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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

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

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


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



ANSWER:

In this essay, I will evaluate the period leading up to, during, and following the acquisition of my independent patrol status using Borton's Reflective Cycle. With the use of Borton's Reflective Cycle, I will be able to examine my experience in a structured way and actively consider how the organisational culture of policing has affected my resilience and well-being since starting my career in policing. By reflecting in this way, I may better my learning experience, see where I might need to improve, and recognise what worked well. The act of reflecting will benefit my future growth on the personal and professional fronts.

The influence of organisational culture on the physical and psychological well-being, as well as the resilience, of police officers is considerable. Organisational culture refers to the shared beliefs, norms, and language used by all individuals within an organisation. (Huff, 2014). Culture is a shared set of attitudes, customs, values, ideologies, and practices among different social groups. (Meg Pier, 2022).

It is vital for an organisation to be successful; they need to share a single objective and have rules in place to make sure that everyone works together to attain that objective. The police organisation's code of ethics outlines this. (College of Policing, 2014). A pessimistic mindset and excessive self-importance pose the most significant risks to the overall culture of an organisation.

My first three months as an independent officer I was anxious. Independence meant no more daily tutoring. I then had to handle numerous scenarios by myself. The announcement of my team relocation, this information caused me a lot of concern and anguish. I felt lucky in my prior tutorship team since I met police officers who were helpful and enthusiastic about their jobs. Thus, I worried about my new team's assistance.

This significantly impacted my well-being. I was nervous about my next big police career step. I was self-doubting and overthinking. Can I continue? Transitioning to a new team caused anxiety about my capacity to build rapport, cooperate, integrate, and avoid mistakes. If so, how would the team view me? It increased my anxiety. To make matters worse, many of my experienced colleagues were dissatisfied with their jobs and often complained. They were unhappy with the gradual reduction in personnel and the strain on resources. The additional workload being too much for them. They disapproved of the rise of inexperienced officers. They griped about mental health calls, hospital watches, and missing people. I was chastised for entering the field at a later age. I realised that the experienced officers' negative comments could have influenced my view of the organisation. This may have made me feel and act the same, reinforcing the bad culture by starting a vicious cycle.


I am fortunate to be a mature constable with numerous life experiences. Having these life experiences has helped me appreciate that, irrespective of your employment or background, you will always face people like them. It is imperative to adopt a personal viewpoint on life, unaffected by the opinions of others, while maintaining an open-minded approach and refraining from forming judgments prior to observing the circumstances. My personal ethical convictions, a fervent sense of enthusiasm for the field, and a sincere desire to help others all played a role in my decision to become a police officer. This aspect of my identity is impervious to attack and has been achieved through extensive contemplation of my professional pursuits and personal interests. The ability to sustain a consistent level of enthusiasm and dedication towards response policing over the past eleven months has been important. I am confident that this will enable me to persist in this manner and effectively fulfil the public's service requirements.

Everyone has different views, feelings, and perseverance. Our thoughts, feelings, and resilience is unique. Resilience refers to our capacity to adjust and recover when circumstances deviate from our expectations (Mind Tools Content Team, 2023). It is important to have good resilience in the workplace, especially in the police. by enhancing individuals' motivation, adaptability to change, and resilience to burnout. Furthermore, there is a positive correlation between resilience and wellbeing in the workplace, indicating that enhancing resilience can contribute to the improvement of employees' overall health. Enhanced mental well-being is associated with reduced rates of absence and tardiness in individuals (The Hub | High Speed Training, 2020). Thereby leading to improved job performance.

I comprehended that the experienced officers' detrimental opinions could have easily affected my perception of the organisation and led me to act and feel the same way, reinforcing the bad culture and creating a vicious cycle. If I were a less powerful individual who was readily swayed by others, those experienced officers' opinions and feelings may have harmed me and the organisation.

It was crucial to not criticise and form my own opinion based on my experiences. I eagerly listened but didn't follow. I realise that I'm surrounded by senior officers with varied skills and attributes, and I must choose the qualities I like and use to become the best person I can be. An excessive amount of uniformity is always detrimental, particularly in the professional setting: teams that lack diversity are more prone to having identical thought patterns, being less inclined to take risks, and even making erroneous conclusions. Conversely, establishing a more heterogeneous team can unite a broader range of viewpoints, competencies, life encounters, and origins (Levine, 2021).

I have just started my second year of policing. I ensure that I try to chat with student officers in my team or on other teams by offering guidance and reassurance. Given my understanding of the challenges and apprehensions associated with joining a completely unfamiliar institution such as the police force. I try to be realistic and transparent about my feelings and expectations. This will help us bond while strengthening the organisation's culture. I'm aware that bottling up feelings and feigning bravery after trauma can lead to mental health issues. The same mental health disorders that affect the general population impact police officers, and continuous exposure to tragic occurrences increases their risk of mental health issues (Bell & Eski, 2016).

During this period, I employed a range of coping methods to mitigate the impact of stress on my well-being. I've kept running and joined the gym. Exercise is vital for mental and physical wellness. Running helps me relax after a tough day and clear my mind to contemplate. I also recognise that when I don't run or go to the gym, my sleep pattern changes, and I sleep less. Engaging in a consistent exercise regimen facilitates the disengagement from excessive rumination and the mitigation of stress and anxiety levels during the day (Penedo and Dahn 2005). According to research, being active can boost your confidence, make you happier, help you sleep better, give you more energy, and lower your risk of anxiety, depression, dementia, and Alzheimer's disease. (NHS, 2021).

I found talking to my team helpful, especially the ones who are completing the degree. They could empathise with me and made me feel at ease when I explained how I was feeling. They would share useful information and tell me it was normal to feel the way I was feeling. I found that writing things down in a book when I learned something new also relieved my anxiety and stress. Additionally, I actively foster a refreshing social life beyond my professional commitments and regularly partake in extracurricular pursuits with my family. This serves to alleviate work-related stress and enhance my ability to recover from exhaustion (Buote et al., 2007).

In conclusion, by placing a high importance on my personal well-being and resilience. I will be able to improve both my physical and mental health. This will allow me to make a meaningful contribution to creating an excellent working environment. I have demonstrated my approach to handling organisational culture, but my objective is to serve as a model and catalyst for enhancing policing culture, a role I currently fulfil through my contacts with new student officers.

Word count 1330


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)




1

ANSWER:


I will apply Borton's reflective cycle to examine a recent incident involving an 18-year-old female who was contemplating suicide and expressing intentions to jump from the highest floor of a carpark. Applying the Borton's reflective cycle will facilitate the analysis and evaluation of my actions during the situation. This reflection will strengthen my educational experience and aid me in identifying prospects for personal and vocational development.


I was conducting patrol duties as a passenger in a clearly identifiable police vehicle, while my colleague assumed the role of the driver. We received a call from the Public Service Centre (PSC). A mother had called, stating that her 18-year-old daughter was on the top floor of the car park, threatening to jump off.
 
Prior to reaching the scene of the incident, I initiated the application of the National Decision Model (NDM). The predominant model employed by police in decision-making and evaluation procedures (His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services, n.d.) A framework that I employ when responding to any type of incident. In relation to any incident that I am present at, I carefully contemplate and subsequently take appropriate action based on the following factors: The process involves the collection of information and intelligence, the evaluation of potential threats and risks, and the formulation of a strategic plan. This plan must include the capabilities and policies at hand as well as identify various possibilities and contingencies. Subsequently, appropriate actions are taken and subsequently reviewed, all while adhering to the principles delineated in the Police Code of Ethics (College of Policing, 2014). Throughout the course of the incident, I consistently employed the NDM paradigm, which will be consistently referenced in this essay.
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Fig 1. National Decision Model (College of Policing, 2014).

Prior to arriving at the scene, I commenced the collection of information and intelligence. I utilised my personal radio to establish communication with the control centre to obtain additional information regarding the female. The female had multiple occurrences relating to mental health and had recently been released from Cefn Coed Hospital. Applying this information, I evaluated the level of danger and potential harm associated with the call and commenced formulating a plan for the initial engagement. Throughout this I was communicating with my colleague, it is vital that you work together as a team to get the best outcome. 

In my thought process, I was thinking that this female could potentially be detained under Section 136 of the Mental Health Act. If a person appears to be suffering from a mental disorder and is in immediate need of care or control, a constable may remove or keep the person in a safe place under section 136 of the Mental Health Act. 136(1A), This power can be exerted in any public or private location, apart from a dwelling, apartment, chamber, yard, carport, or outbuilding used in relation to residential purposes. (College of Policing, 2020).

Upon arrival at the scene, I called the young female’s mother to gather further circumstances and find out the exact location. The mother confirmed that her daughter was on the top level 8, and she was on level 7. The mother stated that her daughter had a knife on her; she was self-harming and could see blood everywhere. This was a dynamic situation, with information changing constantly. Following the NDM, the threat and risk increased due to the female having a knife on her. I went over my radio and notified the PSC regarding the knife and the possible injuries to the female. Due to the potential for risk and harm, FIM instructed me that only officers who were carrying Taser’s could attend this incident. Neither myself nor my colleague were taser carriers; however, part of my role as a police officer includes protecting life and property (College of Policing, 2018). My priority was to try and save the life of the young female.
 From my own known knowledge and experience, I was aware that a lot more young people are suffering with their mental health due to the coronavirus pandemic. Approximately 50% of individuals aged 17–19 who have a clinically identifiable mental health condition have engaged in self-harm or made suicide attempts at some juncture. This percentage increases to 52.7% specifically for young females (Young Minds, 2021). Given the seeming vulnerability of the female and the information collected, I became concerned and realised the urgency of capturing the female promptly.
 The female was sitting on the floor, approximately 5 feet from the edge of the car park. As soon as the female sighted us, she began to scrape the wall with a knife, obviously to further sharpen the blade. I shouted to the female in a calm tone to put the knife down and told her that we were there to help her get the support she needed; however, she did not respond to our requests. She then ran to the edge and began to climb over the railings, placing one leg over the wrong side.
Myself and my colleague immediately ran towards the female, pulled her back, and removed her from the edge to safety. The female still had the knife in her hand and was waving it towards my colleague in an aggressive manner. The female was resisting aggressively at this point to get free of the officers and climb back over the edge. At this point, I called for further officers to attend to control the situation further, due to the threat of the knife poised at this time.
The female was still refusing to let go of the knife; however, I did manage to remove the knife from her and pass it to her mother. I noticed that the female was looking pale and was becoming limp on the floor, and at this time I noticed that she had a scarf tightened around her neck. I could not remove this by hand, as it was so tight around her neck. Due to this, I used my ligature cutter to cut off the scarf, as it was preventing the young female from breathing.
I noticed the female had scratches to her forehead and a laceration on her left arm from self-harming with the knife. At this point, armed response officers arrived along with other response officers. The armed officers then treated the laceration to the female's arm by bandaging the wound to prevent further harm and infection.

Given the ever-changing nature of the circumstance, marked by fluctuating knowledge and dangers, I once again employed the NDM to evaluate my options. In accordance with South Wales police policy. I was aware that I would have to take proactive measures, by considering my powers and polices (College of Policing, 2018). The sole recourse I had at that point was to apprehend the female under section 136 of the Mental Health Act. Evidently, the female exhibited symptoms of a mental condition and required urgent attention and treatment (College of Policing, 2020).

 The term "discretion" is defined in the Oxford dictionary (2024) as autoomy, refers to the liberty or authority to determine the course of action in a certain circumstance. This term refers to police, who are required to exercise impartial and skilled judgment. This is supported by the ethical guidelines in the National Decision Model (NDM) and the ten standards of professional conduct and principles of policing. (Bryant & Bryant, 2019, p. 76). For example, Neyroud and Beckley (2001) state discretion refers to the judicious and knowledgeable exercise of professionalism in the field of police.
 Practicing discretion is a crucial component of effective police work. Police success depends on discretion. It gives officers the option to handle circumstances wisely, boosting public legitimacy. The criminal justice system would collapse if police were arrested for every offence, so this rational method reduces pressure on the criminal justice system.
 At this stage, I had to exercise my own discretion as a police officer to handle the matter. I decided not to handcuff the female; she had bandages on both of her wrists¸ due to her previous self-harm. I was aware that handcuffing would cause her more discomfort. However, whilst I was conveying the female to the police van, the female’s demeanour changed. She began by aggressively resisting by refusing to walk, kicking out her legs at myself and my colleague. Following this unpredictable behaviour, I decided to place the female in handcuffs, to protect the safety of officers and the female. I placed the handcuffs to the rear. I then completed a search on the female prior to placing her in the rear of the marked police vehicle as a precaution regarding any other sharp objects she may use to harm officers or herself; however, no further sharp objects were found on her person.
 I then the SNPT Crisis Team and spoke with a member of staff. I relayed all circumstances and was advised that the female was to be detained under Section 136 MHA. I then notified the female that she was detained under Section 136 MHA and that we were transporting her to Hospital first to treat her injuries and then would take her to Neath and Port Talbot Hospital for an assessment.
 Later back at the station, I submitted a public protection notice (PPN) for the female. A PPN is a report that details the requirements of the female and the appeal for more assistance from our outside agencies, with the aim of hopefully solving the root of the problems and preventing future occurrences like this. A multi-agency approach is an essential tool to ensure the female gets the right intervention she needs.
 In conclusion, it is my contention that I exhibited proper behaviour in handling this occurrence. I diligently collected available information and promptly responded to it, while also considering subsequent events and striving to get the optimal outcome for the female individual. I operated within the legal framework and according to the policies of the law enforcement agency while exercising personal judgment. I prioritised the safeguarding of the female individual involved in the incident, and all actions made by me were aimed at minimising risks to both the female individual and the law enforcement officers present. I take great satisfaction in prioritising the safeguarding and security of individuals, and I am committed to upholding this responsibility consistently throughout my career in the field of law enforcement. Ensuring the safeguarding and well-being of individuals will consistently remain my primary concern and an integral aspect of effectively managing challenging circumstances such as the one at hand. I also received a commendatory postcard from the chief superintendent acknowledging my intervention in saving a young woman's life, which was gratifying to receive.
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Task 3

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

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

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

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


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




ANSWER:

The concept of collaboration and its dynamics are integral to the entire police force, constituting an essential element of the practice of policing. Throughout my service as a police officer, I have personally witnessed this phenomenon. The field of policing relies on collaborative efforts among individuals operating in teams. Implementing collaborative working as a strategy to achieve enhanced efficiency and effectiveness in the delivery of policing services (GOV.UK, n.d.) Therefore, it is crucial to possess a comprehensive comprehension of team dynamics theories to foster unity and achieve optimal outcomes for both individuals and the organisation.

Team dynamics refer to the interactions and relationships among team members that influence productivity and performance, including their communication, work, and coordination to achieve a common goal. Team dynamics can be affected by personality attributes, work styles, attitudes, culture, and organisational structure. Positive team dynamics help teams achieve their goals faster and keep members happy and motivated. Collaboration improves individual and team performance by over 50% when achieving goals and completing tasks (OSBORNE, 2020). When team members work together, trust each other, and hold each other accountable, they develop a positive team dynamic that boosts productivity, success, employee satisfaction, and reduces conflict (Rea and De Jong, 2015).

Using dynamic theories, it is possible to get insights into the dynamics of a team, enabling the identification of issues and the initiation of strategies for improvement. This process aims to enhance team cohesion and, subsequently, optimise overall outcomes.

Team cohesion is a concept that pertains to the collective feeling of unity and belonging within a team. It plays a crucial role in fostering collaboration among employees, as it facilitates the establishment of shared goals, objectives, and a unified sense of purpose. Increased cohesion within the workplace has been found to positively correlate with enhanced effectiveness and productivity of teams (Abbas, 2022). Good team cohesion is likely to positively impact the effective completion of tasks, resulting in improved performance. Poor team cohesion can result in subpar performance, perhaps impeding a team's ability to achieve their targets, goals, or objectives.
Understanding group dynamics is a crucial component in fostering efficient cooperation, as it involves comprehending the interplay between the team's circumstances and the unique temperaments of its individual members. Several models have been developed throughout the years to facilitate comprehension of team cohesion and development. In the subsequent discussion, I will delineate many strategies and subsequently assess their efficacy in fostering team cohesion.
The Tuckman Theory, a well-established and well-recognised framework, illustrates the many stages of group development, defining four discrete phases that incorporate the evolution of group dynamics. The concept of a four-step model, proposed by Bruce Tuckman in 1965, posits that to achieve a state of effective group functionality, each preceding stage must be successfully navigated (Mind Tools, 2022).

Tuckman (1965) defines the primary phase as the formation stage, during which the establishment of ground rules occurs. The initial connections and boundaries involving group members and leaders undergo examination, and gradually established. The group progresses into the storming stage, characterised by conflict and the manifestation of individual expression and resistance towards collective formation. The third stage of group development is known as the norming stage. During this phase, the group members initiate the process of forming and establishing their respective roles within the group, while also striving to determine the most effective ways to collaborate and achieve their shared objectives. Ultimately, the team reaches the performing stage, characterised by the development of cohesiveness and effectiveness, as the collective energy is directed towards problem-solving and the accomplishment of the designated job (Mind Tools, 2022).
This theory illustrates the hypothetical progression of a group from its inception to a state of unified functionality and efficacy. It effectively outlines the developmental trajectory of a group in the absence of any hindrances. However, despite its ability to identify several stages of development, this framework fails to offer any concrete solutions to address the potential challenges that may arise during the storming or conflict phase of group formation. If the group fails to get beyond this stage, it will pose significant challenges to achieving team cohesion. Consequently, alternative theories may need to be considered to address this issue. The theory also lacks guidance on the implementation of strategies for team members to effectively establish their respective responsibilities and enhance their understanding of one another.

In the context of collaborative actions, it is an inherent outcome that conflict will emerge among individuals. Divergent perspectives may arise on the goals and approaches to job completion, interpersonal frictions may escalate, and conflicts over authority may impede collaborative efforts within the team (Greer and Dannals, 2017). According to the Tuckman theory, it is probable that interpersonal conflict will emerge among a team of people during its developmental stages. Interpersonal conflict can arise due to a variety of background, situational, and personal factors. This phenomenon encompasses a dynamic process that occurs between individuals or groups who share some form of interdependence. Although conflict has been described in various manners, it is widely acknowledged that there are three fundamental themes or traits that form the basis of defining conflict. The occurrence of interference, disagreement, and negative emotions (Barki and Hartwick, 2004). Considering the inescapable occurrence of conflict within teams, it is imperative to explore theories pertaining to team dynamics that elucidate the origins and manifestations of such conflicts, as well as provide effective strategies for their resolution, to foster team cohesion. It is important to acknowledge that conflict is not universally harmful, as certain instances of conflict within teams can be crucial and productive.
The situation provides an opportunity to utilise supplementary theories on team dynamics to fill the gaps left by current theories and present different strategies and ideas to reduce harmful group conflict and promote unity.

Patrick Lencioni's model offers an alternative perspective on the team framework and highlights five crucial challenges that teams encounter. This model provides a comprehensive framework that delineates the factors that hinder team effectiveness. The five variables are listed below and are described in Lencionis' book, "The Five Dysfunctions of a Team."

.
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Fig. 1: Lencioni’s model
Lencioni, (2006) endorses addressing each dysfunction inside the pyramid in a sequential manner, commencing with the lowest level and progressing upwards. The initial phase of building trust plays a pivotal role in effectively handling conflict, attaining commitment, fostering accountability, and directing efforts towards achieving desired outcomes.
The model presented by Lencioni is highly valuable in fostering cohesiveness since it effectively identifies crucial factors in team dynamics and offers strategies for recognising and addressing these factors. The author's work offers straightforward and easily comprehensible insights, presenting pragmatic resolutions to the problems he finds.
 Nevertheless, there is a potential drawback to the approach as it runs the risk of oversimplification, perhaps leading to a failure in detecting and accounting for specific aspects that could influence team performance. Additionally, this assumption presupposes linear growth, which may not accurately reflect the complexities and ambiguities of real-world scenarios.
Richard Beckhard has presented another model that is commonly used to improve the effectiveness of team development. This model can serve as a foundation for successfully managing high-performance teams. Additionally, it can be deliberately employed to identify potential elements that contribute to team dysfunction and to increase awareness of performance issues within a team. The theory is distinguished by its simplicity and has gained significant traction in the realm of sports, where it has been modified and applied under the acronym GRIP. This model places emphasis on the four core characteristics of a team, including its goals, processes, roles, and interpersonal relationships (Chapman, 2012).
 The GRIP model, despite its merits, is subject to many limitations. Notably, it can be classified as a rather basic model, and its scope is primarily focused on a single temporal context. The utility of this approach may vary over different stages of a team's development.
 Now turning our attention to the impact of team dynamics on policing. The presence of a robust team dynamic and effective cohesion in policing yields both advantageous and disadvantageous outcomes. The establishment of clear roles and responsibilities within a team fosters efficient operations, as each team member possesses a comprehensive understanding of their assigned tasks and optimal approaches to fulfilling them. This collaborative approach is focused on a shared objective, promoting effective teamwork.
 Team cohesion issues in an organisation like the police could lead to professional standards violations. Interpersonal conflict is an unavoidable occurrence while collaborating with others. Team conflict can arise due to various factors, including divergent values, conflicting objectives, and trust-related concerns. Inadequate communication is the primary catalyst for conflict, closely followed by internal competition that fosters individualism and hampers teamwork. Conflict, although often seen as negative, can really be beneficial and is a crucial element of a highly efficient team.
 Effective team dynamics can foster a robust sense of connection and loyalty among team members. However, this can present challenges when a team member intentionally or unintentionally engages in unprofessional conduct and a fellow officer hesitates or feels apprehensive about addressing the issue. Consequently, this reluctance may result in non-compliance with established professional standards. On the other hand, a team that exhibits inadequate dynamics can also lead to noncompliance with professional norms among its members, resulting in inaccurate choices, subpar decision-making, and heightened vulnerability to disputes and mistreatment.
 
The previous regulations for law enforcement said that officers should not overlook misconduct by their colleagues. However, the new Code of Ethics 2014 establishes the principles and standards of conduct that will encourage, strengthen, and uphold the highest levels of professionalism among all police personnel. (College of Policing 2014). According to the College of Policing, all staff must act if they think the Code is being broken. This means that everyone in the police force must stop unprofessional behaviour by questioning behaviour that doesn't meet the expected standards. Ethics rules must be followed by the police to show that they are real and gain the public's trust.

 In my opinion, I find Lencioni's model to be the most superior of the theories. The platform offers readily comprehensible data about teams and presents straightforward yet comprehensive solutions for each, ensuring accessibility and logical coherence.
  In conclusion, based on an examination of many theoretical perspectives on group dynamics, it is my belief that a comprehensive understanding may be derived regarding the progression of team formation and strategies for mitigating detrimental conflicts. The Tuckman theory offers a broad understanding of team development. By incorporating several ideas pertaining to individuals and conflict within teams, one may identify the primary sources of conflict during team formation and implement strategies to prevent them. Theoretical frameworks offer valuable insights into the origins of negative conflict, enabling individuals to identify warning signals and maybe prevent their occurrence. Moreover, several theories propose practical strategies for resolving conflicts. However, due to significant disparities in human personality, it is unfeasible for any model to make presumptions on the subject and uphold precision. Therefore, these models are merely attempts to tackle the most common challenges that have been discovered.
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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 strategic implementation of road policing, combining information and intelligence, can significantly reduce and disrupt criminal behaviour in modern law enforcement practices.

 An efficient road network is crucial to economic growth. Road transportation accounts for almost 80% of home goods in the UK. Unfortunately, what benefits trade also benefits criminals. Crimes such as unlawful trafficking of people, illicit substances, or contraband will exploit the road network to spread their harmful actions. Offenders will use the road network for corruptions such as theft, smuggling, burglary, exploitation of county lines and crimes of violence (Department for Transport, 2020). Roads serve as a route for criminal activities, ranging from insignificant offences to more complex and coordinated acts. Individuals strategically utilise road infrastructure to their benefit since it affords them the opportunity to seamlessly assimilate with the general populace.
Road policing is primarily concerned with the identification and prevention of illegal or dangerous acts on the road, as well as the enforcement of traffic rules. As of 2020, the allocation of police officers in England and Wales for traffic policing, which is their main function and responsibility, was limited to a mere 4%. (Brake, 2019). Furthermore, criminals have cunningly adapted to the evolving technology, utilising it to their advantage. Police departments are retaliating by employing similar measures.
  To combat criminal activities and ensure the safety of our roadways, the National Police Chiefs' Council (NPCC) plays a crucial role. The National Roads Policing Strategy (2022-2025) is formulated based on four fundamental foundations of operation. driving innovation and technology, combating crime, averting harm and saving lives, and influencing people's perspectives. (College of Policing, 2022).
The NPCC strategy collaborates with several strategic partners to ensure road safety. It is projected that working collaboratively between strategic partners will positively impact road safety and deter illegal activity on our roadways (NPCC, 2022).
It is essential for police forces to remain one step ahead of criminals to safeguard the public and combat the obstacles that they encounter daily. The use of the intelligence-led policing model is one of the methods that police departments employ to address these difficulties.
 The intelligence-led policing (ILP) concept was initially implemented in the United Kingdom throughout the 1990s. The new policing business model incorporated data analysis and criminal intelligence to strategically manage threats and specifically target prolific and serious criminals, hence incorporating strategic risk management. (Bryant & Bryant, 2020, p. 27). The utilisation of the ILP model facilitates a shift towards a proactive approach in law enforcement as opposed to the reactive nature of traditional policing methods. Consequently, this transition enhances the efficiency of police forces by optimising the deployment of resources.
 According to Cuthbertson (2018), a few offenders commit most crimes. The ILP concept will allow forces to be more proactive than reactive, optimising the allocation of police resources. The ILP methodology has demonstrated efficacy in effectively disrupting criminal activities. (LeCates, 2018).
The ILP model's effectiveness relies heavily on the availability and application of information and intelligence, which refers to the communication of knowledge or raw data. On the other hand, intelligence involves the act of digesting this information, deciphering its meaning, and subsequently evaluating it to determine its credibility. Prior to dissemination, the police assess the intelligence they have gathered using a 3x5x2 format (College of Policing, 2022). Intelligence grade in this standardised system is represented using numerical and alphabetical values. These ideals can be simply communicated verbally and are very verifiable. The system initially known as the 5x5x5 system has undergone simplification and is now referred to as the 3x5x2 system. The numerical components of the word signify the processes of assessing information, evaluating sources, and managing and distributing intelligence according to established criteria. These evaluations and standards are utilised to articulate an appraisal of the dependability and authenticity of any intelligence acquired (Adams, 2020).
.
 One example of the application of this intelligence is the utilisation of the Police National Database (PND). The PND is a nationwide intelligence-based database that shares information and intelligence about people, places, and vehicles to disrupt crime. It now contains information on organised criminal organisations, county lines, and more, making it vital to crime disruption and public safety (Pythian and Kirby, 2023).
 The PND plays a crucial role in the prevention and disruption of criminal activities by facilitating the efficient exchange of information and intelligence among law enforcement agencies. It also serves as a comprehensive repository for data pertaining to individuals who have interacted with the police or whose information has been obtained from various sources, with a reliability assessment assigned to each piece of information. Nevertheless, a notable drawback of the PND is its inadequate efficiency in promptly incorporating new information, frequently resulting in the retention of outdated data.
 Police officers utilise a diverse array of sources to obtain information and intelligence. Officers' firsthand observations, as well as feedback from the public and cooperation with outside agencies, can all yield data and knowledge.
 Covert Human Intelligence (CHIS) is used with this new ILP, which uses remunerated informants with significant ties to criminal operations but without direct participation in illegal activities. The use of diverse sources is of utmost importance, as it enables law enforcement agencies to get information and intelligence necessary for the detection and prevention of criminal activities (College of Policing, 2022). Utilising a Covert Human Intelligence Source (CHIS) has demonstrated efficacy in thwarting illicit endeavours. (Nunan et al., 2020).
 Intelligence can also be derived from studies based on the conduct and route usage patterns of criminals. According to a study by Roach (2007), individuals who engage in serious criminal activities and exploit the road network tend to exhibit a higher propensity for non-compliance with minor offences. The study suggests that serious criminals are often apprehended due to their involvement in lesser offences, which subsequently draws the attention of law enforcement officers. These officers then proceed to conduct further investigations, ultimately uncovering the larger criminal activities in which these individuals are involved. The observed rise in the number of police officers, as shown by the 20,000 uplifts, is expected to have a discernible impact in this context. This is primarily due to the presence of a larger police force on the streets, which will contribute to addressing minor offences. More police mean more stops and crime detection.
With this knowledge at hand, the identification and effective enforcement of less significant traffic regulations through the application of standard police powers to halt a vehicle (Section 163 of the Road Traffic Act 1988), the exercise of police powers to stop and search (Section 1 of the Police and Criminal Evidence Act), or the appropriate utilisation of police databases on mobile devices can enable a greater number of officers to actively contribute to the prevention of more severe criminal activities. Police officers possess the necessary capabilities to carry out this task at a regional level, thereby expanding their participation in law enforcement activities (Legislation.gov.uk, 2020).
Another effective approach utilised in deterring illegal activities on roadways in the United Kingdom is the implementation of Automatic Number Plate Recognition (ANPR) technology. The growing complexity of criminals and terrorists requires law enforcement to improve their crime-fighting abilities. The utilisation of Automatic Number Plate Recognition (ANPR) technology equips law enforcement agencies with a powerful instrument to effectively address illegal activities and apprehend perpetrators, hence facilitating the administration of justice. The utilisation of this technology has proven to be efficacious in the identification and mitigation of criminal activities, including acts of terrorism and organised criminal groups, at various scales ranging from local to national. Additionally, it offers avenues for inquiry and substantiating evidence during the process of criminal investigation (NPCC, 2022).
 
ANPR cameras record car registration numbers as they permit.  ANPR camera checks all vehicle number registration alongside a list of vehicles of attention. Even uninteresting vehicle registration numbers are maintained in a databank. This is done in case information helps an investigation.
 There are several advantages associated with automatic number plate recognition (ANPR). This technology has effectively reduced crime. One of the advantages of this device is its cost after installation. Detecting criminal activities early may reduce the number of victims. It can be fixed, secured, or mobile, making it very flexible. The device can recognise people who travel in convoys with important automobiles. ACT markers alert police when vehicles pass. Increased detection may deter thieves from using roads. It is searchable, unlike CCTV (College of Policing, 2023).
 There are a few drawbacks associated with automatic number plate recognition (ANPR). The infringement of Automatic Number Plate Recognition (ANPR) systems by individuals employing counterfeit number plates is a plausible concern. The use of non-standard number plates has the potential to hinder the proper reading of plates by ANPR software.
An exemplary case study illustrating the successful utilisation of ANPR technology is Operation Olympus, which resulted in the apprehension of 362 offenders across the Greater Manchester area. Police officers apprehended two individuals, one aged 33 and the other aged 41, in Bolton. The arrest was carried out in accordance with European arrest orders. Greater Manchester Police deployed 150 specialised officers to aid the Bolton division, utilising tactical aid, intercept teams, mounted units, and ANPR (Automatic Number Plate Recognition) technology (ANPR Cameras, 2015).
 In conclusion, the efficacy of road police in the United Kingdom is significantly dependent on the utilisation of information and intelligence to identify and impede illegal activities occurring on roadways. The successful implementation of intelligence-led policing relies on the accurate recording, evaluation, and effective sharing of gathered intelligence among law enforcement agencies and collaborating entities.
 The utilisation of Automatic Number Plate Recognition (ANPR) cameras is a highly effective instrument in contemporary law enforcement practises. The subject under consideration possesses numerous advantages, although it is not without its constraints. The reliability of Automatic Number Plate Recognition (ANPR) systems is contingent upon the currency and accuracy of the information fed into them. Nevertheless, it serves as a valuable tool in the identification, prevention, and examination of criminal activities.
 Traditional policing approaches have demonstrated their efficacy and inherent value. The implementation of high-visibility patrols and the use of powers granted by the Road Traffic Act have the potential to reveal illegal activities and discourage individuals from employing roadways to perpetrate unlawful acts. The visibility of law enforcement personnel among the public not only serves as a source of confidence but also enhances the legitimacy of the police force.
The integration of conventional policing approaches, intelligence-led policing strategies, and technological advancements synergistically enhances the effectiveness of road policing in crime prevention and public safety protection.
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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 
 
 
 Statement writing 
 
 
 
 
 
 
 
 
 Case files 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

10







10

	Low 
1-4 









4
	Med 
5-7 

5
	High 
8-10 
	 Due to my dyslexia, I find statement writing challenging especially when I have to take them on my phone. My statements are improving but I have asked my supervisor if I can be put on a statement course, ensuring my competency and to improve my 
confidence


I feel that I lack knowledge on case file building. I have not built a full file yet. But when I have my HUB attachment in a few months, I know that my knowledge and confidence will improve.

	SKILLS 
 
 
 Interviewing 
 
 
 
 
 
 
 
 
 









Managing conflict  
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

10

















10
	Low 
1-4 
	Med 
5-7

6 
	High 
8-10






















8 
	 
During my tutorship I had only conducted one interview. Since going independent I felt nervous conducting my them on my own but as I am doing more handons my confidence is growing. I will be having my hub attachment, within a few months so I know that my interviewing technique will improve as well as my confidence.


Due to my age and the life experience I bring to the role. I am confident when dealing with victims /suspects. I always remember to utilise my OST Training 









	EXPERIENCE 
 
 
 
 Stop search.
 
 
 
 
 
 
 Intelligence submissons 
 
 
 
 











Traffic offences









































  Sexual offences
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


10







10













10
	Low 
1-4 
	Med 
5-7


7 








5












5
	High 
8-10 
	 After attending the stop and search  training day . My knowledge and confidence have improved. I am confident with GROWISELY. The stop searches I do, I know that my confidence will also grow.


I have only submitted on intelligence submission. I would like to be more confident when submitting them. I always ask my team if I am unsure of anything. I have also asked my supervisor if I can do an attachment with NPT to observe how they input intel.



Despite my experience in handling multiple Road Traffic Collisions (RTCs) and offering guidance on traffic offences, I have not yet undergone a roadside breath test. The implementation of this approach is imperative for the enhancement of my skill set, as my existing experience is predominantly theoretical rather than practical. Consequently, I tend to avoid engaging with traffic violations.  Once I have completed my second year. I am going to book an attachment with Traffic. 














Like traffic offences I haven't dealt with a major sexual offence yet, so I haven't had to fill out a PPD3, seize clothing, or do any of the other things that are needed to start the process for a case like this. I will try to improve this by volunteering for similar events in the future and purposefully improving my skills in this area.
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