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 risk of conforming to organisational culture.

Illustrate your strategies for maintaining wellbeing and resilience. 
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This essay will concentrate on reflecting the impact of organisation culture within policing on my wellbeing since achieving my Independent Patrol Status. This essay will also illustrate strategies I have implied during these challenges in order to become resilient. 

I have reflected on myself and my performance since achieving my Independent Patrol Status and I have established that within my organisation there is variety of types of organisational culture to which has had an impact on my wellbeing. During this reflection I have acquainted myself with the term organisational culture by exploring a variety of resources. Indeed (2022) defines organisational culture as a ‘’collection of group beliefs, values, and communication patterns that creates the environment of an organisation’’. As a result, my understanding has grown as I can state that organisational culture is the core values and norms of an organisation which constructs its surroundings. 

In addition, an organisational culture factor which I have identified in my workplace since achieving my Independent Patrol Status is that my team has adapted a clan a collaborate culture. ‘’A collaborate culture is people-focused on that it creates a feeling of family within the workplace. Every person is respected in this highly collaborative workplace, and communication is given the utmost importance’’ (Heinz, Kate 2023). Introducing this kind of culture at work has numerous advantages which I experienced a lot since achieving my Independent Patrol Status. Firstly, my team transformed into a family that actually enjoys working together. Having this benefit enables better interpersonal communication, which has speed up the team's pace of overcoming its workload and allows my team to respond to emergency calls more effectively. However, this type of organisational culture also comes with disadvantages. The main consequence is that ‘’having a team like a family can cause unnecessary chatter which can send productivity into a nosedive’’ (Boogaard, K. 2022). With little development, this effect may lead to an excessive workload for officers, which may have a dramatic impact on individual’s wellbeing by becoming stress due to work mounting up to which I experienced quite frequently. It is known that the best time to progress workload is on day shift as this is when our victims are more likely available. Our day shifts start at 0700 hours, but my team do not tend to start actually looking at their work and planning their day until 0800h, sometimes even longer. This is due to the fact that we like to have a cuppa and socialise in the morning. Unless an emergency call comes out, we are likely to still be sat around, not progressing our workloads despite this time being the prime time to do so due to unnecessary chatter. As a result, our workload as a team is considered too much to handle which puts the team under pressure from Supervisors and caused myself to become stressed, which has an adverse effect on my wellbeing. 

Moreover, another drawback is that this culture makes it ‘’challenging to make difficult decisions because it places such a high value on other people's feelings’’ (Boogaard, K. 2022). An example of when I faced this disadvantage was when my Sergeant had to pick an officer to move to a different sector. Due to our team adapting a collaborate culture, this decision was made extremely difficult for the Sarge as they did not want to hurt individuals feelings. For instants, the Sarge was worried about upsetting an officer by moving them and took this into account when making the decision. However, emotion should not have had an impact on their decision making and it should have been down to an officer being best suited through ability and for a learning experience.

Furthermore, identifying the organisation culture within my workplace has had a positive and negative affect on my wellbeing. During this reflection I have familiarised myself with the word wellbeing and have established that ‘’wellbeing is a positive state experienced by individuals and societies’’ (World Health Organisation 2023).  Due to this research I am now aware that wellbeing can be defined as a sense of well-being felt by people and civilizations. Additionally, from adopting a collaborate culture, I have experienced a positive effect on my wellbeing in and out of work due to feeling valued. As my team has created a culture where I feel respected and comfortable where I work, it has raised my self-belief greatly. Due to this, I am attending calls more confidently while avoiding the fear of self-doubt. This has affected my wellbeing positively as I am now less anxious in work and have learnt to avoid questioning my decision making constantly which use to cause me a lot of stress. Instead, I am now in the mindset of thinking, what well went, instead of, what did I do wrong. 

On the other hand, adopting a collaborate culture has also affected my wellbeing negatively. A drawback from this type of organisational culture is unnecessary chatter. This drawback had an effect on my productivity as I was getting too distracted by my peers which resulted in my workload building up with no progression. This has had an effect on my wellbeing as I began to progress my workload at home. This is evident as while on my rest days I would have the urge to progress my case files and update victims as I believed that this was the only free time I had to compete these tasks. This had a negative effect on my wellbeing as I was constantly stressed during my rest days and felt as if I was burning both ends of the candle due to not resting or actually enjoying my time off work. 

However, while being exposed to these challenges I have also implemented strategies in order to build resilience. I have enlightened myself with the word resilience and established that ‘’resilience is the ability to cope with and recover from setbacks’’ (Cherry, K. 2023). A strategy which I utilised to build resilience is the Borton’s 1970 reflection model (StudyPrism 2023). I implemented this model by using the three sections within the guide, ‘what’, ‘so what’ and ‘now what’ to highlight how I utilised coping strategies in order to develop resilience and minimise stress. The ‘what’ stage recognising what has happened. During this part of the reflection I identified that due to my team endorsing a collaborate culture, my productivity on my workload was taking a nosedive which resulted my stress levels constantly rising which had a major effect on my wellbeing. Furthermore, the ‘so what’ stage acknowledges my thoughts and options I could take in relation to the challenge identified in the previous stage. During this part of the reflection I concluded that I could either accept this drawback within the built organisational culture and continue letting it affect my wellbeing, or I take actions to separate myself from this drawback which will result in myself building resilience. Following this stage is the ‘now what’ stage which identifies what action I took from considering my options. During this reflective stage I took the option of putting actions into place in order to build resilience. The action I implemented was to give myself small deadlines and I could only socialise when these were done. An example of this is where I would start at 0700hours for my morning shift, and I planned my first hour. This included rostering appointments for the day such as obtaining statement/CCTV etc. On reflection, this small step resulted a massive improvement. I was more productive as I was finalising occurrence at a faster rate, and I still had time to socialise. This balance of productivity and socialising was beneficial as I was getting my work done which minimised stress and kept a positive wellbeing by socialising with the team. While building this reliance, the biggest factor I identified was that I was not progressing work on my rest days anymore which allowed me to improve my wellbeing by having a break from work and enjoying the activities I love to do most. 

To conclude, throughout reflecting on this essay I have learnt that adopting an organisation culture is very beneficial as long as I can identify the risks of conforming to the culture and understand how it can affect my wellbeing. 
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RELEVANT AREARS OF THE NATIONAL DECISION 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 you use of the National Decision Model. Explain the rationale behind your decision and your considerations when recording details of the incident. Consider your ethical approach to the decision. Outline the consequence of your decision making.

WORD COUNT – 1750                                                                                          (+ 10% - 1925  -  10% - 1575)

This essay will highlight a policing incident which as an attending police officer I had to make decisions in complexed and unpredictable circumstances using a dynamic risk assessment. This essay will also evaluate these decisions and how I incorporated the National Decision Model within my decision making. 

The policing incident which I attended and had to make decisions in complexed and unpredictable circumstances was a domestic abuse related incident. Domestic abuse is defined as ‘’behaviour of a person (A) towards another person (B) is domestic abuse if (1) A and B are each aged 16 or over and are personally connected to each other, and (2) the behaviour is abusive’’ (Domestic abuse act 2021). The brief circumstances of this incident were that it was a third-party report stating that their colleague is coming into work with a lot of injuries which are progressively getting worse. The reporting person stated that they have spoken to their colleague about their concern, to which they admitted that her husband of 10 years abuses her, however, her colleague stated that there is nothing wrong with this as a man is allowed control over their wife, especially when they have done something wrong. While speaking to the reporting person, they stated that they believe this could be related to honour-based abuse. Moreover, ‘’honour-based abuse is a crime or incident committed to protect or defend the ‘honour’ of a family or community’’ (Metropolitan Police 2023). In relation to this incident, this could mean that the female’s husband may be penalising the female for violating his "honour code" as he may feel that the females actions have shamed or embarrassed him. Furthermore, while speaking to the female in question, she admitted to officers that her husband had been abusing her for years but does not see anything wrong with it as she stated she deserved it due to her not following her husband’s commands and not being a good wife. The female then stated that because of this, she did not want to make a formal complaint as this abuse is something she deserves. In addition, I had to take consideration when recording details of this incident as due to the females first language not being English, I had to take further steps in order to meet her needs. Therefore, I used language line in order to obtain details of the incident as accurate as I could. A positive result of using this tool was that it enabled the female to speak more freely with a lot more detail of the incident as she would now understand what I was communicating. 

From the circumstance identified above, it is clear to state that this incident involves myself as an attending officer to make decisions in complexed and unpredictable circumstances. There are multiple options I could have taken to approach this incident due to the nature of the concern. Firstly, due to the victim not wanting to make a formal complaint I could have not taken any further actions. However, If I did not take any actions, I am leaving an individual in a vulnerable situation where further injuries are likely to occur and progressively worsen. As of this, I had to use a dynamic risk assessment in order to assist my decision making to make the right choice. A ‘’dynamic risk assessment is intended to identify hazards that could cause harm, to assess the risks that may arise from those hazards, and to decide on suitable measures to eliminate or control the risk’’ (College of Policing 2023). During this incident I used a dynamic risk assessment by implying the National Decision Model (NDM) to the initial circumstance presented to me, and again when new risks are hazards were identified. ‘’The NDM is the primary decision-making model for police in England and Wales. Individual use it to assess potential decisions or decisions that have already been made’’ (Northamptonshire Police 2023). I have implied the NDM in order to assist my dynamic risk assessment by understanding the six key elements within the model. Avon and Somerset police (n.d.) states that the six key elements start with the heart of policing, ‘’Code of ethics’’, which Is followed by, ‘’information’’, ‘’assessment’’, ‘’powers and policy’’, ‘’options’’ and ‘’action and review’’. 

Firstly, the main challenge which I faced during this incident was that the victim was not supporting police investigation as she believes the abuse she receives is a norm as a result of her cultural background. Therefore, I had to make a complexed decision as to whether I encouraged the victim to support the investigation, or not encourage the female which will result in a victimless prosecution. This challenging part of the incident was an unpredictable circumstance due to the different outcomes the investigation could conclude to depending on what choice I made. For example, if I was to encourage the victim to support the investigation it can either result in the victim supporting the case, or I could put too much pressure on the victim which could lead to her disengaging herself with the police all together where she remains in a vulnerable position. In order to assist my decision making on this particular challenge, I implemented the NDM by using the ‘’options and contingencies’’ element of the model. College of Policing 2013 states that this stage of identifying options and contingencies ‘’involves considering the different ways to make a particular decision with the least risk of harm’’ and states that I should consider ‘’the impact of potential action on the situation and the public, the immediacy of any threat and the amount of time available’’. The two options I have identified were that if I was to encourage the female into supporting police investigation or not. While using the consideration which the NDM highlights at this stage I decided to encourage the female. This is evident as I considered the impact of potential action on the situation and the public. I achieved this by identifying that If I was not to encourage the female this would have an affect on the public as it would seem I would not be taking formal or positive action while dealing with a public protection incident. Furthermore, I also achieved this by identifying that if I was to encourage the female to support the investigation it would have a significant impact on her and the public as the likelihood that this case would end with a positive result with the crown prosecution service due to victim providing evidence is much more probable compared to a victimless prosecution where the only evidence would be disclosure instead of hard evidence from the victim. As a result of this, this will impact the public effectively as it shows positive results from police investigation which can encourage more individuals in the same position as this female to support police investigation. Additionally, I also considered the ‘’amount of time available’’. I did this by identifying that I had time to effectively communicate with the female the police investigation and the importance of a supporting victim, as well as educating her the difference between her cultural norm and how it is an offence. This is evident as I contacted the victim the same day in order to visit her to investigate the incident further, she stated that her husband was back home abroad for a week. As a result I identified that I did have a significant amount of time available where ‘’the immediacy of any threat’’ was not a factor. To compare, if I did not encourage the victim, I identified the option that she would be safeguarded for this period of time while her husband is away. However, she would only be safeguarded temporarily as when he would return back to the UK, living with the victim, the threat level will return as high. As a result of using this element of the NDM, the decision I chose was to encourage the victim in supporting police investigation as the NDM identified more advantages with this decision. 
Now I have my decision of encouraging the victim to support police investigation, I now have to act on this. I did this by implementing the code of ethics factor of the NDM. ‘’The code of ethics sets out the policing principles that members of the police service are expected to uphold and the standards of behaviour they are expected to meet’’ (College of Policing 2013). The main policing principles I implements when facing this challenge was ‘‘respect’’ and ‘’fairness’’. This is evident as I took my time to understand the females point of view and respected the fact that this incident reflects their cultural norm. I did this by researching their cultural norms before attending the females home address in order to grasp more knowledge to engage and communicate with the female effectively. Furthermore, I also treated the female fairly to her own needs. This is evident as I did not treat this incident as I would with a domestic related incident where cultural background was not a factor. Usually, I would attend the address and take positive action straight away with an arrest. However, this time I identified that I had a significant amount of time available, and I communicate to the female why this incident is an offence and the difference between her cultural norms and criminal offences in the UK. As a result of this, not only did the female eventually become supportive of the investigation, but she also accepted victim support. Overall, I used this element of the NDM exceptional well to where I encouraged a victim of crime to support police investigation by implementing the code of ethics which allowed me to approach this incident ethically.

Furthermore, I have also identified a consequence of this decision. Due to the victims cultural background, by encouraging the victim to support the investigation it means that she is not abiding by her husband’s honour code and could result in further and new abuse from his family. As a result of this, I had to make sure safeguarding measures were put into place and an arrest would have to be made with the necessity of protecting a vulnerable person. This is evident as that now the victim was supporting the investigation and accepted further support from other agencies, I was able to submit a public protection notice which allowed other supporting agencies made aware of the incident and the complexity of its circumstances. As a result, social services worked with the housing associates which supported and safeguarded the victim by placing her in a temporary house where her husband nor his family will not be made aware of which avoids further abuse significantly. Overall, by using the NDM I have identified a dangerous consequence and have put measures into place so that it can be avoided.

To conclude, I highlighted a domestic related incident and reflected on how I made a decision in a complex and unpredictable circumstances using a dynamic risk assessment. What went well was the fact that during this reflection I evaluated my decision through the use of the NDM, and I also explained my rationale behind my decision very clearly which was proportionate, ethical, and reasonable in the circumstances facing me at the time. What I learned throughout this incident was that not everybody needs to be treated the same, but they need to be treated to their own needs which was evident in my approach to this incident and moving forward, I will always take this learning curve into account. 
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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 dynamic within the police service can result in failing to comply with professional standards requirements (Code of ethics, policies, procedures, protocols, or legislation).
WORD COUNT – 1750                                                                                          (+ 10% - 1925  -  10% - 1575)
This essay will identify and evaluate theories of team dynamics as a means of developing team cohesion, and it will explain why some teams cannot function and ways to improve team cohesion. Furthermore, this essay will also highlight why inter-personal conflict can occur within a team and will outline strategies that can be adopted to enhance individual and team performance. As a result of how some team cannot function, this essay will also identify how team dynamic within the police service can result in failing to comply with professional standards that are required. 
From research, I have learnt that ‘’team dynamics are the unconscious, psychological forces that influence the direction of a team’s behaviour and performance’’ (OptimistMinds 2023). In addition, I am now aware that unconscious psychological influences called ‘’team dynamics’’ have an impact on how a team behaves and performs. 
Furthermore, I have also researched theories of team dynamics where their aim of developing team cohesions. During my findings I have familiarised myself with ‘’Bruce Tuckman’s 1965 Team Development Model’’ (BusinessBalls n.d.). This article states that ‘’Tuckman’s model shows how a team develops maturity and effectiveness, establishes relationships’’. BusinessBalls (n.d.) also identifies that within Tuckman’s model, there are four stages of team development. The progression is, ‘’forming, storming, norming, performing and adjourning’’. As a result of my findings, I have broken down each stage of Tuckman’s model and evaluated the stages in order to identify how each stage develops team cohesion. I have evaluated the stages by stating how each stage has a means of developing team cohesion, providing evidence of such by referencing articles which I have researched and then explaining how these reference support the original point which I have made. 
The first stage of ‘’Bruce Tuckman’s 1965 Team Development Model’’ is the forming stage. This stage has a means of developing team cohesion as this stage is where the foundation of the teams cohesion is built from. This is evident as MindTools (n.d.) states that at the forming stage ‘’the team familiarises itself at this point and sets grounds rules’’. Upon evaluation, this stage allows members of the team to get to know each other by setting norms and values of the team. This will allow the members to test each other by seeing who abides by each other’s ground rules and who does not. As a result this will develop team cohesion as members will have to work together in order to comply with the new set rules resulting in increased development. 
The second stage of Truckman’s model is the storming stage. This stage aims to develop team cohesion as during this stage individuals confidence grows to where members of the team are no longer treated as strangers but as a group due to members now being able to express their opinions. This is evident as BusinessBall (n.d.) states that at this stage the ‘’group builds confidence and individuals begin to express their personalities and emotions’’. Therefore, this stage develops team cohesion as it allows members of the team to grow together in confidence allowing them to make decisions and pathways together as whole. However, BusinessBalls (n.d.) also identifies that this stage can also create conflict where team members can start to not function. This is evident as this article portrays that as this storming stage ‘’there may be disagreements regarding interpersonal matters because team members can still see themselves as individuals rather than as members of the group’’ which can result in ‘’power struggles, factions, and cliques within the group’’. This article will also state that ‘’members may oppose group leaders’ authority and become hostile towards them’’.  This implies that a team may not function while progressing through this stage of the model due to how open and transparent individuals are now becoming and that team cohesion may not develop well at this stage. 
From evaluating the storming stage of ‘’Tuckman’s model’’, I have learnt that occasionally there can be conflict between team members or between team members and supervisors. Tools Portal (2019) states that ‘’early conflict resolution is crucial to prevent poor performance and the team inability to work together effectively’’. As a result of this I have researched how to resolve conflict within a team to where Volunteer Ireland (2019) identifies and evaluate a conflict resolution model called ‘’CUDSA’’. This article elaborates this acronym by stating that it stands for; ‘’Confronting the behaviour, understanding each other’s positions, Define the problem, Search for a solution’’ and ‘’Agree upon the best solution and put into practice’’. While personally evaluating this model, I can highlight that this model consists of positive outcomes which will develop team cohesion. This is evident as team members who follow this model will learn a new way of dealing with conflict and they will be motivated to discuss and reflect about other models, such as ‘’Bruce Tuckman’s Model’’, in order to exchange good practice. Upon reflection, I have now learnt a new approach when facing conflict within my workplace which I will put into practice. 
Furthermore, the cycle of ‘’Tuckman’s Model’’ continues as after the conflict stage and using the ‘’CUDSA’’ Model, members of the team start to feel like a part of the team. This is called the norming stage. This is evident as MindTools (n.d.) states that during this stage team members ‘’realise that working together will help them accomplish goals and roles and conscious effort is made to address issues and promote harmony as the team begins to take shape’’. As a result of this finding, I can state that the norming stage has a means of developing team cohesion as within this stage the team crates its working methods and processes to where they will positively work together in order to accomplish their team goals. I can say that at this stage its more likely for members of the team to enjoy social activities together as they will see each other more as friends than just in a group which will also develop team cohesion.
Moreover, the next stage of this model is the performing stage. This stage has a means of developing team cohesion as the team becomes more fluid and functional. This is evident as from reading a blog, Wallbridge, A. (2021), it states that within this stage ‘’the teams energy is directed towards tasks in an open and trusting environment where flexibility is valued above hierarchy’’. As a result, it is now clear that this stage shows hard evidence of developing team cohesion as the team is now working as a unit rather than approaching tasks as individuals without the leaders involvement and will allows conflict to be successfully address. 

Finally, the last stage of this model is the adjourning stage. This stage evidently portrays enhanced team cohesion as this is the reflection stage of the team members performance. Wallbridge, A. (2021) states that the team will complete an end evaluation and puts into action a plan for changing responsibilities and acknowledges individuals’ efforts’’. By the team recognising each members strengths and performance, it will develop team cohesion as it will bond the individuals together through incentives which will make the team feel a part of a group as a whole compared to where they first started as strangers. 

Now that I have evaluated ‘’Bruce Tuckman’s 1965 Team Development Model’’, I can confidently state that while gaining my Independent Patrol Status up until where I am currently, I can now recognise that I experienced Tuckman’s stages. This is evident as at the beginning of my initial 12 weeks I was very reliant on my tutor to where I was supervised on every decision I had to make and was tested on my knowledge which portrays the ‘forming’ stage of Tuckman’s model. Furthermore, I also experienced the ‘storming’ stage. This is evident as once I gained my Independent Patrol status, I become more confident, and I felt I had to make decisions by myself. As a result of this I was able to express my opinion more clearly, but this also allowed me to challenge my team on their decision where I would not always agree with. This is evident where I would have a different outcome of a situation when dealing with calls compared to other members of the team and I would challenge their decision as it would not meet mine. This storming stage can also result in failing to comply with professional standards required within the police service. This is evident as at first when the team would disagree with each other, communication skills decreased and became poor which resulted in inefficiencies and mistakes where colleagues argued and disrespect one another. College of Policing (2013) states that an element when complying with standards of professional behaviour is ‘’authority, respect, and courtesy’’ where police officers must ‘’act with self-control and tolerance, treating members of the public and colleagues with respect and courtesy’’. Therefore, it is visible that poor team dynamic within policing can result in failing to comply with professional standard due to the storming stage of this cycle where team members disregard each other and loose respect as an effect from conflict. 

Additionally, once I had gained more experience, I then recognised that instead of challenging my team on their decision making, I would listen to them and learn more about my role and responsibilities within the job which resolved any form of conflict. As a result of my role of a police officer became clearer to which increased motivation and developed team cohesion. This occurred as at this stage I was more aware that working together and resolving conflict is the best way to progress as a team to which I now recognise is the norming stage of Tuckman’s Model. Furthermore, I can now identify that I also experienced the performing stage as now that I am more confident in my role of being a police officer and felt as apart of the team rather than just the new person, I am able to work well with my team due to being able to abide by the teams grounds rules and managing conflict well. As a result of this, I felt that the team became more fluid and worked very well as a unit and is continuously progressive together as a whole to where our supervisor is less involved in our decision making. Lastly, my supervisor likes to hold a meeting once every 4 months to where the team reflects on our statistics and highlights its strengths and weaknesses. I can now recognise that this is the adjourning stage of Tuckman’s Model as we as a team are identifying each other’s efforts which motivated myself and other individuals to where the team cohesion has then developed as a result of this. Furthermore, I have felt as if I have come a long way from where I started as I have now grown into my own policing habits and grown within my team as a result of unconsciously completing ‘’Bruce Tuckman’s 1965 Team Development Model’’. 

Overall, this essay illustrates how I have identified a theory of team dynamics which has an aim of developing team cohesion. I have also evaluated on this theory and investigated how teams may not function due to conflict and then positively researched and evaluated on strategies which can enhance individual performance such as the ‘’CUDSA’’ model in order to resolve said conflict. As a result of learning these stages and strategies I will put them into place in the future by educating my team in order to develop team cohesion. 
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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. 
WORD COUNT – 1750                                                                                          (+ 10% - 1925  -  10% - 1575)
Within this essay, I will identify and clarify how police forces use information and intelligence to prevent crime, and in particular, how this may be used to effectively police the roadways. I'll also look at how ANPR is employed on the UK road network to stop illegal activities.
Information and intelligence are the foundation of all we do as police officers. We can effectively target action against the most serious threats and have the most disruptive effect on major organised crime with an accurate information picture. To find the most significant dangers across the UK, we work closely with our partners. This ensures that the UK law enforcement community uses the intelligence we gather to its fullest potential. 
Furthermore, ‘’information is described as raw data whereas intelligence is the product of the analysis of information’’ (Palmieri, L.M. 2005). There is a framework within policing which processes this information into intelligence which is called the National Intelligence Model (NIM). Drsgrace (2020) states that ‘’The NIM allows information to be processed through different points of the decision-making cycle, generating intelligence to act on’’. This article also states that this intelligence can then act upon, ‘’setting strategic direction, making decisions through the gathering of information, allocating resources, and developing tactical plans’’. The successful use of the intelligence model ensures that policing centred around intelligence is at the forefront of the effort to battle against organised crime. However, just as the police use information and intelligence to formulate their approach to planning, so do OGCs, and they are becoming more advanced in the way they do so, so it is critical that police use any means possible to stay ahead of the competition and disrupt criminality wherever possible.
Additionally, forces established a Roads Policing Unit (RPU) to deter road users from breaking the law and to keep road users safe. They deter people from risking their lives and the lives of others, as well as preventing criminality – of which the road network is a conduit for significant amounts of criminality such as drug smuggling, human trafficking, child sexual exploitation, counterfeit goods, and county lines. As well as having the role of preventing criminality within the road network, RPU also have the responsibility of prosecuting offences through intelligence led policing and therefore making this unit an essential part of policing. This is evident as College of Policing (2013) sets out the generic key responsibilities of the RPU role which includes, ‘’using intelligence and/or ANPR information to deter crime, reassure the community, and reduce fear of crime’’ as well as the responsibility to ‘’search individuals and vehicles to enable the gathering and sharing of information, and supporting evidence based preventative policing’’. 
The main goal of policing is to stop criminal activity. According to research, there is a connection between illegal activity on the roadways and other types of crime. Road policing has developed from traffic officers who were primarily concerned with dealing with road traffic collisions and the enforcement of road traffic laws. This involves employing resources for road enforcement to track down criminals who utilise the road system for illegal purposes (HMICFRS 2020). Therefore, to stop crime from spreading over the road networks, forces should deploy information and enforcement. It is also proven that those who commit seemingly minor traffic offences or drive dangerously are more likely to be involved in more serious types of criminality (Bates, L., Alexander, M. and Webster, J. 2022). Therefore, targeting minor driving offences, poor driver behaviour and stopping vehicles, should be an everyday occurrence for patrolling officers. A system which allows officers to actively prevent and prosecute traffic related offences is the Strategic Road Network (SRN). GOV.UK (n.d.) states that the SRN ‘’comprises approximately 4,300 miles of motorways and major ‘trunk’ A-roads in England. In Wales it covers the 27 major trunk roads of the country made up of 436 km of trunk roads and 178 km of motorways in South Wales, and 1080 km of trunk roads in North and Mid Wales’’. RPU utilise this system in order to conduct active patrols of these roads in order to deter those who commit traffic offences in order to prevent more serious types of crimes. Furthermore, the SRN holds importance as it is an effective means for RPU to gather information and intelligence in order to disrupt prevalent criminal activity as they are the roads which connect people to places. National Highways (2020) states that ‘’over 4 million vehicles use the SRN everyday with these roads carrying over one third of all traffic and over two thirds of all freight’’. These roads connect people to work and their families as well as connecting them to criminal activity. For example, A "pool car" is a vehicle that is shared by criminals in order to commit crimes like drug trafficking. By seizing pool cars, police are able to deny such criminals a means of committing such crimes. Criminal gangs frequently use pool cars as a way to accomplish crimes like drug trafficking.
Moreover, while utilising the SRN, the NPCC created a three-year plan in 2018 with the express purpose of dealing with people who disobey the law while driving, as well as lowering risks and enhancing safety. Using the PIER approach (Prevent, Intelligence, Enforce and Reassure), the NPCC seeks to concentrate its Roads Policing Units in order to reduce the number of people killed or seriously injured on the roads and the ability of criminals to use the road network to commit crimes NPCC (n.d.). This article also states that the strategy will prioritise 5 strands: ‘’safe roads, safe speeds, safe vehicles, safe road users, and post-crash’’ to where the core of these strands lie 4 key areas of action: ‘’communication, enforcement, technology, and intelligence’’. This strategy illustrates how information and intelligence can be used to disrupt prevalent criminal activity by effective policing of the roads through one of their main priorities of ‘’safe roads’. NPCC (n.d.) states that through their ‘’safe road’’ strand they will ‘’be clearer in identifying high harm routes and will use automatic number plate recognition (ANPR) to detect and disrupt criminals who use the road’’.  As ANPR is an efficient method of identifying vehicles by reading vehicle registration marks and matching them against specified indices or flags, this type of information and intelligence gathering will discourage widespread criminal behaviour. ANPR should always be taken into consideration when it is known or suspected that a vehicle is involved in an investigation or an incident. It may be cross-referenced with information from other sources to enhance intelligence. It can assist in the investigation of victims, suspects, and alibis and it can identify the movements of vehicles used in crimes. While ANPR provides information on a vehicle's movements, it does not always provide information about a person's travels, thus alternative intelligence should be used, such as digital forensics on a mobile phone. Of course, organised crime is aware of ANPR technology and uses a variety of evasive strategies, including renting cars, masking licence plates, using stolen cars and cloned licence plates, as well as hiding their faces when in front of cameras. ANPR is a crucial tool for disrupting serious organised crime, especially when used in conjunction with PNC and focused efforts of Roads Policing units. However, as with everything else, it should be incorporated into a multifaceted strategy with partnership functioning to ensure maximum effectiveness. 
Despite not being a part of the road policing unit, I have still effectively policed the roads in order to deter criminal activity and prosecute traffic offences. This is evident as throughout my policing carer I have given multiple Traffic Offence Reports, (TOR) to individual who have committed a moving traffic offence. An example of a moving traffic offence is where someone commits an offence while driving such as not wearing a seatbelt or using their mobile phone while driving. By issuing these individuals with a TOR they must pay a fine as a prosecution for the offence which they have committed. This will have a greater impact on the offender as they are not likely to commit a moving traffic offence again due to the prosecution involving payment. If I was to just take positive action by giving them words of advice, the likelihood of them reoffending is much greater which could result in them engaging with more prevalent criminal activity. Therefore, I can say I have played my part in effective road policing as this essay states that those who commit minor traffic offence are likely to eventually be involved in prevalent criminal activity which I have possible deter through the effect of issuing TORs. Furthermore, I have also used technology in order to gain information and intelligence. This is evident as during incident where the suspect has left the location in a vehicle and they are intoxicated, I have used ANPR In order to gain information on the vehicles direction of travel. During one call I actually tracked down the vehicle in question and arrested for drink driving, no insurance, no license and TWOC (taking a vehicle without consent). As of this, this illustrates that I have effectively policed the roads using technology in order to prosecute criminal activity used by roads. 
Overall, throughout this essay I have learnt that disrupting criminality is a main aim for force road policing policies and that a proactive approach, with more officer, is denying criminals and unchallenged use of the roads. Furthermore, the stopping of vehicle is a basic policing tool which when well judged, and discreetly employed can achieve very positive results a long side the use of ANPR. As a result, there is clear evidence that roads policing is effective in making roads safer and in disrupting criminality and that intelligence led and a technology assisted policing presence works. 
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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 access 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 not 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 80000 words expected from this module. 

ANSWER 

Knowledge, Skills, and Experience Assessment 

	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
Case filling – during my initial 12 weeks being tutored I was not exposed to the required amount of case filling which has resulted in a massive gap in my knowledge of how to build a case file.


	Low 
1-4 
	Med 
5-7 
	High 
8-10 

8
	Low 
1-4 
	Med 
5-7 

5
	High 
8-10 
	 


I actively try to shadow my colleagues when they get handed on a prisoner which has helped me significantly on the process of building a file after interviewing the detained person. Continuing this will allow me to start building case files by myself to where I will then seek for advice of my team and supervisor to identify what I am doing well and what I need to work on. Furthermore, I also believe that when I complete my HUB attachment this will allow me to gain a lot more knowledge and practice within this area. 


	
Obtaining evidence through swabs 


	
	
7
	

	
	
5
	
	
I am currently lacking knowledge on how to obtain evidence through medical swabs on individuals. I believe that my knowledge in this field can grow with practice. As of this I will actively push myself to shadow my colleagues when they are obtaining these swabs in order to observe their actions, take notes, and learn from them. A further way to gain knowledge on these medical swabs is to read the instruction leaflets in the swab kits when I have spare time. This will allow me to take my time to understand these instruments and the procedure and will assist me for when I have to complete these swabs, especially if the first time is by myself due to the demand of the job. 


	SKILLS 
 
 
Taking statements through language line 
































Interviewing suspects 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 


	High 
8-10
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1-4 
	Med 
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5
	High 
8-10 
	 


I have a lack of experience when it comes to obtaining statements through language line as I have not had the opportunity to do so. It is important to have this skill as if a victim does not speak English, full offences may not be identified due to lack of communication. Therefore, by taking a statement through language line when needed, this will allow me to gain accurate circumstances of the incident and accurate evidence of crime. In order to gain this skill I will actively push myself to take the opportunity to obtain a statement through language line when the opportunity arises. I will also seek for help the first time I complete this in order to assure that I am doing it to the required standards. This will also allow me to learn from my colleagues and significantly improve my ability to complete this action. 

When I get handed on a prisoner, I still do not feel confident in my ability and skill, and I enter the interview nervous. This has made an effect as due to being nervous I only read the prepared questions I have for the suspect and forget to question the individual on the new information which they might have provided. Due to this it enables me to gain as much information as I could have if I had relaxed and concentrated on the interview and not my nerves. I will overcome this with the more practise I have over time. What will also help is when I complete my HUB attachment as I will be conducting interviews everyday which will allow me to practice interviewing but to also overcome my nerves through this practise.  




	EXPERIENCE 
 
 
 Traffic Offence Report (TOR)
	Low 
1-4 


	Med 
5-7 

6
	High 
8-10 
	Low 
1-4 

4
	Med 
5-7 
	High 
8-10 
	 


I have only completed 1 or 2 traffic offence reports during my initial tutorship phase to where I was guided when completing them. I am still yet to complete this report by myself due to lack of experience and knowledge. It is important to gain more experience within this field as while I am actively patrolling my patch, I am constantly around vehicles which may have faults, but I cannot recognise them due to the lack of experience. If I was to come across individuals committing a moving traffic offence (being on their phone/not wearing a seatbelt), I do take positive action by pulling the car over and advising the individual, however, when they fail the attitude test/further offence are being committed, such as worn tyres etc, I fail to complete a TOR due to the lack of knowledge and experience to do so. I am currently completing my response driving course which has helped me understand vehicles and the importance of maintaining them in good standards, for example, tyre tread/damage of tyre, and how dangerous this can be if not followed. Being exposed to this has abled me to understand more offences when it comes to vehicles which requires a TOR. When I am back on duty after the course, I will put this found knowledge into practise and complete TOR’s where applicable while gaining advise from my colleagues. 
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