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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’ll talk about how that culture has affected my wellbeing and resilience—both positively and negatively. I’ll go into some of the risks that come with trying to fit into a certain way of thinking, and how that can impact your mindset if you’re not careful. I’ll also share a few things I’ve found helpful in keeping myself steady and staying true to who I am while still adapting to the demands of the role.

Understanding Organisational Culture in Policing

Often, organisational culture is defined as the common values, attitudes, and behaviours that determine how individuals run in the office. According to Edgar Schein (2010), culture is a set of deeper structures, routines, and conventions that guide and occasionally limit conduct, as well as a dynamic process always generated and reinforced by our interactions (p. 1). He also points out that these cultural components are learnt over time, particularly as individuals cooperate to solve problems and adjust to their surroundings.

In policing, this culture significantly influences officers' thoughts, behaviours, and interactions with one another. Much of what we learn isn't taught in training but rather absorbed by working with more seasoned officers, from shift patterns to the way teams interact under pressure. 

I noticed how quickly I started picking up little habits just by watching how others dealt with certain jobs. Things like brushing off a stressful incident with humour or pushing through a night shift without mentioning how tired you felt—it wasn’t something anyone told me to do, but it was clearly just how things were.



Impact of Organisational Culture on My Wellbeing and Resilience

In this next section, I will discuss how the organisational culture in policing and how it has affected me personally, both in terms of my wellbeing and my resilience. I’ve noticed how certain unspoken expectations shape the way other officers and I work, and more importantly, how we cope or sometimes don’t cope.

One thing that I have noticed in the organisational culture in policing is the effect it has on your mental well being, without even realising it. There’s a quiet pressure to  suppress all emotions, keep everything to yourself and no matter how tough things get, just carry on with what needs to be done. 
This is not just something that I have noticed just for myself but also others as there is a vast amount of research completed on this topic, Cohen, McCormick, and Rich (2019, p. 215) explain that “police culture is commonly resistant to help-seeking for mental health interventions,”.

This really resonated with me because at time since achieving the IPS I have definitely felt this kind of pressure. There have been times where I have finished some jobs feeling completely drained, but I’ve just kept going and doing what was needed to be done for the rest of the shift. It’s not like the support isn’t there for officers but it’s more of the culture that makes it feel like using it isn’t an option. It’s a problem in society as a whole as people do not want to be seen as the person who is not coping and it’s easier to pretend that everything is fine, even though that is not the case. Though this issue is improving and it’s becoming less of a cultural issue there is still very much needed room for improvement, as it is clearly a big issue for many officers in the role. 

The problem is that way of thinking, just to pretend that everything is fine and to carry on like everything is normal builds up over time. I’ve started to realise that being resilient isn’t about pretending everything’s okay, rather it’s about knowing when you need to take a step back and look after yourself. 

 Risks of Conforming to Organisational Culture

Following on from the impact that organisational culture can have on my wellbeing, this next section will focus on the risks of conforming to the organisational culture and the effect it can have on you. One risk I have found is how easy it is to normalise negative behaviours and attitudes, things like constant cynicism, emotional detachment, or making light of things that, deep down, really aren't funny. One of the risks I’ve become more aware of since achieving IPS is how easy it is to start accepting negative attitudes or coping behaviours—like emotional detachment or dark humour—as just part of the job.

According to Laughing Through the Pain, “dark humor acts as a coping mechanism, and contributes to various group dynamics between colleagues” (p. 2). This shows how humour can become embedded in workplace culture, not just as a response to trauma, but as a shared way of relating to each other.


I’ve seen this play out in the team I work with. After some really tough jobs, there’s often a joke made in passing, and while it’s not malicious, it’s clearly a way of dealing with what’s just happened. I remember early on thinking, “should we really be laughing at this?” But within a few weeks, I was doing the same thing not because it was funny, but because it felt like the expected way to react and the best way to deal with things. The problem is, once that becomes the norm, it stops you from really dealing with how something affected you. You keep your emotions buried just to stay in line with the group, and over time that kind of behaviour can numb you emotionally—not just at work, but outside it too.
While dark humour might bring some short-term relief, blindly adopting it as a coping mechanism can pose a risk to individuals because by adopting it it often means that people do not properly talk about the situation and how they feel after it. I’ve learned that staying reflective and knowing when to step back emotionally, helps protect wellbeing and allows you to deal with the trauma you have faced in a far more effective way.

Strategies for Maintaining Wellbeing and Resilience

In order to combat some of the organisational cultures that I have faced over the period of being IPS I have developed wellbeing and resilience strategies. Over time, I’ve realised that staying well in this role isn’t just about managing the day-to-day—it’s about actively protecting your wellbeing before things build up. Policing is full-on, and the culture doesn’t always make it easy to step back, so having personal strategies has been essential for me.


The College of Policing (2021) encourages officers to develop individual wellbeing plans that include physical, emotional, and social strategies. They highlight the importance of building emotional resilience through reflective practice, peer support, and self-awareness.


One thing that’s made a big difference for me is having trusted colleagues I can speak to. I’ve learned that not every conversation has to be deep or emotional—but just having a space to offload, even casually, helps stop things from bottling up. I also try to keep a regular gym routine on my days off. It gives me a mental reset and stops work from being the only thing on my mind. I used to treat rest and recovery like an afterthought, but now I make it part of my routine. It’s not just about exercise either—sometimes just getting out in nature, listening to a podcast, or spending time with friends helps me reconnect with myself outside the role.

These steps have helped me stay more balanced in a job that’s constantly testing you. For me, I have learnt that resilience isn't about being unaffected, it’s about knowing what helps you bounce back when things get difficult.

Reflecting on my time since becoming IPS, it’s clear that organisational culture has had a bigger impact on me than I expected. Not just in how I work, but in how I feel and how I see myself within the role. This essay has explored how those cultural pressures have shaped my wellbeing, sometimes in positive ways, but often in ways that made things harder without me even realising it. I’ve looked at the risks of adapting too much to fit in such as normalising dark humour or bottling up how you feel, and how those habits can slowly chip away at your resilience.

But it’s also shown me the value of being proactive. Having strategies in place, whether it’s reflection, talking to colleagues, or prioritising things outside the job, all this has helped me feel more grounded. Going forward, I know that resilience isn’t just about enduring, but about recognising when to pause, reflect, and reset. I have also introduced strategies that have been very beneficial in helping my wellbeing and building resilience.

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:

Introduction

There are some incidents that just stick with you, and this one definitely did. It was a domestic callout, late at night, and from the moment we pulled up outside, I knew it wasn’t going to be straightforward. You get a gut feeling sometimes. The neighbour had reported shouting and banging, and the tension was obvious as soon as we got to the front door. Inside were two young children, a distressed woman, and a clearly drunk man who didn’t want us there. The situation felt unpredictable, and it was clear that things could escalate quickly if we didn’t take control. In those first few moments, I had to focus on protecting the most vulnerable while figuring out exactly what we were dealing with, without all the facts to hand. Every decision we made that night carried weight, not just for the immediate outcome, but for the long-term safety of everyone involved.


Description of incident

The incident took place just after midnight during a routine night shift. We were called to a Grade 1 domestic in a residential area of the Rhondda, following a report from a neighbour who had heard loud banging and a woman screaming. The address was known to us for previous callouts, although there hadn’t been any recent reports from that specific property. As we arrived, the street was quiet, but the tension was immediate. The lights were off, and the house appeared in darkness, which instantly made the situation feel unpredictable.

My colleague and I approached cautiously. The front door was opened by a woman in her thirties who had visible bruising to her face. She looked upset, but more than anything, she looked exhausted. Behind her were two young children, both wide-eyed and clearly frightened. Within moments of our arrival, the male suspect—her partner—appeared in the hallway. He was visibly intoxicated and immediately started shouting, objecting to our presence and demanding we leave.

We quickly made the decision to separate the parties. My colleague engaged with the suspect to keep him calm while I spoke with the victim in another room. It was clear straight away that this wasn’t the first time something like this had happened. She mentioned previous incidents but said she’d never reported them properly because she was scared of the consequences. The children had witnessed everything.



Legislative context

From the outset, I knew that our actions would need to be supported by clear legal powers, especially if things escalated. As soon as I saw the injuries on the victim and witnessed the suspect’s behaviour, I was thinking about the relevant legislation and whether we had grounds for an arrest. The main piece of legislation that came to mind was the Domestic Abuse Act 2021, which broadened the definition of domestic abuse to include not just physical violence but also emotional, coercive, and controlling behaviour, This act can help to cover numerous offences. From what the victim was saying — and not saying — it was clear there had been an ongoing pattern of abuse that went beyond that night alone, however due to the nature of the situation it was not possible to fully establish this offence due to the males behaviour being erratic and unpredictable. Due to this the female did not seem as if she was ready to open up with the male still being there. However the female did disclose offences of and grievous bodily harm assaults, which is covered under Section 20 of the Offences Against the Person Act 1861. The legal definition of Grievous Bodily Harm (GBH) is explicitly provided by the Offences Against the Person Act 1861, Section 20, which states that any person who "unlawfully and maliciously wound[s] or inflict[s] any grievous bodily harm upon any other person, either with or without any weapon or instrument," commits an offence (Offences Against the Person Act 1861, s.20). This definition was obtained directly from the official UK government legislation database (legislation.gov.uk, 2025)

The presence of the two young children added another layer of complexity. Under Section 1 of the Children Act 1989, their welfare has to be the “paramount consideration.” Even if the children hadn’t been physically harmed, the emotional impact of witnessing domestic abuse is well-documented, and I couldn’t ignore that. This meant that safeguarding responsibilities kicked in straight away, and I knew I’d need to make a referral once the immediate risk had been managed.

When the suspect’s behaviour became more volatile, I started weighing up our legal options. Section 24 of PACE 1984 gives us the power to arrest without a warrant if we believe it’s necessary — in this case, to protect the victim, prevent further harm, and allow for a prompt and effective investigation. That legal power gave me confidence that we were justified in removing him from the scene, especially with the children still in the house. Therefore I have made the decision to arrest the male due to the disclosure of grievous bodily harm assaults with more potentially to be disclosed when the victim was to be revisited as she then had time away from the male to think about the incident.


Language issues

Something that stood out to me during the incident was the way the victim switched to speaking Welsh once the male was in a different room. Being a fluent Welsh speaker myself, I responded in Welsh straight away, and I could see how much of a difference it made. Her body language shifted slightly — she seemed more at ease, even if only briefly. It’s moments like that where you realise how language isn’t just about communication, it’s also about trust and identity.

This also links to our duties under the Equality Act 2010, which places a responsibility on public services to remove barriers that may prevent individuals from accessing support (Equality Act 2010, s.20). In this case, something as simple as speaking the same language helped the victim feel that bit safer in an otherwise chaotic situation. It also meant she was more willing to talk about past incidents, which was crucial for our safeguarding and investigative responsibilities.



National decision making model

Throughout the incident I was constantly using the national decision making model to come to the correct decision based on the information I had at the time. ​The National Decision Model (NDM) is described as a framework utilized by UK police forces to guide decision-making in various situations, ensuring actions are consistent, ethical, and accountable by the College Of Policing (2013). National Decision Model. Developed by the College of Policing, the NDM is applicable to both spontaneous incidents and planned operations, and can be employed by individuals or teams in operational and non-operational contexts. The Code of Ethics is the cornerstone of the NDM, offering guidelines for professional conduct and ethical policing concepts. Essential components encircle the code of ethics which are: 


1. Information: Gather information and intelligence.
2. Assessment: Assess threat and risk, and develop a working strategy.​
3. Powers and Policy: Consider applicable powers and policies.
4. Options: Identify options and contingencies.
5. Action: Take action and review what happened.​

I applied the National Decision Model (NDM) from the earliest stage of the incident, beginning with the core principle of upholding the Code of Ethics and gathering the information available to me at the scene. One of the first things I considered was the safety of the individuals involved — particularly the children — and how the suspect’s behaviour might affect the risk level. He was already intoxicated, verbally aggressive, and showing signs of escalating. The victim had clear injuries and seemed reluctant to speak while he was still nearby. These factors made it clear that the situation was volatile and unpredictable.

Based on what I could observe and what the victim disclosed, I recognised the need to take early control of the environment. My colleague and I decided to separate the parties to reduce the immediate risk and allow me to build rapport with the victim. This gave me the opportunity to begin assessing the level of harm and get a clearer sense of the history between them. These decisions were directly influenced by the NDM’s early stages, which focus on applying the Code of Ethics, assessing the situation, and identifying the risks posed to everyone present.

Using the NDM in this way helped me stay focused, despite the pressure of the situation. It provided a structure that I could rely on while still allowing for flexibility in how I responded. Starting with safety and ethics meant I was working from the right foundation to manage what turned out to be a high-risk and emotionally charged incident.


Recording every part of this incident accurately and in line with procedure was a key part of how I handled the situation. As the situation developed, I knew that whatever actions we took, particularly the arrest and the safeguarding measures, would need to be supported by strong evidence and clear documentation. From the outset, I ensured my body-worn video was activated. According to the Metropolitan Police, body-worn cameras are used to capture both video and audio evidence when officers are attending all types of incidents (Metropolitan Police, n.d.). This helped ensure an objective and accurate record of everything that took place, including the suspect’s behaviour and the victim’s initial disclosures.I also completed a DASH risk assessment once the victim felt safe enough to speak. This helped structure my understanding of the ongoing risk she faced, especially with young children present.  These records were vital not only for evidential purposes but also for informing safeguarding actions through a referral to the Multi-Agency Safeguarding Hub (MASH). The information I submitted needed to be factual, unbiased, and thorough to support follow-up decisions by partner agencies.Recording decisions and actions also ties directly into the final stage of the National Decision Model. Reviewing and reflecting on what took place.


Reflecting on this incident has shown me how important it is to stay calm, think clearly, and act ethically, even under pressure. The decisions I made were shaped by the National Decision Model, but also by instinct and experience. This reflection will continue to shape how I manage risk, vulnerability, and responsibility going forward.

Word count1686 







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:

Evaluating theories of Team Dynamics as means of developing team cohesion.

For any organisation to become successful., ensuring effective team cohesion is paramount. If implemented effectively, it allows for efficient collaboration, high motivation and morale within the team, and promotes more collaborative problem solving. However, many teams are seen to fail to function cohesively, because of differing psychological and social dynamics.
By effectively evaluating theories of team dynamics, organisations will be better equipped to understand the root causes of dysfunction and can work t implement strategies to enhance team cohesion.
The issues dysfunctional teams often experience, can stem from a variety of issues, which all ultimately work to create breakdowns in communication between team members, and may lead to conflict.
Some areas in which these issues can stem from a variety of biases.
Firstly, unconscious bias, which refers to the automatic, unintentional assumptions we make about others based on learned stereotypes, often without being aware of them. These ultimately work to influence decision-making, perceptions and interpersonal interactions in subtle but powerful ways (Tversky & Kahneman, 1974). One example of this, may be affinity bias, which causes individuals to favour people who share similar backgrounds, interests, or identities, often at the expense of equally capable team members who appear ‘different’ to them. In a team setting, this can lead to exclusion, overlooked talent and uneven decision making powers: all of which can work to hinder cohesion and team morale.
Secondly, stereotypes, which are defined as widely held but oversimplified ideas of beliefs about particular groups of people. According to Lippmann (1992), stereotypes serve as a ‘mental shorthand,’ to make quick judgments, but they often lead to misrepresentation and unfair expectation. In workplace teams, stereotyping may influence who is seen as competent or reliable, specifically based on race, gender or age. For instance, assuming women are more nurturing and therefore better suited for administrative tasks. These assumptions create barriers to full participation and progression, which undermines team unity and fosters resentment.
Further, power balances may arise when certain individuals or groups hold greater authority, influence, or access to resources within a team or organisation. Bourdieu’s (1977), Tjeory of Capital exemplifies this, by explaining that those with more cultural, symbolic or social capital are often perceived as more credible, resulting in the disproportionate power in decision-making and visibility.
In team dynamics, this can be seen to play out in several ways. For example, it may mean that dominant voices may overshadow quieter team members, especially those from marginalised group. In turn, this may mean those without power may have trouble raising concerns, leading to significant communication breakdowns. Foucault (1980) further explores this, by arguing that discourse, such as what can be said by who and how, is controlled by those in power; meaning that power in teams isn’t always about hierarchy, but about who gets heard and whose perspectives are legitimised.
Next, I will discuss key theories of team dynamics, and how they operate to develop team cohesion.
Social Identity Theory, a term coined by Tajfel and Turner (1979), explains that individuals derive a sense of identity and self-worth from group membership: this is useful as it enhances commitment, it also works to foster ingroup favouritisms and outgroup discrimination. Within diverse teams, this dynamic can prevent individuals from feeling a sense of belonging unless a shared team identity is cultivated.
Turner et al (1987), have extended upon this, using Self-Categorisation Theory, which describes how individuals sort themselves and others into social categories based on perceived similarities or differences. These forms of self-categorisation can become more salient in diverse environments, making it harder to form a unified group unless inclusive practices are employed.

Tuckman’s stages of group development — forming, storming, norming, and performing — helped me understand how police teams often take time to find their rhythm, especially when they’re put together quickly or made up of different ranks. The “storming” phase can be particularly intense in policing because decisions have to be made under pressure, and disagreements can escalate fast. But if a team pushes through that stage and learns to work through conflict, it often builds more trust in the long run. I’ve noticed how some sergeants play a key role in moving the team forward — by setting the tone, encouraging openness, and not shutting people down too quickly.

To improve team cohesion, there are a variety of strategies which can work to improve team cohesion.
Firstly, drawing on Edmondson’s (1999) theory of psychological safety, teams should create environments where members feel safe to express themselves without fear or exclusion or ridicule.
Further, leaders should model inclusive behaviours by valuing all perspectives, addressing bias, and ensuring equitable opportunities for input and recognition (Acker, 2006).
The implementation of Employee Resource Groups (ERGs) support identity expression and provide forums for connection especially in diverse team settings (Kohl, 2022).

There was a moment during a group exercise in training that really stuck with me. We were given a scenario to work through, and although everyone had ideas, only one or two voices seemed to get heard. One team member in particular stayed quiet the whole time — not because they didn’t have anything to say, but because they were spoken over more than once, and I think after that, they just gave up trying. Looking back, no one meant to exclude them, but the way the group dynamic worked meant they were left out anyway. It made me realise how easy it is for that kind of thing to happen without anyone really noticing. It didn’t just affect that person — it affected the outcome too. We missed a good point they later brought up during feedback. That moment made me more aware of how important it is to check in with quieter voices.

Consideration to why inter-personal conflict can occur and effect individual and team performance and outline some helpful strategies.
Generally, interpersonal conflict in teams arises from misunderstandings, differences in values and unbalanced team dynamics. If these are left unresolved, it can damage productivity, and cohesion, of both individuals and teams.
Jehn (1995) identifies three ain types of intragroup conflict, which are: task conflict, relationship conflict, and process conflict.
According to Social Identity theory, and Self-Categorisation theory, team members may perceive others as part of an outgroup, especially when social or demographic differences are prominent (Tajfel & Turner 1979; Turner et al, 1987). This dynamic can lead to bias, exclusion and stereotyping.
In addition to this, Bourdieu (1977) explains how power and social norms (habitus) influence behaviour in teams, from a structural perspective. Individuals may unconsciously assert dominance or marginalise others based on ingrained social structures, leading to symbolic violence or exclusion.
Various theorists have proposed strategies to manage conflict, and enhance performance.
The promotion of intergroup collaboration, such as cross-functional teamwork can encourage interaction across demographic lines, improving empathy and communication (Philips & Loyd, 2006). One example of this, could be the creation of structured opportunities for team-building.
Similarly, conflict resolution mechanisms, such as training staff in conflict management, using models like Thomas-Kilmann’s Conflict Mode Instrument (1974), which offers five approaches: competing, avoiding, accommodating, collaborating and compromising. The establishment of safe EGRs, such as anonymous reporting and mediation, have been seen to work effectively: HR Acuity’s anonymous reporting platform, saw employee confidence to report misconduct, increased by 72%, when anonymous ERGs were readily available.
Further, ongoing bias awareness training, such as using long-term unconscious bias interventions (Devine et al, 2012), to reduce stereotyping and promote inclusive behaviours. In addition to this, ongoing training encourages individuals to recognise and address their own biases (Tversky & Kahneman, 1974).



Something else that’s been on my mind while writing this is how all of this doesn’t just stay within the team — it can spill over into professional standards too. When a team doesn’t function well, things get missed. People stop speaking up. You start to feel that awkward tension where no one wants to rock the boat. And in policing, where we’re expected to act with integrity and fairness every day, that kind of silence can be dangerous.

I used to think the Code of Ethics was just about how we treat the public, but it applies to how we treat each other as well. If someone in a team doesn’t feel like their voice matters — maybe because they’ve been ignored before or because they don’t “fit in” — they’re much less likely to challenge a poor decision or raise a concern.

I’ve realised that creating a team where everyone feels safe to speak up isn’t just good for morale — it’s part of doing the job properly. Without that, the risk isn’t just internal conflict — it’s real-world consequences that could affect the public we’re meant to protect.

Looking back on everything I’ve written, one thing that really hit me is just how important team dynamics actually are in policing. I used to think it was enough to just do your job and get on with it, but that’s not the full picture. If the team around you isn’t working properly — if people don’t feel included or respected — it changes everything. It affects morale, trust, and how confident people feel to speak up when something’s not right. You can feel it in the room when things aren’t working — people go quiet, tensions rise, and communication starts to break down.

What really stood out to me while learning about all these theories wasn’t just the technical side — it was how often small things can build up and cause real problems. Things like someone being ignored in a meeting, or others making subtle assumptions about who should lead based on appearance or confidence. It doesn’t always happen in obvious ways, but over time, it chips away at trust. Theories like Social Identity and group behaviour helped me understand it better, but it’s those everyday moments that really show how fragile team trust can be if we’re not paying attention..Someone not getting the chance to speak, someone else being assumed to be in charge because of how they look or sound. These things aren’t always obvious, but they can really mess with a team’s trust.

Conflict’s going to happen. That’s part of working in stressful environments. But I think there’s a massive difference between a team that deals with it and one that avoids it. I want to be the kind of officer who helps deal with it — who notices when something’s off and does something about it.

Because at the end of the day, this job isn’t just about following rules or knowing procedures. It’s about working with people. And if we can’t do that properly as a team, then we’re going to fall short — not just with each other, but with the public too.

Word count:1805


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:

Introduction.

In this essay I will be discussing about what information and intelligence is and how it is important in preventing crime. Effective road policing is a crucial part of modern policing and plays a vital role in disrupting serious and organised crime. The road network in the UK is frequently exploited by offenders for activities such as drug trafficking, human trafficking, county lines drug operations, and the movement of counterfeit goods. These forms of crime often intersect with safeguarding and public protection concerns. The National Policing Curriculum highlights the importance of three key areas in this regard: policing the roads, information and intelligence, and conducting investigations (College of Policing, 2022). Intelligence-led policing (ILP) and technology such as Automatic Number Plate Recognition (ANPR) are key assets for frontline officers and investigators alike. This essay explores how intelligence and information are used in the disruption of serious and organised criminal activity through road policing, with particular emphasis on the role of ANPR as an investigative resource.
Intelligence-led policing and the disruption of road-based criminality.
Criminals rely heavily on the road network to carry out serious offences, whether that’s transporting drugs, exploiting children through county lines, or smuggling people across borders. Information and intelligence are essential for stopping these crimes early. The concept of intelligence-led policing (ILP) has been around since the early 2000s and is now a core strategy in UK policing. As Ratcliffe (2003) explains, ILP shifts the focus away from reactive policing and towards a model that uses criminal intelligence to prevent crime proactively. Police forces gather and analyse data to identify patterns — such as particular vehicles, routes, or individuals repeatedly linked to known criminal activity — and act on it.
Criminal networks often use private vehicles and the motorway system to facilitate the distribution of illicit drugs, the movement of trafficked individuals, and the transfer of stolen or counterfeit goods.
In the context of county lines, the National Crime Agency (2023) highlights that drug gangs often use children or vulnerable adults to move drugs from cities to rural areas, and they nearly always travel by road. Because of this, intelligence from previous stops, surveillance, or local reports can be used to flag high-risk vehicles for intervention. One example is Operation Orochi, run by the Metropolitan Police, which used mobile phone data and road surveillance to intercept county lines couriers — resulting in more than 1,000 arrests and safeguarding dozens of children (Met Police, 2021). This success was only possible due to the effective use of intelligence shared between forces.
Further, Operation Trivium is a prime example of ILP in action. This national operation brings together UK police forces and European agencies to tackle mobile organised crime groups (MOCGs) that use the road network. By sharing intelligence across borders and utilising roadside stops, ANPR, and warrant checks, officers are able to disrupt a range of offences including people smuggling, burglary, and drug trafficking(NPCC, 2021).

Intelligence can also come from sources like the public, local authorities, or partner agencies. Clarke and Eck (2005) support this in their work on problem-oriented policing, where they argue that multi-agency partnerships are essential to addressing root causes of crime. Road-based crime often overlaps with other issues like modern slavery or domestic abuse, and the information gained through roads policing often feeds into wider safeguarding efforts.

The role of local knowledge shouldn’t be underestimated either. Officers who understand their local communities are better placed to spot when something feels “off.” For example, if a vehicle registered hundreds of miles away is seen repeatedly parked near vulnerable care homes or known drug houses, this could raise suspicion. When this kind of local knowledge is combined with national intelligence databases, it becomes much easier to spot trends and take action before serious harm occurs.

The role of ANPR in criminal disruption and investigation.

Automatic Number Plate Recognition (ANPR) has become one of the most valuable tools in modern policing, especially when it comes to tracking vehicles linked to criminal behaviour. It works by scanning registration plates and checking them against police databases. If the system flags a vehicle — because it’s stolen, uninsured, or linked to a wanted suspect — officers can act immediately.
The Home Office (2020) reports that ANPR cameras capture over 50 million reads each day across the UK, creating a powerful data trail for investigations. This historical data can be used to trace the movements of suspect vehicles, link individuals to criminal networks, or even place someone at the scene of a crime. In addition to this, the College of Policing (2022) notes that ANPR evidence has been used in a wide range of cases, including homicide, human trafficking, and drug offences.
A real-world example of ANPR in action is Operation Sentinel in the West Midlands, which targeted OCGs involved in drugs, firearms, and human trafficking. Police used ANPR to build up a picture of vehicle movements, identifying routes used to transport illicit goods and intercepting key players. According to West Midlands Police (2021), one vehicle was stopped with over £150,000 worth of heroin hidden inside, purely based on intelligence picked up from ANPR alerts combined with surveillance.
What makes ANPR particularly effective is how it ties into the broader National Decision Model (NDM), which encourages officers to make ethical, proportionate, and legally sound decisions in fast-moving situations. For example, if an ANPR hit alerts officers to a vehicle linked to child sexual exploitation, they need to assess risk, consider urgency, and determine the most appropriate response — which might include stopping the car immediately or carrying out surveillance to uncover a wider network.
However, it’s important to be aware of the ethical and legal concerns surrounding ANPR. Civil liberties groups have raised questions about mass surveillance and data retention. In a study by Gill and Spriggs (2005), researchers found that while ANPR is widely supported among police, concerns remain around public consent and privacy. This highlights the need for police forces to maintain transparency, justify the use of surveillance tech, and ensure it’s only used where proportionate and necessary. Furthermore, a review by Big Brother Watch (2019) criticised the lack of oversight and transparency in the UK’s ANPR infrastructure. The College of Policing (2022) responds to this by insisting that all uses of ANPR must comply with data protection legislation and the principles of necessity and proportionality.

Ultimately, ANPR doesn’t replace traditional investigation work — it enhances it. When used alongside intelligence from other sources like covert surveillance, witness statements, or community tip-offs, ANPR becomes part of a wider toolkit. As Fyfe and Sheptycki (2005) argue, modern policing needs to be networked, intelligence-driven, and flexible. ANPR supports exactly that model by allowing officers to act quickly on reliable information.

Cross-agency collaboration, and the values of intelligence sharing.

Disrupting serious road-based crime requires cooperation across multiple agencies. The value of joint working has been repeatedly emphasised in policing literature and policy. As Innes et al. (2019) argue, the intelligence function in policing is not a standalone entity but one that depends heavily on inter-organisational relationships.
For example, in Operation Aidant, which targets modern slavery and human trafficking, police forces work alongside HMRC, local councils, immigration enforcement, and NGOs. Road-based stops often yield vital information about trafficking routes, vehicle owners, and the movements of victims. The ability to cross-reference this with intelligence from safeguarding partners can result in the identification of organised crime groups operating across multiple jurisdictions.
The sharing of information via Multi-Agency Safeguarding Hubs (MASH) and other forums ensures that frontline officers are aware of the wider context when stopping vehicles. A car carrying a suspected drug courier may also be linked to a missing person report or child protection alert. Intelligence sharing helps to build a fuller picture, which not only enhances investigations but also improves outcomes for vulnerable individuals.
According to Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS, 2022), forces that embedded strong partnership working into their roads policing strategies were more successful in identifying and tackling serious criminal threats. The report recommended better integration of intelligence functions and a more consistent national approach to recording and acting upon road-based intelligence.
Conclusion.
To conclude, roads policing is no longer just about speeding or drink-driving: it now works as a frontline defence against some of the UK’s most serious criminal threats. From county lines to child exploitation and organised trafficking, much of this activity depends on road transport, making it a natural pressure point for police intervention. Intelligence-led policing allows forces to focus their efforts where the risks are highest, while ANPR provides both real-time alerts and long-term investigative value.
These tools work best when used in combination, supported by officers with local knowledge, national intelligence sharing, and a strong ethical framework. As criminals become more sophisticated, police must also evolve — and that means using every available piece of technology and intelligence to keep communities safe.
Equally important is the need for cross-agency collaboration and the integration of safeguarding within all levels of operational decision-making. Intelligence gathered from roads policing can have far-reaching implications, not just for enforcement but for protecting vulnerable individuals and preventing future harm. Ensuring officers are trained to recognise risk indicators and act proportionately will remain key. As technology continues to develop, road policing will play an increasingly strategic role in disrupting serious and organised crime across the UK.
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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 
 
 
  Understanding legislation and charging standards for common offences(e.g. Assault theft public order)




awareness of safeguarding pathways and referral procedures






understanding the structure and roles of specialist departments
 
 
 
 
 
 
 
 
 
	Low 
1-4
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	Med 
5-7
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7









 
	High 
8-10 
	Low 
1-4
 
	Med 
5-7 























6
	High 
8-10


8 







9














	 



Study charging standards and CPS website discuss live examples with experienced officers and review MG files.




Complete online training modules shadow officers dealing with safeguarding review PPM guidance.






Arrange more attachments and observe milestone attachments to gain valuable experience.

	SKILLS 
 
 
 
  communication with victims and witnesses.








Case file preparation an evidential standards.









Application of the national decision making model under pressure
 
 
 
 
 
 
 
	Low 
1-4 














3
	Med 
5-7 



7
	High 
8-10
























8 
	Low 
1-4 
	Med 
5-7 












7
	High 
8-10 
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9
	 


Continue building report on scene ensure to stay in touch with victims within the policy and guidelines and I was explained to victims the stages of case. Give clear explanations to the victims so they understand the process.


Work through full MG files and officer case file checklists submit the full fire and do any relevant reworks.







Become more confident in justifications of the use of the NDM when writing up statements after using the NDM

	EXPERIENCE 
 
 
 
 
  Leading an incident from start to finish.






Handling a safeguarding referral independently.




Working alongside specialist departments
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 












4







3
	Med 
5-7

5 
	High 
8-10 
	Low 
1-4 
	Med 
5-7

8 










7








6


	High 
8-10 
	 

As I progress in my career become more confident in leading the instant from start to finish which will display knowledge of the whole incident out deal with complex incidents by myself.



Identify referral needs draught PPN check process with experienced officers.




Request shadowing days an attachment days to gain more experience.
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