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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:

A police officer’s role can be challenging. We attend calls every day that are demanding both of our time and of our wellbeing, and sometimes involve sensitive situations that can be emotionally draining. As well as dealing with the incidents themselves, we have to ensure that the paperwork that follows is completed to a high standard, often meeting very short deadlines before attending the next call. On top of that, we have to balance our own values and morals with the expectations of the police forces within which we work. This essay will reflect on organisational culture in the police force and how this may influence officers both positively and negatively. I will also highlight the ways in which I manage my own resilience and wellbeing. 

‘Organisational Culture’ can be described as the values, expectations and practices that guide and inform the actions of all team members (Wong, 2020.) When thinking about the Police, if forces develop a positive organisational culture, officers and other police staff may provide a better service to the communities that they serve as they are more likely to develop a greater connection with and understanding of the organisation both locally and as a whole. This culture will also encourage staff to work towards the same common purpose.

Gwent Police has instilled a strong organisational culture within the service which I feel has been a result of instilling the Police Code of Ethics amongst its processes and staff. The Code of Ethics outlines the principles and standards of behaviour expected by every member of police forces up and down the country (College of Policing, 2014). As a serving police officer, I have a responsibility to abide by this code and use it to guide my own decision-making and actions both inside and outside of work. In terms of my own personal values, beliefs and attitudes, I feel that they are in line with the policing principles and standards of behaviour within the code. These have developed from various aspects of my life, such as previous job roles, being a local football coach and from being a role model and father to my children. As they are very similar to those within the code, I haven’t found it too challenging to respond to situations and be confident that I have behaved ethically and in the right way. It has also meant that I work in a consistent manner, which not only makes things easier for my colleagues, but also means that my local community can have confidence in me to provide a high standard of policing to them.

As stated above, organisational culture can ensure that all members of the team have a common purpose to work towards (Wong, 2020). As Gwent Police have instilled the Code of Ethics within their force, it has meant that myself and my colleagues are all aware of the standards of behaviour that are expected from us, and we all have the same guidance on how best to deal with situations when they come up. In this way, I feel like I have molded well within my team as we all work in a very similar manner and all ‘sing off the same hymn sheet’. This has made my job a lot easier in terms of knowing my colleagues are there to support me if needed, and likewise I will support them. It has also helped that I generally share the same personal values and attitudes as those of my colleagues and we are all like-minded, which means that we deal with incidents in a smooth manner. This in turn will hopefully encourage the public’s perception of our local police force, and perhaps the police service more generally, as a positive one and will see us as having a policing culture that is ethical and can be relied upon. Figures published in 2021 found that 74% of people asked, aged 16 or over, in England and Wales, have confidence in their local Police Force (Gov.uk, 2021.)  

Whilst a positive organisational culture clearly has its benefits such as better performance and service, there are occasions where conforming to organisational culture may be problematic. There may be issues with a lack of training, for example. Whilst it is acceptable to instill a culture within an organisation, it is important that staff receive the appropriate training that builds their awareness of and identification with the culture, so that they can then deliver the service that is expected of them. Some employees may also be resistant to believing in and following their organisation’s culture, with some even seeing it as hindering their work and being counter-productive for them. For example, in regards to the Police Code of Ethics, it may be that some police staff see the code as differing from their own personal values and are afraid that by conforming, they limit their ability to respond instinctively to an incident. In extreme cases, it may be that officers disregard their organisational culture altogether, bringing it into question. Whilst I have had a positive experience of my local organisational culture, this is unfortunately not always the case for other forces. There have been increasing incidents within the news in recent times of incidents where police officers have strayed from the code of ethics and a positive policing culture generally. This can then impact negatively upon how the public views it. For example, the murder of Miss Sarah Everard by a Metropolitan Police Officer was widely reported within the news. This individual failed to adhere to the expectations of the service and put his own attitudes and values above all else, which were drastically different to what is expected of an officer. This put into question how the public, particularly women, could trust an organisation whose job is to protect and reassure them, when one of their own could commit such a horrific crime (Bates, 2021). Whilst I completely understand the repercussions of such a shocking incident, it’s frustrating that this has impacted so much on the views of the police service in general, particularly for those of us who have tried to instill an organisational culture which reflects positive morals and values. 

Many forces are now actively promoting the importance of health and wellbeing within their organisational culture (College of Policing, 2022). As a result of surveys which showed concerning figures regarding officers’ mental health and sickness as a result of excessive workloads, lack of resources and time pressures, higher level staff are attempting to make more focus on wellbeing throughout their processes. For me personally, I try to ensure that I manage my own wellbeing and resilience so that I can complete my role to the best of my ability which matches the expectations of Gwent Police. I continue to exercise regularly, as research has shown that exercise is a positive stress reliever through release of endorphins (Mayo Clinic, 2020). Maintaining an exercise routine ensures my mood remains stables, helps me relax and makes me feel good about myself. Even watching sport, particularly football, can provide me with distraction and enjoyment. Research has found that watching sport helps people feel optimistic, happy and when watching sports with family members, provides a shared experience (Scholarlyoa, 2021).

By adhering to an organisational culture such as that within the Gwent Police force, public confidence may increase as may our ability to protect them. The Police Code of Ethics can help instill a positive organisational culture as it ensures a common purpose that we can all work towards.
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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:

The National Decision Model (NDM) enables Police Officers to make difficult decisions in challenging and demanding situations (Bryant and Bryant, 2020).  The NDM ensures all decisions made are consistent and justifiable.  It is a dynamic tool and its six elements should be considered during an incident and afterwards when reflecting upon the situation and the decisions made, to see what worked well, what could have been done differently and to ensure the Police Code of Ethics was adhered to throughout, ensuring fairness and respectability (College of Policing, 2014).
In this essay, I will explain how I used the NDM in my working practice when dealing with a particular incident as part of my response role.  The incident I will talk about involved me attending a call at a local hospital, following a report of a male patient (who I will call Mr A) verbally and physically challenging and threatening other patients and hospital staff.  
When I initially received the log, I assumed that the male ‘kicking off’ would have been under the influence of substances of some sort as it was a Friday night and the report was received at approximately 0100hrs.  However, from experience, I believed that I needed to gather as much information as possible to provide some context as to what situation my colleagues and I would be attending.  This is reflective of the first stage of the NDM, where ‘Gathering Information and Intelligence’ is imperative.  This is the stage where Officers gather as much information as possible in relation to the incident they are attending so they are fully aware of the situation and the circumstances surrounding it (College of Policing, 2014).  Gathering information at this juncture is crucial as it feeds into the dynamic risk assessment officers develop at the scene.  Failing to do this, would place themselves, colleagues and members of public at risk.  Whilst on route to the incident, I contacted our control room and asked for the initial information again and asked if there had been further updates since the initial call was received.  Upon attendance at the scene, I was met by a nurse who explained that the male was contained in a locked room. I spoke to her and her colleagues further to gain a greater understanding of what had gone on and for further information in relation to the male suspect. To ensure I abstracted as much information as possible, I ensured I asked questions that would illicit as much information as possible.  It was at this point I was informed that Mr A was an in-patient on the mental health ward and was undergoing a mental health assessment.  He was transitioning from a female to a male, so I got the males previous name so I could ask our control room for further information based on the males previous identity.  After speaking to witnesses, I understood that a racially aggravated public order offence had been committed as Mr A had made racist threats towards a doctor on the ward.
The information I had gathered informed my next decision, and referring to the NDM, I assessed what threat and risks were present and developed a working strategy.  This part of the NDM allows officers to use the information learned to make a threat assessment, with the planned response decided by the amount of threat posed (ACPO, n.d.)  In regards to my working risk assessment, I could hear Mr A from my position on the ward, he was behaving in an aggressive and volatile manner and continued to shout obscenities towards hospital staff.  Due to his presentation, I felt that Mr A presented a risk towards hospital staff, myself and also to himself, so I made the decision to wait until my colleagues arrived before approaching Mr A to deal with the incident, as having more officers would allow us to manage the male more effectively.
Before my colleagues arrived on scene, I considered what Powers were available to me, such as Section 24 Police and Criminal Evidence Act (1984), Section 31 Crime and disorder Act (Crime and Disorder Act 1998, 2022) as well as taking into account Mr A’s basic Human Rights (Human Rights Act 1998, 2022.)  The NDM encourages Officers to ‘consider powers and policy’ so it was important I was able to demonstrate an understanding of the law, ensuring Mr A was treated in an ethical and fair manner and that any action I took was justifiable and proportionate (Police Geek, 2012.)  Due to witnessing Mr A’s behavior firsthand and from listening to what witnesses at the scene had already observed prior to Police attendance, the evidence was overwhelming and I had enough grounds to suspect that an offence had occurred and Mr A was still in the act of committing an offence.
When my colleagues arrived on scene, I explained the situation to them and updated them in relation to the warning markers attached to Mr A (under his previous alias.)  I then explained that Mr A had committed an offence and would need to be arrested for an offence of Racially Aggravated Public Order.  We then decided upon an appropriate plan of action to safely enter the room that Mr A was located, as he was still behaving aggressively, to arrest him and safely escort him to custody, ensuring hospital staff and our own safety was prioritized throughout.  
Although Mr A had committed an offence, I was mindful that he was in hospital undergoing a mental health assessment so discussed the possibility of Mr A remaining at the hospital to complete the assessment, or if there was an alternative unit we could convey him to mitigate the risk posed towards the staff on the current ward.  Unfortunately, they were not considered viable options so there was no alternative other than to arrest him and convey him to the local custody unit.
As part of the NDM, ‘identifying options and contingencies’ is the next step to take.  I felt that I incorporated this step throughout the incident, from the moment I received the log, to speaking with hospital staff, discussing the incident with my colleagues and eventually when arresting Mr A.  The NDM encourages Officers to deal with and resolve incidents in a way that ensures their safety and that of the public is maintained as much as possible (College of Policing, 2014.)  I assessed that there was a risk posed towards hospital staff, my colleagues and I and Mr A himself, so I attempted to speak with Mr A through a hatch in the door to his room in an attempt to reason with him and calm him down.  Through the hatch in the door, I could see that he was safe and well and had no visible injuries.  Hospital staff confirmed that he had no way of accessing anything that he could use to cause injury to himself or others.  However, despite my attempts and that of my colleague to reason with him, he continued to behave aggressively so it left us with no alternative other than to enter the room and restrain Mr A appropriately to reduce any risk posed towards any person.
My colleagues and I entered Mr A’s room and restrained him using an appropriate use of force.  He was taken to the floor, fast straps were used to stop him kicking my colleagues and I and he was handcuffed in a rear stack position.  Although he continued with the verbal threats and abuse, the option he had of using physical force to any person at the scene was taken away from him, thus reducing the risk of harm present.  When restraining and arresting a person, I am mindful that we are taking away their right of liberty and security (Human Rights Act 1998, 2022), so despite being faced with horrendous abuse and threats, I ensured that my colleagues and I continued to treat Mr A with respect, ensuring his dignity was maintained throughout and I issued the caution to him in a way that he was able to understand and the reasons for his arrest were communicated to him accordingly.
The ‘take action’ part of the NDM was evidenced throughout the incident as I made decisions and acted upon these decisions, before reflecting upon them and then deciding on the next course of action to take.  This is evidenced by the way I spoke to staff, spoke to colleagues, entered the room and arrested the male as well as maintaining contact with control room staff to keep them updated on the situation (College of Policing, 2014.)
The NDM requires Officers to review their decisions and any action they take, during and after the incident has concluded.  This helps Officers reflect on how the incident was dealt with, what worked and what could be improved on in the future (College of Policing, 2014).
This incident was challenging due to Mr A’s aggressive behaviour.  He was generally abusive towards my colleagues and I, but he also racially abused a member of hospital staff, which goes against my own personal views and beliefs.  I was angry that a person was abused because of their who they are, but I ensured this played no part in my decision making process and how I treated Mr A.  I ensured that my colleagues and I treated him with the utmost care and respect despite him not offering the same to others.  I believe that my actions helped prevent any further issues occurring and helped resolve the incident in a manner that ensured every person remained as safe as possible.
[bookmark: _GoBack]Although I have dealt with incidents like this before, in that a suspect has been aggressive and abusive towards others, I had never worked with a person who is transitioning from one sex to another.  I was mindful of this throughout the incident, ensuring that I spoke to Mr A in a way that he wanted to be spoken to, addressing him as Mr rather than Mrs and using appropriate terms so that I did not offend or upset him further.  Following the incident, I ensured the control room was updated fully in relation to Mr A’s current and previous identities, ensuring the Police National Computer (PNC) was updated with appropriate markers, so that Officers are fully aware of Mr A’s situation if further incidents occur involving him.  I also completed and submitted a Public Protection Notification (PPN) to Social Services to ensure Mr A received appropriate care and support following the incident.
The NDM is a vital tool for Police Officers and Staff.  It ensures that we work through situations in a meticulous manner, considering all options and not acting on impulse.  It encourages us to make decisions based on the information available to use as long as we can justify our actions.  The NDM is a dynamic and revolving cycle that we can dip in and out of during and after an incident, allowing us the opportunity to take action but then change the action if required to do so.  I believe this is a vital asset to have, to allow the Police to complete their jobs to the best of our ability.
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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 evaluate the theories of team dynamics and explain how these influence team cohesion, how relationships and conflict within teams can hinder or enhance an individual and team’s performance, and how team dynamics within the Police Service sometimes results in failing to comply with the professional standards requirements.

No team, organisation or company can function successfully without the ability to demonstrate effective teamwork. Teamwork can be defined as ‘the willingness of a group of people to work together to achieve a common aim’ (The Happy Manager, 2022.)  This indicates that individuals have the group’s best interests at heart and are focused on shared aims and goals. A team needs time to develop, grow, and work to its full potential, particularly as members might be new to each other, the organisation and to the role.  Psychologist Bruce Tuckman devised a model which details the various stages a team goes through when it is set up, also known as forming, storming, norming, performing and adjourning (Mindtools, 2022).  The forming stage highlights that the individuals in the team will be unsure of their roles, what the aims are and if they will be able to work well with other team members. Storming is a difficult stage where people start to push back against boundaries and tension, and friction can develop amongst team members because they challenge each other’s ideas and ways of working.  Norming is the stage that team members gradually progress to and is where the team starts to take shape, where individuals iron out any problems and appreciate each other and what each person brings to the team. The performing stage is when the team is working as one, as a smooth unit with individuals working hard to achieve the group’s goals in an efficient manner.  The final stage, adjourning, is a stage where the team naturally progresses to, when they have achieved their targets or members leave and are replaced with new team members.

Dr Meredith Belbin also developed a theory on team dynamics. This theory proposed that people within the team assume different roles. When they understand their role, they can develop their strengths and manage their weaknesses appropriately, and the strengths of other team members will ensure the weaknesses would balance out, making the team more cohesive (Belbin, 2022). This theory is also a practical tool that can be used to help teams and organisations work more effectively to achieve their goals and objectives. Belbin’s Team Roles Model is made up of nine key elements and roles split into three groups: Action Oriented, People Oriented and Thought Oriented.  The nine team roles include: the shaper, who maintains the team’s motivation and challenges them to improve; the implementer, who turns the team’s ideas into actions; the completer, who oversees the team’s work and ensures it is completed to a high standard in an efficient manner; the resource investigator, who explores and finds ideas for the team to use; the team worker, who works hard and has the team at heart, and encourages co-operation amongst the team members; the co-ordinator, who acts as the chairperson, gathers information, sets objectives for the team’s needs and delegates tasks to its members; the plant, who thinks of ideas and encourages new ways of working; the monitor evaluator, who analyses the team’s options; and the specialist, an individual who is skills and vastly experiences, providing knowledge and expertise to other team members. 

A final theory which considers team dynamics is one devised by Peter Honey, and acts as an alternative to that of Belbin. Honey suggested a different framework which consists of just five teams roles, including: the leader, who sets the teams objectives and ensures every team member is involved and committed to the cause; the challenger, who questions the team’s actions and objectives and looks at ways in which the team can improve; the doer, who uses their practical skills to lead by example and encourage team members to complete the task at hand; the thinker, who develops their own ideas and those of others; and the supporter, who acts as the go-between for team members and ensures team harmony and reduced anxiety, (Honey, 2001).

In an ideal world, a team would function with little problem or issues, with each team member knowing their roles, feeling valued and committed to achieving the teams aims.  However, this is not always the case and some teams do not function adequately.  For example, consider the current Manchester United football team. They have bought individual players for large sums of money with each player being paid a considerable amount to play for them relative to their talents.  However, the players are not functioning as a team and instead are a group of individuals with no direction, no leadership and no style or plan.  Why is this?  How can one of the largest and most successful sports teams in the world fall so far from their previous outstanding achievements?

Whether it is a sports team, a group of railway workers, Police Officers or Members of Parliament, some teams fail to succeed for various reasons.  One reason may be a lack of identity or purpose.  A team cannot be successful if it does not know what it is doing or where they are going.  A team without purpose will aimlessly meander through, achieving little or often nothing. It may be that they lack leadership. When a team lacks a leader, they have no direction and team members may not feel supported, reassured or challenged.  A leader should not dictate to the team, but act as a facilitator, encouraging its team members, listening, guiding them and challenging them when required. Another reason for a team’s failure could be through having too many team members. Roles can become blurred, work can end up being duplicated, and the standard of work may slip because individuals do not know what their role is within that team. A final example is inconsistency or a lack of commitment, which can also act as a detriment to a team.  If a team regularly loses team members or current team members are not fully committed, then that team will likely fail.  A team works best when they have been together for some time, they know and trust each other, they know each other’s strengths and weaknesses and generally get along. If teams change regularly, they will never gain the consistency needed to deliver positive results.

Patrick Lencioni described the challenges teams face when they are looking to develop and grow (Zartler, 2017). His work looked at why teams fail and detailed five dysfunctions closely associated with an unsuccessful team.  These being: an absence of trust, which occurs when team members are afraid to admit mistakes, acknowledge their weaknesses or are afraid to ask for help; a fear of conflict, which occurs when there is little trust amongst the team, and are unable to challenge each other and voice their views and opinions openly; a lack of commitment, where team members do not fully buy into the teams aims and objectives, others can become disgruntled and there develops a lack of clarity amongst the group; avoidance of accountability, when team members have low standards, or do not take responsibility or challenge other team members who have low standards or are not performing as they should be; and inattention to results, where if there are no clear team goals or objectives, individuals focus on themselves rather than the team. Lencioni suggested ways in which the above can be combatted, including encouraging teams to know each others’ vulnerabilities in order to trust one another, and to encourage debate in a healthy and productive way (Zartler, 2017).

Conflict within a team can be both good and bad.  It is good when it is healthy and brings about change or ideas that might not have been considered previously.  However, it can also create a divide amongst members, which can lead to the team producing negative results. If people do not believe in each other and do not trust that a colleague or teammate has their best interests at heart or is in it for themselves, conflict can occur.  If this behaviour is not challenged appropriately, then it can fester and cause tension and divides amongst the group. If the team has a culture when they cannot challenge, share their views or opinions, then further conflict can arise.  It is important that people are encouraged to share their views and beliefs even if they differ from others, as this will ensure alternative ways of working and different considerations are thought of to help the team achieve their goals.

The leader of the team also plays an important role in encouraging openness and honesty amongst the group.  This will ensure that individuals feel listened to and in turn will be more likely to develop a positive culture.  Another way of developing team harmony is by the leader ensuring all of its members have sufficient training that will ensure they can complete their roles to the best of their abilities, improving trust amongst the team.  Another way of ensuring the team works efficiently is by using the resources available to that team in an efficient manner, by not wasting budgets or staff, which could lead to members becoming disgruntled if it occurred.

Within the Police Service, the Code of Ethics can be used to ensure teamwork. The Code of Ethics is a guide which ensures Officers make decisions that are fair, appropriate and ethical (College of Policing, 2014).  If individuals do not follow the Code of Ethics and allow their own personal views and opinions to influence their job and decision making, then this could result in Officers failing to meet the professional standards requirements.  When considering teamwork, for example, if one team member fails to report or challenge a colleague’s inappropriate behaviour because of their friendship, then that means the Officer is failing to adhere to the Code of Ethics.  Another example would be if Officers do not treat every team member equally, such as giving preferential treatment to a colleague based on their sex or race, would mean they were not meeting the professional standards requirements.  This is why it is important that the Code of Ethics are instilled throughout the team and each team member believes and follows them religiously.  If this is not the case, policing and our role could be compromised as the team would fail and the public perception of policing would be tarnished.

Teamwork is vital in any organisation, especially in the Police force.  The theories outlined above demonstrate that if the team is not functioning as one, with each team member knowing their role and carrying this out to the best of their ability, then the service we provide is not of the required standard, potentially resulting in increased crime and the safety of the public being jeopardised.  The team is made up of different members and as such, it cannot function without each member.  It is important that teams and leaders acknowledge this, for without the team, there is no organisation.
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

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

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

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




ANSWER:

Information and intelligence is vital in the Police’s fight against crime, from volunteered information from a single source, to a built up picture of intelligence from multiple sources. If it is used in a productive manner, it has the potential to stop crime and protect victims. This essay will explain how information and intelligence is used to disrupt prevalent criminal activity such as drug smuggling, Child Sexual Exploitation (CSE) and county lines activity through effective roads policing.  It will also describe how Automatic Number Plate Recognition (ANPR) is used as an effective investigative resource in disrupting criminal activity.

Information in a policing context refers to all information received, recorded and then processed for a policing purpose (College of Policing, 2019a). This information can be raw data (including personal information), whilst information which has been subject to evaluation is referred to as intelligence. Police Officers themselves, active investigations, members of the public, social media appeals, CCTV footage and Crimestoppers are all examples of sources of information that the Police utilise daily to build up intelligence. Intelligence is collected information which has been received from a number of sources, which is then recorded, evaluated and graded by Police. 

For intelligence to be used by Police, it must be properly evaluated and its origin assessed for accuracy and credibility.  To do this, the Police use an assessment model known as the 3x5x2 system (College of Policing, 2022). In simple terms, this system guides how the source and content of each piece of information is evaluated. It also guides how the information is recorded on intelligence logs and how it should be shared. It is first graded in terms of how reliable and accurate the information is. How the information is graded affects how the Police share or retain this information, and what action should be taken. The reliability of the source of the information is then assessed in terms of how the source came to have this information. Finally, the handling code determines how officers record how the information should be shared with other agencies.

Accurate intelligence reports allow the Police to target specific threats by helping them decide the appropriate action to take, including how best to disrupt the criminal activity. Intelligence reports are shared amongst the different teams within the Police to ensure an organised response is orchestrated to stop further criminal activity from taking place. This includes the activity of Organised Crime Groups (OCGs). An OCG is a group of three or more people whose purpose is to work together to carry out criminal activity (Crown Prosecution Service, 2019). These activities vary, but often feed into one another, and can include drug smuggling, CSE, human trafficking, and county lines. County lines activity is predominant with OCGs, with such activity being difficult to dismantle by the Police as the main protagonists remain hidden and behind the scenes. The organisation of county lines is covert, such as the use of numerous mobile phones and people from across many different areas of the country (National Crime Agency, 2022). 

To help the Police deal with the threat posed by OCGs, intelligence is crucial. As stated above, this information can come from a more local level and include ‘raw data’, such as information that has come from members of the public who may have noticed suspicious activity in the area such as frequent visitors to a certain address or if they have noticed a suspicious vehicle. Another source of information and intelligence which also serves as a way of disrupting the activity of OCGs are Roads Policing Officers. Whilst these officers have an integral part to play in ensuring the general efficiency and safety of the road network and those who use it (HMICFRS, 2020), their work also feeds into the HM Government’s Serious and Organised Crime Strategy which aims to tackle Serious Organised Crime (SOC) through a cohesive approach (HM Government, 2018). Roads policing has evolved from focusing mainly on enforcing road traffic legislation and tending to road traffic collisions, to a wider concept of using these officers to target individuals who use the road network for their criminal activity – such as OCGs involved in SOC (HMICFRS, 2020). The idea that effective roads policing can now help to address the threat of SOC has also been incorporated into the National Police Chief’s Council’s ‘Policing Our Roads Together’ Strategy, of which one if its objectives is to “secure roads free from the threat of serious crime and terrorism” (NPCC, 2018). This involves proactive and intelligence-led policing which detects and then stops criminals using the road network for their purpose. The National Roads Policing Intelligence Forum is a way of facilitating joint working between police forces and key stakeholders to help disrupt this criminality, including encouraging the sharing of information and intelligence.

There are many ways in which officers can effectively police the roads to disrupt criminal activity of OCGs, some of which have been outlined in a ‘Menu of Tactics’ (College of Policing, 2016). For example, the enforcement of minor traffic offences is an efficient way for the police to use their statutory powers to deny OCG members use of the road. Officers can be informed if young OCG members make false applications for driving licences or are driving without a licence, or can proactively stop OCG members for general driving offences such as driving whilst using a mobile phone or speeding. In the last case, it may be that officers are informed of known OCG members who already have points accrued and their focus could be on monitoring these individuals on the roads to try and observe them committing another offence which will result in disqualification and maybe even custodial sentences. Both occasions may lead to these individuals requiring another OCG member to transport them around if their ability to drive is taken away (therefore disrupting their criminal activity on the roads), which can then also add further to the intelligence on this group if police then focus on the new driver. In this way, road safety is also increased as criminals are known to disregard road traffic regulations. On motorways, unmarked police cars can be used to stop OCGs who are in the process of transporting drugs or money, for example, whilst marked police cars could deter them from using these roads and resources can then be placed on more rural roads which OCGs may then use instead. Officers could also work closely with the DVSA to monitor the compliance of lorries and buses which are known to be linked to OCG activity, as well as taxi firms who are known to transport OCG members anonymously. For those who are known to be trafficking drugs, officers can utilise their powers to search vehicles and seize any drugs or related paraphernalia that are found, resulting in prosecution. A final example could be that police set up speed check sites near locations that are linked to OCGs, such as a place of residence, employment or just general areas where they engage in criminal activity. This may allow for greater intelligence gathering, but also potential enforcement on OCG members and their associates’ vehicles.

A useful tool that the Police use in disrupting criminal activity on the roads is the use of technology, more specifically Automatic Number Plate Recognition (ANPR) cameras. ANPR cameras can either be fixed or mobile and are used to read and store the number plates of vehicles that pass through them, including those used by OCG members (College of Policing, 2019b). PNC markers can be attached to these vehicles to nationally flag that they are believed to be involved in SOC.  The ANPR camera then acts as an alarm when this flagged vehicle passes through. For example, a vehicle linked to drug trafficking could trigger an ANPR camera resulting in the police searching the area for the vehicle. If located, officers can then use the powers granted to them under the Road Traffic Act 1988 to stop the vehicle and search it if required.  If there are drugs found in the vehicle or on the person, then they can be seized, the person arrested, and disruption would be caused to the OCG and SOC. This also applies to border controls, where heavy goods vehicles linked to SOC can be prevented from crossing into other countries at ports as they have triggered ANPR activation on route (College of Policing, 2016). Further, the use of ANPR can actually deter OCG members from utilising their preferred routes of travel to try and avoid them, leading them to use other roads which can be focused on by police resources. ANPR then disrupts routine ‘rat runs’ and can cause a change in their activity which may place them directly in the contact of Police. This change of activity may also lead to mistakes by OCGS.

The above are examples of where the police have utilised intelligence and ANPR to take action and disrupt activity. ANPR cameras can also serve to gather intelligence on OCGs and SOC. For example, the Police can use these to track vehicles in terms of what routes they may frequent and what areas they are most active in. They can monitor vehicles that are frequently used in convoy and narrow down buildings they may be using as part of their activity.

SOC is a great challenge to the Police given its covert nature and increase in activity. As such, in line with national strategies, the Police have to work together within their teams and with other stakeholders to detect individuals involved in SOC and disrupt them from engaging in criminal activity. Effective policing of the roads is a crucial way in which this can be done. Officers policing the roads can not only use intelligence but also add to existing intelligence through their day-to-day activity. They can use known intelligence to target known OCG members using the roads through actively enforcing road traffic offences which can result in disqualification and sentences and using their powers to stop and search vehicles. The Police can also plan and orchestrate ways in which the routes and areas OCG members are active can be monitored more closely, such as deterring them into the use of more rural roads. Road policing officers may also monitor OCG members on the road to gather intelligence on their routes, areas they frequent, vehicles and activity. The use of ANPR cameras can assist the Police with using intelligence to disrupt activity, as well as to gather intelligence by monitoring vehicles who trigger their activation.
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Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
1- Partnership Working












2- Case File
















3- Legislation
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
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X 
	Low 
1-4 
	Med 
5-7 

X 

















X 












X 
	High 
8-10 
	 


I believe that I would benefit greatly from getting to know what agencies are operating in my policing area and how I can signpost/refer individuals I come into contact to their work.  This will ensure they receive the most appropriate care and support and will hopefully reduce the chance of further incidents involving them in the future.

I have built a few case files now but am still not fully confident that they have been of a high enough standard.  I believe this is an area that I need to develop to ensure perpetrators of crime are dealt with accordingly and victims receive the justice they deserve.

I believe that my knowledge in what offences have occurred could be better, so that they are second nature and I do not jave to rely on colleagues or Pocket Sergeant for the correct legislation.

	SKILLS 
 
 
 
1- Interview Skills
 
 
 
 
 
 
 



2- Method of Entry








3- Blue Lights Course
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


X
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	Med 
5-7


X  
	High 
8-10 
	 



This is a skill I am yet to fully grasp.  I believe that the more interviews that I do then the better I wil become.  I am still nervous in providing disclosure to Solicitor and feel somewhat inferior to them.


This is a skill that is required as there is no person MOE trained on my shift, I believe that this would be of benefit to myself and my shift if I could access this course.

I am not blue light trained yet and there is only one other officer on my shift who is blue light trained.  I hope to attend this soon so that I can attend emergency calls asap to help protect victims and deal with perpetrators accordingly.

	EXPERIENCE 
 
 

1- Custody
 
 
 
 
 
 
 

2- Arrest
 
 
 
 
 
 



3- Stop and Search
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


X 







X 
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X 








X 
	Med 
5-7 


X 
	High 
8-10 
	 



I have made numerous visits to custody but believe this is an area that I could develop further, from working with CDOs, speaking to sergeants and nurses.

Need to gain greater experience in knowing when to arrest a suspect and having the confidence to make a decision around this matter as an individual if needed.

Since being on shift I have yet to complete a stop and search using Section 1 PACE.  I believe that I need to complete more of these to ensure I can complete them lawfully and appropriately.
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