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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

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

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


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



ANSWER:


Within this essay I will discuss how my exposure to organisational culture, in policing, has impacted my wellbeing and resilience and how I have managed this thus far. 

 Organisational culture is the idea that those working for the same company or team hold mutual beliefs, values, and behaviour patterns. This culture has a direct impact on how those within it approach their job, how they treat other colleagues and their decision-making abilities. (He, 2023) The idea of a company all working together towards mutual goals and having shared values has a direct link to productivity within a team (Satell and Windschitl, 2021) but if the shared values are toxic then there is a risk that poor culture can arise, thus being detrimental to the organisation. 

Organisational culture can be of great benefit. If the attitude within the organisation is positive and there is a strong culture then this can build motivation for individuals to become more heavily involved and connected with their work and colleagues, thus encouraging loyal employees. (Heinz and Velasquez, 2023). A positive culture may aid staff motivation and also reduce staff turnover, meaning an experienced workforce and retention of workers. A survey conducted in 2022 found that 23% of those looking for employment stated that a company’s cultures and values were crucial factors when deciding whether to accept a job. (Employ, 2022) Although there are many strengths that come from having a strong organisational culture, as stated earlier, if this culture is toxic in it’s nature then this will be a detriment to the staff. 

One of the struggles that the police have faced is the idea that there is an unfavourable culture within the force and that officers hold derogatory beliefs. This is known as ‘canteen culture’. Canteen culture is the idea that the police hold values that are resistant to change and at their most severe are racist and misogynistic. (HMICFRS, 2023). This culture has been highlighted and scrutinised by members of the public after many failings within the police force, namely the murder of Stephen Lawrence and Sarah Everard. Canteen culture being prevalent within the force can lead to the acceptance of damaging ideas and inappropriate conduct. 
In 2016 a study into hate within the UK police force was conducted and 20 officers were interviewed. Participants of the study stated that they had experienced discriminatory language as well as hostile attitudes from their colleagues and they felt this was due to their protected characteristics or gender identity. Female officers who completed the study described high levels of sexism within their workplace, they felt undermined by male colleagues, especially older ones. In addition to this, the females in the study also reported that their physical appearance was often commented on by male colleagues. (Mawby and Zempi, 2016). 

I find the results of this study extremely troubling but unfortunately, not shocking. A report completed by Baroness Louise Casey, which focused on the experiences of female officers, found that 47% within a Borough Command Unit in the Met had experienced sexist behaviour in the past 6 months. (Gentleman, 2024) As a young female within the police force I can attest to the fact that there remains to be a culture of sexism, especially towards new, impressionable recruits. I have been on the receiving end of a number of inappropriate comments during my employment and these have all been made by supervisors or men older than myself. Although these comments have not affected me, it is extremely disheartening that this still happens within any workplace. The existence of discrimination and disrespect towards woman within policing has certainly altered my perspective of the police force. 

Mawby and Zempi’s study did not just focus on discrimination towards women, their research also highlighted that those from ethnic minorities working within the force were experiencing discrimination also. A number of people within the study reported that they felt they were watched and scrutinised more heavily within their probation and that their progress was restricted more compared to white British colleagues.  

An indifferent attitude towards the discriminative behaviour that is present within policing is likely to be detrimental to individuals and the organisation. Those from underrepresented groups such as woman, ethnic minority backgrounds and the LGBTQ+ society may feel discouraged from joining the police and ew recruits are at serious risk of being subjected to misconduct proceedings if they are to adopt canteen culture. 

Another prevalent ‘norm’ within policing culture is the expectation to be emotionally hardened. Policing is an extremely challenging role and on average Police Officers will be exposed between 400 and 600 incidents of trauma; members of the public will likely experience 3 or 4. (Avon and Somerset Police Federation, 2021). This statistic would suggest there is a requirement to become emotionally withdrawn to an extent in order to cope.

One study explored the idea that officers are expected to supress their emotions in order to be successful in their career. Research found that being emotionally expressive was perceived as a flaw and signalled to others you were not capable of completing your role. It also suggested individuals were less deserving of promotions compared to others. The overwhelming pressure to hide any emotional response leads to an inability to express emotions in personal and professional life. This suppression is a contributing factor towards the development of PTSD. (Lennie, 2021) The expectation to not be impacted by traumatic incidents that you attend as an officer, and if you are that you should keep this to yourself, is inevitably going to have an impact on a person’s wellbeing. I am aware of serving officers who have been placed on restricted duties as a result of mental health struggles which are perpetuated by the force’s lack of support and understanding. 

There are clear risks highlighted by Lennie’s study that officer’s face if they are to confirm to the idea that they must act as ‘robots’ in order to successfully complete their role. In addition to Lennie’s study there are many other supporting statistics to suggest the dangers that arise from adopting the culture of apathy. In 2018 a study was conducted with 12,000 police officers across the UK and 12% of these were found to have symptoms of Complex PTSD as a result of the job and the impact this had on them outside of the workplace was clear and severe. (Lewsey, 2022) It addition to the development of mental health conditions, the loss of empathy is likely to have a negative impact of the way that officer’s deal with victims within the job and conduct their own personal relationships. 

The main strategy I use to sustain my wellbeing is music. Research conducted in 2011 found that there was a direct link between listening to music and the release of dopamine which demonstrates clearly how the activity can have a positive impact on wellbeing. (Ozorio, 2011) I feel that this evidence is relevant to myself personally as I always feel far more enthusiastic and uplifted after listening to music or attending a concert. Whilst it has been proven that listening to music has benefits on the cognitive functioning of the brain, playing a musical instrument has been said to also impact the psychosocial functioning of the brain in a positive manner. (Viola et al, 2023) A study conducted in June 2023 looked into the impact of musical participation on a sample of people over the age of 40, it was found that their physical wellbeing improved but also their levels of anxiety were reduced and they experienced more motivation. The use of music in order to centre myself and bring back energy and positivity after a long and difficult shift at work, for me, works as an extremely effective tool in aiding my wellbeing. In addition to music boosting my wellbeing I do feel that it also plays a part in the sustainment of my resilience. Music is not only a tool I use to wind down after work but also an aid when I am completing long paperwork tasks, studies have shown that there is a very clear link to mood and overall performance on tasks. (Vigl, Ojell-Jarventasusta and Saarikallio, 2023)
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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 discuss an incident I have attended during my career and reflect upon the decisions that were made and the impact that these had on the overall outcome and the persons involved. Throughout this essay I will refer to the National Decision Model (NDM) and how this is incorporated into the day-to-day decisions of a Police Officer. 


During this essay I will discuss a domestic related incident that occurred in the early hours of the morning on a night shift. This incident was attended by myself and one other colleague who has 4 years of service and is a taser carrier. The incident took place in an area where there is high police involvement and there were two involved parties. The offender is one of our most prolific and unpredictable offenders and the victim has been known to be extremely hesitant to engage with police given her partners history with us and other barriers. The location of the incident is frequently visited by officers and there is a lot of community tension between residents and quite a severe dislike towards the police, which results in a lack of willingness to engage with investigations. Attending calls to this area can often be a complicated job due to the dislike towards the police and the negative opinions that are prevalent; this directly impacts upon the way residents engage and the contact is often negatively received from the outset. (CoP, 2013). There were no relevant cultural, ethnicity or language issues that needed to be addressed and considered in relation to the incident.

In addition to the social complications and considerations that impacted upon this call the legislative context also needed to be considered. The initial information that was provided by our control room staff suggested that a noise nuisance between neighbours was occurring. After attendance it was identified that there had been a domestic incident and therefore offences needed to be identified and policies had to be considered due to the nature of the crime.The policy surrounding domestic abuse is very clear that ‘positive action’ must be taken in all incidents, this essentially means that all vulnerable persons; children included must be taken to or left in a safe situation and that arrest of the offender should be executed whereby reasonable in order to remove them from the situation and impose bail conditions. Research into bail conditions and the impact on victims of domestic abuse found that the implementation of conditions made them feel as though they were being taken more seriously and that their experiences were being listened to. (HMICFRS, 2020) 

I will now explore the incident itself, what occurred and the effectiveness of the decisions that I made in response to an extremely difficult situation. In order to structure my decision making I will refer to the NDM; which was designed by Adrian Lee and Brian Moore to ensure that decisions made within the force were well thought through and considered ethics. (Lander, 2011)

When my colleague and I first arrived at the address we were unable to get an answer so conducted an area search in the street and the garage that was attached to the callers property, nobody was found and a few minutes later the victim came to the door and allowed us in. Once inside the address I could see that the female had significant bruising to both sides of her face. Initially the female was hesitant to engage with us but eventually she disclosed that the bruising had occurred as a result of her being assaulted by her partner. She also disclosed a number of other domestic related offences that were concerning. The information that we had was that the perpetrator had left the area and was potentially on foot with another female. I stayed in the downstairs of the address with the female and continued to explore her account verbally whilst my colleague completed a check of the address to ensure that it was secure and nobody, who could pose a risk to the victim, was still inside. After around 45 minutes of us being at the address my colleague went outside to complete another area search of the street and a second check of the shed. Around 20 seconds after he left the address he called for assistance over the radio and informed me the perpetrator was in the shed. At this point I have left the address and told the victim to lock her door behind me. When I entered the shed I could see my colleague with his taser drawn, pointing towards the male. The male was fairly calm but was not being compliant and was refusing to show his hands, after a few minutes of negotiating with him I eventually approached him and cuffed him whilst my colleague kept his taser drawn, I informed the male he was under arrest for domestic related ABH, threats to kill and criminal damage. I was able to use force on the male, in the form of hand cuffing under Section 117 of PACE as I was enacting a PACE power.  

I will now address my decision making, using the structure of the NDM.
[image: ]The NDM is split into 6 key components which all aim to aid the decision making of officers in situations with varying pressure, time constraints and risk. The core of the NDM is the Code of Ethics, within this and the policing principles and standards of behaviour that officers are expected to uphold whilst carrying out their duties. These include values such as honesty, fairness, accountability and openness. Although the Code of Ethics do not determine a decision, they must always be taken into consideration.


                                                                               (College of Policing, 2013)

When dealing with incidents of domestic abuse it is vital that we ensure we are upholding the values incorporated within the Code of Ethics, for victims who are inherently vulnerable it is essential to remain open and honest with them throughout so that a rapport and trust can be built. I ensured that my Body Worn Video (BWV) was activated during the incident and that I made the victim aware of this so she did not feel there was anything to hide, the use of my BWV also ensured that I would be held accountable for all my actions throughout.

When attending the incident, we had extremely limited information and therefore it was extremely hard to gather any intelligence about the potential offenders. 

Upon arrival there was nothing on going in the street and no noise could be heard from the address, so we made the decision to conduct an area search in the street and the females garage to confirm whether or not there were any potential offenders nearby. The female’s ex-partner has been known to evade police custody previously and wield weapons so it was a priority to ensure that he was efficiently managed if he was involved. I feel it was a sensible decision to attempt to locate potential offenders initially as we could immediately eradicate the risk if they were found. When the victim came to do the door she was able to provide us with further information so that we could fully risk assess the incident and consider our options for how to proceed. As soon as it was disclosed to us that there had been a domestic assault we knew an arrested would be needed. Although we knew the male was out in the community and potentially a danger, our main priority in the first instance was to safeguard and reassure our victim and establish what exactly had occurred. As there were only two officers on scene we did not make the decision to try and split up to locate the male, as given his previous, we could have put ourselves at great risk doing this. Instead, I obtained a verbal account from the female which was recorded via my BWV and my colleague searched her house to ensure it was empty and secure. The domestic abuse policy is very clear about the fact that positive action must be taken and that safeguarding forms must be completed. 

As I stayed with the victim my colleague left the address and entered the garage. Moments later he shouted via his radio and informed me that the offender was hiding in the shed and he needed assistance. In this moment I had to go through my own mental risk assessment as although I had a vulnerable victim in front of me who was feeling frightened to be left alone, I also had a lone colleague in a small space with an extremely unpredictable offender and so I therefore made the decision to leave the victim and assist my colleague. I requested the victim to lock the door behind me so that she still felt an element of safety. 

When I entered the garage my colleague was stood with his taser drawn and our offender was standing around 6 meters away at the other side of the building, his hands were concealed and he was not overly complaint. Ideally neither myself or my colleague wanted this situation to escalate to a physical altercation or for his taser to need to be deployed so we needed to use tactical communications in order to try and deescalate the situation. I chose to step behind my colleague and walk around to the left-hand side of the male, not interfering with the tasers line of sight, but also close enough to the male to get hands on if needed. My main aim was to get the male in cuffs but I knew that I needed the male to be totally calm before I could do this due to the fact that the garage was pitch black and the only light was coming from my colleagues taser, so realistically he needed to stay where he was and keep this drawn. Eventually the offender was cuffed and removed.

Throughout the incident I feel that I made extremely well thought out decisions that led to a successful ending. It was vital to spend the time collecting a detailed account from the victim, as she had already made us aware she was not willing to provide a complaint, so I knew that a disclosure statement would be required. The fact that the female was non supportive of police action does raise some ethical questions, is it right to take the decision from a, who ultimately already feels powerless? Essentially our main concern was her safety and therefore the offender needed to be arrested so that bail conditions could be placed on him, therefore allowing the victim time and space to decide whether or not she did want to support an investigation and whether she felt ready to leave the relationship. These bail conditions were put in place at custody. Once my colleague had found the offender then the priority had to change and his safety became paramount, as he was alone. As soon as the male had been detained and safely transported to a police vehicle I returned back to the victim to explain to her what was going to happen, as a rapport had been built and I think it would have been detrimental for her trust if I had requested a new officer to then go and take over. All in all I feel the incident was dealt with efficiently and sensitively, given its nature.
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Task 3

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

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

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

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


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




ANSWER:

Policing is an extremely complex and mentally strenuous job and it is vital that within each team there are strong team bonds in place they can function effectively and deliver the correct level of service. Teams are made up of individuals with a varied range of personalities, differing levels of service and future goals and therefore conflicts and disagreements are naturally going to arise but the value of a positive and healthy team dynamic means that these differences will be managed and they will not interfere with the function of the team. 

In this essay I will evaluate a chosen theory on team dynamics. I will also discuss why I believe that conflict occurs within groups and what strategies can be put in place to try and prevent this and ensure that the team still performs. I will lastly discuss how team dynamics within the police force specifically can result in misconduct and a failure to follow the standards required and expected. 


Before I delve into this essay it is important to define what is meant by a ‘team’. A team can be described as a group of people working together in order to achieve a common goal or purpose. (Juneja, 2015) There are various teams that can be seen within society, the most common one being a sporting team but within companies and organisations teams exist too. The way is which teams work and function is heavily dependent on the leadership style overseeing that team and the dynamics between the people. 

I am going to discuss Tuckman’s Theory of Group Development 1965. Tuckman discusses several stages that he identifies groups moving through as they mature and develop over time, Tuckman identifies five stages within his theory that he feels are present. 

The first stage of Tuckman’s theory is ‘forming’. Forming refers to the initial and early stages of a group where they first come into existence. The initial part of this stage is where the new team members become acquainted for the first time; he states that there tend to be higher levels of positivity at this time as people are still getting to know each other and likely trying to create a good impression. Within this stage there is a large sense of lack of confidence and direction for each individual member and they tend to be extremely dependant on whoever is in charge and look to them for direction on how they should operate and where their place is within the team. The individual members of the team are likely allocated roles within this stage and informed of the expectations upon them. There may also be a focus on goals and a calendar for whatever the team are there to complete. 

Once the ‘forming’ stage is complete Tuckman identifies the next stage as the ‘Storming’ stage. The name of this stage is symbolic for the fact that this is when a ‘storm’ can begin to brew. By this stage the individuals in the group have become comfortable with one another and therefore are more likely to start pushing the boundaries and being less concerned with keeping the peace and not expressing differing opinions. During this stage there tends to be a select few who will want to seek more power or status in the group and be seen as leaders. Although this stage of the formation of the group may seem difficult to navigate it is a vital part of the growth and provided the leader is able to effectively take charge, the conflicts will not last.

After the ‘storming’ stage comes the ‘norming’ stage, this is where the group tend to find their synchronicity and flow and become more cohesive. Within this stage there tends to be a period of resolve. Conflicts that occurred in the previous stage are discussed and a mutual understanding and appreciation of each other is established. As well as a common respect for each other grows, so does the respect of the leader and their higher position. Now that the conflict has surpassed the motivation to work towards a share purpose tends to remerge and the initial reasons for joining the team may be brought back to the surface. With respect having been built for one another there is a more of a sense of trust at this phase and colleagues look to seek out each other’s opinions and look to make collaborative decisions and establishing norms that everyone is in agreement with.  This part of the team forming stage is where stability is formed. 

Following on from the ‘norming’ stage is the ‘performing’ stage. This stage tends to be where the team feel their most efficient and satisfied in terms of their work performance. At this stage there tend to be very strong relationships between team members and a high level of trust and moral support is shares; this support allows for everyone to work together cohesively as there is strong communication and therefore goals are achieved easier. This stage sees the ease in which the team can adapt to change and overcome issues without there being negative consequences to the work and individuals. The emergence of autonomy is ever present at this stage as a real sense of trust has been build between the workers and the leader and therefore there is encouragement for discretion and free thought. This stage of the teams development is the most successful. 

The final stage that follows on from ‘performing’ is ‘adjourning’. This stage was added at the later date of 1977 by Tuckman after a review of his model. This stage focuses on the completion of the goal by the team and the potential disbanding if there are no further projects. 

There is a lot of support for Tuckman’s model and it has been described as an accurate picture of how a team develops over time. (Murphy, 2024) The stages that Tuckman has identified definitely resonate with my experience of joining my current team within work which was already established; I feel that it is applicable to a brand new team as well as an individual merging into an already established team, the stages can be specific to one person as well as a set of people. Although I personally feel Tuckman’s model is extremely well established and accepted, I do feel that fails to recognise the fluidity of team dynamics and the benefits of a fluid team. (Verwijs, 2022) The model that Tuckman puts across focuses on structure and does not seem to account for the fact that teams tend to move between stages rather than on a constant upward trajectory with the only outcome being success until the team disbands; this is not always a realistic model. From my own personal experience I feel that teams tend to fluctuate between the ‘performing’ and ‘storming’ phase; not every aspect of the storming phase is relevant but there certainly remains conflict, even within well established teams, in times of stress and this is present in jobs such as the police where the pressures are incredibly high and the hours are very long. Another drawback that does not seem to be acknowledged within Tuckman’s model is that not every team has a strong leader or one who is concerned with ensuring harmony within the team and the absence of this would mean that there would be a lack of progression beyond the storming phase.


The average person works 37.5 hours per week in the UK which is around 7.5 hours per day (ONS, 2024) and for the majority of people this time is spent in an office with the same group of people; it is unsurprising that conflict is going to arise when such a large amount of the day is spent at work. There are many factors that may contribute to conflict between co-workers but from my own experience I feel tiredness is likely to be the main one. There is a direct link between a lack of sleep and an increase in irritability, this is due to the brains functions when sleep takes place. (McPhilips,2021) Whilst asleep the emotional part of the brain communicates with the rational, controlling part, and without this communication are more likely to act in an over emotional and irrational manner. In today’s society there is a substantial amount of pressure to work long hours and it would make sense to suggest that if individuals within a team are not getting the right amount of sleep then conflict will increase within the office. 

Another factor that is likely a contributing factor towards conflict within a team is the varying personalities that are present. It is practically impossible for every single person within a team to get on and although people will attempt to remain civil for the sake of professionalism, there are going to be incidents where clashes cannot help but occur.

In order to try and prevent clashes within team’s and enhance workplace performance it may be a beneficial idea to have separate working spaces. Some people may benefit from having a quiet area where they can focus more and not have to be involved in the office politics and hustle and bustle of a regular office. The use of separate, quieter, spaces may benefit employee wellbeing, thus helping the team dynamics as a whole. (Canvas, 2024) In addition to this team building days are normally a positive and widely used tool to bring teams together and break away from the day-to-day stresses of the work environment. Team building days can allow relationships to form within a group and research has stated that exercises such as the generic “trust fall” can genuinely provide benefit to a team. (Sutton, 2021). 

For the final part of my essay, I want to discuss how team dynamics within the police can result in misconduct and a failure to meet professional standards. Within teams there tend to be certain characters who hold dominance over others, this may be down to rank, gender or time in service and these individuals are often in positions of influence. If this person possesses traits that are of a toxic nature, such as those which are suggested to be present with Canteen Culture, then it is understandable that eventually professional behaviours are going to slip. Canteen Culture is the idea that within policing there are detrimental ideologies held, such as racist or misogynistic views. The reason why the dominant character may have the ability to impact upon the whole team dynamic is due to a power imbalance and the presence of submissive personalities. Within policing culture there is a massive pressure to speak up about wrongdoing within the team but this may be easier said than done when you appear to be the only one in the team who disagrees with the behaviour. As teams spend vast amounts of time together they may end up starting to experience what is known as a collective conscience (Cole, 2019) this is when a social group share the same values and norms. If this collective conscience is negative in its nature, for example promoting derogatory behaviour then to be the only outsider may be an extremely daunting position and one that is not easy to speak up in. 

To conclude, I feel that there are many beneficial theories out there that demonstrate how teams are formed with Tuckman’s being one of many. There are many different reasons why certain teams are able to function adequately and why others fail and I have aimed to cover this within my essay and suggest certain ways in which these teams can be brought together in order to overcome conflict and to be sustainable and successful. 
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

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

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

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




ANSWER:

Both information and Intelligence are key components of policing that are extremely effective in the disruption of criminal activity both locally and between borders in the UK. Within this essay I will discuss how the use of information and intelligence can disrupt such activity and how this links into roads policing and the use of ANPR. 

Vast amounts of information is held by police forces in the UK and this is stored on computer systems that officers use in order to conduct enquiries, investigations and to ultimately deal with victims and criminals. Information is factual and is not something that can be interpreted. Intelligence on the other hand is collected by police forces and analysed and is not always factual. Intelligence can be information but it can also be false data that people will give to the police in order to be malicious. Intelligence is normally provided to the police force with the aim of stopping certain activities from occurring; these activities range from low level cultivation of cannabis within a property to County lines operations and the exploitation of vulnerable people. When intelligence is provided to the police it is analysed through a process that is known as the 3x5x2 and it is then passed out to local officers to use. Intelligence is said to be information provided for the purpose of action. (Grieve, 2004)

Intelligence is processed within policing through the NIM (National Intelligence Model). This model is used to input intelligence onto computer systems whereby it is analysed by a dedicated department and then disseminated out to officers to take action, if it is deemed to be of use. The NIM has three main stages, the initial stage is the “3” which relates to how reliable the source who brought the information forward is, within this stage the informant is deemed to be either reliable, non-reliable or untested in terms of their reliability. The “5” stage of the process refers to how the information was brought to the awareness of the source, this stage determines whether the information is known directly, known indirectly but corroborated, known indirectly without corroboration from other information, whether it is not stated how the information is known or whether the information the source has given is suspected to be false. The final stage of the process is categorised by two parts; whether the intelligence is shared with or without conditions. The use of specific conditions surrounding the intelligence could be in order to assist the protection of individuals involved in the process. (CoP, 2015) Once the intelligence has been carefully reviewed and deemed to be of use it will be shared to local teams who it is of relevance to, for example the local response shifts and neighbourhood teams as well as to specialised teams such as Firearms, Public Protection Unit and Roads Policing officers. 


Roads Policing Specialist Officers (RPSO) play a key role in acting upon the intelligence provided to the force and due to their specialised skills they are able to be actively involved in the disruption of certain criminal activity, where the roads are the main facilitator. One of the main issues that the UK police forces are facing at present are ‘County Lines’ related offences. County Lines is the name given to the activity of drug trafficking and dealing between areas, often originating in large cities and moving out into smaller towns. The use of the word “lines” refers to the train and phone lines that are used to arrange the transportation of and facilitate the movement of drugs. The transportation is normally undertaken by vulnerable, often young, people within the community who are recruited by members from organised crime groups. In the UK at present there are thought to be approximately 1,000 separate county lines in action which each generate a profit of around £800,000 yearly, the issue is absolutely huge and generates a large amount of work for forces. (Lee, 2022) 

RPSO have a skillset, as well as resources, specific to their team which enable them to be able to deal with issues such as county lines and organised crime more effectively than standard response officers can. RPSO vehicles are all fitted with ANPR (Automatic Number Plate Recognition) cameras inside of them and these allow information and intelligence regarding vehicles on the road to be highlighted to officers. There are around 11,000 ANPR cameras operating within the UK presently and these cameras allow number plates to be read as the cars pass them, the number plates are then checked across a number of databases and information is returned that is of relevance to the vehicle; such as whether a car is insured and to who and if the car and drivers have any intelligence for being involved in criminal activity. ANPR alerts can be activated within a traffic car as well as within police control rooms, these alerts include “markers” that had been placed onto a vehicle. When a vehicle is involved in any incident where there is a high level of risk attached to it, such as domestic abuse, organised crime and suicidal people, a request can be made to a supervisor within the control room for a marker to be placed onto a vehicle, this means that when the number plate is picked up on ANPR it will alert control room staff, who can inform local traffic officers. Markers include STOP and ACT categories; both are fairly similar but they alert an officer that something needs to be done to disrupt this vehicle. The use of ANPR within traffic vehicles means that more frequent stops are going to be conducted, thus leading to more arrests and pressure on gangs to stop using the roads which will inevitably slow down their activity and make it harder for them to function. 


In addition to the access to and use of ANPR within RPSO vehicles, traffic officers also have higher levels of driving ability and are more present on main roads. Traffic officers are able to pursue vehicles which have attempted to evade the police and they are able to force cars to stop by using tactical methods such as T-PAC or a stinger. These driving abilities widely benefit the disruption of criminal behaviour because if a general response officer attempted to pull over a vehicle suspected to be involved in criminal activity, and it drove off from them, they would not be able to pursue it. The ability to pursue vehicles means that they are more likely to be brought to a stop, allowing for searches to be conducted and arrests to be made where necessary. Traffic officers utilising the skills that are available to them and ensuring they effectively police the roads by monitoring the updates from cameras, regularly stopping and checking vehicles, will likely have a decrease on criminal activity. 

In addition to traffic officers effectively policing the roads PCSO’s can play a vital role in the disruption of criminal activity by being aware of the criminals in their area. PCSO’s have the benefit of being on foot a lot of the time which allows for intelligence to be gathered. I was a PCSO previously myself and my team would regularly patrol past the addresses of people in our patch who we knew to be involved in drug dealing so that we could see which vehicles were in the street, patrols were then conducted covertly in unmarked vehicles to see if we could confirm the vehicles were linked to the person and this was then submitted as further intelligence. The use of PCSO’s to gather intelligence and information such as the above shows that even on a local level, policing of the roads, can absolutely help to disrupt criminal activity. 

 I am now going to delve into a bit more detail about how ANPR, specifically, can aid the disruption of criminal activity. With other 11,000 cameras, as previously mentioned, the space that is covered by ANPR within the UK is vast and there are public as well as private cameras, for example drive through restaurants and motorway services, which can help to build the picture of crime. ANPR cameras play a significant role in the gathering of intelligence surrounding county lines as they can map out where vehicles of interest travel. There is a mapping system on ANPR which can show exactly where a car has travelled, the parameters on the system can be set to cover certain date ranges and the use of the tool means that on a large scale a physical map can be drawn to show exactly where the vehicles of interest travel, when they complete their journeys and what roads they use. The ability to access this map means that targeted operations and patrols can be considered and implemented in order to try and stop the vehicles in their tracks and take down a drug supply line. Operations like this have been run as part of a crackdown and they have been considered effective. (Home Office, 2023) Although a number of criminals do use legitimate vehicles, this is not always the case. If a vehicle has been stolen and therefore the insurance details are not relevant to the driver, the mapping system on ANPR could be cross referenced with phone mapping in order to determine who was in the vehicle. If a person is of interest then the police may already be using intrusive technology to trace their phones and therefore these two can be pieced together. ANPR can also be useful in identifying hot spots for criminal activity, the driver’s of the vehicle may have no relevance to police at all but there may be specific locations that are being frequented in high volumes at certain times of the day/night that may raise suspicions. ANPR can allow for this to be monitored and this information can be passed onto teams, such as neighbourhood officers, who can conduct patrols to see whether or not this activity is legitimate. It could be that the vehicles are frequenting a car park at a specific time for a meet up but there could be far more sinister reasons for this activity such as drug dealing, the movement of drugs or even the movement of vulnerable people who are being exploited. 

In conclusion, there are many ways in which information and intelligence can be used in order to cause disruption and to eventually dismantle criminal infrastructure. As highlighted within this essay, information and intelligence is provided to the police in high frequency and the analysis of this can mean that valuable knowledge is gained that can be passed onto specific teams to take action and tackle criminal activity. RPSO and other teams have a vital role to play in the disruption of crime because of prevalence of this activity on the roads and their ability to be present there and use specialised skills. Effective use of the tools that police force’s have to police the roads, such an ANPR, will inevitably have a positive impact on the reduction of crime and building the bigger picture. 
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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 
 
 
1. Awareness of support services that victims can be referred to for specific incidents such as sexual abuse, domestic abuse, honour based abuse etc.
 
 
 
 
 
 
 
 
 
2. Improve my knowledge of the rehabilitation programmes that exist within my local force area that can be offered as out of court disposals such as CARA’s for domestic abuse offences
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
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5
	High 
8-10 



8



















	 


I previously worked for victim support services and therefore already have a very solid knowledge of services that are around but these could absolutely do with being refreshed as this was a number of years ago. 

In order to develop my knowledge of the most current services and what they offer I can contact the supervisor within the victim care unit and request this information or possibly complete a short attachment in order to learn more..

Within my force there is a team that deal specifically with all out of court disposals including CR’s, CARA’s, woman’s rehabilitation courses and so I can converse with a member of this team in order to find out what the options are that are available to me, when they are applicable and how they can benefit the individual. 


	SKILLS 
 
 
3. SOLO – sexual offences knowledge and expertise.
 















4. Conflict Resolution


 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
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6
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I have requested to be placed onto a SOLO course which will give me specific skills to be able to respond to any incident involving sexual offences with a better understanding and knowledge. Being a SOLO officer will mean I can complete specific paperwork, attend the SARC with victims and provide far better and more in depth support than someone who has not had the training. 

I am waiting for a date for this course to be able to achieve this skill. 



In order to continue improving my conflict resolution skills I need to ensure that I am up to date with my OST/PPST training and that I am paying full attention to all the techniques that are taught within that course. 

I also need to continue to use and improve on my social skills, I feel confident in my escalation skills due to prior job experience but there is always room for improvement and situations can be unpredictable so I need to continue to always be aware of every situation I am in and not pre judge a situation and make assumptions. 

A way to be able to improve this skill would be to attend a negotiators course as this will provide me with a totally different set of conflict resolution skills but at present this is not something that interests me. 


	EXPERIENCE 
 
 
 
5. Processes that need to be carried out during a suspicious sudden death
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 





10

	Low 
1-4 
	Med 
5-7 





7

	High 
8-10 







	 


I have attended a number of suspicious sudden deaths now and this is definitely an area that I feel I could improve upon as I still do not have total confidence in what needs to be done and what is priority. 

The only real way that I can improve upon this is by attending more of these calls or speaking with the on call DS to gather their advice about what the absolute first priorities are at these types of incidents.  
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