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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:

Organisational culture plays a significant role in the development of wellbeing and resilience of individuals within the workplace. Organisation culture can be described as ‘’the shared values, beliefs, norms, behaviours, and practices that characterize a particular workplace or company’’. (He). As individuals spend the majority of their time at work, the culture of the organisation they are part of can have a profound impact on their mental and emotional health. 

After achieving independent patrol status, and now being nearly a year fully operational, I have been witness to a number of instances where negative organisational culture has been used by experienced and fairly new officers. I will use Borton’s model of reflection (Robinson) throughout this essay to help me reflect on how organisational culture has impacted my wellbeing, and how it has also helped me develop my resilience.

The first example of organisational culture I was subject to was linked with the hierarchy system that has always been in place within the Police force. As a Police Constable I feel like this rank is looked down on by higher ranking officers even though they themselves have served in this rank. Starting out in any new role within any workplace can be a daunting experience. I feel like I am a very confident person, and my own code of ethics and morals are very strong that I have stood by my entire life. However, achieving independent status came with the stress and pressure of needing to do everything correct, or what the higher-ranking officers said was correct. Even the unknown things I hadn’t faced yet. This is where organisational culture changed my way of thinking and doing things different temporarily in the first few months of being independent. I looked to my team and surrounding peers for advice on certain things and looked at how they dealt with scenarios out in the community. 

In this instance I faced a scenario of a less fortunate member of the public who was homeless and had resorted to crime in order to pay for food. Because of the extensive time period the male had been homeless, his level of hygiene had suffered greatly. Unfortunately, this had created an unpleasant odour surrounding the male that was very difficult to deal with. When at scene with my colleagues it was clear to see that the condition of the male was amusing to some of the officers. Not only did this behaviour not sit well with myself, but it was also a breach of the police code of ethics in relation to respect and leadership. (College of Policing, 2024). Although my own code of ethics is strong, at the time of this incident surrounded by my new colleagues, I did not step in to challenge this behaviour as I felt I may be ostracised from the group, for not fitting in, being branded as boring, or seen as a threat to the group in terms of reporting them causing disciplinary action. 

The second phase of Borton’s model of reflection is the ‘So What’, and in this is asked why something happened. In this incident something happened because it was allowed to happen, even though I knew myself that it was wrong. Here lies the risk of conforming to organisational culture. One of the main risks of conforming to organisational culture is that if done, nothing changes. A negative and toxic culture is further spread throughout the organisation, and nothing is learned. This leaves employers and employees open to scrutiny especially from a policing point of view who serve the public. Subsequently this could lead to disciplinary action against officers, damaging the reputation of the force.

New knowledge that I gained from the experience, is that even in a policing role where ethics and behaviour are meant to be at the forefront of an officer’s characteristics, there is still a culture where negative and improper conduct exists. ‘’Not all ineffective teams share the same problems; it could be that just one or two negative characteristics needs to be rooted out before improvement begins’’. (Rush, 2017). Organisationally cultured teams and organisations may not monitor or have the means to monitor their behaviour and may heavily rely on the staff members to bring it to the attention of the employer, or in the case of policing, inform the standards department. Effective organisations and teams routinely analyse their processes and systems in place to identify areas of improvement. Self-analysis helps teams become stronger and professional, requiring less intervention from supervisors and managers. Individuals and teams may not realise how unprofessional their behaviour is, because they haven’t examined themselves, compared it with other teams or had another team member step in and call them out on it. 

The third step in Borton’s self-reflective tool is the ‘Now What’ step, and within this step asks the question, what was learnt from the incident. I have learnt from this experience that no matter what rank you are among the police force or how long you are time served be it your first day, or years served. You should always step in and challenge improper conduct and behaviour. In doing so will develop not only my own professionalism, but that of my team as well. In addition, me and my team will not be contributing to the negative culture that is present. Other officers that are not part of my team can also learn from this and implement it throughout their teams. This will slowly feed throughout the force, and as an organisation we can reach a new height of professionalism and build even further trust with the communities. 

In relation to my own well-being, when this incident occurred it did affect it slightly, but I knew this was only going to be temporary. Not because I didn’t care about what happened, but because I have built up my resilience with things like this throughout my working life. I have learnt throughout my supervisory roles in previous jobs, how to engage with individuals whose ethics and behaviour are not up to the correct standard and how they affect the team’s overall mentality and performance. ‘’Psychological well-being refers to an individual’s emotional health and overall functioning’’. (Morin, 2019). A further technique I have developed is simply to help others, in and outside of work. Helping others also helps you think more positively and feel happier. ‘’In fact, researchers indicate that individual acts of kindness releases both endorphins and oxytocin the feel good hormones as well as creates new neural connections’’. (Morin, 2019).


In conclusion, organisational culture plays an important role in shaping the well-being and resilience of individuals in and out of the workplace. Positive cultures that prioritize communication, trust and the correct ethics can significantly boost mental health and job satisfaction within the workplace. However, Negative toxic cultures fuelled by fear or mistrust can have profound effects on wellbeing, resilience, and performance. It is very important that organisations prioritize creating cultures that promote mental health and resilience.
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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: 

Decision making for police officers occurs multiple times on a daily basis, from simply talking to a member of the public giving advice or attending an emergency call involving multiple people, who can present in a manner of different ways. The NDM is a tool that all police officers are taught while in training and that is utilised when operational at every call we go to, in order to safely and effectively deal with whatever is occurring. In this essay I will talk about a complex incident that me and my colleague dealt with whilst explaining how the NDM was used throughout the incident. I will also use Borton’s model of reflection to reflect on the incident and how it has helped me develop as a police officer.

The NDM consists of the following six steps:
1) Code of Ethics – Ethical policing principles and Guidance for ethical and professional behaviour in policing.
2) Information – gather information and intelligence. 
3) Assessment – assess threat and risk and develop a working strategy.
4) Powers and policy – consider powers and policy.
5) Options – identify options and contingencies.
6) Action and review – take action and review what happened. 
(College Of Policing, 2013)

Using Borton’s ‘What happened’ reflective phase, I will detail the incident as follows. The incident occurred in December 2023, whereby a child of eleven years old was reported missing by his family. The log was then created by the control room and a passed to me and my colleague as we were crewed together for the nightshift. Firstly, we attended the address of the family member who reported him missing as the first protocol of dealing with a missing person is to attend the home address, speak with the family to ascertain as much information as possible to complete a missing person report accurately, and to appropriately grade the report. ‘’All reports of missing people sit within a continuum of risk from very low risk through to high-risk cases that require immediate, intensive action’’. (College of Policing, “Missing Persons” 2016). A thorough search of the address is also carried out at this point on the off chance that the missing person is in fact at the property and hasn’t been looked for properly. This stage is also part of stage two of the NDM, gather information and intelligence. As stated earlier the importance of accurate information provided is key to begin locating the missing person. With the information passed during this incident that the young male was eleven years old, autistic, did not have a mobile phone and was wearing unsuitable clothing for the time of year. The decision was made to grade the report as high risk and was agreed with by our Sergeant. The college of policing defines the category of high risk, ‘’The risk of serious harm to the subject or the public is assessed as very likely’’. (College of Policing, “Missing Persons” 2016).

Stage three of the NDM is to assess the threat and risk of a situation, and then develop a working strategy. In relation to this incident the threat as mentioned before was due to the subjects age, disability, exposure to the elements and that he did not have any means of communication, leaving him very vulnerable. Vulnerable can be described as ‘’Someone who is vulnerable is weak and without protection, with the result that they are easily hurt physically or emotionally’’. (Collins, 2019). Me and my colleague then had to develop a working strategy that would aid locating the young male, which would also mitigate any further threat, harm or risk. Due to the time of the report and the initial contact with the family, it was determined that the subject had been missing for approximately one hour. There was a detailed description of the subject given which was passed to control room, then shared amongst other officers for observations in the area. Details of known addresses and associates were also passed to control for them to carry out up to date checks. An area search was then conducted by us branching out from the home address. Fortunately, the Subject was located ten minutes after the search commenced. He was invited into the police car for warmth and a welfare check was conducted by us to make sure there were no injuries suffered while missing, or any alcohol or drugs consumed in that time. 

The subject on this occasion was very open and honest about the circumstances of why he went missing. He stated that he did not want to stay with his sister and her family as he did not like it. This seemed very surprising as this was his own biological family, and the house was very well presented and had all the amenities that he needed for in and out of school. As police officers it is our jobs to ask as many questions as possible to get to the root of all scenarios and problems. Due to the subject’s disclosure, it was identified that the family he was with were barely coping with him as they had a newborn baby and because the subject had autism his behaviour was too hard for them to handle. It was also identified by control that the subject’s biological mother has parental responsibility of him. The Children’s act 1989, section 3 states “Parental responsibility means all the rights, duties, powers, responsibilities and authority which by law a parent of a child has in relation to the child and his property’’. (Legislation.gov.uk).
This is where step four of the NDM was reached, as we had to consider the correct powers and policies to make sure the subject was looked after and provided a safe and professional service by the police. It turned out that the subject’s sister did not want him to stay at her property which was difficult for all to hear, as it left the subject feeling unwanted. Control passed the details of his mother and we decided to place him back in the care of her. The subject did state at this point that his mother didn’t want him which again, left him feeling upset. Due to it being the early hours of the morning it was very difficult to get an answer at the door, but with this being the only other family with responsibility of the subject we decided to speak with him to come up with an alternative. The subject decided that he would enter through the back entrance to the house as it was usually left open. We agreed to this but stated that as soon as he made entrance to the house, he was to go into his mother’s room and make his presence known. We also decided to wait beside the door in the event that someone came to the door or if nobody was in and we had to come up with a different solution. 

To our surprise, a lot of shouting started from two adults in the house which was later identified as the subject’s mother and stepfather, along with the subject crying out of fear. I then made the decision to enter the house using section 17 of PACE, which states an officer can enter a property for the purpose ‘’of saving life or limb or preventing serious damage to property’’. (Legislation.gov.uk, “PACE Act 1984”). Once inside the property we found that both parents were shouting at the subject because of his presence. It was a very volatile situation that needed to be dealt with swiftly to ensure the safety of the subject. With the information passed from the mother it was clear to see that she had no interest in looking after her child even though she had a parental responsibility to do so. Me and my colleague had to use the NDM again here and identified that there was a threat and risk to the subject if left here. We discussed the option of arresting the mother for neglect as she stated that if we left then she would kick him out of the house. This fit the criteria for the offence of neglect as it states ‘’The offence is committed if a parent or the legal guardian, or other person legally liable to maintain a child or young person has wilfully neglected the child in a manner likely to cause injury to health by failing to provide adequate food, clothing, medical aid or lodging’’. (College of Policing, “Key Definitions”).

Since we were the only unit available to deal with this situation, we identified the option and contingency plan, which is step five of the NDM by taking the subject back to the police station where he would be safe and consult with social services. Step six of the NDM was then used, which is take action and review what happened. Once back at the station, hot food and drinks were provided to the subject and a warm blanket and pillow so he could get some rest. While resting we contacted social services to enquire about emergency housing. At first, they were reluctant to help as they were relatively busy themselves, but I remained driven to see the task through as this was social services remit, and they were better equipped to deal with the situation. To reinforce this decision a PPN (public protection notice) was complete and shared with social services detailing the incident. ‘’A PPN is an information-sharing document that records safeguarding concerns about an adult or child. PPNs are shared with partner agencies to inform a multi-agency response’’. (Public Protection Notice, 2023). This was also followed up with an email outlining the risks of leaving him with family members and consequences of this would have a detrimental health impact on the subject.

Reflecting on this incident using the ‘Now what’ phase of Borton’s reflection model, I have learnt that even though there are organisations and tools out there that are specially equipped to deal with certain incidents, they may try and leave it in the hands of the police which is not the correct approach or the correct outcome for victims in this area. I have also further developed my skills using the NDM correctly which has assisted in the safe location and protection of the subject in this incident. I will ensure moving forward that the NDM and all correct ethical steps are taken to achieve the safest outcome in all situations.
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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:

Working as part of a team is an everyday occurrence for police officers. Officers of all different ranks and areas must work together to achieve the aims and goals set out by their respected forces. The concept of team dynamics plays a crucial role in determining the success and effectiveness of a team. Team dynamics can be described as ‘’the relationships and interactions between team members that can affect their productivity and performance’’. (What Is Team Dynamics, 2023). The term team cohesion can be described as ‘’the ability of a team to stay united and work as a single organism to achieve a common goal’’. (Rossingol, 2023). 

In order to evaluate team dynamics and cohesion we must look at the various theories and models relating to them and how they have been designed to improve team cohesion. The first model I will look at is the ‘Belbin teams role theory’. According to Belbin, each team member plays a significant role within the team, and understanding these roles can help team cohesion and effectiveness. Belbin describes a team role as "a tendency to behave, contribute and interrelate with others in a particular way’’. There are 3 action-oriented roles - Shaper, Implementer and Completer Finisher. 3 people-oriented roles - Co-ordinator, team worker and Resource Investigator, and 3 cerebral roles - Plant, Monitor Evaluator and Specialist. (icehrm, 2024). As this model has nine different roles it would be beneficial to have nine people who fit these roles from the start. However, this is rarely the case within organisations. Belbin’s theory also lets us understand that, because a role or multiple roles may be missing from a team, it may be fille by someone who has not yet recognised it. The team should share their team roles to increase understanding and enable expectations to be met. There are also disadvantages to the Belbin model which are categorised as follows.
Oversimplifies team dynamics. The team roles do not take into account the nuances within a group. Some team members demonstrate an affinity for two roles, while other employee’s skills may evolve over time, making them better suited to a different role. 
It cannot be applied to every project. The nine roles in Belbin’s theory are relatively rigid and therefore do not always fit perfectly. It also does not take into account the individual differences that can affect team dynamics on different projects.
Bias can influence role assignment. A team’s strengths and weaknesses are usually assessed through a self-assessment to assign each member their role. This is prone to personal bias as employee’s overestimate or underestimate their abilities.
(icehrm,2024).


The second theory I will be looking at is the model developed by Bruce Tuckman. It is also known as the ‘’Forming, Storming, Norming, Performing’’ model. (Bitesize Learning). The first part ‘Forming’, relates to individuals who come together as a new team entirely or if one or two individuals join an already existing team. Either way the forming stage can be harmonious and enjoyable stage as everyone in the group likes to talk to each other, finding out each other’s strengths and weaknesses in order to build up relationships. In a self-reflective sense, this stage was very much how my career started within the police. New recruits meeting for the first time from multiple backgrounds and different jobs. As mentioned, it was a very harmonious stage that was very enjoyable. Even at this first stage it was evident to see that team cohesion was already starting to develop among the cohort.

The second stage ‘Storming’ relates to the new team starting to argue and disagree with each other’s ideas or solutions. Conflict is more prominent, as team members have not yet had the opportunity to prove themselves, which can be seen as a sign of weakness making it easier for others to jump to conclusions about them. Again, this was the case while in training school and when fully operational and having my independent status. Arguments unfold about the way someone has done something or if they hadn’t done something someone else thinks they should have. This can have a negative effect on team cohesion, whereby one member may feel ostracised from the team. As mentioned in Belbin’s model, this team member may be lacking in experience in a certain area but have strengths in others that other team members may call upon. It is easy to criticize others, but we must not forget that we are a team, and to work effectively as one, instead of disagreeing or arguing, we should look to educate and guide each other to become a stronger unit.

The third stage ‘Norming’ relates to the team starting band together. There is more sense of belonging. Certain routines, traditions, and ways of doing things are taught rather than expected. Team members understand each other better and respect is starting to be achieved and earned by those who may have had differences previously. Performance is growing and being maintained. Again, self-reflection of this stage is key to understanding the model. When I was given independent status after being tutored, it was like a right of passage to be accepted properly into the team. They saw that I was capable of doing the job and able to contribute, which as a team and an organisation is important. The team dynamic and the cohesion within the group grew stronger and any doubts or concerns quashed.
The fourth stage ‘Performing’ relates to interpersonal structure becoming the tool of task activities. Roles become flexible and functional, and group energy is channelled into all tasks and issues have been resolved, supporting task performance. This stage is very relatable to myself, as the team I am part of have had a mixture of new recruits and experienced officers from different areas join the team in the past year. Everyone has brought their own strengths and weaknesses, and have implemented the strengths towards the team, but have also welcomed advice and tutorship from others to strengthen their capabilities and productivity. 

It is important to remember as part of the police force that we work as a team to achieve our goals. Looking back at the models talked about, there is potential if the areas are not addressed or monitored, new officers and experienced officers could find themselves operating without the knowledge required. Without the required knowledge or the backing of colleagues due to being ostracised as mentioned in the ‘Storming’ stage of Tuckman’s model. Team members may be inclined to cut corners while dealing with scenarios. This is where we find officers breaching the code of ethics like Honesty and integrity, Respect for victims or accountability if something goes wrong. (College of Policing, 2019). The consequences of this can amount to gross misconduct, which damages public perception and relationships. This would also have a negative affect on team dynamics and cohesion that has been built, subsequently having to start the process of one of the models again.

It is always positive to keep building team cohesion, even if a team is already operating at a high level. There are many ways to promote team cohesion. A simple but effective method is to encourage communication. ‘’Having a voice in key decisions can help your team feel like its contributions are valued. Keep everyone abreast of any significant changes to their projects so they feel included and able to voice concerns’’. (6 Proven Strategies on How to Improve Team Dynamics, 2021). Another simple method of maintain a strong team is to keep observing your teams dynamic. ‘’It’s possible for a team member’s behaviour to shift and conflicts to arise practically overnight. Addressing minor issues before they become big ones is key to maintaining your team’s cohesion and maximizing your productivity’’. (6 Proven Strategies on How to Improve Team Dynamics, 2021). 

Looking ahead, any future developments in evaluating theories of team dynamics and team cohesion are more than likely to focus on using technological advancements, such as virtual platforms to work as a team, possible artificial intelligence, and data analytics, to enhance communication and collaboration among more remote and diverse teams. The importance equality, diversity and inclusion have on team cohesion goes without saying as more and more organisations strive to build more inclusive work environments where all team members feel valued, appreciated, respected, and empowered to work together and contribute unique skills and ideas.  However, there is also potential challenges and limitations applying theories. Examples may include, not all teams may fit into an existing model. Some factors like individual differences, internal and external pressures may influence a team’s dynamics and cohesion in an unpredictable way.

In conclusion, teams who have better cohesion have better communication, problem solving, creativity and adaptability which leads to having higher productivity and efficiency.  effective team dynamics not only improves performance, but also improves job satisfaction, job engagement, and overall organisational success. This element is vital, especially for police forces. If the success of the forces alone or combined were to fail it would have a massive adverse country wide effect on crime rates and demand.
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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:

Information and intelligence are key resources used by all departments within the police force. They are both used to accurately and efficiently conduct investigations so that they can be solved, and any offenders caught are brought to justice. Information can be described as ‘’knowledge communicated or received concerning a particular fact or circumstance’’. (Dictionary.com). Once the information has been reviewed, processed, and analysed it then becomes intelligence which can then be used to make strategic and operational decisions. Intelligence within the police can be described as ‘’ Intelligence is collected information that has been developed for action. It may also be classified as confidential or sensitive’’. (College of Policing, 2013).

Intelligence is a result of information that has been processed and analysed from various sources. The police collect information that is required for policing purposes. Policing purposes provide the legal basis for the collection, recording, evaluation, sharing and retention of information. A few examples of where information and intelligence come from are public interaction, tasked information collection, open sources, closed sources, through intelligence collection plans, prison intelligence and through a CHIS (covert human intelligence source). Intelligence sharing should be proportionate and carried out in accordance with principles of the human rights act 1998.

All information gathered by the various collecting techniques has to be put through the intelligence cycle, or more commonly known by forces as the 3x5x2 dissemination model. It is broken down into three stages which are source evaluation, where it is determined if the information is reliable. This grading is used when the source is believed to be both competent and information received is generally reliable. Untested, this relates to a source that has not previously provided information. Not reliable, this grading should be used where there are reasonable grounds to doubt the reliability of the source. The assessment phase is where it is graded, which is broken down into the following five elements. 

A – Known directly to the source.
B – Known indirectly to the source but corroborated.
C – Known indirectly to the source.
D – Not known.
E – Suspected to be false.

The information content should comply with the basic principles of 5WH, namely, what, when, where, why, who and how. Before the dissemination of the information, it is given a handling code. 
Lawful sharing permitted (P). In order to share this intelligence, there must be a policing purpose, local protocols in place and legitimate need to receive it. 
Lawful sharing permitted with conditions (C). This code permits dissemination but requires the receiving agency to observe conditions. A risk assessment may be required before dissemination of the intelligence.
The source evaluation is made by the person submitting the information to describe the reliability of the source. This enables the credibility of the information to be established and informs the proportionality of tactical options. (College of Policing, “Intelligence Report” 2022).

All levels of information and intelligence are valuable resources within policing, especially so from a CHIS. As a CHIS is classed under covert operations, the nature of the role is dangerous as they befriend and infiltrate organised crime groups in order to relay information back to their handlers. This is then tested and used as intelligence for the appropriate teams to act upon to combat crime. ‘’The CHIS Handler is responsible for the daily management of CHIS, including their welfare, safety and protection’’. ‘’The CHIS Authorising Officer is an officer of at least Superintendent rank or equivalent who holds lead responsibility for operational source management’’. (College of policing, 2024).

Organised crime groups (OCG’s) operate in many ways across the country and throughout the world. One of the main aspects of their criminal activity is via transportation of drugs and stolen goods via the road networks throughout the UK. This is a considerable amount of area for police to operate in and can be very challenging at the best of times. The Roads Policing and Specialist Operations (RPSO) teams are at the forefront of this element of policing and work alongside other sections of the force as well as other constabularies if needed. ANPR (automatic number plate recognition) is a tool used by RPSO.  ‘’it was invented in 1976 in the UK at what was then known as the Police Scientific Development Branch. The first arrest that was credited to ANPR detection was of a stolen car that did not come until 1981’’. (ANPR International). ANPR has come a long way since then and now the UK sees hundreds of cameras across the country as well as the technology installed within the roads policing vehicles. ANPR systems are cameras linked to a reading device (NRD) that collect data, which is then stored on the National ANPR Service database. The capability of the reader dictates the number of vehicles that can be read. With this fast-acting technology criminals who use the roads for the transportation of drugs, money or even human trafficking can be monitored or located. Their preferred routes, known locations, direction of travel can all be acted upon via the submission of information to disseminate as intelligence to build up enough grounds to investigate and arrest individuals involved in the criminal activity, which can disrupt the larger operations of OCG’s. On the other hand, there may be intelligence already built up regarding certain individuals, or the vehicles being used in the commission of organised crime. RPSO can then organise operations as a team or involve other forces and dedicate police funding and time to focus on the disruption of OCG activity. ANPR provides valuable information in investigations. It can help when no specific information is known about the target vehicle(s). ANPR should always be considered where it is known or believed that a vehicle is involved in an investigation or incident. RPSO have the most direct access to ANPR as it is integrated in their vehicles, however response units can also request from control the information that situated cameras on the roads may have collected. This can be done through a verbal request while investigating a line of enquiry. It is more commonly known among response officers as a (BOF hit). An officer can simply request this by providing the registration of a vehicle of interest with a policing purpose, control run the reg through the police national computer (PNC). Control then relays information back to the requesting officer. This consists of time and dates of the last camera activation, direction of travel, make and model of the car, the colour, and sometimes can provide an image of any individuals in the car which greatly assists investigations. However, there are ways that criminals get around this, one of them being as simple as installing fake number plates to a vehicle. If the true vehicle has no involvement with police or has not had any intelligence gathered on its behalf then the criminal vehicle will go undetected which is why criminals use this tactic.

Sharing of information and intelligence between forces is one of the most important elements of policing. It allows all constabularies and teams to work together to a common goal of crime prevention. The shared use of ANPR, PNC and NAS etc. This is enabled using the National intelligence model (NIM). This was developed to impact three different levels of business. 

Level 1) Local issues – usually the crimes, criminals and other problems affecting a basic command unit or small force area. The scope of the crimes will be wide ranging from low value thefts to great seriousness such as murder. The handling of volume crime will be a particular issue at this level.

Level 2) Cross Border issues – usually the actions of a criminal or other specific problems affecting more than one basic command unit.

Level 3) Serious and Organised Crime – usually operating on a national and international scale, requiring identification by proactive means and response primarily through targeting operations by dedicated units and a preventative response on a national basis. 

(National Criminal Intelligence Service, 2000).


On the 9th of March 2023 a report was published in respect of the ‘county lines programme’, which was originally launched in 2019 which seen police shut down 3,588 drug lines. In the year of 2022 alone, over 1,000 lines have been closed, meaning the government is on track to surpass its target to close 2,000 lines over 3 years. police forces across the country arrested an additional 1,658 criminals and seized 31kg of Class A drugs and 404 dangerous weapons, as part of the nationwide week of intensive action: 1,658 people were arrested, 276 drug lines were identified and seized, 68% more than last intensification week Over £2 million in cash seized and 404 weapons seized, including 288 bladed weapons and firearms such as handguns and shotguns. (Home Office, 2023).

In conclusion in relation to Roads Policing and its effectiveness towards the disruption of organised criminal activity. It is clear to see this section of all police forces are very effective and efficient. This is backed up with the stats shown earlier which were documented from just one week of activity. If these designated operations were to happen more frequently then the stats and disruption will increase massively. Technology will only become more advanced in an ever-evolving world, and as criminals develop new ways to conduct their activities, the police will also evolve and counter the progression UK wide and globally. In addition, if UK forces are provided with the correct funding, resources, planning and correct information and intelligence, then roads policing will become one of the most effective intelligence led policing units available. 
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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 
 
 
 
 
 Case Files 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10



8 
	Low 
1-4 
	Med 
5-7



6 
	High 
8-10 
	Although I have knowledge of case files. The work required on them depending on a number of variables, I am still unsure of certain documents and how to correctly complete them. I rely on my team still to guide me through some of the processes. I need to develop my understanding of this are more to become more competent and less reliant on my team.


	SKILLS 
 
 
Keeping my workload down
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10



9 
	Low 
1-4 
	Med 
5-7



7 
	High 
8-10 
	 It is significantly important for any officer to maintain and manage their workload. Since being fully operational I feel I have done this reasonably well. However, I have taken more time than needed to deal with certain jobs. To develop in this area I must make more decisive action on the outcome of my work. Not be afraid of letting a victim down if there is a chance of no further action being taken with a case.

Having regular 1-1 sessions with my sergeant will also help to maintain and develop this goal 

	EXPERIENCE 
 
 
 
 
 Decision making during calls related to mental health
 
 
 
 
 
 
 
 
 
 Courses
	Low 
1-4 
	Med 
5-7 
	High 
8-10





8  
	Low 
1-4 
	Med 
5-7





5 
	High 
8-10 
	 During mental health calls there are a lot of variables to deal with. I have experienced a lot of calls during my time as an officer but have not covered all aspects of it myself. For development in this area I will have to start being more assertive with my team members and take control of the aspects I have not yet dealt with.



I need to put myself forward for more development course such as MOE and taser. This will provide further and safer assistance to my colleagues.



 
 


 
 

Bibliography
The bibliography should only include sources referenced within the workbook using the Harvard referencing system. Information about referencing in written assignments and how to avoid plagiarism can be found on Moodle. It is important that you are aware of the importance of ensuring that the work submitted is your original work.

ANPR International. “History of ANPR.” ANPR International, www.anpr-international.com/history-of-anpr/. Accessed 8 July 2024.

Bitesize Learning. “Forming Norming Storming Performing | Tuckman’s Stages of Group Development Explained [with Diagram].” BiteSize Learning, www.bitesizelearning.co.uk/resources/tuckman-stages-team-development-forming-norming-storming-performing. Accessed 8 July 2024.

College Of Policing. “National Decision Model.” College of Policing, College of Policing, 23 Oct. 2013, www.college.police.uk/app/national-decision-model/national-decision-model. Accessed 7 July 2024.

College of Policing. “Code of Ethics.” College of Policing, College of Policing, 24 Jan. 2024, www.college.police.uk/ethics/code-of-ethics. Accessed 5 July 2024.

“Disrupting Criminality.” College of Policing, College of Policing, 23 Oct. 2013, www.college.police.uk/app/roads-policing/disrupting-criminality. Accessed 8 July 2024.

icehrm. “Belbin Team Roles for Success.” IceHrm, 27 Feb. 2024, icehrm.com/explore/hr-glossary/belbin-team-roles-for-success/#:~:text=Some%20notable%20disadvantages%20are%3A%201%20Oversimplifies%20team%20dynamics. Accessed 8 July 2024.

“Intelligence Management.” College of Policing, 23 Oct. 2013, www.college.police.uk/app/intelligence-management. Accessed 8 July 2024.

“Intelligence Report.” College of Policing, College of Policing, 26 Jan. 2022, www.college.police.uk/app/intelligence-management/intelligence-report. Accessed 8 July 2024.

“Key Definitions.” College of Policing, 21 Jan. 2014, www.college.police.uk/app/major-investigation-and-public-protection/investigating-child-abuse-and-safeguarding-children/key-definitions. Accessed 7 July 2024.

“Missing Persons.” College of Policing, College of Policing, 2016, www.college.police.uk/app/major-investigation-and-public-protection/missing-persons/missing-persons. Accessed 7 July 2024.

college of policing. “CHIS Handler.” College of Policing, 25 June 2024, profdev.college.police.uk/professional-profile/chis-handler/. Accessed 8 July 2024.

Collins. “Vulnerable Definition and Meaning | Collins English Dictionary.” Collinsdictionary.com, 15 May 2019, www.collinsdictionary.com/dictionary/english/vulnerable. Accessed 7 July 2024.

Dictionary.com. “Definition of Information | Dictionary.com.” Www.dictionary.com, 2018 www.dictionary.com/browse/information. Accessed 31 May 2024.

Legislation.gov.uk. “Children Act 1989.” Legislation.gov.uk, 1989, www.legislation.gov.uk/ukpga/1989/41/section/3. Accessed 7 July 2024.

“Police and Criminal Evidence Act 1984.” Legislation.gov.uk, 2020, www.legislation.gov.uk/ukpga/1984/60/section/17. Accessed 7 July 2024.


He, Grace. “Organizational Culture: Definition, Examples, & Best Practices.” Teambuilding.com, 10 Feb. 2023, teambuilding.com/blog/organizational-culture. Accessed 1 July 2024.

Home Office. “Thousands More Arrested in Nationwide Crack down on County Lines.” GOV.UK, 9 Mar. 2023, www.gov.uk/government/news/thousands-more-arrested-in-nationwide-crack-down-on-county-lines. Accessed 8 July 2024.

Morin, Amy. “Simple Ways to Improve Your Psychological Well-Being.” Verywell Mind, Dotdash Meredith, 13 Feb. 2019, www.verywellmind.com/improve-psychological-well-being-4177330. Accessed 7 July 2024.

Moultrie, James. “Belbin’s Team Roles.” University of Cambridge, Institute for Manufacturing, 2016, www.ifm.eng.cam.ac.uk/research/dmg/tools-and-techniques/belbins-team-roles/. Accessed 8 July 2024.

National Criminal Intelligence Service. National Intelligence Model. 2000.

“Public Protection Notice (PPN).” His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services, 29 Mar. 2023, hmicfrs.justiceinspectorates.gov.uk/glossary/public-protection-notice/#:~:text=Public%20protection%20notice%20%28PPN%29%20A%20PPN%20is%20an. Accessed 7 July 2024.

Robinson, Jessica. “Detailed Explanation of Borton’s Reflective Model in Nursing.” Crowjack, 2 Dec. 2022, crowjack.com/blog/strategy/reflection-models/borton-reflective-model. Accessed 4 July 2024.

Rossingol, Natalia. “What Is Team Cohesion & How to Achieve It | Runn.” Www.runn.io, 28 Aug. 2023, www.runn.io/blog/team-cohesion#:~:text=Team%20cohesion%2C%20also%20known%20as%20team%20cohesiveness%2C%20is. Accessed 8 July 2024.

Rush, Morgan. “Characteristics of an Ineffective Team.” Bizfluent, Morgan Rush, 2011, bizfluent.com/info-8406516-characteristics-ineffective-team.html. Accessed 6 July 2024.

Smith, Mark K. “Bruce W. Tuckman – Forming, Storming Norming and Performing in Groups | Infed.org.” Infed.org, 2005, infed.org/mobi/bruce-w-tuckman-forming-storming-norming-and-performing-in-groups/. Accessed 8 July 2024.

“What Is Team Dynamics? Importance, Key Elements, and Factors • ActiveCollab.” ActiveCollab, 1 Apr. 2023, activecollab.com/blog/collaboration/team-dynamics#:~:text=Team%20dynamics%20refers%20to%20the%20relationships%20and%20interactions. Accessed 8 July 2024.

image1.png
Prifysgol Cymru
% Y Drindod Dewi Sant

N University of Wales
Trinity Saint David

%





