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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 well-being 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 reflect on the impact organisational culture has had on my well-being, illustrate my coping strategies to combat this and consider the risks of conformity in relation to organisational culture.

Firstly, I will define what is meant by organisational culture. Through research, I found this is not easily defined, and there are many differing definitions online. One such definition states that an organisation’s culture is a collection of practices expectations and values that informs and guides team members (Woffindin, 2022).

Starting a new job can be stressful (Clarity Clinic, 2020), and although I have been with South Wales Police since July of 2021, the first few months after achieving independent patrol status certainly felt like a significant change as if I was undertaking a new role altogether. 

South Wales Police strives to adhere to the code of ethics as set out by the college of policing (South Wales Police, n.d.). Looking back to when I achieved independent patrol status, I believe the organisational culture reflects the force’s alignment with the code of ethics. Almost daily, I hear reference to one of the standards of professional behaviour. Frequently referenced and encouraged are honesty and integrity, respect and challenging and reporting improper conduct (College of Policing, 2014). I have found that the reinforcement and implementation of such principles have had a positive impact on my well-being.  

The majority of the standards of professional behaviour and policing principles align with my personal views. This makes sense, as the hiring framework for new police constables is centred around the code of ethics, and I would have referred to some of its principles during my recruitment process (College of Policing, n.d.). 

Sharing values with one’s employer can have a positive impact on the overall success of the organisation. Creating a culture that is aligned with the individual’s values can lead to a feeling of inspiration and motivation, encouraging the individual to go above and beyond in their contribution to the organisation (MindPro Psychological Services, 2022). I certainly feel that this is true in my performance as a member of South Wales Police since becoming an independent patrol officer. This is not to say I have not had feelings of stress or that my resilience has not come into question over the last several months. The demands of being a police officer have been widely acknowledged to negatively affect the health, both mental and physical, of police officers and staff (Phythian, et al., 2022). I will illustrate some techniques I have adopted to cope with such effects later in this essay.

Before discussing my coping strategies to manage my well-being and improve my resilience, we will consider the risks of conforming to organisational culture. Through research, I have identified an article published by Hone. Hone is an online learning provider specialising in behaviour changes in leadership, diversity, and well-being (Hone, n.d.). I think the article makes for appropriate reading to apply its ideas in a police organisation context. 

The article, by Sam Levine, states that diversity makes for stronger teams and businesses. The risk of conforming to organisational culture originates when organisation members feel isolated and alone within the workplace. When this occurs, they feel pressured to conform to what they perceive as the acceptable standards of the organisation, even when this goes against their views. Often conformity makes certain individuals feel like their voice is not valued and refrain from sharing ideas for fear of being ridiculed (Levine, 2022). Levine states that conformity in the workplace has been shown to decrease productivity in the workplace. Through research, this has been baked up in an article by Cristine Baldissarri et al. who found through a study that increased conformity shapes an employee’s performance over time, reducing their productivity and creating stagnation within the organisation (Baldissarri, et al., 2022).

We can see that the College of Policing’s code of ethics tackles the common risks of conformity. Diversity, reporting improper conduct and openness, which are all points that can be negatively impacted through conformity are listed as the main components within the code of ethics (College of Policing, 2014). Seeing first-hand how important the code of ethics is within my organisation, there is a clear push to prevent workplace conformity which creates a positive workplace culture by encouraging diverse ideas and enabling an environment to allow all members to speak.

Lastly, I will illustrate some of the strategies I have developed to maintain my well-being and resilience. I have found, since achieving my independent patrol status, that my workload and personal responsibilities have increased. I have also experienced an increase in responsibility to tackle problems individually and be in situations without a so-called comfort blanket of a tutoring office. All of this has resulted in my well-being being tested with an increase of stress, requiring good implementation of effective coping methods to build my resilience to such matters.



One such coping strategy which aligns closely with a personal hobby is to get regular exercise. Since becoming independent, I have changed which gym I attend to accommodate my attendance on the way home from work. This means, should I have a particularly stressful shift, I can partake in physical exercise that can help clear my head. I particularly value this technique, as it helps me separate my work-related stress from any personal time I have. It helps me close the door on a day’s work, figuratively speaking. Furthermore, it is beneficial to my health and helps me meet one of the codes of ethics which is fitness for work (College of Policing, 2014). I have found that exercise is a frequent recommendation to combat stress through research. One such article that recommends this is Stress at Work, by Jeremy Stranks (Stranks, 2005).

A further strategy I implement is to use taught techniques to improve my quality of sleep. Having good quality sleep can help the body and mind tackle the day’s challenges building resilience to feelings such as stress (WebMD, 2022). I have used the Oscar Kilo website, which is a well-being organisation tailored for UK police officers (Oscar Kilo, 2022). They have published webinars by Dr Sophie Bostock that include techniques I have used to improve my sleep. Such techniques include avoiding food movement and light just before bed helps us sleep quicker. The webinars have also helped me sleep better during the daytime hours following shift work (Oscar Kilo, 2022). Whilst these techniques have improved my sleep quality, and have left me well-rested for work, I have not noted a significant change in my resilience perception following these webinars. However, their research suggests there is a correlation between sleep and stress, so these techniques are something that has become routine in my life.  

It is important to tread with care whilst researching coping techniques to improve my well-being, as it appears through research it is not a one size fits all policy. Many techniques that may work for one, will have a negligible effect on another (Stranks, 2005). One such technique I have found that fits this criterion is meditation style techniques as taught by the British Red Cross (British Red Cross, 2022). I have struggled to incorporate these into my daily routine after noticing they had little impact on my well-being.

To conclude, I have reflected on the impact the organisational culture of my police force has had on my well-being and have considered some of the risks associated with culture conformity. I have also illustrated some techniques I have implemented to manage my well-being and build my resilience at work.
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Task 2

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

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

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

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





ANSWER:

In this essay, I will talk about a domestic-related incident I was involved in, and reflect on my decision-making process, particularly in line with the national decision model. I will use the Gibbs reflection model to structure this essay (The University of Edinburgh, 2020). It is important to note to conform with the Data Protection Act, any names and addresses will be changed so those involved in this incident cannot be identified (College of Policing, 2021).

Several months ago, I attended a property following an emergency phone call to the police. A person I will refer to as Chloe, rang the police stating her husband, whom I will refer to as Ben, had assaulted her by pushing her into a wall. 

I attended this call in the company of PC Evans. Whilst travelling to the incident, I read the incident log on my police phone to keep up to date with the ongoing incident. I understood that the police call taker could hear lots of shouting in the background from a male voice. 

We arrived outside the address provided and could hear a male and female shouting inside. We went inside intending to split Ben and Chloe apart, who were both arguing in the hallway. I went to speak with Ben and asked him to follow me into a separate room in the house. I did this to firstly stop the loud arguing, and secondly to give any victims in this scenario a safe space to speak. Ben became aggressive and confrontational with PC Evans and me. I took a hold of one of his arms, intending to usher him away from Chloe, who was standing a few feet away. Ben became physically resistant, and PC Evans grabbed Ben’s other arms to assist. 

Ben was increasingly resistant, despite my trying to rationalise with Ben by asking him to relax and to calm down. I have decided to apply my handcuffs to Ben. I have done so intending to arrest Ben on suspicion of common assault, as I had already probably cause to suspect him of the offence from the information provided to the call handler by Chloe. Furthermore, I also believed his arrest would be necessary as dictated in section 24 of the Police and Criminal Evidence Act (PACE) (Home Office, 2022).

Despite the resistance, I was able to get handcuffs on Ben to the rear. Ben was standing upright in the hallway of this house. Chloe shouted something I could not recall, which caused me to turn my head. At that moment Ben kicked backwards, hitting PC Evans in the legs. I then used a ground restraint technique to put Ben on the floor to prevent him from kicking further. I then arrested Ben for assaulting an emergency worker and on suspicion of common assault. PC Evans and I began to put Ben’s legs into limb restraints, when Chloe began shouting very aggressively towards me and PC Evans, saying that we were being too harsh on Ben. I used a firm voice telling her to stay back from us and to let us do our job. She complied with the instruction but continued shouting. 

Ben was then taken outside to our police vehicle by PC Evans and me. Whilst outside, Ben had calmed down significantly. As we were searching Ben under section 32 of PACE (The National Archives, 2017) he continued to act more rationally and calmly and even apologised to PC Evans for kicking him. PC Evans and I conversed and agreed that we would remove the limb restraints once he was secure inside the police van. Ben was then taken to police custody by me and PC Evans.

I will now consider the feelings brought on by this incident. During the incident, I felt a significant adrenaline rush come over me. This is completely normal during dangerous situations, as it helps the brain trigger a “fight or flight” response (Cleveland Clinic, 2022). Whilst I have been in situations that have raised my adrenaline before, I found it difficult to focus and slow the situation down at some points during this incident. Reflecting on this incident, I felt somewhat guilt-ridden for looking at Chloe at the exact point Ben kicked PC Evans. We debriefed this scenario together, which I will discuss later, which tackles this feeling.

I will also consider the feelings of Chloe and Ben. During the incident, I could not understand why Ben would not cooperate with me and PC Evans, and why Chloe got angry at us for seemingly tackling the very problem she called us for. However, after a period of reflection, their feelings and mood are easily explained. In the case of Ben, he may not have been the perpetrator in this incident, and officers asking him to go into another room in his own house may have raised his adrenaline and triggered his fight response (Cleveland Clinic, 2022). Similarly, Chloe may have had completely different expectations from me and PC Evans. She may have just wanted us to calm the situation down and take no further action. Thinking about Chloe and Ben’s feelings has helped me rationalise this incident, something I struggled to do at the time. 



PC Evans and I sat down together a day or so after this incident, watched our body-worn footage and discussed this incident. One thing that worked well was our coordination and understanding of each other’s actions whilst inside the address. I noted how quick PC Evans was to take a hold of Ben’s other arm as he increased his physical resistance. Another thing that worked well is that we were able to re-evaluate the limb restraints on Ben and took the decision to remove them. I believe that keeping them on Ben would have made him aggressive again. Shortly after the incident, I felt that PC Evans getting kicked was partially my fault. However, on reflection, I understand that turning my head for a brief second was important, to assess if there was any other threat in the address that could cause me or PC Evans harm. One thing I think could have gone better is for me to radio for assistance. As previously mentioned, Chloe became verbally aggressive towards me and PC Evans, however, she thankfully did not physically attack us. Should she have wanted to, it would have been a difficult situation to manage with Ben on the floor, and an extra unit in that situation would have been, in my opinion, justified and safer.

We will now consider why my decisions have had the effect they have. Throughout this incident, I have used the national decision model, which consists of:
1. Gathering information and intelligence
2. Assessing threats and risks, and developing a working strategy
3. Consider powers and policy
4. Identify options and contingencies
5. Take action and review what happened
In addition to the above, every step must align with the police code of ethics (College of Policing, 2013).

I will break down the initial attendance of the incident referencing it to the national decision model. Whilst travelling to the incident and outside the address, I have gathered information and intelligence to get an idea of what to expect, and what has potentially occurred to warrant police attendance. Next, whilst inside the property, I assessed the threats and risks posed in this situation. It became clear that Ben was continuing to be aggressive, so the working strategy developed was to attempt to calm him verbally. The powers and policy I had considered were the power of arrest and my powers and force policy that dictates how I can use force. One such contingency identified at this point of the incident was to use force if verbal reasoning did not work, which we know to be true. Next is to take action, which escalated to the use of force on Ben, and then review what happened. PC Evans and I were constantly re-assessing and reviewing the actions we took at the incident, so we were ready to either escalate or reduce our use of force.



This aligns with the national decision model, as it is a never-ending cycle, rather than a step-by-step process. The rolling assessment of risk and developing working strategies is often referred to as a dynamic risk assessment (HASpod, 2022). I believe my use of a dynamic risk assessment is what I owe to the positive outcomes of this situation. Including the decision to remove limb restraints, as PC Evans and I had assessed that the risk posed to us by Ben had decreased, largely because of his attitude by also because he was going into a secure area of a police vehicle. I believe in this incident, I have acted ethically, due to all of my actions falling in line with the police code of ethics. I acted with integrity and professionalism, whilst not compromising my need to perform my duty as a police officer (College of Policing, 2014).

To summarise, I have learned that the dynamic risk assessment, when used in conjunction with the national decision-making model, provides a vital framework to aid officers in moments of confrontation. Whilst I do not think this situation went perfectly, I believe the dynamic risk assessment has kept injury to a minimum and has allowed me to rationalise and justify the actions I took at this incident. Despite believing calling for further units might have helped at the time of this incident; I can also use the national decision model to justify why I did not call for such assistance. My decisions affected all involved in this incident. Largely affected were Ben and Chloe, who were safeguarded from any further arguing. Chloe was also safeguarded from Ben, whom I suspected to have assaulted Chloe that day. Because Ben was taken away to police custody, Chloe was able to give a statement about what happened, which she may not have done with Ben there.

To conclude, I have talked about a domestic-related incident reflecting on my decision-making process using the Gibbs model of reflection paying particular focus to the national decision model and dynamic risk assessments.

Word Count: 1686





Task 3

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

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

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

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


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




ANSWER:

This essay will evaluate some theories of team dynamics, and consider why teams do not function, why inter-personal conflict occurs, and how some team dynamics may go against the professional standards requirements as set out by police forces.

Firstly, it must be considered what is meant by team dynamics. Author Remus Serban describes team dynamics as processes and behaviours that exist amongst team members. These dynamics influence the overall success of the team. Team dynamics are affected by various factors, such as the role and responsibilities assigned to each team member, as well as individual temperaments, personalities, and characteristics. Serban states there is a great deal of interest in the theory of team dynamics since team dynamics have a large impact on productivity. Serban outlines some popular models of team dynamics.  (Serban, 2017).

One such model is team development stages, as proposed by Dr Bruce Tuckman. The model consists of 5 stages. They are forming, storming, norming, performing and adjourning. West Chester University goes describes each stage in more detail than Serban which will be discussed in this essay (West Chester University, 2022). This has been crossed referenced from multiple sources, including a book by Suzan Last of the University of Victoria titled Technical Writing Essentials (Last, 2019, p. 109).

The first stage as proposed by Dr Tuckman is forming. This is the initial forming of a team and can be when a new team is formed completely, significant changes to the membership of the team, or a new project is identified. Conflict rarely arises during this stage, as members feel the need to be accepted into the group. Common behaviours are politeness, and controversy avoidance whilst common feelings include apprehension and uncertainty. 
The next stage is storming, where the team begin to organise tasks and processes. Interpersonal conflict starts to occur, as members start to vie for leadership following the emergence of differing points of view. Eventually, team members move from this stage by being open to listening to one another and having a shared focus to problem solve (West Chester University, 2022).

The next stage is norming. This is where team cohesion starts to form. Oxford Reference describes team cohesion as:

A dynamic process that is reflected in the tendency of a team to stick together and remain united in pursuit of its goals and objectives despite difficulties and set-backs. It is distinguished from group cohesion by the importance in team cohesion of dynamic processes and the pursuit of team goals.
(Oxford Reference, n.d.)

During the norming stage, team members should generally understand their roles and the team’s common goal. Information is shared between team members, but people can work independently within their assigned roles. There is less of a need for structure, and collaboration becomes clear (West Chester University, 2022). Occasionally, teams will have to revisit the forming or norming stage, if confusion arises within the team about the set-out goals and roles (Last, 2019, p. 109).

The performing stage is a more streamlined version of the norming stage. Teams establish synergy and have well-developed systems and routines that maximise efficiency. Last states that “few first-time teams reach the performing stage” and is usually found when well-established teams have worked on several projects before (Last, 2019, p. 109).

The last stage is adjourning. This can be after project completion, or when a member or members leave the team. Depending on how the department member(s) performed, this could cause either a feeling of grief or relief within the team. In any case, this can leave the team deprived of momentum and cohesion, sometimes requiring the team to return to the forming stage (West Chester University, 2022).

Through the aforementioned research, cohesion seems to be a key factor in Dr Tuckman’s model. Susan Last states that the group cohesion developed in Dr Tuckman’s model ensures that everyone is responsible for both the task and each other (Last, 2019, p. 109).

One inference that can be made from Dr Tuckman’s model and accompanying research is that the model appears to be linear steps, where both progression and regression are possible. A team that develops good cohesion, reaps other benefits such as productivity increase and can progress to the next stage of Tuckman’s model. It can be determined, that without good cohesion, any time would stall and not succeed, according to Tuckman’s model (West Chester University, 2022).

Both Last and West Chester University view Dr Tuckman’s model as largely successful and effective in team development. Further research in this model applied in a policing context would be preferable.
Another team dynamics model is the GRIP model, an acronym for goals, roles, interpersonal relationships, and processes. This has been referenced by Last in her book Technical Writing Essentials, but an article by P. Mulder will also be used for the description of the model. 

For brevity, the goals and roles stages of this team working model will not be expanded upon as they are quite self-explanatory. It is worth noting that the goals and roles must be aligned, and every team is on the same page about these stages (Last, 2019, p. 113).

The third stage, interpersonal relationships, sometimes referred to as interactions, is the stage which relates most to team cohesion. The stage is about setting up the ground rules for communication. Establishing how the team are going to interact with one another and outlining expectations. During this stage, any negativity should be tackled and challenged. Furthermore, showing understanding towards one another and being open to ideas should be encouraged (Mulder, 2019). This stage helps create a positive work environment by encouraging better communication among team members and increases the ability to achieve the set-out goals. These are all traits which improve the team’s cohesion (Herrity, 2022).

The final stage is processes. This adds to the expectations established in stage 3, by laying out how the goals are going to be achieved. How decisions will be made, and what specific action is needed to achieve the goals are decided. The workflow and procedures required to complete the project are discussed. This further improves team cohesion (Last, 2019, p. 113).

The GRIP model shares similar ideas to Dr Tuckman’s model. It seems cohesion is heavily centred around the success of the team. Whilst this model seems effective, it is unclear through research if this model helps tackle team issues during the project, as the inference can be made that this model focuses more on the planning stages of a project. Similarly to Dr Tuckman’s model, a study into the use of the GRIP model in a policing context would be both relevant and useful.

Through research, there are many causes of interpersonal conflict within a team. Jane Weightman, in their book Managing People. One cause is differences between individuals, that is personality clashes and different work ethics. Another is the difference between a team member and the organisation they are a part of. Where the organisation’s morals, ethics and goals do not align with that of the individual (Weightman, 1999, p. 101). Additionally, Barbara Fagan-Smith and Kristin Brownstone highlight poor communication and personality clashes as common causes of interpersonal conflict (Fagan-Smith & Brownstone, 2021).

It is important to resolve conflict where possible. Unresolved conflict can leave a feeling of distrust within the team, negatively impacting its cohesion (Blackstone's, 2021, p. 101)



Many strategies to tackle such conflict revolves around good communication. Finding a quiet place to discuss the conflict can prove useful. Acknowledging the existence of a conflict and listening to everyone’s opinion is a great first step according to Jennifer Herrity for the UK job website indeed. Being attentive and empathetic for others, whilst still being open about your point of view is a good starting point. Resolving conflict requires teamwork, and a team that can acknowledge, address and move on from conflicts often strengthen their bond and improves cohesion (Herrity, 2022).

Another strategy that can solve conflict is the CUDSA model. A widely recognised acronym stands for confront, understand, define, search and agree (Blackstone's, 2021, p. 102). We can see clear similarities between this model, and the techniques suggested by Herrity. This model defines a clear path to follow.

First, those with interpersonal conflict must confront one another. This should not be about confronting the person, but about confronting their behaviour and asking to discuss the issue. Second, is understanding each other’s situation. Whereby you listen to the other’s point of view whilst still being able to express your own. Next is defining the problem. In detail, the conflicting members of the team should address the root causes of the conflict, whilst remaining with an open mind. The penultimate stage is searching for a solution. The conflicting members should identify common ground, and compromise on a working solution each feels is best. The last stage is agree, whereby the members both agree on a working strategy for the conflict. The CUDSA model can be done in private, with an impartial peer or supervisor present (IKON Training, 2020).

Finally, how team dynamics can result in a breach of the professional standards required in a policing context can be considered. The Professional standard requirements for police officers, particularly the code of ethics, are designed to incorporate good team cohesion. This can be evidenced by first looking at what author Deidre Paknad states are common team dynamics in low-performing teams. Paknad states that vague goals, no transparency, no accountability, and a culture created where people fear to give feedback and teams that include members who do not contribute fairly are all dynamics that negatively impact a team (Paknad, n.d.).

Through research, it can be determined that these all go against what is taught in the code of ethics as set out by the college of policing. Accountability, honesty, fairness, and openness are all listed as key policing principles. Furthermore, challenging and reporting improper conduct as well as quality and conduct are listed as standards of professional behaviour in the code of ethics (College of Policing, 2014).

It can be seen through Paknad’s observations as well as research into team dynamic models, that the code of ethics is set out to encourage well-working teams and improve team cohesion. Furthermore, as the code of ethics define largely how the hiring process for new officers is set out (South Wales Police, n.d.), it should be concluded that positive team dynamics, including good team cohesion, are not only encouraged within the police, but form largely what forces look for in prospering police officers and staff.

This essay has evaluated Dr Tuckman’s and the GRIP theories of team dynamics. It has also considered why teams are not successful, identifying a lack of cohesion as a significant factor. Such lack of cohesion, as well as differences in values and personality, contribute to interpersonal conflict. Strategies to tackle such conflict, including the CUDSA model were considered. Lastly, consideration was given as to how some team dynamics may go against the professional standards and requirements set out by police forces. It was concluded that such standards are in place to encourage good cohesion and successful team working as identified earlier in this essay.

Word Count: 1852


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:

In this essay, the ability to use information and intelligence to disrupt prevalent criminal activity within a road policing context will be explored. Particular focus will be given to the tackling of county lines drug supply. Additionally, the use of ANPR for investigative use will be discussed. ANPR’s use and deployment will be described, as well as its main uses, and drawbacks to emerging trends and it will be referenced in a Greater Manchester Police operation into county lines drug supply

Firstly, what is meant by information and intelligence will be defined within a policing context. The police can gather information and intelligence in a multitude of ways. Intelligence is generally defined as information that has come from one or multiple sources, that has been recorded, graded, and evaluated. Information can be gathered by a call to the police regarding an increase in car radio thefts, for example. At the same time, a confidential informant may alert police to a local drug dealer now accepting goods in place of money for drugs. These two pieces of information can be linked, and an intelligence picture can be derived from this information. Intelligence quality must be graded, in line with the National Intelligence Model (Blackstone's, 2021, p. 542).

The National Intelligence Model became mandatory for all 43 UK police forces in 2004 (Maguire & John, 2006). It is also used by the National Crime Agency and Community Safety Partnerships. It is described as the best practice model to use intelligence to fight crime by the Home Office. It is designed to be a uniform method to ensure all UK forces and partner agencies can share information and intelligence in a uniform way (Blackstone's, 2021, p. 556).





One part of the National Intelligence model is how information and intelligence are disseminated. There are three levels of sharing information:
· Level 1 – Local areas of a particular force, such as community clusters
· Level 2 – Force-wide and regional – Information and intelligence that is to be shared across the force and neighbouring forces in a particular area of the UK
· Level 3 – Serious and organised crime that concerns agencies and forces on a national level
(Blackstone's, 2021, p. 556)

The inference can be made that all three levels of information and intelligence dissemination are relevant to policing the roads.

The National Police Chiefs’ Council says that almost every type of criminal will use a road network, whether it’s whilst committing a crime or travelling to and from a crime location (National Policing Improvement Agency, 2007).

The college of policing states that criminals who are using the roads are not only committing minor road traffic offences but are conducting a wide range of crimes up to organised crime on an international level. The professional educational body for UK policing recommends that forces should be using “intelligence and enforcement to disrupt criminality” (College of Policing, 2019). 

Furthermore, the specialist role of road policing constable aids the tackling such criminals using the road. Many UK forces have a specialist roads policing department consisting of roads policing constables. The college policing summarises this role as follows: 

The Roads Policing Constable prevents loss of life and injury on the roads by preventing, investigating, and prosecuting offences through intelligence-led policing.
(College of Policing, n.d.)

The college of policing goes on to describe how one of the key duties of a road policing constable is to use intelligence and/or ANPR information to address crime and criminals’ use of the road network (College of Policing, n.d.). 

Further to the College of Policing’s recommendation, the National Police Chiefs’ Council has released the National Roads Policing Strategy (2022-2025, where one of the four key points is to tackle crime and criminals’ use of the road network in addition to minor road traffic offences (College of Policing, n.d.). The strategy places great emphasis on denying criminals the use of the road (Halkon & Muir, 2022).

One such intelligence method is the deployment of mobile fingerprint readers. First trialled in February 2018, they allow officers, including members of the road policing unit, to capture a person’s fingerprint with a device connected to a police mobile phone. Within 60 seconds, a person’s identity can be known, assuming the person is on one of two government databases (Vis, 2020). This can help officers identify any potentially wanted persons using the road network, who provide officers with false details to avoid captivity.
One common type of criminality that uses the road network is what is referred to as county lines. County lines is the term given to when illegal drugs are transported from one area to another. The ‘County Line’ is the term used for the mobile phone that is linked with drug orders, however, the term is used in a broad sense for the organised drug supply (National Crime Agency, n.d.). Figures produced by the National Crime Agency show the road network being used for 60% of the identified drug movement routes (National Crime Agency, 2019). 

Intelligence-led investigations, including those in road policing, can be largely successful in the tackling of county lines drug networks. In January 2021, an operation was dedicated to tackling county lines in the Greater Manchester Police (GMP) force area. GMP officers, comprised of different departs within the force including the roads policing unit (RPU) made 37 arrests and the seizure of 45 motor vehicles. Using existing intelligence that was recorded beforehand and then developed for use with live ANPR and its associated database, dozens of vehicle stops were made, whereby 80 vehicle and person searchers took place thereafter, identifying several prohibited goods. Goods seized include the aforementioned vehicles, a multitude of illegal drugs including 8KG of class A drugs, and £13’000 (Greater Manchester Police, 2021).

The operation enabled GMP officers to use existing information and intelligence to tackle an estimated 200 different drug routes operating within and outside their force area. Furthermore, information and intelligence were captured during the operation following the identification of 13 new drug routes. This information and intelligence have been developed and disseminated with partnering forces of GMP including Merseyside, Cumbria, and Lancashire to identify further suspects using the road network for their criminality and those exploiting vulnerable people as part of their organised drug network. As a result of the operation, 75 further intelligence logs have been recorded for grading, evaluation, and dissemination to support the future tackling of county lines drug activity (Greater Manchester Police, 2021).

Developing information and intelligence from existing investigations to help identify suspects in future investigations is not just a tactic by GMP, but also by the National Crime Agency. Drug trafficking through county lines using the road network both funds and enables other forms of crime, which often provide crucial intelligence to expose the associated criminal operations (National Crime Agency, n.d.).

A further method of using intelligence to detect criminality, as mentioned previously is the use of ANPR. ANPR is the term given to cameras linked to a number plate reading device. ANPR cameras can be fixed, or mounted to a police vehicle, commonly road policing vehicles, and capture the number plates, as well as the time, date, and location of passing motor vehicles. This data is then uploaded to the national ANPR service (College of Policing, 2019). There is a lot of data collected daily from ANPR, with around 60 million submissions to the national database every day. (POLICE.UK, 2022). 




ANPR can be used to help with many investigation subjects. These include stolen vehicles, researching alibis, confirming a victim’s accounts, and being relevant to this essay’s subject matter; identifying the movement of a vehicle involved in a crime and information associated with that vehicle, such as trends or patterns of movement. The crime doesn’t need to relate to road policing for ANPR to be useful. It can be used in non-road crime investigations, allowing the identification of victims, suspects and witnesses who were in a certain geographical area that is relevant to a non-road crime. (College of Policing, 2021). 

The National Police Chiefs’ Council agrees with this, stating ANPR is a rich source of information in crime analysis. They also say that data can be analysed in research to develop predictive intelligence to anticipate potential crime locations (National Policing Improvement Agency, 2007).

Despite being clear to the naked eye, static ANRP camera locations are not revealed to the public, as this information can benefit offenders and reduce the value of ANPR (POLICE.UK, 2022). 


There are challenges facing the use of ANPR. The National Crime Agency have noted an emerging trend in the use of cloned vehicles. (National Crime Agency, 2019). West Midlands police say:

Cloning a vehicle is when a criminal copies the identity of another vehicle by stealing or duplicating their registration plates. Often criminals will then use the cloned vehicle to carry out a further crime or avoid speeding or parking fines.
(West Midlands Police, n.d.)



To conclude, the use of information and intelligence has been defined. Its importance in the use of a road policing context has been stressed. Additionally, county lines have been explained, and an operation conducted by Greater Manchester Police has been referenced. County Lines rely heavily on the UK road network, and the research from multiple sources suggests that the best practice method for tackling such crime is an intelligence lead approach. This can be achieved through ANPR, which has shown to be an effective tool in using, developing, and capturing intelligence. This has been shown through research, in particular, Greater Manchester Police’s aforementioned operation. 
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Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
  
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 

	Policing the roads by tackling offences in the road traffic act














	
	6
	
	2
	
	
	Increase my knowledge of traffic offences within the RTA. I will rely on more experienced colleagues to help me identify traffic offences as they occur, and aim to issue 5 traffic offence reports whilst being guided by them over the next 6 months, and then issue 5 individually in a 6-month period after that. 

	SKILLS 
 
Local knowledge of roads and frequent call locations in my policing area
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

8

	Low 
1-4 
	Med 
5-7 

7

	High 
8-10 
	 

I still struggle to navigate myself or my colleague around my sector whilst attending emergency calls. I aim to attend at least 80% of calls within a given shift without a navigational aid such as a Sat-Nav 12 months from now. I will improve my knowledge by asking experienced colleagues to test my knowledge randomly and to call out arterial routes along the patch as we pass them so I may increase my knowledge base. I believe this is a realistic and appropriate way to learn, as these techniques have been recommended by experienced colleagues on my team.


	EXPERIENCE 
 
 
 1 Bail and remand applications
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 


	High 
8-10 

9

	Low 
1-4 

2

	Med 
5-7 
	High 
8-10 
	 


In the last 12 months, I have not done a bail or remand application for a person in custody. Over the next 12 months, I would like to have completed 4 bail applications and 4 remand applications to build experience in this area. I will go onto a volume crime investigation attachment in 6 months and will approach experience colleagues in custody and my team to assist me in my initial applications, then look to complete at least 1 of each without aid. 
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