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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:

Having achieved independent patrol status, I have realised the continued importance wellbeing and resilience has, and the impact organisational culture has on this. Therefore, this essay will be reflecting this. I will be considering the risks of conforming to this culture and illustrating my strategies for maintaining wellbeing and resilience since achieving Independent Patrol Status. Throughout this essay, I will be using research and the Gibbs’ Model of Reflection (Academic Sciences, 2022). 

According to We Work (2021), organisational culture determines how and why businesses operate. It expressed that the organisations goals, values and behaviours are what matter. More specifically in terms of police work, research shows it includes characteristics such as the constant pressure to get results, danger combined with boredom, status frustration and working with the dark side of society. These characteristics mentioned, then generate cultural characteristics such as deep-rooted solidarity, social isolation, and moral cynicism (Paesen, Maesschalck, and Loyens, 2019). Due to these characteristics such as working with a darker side of society, resilience and wellbeing is crucial. Resilience is a process and outcome of adapting to difficult and challenging life experiences successfully. Especially through mentally, emotionally, and behaviourally (APA Dictionary of Psychology, 2022). Harvey (2013) states that wellbeing encompasses emotional stability, clear thinking, the ability to love, create, embrace change, and exercise intuition. 

Within the descriptive element of Gibbs’ Model of Reflection, achieving independent patrol status allowed me to transform my supported practical and theoretical learning into independent. It made it possible for me to be a capable police officer without feeling like I needed my tutor’s assistance. Achieving independent patrol status also gave me the opportunity to work in pairs with other team members and continue learning from their unique experiences. I was able to fully integrate into my team and experience the entire organisational transformation as a result.

When I first became independent, I experienced pressure and self-doubt. Decisions had to be made completely on my own and this was difficult. It was challenging to deal with the emotion of self-criticism as I tried to make sure I was always making the right choices. I was also constantly adapting to change through being partnered up with different officers every shift. However, the use of coping strategies and the positives of the organisational culture allowed me to feel at peace. My stress level has decreased since I now feel confident in my decision-making abilities. As a result, I’ve been able to maintain my wellbeing and strong resilience. 

An example of how I have improved my wellbeing and resilience is through adopting the dark sense of humour which is shared across my team. We collectively experience very traumatic situations daily resulting in high stress levels. By bringing a sense of normalcy, the change in my humour to a dark sense has helped me handle the circumstances. This shared humour also has increased my cohesion and sense of belonging into the group which has also had a positive impact on my wellbeing and resilience (Moran and Roth. 2013). Another example of this was the ease of maintaining my own values whilst being assimilating into a vast culture. When joining the police, you are tested on which values you hold, and it is ensured that you hold certain ones. College of Policing (n.d.) states these are transparency, impartiality, integrity, and public service. Having achieved Independent Patrol status, I have been able to uphold my values and even strengthen them through them being shared by members of my team. This has supported my wellbeing and resilience.

However, organisational culture has had some negative impacts on my general wellbeing and resilience. My experience of social isolation is one illustration of this. The work settings such as working shifts, working weekends, often having days off cancelled has resulted in isolation. The higher status also held is society due to the organisation has also resulted in this. According to Skolnick (1966), another reason for social isolation is because of police being trained to spot danger. Therefore, we are suspicious of everybody. 

Keeping with the Gibbs Model of Reflection, within the evaluation and analysis section, the change in organisational culture forced me to adapt. The organisational culture had many different impacts on me as a person, allowing me to develop strong resilience and wellbeing. Amongst other things, my ability to handle the daily stress of being a police officer was made possible by my dark sense of humour and commitment to my own values. A successful organisational culture is crucial, according to Carvalho et al. (2019) since it influences people’s perspectives of all aspects of their work. 

The positive organisational culture I have encountered has created a positive perception of my day-to-day work. This has therefore then helped my wellbeing and resilience. Social isolation was one drawback I previously mentioned in this essay on organisational culture. There is no denying that this had a minor detrimental effect. However, this was offset by the new friends I was creating through the group cohesion in the workplace. To fully evaluate and analyse, consideration needs to be given to what the negatives are when organisational culture is conformed too. Organisational culture can result in extreme similarity between teams. Levine (n.d.) expands upon this explaining that this can result in flawed decisions and taking fewer risks. Decision making and risks are key parts of being a police officer and less individuality between teams can result in the wrong ones being made. Development requires a lot of challenge. Sumitani (2020) however explains that there are many ways of avoiding the possible negatives that can take place when organisation culture is conformed to. Working with managers to reinforce the part they play in the organisational culture is one way to do this. My line manager, the sergeant of my team, is extremely supportive with helping develop resilience and wellbeing. He ensures that we all keep our individuality on shift, as people and as police officers. He also frequently enquires about how we are coping. 

Aside from organisational culture, other factors had an impact on my wellbeing and resilience. Prior to achieving independent patrol status, it was obvious that I required ways to cope with the stress that was present being a police officer. An example of a strategy I used to maintain wellbeing and resilience was exercise. The Mayo Clinic (2018) states exercise works as a way of stress relief for your body. It forces the body to imitate the effects of stress such as fight or flight. It will then work the body with its system to work together to overcome those effects. I could ensure that I maintained a healthy lifestyle by going for a run every day, which put me in a positive frame of mind when I encountered any stress.

In conclusion, organisational culture greatly benefited my wellbeing and resilience. Since achieving independent patrol status, I have ensured that I have continued my strategies which help me handle the stress as a police officer. I am aware of the drawbacks of adhering to organisational culture however neither I nor my shift exhibit any of these drawbacks. I will make sure that this continues moving ahead.
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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 give a brief description of an incident I attended including social and legislative contexts. I will be evaluating the decision made during this incident and my use of the National Decision Model. I will also be explaining the rationale behind my decision making and the ethical approach that I took. To self-reflect, I will be using Gibbs’ Model of Reflection (Academic Sciences, 2022).

The incident I am going to be describing is a domestic abuse incident whereby a woman was assaulted by her partner, resulting in actual bodily harm. According to Pearce (2017), domestic abuse is any incident or pattern of incident which includes controlling, coercive, threatening behaviour, violence, or abuse. For it to be classed as ‘domestic’ it must take place between those who are over the age of 16 and who are/have been intimate partners or family members. Each year it is estimated that 2.1 million people worldwide are victims of domestic abuse. This is separated into 1.4 million women followed by 700,000 men who are victims (ONS, 2014). We as police officers are aware of the overwhelming number of victims. It can be said that almost every shift we as police officers will attend one, if not more, domestic incident.

The victim in this instance was a woman who had previously come to my attention as being a high-risk domestic abuse victim of the male involved. Due to this, the incident was very alarming even prior to my arrival. According to my research, I have found that high risk is a risk that is life threatening and/or traumatic. It is anticipated that recovery from this risk is expected to be difficult and that includes psychologically and physically (Richards, 2009). It will include a high level of violence resulting in severe injuries and in some cases death. 

This incident was brought to police attention due to their next-door neighbour calling 999. My colleague and I arrived at the address, and I knocked the door, but no one answered. A short while later, we both heard an extremely loud scream coming from within the address. Since we lacked the equipment to force entry into the address, I subsequently used my radio to request assistance. Upon their arrival, this then resulted in me and my colleague forcing entry through the front door. We utilised section 17 of the Police and Criminal Evidence Act 1984. This allows police to enter and search any premises, without the owner’s consent, to execute an arrest warrant, arrest for an indictable offence, or to save life or limb (College of Policing, 2020). In this incident, it was utilised to save life or limb due to the scream heard from inside the address. Upon our entry, a male and female were inside in two different rooms. I approached the female and could straight away see that her nose had been broken. Given the delicate circumstances, I ensured that the female was able to speak to me in full privacy giving her full freedom to explain the circumstances. I ensured that I was supportive and utilised my training of effective communication to ensure I could gain a full understanding of what had happened. This is crucial since a large majority of victims choose to remain silent and do not come forward and will often hide what has happened due to fear. A climate of tolerance that reduces inhibition against violence is created amongst victims by the silence of those who know, and victim blaming (Gracie, 2004). However, the woman later disclosed that after a dispute over a trivial matter, her partner had punched her in the face, breaking her nose. This information was then passed to my colleague who arrested the male for domestic related actual bodily harm. This is covered by section 47 of the Offences Against a Person Act 1861. The offence is committed when a person ‘intentionally or recklessly assaults another, thereby causing Actual Bodily Harm’. This harm must be more than transient or trifling but not to the point of being permanent (CPS, 2022). Following this, I obtained a statement from the victim and her family arrived to take her to hospital. A Public Protection Notification was then submitted for the female. These referrals are submitted by officers who initially attend the incident and get reviewed by a specialist department known as the Public Protection Unit. If officers feel that safeguarding is required, it will then get further reviewed by partner agencies for additional support (Ford et al, 2020). 

Upon arrival to the incident, I was feeling a tremendous sense of pressure and adrenaline.  Whilst at the address, my feelings shifted to sympathy. The woman was in a clear state of distress through her level of upset and this feeling was clear. I wanted to provide the best possible support and outcome for her safety, which came in hand with feeling a slight sense of pressure. After the incident, this sense of pressure had released, and I felt a sense of achievement. This resulted from being positive I had provided the best support I could have at the time. 

To evaluate this incident, I need to consider the use of my National Decision Model (NDM). The NDM was introduced in 2012 and puts the police Code of Ethics at the heart of all decisions made. The NDM acknowledges that police decisions must be in accordance with the principles and standards of behaviour which are set in the Code of Ethics (College of Policing, 2022). It ensures that ethical decision making is followed. Seven components make up the NDM which guide police to ensure they are making the correct decision. At the centre of the NDM is the Code of Ethics which sets the principles and standards of professional behaviour that is expected by police (Home Office, 2014). Following this, it is gathering information and intelligence. During this stage, police must consider what information do they already know? what is happening at that very moment? and what extra information do they need? Next is assess threat and risk and develop a working strategy. How probable is the risk of harm, for example? how grave would it be? Is it necessary to take immediate action? will be questioned at this point. Am I the best person to deal with this? And will my actions resolve the situation? Will also be asked during this stage. Next, police need to consider which powers and policies they have available to them. Options and contingencies will subsequently be identified, and action will be taken. A final step is to then review the decision made and go through the NDM again if necessary. 

Using the National Decision Model, the first decision I made was to force entry into the property. During the first stage of this model, the information I had was from the original call made by neighbours. This information then further extended to some background information on the occupants of the address. Such as the woman being a high-risk victim from the male who resides at the address. Whilst at the property a scream was heard which built on my knowledge and concern for the woman. I then accessed the threat and risk, which was clearly high. Following this I considered which powers and policies were best to utilise. As mentioned previously, section 17 of PACE was utilised and considered to be the best option. Finally, I considered my options and contingencies. These included forcing entry with section 17 or waiting until they answered the door. Clearly due to a safety aspect, I could not just wait until the door was answered. The risk was too high and we would not be completing our duty as police officers. Following our entry into the property, it was immediately apparent to see that the victim was in dire need of police help due to her injuries. Utilising this power resulted in us to getting help to the victim as soon as possible. The decision made was ethical, necessary, and proportionate. As a result of forcing entry, damage was caused to the front door. However, this damage was outweighed by the risk of harm that was taking place inside. A further decision which was made in conjunction with the NDM was to speak to both parties separately. In South Wales Police, a policy is in place called ‘Positive Action’. It stipulates that both parties should be spoken to and that if a disclosure of any offence is made by a victim, even if they are not supporting police with prosecution, an arrest should be made. This separation in my incident, ensured procedures was considered and followed with, in line with the NDM. It ensured that the victim could discuss freely about the events of what had just taken place. The dread that victims of crime frequently experience is lessoned by distance from the incident’s offender (Ministry of Justice, 2012). However, one drawback which needs to be considered in this evaluation is the safety aspect of officers. The separation of both parties meant that my colleague was left in the company of someone who had commit a serious assault. However, this was counteracted by us making sure there was a means for us to see each other. I ensured that I could see my colleague through a small crack in the door that separated us. In the end, making this decision was extremely effective when dealing with the incident as best as possible. The final decision made was to arrest the subject. This was made between myself and my partner and was completely necessary in this incident. During this incident, I ensured that I documented any decision made on the log for the incident.

This incident was handled extremely positively in the end. According to the College of Policing (2013), the police's three primary responsibilities are to safeguard human life, stop crimes from happening, and bring criminals to justice. My handling of the situation assures that justice was served and that the victim's life was preserved. The National Decision Model was utilised to ensure this. A crucial component was the consideration of section 17 PACE and its use. It lowered dangers and made sure that everyone participating was safe. The criminal justice system will decide the consequence of the offender's activities after his arrest, which insured that justice was served. The cooperation that my colleague and I displayed was also a successful.

Overall, this incident overall was dealt with very effectively. The College of Policing (2013) states that the police have core duties which consist of protecting life, preventing the commission of offences and bring offenders to justice. My handling of the situation assures that the victim’s life was protected, and that justice was brought. The National Decision Model was utilised to ensure this. A crucial component was the utilisation of section 17 PACE. It ensured the safety of all those involved and reduced risks posed. The arrest of the offender ensured that justice was brought and left in the hands of the Criminal Justice System to decide on the consequences of his actions. The teamwork between myself and my colleague was also positive. Whilst at the incident, we ensured the safety of each other and kept our communication key.

However, one negative of this incident was the lack of preparation on my part and that of my colleague. We did not have the equipment on board necessary to force entry into the property. This resulted in a prolonged period in which we had to wait for this to arrive. The victim was still at danger whilst we did not have the resources to help. I am using this part of the situation as a learning experience. Whilst at an incident, I must make sure that I am constantly ready for any unforeseen scenarios. I’ll make sure I’m always well equipped. 
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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:

This essay will be evaluating theories of team dynamics as a way of developing cohesion between teams. I will consider why inter-personal conflict occurs between a team and the strategies that can be adopted to enhance performance. I will consider how team dynamics can result in failing to comply with the requirements of professional standards. 

The definition of ‘team’ given by Cambridge Dictionary (n.d.) is numerous people who work together to achieve a common goal. Each member who is part of this group will provide their own unique contribution. Over time, these individual contributions will develop dynamics within the team. According to Osborne (2023), team dynamics are formed by differences in behavioural relationships. This includes how they communicate and interact with each other. The benefits of a strong team dynamic must be examined to comprehend how team dynamics contribute to team cohesion. According to Kulakov (2022) having a positive team dynamic can result in open communication, alignment, conflict resolution and optimistic thinking. These are all constructed with the same goal in mind. Police officers, for example, have the same goal of protecting life, preserving order, preventing crimes and bringing offenders to justice (College of Policing, 2013).

There are five most regarded theories of team dynamics which are used to optimise team cohesion and success. These are: the Tuckman team model, the GRIP model, the Thomas-Kilmann conflict mode model, the Lencioni model and the DISC model (Last, n.d.). In 1965, Bruce Tuckman published a literature review-based article which focused on development. This was turned into a model to allow a simple understanding of team development. The Tuckman Model has eventually become the most widely recognised model of team development which is used by many organisations (Miller, 2003). There are five stages within this model which Tuckman stated are all necessary and inevitable for a team to grow and develop. These stages include forming, storming, norming, performing and adjourning.

The initial stage in this model is ‘forming’. During this stage individuals will establish relationships with leaders, organisational standards, and other people. It is the initial stage whereby individuals will evaluate their first impressions and create a friendship/colleague basis from there. The team will establish ground rules and evaluate the limits of acceptable interpersonal behaviours. 

The second stage is ‘storming’. During this stage, interpersonal conflict will begin. A lack of unity is founded around interpersonal issues. Tuckman (1965) stated that through expression of individuality and resisting group structure, hostility is created. The term ‘interpersonal conflict’ refers to disagreements between two or more people. This occurs as a natural outcome of human interaction. It can occur because of differences in personalities, values, and goals (Raypole, 2020). It can also occur due to diverse upbringings and cultural differences. Interpersonal conflict is likely to occur in a work setting due to dealing with frustration, stress and lack of communication (Risser, 2023). This can then lead to poor team performance. Within the police force, high levels of stress are present due to the nature of the calls we attend and the pressure of the role. Often, police officers will keep quiet about this stress level or how they have been affected by things they may have witnessed. It is known that police have a high rate of bad mental health due to not speaking out. A study in 2009 by Violanti et al. shows that one in four police officers have had thoughts of suicide. 

However, Risser (2023) states that interpersonal conflict is a natural part of human nature and is not always negative. When dealt with successfully, it can strengthen interpersonal ties and enhance team performance. However, if strategies are not adopted to enhance individual and team performance by dealing with the conflict, strong hatred can evolve, and the conflict is unhealthy. The following phase examines these strategies.

During the ‘norming’ stage, the team will develop cohesion. Members will be allowed to share their personal thoughts and tolerate one another’s differences. The earlier opposition to a formation of a group structure ceases and unity is created. Neuman and Wright (1999) assert that this stage is where the team will develop the most effective ways to work together. According to Floyd (2009), relationships are largely affected by the choices we make as individuals. As a result, it is important to ensure we are learning and choosing correct conflict resolution strategies. Six techniques can be used to successfully resolve interpersonal conflict. These consist of treating others respectfully, setting the appropriate tone during the conflict resolution process, assuring active listening, perspective talking, avoiding negative attribution and solving conflicts when they are small (Bao et al, 2016). With the use of these strategies, team cohesion will develop, and enhanced individual and team performance can be expected.


In the ‘performing’ stage, the team starts to effectively accomplish its goals. With hard work and structured processes, the team will perform to its full potential. Stein (n.d.) says that during this stage members of the group will take on various roles and become more fluid. Differences noted in the earlier stages will now be used as an advantage and enhance the team’s performance. 

The final stage is ‘adjourning’. Many teams reach this stage naturally but not all teams will reach this state altogether. This team has achieved its objective in this stage.

This model can somewhat be applied to my role as a response police officer. The ‘forming’ stage will occur frequently in policing. Every few months, several new starters join our team. After receiving training, they may remain on our team or move to another one. Relationships will develop between myself, and these individuals and first impressions will have a significant influence. Prior to their arrival, we are sent an introduction from them which allows us to develop an impression of them without even meeting them. This stage is frequently challenging for those who are new to the team. Teams like my own will forge strong bonds and unity, trying to then join this group after it has been established can be somewhat daunting and difficult. During the second stage, differences become more obvious. Although we have many things in common as police officers, each officer will have a preferred method of working. There are officers who prefer working with vulnerable individuals, those who like conflict and those who like to take a back seat on any work. A dynamic will be created because of this. This dynamic is then concluded in the ‘norming’ stage. Officers will learn how to deal with situations that don’t fit their chosen working style and function best as a team. To get the finest team dynamic and subsequently cohesion, everyone’s strengths will be leveraged. For the ‘performing’ stage, response teams will reach this almost every time we attend an incident. To achieve one objective, we all work together. Finally, the ‘adjourning’ stage will partly happen in a police environment. It is common for members of each team to be transferred or decide to work in another division. As a result, the team at the time comes to an end. The entire team, nevertheless, does not stop as a result and will carry on. Thus, it has not been completely adjourned.

It might be claimed that, when focusing on team relationships within a police force, this cohesion can lead to a failure to comply with professional standards. Inappropriate behaviour is frequently exhibited within these teams and has been observed in mine. Through the traumatic things police face as a team, a dark sense of humour is developed. Charman (2013) explains that this humour has the potential to unite or divide teams. Within the police force, there are rules surrounding the use of this humour. This include the context that the humour is permitted and an awareness of the inappropriateness of sharing this humour with general members of the public. However, these guidelines are frequently discarded, which results in a failure to adhere to professional standards. For instance, jokes about race may be made, which would violate the polices obligations to uphold equality and diversity. The Professional Standards Department provides the standards which are expected. The first is honestly and integrity. Police must have honesty and integrity. They must not compromise their position. The second is authority, respect, and courtesy. Police must respect all members with respect and not abuse their power of authority.  Equality and diversity are another standard. Police officers must not discriminate and act in fairness. Police must only use force that is necessary and proportionate. Another standard is orders and instruction which must always be lawful. Finally, confidentiality and fitness for duty which means they must treat any information with respect and disclose it in line with procedure (Home Office, 2020). These standards are explained further in the Code of Ethics which encourages personal responsibility and the use of professional judgement (College of Policing, n.d.). It highlights that the police must refrain from acting in a way that tarnishes the reputation of the force or the level of public trust. This includes on and off duty. Therefore, an onus is put on colleagues to report, challenge, or act any bad conduct which is below the expected standards. (Home Office, 2020). Despite this onus, team dynamics can result in a failure to report others. This can be due to fear of team exclusion, cultural pressures or simply ignoring it due to the relationship between those who have broken it.

In conclusion, the Tuckman Model is a successful model for understanding how to establish a strong team cohesion despite the fact that there are many models for understanding team dynamics. It describes the distinct steps teams must take to form a cohesive one. This can be utilised to provide direction to people in positions of power, such Sergeants, and is evident across response policing units. To foster this cohesiveness and improve team performance, emphasis must be given to individuals. Respect must be shown for each team member's individuality, which can be used to strengthen the group as a whole. However, methods must be used early when an interpersonal conflict begins. People in the workplace must be sure to notify others when colleagues when they start to violate professional norms.
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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:

During this essay, I will be explaining how information and intelligence can be used to prevent further criminal activity by effective policing of the roads. I will be outlining how ANPR can be used as a resource to disrupt criminal activity. 

College of Policing (n.d.) refers to information as knowledge which has been obtained, recorded, or processed for a policing purpose. Anyone can be the source of this, including members of the public and neighbourhood watch organisations. The National Crime Agency (n.d.) expands upon this and says that intelligence is information that has undergone specific analysis. It originates from people such as general members of the public and police officers. However, it also can originate from Covert Human Intelligence Sources (CHIS). After being evaluated for relevance and dependability, it is assigned to one of three groups. These categories are:

1. Strategic intelligence
2. Tactical intelligence
3. Operation intelligence

Strategic intelligence allows police to identify where the greatest threats are and therefore where officers should be deployed. Tactical intelligence alerts police to emerging threats being used by serious organised crime groups. For instance, the routes that they may take. Operational intelligence refers to the operations of known organised crime groups which allows us to successfully stop their activity. Serious organised crime is criminal activity that is planned, co-ordinated and is committed by those who work individually or in groups (Winchester, 2020).

Specific officers within police forces known as Local Intelligence Officers (LIOs) are responsible for assessing the significance of the intelligence and then disseminating it where possible. Specific to organised crime groups, intelligence may be shared locally, regionally, nationally and to any pertinent partner agencies such as Border Force. Where the intelligence not only affects local areas and does affect further countries, BUT INTERPOL is ALSO utilised. This is the International Criminal Policing Organisation. They generate intelligence reports for crime units and for member countries. This aids national law enforcement agencies and policy, and decision-makers deal more effectively with uncertainty in the policing environment, prepare for new security challenges, and establish investigative and programmatic priorities (INTERPOL, n.d.). The dissemination of intelligence depends on which group it is graded in and the LIOs will assist. This is either lawful sharing permitted, or lawful sharing permitted with condition. Each dissemination of intelligence is ensured by the LIO that it complies with the Human Rights Act 1998 (Mello, 1999). These officers help to create an interactive web of intelligence which assists the rest of the police in identifying and addressing crime, whilst utilising an intelligence-led policing model (Telep et al., 2018). Ratcliffe (2016) explains that intelligence-led policing focuses on analysis and utilisation of intelligence to achieve a reduction in crime. Through strategic and tactical management this reduction is made. It also results in a disruption and prevention in crime through correct deployment and enforcement. 

Focusing on organised crime, Levi (1998) states that it occurs when two or more people work together to break the law on a continuing basis. This is done to acquire power, and/or profit. The individuals will use violence or other means of intimidation, politics and media to commit their crimes. One vital tool used in the criminal activity of organised crime groups is the roads throughout the UK. These organisations will use specific routes to conduct their activities such as drug trafficking and firearms trafficking and will do their very best to evade police. This includes using rural routes to transport items from cities to small towns. To stop the criminal conduct occurring, effective road policing is essential, including the use of information and intelligence.

For police to effectively police all road networks and disrupt prevalent criminal activity, collaboration work including with LIO’s is essential. Her Majesty’s Inspectorate of Constabulary and Fire and Rescue Services (2020) states that the police and volunteers have a vital part to play in ensuring that UK road networks operative efficiently and safely. Specific roads policing has come from a designated department known as ‘traffic officers’ within police forces. These officers have been developed to focus on enforcement of traffic laws, dealing with collisions and the use of roads policing resources to target criminals using the roads for their criminal purpose. Roads policing also have an obligation to provide a tactical response to vehicles that fail to stop and search individuals and vehicles which informs intelligence gathering. According to Corbett (2003), offending on the roads tends not to be viewed as ‘real’ crime, an attitude which is evident amongst drivers. Roads policing therefore is essential in changing this attitude amongst criminals and ensuring that the law is abided to.

Section 163 of the Road Traffic Act (RTA) 1988 is a crucial piece of legislation that is applied when policing the roads. This legislation gives authorisation to officers in uniform to stop any vehicle which is being driven on the road and ask them to account for their actions. They will also be requested to provide their name, address, date of birth and driver’s license (Gould, 2021). If an officer has reason to suspect something, the legislation can be utilised to search the inside of the vehicle. This legislation can be used in conjunction with intelligence. Firstly, it can be used to record new intelligence if there are things found in the vehicle such as drugs. Secondly, it can be used to form grounds as a stop and search along with the officer’s initial suspicion. 

The National Police Chiefs’ Councils (NPCC) has developed a roads policing strategy for 2022-2025 which is built for four pillars of activity. These four pillars are “preventing harm and saving lives, tackling crime, driving technology and innovation and changing minds”. In terms of tackling crime, this strategy sets out ways that police can make the roads more hostile for those who are abusing it for criminal activity. These ways are by using resources available - technology such as ANPR and intelligence. In 2022, Chief Constable Alan Pughsley, chair of NPCC Crime Operations Coordination Committee, stated that “Criminals use the road network to facilitate the planning and commission of their crimes. They do not recognise force borders. We must continue to deter and disrupt criminality on our roads”. Similarly, Jo Shiner (2022), NPCC Chair, stated that “By targeting those causing the most harm on our roads, there will be opportunities to enable the detection and prosecution of the most serious crime”.

One vital tool in disrupting prevalent criminal activity which is mentioned in the NPCCs strategy is ANPR. ANPR is known as Automatic Number Plate Recognition. According to Police.uk (n.d.) ANPR is a vital tool in policing the roads since it allows police to detect, deter and disrupt criminal activity at a national level. As a vehicle passes an ANPR camera, it will record the vehicle index. Following that, it is compared to police data bases, including any pertinent intelligence. This then allows police to stop vehicles wherever necessary, including those who are uninsured. The advantages of ANPR includes its ability to scan vehicles index’s up to the speed of 130mph whilst also certain cameras having the capability to take images of the vehicle and occupants. A police officer would not be able to acquire the index of a vehicle going that speed unless a specific traffic officer. The index is can then be reviewed on police systems which includes any pertinent intelligence there is on the vehicle. These images make it possible for casefiles to be built where criminal activity has taken place with evidential quality images (WCCTV, n.d.). ANPR also allows police to build a picture of large-scale criminal activity included in OGC’s. Routes which are used and vehicles which are involved can be located and collated with relevant intelligence. According to Jasmine (2021), there are approximately 11,000 ANPR cameras across the UK. ANPR cameras are equipped on major roads such as motorways and A roads. Some cameras are also affixed to certain police vehicles. The location of these is not divulged however to the public due to a national policy. If this information was disclosed, criminals would have an advantage when evading police and they would use alternative roads. 

However, although ANPR is a vital tool in disrupting crime, there some limitations. Kirby and Turner (2007) explain that at times, ANPR may be unable to read a number plate meaning that the information this may provide in relation to criminal activity will be missed. This could be down to non-regulatory plates being used such as 3D gel plates. A second limitation is that ANPR provides the police with information relating to a vehicle’s movements only. This is not to be assumed as movements of a certain individual. However, other intelligence can be utilised in conjunction with ANPR for this. A further limitation is that OCGs are often aware of the locations, although it is not disclosed by police. As the cameras are visible on roads, OGCs will avoid these routes and often use rural routes as previously mentioned. They will also use evasive techniques when having to drive past ANPR such as false plates and cars that have been hired. 

To conclude, information and intelligence is vital when disrupting prevalent criminal activity by policing the roads. The National Crime Agency (n.d.) acknowledges that an accurate intelligence picture allows police to prioritise action against the greatest threats and deliver the maximum disruptive impact on organised crime. Through collaborative work between information, intelligence and roads policing prevalent criminal activity can successfully be targeted. 

ANPR is an important investigative tool when disrupting criminal activity. It should be considered in every investigation as it can help when no specific information is known about the target vehicle(s). When considered with intelligence, it can help enhance it can support lines of enquiry and the direction of investigations (College of Policing, 2013). The visibility of ANPR cameras alone works as a deterrent against criminal activity on the roads. It allows police to browse the data which is collected and check for suspicious vehicles or those who were involved in crimes, or even provide an alibi. (Total Parking, 2021). 
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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 
 
In terms of knowledge, one area is casefiles. Throughout my career so far, I have had little experience creating these.
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 




10
	Low 
1-4 
	Med 
5-7




5 
	High 
8-10





	 

I believe that I need development in my casefile building. This is an important aspect of policing as a successful casefile allows offender of crime to be persecuted correctly. It allows us to provide the best type of service to victims. It is key between us and the CPS in their understanding and charging decision of the incident. 

This development will be tracked over 12 months (April 2024). This is due to casefiles not being dealt with daily therefore a timely goal date is needed. I believe that this goal is realistic. I will be aware of when this goal has been reached when I feel completely confident in creating all different types of casefiles, on my own.

I will achieve this goal through completely more casefiles on shift, therefore giving myself more experience. On my shift, casefiles are often completed by a certain officer however this is limiting development. Going forward, I will be completing my own casefiles. I will also try and assist further officers on my shift when they are completing case files, I have not done such as full GAP files. My development will also be achieved through when I do my attachment in the Pre-charge HUB. During this attachment, I will be able to familiarise myself with casefiles as they will be dealt with multiple times a day. 

To ensure my development, I will be doing weekly check ins on how I have progressed. I will utilise time to look at successful casefiles and casefiles document if further development is needed.


	SKILLS 
 
 

Stop and searches is a skill that I feel I could develop on as I have completed these only a handful of times.
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


8
	Low 
1-4 
	Med 
5-7 


5
	High 
8-10 
	 



I feel that development in my skill of stop and search would be beneficial. Stop and search relates to individuals and to vehicle. Searches can also include properties. Searches are vital part of policing due to evidence possibly being on that person, or in the vehicle/property.

A realistic time frame to complete this goal is 6 months (October 2023).

In order to develop this area, I will make sure that when possible, I am taking the opportunity to search. I will make sure that I am fully knowledgeable on the legislation needed and also what needs to be said prior to a stop and search of an individual. I will ensure that my knowledge of the acronym GOWISELY is as good as it can be. 

	EXPERIENCE 
 



One area that I need to gain more experience in is traffic related matters. 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10



8
	Low 
1-4 



4
	Med 
5-7 
	High 
8-10 
	 




I would like to experience dealing with more traffic related matters. This is important due to a large majority of criminal activity taking place on the roads. If not committed on the roads, often those who are offenders will then get in a vehicle following the offence. 

I am setting myself a goal of three months (July 2024) to develop in this area. I will judge the completion on this as when I feel competent to deal with traffic matters solo crewed. I believe that three months is sufficient as plenty of traffic can be completed in that time. 

To achieve my goal, I will do lots of proactive policing. When possible, I will search and target any traffic offences I see on the roads. The more times I deal with traffic – issue TORs, breathalyse and arrest where possible, I will become confident to deal with it. I will also utilise Geraint on my shift who has a love for traffic. He will be able to aid my development with his knowledge. 

To ensure I am developing to the full extent; I will set myself a plan for each set. For example, issue two TORS (if possible).
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