recognition (ANPR) cameras. Introduced in the 1980’s, ANPR is used to assist with detection, deterring and disrupting criminal behaviour all the way from local through to national level. ANPR provides further lines of enquiry and evidence when taking on criminals, those involved in OCG’s and terrorism groups that make use of the road network in an attempt to avoid being caught (GOV, 2022).

ANPR cameras are placed in unspecified locations throughout the road network system. Here the camera will read the number plate of every passing vehicle and store this information for 12 months along with other forces throughout the United Kingdom (Advice, 2023). It is estimated that as many as 60 Million ANPR hits are performed each day (Advice, 2023). From here the ANPR will show to police if there have been any ‘markers’ placed on the vehicle from previous occurrences, this will allow them to see if the vehicle has been involved in any criminal activity of any kind. This will also show details such as insurance, road tax and MOT (Advice, 2023).

ANPR offers many advantages such as being fast and effective in identifying vehicles associated with crime and speeding up the investigation process. However, there are concerns that the storage of the information may lead to data being leaked or stolen and fraud by misuse of information (Robin Bryant, 2021). 

Recently, The National Police Chief’s Council (NPCC) have introduced the ‘Policing our roads Together’ strategy that will run from 2022 – 2025 (NPCC, 2022). The aim of this is to work closely with the public to police and put a stop to criminal use of the roads. This will be done by; Engagement, Explanation, Encouragement, Education and Enforcement (NPCC, 2022).

To conclude, criminal activity on the roads is prevalent. With such a vast area to cover and little resources to help with this serious organised crime gangs take full advantage of this. Information and intelligence obtained and received from the public along with the introduction of ANPR cameras and RPU’s have given police vital tools in assisting with taking back the roads and preventing them from being used for criminal activity. 
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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 
 
	Med 
5-7 
	High 

	Low 
  4 
	Med 
 
	High 
 
	 I feel that my overall knowledge of the job is increasing throughout each shift performed. The varying calls that I attend allows me in good stead to continue to develop my own  personal development for the future. I will continue to use this to my advantage and learn from each call attended in order to progress myself as a police officer.
 

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 

	Med 
5-7 
	High 

	Low 
  4 
	Med 
 
	High 
 
	 I believe that the skills I have obtained as an officer so far have allowed me to progress in my short career. I will look to improve on this by attending various courses in person and online, along with learning from colleagues as I look to progress my individual skillset. 


	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 

	Med 

	High 
8-10 
	Low 
  3
	Med 

	High 

	 I feel that although my experience levels have dramatically improved throughout the last 12 months there is an apparent lack or experience throughout the police force as a whole at the minute. This is clear when looking at my shift, I have only 12 months experience as a response officer and already am the second most experienced member of the team. The lack of experience becomes clear when attending certain calls that do not appear often and when there is more than one way to deal with calls. The newer members of the team look for this advice and being junior myself I feel that I am unable to answer this for them. I have however got a good supervisor and am more than happy to use them for their experience and gain vital knowledge from them when needed. I will continue to use resources such as Blackstone’s and the college of policing to improve my own professional development. 
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