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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:


Within the first six months of achieving Independent Patrol Status, I have learnt a tremendous amount about the organisational culture within policing. All organisations will have its own culture, however in policing it can sometimes be referred to as a ‘lad culture’. This can become a very dangerous environment to be in, due to sometimes feeling like you cannot show emotion added with the pressure of having to portray masculinity at all times. According to Workman-Starl, A. (2021) “Pressure to prove masculinity can also motivate both men and women to engage in harmful workplace behaviours, such as physical aggression, and the marginalization, discrimination and sexual harassment of both women and men of women”. In this essay I will discuss the impact of organisational culture within policing and how it has specifically impacted my wellbeing and resilience. I will reflect on various coping strategies that I have adopted and how these strategies have helped my wellbeing and resilience whilst being a police officer. I will make reference to Borton’s (1970) model of reflection which will assist with reviewing my experiences when maintaining wellbeing and resilience. 

Grieve, J., Harfield, C. and MacVean, A. (2007) define organisational culture in policing as “the deeper level of assumptions and beliefs that are shared by members of an organisation, that operates and projects unconsciously an organisation's view of itself and environment.”  Organisational culture plays a large part within day-to-day policing; however, I am always conscious of my individual values adjusting and developing into the typical police ‘lad culture’. There is a risk of conforming to the typical masculinity organisational culture by often being told that what new officers have initially been taught in police training is not always correct. According to SAGE publications (2010) “Recruits are often told by officers with considerable experience to forget what they learned in the academy and in college and to start learning real police work.” Being told this by senior officers can leave many officers confused and plants doubt in what they are doing. As a new police officer I always aim to follow what I was taught in initial training school, this is also referred to as the ‘gold model’. Not following the gold model is something that new officers like me find difficult and uncomfortable doing. Having said this, it is extremely uncomfortable witnessing more senior officers encouraging and supporting this culture.

I joined the police to help the public, whilst still having respect for the public along with senior officers and colleagues. The college of policing (2021) issue guidelines that help promote the right organisational culture. This includes being open and honest, treating people fairly with dignity and respect, making impartial decisions and explaining how they were reached. Guidelines like this can be promoted by chief officers, but officers on the ground need to follow these guidelines for the system to work.

When I first started on my shift operationally, I was classed as a “keen copper” by the rest of my shift. I was often told that this would not last long, and that I would soon realise why. At first, I did not understand this as I joined the police with the main aim of wanting to help and do as much as possible for others. I soon realised that, being a keen officer and trying to do as much as possible, would have a negative impact on my wellbeing. Reflecting on my role since becoming a police officer it is clear and easy for me to identify that various different problems have affected my wellbeing and resilience. Initially being new to the role, with very little experience could sometimes be overwhelming. However, this combined with the lack of resources and managing a workload soon became too much. I found myself not being able to complete work on time and unfortunately this was then impacting on my social and personal life. I found myself sitting at home on days off constantly worrying about going back to work, and attempting to complete work that I was not confident or capable in doing. I was constantly worried that I would soon ‘burnout’ and frightened that the job that I have always inspired to do from a young age would not be as enjoyable and rewarding as I hoped it would be. According to Santa Maria, A., Wolter, C., Guys, B., Kleiber, D. and Renneberg, B. (2020) “A syndrome that is triggered by high job demands and chronic work stress is burnout, which is considered as a serious health threat to police officers”. With this in mind, I began to take a step back. I made the decision to only put my name forward for more work when I felt that I was in a position to complete it on time and to the correct standard. I spoke with my supervisor, and explained how I was feeling and how I was coping with my workload. Being vulnerable and open and honest provided my supervisor with an understanding of how I was and how I was developing as a police officer.

I consider myself being very fortunate with the posting that I have been allocated. I get on extremely well with my supervisor and all other colleagues on my team. Bergner, L. (1997) states “Teamwork can increase safety, improve effectiveness, strengthen communication, boost morale, and make a police department more successful.” This makes going to work every day a lot easier. Working in stressful and dangerous situations can be difficult and challenging, however knowing that your colleagues will always support you makes it worthwhile and rewarding. This has had a magnificent impact on my wellbeing and resilience both on and off duty. I am more confident in the work I am completing, and I am always confident in asking for help and approaching others in order for me to develop and progress.

The coping strategy I adopted for maintaining wellbeing and resilience was exercise and being more active. Unfortunately over the last twelve months there have been many times where I would experience stress. Stress is very common, however sometimes it can motivate you to achieve your goals. Although suffering with stress long term can sometimes lead to mental and physical exhaustion, I wanted this stress to be positive and to for it to assist me to in achieving my goals and aspirations. According to Mental Health Foundation (2023) “Physical activity has a huge potential to enhance our well-being. Even a short burst of 10 minutes of brisk walking increases our mental alertness, energy, and positive mood.” If I could not make it to the gym for whatever reason, I would purposely make the effort to go for a walk with my dog. I found this change in lifestyle made me feel better in myself and helped me sleep in between shifts. The NHS (2023) states “Our bodies release feel-good hormones when we're active that can also reduce anxiety and stress, and help us sleep better.” Exercising regularly and particularly after a stressful day has a positive impact on my ability to destress and relax. 

Using Bortons (1970) reflective model I realised the importance of conversing with my colleagues in work and spending time with friends and family outside of work. Unfortunately, the organisational culture within policing does impact on officers’ wellbeing and resilience, and I believe that this culture does need to change. Having said this the support network that I surround myself in has a had a significant impact on maintaining wellbeing and resilience. Family, along with the ‘close-knit bond’ that I share with my team has helped my wellbeing and resilience tremendously. Both coping strategies come with numerous advantages and disadvantages, however both have been extremely successful. 
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Task 2

Relevant areas of the National Policing Curriculum: 
Decision-making and Discretion, Vulnerability and Risk, Public Protection.  
 
You must choose an incident, for example a domestic related incident, and reflect on how you made decisions in complex and unpredictable circumstances using dynamic risk assessment. 

	
Give a brief description of the problem including social and legislative contexts and any relevant cultural, ethnicity and language issues. 

Evaluate decisions made during the incident and your use (or otherwise) of the National Decision Model. Explain the rationale behind your decisions and your considerations when recording details of the incident. Consider your ethical approach to the decision. Outline the consequences of your decision making. 

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





ANSWER:


In this essay I will critically assess a domestic related incident that I attended and discuss my involvement through the process of the investigation. The incident that I attended did not include any cultural, ethnicity and language issues. Secondly, I will then evaluate the decisions I made and outline the consequences of my decision making. Police officers can sometimes deal with a vast number of different incidents and in initial training school a wide range of crimes and topics are studied. In reality, police officers more often or not deal with the same nature of incidents and the same people on a day to day basis. Domestic incidents are something that police officers deal with every day. According to The National Centre for domestic violence (2023) “The police recorded 1,500,369 domestic abuse-related incidents and crimes in England and Wales in the year ending March 2022. The number of domestic abuse-related crimes increased 7.7% compared to the previous year.” This shows the reporting of domestic incidents is on the rise. This essay will evidence academic research and my reflection will be completed using Bortons (1970) model of reflection.

Within the police, every decision we make, we use the National Decision Making model (NDM). The NDM is a values-based tool that provides a simple, logical and evidenced based approach to policing incidents. The NDA is made up of 6 elements. The code of ethics is at the heart of every decision that is made, ensuring that every decision is made in line with force standards and policies. According to Northamptonshire Police (n.d) “Understanding, practising and using the NDM helps people develop the knowledge and skills necessary to make ethical, proportionate and defensible decisions in all policing situations.” We gather information and intelligence, allowing us to have the best understanding of the situation. The next step is assessing the threat, risk and harm and develop a working strategy. This step is crucial for keeping everyone involved safe and minimising risk. The next step is to consider police powers and force policies, ensuring all decisions are justified and ethical. We then identify options and contingencies, allowing us to identify and consider all options available to make the correct decision. The fifth and final stage of the NDM involves taking action, and reviewing what has happened. This part of the process is crucial, and it is important to record all decisions including your professional judgement regardless of the outcome. Reflecting on these decisions allows police officers to establish what lessons can be taken from what happened and to reflect on what you can or may do differently next time.
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Whilst police officers do their best at every incident, and always act in accordance with the policing code of ethics and codes of practice it is very common for victims of domestic abuse to withdraw a complaint and no longer support a police investigation. This can be very damaging for the police investigation as it is often one word against the other. Without that key evidence the case will often be closed, allowing the aggressor to carry on offending. In relation to domestic abuse victims withdrawing a statement, according to HMICFRS (2021) In the 12-month rolling period up to March 2020, they found that on average 54.8 percent of domestic abuse cases were discontinued for this reason.

The domestic incident that I am going to discuss, involves a male and a female with a history of domestic violence. The initial details we received were very brief and that there was a disturbance ongoing involving a male and a female and the female has been assaulted. We were attending the incident not knowing what we would be faced with. Whilst on route to the incident I conducted a person search on the male and female using my police mobile. It is vitally important for police officers to gather as much information and intelligence as they can and at the earliest opportunity. By doing this I was able to get an understanding of the couple’s domestic history. I located several previous incidents where the male had been violent towards the female. The male had not been charged with any of these cases as there was insufficient evidence, due to the female withdrawing her statement. 

As we arrived, I activated my body worn camera to capture any disclosures made. The female answered the door and was visibly very upset, crying into her hands. She confirmed that the male had left the address in his vehicle, and she passed me his details and registration number. I liaised with the female and established the initial circumstances surrounding the incident. I assessed the threat, risk and harm and began to develop a working strategy. As the male had left the address, the female was no longer in immediate threat or at any risk. The female raised concerns that the male would likely return, and therefore the female needed to be safeguarded. I advised the female to pack some belongings and officers then conveyed her to a friend’s house to stay for the evening. 

The third stage of the NDM is to consider police powers and policies. It is important that police officers are aware of the powers and policies that are available to them to ensure that they are always acting in an ethical and legal way. The male was wanted for domestic related common assault. According to the Crown Prosecution Service (2022) the definition of Common Assault is “An assault is any act (and not mere omission to act) by which a person intentionally or recklessly causes another to suffer or apprehend immediate unlawful violence.” The necessity for the arrest is to ensure the prompt and effective investigation, prevent further physical injury and to protect a vulnerable person. This allows the police to place bail conditions on the male, this will stop him returning to the address and trying to speak with the female. This will also safeguard the female whilst the investigation is ongoing.


The forth stage of the NDM involved identifying options and contingencies. This involves considering various ways to make a particular decision with the least risk of harm. I made the decision to place an act marker on the male’s vehicle. This would flag with local ANPR systems, and ultimately will assist officers in establishing his current location or whereabouts. The male was aware that the female had contacted the police, with this in mind I wanted the male to be arrested as soon as possible, to prevent him going into hiding and ensuring the victims safety. The female was very apprehensive about going to her friend’s house and she clearly stated that she did not want the male to be arrested. The female could not see that she was in a very volatile relationship, and that she was being controlled by the male. As she felt this was normal behaviour, she was not supportive of a police investigation. My colleague and I tried to explain to the female the importance of providing a statement and supporting police investigation, as the relationship was escalating week by week and the assaults were getting worse. 

I completed a Domestic Abuse, Stalking, Honour based violence (DASH) public protection notice (PPN) with the female. A DASH PPN is a risk assessment model made up of 27 questions that assists front line practitioners and specialist staff to identify high risk victims of domestic abuse, stalking and harassment. The risk assessment allows officers to provide the best support possible for victims. The risk assessment gets shared with the police public protection unit, however if graded high risk it then gets forwarded on to Multi-Agency risk assessment conference (MARAC). According to Devon and Cornwall council (2023) “A MARAC, or multi-agency risk assessment conference, is a meeting where information is shared on the highest risk domestic abuse cases between representatives of local police, probation, health, child protection, housing practitioners, Independent Domestic Violence Advisors (IDVAs) and other specialists from the statutory and voluntary sectors.” From the questions asked in the DASH risk assessment, the female started to realise that the relationship was volatile. She was answering all the questions in detail and began understanding what was happening was not right. Having said this, the female was still not confident in supporting a police investigation.

I explained to the female that the male could still be prosecuted without her support. According to HMICFRS (2020) “If the victim of domestic abuse decides not to support a prosecution, police and prosecutors should consider whether it is possible to bring a prosecution without that support.” Whilst I was speaking to the female my body camera was filming. I submitted a disclosure statement containing everything the female had told me. Without the females support and victim statement, this was the only evidence police had to try and charge the male and safeguard the female going forward.

The fifth and final stage of the NDM involves taking action and reviewing what has happened. I conveyed the female to a friend’s address for the evening whilst officers were searching for the male, to ensure she is safeguarded and no longer in danger. Whilst the female was safe, this allowed my colleague and I to search for the male and to promptly arrest him. We located the male at his home address, where he was arrested and conveyed to custody. This arrest ensured the victim was safeguarded whilst the investigation was ongoing, as we were able to place bail conditions on the male. “Often bail is granted subject to certain conditions, which are designed to reduce the risk of further offences being committed. These may include a ban on making contact with alleged victims or witnesses, a ban on visiting certain locations, or a requirement to live at a particular address.” LSCPB (2017).


To conclude, after having time to reflect and review the incident, I feel that there could have been negative consequences as a result of some decisions that were made. The victim categorically did not want the male to be arrested, but the male was arrested without support from the victim. What this job has taught me is that there are many decisions often made that victims do not agree with, however these decisions are always made in their best interests. I am proud of my involvement in arresting this male and safeguarding the victim and I feel comfortable in my knowledge and being able to use the NDM to its best ability. All decision made were ethical and in line with force policies. Using Bortons reflection model it was clear that further support and assistance could have been provided to the female. Although the victim was safeguarded my concentration was focused more on arresting the male suspect. Many victims of domestic abuse experience psychological and emotional trauma, therefore it is vital that we are empathetic and courteous on initial attendance and taking initial disclosure from victims. Establishing a good relationship with victims of crime ultimately ensures that they cooperate with the investigation and prosecution. 
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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:


A strong team dynamic is important in most organizations, but in policing it is vital to have a strong team dynamic and cohesion. According to Bergner, L. (1997) “Teamwork can increase safety, improve effectiveness, strengthen communication, boost morale, and make a police department more successful.” Every police officer goes to work with the intention of returning home safely. Having a strong team bond increases safety, being able to trust the person you’re with and knowing back up is always available. The police service is a very high-pressure environment. Being a part of a high-pressure team dynamic, can cause conflict if not managed correctly. According to Indeed (2022) “Significant workloads can create stress, especially when team members share resources. High-pressure environments can also lead to stress. This can create conflict, particularly if multiple team members feel equally under pressure.” In this essay I am going to be evaluating two team dynamic theories that assist in developing a team’s cohesion. I will also be discussing inter-personal conflict within a team, and the effects that such conflict has on a team. I will be providing research into if being in a team within the police force can result in failing to comply with police standards.

The first theory I will be evaluating is Tuckman’s stages of group development, developed by Bruce Tuckman in 1965. Within Tuckman’s theory, there are 5 stages:


1. Forming – This is the initial stage, where is a team structure is made up of different members. At this stage, members avoid conflict to try and fit in the group.
2. Storming – This stage is where members start getting comfortable with each other, and clashing heads. Inter-personal conflicts would begin between members.
3. Norming – This stage is where the members build up a team cohesion. They enjoy working together and begin to function.
4. Performing – This is where team the team dynamic is strong, results are starting to show.
5. Adjourning – The final stage is where the team disbands, causing changes to the team dynamics. The cycle then starts again.
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According to West Chester University (2022) “Tuckman's model explains that as the team develops maturity and ability, relationships establish, and leadership style changes to more collaborative or shared leadership.” In this theory, team cohesion starts to develop at the ‘Norming’ stage. Team members start to trust each other and trust the process. This is not always the case, teams can often get stuck in the storming phase. This is why some teams cannot function, they are unable to resolve issues and work together. Some teams have too many individuals trying to be leaders. This is where interpersonal conflict begin. A possible breakdown in communication, difference in personalities and a lack of leadership. The team are not getting on and there is no team cohesion. 


The next theory I will be evaluating is, The GRIP Model, developed in 1972 by Richard Beckhard. The GRIP model is made up of 4 components:


1. [image: A diagram of a diagram
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2. Roles
3. Interpersonal relationships
4. Process
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This theory sets clear guidelines from the start. Whether a new team or an old team, it gives everyone an understanding of what is expected. This avoids inter-personal conflict and promotes team cohesion. According to Gupta, D. (2023) “Establishing clear goals from the outset ensures that team members can work cohesively toward their goals, avoiding redundancy and confusion that can slow things down.” This theory allows members of the team to build a strong dynamic. When there is a strong dynamic and cohesion within the team, members feel comfortable giving their opinion and raising concerns without it turning into conflict.

Inter-personal conflict is common in most team dynamics. There are many ways that conflict can occur, when there are different people, with different views and opinions, personality clashes, diverse upbringings and cultural differences. Conflict can often escalate when people are dealing with stress, lack of communication or frustration with repeating issues within the team. Not everyone likes conflict, some people will bottle up frustration and explode over time. Certain people find it very difficult to be involved in conflict, they react in a negative way and get defensive. According to Small Group Communications (n.d) “Discord caused by enmity between individuals can reduce team cohesion and the ability of team members to work together.” For a team to have cohesion there must be a way to resolve any conflict, without this, the team dynamic will break down. 

There are several ways to resolve inter-personal conflict within a team. Always be polite and respectful when discussing the issue. Choose the right time and place to discuss the issue. Listen carefully to what the other person has to say, take onboard any feedback, try and see the issue from their point of view. Promote open communication, allowing members of the team to feel they can express their concerns. The most important way to resolve conflict is to get it done as soon as possible, this can be done by introducing conflict resolution mediation. According to Mind Tools Content Team (2023) “Resolving conflicts promptly maintains a harmonious working environment where team members feel valued and understood, ultimately enhancing overall team productivity.” Regular team building exercises can assist with building team cohesion and reducing interpersonal conflict.

People believe that conflict is bad, and causes problems. Where this is sometimes true, conflict can also benefit a team dynamic. According to Risser, M. (2023) “Interpersonal conflict can be healthy; sometimes, it can even result in a mutually beneficial solution and a closer, healthier relationship. On the other hand, when conflict escalates or is chronic and unresolved, this can be unhealthy and stressful, causing more overall conflict in a relationship.” Conflict can differ, it can be a disagreement between two colleagues, or it can escalate and become an aggressive exchange between two colleagues. When it is a disagreement, it can often be healthy in moving forwards. When it is an aggressive exchange, it can be difficult to resolve and move forward. 

Police officers are expected to follow the Code of Ethics whether on or off duty. It should be at the heart of every decision made whilst using the NDM. Not all police officers stick to this and will cut corners and breach the professional standards of behaviour. New officers are very keen and eager to be proactive, however more senior officers sometimes get annoyed and irritated with this eagerness as they feel it may cause them more work in the long term. New officers are told by senior officers “forget what you were taught in training, here’s a short cut, do it this way”. Within the police force there is an unwritten rule, the newest member that’s joined the team has to make the tea’s and coffee’s. This rule has evolved slightly, where police officers with less service than others feel they cannot question more senior officers. According to Harmeet, K (2020) “The chain of command can make it difficult for younger or more junior officers to question or speak out against someone of a higher rank, especially when there appear to be grey areas in the situation.” This is where new recruits can fall into the bad habits, when they see others do the same, they do not want to be out of the team dynamic. 

Police officers are often encouraged to use discretion. Having said this, various different police officers in the same situation may choose different outcomes depending on their experience and knowledge. Many new police officers may see this as failing to comply with professional standards, as new and less experienced police officers are not exposed as much and are therefore not fully aware of what options and different avenues are available to them. Liddell, C (2022) states “There are many instances throughout a police officer's day-to-day work where they can decide how to respond to a situation using their own best judgement and wisdom rather than a strict law.” 

To conclude, where I have chosen two theories of team dynamics, it is difficult to compare them as they are different in the way they work. Tuckman’s theory shows stage by stage how the team will develop. The GRIP theory shows clear guidelines that are set from the start, with no development stages. I believe both these theories would work within the police force; however they require strong leadership to build a team dynamic. I have provided research to show the importance of inter-personal conflict within a team. Sometimes it can work and better the team, whereas sometimes it does not work and causes poor team cohesion. When inter-personal conflict takes place and does not benefit the team, that member causing the issues can be moved to a separate team. This would improve team cohesion. My personal opinion and experience regarding team dynamics within the police, resulting in breaching professional standards is that I have not witnesses behaviour like this. I have had a good experience regarding my team dynamic. My supervisor offers good support and I have always been provided with good and constructive feedback. 

Fortunately, I have not witnessed or been exposed or involved in any unethical behaviour since joining the police. Due to my current team dynamic and the support and partnership from my colleagues and my Senior Management Team I will always challenge unethical behaviour without being made to feel that I am doing something wrong. The ‘shortcuts’ and decisions I have made have always gone hand in hand with my discretion have always been made in line with the police standards of professional behaviour. 
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

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

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

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




ANSWER:



Information and intelligence are two separate things within the police force and handled differently. Stark, B (2016) states that Information is essentially raw data and Intelligence is collated processed information. Information is the core of policing. It may be details police hold on their computer, information found out by the individual officer, information passed from the public, or information passed from partner agencies. Intelligence is raw information that the police hold, that has gone through the 3x5x2 process and been developed into intelligence. The 3x5x2 process is used to ensure that the raw information is correctly evaluated and assessed. In this essay I am going to provide research to explain how information and intelligence can be used to disrupt criminal activity, by effective policing of the roads. I will also provide research on how Automatic Number Plate Recognition (ANPR) can be used as an investigative resource. 

Intelligence led policing is used within certain departments in the police, allowing officers to be pro-active rather than reactive. According to the House of Lords (n.d) intelligence led policing is ‘using today’s knowledge to shape tomorrow’s policing.’ This allows the police to investigate the matter and gather as much evidence as possible, prior to making attempts to disrupt Organised Crime Groups (OCG). When working with intelligence, the roads policing unit can gain pre-emptive/pre-planned authority to have the tactics ready, and in place to deal with the incident. When dealing with dangerous criminals involved in these types of OCG’s, pre-emptive/pre-planned tactics are necessary when policing the roads. It ensures every officer involved is aware of what is required of them, allowing a smooth and safe interception.
Intelligence led policing comes hand in hand with The National Intelligence Model (NIM). The NIM is defined by HMICFRS (2023) as “An intelligence-led business model used by UK police forces to gather, evaluate and manage information. It helps forces to make the most effective decisions and was devised by the National Criminal Intelligence Service.” The NIM was launched by the NCIS and later adopted by Association of Chief Police Officers (ACPO) in 2000. The NIM has been placed in the centre of the police reform agenda. There are 3 levels to the NIM. 
1. Level 1 – This level deals with incidents and neighbourhood priorities at Basic Command Unit (BCU) level. Intelligence that officers submit as a BCU officer gets reviewed by the Local intelligence unit.
1. Level 2 – At this level intelligence is managed that affects a group of BCU’s, neighbouring forces or a group of forces. The Force Intelligence Bureau (FIB) manages the intelligence.
1. Level 3 – This level is managed by the National Crime Agency (NCA) and UK Border Force. This level operates on a national and international scale.
Orodite Consulting (n.d.) states “NIM improves the opportunities to share intelligence across police forces, governmental and non-governmental agencies.”

The Crown Prosecution Service (2019) state “Organised Crime is defined as planned and co-ordinated criminal behaviour and is conducted by people working together on a continuing basis. Their motivation is often, but not always, financial gain.” Organised Crime Groups (OCG’s) are involved in a range of criminal activities, for example drug trafficking ‘county lines’, human trafficking, illegal firearms, and child sexual exploitation. OCG’s have no consideration for the law and will make their best efforts to evade the police at all costs. Cleverly, J. (2023) states “organised crime costs the UK at least £47 billion each year”. This cost has a huge impact on the UK economy, as this cost could be better spent elsewhere whilst the UK are in a cost-of-living crisis. According to EUROPOL (n.d.) “OCG’s also often engage in more than one criminal activity to mitigate risks, reduce operational costs and increase profit margins.” 

Criminals use the roads for a range of offences, from minor traffic offences to organised crime. OCG’s have no consideration for police or national borders. This is where police and other agencies must work together, sharing information and intelligence enabling the disruption of the criminal activity. The Police National Computer (PNC) is used in the UK to share information between all forces. This allows forces to place markers on certain people and vehicles when intelligence is available. This makes other forces aware of this intelligence, by either manually checking PNC or vehicle markers will alert forces on ANPR, when cameras have been activated in their area. The Met (n.d) explain how ANPR is used “As a vehicle passes an ANPR camera, its registration number is read and instantly checked against database records of vehicles of interest.”

ANPR was invented in the UK in 1976 by the Police Scientific Development Branch. ANPR was tested on the A1 Road and at the Dartford Tunnel crossing on the M25. In 1981 ANPR generated its first arrest by identifying a stolen vehicle. ANPR is used via static cameras and mobile cameras fitted in vehicles. It is used by Law enforcement agencies, and it’s also used by some private companies, for example, retail parks, supermarkets and private car parks. According to MAV (2023) “ANPR technology is used to help detect, deter and disrupt criminality at local, force, regional and national level.” In detecting and disrupting crime, ANPR can be used to track routes taken by vehicles of interest to police and other agencies. According to GOV.uk (2023) “In 2022, the total length of roads in Great Britain was estimated to be 245,100 miles.” That is a substantial amount of road to cover by a roads policing unit across force borders. Stats from Action Vision Zero (2022) state that between 2021/2022 there were 105,360 police officers in England and Wales, and 3,304 of those officers were roads policing officer, making 3.1% of the officers in England and Wales, roads policing officers. Therefore, many would argue that it would be impossible for 3,304 officers to effectively police the 245,100 miles of roads in the UK. These stats show how integral the road’s policing unit is, as they have a vast area to cover with such little resources. As stated above criminals have no consideration for force boundaries, therefore roads policing officers must work together crossing force boarders. Under Section 163 of the Road Traffic Act 1988, all police officers have the power to stop any vehicle on any road without suspicion. 

The roads policing unit are not the only team that police the roads in the UK. The National Vehicle Crime Intelligence Service (NaVCIS) is a national police unit. NaVCIS (n.d.) state ‘Our mission is to co-ordinate the strategic and frontline response to vehicle finance crime across the UK. This is done by investigating reports of vehicle finance crime and providing support and advice to UK police forces.’ They develop intelligence that supports UK police forces in tackling vehicle crime and associated criminality. This research shows that there is departments that investigates vehicle crime through the means of intelligence. The NaVCIS have an intelligence team and this team assists in identifying the routes used to dispose of stolen vehicles, assists UK police forces in proactive operations and building partnerships in the industry.

In 2003, the three Southern Welsh police forces established a Regional Organised Crime Unit named ‘Tarian’. It’s 1 of 10 nationwide Regional Organised Crime Units. The units investigate, gather intelligence, and take positive action against Serious Organised Crime Groups. South Wales Police (2023) state “During 2022, investigations by Tarian have resulted in 269 arrests, 211 criminals being jailed for a total of 763 years and approximately 469kg of drugs have been removed from the streets.” Tarian work hand in hand with other departments in the police force and the NCA to disrupt as much crime as possible, for example the police departments often used to assist are the Joint Firearms Unit (JFU) and the Roads Policing Unit (RPU). From the stats above, Tarian is set out to dismantle OCG’s, but with the intelligence they receive and act on, they also aim to safeguard as many victims as possible. In 2022, 32 adults and 384 children were safeguarded.

As stated above, Tarian work with the National Crime Agency (NCA) to tackle serious organised crime. The National Crime Agency (2019) state “Intelligence is at the heart of everything we do”. Without intelligence the NCA would be unable to carry out their work. NCA officers investigate serious and organised crimes throughout the UK, whilst liaising and assisting local police forces in hope of protecting the public. The NCA investigate matters from illegal firearms to drug trafficking, cyber crime to fraud, child sexual abuse and exploitation to modern slavery and human trafficking. According to the National Crime Agency (n.d.), NCA officers work at the forefront of law enforcement, building the best possible intelligence picture of serious and organised crime threats, relentlessly pursuing the most serious and dangerous offenders and developing and delivering specialist capabilities on behalf of law enforcement and other partners.

To conclude, information and intelligence is at the forefront of policing and can be used to disrupt serious criminal activity. Without it, police forces in the UK would be unable to investigate matters and convict criminals. My research shows that there are several departments and agencies using intelligence to disrupt criminal activity, such as Tarian, The NCA, roads policing and NaVCIS. The positive results above show how effective intelligence led policing is, due to the number of drugs seized and the number of criminals placed in prison. Intelligence from policing and other agencies is what makes ANPR so effective. Without placing markers on vehicles, ANPR would not activate when vehicles of interest drive past them. Having said this, even without these markers ANPR will always be an effective investigative tool. ANPR can be used to follow vehicles and identify the common routes taken by OCG’s and other criminals, enabling a swift interception. 
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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. Knowledge of case files and case files procedures 
 
 
 
 
 
 
 
2. Better knowledge of roads policing 
 
 
	Low 
1-4 



	Med 
5-7 



6







5

	High 
8-10 
	Low 
1-4 
	Med 
5-7 



4







2

	High 
8-10 
	 

1. Complete more case files with competent senior officers on shift and ask for assistance when needed.
     Timescale: I will review in 6-8 months after I have completed my hub attachment 

2. Currently I do not feel confident dealing with traffic incidents. The development I am going to undertake is arranging an attachment with the roads policing unit.
     Timescale: I will review in 4 months after I complete an attachment with RPU




	SKILLS 
 
1. In initial training I carried out a sexual offences first responder course
 
 
 
 
 
 
 
 





2. Statement writing skills

	Low 
1-4 
	Med 
5-7 


5
	High 
8-10 


















8

	Low 
1-4 


















4

	Med 
5-7


3 
	High 
8-10 
	 

1. The training felt very rushed and pushed in with several other things, I do not feel confident dealing with sexual offences due to lack of training. 
Timescale: I am going to seek advice from Rape investigation team for support and guidance when dealing with incidents. I will review this in 5-6 months.

2. Statement training does not get covered well in initial training. I feel I require more development in this skill. 
For development I will attend a statement writing course and when dealing with incidents that have been handed on, view other police officers statements attached for guidance.
Timescale: I will review in 1 month once the course has been completed


	EXPERIENCE 
 
 
1. Interviewing suspects 
 
 
 
 
 
 
 
 
 
 
 
 


2. Attending incidents single crewed

	Low 
1-4 






	Med 
5-7 


5













6

	High 
8-10 
	Low 
1-4 


4













4

	Med 
5-7 
	High 
8-10 
	


1. Carry out more suspect interviews. I believe my confidence in interviewing will go once my hub attachment has been completed.
Timescale: I will review in 6-8 months, once my hub attachment is complete.

2. Still being quite new to the response world, I fear being by myself at incidents, unable to seek immediate advice from colleagues.
Timescale: I will review in 6 months, I will seek advice from my supervisor and ask for constructive feedback regarding my work and how I am developing, working on these will hopefully build up my confidence.
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