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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

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

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


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



ANSWER:

In this essay, I will reflect on my time after becoming an Independent Patrol officer, focussing on organisational culture within policing as well as my wellbeing and resilience. I will examine the potential risks associated with adhering to organisational culture and whether embracing certain viewpoints could potentially put me at risk of facing an investigation myself. I will also discuss the strategies I have used to maintain my wellbeing and resilience, as well as whether they have changed over the course of a year. 

Organisational culture instructs individuals about the ethical standards and expectations they should uphold during their employment; this is set out during the training period of becoming a police officer. Organisation culture is explained by People Insight (2019), who say it is defined as the collective beliefs, expectations, language, customs, habits, and attitudes of employees, along with the underlying principles, norms, and standards. This is reflected within South Wales Police, who follow a strict set of procedures, policies, and code of ethics; breaching any of these can put officers at risk of being internally investigated. While officers follow organisational culture, there are smaller organisational cultures that can be found in smaller departments or teams. One of these cultures comes from the view point that officers are overworked, causing a decrease in personal wellbeing and a poor work ethic. The term ‘officer burnout’ is common among teams as the feeling of stress and anxiety causes a poor work ethic. This is further supported by the Police Federation (2022), which released a blog to state that 13,263 officers were absent due to stress, anxiety, or depression, which is a 57% increase from 2021, which shows 8,450. The increase of 57% is evident that the culture within the police is changing and that officers are feeling the strain of their duties, which can directly impact members of the public. As mental health and burnout increased, a website called Oskar Kilo conducted a survey in 2023 under the title ‘The National Police Wellbeing Survey 2023’ which the service director Andy Rhodes (2023) from The National Police Wellbeing Service had oversight on. Rhodes has explained that what was found is that there was a significant issue within the police. That the issues of stress, anxiety, depression, and traumatic incidents links directly with challenging working conditions and senior structures, which then are directly affecting the service delivery to the public. What Rhodes highlights is that while organisational structure determines certain procedures officers must do, in turn it is affecting officers’ mental wellbeing, which then affects the quality of service to those members of the public. One of these organisational cultures is the following of practices such as following the Victims Code of Practice, through Victim Support (2021), which gives a victim rights and entitlements to ensure they receive the best service when reporting a crime. The Victims Code of Practice forms 12 entitlements that a person has; each entitlement gives the victim a different form of protection or rights. Focussing on ‘right 6’ where a victim entitlement is a right to be updated on an investigation when an important update is needed. Organisational culture in training is that this is done immediately; however, within smaller teams or departments, it forms a different culture of “we have no time." This culture is often reflected within response policing, where officers can be bouncing between several calls through their tour of duty and forgetting that they need to update a victim about a criminal investigation outcome. This “no time” culture can put officers’ in direct breach of policy and even breach their own code of ethics within professionalism. By not following the Victims Code of Practice, officers are also putting victims at immediate risk by not advising them of someone's release, causing a risk of significant harm to a victim. 

Following negative cultures such as the one mentioned puts officers’ at risk of being investigated internally by Professional Standards Department, or PSD. South Wales Police (n.d.) gives a brief explanation of what PSD is by explaining that it is the department that investigates allegations of misconduct and complaints from the public, where they aim to uphold the standards of South Wales Police ensuring public service. The term ‘officer burnout’ is something that I have experienced through several points within the year, where I have been conflicted with organisational culture to follow each policy, procedure, and practice but also finding no time to follow each of these set rules. The “no time” culture is something that I felt I adopted unconsciously through excess workload and feeling of being pulled to each emergency call. The result of this attitude can directly cause me to be under investigation with PSD; the culture of “no time” is dangerous for careers and members of the public. Through this negative culture, I developed ‘imposter syndrome’ at different periods within my employment. The wellbeing support website called Very Well Mind elaborates on imposter syndrome, Cuncic, A (2022) writes it as a psychological experience of feeling fraudulent, deceitful, and not wanted within personal or work life. And that anyone can feel this way despite having achieved loads within their career and being successful. Imposter syndrome stops anyone from feeling accomplished or any feeling of self-assurance within their role. The feeling of not being able to do my job or feeling I can't keep up with my workload made me feel unworthy to be a police officer. Even though that feeling would be based around work, it often followed me home as I questioned whether I should remain within my career. I knew that feeling this way was directly affecting my wellbeing within work; as such, I approached my sergeant. I discussed that while I am trying to follow several procedures, I don’t have time to do it all. And that I have “no time” to do everything that I need. My sergeant reviewed my workload and determined that it was high and, as a result, gave me admin days to catch up and lower my workload. I found this to be helpful to ease my anxiety and calm any feelings of imposter syndrome. 

Because I felt that I was battling the culture of being the perfect officer, I found that I would not appreciate my rest days and do work on my work phone. I found that if I do this, it will directly go against any negative cultures of “being overworked,” “no time to do that,” or “update them next block." The stress associated with taking work home is explained by NYC Office Suites (2022) as there is a correlation between higher levels of stress from people who take work home with them, which then affects their personal lives. I spoke about reviewing casefiles on my rest days with colleagues who advised me this is normal when you first join the police but directly affects everything else. By speaking to my sergeant and ensuring admin days relieved these stresses and the need to check my phone at home. What has been discussed is that organisational culture is first formed in training, which gives officers guidance, an example given by the Victims Code of Practice. A smaller culture is then formed within smaller groups within the police; typically found in response policing is the “no time” culture, which can cause officers to directly breach policies and procedures. Andy Rhodes further supported that officers are under strain within their roles, which is supported by the Police Federation statistics of absent officers. By following certain cultures becomes a risk to careers, where I found that approaching senior officers like my sergeant offered me admin days. These days reduced my workload to ensure that I had the time to follow all policies, procedures, and practices. By keeping myself work ethic and views, I refrained from following certain cultures. When I felt I was conforming to a negative culture, I would approach my sergeant.
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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 look at a complex domestic-related incident between a male and female, with the female being the victim and the male being the subject. I will examine my decision-making process during the incident and provide an explanation for the choices I made. I will focus my explanations around the National Decision Model, or NDM, and any dynamic risk assessments I have done to ensure the safety of the victim. 

The incident was a domestic-related assault where the subject strangled the victim; however, this was within a supported accommodation for young adults who need extra support due to disabilities. Two vulnerable adults with complex needs, who both live in separate rooms within this complex, have formed a relationship. The complex is staffed 24/7 for all person’s safety, where most are at high risk of suicidal attempts. An incident has come over for a domestic-related assault between 2 persons, with the location known to be supported living. Officers receive warning markers about the individuals involved before attending any incident; this allows us to gather information before our arrival. This marks the beginning of my NDM process, where the first step involves gathering information and intelligence. The College of Policing (2024) explains that at this stage, the decision maker establishes the situation by defining what is currently happening or has already occurred. They also clarify any initial information and intelligence that is relevant to the circumstance. Decision makers may consider the following enquiries: What knowledge do I lack? What additional knowledge or intelligence do I require presently? 

This step is vital to ensure that before I attend, I’m aware of the persons I may be dealing with. During dispatch, the victim and subject were described as volatile and having different disabilities. The dispatcher informed me that the location serves as a staffed supported accommodation for vulnerable adults. This information became crucial as it altered my approach to the situation. In this instance, I learned to be patient with both the subject and the victim, and to carefully consider the staff's perspective on the incident. This incident meant that public protection was also a priority, and due to the disabilities present, I had to consider what impact my decision may have on each person. Both the subject and victim had several markers for attempts at suicide, so how I react to the situation may have a huge impact on whether a person will make another attempt. Suicide attempts are a huge factor in this incident, and I’m aware through ‘Zero Suicide Allowance’ that knowledge and understanding are crucial around mental health and any attempts. The Zero Suicide Alliance (2020) emphasizes the importance of increasing awareness about national suicide statistics, as it enables leaders to understand the challenges posed by mental health crises. 

Upon arrival, I utilised the next section of the NDM, which concentrates on assessing the current situation. In this section of the NDM, I must evaluate potential threats or risks based on my decision-making process. When I assess threats, risks and decision making I often use the ‘Recognition-primed decision model’. I discovered this decision model through Ben Janse (2022) of 'Toolshero,' and I learned that in order to make decisions, you need to be able to think quickly and draw on your knowledge. It's usually helpful in fast-paced places of work where you have to make a lot of important choices. When I arrived, both the staff and the victim approached me. Using what Janse had taught me, I quickly separated the victim from the staff and spoke with them separately. This allowed me to gather accurate information before speaking with the victim. Staff explain that both the victim and subject have complex needs, but there are ongoing ‘domestic'-related incidents between them. Staff typically manages these incidents, but this time, the victim took the initiative to report. It was clear that both are high-risk suicidal attempts, and both have different learning disabilities. Staff agree that the relationship is not appropriate but also can't stop either from socialising. 

At this point, it was decided to bring each party in separately to obtain their respective accounts. Staff acting as an 'Appropriate Adult'; this is because under the Police and Criminal Evidence Act 1984, or PACE, Code C, any person with vulnerabilities requires support. The 'Appropriate Adult Website' provides further clarification on this matter. According to Bath, C (2014) from ‘Appropriate Adult’ PACE Code C 1.7A, the responsible adult is required to provide support, advice, and assistance to the individual when they are asked to provide information or participate in any procedure, as outlined in this Code or any other Code of Practice which monitor the conduct of the police to ensure they are behaving appropriately and impartially in upholding the rights and privileges of individuals. By doing this, I have then considered the next step of the NDM, which highlights ‘Powers and Policy’, where I have followed PACE. 

Due to the assault, the victim fully supported the prosecution and refused to remain on the property while the subject was present. The staff agreed that while both are residing within the complex, it is causing incidents and unsettling behaviour between all parties. It was also determined that we needed to decide the correct action before speaking to the subject to ensure the subject isn’t heightened without a reasonable result of the crime. The next step is to discuss our options, keeping in mind that this is still a domestic assault. South Wales Police have a positive approach to domestic-related crimes. Meaning there has to be a positive outcome before an officer leaves. Justice Inspectorates (2014) reviewed this, finding that abuse within the home is clearly a top issue for South Wales Police. Police officers who respond to reports of domestic violence are aware of the significance of their role in protecting the victim and take proactive measures to reduce the potential dangers encountered. 
The 'options' section of the NDM requires me to identify the available options and contingencies for resolving the situation. This stage involves considering several approaches to handling a problem or making a decision with the least possibility of negative consequences. After weighing all of my alternatives, I then think through what would happen should my resolve fail, which What Do They Know (2012) elaborates on. The 'What Do They Know' website demonstrates that every option carries the potential for a negative outcome, a contingency I must take into account. Given the disabilities I've been presented with, an arrest seems inappropriate; an out-of-court disposal also requires attendance at a course, which is also inappropriate; and any form of interview could potentially cause significant stress for both the victim and the subject. These options are normal with policing, but there has to be a higher consideration for any complex needs. After consulting with the staff, it was determined that the subject would need to relocate to another supported living complex, where they could expedite meetings and paperwork to facilitate their removal, a process that would take time. The victim expressed a preference for a positive solution that would involve the removal of the subject, as they believed this would result in a positive outcome. In the interim period, staff would monitor and separate the subject and victim, meaning they couldn’t socialise within the complex.

The final section of the NDM involves actions and review, and Avon and Somerset Police (2021) emphasize that this stage is defined by two distinct phases. Decision-makers in the action step must make and carry out suitable decisions. The review process calls for decision-makers to go over and consider what transpired following an occurrence. Once I made this decision and executed the plan, I made sure to accurately record all my actions in our police system. I also informed my sergeant about my actions, ensuring he understood them. Reviewing this incident was important for me because it was not a typical positive outcome, as both would still reside at the property and no arrests were made. The primary ethical dilemma stemmed from the subject's unsuitability for an interview or a variety of other options. I refer back to the Markkula Centre for Applied Ethics (2021) to support my decision, who explains that to make good ethical decisions, someone has to have a well-developed ability to recognise ethical issues and use an organised method to examine the ethical aspects of a decision. Additionally, someone must carefully evaluate the factors that should influence the choice of a course of action. Given the circumstances, I believe the best course of action is to find a better housing solution for the subject, ensuring separate support for both the victim and the subject. Because of my decision, the process of moving the subject would take time, and both the subject and victim would still be in contact during the process. This was considered because the subject could assault the victim again. The decision I made could potentially lead to another crime or a more severe assault. While this is a consequence, I ensured that appropriate safeguarding measures were first implemented with staff. I also discussed with the staff the crucial role their duty of care plays in ensuring the safety of both the victim and the subject. 

I believe that I could have resolved this issue more effectively by determining a safe place for the victim or subject on the day and allowing for a slower process. I communicated with various departments to speed the process and guarantee a minimal delay in permanent safeguarding. This essay discussed a complex domestic incident involving a male and female, both with complex needs. The decision model used in this case involves the NDM and dynamic risk assessments to ensure the safety of the victim. The victim is a vulnerable adult with varied disabilities, and the subject has a history of suicidal attempts. The police are responsible for evaluating the situation and identifying potential threats and risks through the application of the recognition-primed decision model. Due to the assault, the victim supports prosecution; however, moving or arresting the subject is not an option. The police follow PACE Code C 1.7A, which requires responsible adults to provide support and advice to individuals with vulnerabilities. The essay concludes by discussing the appropriate action to be taken with consideration of the ethical dilemma of removing either the subject or victim.

Word count: 1722





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:

In this essay, I will evaluate theories of team dynamics as a means of developing team cohesion. I will examine a variety of models and theories related to this topic. I will delve deeper into the topic of interpersonal conflict within a team and present strategies to improve both individual and team performance. I will also delve into the possibility that certain team dynamics could lead to non-compliance with professional standards. 

In the police force, teamwork is essential for learning from others, enjoying the job, and most importantly, trusting others to come to your aid. According to Bergner, L. (1997), teamwork can improve safety, enhance efficiency, fortify communication, raise morale, and enhance the performance of police officers. An effective team exhibits synergy, where the members collaborate and build upon one another's ideas and actions, resulting in overall improvement. According to Bergner, the fundamental result of effective teamwork is an overall improvement in everything officers do. Constant recruitment by the police leads to frequent team changes, which in turn creates a dynamic shift every year, resulting in disfunction among officers and team conflict. One theory for dysfunctional teams is the three 'Ms' which is explained by Burns, T and Sorensen, A. through ‘Lotis Blue Consulting,’, which focus on mistrust, misfunction, and misalignment. Police officers often harbour mistrust, believing that new recruits must earn their trust. Officers tend to remain silent when evaluating new recruits, prioritising the protection of their careers over immediate trust. The second is misfunction, where officers are stuck in old routines and not adapting new ideas. Misfunction becomes dangerous because officers may mimic certain behaviours that could result in going against the officer's code of ethics. Finally, misalignment occurs when officers maintain the belief that everyone deserves equal treatment and respect. Despite being new and often given the worst task, officers believe that it shouldn’t matter about experience, but work is still equally distributed. The three ‘Ms’ can relate to new recruits being taught one thing and then instructed differently at the station. New recruits often see that the more experienced officers get a more favourable day. The solution for three ‘Ms’ further explained within ‘Lotis Blue Consulting’ is to offer a simple solution that can better help any of the feelings a police officer has. Burns, T and Sorensen, A (n.d.) explains that when the performance of a team is compromised by the perceptions and behaviours of its members, it is crucial for management to take proactive measures in addressing the underlying cause of the problem. For example, a manager may have a confidential conversation with a team member who is engaged in social loafing. According to the theory, some teams develop a hierarchy system and push new recruits out. This often results in a disastrous team dynamic and feelings of exclusion. By adopting the 3 'Ms' officers, we are violating an important Code of Ethics, which is 'setting an example'. The College of Policing (2024) explains that as professionals, we are expected to always act in a way that sets a good example. We help our supervisors build a mindset of ethics and positive behaviour. Through the way we act, we hope to earn and keep the trust of the people we help, as well as our colleagues. By setting professional limits, we help protect ourselves, colleagues, and the people around us. 

Interpersonal conflict occurs regularly within teams, regardless of whether experience outweighs knowledge. The 'Ego Conflict' theory focusses experience, while the 'Policy Conflict' theory focusses knowledge. Before attending an incident where a new recruit is required to follow policy, experienced officers are aware of the potential outcomes. Risser, M. (2022) gives an explanation to both of these theories. A policy conflict arises when individuals disagree on the most effective rule, policy, or method to address a problem. Various factors can influence someone's belief that a particular method is the most effective. In contrast, ego conflict occurs when people argue over personal issues and their egos interfere. People may act out or get frustrated and defensive. Some people may become stubborn and not give up. Gallo, A. (2022) suggests a model to resolve conflict. Gallo, A., suggests 'be aware of your biases', and Gallo elaborates on this concept, highlighting the various ways biases manifest in the workplace. Fundamental attribution misunderstanding is when people think that other people's behaviour is more about their personality than the situation, even though they actually believe the opposite. Officers may misinterpret or misunderstand what's being said, leading them to take it personally. 

While teams can differ on opinion, not resolving them can become a breach of policy and result in an investigation of themselves. The Home Office Guidance (2014) gives guidance surrounding officers adhering to procedure. being professional at all times with high standards of behaviour that the people and the police service expect of police officers. This procedure is followed by all police officers. If these standards aren't met, it could hurt the police's important job and the public's trust in them. One model called “The Tuckman Team Model” can often show a new team member's journey of joining a team, “The Tuckman Team Model” is a book, but explained in short tense by Last, S (2019). The model is set out with 5 principles: forming, storming, norming, performing, and adjourning. This model not only shows the negative side of teamwork with 'storming’ but also shows the end result of ‘performing’ with others and when team members leave, which is the ‘adjourning’ stage. When the team is still "forming," everyone is still getting to know each other and trying to make a good impact. The stage where there is the most group conflict is the storming stage. In this setting, people often test their initial beliefs and limitations as they learn more about each other's objectives. To move on to the next stage, 'norming', it's important to learn how to use disagreement and compromise in a positive way at this stage. When the norming stage is over, problems have been solved and team members have shown they can be flexible. Things are going well, and everyone knows their job. At the ‘performing', some people work alone, but they should check in with their team members often to make sure the work is moving along smoothly. This is where teams that have worked together for a while. It takes less time for performing teams to form, storm, and learn to norm, so they can get to work on the job at hand quickly and with help from each other. The final stage 'adjourning' shows It can get emotional for these teams when they have to break up and go their different ways. The reason this model works so well is that it's not just a single event but used through the career of an officer, as each officer may change teams every 2-3 years for their development. 

The 'Tuckman Model' concentrates on the process of team building, yet the ‘storming' phase still plays a significant role in potentially violating policing standards. A book written by Patrick Lencioni (2012) and called "The Five Dysfunctions of a Team” explains the ‘storming’ phase as five main problems called the ‘Lencioni Model’. Absence of Trust: In this case, trust means that team members are willing to be open with their teammates about their mistakes, weaknesses, or lack of information. Fear of Conflict: Teams that don't trust each other often can't have passionate, useful arguments or conflicts about problems. Lack of Commitment: Team members rarely stick to decisions if they don't talk about their disagreements and give their views. Avoidance of accountability: If a team doesn't agree on a clear action plan, even the most dedicated and focused people will be afraid to tell their teammates when they're doing something that isn't working. Inattention of results: When team members aren't held responsible, they often put their own status, ego, or job advancement ahead of the team's results. Each of these dysfunctions may truly break up a team, making it challenging for people to work together and reach their goals. This brings us back to the 'ego conflict' and 'policy conflict' theories, which suggest that no matter how skilled or experienced a team is, the more problems they have, the less likely they are to succeed. A team that doesn’t mould well or has different opinions can severely affect the outcome of any given incident, something the police cannot do under any circumstances. 

When there is a poor team dynamic, this could result in a breach of ethics or procedures. Workleap (2023), a website designed for team development, explains that there are several ways for improvement within a team. Clear communication: Talking to each other is like the glue that holds a team together. Open and honest conversation is key for teams to work well together. Shared goals and roles: Each team member should have a clear part. Effective collaboration: Stress how important it is to work together to finish difficult jobs. Continuous learning and adaptability: is essential in today's fast-paced workplace. Adopting these points will make the team more productive, more stable, and more adapted to handle horrific situations. 

The dynamics of a team are essential for enhancing the safety, efficiency, communication, morale, and overall effectiveness of police officers. The continuous process of recruiting new officers and the ever-changing nature of the team might result in conflicts and dysfunction. The three 'Ms', namely mistrust, misfunction, and misalignment, have the potential to result in a bad team dynamic and foster opinion of exclusion. In order to resolve these difficulties, management should adopt a proactive approach and tackle the root cause of the problem. Teams can experience interpersonal conflict, which can manifest as policy conflict or ego conflict. In order to effectively address disputes, it is crucial to possess an accurate understanding of biases and avoid falling into basic mistakes. Police officers may maintain their employment and public confidence by adhering to professional standards and upholding their conduct. 

Word county: 1660









































Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

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

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

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




ANSWER:

In this essay, I will explain how information and intelligence can be used as a tool for the police in the disruption of widespread criminal activities. I will discuss how information and intelligence is first formed through a system known as 3x5x2 and discuss how it becomes credible or not. I will evaluate how intelligence is then used in the disruption of two types of common crimes, focussing my points towards ‘county lines’ and ‘human trafficking and modern slavery’. I will also explain what Automatic Number Plate Recognition, or ANPR, is and how it is used to disrupt criminal activity, bringing my points back to county lines and modern slavery. 

Information and intelligence are two separate elements, and without credible information, the police can’t form actionable intelligence. Information can come through different avenues, such as members of the public, online forums, website submissions, covert operations, and phone downloads. However, before information can be processed, it first must be sanitised to ensure that it is credible. Once information goes through a process where it becomes credible, it can then become intelligence. Jacky (2023) from the website ‘Sapphire’ gives the explanation of information and intelligence as they both sperate notions but form a singular outcome. When valid information is formed that becomes intelligence, it has a crucial impact on decision-making and actions. Information is unprocessed data, or information that can’t be deemed factual within a specific topic. Intelligence is the information that has gone through analyses and interpreting the information to determine credibility. Jacky (2023) explains that information is not processed and needs to be verified or fact-checked to ensure its credibility. The way information goes through sanitising is through a known system, which is referred to as 3x5x2, where information is separated into three categories: source, provenance, and sharing. Only when going through this system does it then become intelligence. The website Safeguarding Adults (n.d.) explains that the 3x5x2 process is used by police as a procedural measure. Source (3) considers the person given the information to have a degree of reliability. Provenance (5) uses the reliability found in the source to determine how the information was found or known. Sharing (2) is the final step where; after evaluating the information, the safety of the person is considered to ensure that there is no risk to anyone offering information. Where intelligence becomes crucial is within county lines, where organised crime groups use children and adults to transport, sell, and store illegal drugs. 
County lines is an issue within all police forces, where the sharing of information and intelligence becomes vital to stopping this criminal activity. The National Society for the Prevention of Cruelty to Children (2021), or NSPCC, is a website that aims to educate children around this matter. NSPCC explains that county lines gangs are methodical criminal networks that use different methods to manipulate and recruit children into their networks and then avoid police. These children, young adults, will be used for their own criminal ambitions. Preventing county lines is a force-wide priority, where police need information and intelligence to target these groups, where gaining information is an important part. Members of the public are often utilised to get information, where neighbourhood teams within the police engage with youths that may be affected by these gangs. Paul Brogden (2024) released the police strategy for combating county lines, where he focused on the importance of gaining information and intelligence from members of the public. Stating that there needs to be a two-way communication between communities and neighbourhood teams and that this relationship will enhance knowledge of the threats, harm, and risk around county lines. By engaging the police, they also gain valuable intelligence, which can then be facilitated in the execution of intelligence and safeguarding measures. Brogden (2024) highlights that while we gain information, it is also vital we ensure safeguarding measures are implemented. 

Another way to gain information is through Suspicious Activity Reports or SARs, where a person can report something online through a dedicated association or website. The information that someone inputs can then be forwarded to the police, who can then sanitise it. This avenue also offers a level of anonymity to a person reporting. The National Crime Agency (n.d.), or NCA, receives SARs regularly who explain that as an online portal for suspicious activity, which they then disseminate to forces. The NCA explains that SARs can be crucial in identifying sex offenders, suspects of murder investigations, and suspects of modern slavery and human trafficking. Information through SARs can be vital in the disruption of criminal activity, especially those associated with human trafficking or modern slavery. SAR data is collected and becomes a yearly statistic within the Home Office (2024), who then can categorise it within different criminal activity. The Home Office shows data relating to 2024, surrounding modern slavery. This data highlights that there is a gradual increase in reports relating to modern slavery. The report shows that in the first quarter of 2024 there was a 9% increase in reports compared to the last quarter of 2023. During the periods of October – December 2023, the Home Office received 4,134 reports relating to modern slavery, whereas January – March 2024, the Home Office received 4,524 reports relating to modern slavery, giving the 9% increase. Without these reports, the police and partner agencies can’t form intelligence to help vulnerable people subjected to modern slavery, as modern slavery is often a hidden crime. A partner agency that also uses this intelligence is The Salvation Army, which houses and supports individuals subjected to modern slavery. The Salvation Army (2023), with other partner agencies, recused and supported a total of 3,533 individuals within 2022 with safe houses and outreach programs. This is a 5% increase compared to the prior year, which shows that modern slavery is still a prevalent crime within the United Kingdom. Without the reports through SARs, partner agencies like The Salvation Army couldn’t help or support those in need. The statistics from both The Home Office and The Salvation Army support that inputting information that can be turned into intelligence is vital in the fight against organised crime groups. 

Another way information and intelligence can be used in the disruption of crime comes from the use of ANPR, which uses sanitised information to better aid roads policing and operations surrounding organised crime groups. The Metropolitan Police (n.d.) explains what ANPR is but also gives insight into its uses with criminal activity. ANPR technology is utilised to identify, prevent, and stop criminal behaviour at several tiers of severity. This includes mobile offenders who use roads to evade escape, county lines who use roads to transport drugs, and individuals involved in terrorism. ANPR evidence can be used to provide evidence and leads that aid in positive prosecutions. County lines use networks, which can be found all over the United Kingdom, typically starting at ports and then using roads to transport to larger cities and communities. The information received from sources can be vital in stopping a vehicle from transporting drugs and preventing them from reaching their destination. The intelligence formed from sources can be inputted into the ANPR system, which roads policing can use ANPR to get accurate locations of vehicles travelling with drugs. The Courts Result page published by Sussex Police (2024) gives an example of this, where on the 26th of July 2023, a criminal gang was sentenced to a total of 41 years following interception by roads policing. The gang had within their vehicle a total of 70kg of cocaine and 632kg of ketamine, which is an estimated street value of £24.5 million. These vehicles were intercepted on the A26 at Marsefield, with the help of ANPR. The use of ANPR was crucial in this case, especially as information and intelligence were formed first. ANPR can also be used to stop vehicles that are harbouring vulnerable adults or children who are being forced to work within the United Kingdom. Modern slavery is another common issue within forces, with SARs being inputted regularly. Modern slavery has a direct link to human trafficking, where persons arrive into the United Kingdom through illegal means with the promise of work and housing. These persons typically arrive at ports where they go into cars, vans, or lorries to go to cities to work. The United Nations (2023) explain human trafficking as the act of recruiting, transporting, harbouring, or receiving individuals by using force or deception. The intention is to exploit these individuals for financial gain through promises of employment, education, or sanctuary. Manipulation is a tool used for criminal organisation on the most vulnerable of individuals. To prevent individuals from going into these gangs requires police to stop the vehicles transporting them, which can only be done through collaboration with other agencies who collate information and intelligence. Motor Transport (2023) reported that the police collaborated with the Driver and Vehicle Safety Agency, or DVSA, to engage with HGV drivers on the M1 near Crick as part of a week-long operation targeting organised criminality. 

Motor Transport (2023) highlights the use of ANPR to identify and intercept vehicles from the country’s ports, which allowed police to interact with the drivers and inspect their vehicles for any signs of human trafficking. The report from Motor Transport (2023) shows information and intelligence was used in conjunction with ANPR to disrupt any criminal activity around the M1. The intelligence formed gave police and partner agencies a small area to focus their operation on, being M1 near Crick. It is through various sources that information can be collated and sanitised through the 3x5x2 process, which can then become intelligence. This intelligence can be given to partner agencies and inputted into police systems, such as an ANPR. It's with ANPR that roads policing can prevent and stop criminal activity by stopping vehicles while they’re in transit. This intelligence formed with the use of ANPR can be put to the courts to aid in a positive prosecution of criminals. To prevent organised crime groups, information can come from varied sources, including members of the public. It’s through communication and safeguarding that the police can ensure that members of the public do come forward with information. Or, through SARs, which offer anonymity. Intelligence becomes an important tool for police to ensure that organised crime groups are disrupted and stopped before any drugs reach the streets or persons become in immediate danger.
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Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 Medium (6):
This year my main focus was on Casefile building, as I felt this is where I was least knowledgeable. Over the year I’ve had varies casefiles with different complexity, which I’ve been eager to complete to a high standard. I found that approaching colleagues or discussing what’s needed to be a vital tool in helping me achieve a high standard. I’ve also began to communicate with Casefile Progression Unit, or CPU to gain better knowledge around this. I’ve also been sent various documents surround what the CPS want from a casefile. On discussion with CPU I’ve also discussed how CPS receive the casefiles, which in turn, can support why the police build files in a certain way. My knowledge is still not high around this, as there are some crimes I have yet to experience a file around. But, with the help from CPU and senior officers I hope that my knowledge surround casefiles will be a high standard by the end of 2025.

Another area which I felt I was lacking knowledge was different avenues of disposal. I found that I was too eager to arrest, when there may not be a need to. I found this out due to be querying whether I should arrest a subject. The sergeant explained an Out of Court Disposal, or OCCD, would be more appropriate. I felt that I could never used the Restorative Justice route or OOCD enough within my job. Due to this I learned about different ways to gain a positive outcome. I queries what “Womens Pathfinders” does, and queries what “Victim Awareness” was, this was to ensure that by going down an OOCD route I would ensure that this process is still the best outcome. I have given out limited OOCD, as such my knowledge is still very limited. 

Policing culture is still something I’m learning about which is highlighted in the above essay. Coming into the police force there is a high expectation, however I feel that I’m learning that not all internal cultures are going to benefit me. Understanding different cultures, is also understanding when a culture can have a negative impact on my career. 

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 Medium (5):
I currently feel I’ve become plateaued in my skills. I feel that I am where I should be considering my length of service. However, I don’t feel any anxiety or stresses when doing arrests, stop searches or communicating at incidents. There is a huge demand for courses which I’m currently feeling as the next skill set for myself would to become a ‘taser officer’, becoming a taser officer is not about vanity, but more about development within my skill set. I am also considering where my career will go within the police, and I feel that applying for courses “Just because” is a poor mind set. I am eager to develop my skills but also feel a barrier with limited courses. Uncertainty where I wish to go with my career also places me in a middle ground of what courses I would like to do. 

I hope that the next 12 months will offer the next developments in my skill set; with driving and taser. 

I don’t feel I am behind on any skills and feel comfortable attending any incidents. But, I also feel a burden due to my limited skill set. 

I am due to join PSU October, where I will learn a new skill set. I think this will give me a boost in a more positive mental state of feeling developed. 

I feel my casefile building will always ‘lack’ skill, but I also believe learning to build a perfect casefile requires time and knowledge as mentioned before.

I have developed skills in essay writing which has helped me through this workbook. Last year taught me a lot surround essays, considering I have never done one before. I had to develop, ask, and get taught how to do this. For most people essay writing is easy and comes naturally, but even grammatically I found that I was below average. Due to this I’ve tried to develop my writing style and read the question. I’m still not happy with my level of skill surrounding this, but I’m approaching different people to help me develop. I feel I become obsessed with rewriting each paragraph to ensure the question fits. The negative impact of this is that I find myself altering each essay several times when I’m off work.


	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 Medium (7):
Working in Llanedeyrn offers me experience in various crimes, incidents and interactions with the public. I have had the opportunity to experience low level crime which can be frequent but also experience horrific crimes, giving me a broad sense of experience. Sudden deaths are quite frequent in Llanedeyrn, as we cover several care facilities. This is something I had limited experience in before I came to Llanedeyrn. I have experienced simple sudden deaths, to complex ones. I believe my current exposure is where it should be, only being in the force for under 2 years. I am fortunate that Llanedeyrn is still quite a busy station, offering varied experiences. I need more exposure with giving out OOCD, which I’ve previously mentioned. This has been something new to me which I now consider a lot when speaking to victims. Due to recently trying to input OOCD, I do have limited experience. I hope that in the next 12 months I become more experiences in giving out OOCD and ensuring that whatever information I offer is factual and still becomes the best outcome for the victim. 

Going to court relating to a crime that I have investigated is something I have yet to experience. Due to this I am eager to be called for court to gain this experience, as I imagine it would be daunting my first time attending. 

I am due to start PSU which will offer new experiences and skills, with mutual aid. I hope with PSU, my driving and taser courses will follow. Being either a driver or taser holder will offer more avenues for experience as I would be allowed to enter more complex situations.
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