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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:

Brown (1995) states that “An organisational culture may be described as a set of norms, beliefs, principles and ways of behaving that give each organisation a distinctive character.” This is especially true within policing. This essay will explore the impact that organisational culture within South Wales Police has had on my own wellbeing and resilience. These include the need to conform to colleague behaviour, the pressures of performance statistics and the impact that policing culture has on social aspects outside of the workplace. I will discuss the coping strategies I have utilised to help me deal with organisational culture since achieving my independent patrol status. These strategies include socialisation with colleagues, organisation within the workplace and reassurance in my own decisions. To assist, I will use the Borton (1970) model of reflection throughout. 

I have recently transitioned from the training portion of my career, and I have achieved independent patrol status (IPS). Police Now (2021) define IPS as when the officer has successfully completed their training and has shown that they have the knowledge, skills, and experience to operate as an independent officer. During this transition, I have observed how organisational culture has impacted on my wellbeing and resilience. For example, I now feel more pressure from management to produce results which reflect positively in performance statistics. Moreover, I felt a need to adapt to sub-cultures within the organisation. 

As I gain more independence within my role, I now am expected to improve my performance. Loveday (2000) highlights that performance within policing is measured using a ‘business index’ tool which translates each officer’s behaviours and results into statistics. The author further notes that police forces are now subject to a range of measurements of efficiency and scrutiny. This allows for supervisors to compare and contrast how each officer is performing within different sectors of policing. Organisational culture within South Wales Police puts performance statistics at the forefront of policing. This has impacted on my wellbeing and resilience as I now feel pressure to produce the highest results possible. However, this challenge is even greater considering the demand and pressure that is placed on officers. Resources are falling and demand is increasing within policing (Public Sector Executive, 2017). One example of this is the time in which it takes for an officer to contact victims of their cases. In line with the victim codes, it is expected that a victim of a crime or incident is updated and informed of the investigation within 5 working days from the day the report is made (College of Policing, 2021). Despite this, due to a high workload and emergency calls I often find it difficult to contact victims in an efficient manner. This has negatively impacted on my wellbeing and resilience as this acts as a stressor which increases my stress levels as I feel pressure to achieve good statistics and victim satisfaction. To improve this, I have found that organisation and prioritisation improves my performance levels and aids in reducing stress. I have developed my own routine when beginning work. I prioritise victim contact and aim to contact them within the first working hour of my shift. This is especially important on shifts within social hours where victims are contactable. Sexton (2016) highlights the importance of organisation within the workplace. The author notes that the more organised the employee the better the workplace efficiency and job satisfaction. 

Policing is an organisation made up of ranks and hierarchies denoted by length of service (College of Policing, 2022). Further, policing has a strong organisational culture of looking to supervisors and those with a greater length of service for leadership, decision making and guidance (College of Policing, 2022). Conforming to this aspect of organisational culture brings risks. Burger (2022) states that we often change our behaviour to match the behaviour of the people around us, due to concern to what other people will think about us which is known as ‘blind obedience’. I recall an incident whereby I attended an emergency call and looked to a more experienced colleague for guidance. I noted that their body-worn video was not activated and therefore, I emulated their behaviour and did not activate my device. Despite this, I felt conflicted as I recalled from previous training that this is an incident where body-worn video should be activated. This decision conflicted with the ‘orders and instructions’ aspect of the code of ethics outlined in the standards of professional behaviour, which officers are to abide (College of Policing, 2021). This impacted my wellbeing and resilience as the conflict between what I had been taught and what I was observing from my colleagues had an adverse effect on my stress levels. Upon reflection, I later realised that the use of my body-worn video was necessary. I realised that I am accountable for my own actions and that I should allow my instincts to guide me rather than succumb to the pressure to conform. 

One way that organisational culture has affected my well-being as well as my resilience is the divide between police officers and the general population. Since joining the police I have lost close friends due to their criminal pasts and the conflict of interest that being a police officer possesses. I have had to stop socialising with certain friends I used to associate with before joining the police. I have also had to remove them off all my social media accounts, as well as notifying my supervisor of these past relations. If I was not to do this then it would conflict with the code of ethics, specifically honesty and integrity, and would breach the notifiable associations policy (Merseyside Police, 2021). Moreover, I have felt obliged to hide my occupation from persons outside my close friends and family, due to the recent stigma that police have received in the press and on social media. Therefore, when I meet new people and they ask me what I do for a living I feel anxious to tell them the truth and automatically feel like that person then has a preconceived idea of myself. This in turn has had a negative impact on my wellbeing, as it has caused my lifestyle to become more private and introverted. 


One coping strategy I used to combat this was to meet up outside of work with work colleagues to talk and reflect on the impact of policing on my social life. This improved my resilience as it was a positive way to share my concerns with someone else who could understand and relate to the issues I was experiencing as they were likely to have experienced this also. Herrman, Stewart, Diaz-Granados, Berger, Jackson and Yuen (2011) state that resilience is understood as positive adaption or the ability to maintain mental health, despite experiencing adversity. Giao and Tushar (2020) revealed in a study that social support positively impacted on job-related behaviours such as job satisfaction and job performance. 

In conclusion, organisational culture within my workplace has had both a positive and adverse effect on my wellbeing and resilience. The pressure to conform with colleagues in a rank-based profession is evident in my own experiences attending emergency calls. I believe my experience and reflecting upon these incidents has allowed me to improve my resilience by reinforcing confidence in my own decisions. It has highlighted the need to be accountable for my own actions and to evaluate the actions of others. Moreover, the pressure within the South Wales Police culture to hit certain targets has impacted on my wellbeing. I have adapted to these stressors by becoming more organised and efficient which has then in turn improved my wellbeing and resilience. I have recognised the impact that organisational culture has outside the workplace and the impact that this has had on my social life. I note that this is a sacrifice made when entering employment as a police officer. However, I also recognise that the social connections made within this organisation can also assist in overcoming the adverse effects of cutting social ties. Moving forward, I will ensure that I utilise these strategies to improve and maintain my wellbeing and resilience and my career progresses. 
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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:

A key responsibility as a police officer is to conduct dynamic risk assessments to assess threat, risk and harm to ensure the appropriate safeguarding and public protection has been put in place for the victim. In this essay I will reflect on how I dealt with a domestic related incident. I will reflect on the cultural, ethnicity and language obstacles that I faced. Additionally, I will critically evaluate my decision making throughout the process from a National Decision Model (NDM) perspective. Throughout, I will use the Gibbs (1988) reflective cycle to reflect upon my decisions and outline ways to improve my response to public protection. 

In February 2022, I attended an emergency response call with my colleague. It was a third-party report of an ongoing domestic incident. The report stated that they could hear a female screaming from the flat below and that they could hear loud thumps. En route to the call, I used the NDM by gathering information and intelligence on the victim and the subject by conducting the relevant checks on our police national database. The NDM was introduced in 2012 and is now used by most police forces and departments. The NDM has six key steps that revolve around the code of ethics and provides officers with a policy basis and an ethical foundation for taking action, or for deciding not to act (Blackstones, 2021).

The checks came back that the male was a serial domestic violence perpetrator against the female, which heightened the potential threat risk and harm towards the female. By doing these checks prior to attendance, it allowed my colleague and I to start our dynamic risk assessment of the situation and the people involved. Although specialist officers provide a comprehensive risk assessment at a later stage, the immediate safeguarding is the responsibility of the officers first on scene (Justice Inspectorates, 2019). The report also details that an inconsistency in the initial response of officers meant that victims were not receiving equal support. Reflecting upon this, I now understand the importance of consistent risk assessments. To ensure I do this I will regularly reflect on incidents with colleagues to ensure we have applied conflict management tools such as the NDM effectively and in the right order, by regularly doing this it will make it an instinctive action. 

On attendance my colleague and I separated both parties. I spoke to the female whilst my colleague stayed with the male. On speaking with the female, she was very emotional and was clearly frightened. She was also reluctant to provide me with details of the incident. The female appeared hard of hearing and had a speech impediment. Therefore, I was conscious of adapting the way I communicated. However, I was also mindful that the perpetrator was currently in the adjacent room. To overcome this, I utilised my mobile device to allow the female to type what had happened. I believe this was effective as it ensured the victim was able to communicate their wants and needs clearly. The female was insistent that this was a verbal argument only. I deemed this as a high-risk domestic violence case due to the manner in which the female was presenting. 

A further issue I faced was that I had to recognise and adapt my behaviour to try and get a positive outcome. I then used tactical communication skills by softening my voice and reassuring the female that the police could put the necessary protection and support in place that she needed. The College of Policing (2020) states that using these verbal communication methods are an effective way of communicating with people with physical or mental difficulties, or with people that have experienced trauma. It later came to light that the female stated that she was too scared to talk with her partner in such close proximity. From past experiences I have found that victims find difficulties in speaking out from abuse as there are sometimes emotional blocks or barriers, particularly following extensive abuse. Reluctance to disclose can be due to fear of repercussions, shame, or for some they may think that it is part of a normal relationship. The British Crime Survey found that 4 in 5 victims of domestic abuse do not tell the police, with 45% not disclosing to police as it was too trivial and 8% feared further injury or violence (Citizens Advice, 2015).

I believe I could have obtained a better and quicker disclosure from the victim if I had made the decision to remove the male from the property or take the female away from the property. In turn, the female would have more reassurance that the male could not hear the conversation.

Considering my powers and policies, South Wales Police emphasise the importance of safeguarding within domestic incidents (Justice Inspectorates, 2019). I initially made the decision to convey the male to a hotel as he did not have another address to go to and no offences had been disclosed. By doing this, when the male left the property, the victim eventually disclosed that the male had assaulted her. I then made the decision to arrest the male for domestic related assault under section 39 of the Criminal Justice Act 1988. Reflecting upon this, I believe this was the most appropriate option because by initially removing the male from the property it gave the female time to think and be reassured knowing the male was no longer in the vicinity. This in turn, I believe ultimately led the female to disclosing that she had in fact been assaulted which allowed us to take positive action against the male and safeguard the victim further.

Following the male’s arrest, I then considered whether the use of force was necessary. I then considered my power to use reasonable force under section 117 of the Police and Criminal Evidence Act 1984. I felt it was necessary to handcuff the male due to his agitated demeanour. Moreover, due to the nature of injuries and the offence, I suspected that the male may become violent. However, I felt conflicted as the male pleaded with me not to handcuff him due to the stigma he believed he would face, as he claimed to know many people in the area. He said that by me handcuffing him and placing him in the back of a police van it would bring him shame. To overcome this, I put a coat over his back to hide the handcuffs and let him enter the van through the side door, but then put him in the cage through the internal door in the back of the van. I believe this was an ethical decision which struck a balance between respecting the wishes of the subject and safeguarding all parties involved. I complied with the code of ethics, in particular authority respect and courtesy, as this ethic relates to treating members of the public with respect and courtesy (College of Policing, 2014). Reflecting on this, I believe it was a positive decision as I safeguarded myself and all other parties, prevented the suspect in escaping and preserved evidence by handcuffing. As well as maintaining the male to keep his dignity and reputation by acting in a courteous manner by making the arrest discreet. 


During this incident I found that my colleagues and I were all committed. This meant that no other officers were available to take an account from the victim. I then made the decision that as soon as we booked the suspect in to custody, I went straight back to the victim’s house to obtain a statement. By this point it was early hours of the morning however, I felt it necessary to do this as the ‘golden hour’ enquiries are crucial once an investigation has started to obtain the best evidence possible. I thought if I were to leave this until the morning, then the victim would either be less willing to give a statement, or she might not remember key details. When positive action is used in the period immediately after a crime, this minimises the amount of material that could be lost and maximises the chance of securing material that will be admissible in court (College of Policing, 2013). Reflecting upon this, I believe I made the right decision at the time as the victim gave a positive statement. However, I feel there could have been some benefits by waiting until the morning to take the statement. For example, I took the statement in the early hours of the morning when the victim was tired and had already experienced trauma. It may have been beneficial to obtain the statement the following day as the victim may have consolidated her memory. However, I believe that had the victim remembered further details the following day this could have been taken in an additional statement. 

In conclusion, I learnt a lot from this incident as there were things that went well but also things that I could have done better. The victim was safeguarded and positive action was taken against the subject, which effectively is what the goal is in every domestic incident. However, the way in which I came to those decisions could have been more efficient and effective, minimising the further risk of harm and trauma for the victim. If I had removed the male from the property quicker, I believe this would have saved the victim further mental stress and allowed her to disclose what had happened quicker, which in turn would have led to the male being arrested quicker. This is something I have learnt as a result of reflecting on the incident and by doing research during this essay, which I will now consider when I attend a similar incident in the future. Going forward, I will aim to consider these reflections and apply any feedback positively to future incidents to improve the service and safeguarding received by victims.
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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:

Team dynamics represents the way in which team members behave and the psychological processes of individual. The objective of this essay is to critically evaluate different theories relating to team dynamics and whether they can effectively be used to improve team cohesion. The essay will also outline why inter-personal conflict can occur in teams and if there are any strategies to overcome this. Finally, the essay consider how team dynamics in the police service can sometimes be the cause or a factor when behaviour can fall short of professional standards.

Daft and Marcic (2009) state that “cohesiveness is the extent to which members of the team stick together and remain united in pursuit of a shared goal.” Therefore, a cohesive team would mean that along with working together to produce results and achieve goals, they would also be open about their differences and actively attempt to solve their issues. Following group tasks emerges different attitudes and motivation that influence how team members feel about one another (Bell, Brown, Colaneri & Outland, 2018).

[bookmark: _Hlk104291978]There will occasionally be conflict between team members or between those members and their supervisors, which without intervention may lead to poor performance and a lack of trust between colleagues. Weingart, Behfar, Bendersky, Todorova & Jehn state in (2015) that there are many things that can cause conflict in a team such as relationship conflict and task conflict. The authors state that task conflict can be disagreements following particular tasks and projects, whereas relationship conflict is disagreements with personal values and beliefs. The authors in this article agree that when relationship and task conflict is present then this will negatively affect a team’s cohesion. Although authors did also state that task conflict may sometimes have a positive impact on a team depending on what the situation was. In a policing context, these psychological processes would follow incidents to which decisions were made that members of the team may have or may not have agreed with, affecting team dynamics.
According to Gersick (1989), by successfully managing conflict teams develop cohesion and forges a stronger team identity. 

Inter team conflict can often take place as teams are going through the developmental stage, the stages of group development were identified by Bruce Tuckman in (1965) as Forming, Storming, Norming and Performing. 

The first stage of Tuckman’s model ‘Forming’ relates to ‘testing and dependence’. This is the bringing together a newly formed group. It is where ground rules are established along with boundaries for personal values and task behaviours. This is also where employees will establish relationships with leaders, organisational structures and each other (Bonebright, 2010). This stage is where a group would have the least cohesion.


The second stage is ‘Storming’. In this stage team members will start to push against interpersonal or task related boundaries. This can cause friction between colleagues and conflict may arise, as true characters will be evident. Team members may challenge management decisions and there may be disputes over role and responsibilities. This may lead to confrontation and divisions within the team. In this stage, the team is less concerned about task-based goals and productivity and more concerned about the social structure of the team as well as self-change (Tuckman, 1965). 


The team will then gradually move in to the ‘Norming’ stage. This is where people will start to resolve their differences, appreciate one another’s qualities and respect authoritative positions. Tuckman (1965) stated that in this stage the group will become more of an entity, and members will feel a sense of belonging where task conflicts will be avoided to ensure peace is kept. As a result of this the team will be less focused on their social differences as a team and will make the task at hand a priority. This will in turn undoubtedly increase productivity, as well as a stronger commitment to the teams’ goals.

The fourth stage of the model is where the group is ‘Performing’, this is where roles are fluid and functional. The group’s strengths around problem solving increases, as each member play key roles within task related activities. Differences among members are appreciated and are used to enhance team performance. At this stage this is where a team will see their highest increase in productivity and progress by hitting targets and achieving goals. This may highlight the competitive members of the team who become fixated on achieving goals, due to this, individual achievements will be recognised by team leaders. 

The fifth and final stage of the model is known as Adjourning. In this stage, this is where a team will have reached the peak of their success or have come to an end of a particular task, introducing either a plateau or a decline in performance. Team members who have formed close relationships with colleagues or like routine may find this stage of the model difficult. This is where leaders would have to step in to keep the momentum within the team going, as well as approaching individuals in the team and checking on their welfare. Team leaders may have to come up with innovative ways to keep the team invested in achieving the next task at hand. 


On evaluation of Tuckman’s model, it is evident that given the right circumstances, it could be an effective tool to utilise, when a team or supervisor is looking to improve cohesion. However, the model would mainly only be effective for new companies or new teams, and does not take in to account already established teams that would need to improve cohesion. In South Wales Police for example, front line response teams have been long established and only ever add new members to teams, the organisation rarely creates new teams within response. This would mean that certain stages of Tuckman’s model would be ineffective such as, ‘Forming’. On the contrary, Tuckman does outline similarities that would be found in most teams and general aspects of the model could be used when looking at improving cohesion.

However, like all teams the police can be subject to interpersonal conflict between team members and supervisors, which can have profound effects on individuals mental and emotional health as well as effecting the service the police provide to the public. Research has shown that the effects of stress can impair how an officer performs their duties. “When this happens the efficiency and effectiveness of the level of service given to the community is lacking in several ways”, the officer can become ‘calloused’ or aggressive (Peters, 2000). 

Interpersonal conflict at work is defined as a negative interpersonal encounter characterized by a contentious exchange, hostility or aggression. This can be one individual incident or a series of incidents, which may range from minor disagreements between colleagues, to physical acts between others, (Spector & Jex, 1998). The Stress Incident Report (SIR), a method used by Keenan and Newton (1985) to collect stressful incidents that occur at work, show that seventy-four percent of reported incidents were caused by colleagues, social interactions with superiors or subordinates. Research has shown that interpersonal conflicts at work are associated with employee’s frustration, anger, emotional exhaustion, job burn out and depression (Liu, Nauta, Li & Fan, 2012). If early intervention is not implemented with resolving the conflict by leaders, then teams will find themselves not being able to progress from the ‘Storming’ stage of Tuckman’s model. 

One conflict resolution model that leaders can use is CUDSA, the CUDSA framework is a collaborative approach. It encourages all parties to understand the root cause of the issue and be constructive with overcoming the problem (GMCVO, 2015). The C stands for confronting the conflict, acknowledging there is conflict and that you want to resolve it. U is to understand each other’s position and listening actively to the other person to clarify positions and diffuse emotions. D stands for defining the problem, ensuring that both parties realise they will need to compromise and make changes. S is for seeking alternative solutions, mutually looking for other resolutions. Finally, A is to agree upon what has been decided and implement the best solution. 

NHS (2020) outline the CUDSA model in their conflict management training workbook for employees to use, and states on their website that the CUDSA model is the most appropriate for formal conflict management. This suggests, the efficiency of this tool has been recognised and employed by established organisations such as the NHS. However, it does state that the tool would be most appropriate for ‘formal’ conflict management so would therefore, be less effective if individual characteristics meant that one of the parties involved wouldn’t be receptive to the model. Thus, the need for a mediating third party may be most effective in these circumstances to ensure individual and team performance is not affected by the conflict. 

Along with ensuring team conflict does not affect the level of service the public receive from the police, officers also must ensure that their behaviour does not fall short of professional standards. When a team is going through Tuckman’s model, especially the Storming stage, conflict will arise which will in turn effect the team’s dynamics. This may then induce behaviour that falls short of the Code of Ethics, this is where the professional standards department (PSD) may have to investigate the events that have took place. For example, the more experienced members of the team might influence the younger members of the team through conforming to organisational culture. They may convince the younger members in the team that operational policing is different to training, consequently promoting unacceptable behaviours. 

On 31st December 2021, an investigation by PSD was commenced against two officers of Dyfed Powys Police, who had breached professional standards as they were caught on camera drag racing two marked police vehicles (BBC website, 2022). This is an example of poor team dynamics and how damaging peer pressure can be within a team. 

This essay has critically evaluated theories and models that have been developed to resolve conflict and improve team cohesion. It has demonstrated that teams can benefit from utilising these strategies if members show willingness to better themselves and their team. However, through evaluation of these strategies, it is evident that not every team or individual can use these models successfully due to factors such as organisational structure, circumstances and individual compliance. 

The essay has also considered that when team dynamics are ominous in the police, issues arise such as failure to comply with professional standards. 
Through utilising group development and prevention models, this can ensure that the police can work together productively. Which in turn, will allow the police to provide the public with a service that is positive and effective.
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

	
[bookmark: _Hlk107672438]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:

This essay will explain in depth how information and intelligence can be used to prevent and disrupt serious and organised crime, by effective use of policing the roads. The essay will also consider to what extent Automatic Number Plate Recognition (ANPR) is used as a tool to disrupt criminal activity.


Information and Intelligence gathered by police is crucial part of an officer’s role, when integrating within the community and playing an important role in disrupting and preventing crime. When an officer gathers information, it must be proportionate and necessary in line with the management of police information (MOPI) and comply with the codes of practice set out in 2005 (College of Policing, 2022). Intelligence is information that has undergone an evaluation process to assess its reliability, it is then graded using the 3x5x2 aspect of the National Intelligence Model (NIM). Using the 3x5x2 grading system assures uniformity to all pieces of intelligence, this allows officers to act on the information they are given and grade it accordingly using the system. The reliability of the source and intelligence is evaluated. The submitter then decides whether the intelligence can be disseminated to partner agencies in order to protect life or property, preserve order, prevent offences, assist in bringing offenders to justice or linked to any duty or responsibility arising from common or statute law (NAFN Data and Intelligence Services, 2020). Regarding the roads policing department, they will be at more of an advantageous position to gather intelligence and disrupt criminality, compared to response policing. This is because, aside from response policing answering a higher volume of calls than traffic officers, South Wales Police (2022) state they have specialist roads policing teams. These teams’ main objectives are to patrol South Wales’ roads day and night, to prevent or detect offences and to deny organised criminals’ use of the road network. 

The College of Policing (2013) state that there is a link between offences committed on the roads and other forms of criminal activity. It further states that 79% of disqualified drivers also had criminal records, which included ‘risky’ traffic behaviour and violent crime. The report also states that the blatant disregard for the road laws by these drivers can be indicators of more serious criminality such as, organised crime, drug trafficking, child exploitation, human trafficking and county lines. This suggests that if officers were proactive and effective when policing the roads, then what may seem like a minor offence such as disqualified driving could lead to more serious offences. This could also lead to the submission of useful intelligence that can then be disseminated to the relevant agencies. For example, Messabarger (2017) states that from January 1, 2015, to September 30, 2016, police in the Midwest, USA stopped 39 vehicles on major highways. Of the 37 vehicles stopped, 27 of these vehicles were later charged with possession of cannabis. Another risk that comes from these drivers potentially being involved in more serious crimes is that the driver would more than likely fail to stop when instructed to by officers. Therefore, then roads policing officers are highly trained in high-speed pursuits and tactical manoeuvres (College of Policing, 2019).

The Crown Prosecution Service (2013) organised crime strategy report, defines organised crime as planned and coordinated criminal behaviour conducting by people working together, their motivation is more often than not financial gain. In December 2013 it was estimated that there were 36,000 organised criminals in 5,300 groups affecting the UK. Organised crime in the UK represents a significant threat to our national security, it costs in excess of £24 billion each year, it threatens our borders and has a profound damaging effect on our communities. The Crown Prosecution Service (2013) also recognise that these organised groups are particularly interested in, drug trafficking, firearms trafficking, child sexual exploitation, money laundering and human trafficking, in order to grow their corrosive organisations. The Home Secretary (2018) recognises the scale of the problem set out in his organised crime strategy report. He states that serious and organised crime is the “most deadly national security threat faced by the UK”. He further states that since the previous strategy set out in 2013, the UK has made significant process in creating powers, partnerships and law enforcement structures that play a vital part in disrupting these organisations. The report further states that, the law enforcement community and the National Crime Agency (NCA) have played a vital role in disrupting these organisations and their threats. This is reiterated in a report by the National Crime Agency (2022), which states that tackling serious and organised crime in partnership with the police is a top priority for them. The NCA and the police will carry out intelligence-led investigations into serious and organised crime groups. An example of an ongoing operation is Operation Stovewood, which is an investigation into the child sexual exploitation and abuse in Rotherham, South, between 1997 and 2013. 

Northumbria police are one among many forces who have taken the initiative to develop an ongoing operation into the fight against organised crime by utilising roads policing legislation. From January-May 2020, a total of 200 vehicles were seized and of that 200, 30 suspects were arrested and suspected to have links to organised crime. This has come from officers using intelligence to target suspected drug dealers and their vehicles (Northumbria Police 2020). 

This suggests that information and intelligence gathered by operational officers can be instrumental with disrupting the organised criminality of these gangs. It also suggests that the intelligence that is disseminated to partner agencies such as the NCA, can trigger further disruption strategies nationwide. 

The National Crime Agency (2022) state “Intelligence is at the heart of everything we do. An accurate intelligence picture allows us to effectively prioritise action against the greatest threats and deliver the maximum disruptive impact on serious organised crime”.  The NCA also state that they utilise strategic, tactical and operational intelligence. Operational intelligence relates specifically to the activities of known organised crime groups which will then allow them to conduct an operational activity against them, which could include for example the description of a vehicle carrying the consignment of firearms. 
Organised crime groups will tend to travel on main roads and across counties, due to the nature of the crimes they are involved in. “County lines is where illegal drugs are transported from one area to another, often across police and local authority boundaries, usually by children or vulnerable people who are coerced into it” NCA website, (2022). Due to this, there is a need for police to conduct intelligence-led investigations with partner agencies such as the South Wales Trunk Road Agent (SWTRA), who manage sixteen trunk roads. Motorways and trunk roads are important roads used for travelling long distance at speed, they are routes of national strategic importance. They will also usually link main centres of population and economic activity, access major ports, airports and rail terminals and provide key cross-border links (Blackstone’s, 2021). Criminals will use these main road networks to facilitate their criminal activity, usually organised groups. Consequently, a proactive, intelligence led partnership approach has a vital role in tackling all manner of crime. The utilisation of the reformation in road traffic legislation made by the home secretary in the latest organised crime strategy in 2018, will be of great importance to police officers looking to disrupt criminality. 
The NPCC three-year strategy ‘Policing Our Roads Together’ lists the following objectives as top priorities: safe roads, free from harm, secure roads free from the threat of serious crime and terrorism, efficient roads that promote public confidence and satisfaction (Metropolitan Police, 2022). 

Along with using information and intelligence to disrupt criminality on the roads, technology can transform the way in which police tackle criminality, mainly the use of Automatic Number Plate Recognition (ANPR). ANPR is effective in identifying vehicles and matching them against current intelligence or warming markers already on the vehicle, making it a crucial tool for response policing in assisting with investigations and preventing or disrupting criminals by their road use. ANPR systems are effectively cameras linked to a reading device which collect data and store it on the National ANPR Service (NAS) database. ANPR can assist investigations greatly because of its mobility and diversity, it has the ability to be a static or moveable device in fixed or temporary locations. For example, ANPR can be CCTV integrated in a fixed location usually over a road which, has the ability to act as a camera whilst at the same time reading VRMs or number plates over multiple lanes. It can also be built to capture VRMs from a mobile base such as a police car. This can prove to be extremely effective, as whilst a single crewed officer may be dealing with a separate incident the ANPR is constantly assessing the vehicles in the locality for warning flags and markers, which will alert the officer in his vehicle, which in turn will disrupt criminality. ANPR can also be used as part of a pre-planned operation, in conjunction with highly reliable intelligence, where an immediate response can then be made to an alert from a local database. 
A police operation originating in Gloucestershire, spreading to Wiltshire and Avon and Somerset police, have worked alongside international officers from Eastern Europe in an operation called ‘Trivium 3’. The operation was an international crime deterrence operation tackling human trafficking, money laundering and fraud in Gloucestershire. The operation specifically targeted travelling criminals using the road network to avoid detection using ANPR checks on foreign plated vehicles. The ANPR cameras told police which vehicles were linked to criminality or were uninsured, resulting in officers stopping 20 vehicles as a result of ANPR ‘hits’. The whole operation resulted in 202 offences being dealt with as a result of ANPR hits on the M4 and M5, with £23,000 fines administered, 36 vehicles seized and crucial intelligence gained. 
This operation, therefore, clearly outlines how ANPR can be used as a highly effective investigative tool when aiming to disrupt criminality, which in turn can play a key role in bringing offenders to justice.
This essay has clearly demonstrated how effective policing of the roads can disrupt or prevent serious crime. It is outlined throughout the essay, that the government and police services across the country recognise the financial and social effects that serious and organised crime is having on our society. Thus, through partner agency work, proactive policing and utilising technology such as ANPR, criminal organisations can be disrupted through the identification of minor violations. Consequently, this allows for the identification and detection of more serious and organised crime. However, more funding is essential to allow for the proactive aspect of policing to be realised.
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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 
 
 
 
 Neighbourhood Policing
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7



	High 
8-10 


8
	Low 
1-4 
	Med 
5-7 


5
	High 
8-10 
	 I wish to expand my knowledge of neighbourhood policing. I believe I am average in my knowledge of neighbourhood policing disposals and have rated myself a 5. However, I wish to improve on my utilisation of this knowledge and further expand my knowledge due to the prevalence of these issues.

I am aware that anti-social behaviour is central to neighbourhood issues. I wish to understand the levels of escalation in addressing anti-social behaviour. The UK Government (2022) outline that there are 3 main disposals for addressing this type of behaviour including civil injunctions, community protection notices and criminal behavioural orders. I will improve my knowledge of this by completing an online learning module provided by my employer.

Moreover, I aim to complete an attachment with the neighbourhood policing team in November 2022.

To measure my improvement I will record the number of anti-social behaviour referrals that I have made. Moreover, I will track how many of these referrals have resulted in the above disposals.


	SKILLS 
 
 
 Case File Building
 
 
 
 
 
 
 
 
	Low 
1-4

 
	Med 
5-7 
	High 
8-10

8 
	Low 
1-4 

4
	Med 
5-7 
	High 
8-10 
	I believe a skill which I need to improve is building case files for criminal cases which are submitted to the Crown Prosecution Service.

I currently rate myself a 4 as I have only built simple ‘GAP’ (Guilty Anticipated Plea) files. I am yet to complete ‘NGAP’ (Not Guilty Anticipated Plea) files which are more in depth.

To improve I will familiarise myself with the national case file building standards which state that files should be “accurate, fair and balanced” as outlined in Annex C of the standards (College of Policing, 2015). Additionally. I will aim to understand the standards of disclosure so that all my case files are presented in a manner which is fair, impartial and upholds the law as per Crown Prosecution (2022) national disclosure standards.

I aim to complete my HUB attachment in September 2022. This is a department which specialises in case file building. I aim to shadow experienced officers and receive feedback on my files.

To measure my improvement I will record how many case files I have completed and 
Moreover, I will review the number of ‘NGAP’ files completed. I wish to see an improvement by October 2022 following my HUB attachment.

	EXPERIENCE 
 
Attending Fatal Road Traffic Collisions
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 


	Med 
5-7

7 
	High 
8-10 
	Low 
1-4 

3
	Med 
5-7 
	High 
8-10 
	I have had little experience attending fatal RTC’s (Road Traffic Collisions) and believe I could improve upon my experience on my response when attending these types of incidents.

I have rated myself a 3 due to my limited knowledge and experience. I believe that I should be at level 7 due to the response required from officers when attending these types of incidents. 

To improve, I aim to complete an attachment with the traffic division in August 2022. I will observe experienced officers and their response to fatal RTCs. I will also ask experienced officers for feedback on my role within these types of incidents. 

To further my learning and experience I will conduct research into effective responses to fatal RTCs. I will utilise my employer’s learning portal to recall the ‘METHANE’ mnemonic. This states that when attending a fatal incident certain information including declaring a Major incident, Exact location, Type of Incident, Hazards, Access, Number of casualties and Emergency services (JESIP, 2022)

To measure my improvement I will request feedback from my supervisors. I will record the number of fatal incidents that I have attended. Moreover, I will self-reflect on my use of the ‘METHANE’ model and my actions to establish whether I am improving.  
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