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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

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

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


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



ANSWER:

In this essay, I am going to reflect on the impact of organisational culture within policing has had on my wellbeing and resilience since achieving independent patrol status. I will discuss the risks of conforming to organisational culture and illustrate the coping strategies I used to maintain my wellbeing and resilience. ‘Wellbeing encompasses the environmental factors that affect us, and the experiences we have throughout our lives. These can fall into traditional policy areas of economy, health, education and so on. But wellbeing also crucially recognises the aspects of our lives that we determine ourselves: through our own capabilities as individuals; how we feel about ourselves; the quality of the relationships that we have with other people; and our sense of purpose’ (What works wellbeing, uknown ). As stated by Mind, ‘Resilience is not just your ability to bounce back, but also your capacity to adapt in the face of challenging circumstances, whilst maintaining a stable mental wellbeing.’ (Mind, 2017).
Organisational culture is the way that things are done in an organisation, the unwritten rules that influence individual and group behaviour and attitudes. Factors which can influence organisational culture include: the organisation's structure, the system and processes by which work is carried out, the behaviour and attitudes of employees, the organisation’s values and traditions, and the management and leadership styles adopted. (CharteredManagementInstitute, 2015). 

After achieving independent patrol status, I was excited to join my shift and become part of the team. I was full of optimism and positivity at the thought of starting my police career. I spent my first week attending all different types of incidents and getting to know my colleagues along the way. It took a few weeks for me to find my feet and to get to know the team and team dynamics. I was conscious of fitting in with my shift. 

Although I was enjoying the job and my shift were very welcoming towards me, I quickly began to recognise that my colleagues did not have the same level of enthusiasm as me towards the job and could be very negative towards the role. On occasion some of my colleagues would question my positivity. I initially put this down to them having done the job for so long that they no longer had the enthusiasm of a fresh-faced probationer like myself. Some of them were very cynical of the job, senior management, and even the public. Cynical is defined as ‘doubtful as to whether something will happen or whether it is worthwhile’ (Dictionary, 2021). It was not just my shift that expressed themselves in this way, it appeared that every shift I crossed with had the same opinions and attitudes towards the job. It appeared that being cynical is ‘police culture’.

Although this surprised me, I quickly understood why some of my colleagues were so cynical. The most paramount factor to this was lack of staffing. On my shift alone there were only 3 officers covering a vast rural an urban area. Not only was this not safe for officers it also led to my shift feeling over worked, unable to investigate their crimes efficiently and diligently, essentially they were feeling burnt out.  Colleagues and I raised our concerns on a weekly basis and sometimes felt like our concerns were being ignored. This was very disheartening. 

Policing is a difficult job its fast moving, officers must make life or death decisions and with that comes with risk. Officers feel over worked due to low staffing levels and unsupported by senior management. This links in with Organisational Justice, ‘If organisational justice is not present within the police agency this could mean that, Unfairness within police forces represents a significant organisational risk. The evidence suggests that officers and staff who feel they have been unfairly treated are likely to disengage, see less value in delivering a quality service to the public, become more cynical in their views, and be less committed to ethical policing. (College of policing, 2014).

This can lead to stress which inevitably effects your mental wellbeing. ‘Stress is the body's reaction to feeling threatened or under pressure. It is very common, can be motivating to help us achieve things in our daily life, and can help us meet the demands of home, work and family life.’ (NHS, unknown).

I began to recognise that I too had become very cynical about the job.  This impacted on me in such a negative way, I started to question whether I could continue my job as a Police officer, the stress of a big workload and being unsupported felt too much at times and I quickly became overwhelmed. This caused stress and anxiety, where I would feel anxious about coming into work and it would cause me to lose sleep at night.  This had an impact on my performance in work, I was aware that I was not as motivated to learn and found concentration during night shifts very difficult due to lack of sleep I was getting. 

To address these issues, I firstly spoke with my husband, who is also a serving Police officer for Gwent Police, This enabled me to speak to someone in confidence who understood the job. He reassured me that most Police officers find it difficult at some point during their career. I also reached out for peer support to my fellow colleagues who joined with me on my intake. I knew if anyone would understand what I was going through then it would be them. Peer support brings together people with shared experiences, and these experiences can vary, focus on talking and discussion, which could be about particular topics or difficulties, anything you feel like or a mixture, depending on how the support is run. (Mind, 2021). This helped me enormously as I realised, I was not in this situation alone and it was very reassuring to hear of similar concerns. 

[bookmark: _ednref11][bookmark: _ednref12][bookmark: _ednref13]Further to this another coping strategy I used was to try and maintain some physical exercise. Before working a shift pattern I would enjoy running a few times a week, since working the shifts I had almost stopped running completely. Therefore I made it my goal to run at least once a week with the aim to increase this every week. ‘Participation in regular physical activity can increase our self-esteem[11] and can reduce stress and anxiety.[12] It also plays a role in preventing the development of mental health problems[13] and in improving the quality of life of people experiencing mental health problems.’ (Mental Health,2021). 

In this essay I have reflected on the impact of organisational culture within policing has had on my mental health and wellbeing. I identified that the ‘culture’ of being cynical was quickly adopted by myself. I have then discussed what strategies I used to improve and maintain my wellbeing and resilience, this included physical exercise and peer support. 

WORD COUNT 1142. 
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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:


[bookmark: _Hlk83644780]In this essay, I am going to describe and reflect on a policing incident that I have dealt with, involving a domestic incident. I will evaluate my decision making during a complex and unpredictable incident while using a dynamic risk assessment. I will also explain my rational behind the decisions I made. I will describe what actions I took and evaluate the incident throughout this essay using the Gibbs (1998) Reflective Learning Cycle to examine the incident and reflect on how I dealt with the incident, and outline what I have learnt and how it will help me adapt in future incidents of a similar nature. 

I was allocated a call by my Sargent; the incident was regarding a female who had contacted police to report that her husband assaulted their 10 year old son the previous night. The assault consisted of the father waking in the son up at 2am in the morning, pulling him out of bed, grabbing him by both arms and aggressively shaking him. He assaulted his son because he had not done the washing up as asked to by the father. The female also wanted to report that she had been a victim of domestic abuse by her husband for over 12years, however she never had the courage to report it in fear of retribution. The abuse was not physical but consistent of control and coercive behaviour. ‘Domestic abuse isn’t always physical. Coercive control is an act or a pattern of acts of assault, threats, humiliation and intimidation or other abuse that is used to harm, punish, or frighten their victim. This controlling behaviour is designed to make a person dependent by isolating them from support, exploiting them, depriving them of independence and regulating their everyday behaviour.’ (WomensAid, 2020)

Within the log it was documented that the female did not want Police to attend the address under any circumstances. She had reported this when her husband was in work and her son in school. The female had planned to take her son away on holiday the following week and requested that police attend then, when her and her son were not present. The female expressed concerns that if the Police attended when they were home, then the father would take his anger out on them afterwards. 

My Sargent informed me that the father was a firearms licence holder, and there were several firearms at the address. Because of the nature of the allegation it is police protocol is to utilise Section 46 of the Firearms Act 1968 and remove any firearms from the address to mitigate any risk of them being used during a domestic incident. I was asked to attend the address along with firearms officers and seize the firearms, however not to disclose the allegation or arrest the male, due to the concern raised by the female that arresting the male will put her and her son at risk of harm. 

As the attending officer, this decision did not feel right to me. I felt that by Police attending and seizing his firearms but not disclosing why would put the female and son at danger as the male would be aware that something has occurred and by not arresting him then would leave him at the address with both his wife and son. 
Ultimately, I felt that by only seizing the firearms was not enough to safeguard the female and child. ‘The first priority of the police is to make people safe. At domestic abuse incidents it is particularly important that officers take positive action to make the victim and any children safe. This may mean arresting a person suspected of an offence, where the power to arrest exists, or taking other positive steps to ensure safety, such as organising refuge accommodation.’ (Policing, 2018)

Therefore, I utilised the National Making Decision Model (NDM) to assist me in my decision making. ‘Ethical decision-making in policing is informed by the NDM. The model consists of a number of elements, with the code of ethics being central’ (Blackstone’s, 2020. Pg79). There are five elements to the NDM which are; gather information and intelligence, assess threat and risk and develop a working strategy, consider powers and policies, identify options and contingencies, take action, and review. The Code of Ethics is always at the centre of the NDM.

I then proceeded to work through each stage of the NDM and gathered all the information I needed to make an informed decision. Firstly I ‘Gathered information and intelligence’ I utilised our police systems such as NICHE to carry out background checks and to see if there were any previous incidents at the address. This allowed me to see that there had been no previous incidents and the only warning marker at the address was for the male’s firearms certificate.  I then ‘assessed the threat risk and harm’, during this I considered that although there were no previous incidents reported to the Police, the female’s disclosure of an assault on a child and domestic abuse was a serious cause for concern.

I then moved on to the latter part of the NDM where I was now starting to ‘develop a working strategy, consider powers and policies, identify options and contingencies. Here I considered what action I was going to take. I considered removing the mother and child from the address and placing them in refuge, however I felt that this would be too unsettling for both. Further to this I considered my power of discretion, and considered not arresting the male and only seizing the firearms, ‘Police officers have the power to use discretion, as stated in Black Stones 2020 ‘The police are expected to use the law to maintain order, and therefore they need discretionary powers in order to use the law as effectively as possible, within legal boundaries’ (Bryant, 2020, p. 81).

However, the action I decided to take was to attend the address and arrest the male for Common Assault and Coercive and controlling behaviour. My rational behind this decision was that the victims needed to be safeguarded immediately and by arresting the male and removing him from the address would mitigate risk immediately. It would also allow for a prompt and effective investigation whereby evidence could be gathered to interview the male in custody. Further to this it would allow me to apply for bail conditions to stop the male returning to the address.
Officers must be able to justify the decision not to arrest where the grounds exist, and it would be a necessary and proportionate response. In some situations, other positive approaches may be more appropriate, eg, when the behaviour does not amount to criminal conduct. (Policing, 2018). 
I will now evaluate the incident and discuss what I felt was positive and negative about the incident. Firstly, the main positive was that positive action was taken and the immediate risk to the victims were mitigated. This led me to feel a huge amount of job satisfaction and furthermore reassured me that I had made the right decision in arresting the male when I did. A negative aspect of the incident was when we arrived at the address, the wife answered the door and she looked horrified that we were there. It was only then it had dawned on me that I had not informed her that we would be attending to make the arrest. This made me feel like I had let her down and that I had made a mistake by not doing this. My concern was that she would lose trust and confidence in the police which could lead to her disengaging with us and not supporting the investigation. Thankfully after the husband was removed from the address, I had time to talk to the wife and reassure her and explain my rational for my decision, she was then much more understanding. 
 Since the incident I have had time to reflect on it and I am overall happy with how it went. I feel confident that the decision I made to arrest the male and remove him from the home address and furthermore place bail conditions on him not to attend the home address was the right one. I feel that I utilised the NDM well which enabled me to make an informed decision. I adhered to the ‘Code of Ethics’ throughout. ‘Making ethical decisions within the Police is an absolute necessity in order to gain the confidence of the public that police officers serve. Ethical decision making does not mean making a decision that everyone agrees with’(Ethics in policing, 2010). I believe this incident has improved my confidence in making decisions, especially decisions that others may not agree with. I was conscious of the fat that the decision I made was not how my Sergeant wanted me to deal with the incident, however I now know that as long as you can justify your decision making then supervisors and colleagues will support you.

I have recognised that although this incident had the desired outcome, I still need to be mindful that mistakes happen and not letting the wife know we were attending to make the arrest was one of them. I have since discussed this with colleagues and they have reassured me that this was an oversight which was most likely down to me rushing and being ‘tunnel vision’ with thinking about how best to deal with the offender. In future I would ask for assistance from a colleague to peer review my decision before carrying it out. 

Throughout this incident I have described and reflected on a policing incident I have dealt with involving a domestic incident. I have explained what the NDM is and the importance of this model. I have evaluated my decision making during a complex and unpredictable incident and explained my rational for my decision making. I have utilised The Gibbs (1998) Reflective Learning Cycle to examine the incident and reflect on how I dealt with the incident, and outline what I have learnt and how it will help me adapt in future incidents of a similar nature. 

WORD COUNT 1682. 













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 theories of team dynamics as a means of developing team cohesion. It will consider why inter-personal conflict can occur within a team and outline what strategies can be adopted to enhance individual and team performance. It will also consider how team dynamics within the police service can result in failing to comply with professional standards. 

A Police Officer is always part of a team, within the police force this is usually made up of a ranking structure which is, Inspector, Sargent and then a number of police officers. This forms the team which they will work with every shift together, where they will be starting and finishing work at the same time and attending emergency calls together. ‘Teamwork is generally understood as the willingness of a group of people to work together to achieve a common aim.’ (The Happy Manager, 2021). Within any team there is always going to be different people with different personalities, values, beliefs and backgrounds, essentially everyone is different which means each member of the team will have their own role or responsibilities within the team to make the team work effectively. This is referred to as team dynamics. 

Team dynamics are the unconscious, psychological forces that influence the direction of a team’s behaviour and performance. Team dynamics are created by the nature of the team’s work, the personalities within the team, their working relationships with other people, and the environment in which the team works. (S.P. Myers, 2013). Team dynamics can be good when the team is working well and the overall aim or goal for the team is achieved, however They can also be bad - for example, when they cause unproductive conflict, demotivation, and prevent the team from achieving its goals. (s.p. Myers, 2013). 

It is the leader’s responsibility to manage team cohesion and ensure they are working to address any issues the team have either individually or as a group. One theory team leader’s use to support and improve team cohesion is ‘The Four layer team leadership model’ which have four elements; monitor the team, diagnose team problems, take appropriate action, restore effectiveness of teams. ‘The Hill Model for Team Leadership. This model demonstrates that as the leader is monitoring the team, they are able to determine an action which will ensure team effectiveness based upon the leader’s analysis. The model is designed to simplify and clarify the complex nature of team leadership and to provide an easy tool to aid leadership decision-making for team leaders’ (Tina, 2018). 

Teamwork is vital in policing. When Police officers feel that they have a good leader and that they are valued and listened to, and their team is strong. They will naturally give more to the job and be more enthusiastic about their work. This in turn will mean that the officers are delivering a better service to the public. Further to this Police officers rely on each other every day to keep each other safe in dangerous situations, if teamwork and team cohesion is not good this could put people at risk of harm. 
A theory this essay will explore is Bruce Tuckman’s ‘Group Dynamics and Development’. Tuckman developed this theory in 1965. The Theory It describes the path that teams follow on their way to high performance. There were originally four stages to this theory, which are ‘Forming, Storming, Norming and Performing’, thirteen years later Tuckman along with Mary Ann Jenson conducted a follow-up review of the theory and discovered a fifth stage to the theory, this is the ‘Adjourning stage’. 

This essay will now look at the five stages individually. Firstly, ‘Forming’ Is the first stage of a team forming. ‘In the beginning, when a new team forms, individuals will be unsure of the team's purpose, how they fit in, and whether they'll work well with one another. They may be anxious, curious, or excited to get going. However, they feel, they'll be looking to the team leader for direction’ (Mind Tools, No date).  This is where the team members are finding their feet, they are unsure of the team dynamics at this stage and will rely on the leader to offer guidance and support. In a Police environment this would be the team Sargent.

The next stage of the theory is the ‘Storming Stage’, this is where people’s true characters come to light as they feel more comfortable with each other, this can lead to conflict within the team. This is known as Interpersonal Conflict. ‘Interpersonal conflict refers to any type of conflict involving two or more people. People have very different personalities, values, expectations, and attitudes toward problem-solving. When you work or interact with someone who doesn’t share your opinions or goals, conflict can result.’ (Health Line, 2018). This can also be the stage where they feel confident enough to challenge boundaries set by the leader/organisation. 
Following this is the ‘Norming Stage’ ‘This is the stage where things tend to settle down. Your team can get into the groove of working together towards a common goal.’ (Fresh Books, 2021). Next is the ‘Performing Stage’ where the ‘team is in flow and performing to its full potential. With hard work and structured processes, the team is likely to achieve its goals efficiently.’ (Mind Tools, no date). And finally, is the ‘Adjourning Stage’ This stage can happen naturally, due to members of the team moving on to different roles or departments, or the team’s ‘goal’ has been achieved therefore there is no longer that need for the team. This can be a difficult stage for people who have developed strong relationships within the team, as they lose their sense of purpose or the feeling of losing a close friend. 

It is evident that the ‘Storming Stage’ may be the most challenging. With interpersonal conflict arising this could be the breakdown of a team, this could lead to under performance, low morale, stress of employees on sick leave. ‘Each person has unique ideologies and values and when they meet people with opposing beliefs, conflict occurs. The existence of conflict is usually accompanied by various feelings such as hurt, anger, confusion, inferiority complex etc. If people involved in an interpersonal conflict act defensively and close themselves to others’ ideas completely then these conflicts are aggravated and intensified. On the other hand, open discussions and timely conversations can be the solution to these problems’(Speed up Career, no date). 

This stage needs to be carefully managed and the team guided by their leader. A model that the Police organisation and many other professional organisations use to address conflict is the ‘CUDSA’ model. This is broken down into five stages, ‘Confront the behaviour’, Concentrate on the behaviour not the person. Ask then to modify their behaviour so that you can talk about the issue.’ ‘Understand each other's position’, Take the time to understand the other's position. Is it a real issue, or is it based on misunderstanding? Have you got all of the information, or only part of the story? Respect their position and ask them to respect yours. ‘Define the problem’, Get into the detail, but try not to react by becoming defensive, sulking, aggressive or other negative behaviour. Repeat back to the other party, your understanding of their side of the story. Stay in adult. ‘Search for a solution’ This involves cooperation. Search for a win-win solution wherever possible. The best solution is one where each party feels that they have gained at least part of their point if not all and ‘Agree upon the best solution and put into practice’. Get an agreement - even if it is an agreement to differ. Make sure any agreement is stated clearly and unambiguously. If necessary, write it down. (Jam Berry, 2011). 

Within in any strong team there is loyalty which is defined as ‘Your feelings of support or duty towards someone or something’ (Cambridge Dictionary, 2021). Police officers are held accountable for their actions and must adhere to the ‘Code of Ethics’ as well as the ‘Standards of professional behaviour’ ‘The Code of Ethics was produced by the College of Policing in 2014 in its role as the professional body for policing. It sets and defines the exemplary standards of behaviour for everyone who works in policing’ (College of Policing, 2021). As set out in the standards of professional behaviour police officers must always show ‘Honesty and Integrity, conduct, and challenging improper behaviour’. This is where some officers risk falling foul of The Code of ethics where their strong relationship, loyalty and duty to colleagues can sometimes put them in an awkward position. There has been occasion where officers have failed to report improper conduct of a colleague because they felt a duty of loyalty to them. This has been referred to by researchers as ‘The Blue Wall of Silence’ ‘The blue wall of silence - the rule that police officers will not testify against each other- has Its roots in an important associational virtue, loyalty, which, in the context of friendship and familial relations, is of central importance’ (John Kleinig, 2001).


This essay has looked at Bruce Tuckman’s ‘Group Dynamics and development’ Model, it has outlined each stage of this model and explained them in detail. It has also described what Interpersonal conflict is and how this can cause problems within a team. It has also looked at the CUSDA model, which is used by Police forces to address conflict within a team. Furthermore, this essay has also discussed the Code of Ethics and the high standards of professional behaviours that Police officers should adhere too, however unfortunately the loyalty officers have for each other can sometimes result in failing to comply with the professional standards requirements. 
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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:

This essay will explain how information and intelligence can be used in the disruption of the more prevalent criminal activity by effecting policing of the roads. This essay will also outline how Automatic Number Plate Recognition (ANPR) can be used as investigative resource when disrupting this criminal activity.  

‘Information consists of bits of data that, when combined and viewed together with relevant background knowledge, may be used to produce intelligence, which informs the actions and decisions of policing organisations. (DrSGrace, 2020) 

The Police receive information in a number of different ways, this could be through a report from a member of the public, something an officer has witnessed or heard themselves while dealing with an incident or it could be through other means such as surveillance or a covert human intelligence source (CHIS). A CHIS can be either a criminal who has inside information on criminal activity or it can be an associate to a criminal and their criminal activity. ‘A CHIS is therefore someone who cultivates another person to obtain information, or who provides access to information, or who discloses information. A CHIS is tasked by the police with cultivating or sustaining a relationship with a third person, and that third person does not know about the police involvement.’ (Bryant, 2020 pg525). The information received is recorded and graded and becomes intelligence. 

Intelligence is information that has been analysed to assess its relevance and reliability. Strategic intelligence is material that informs us and partners where we should be deploying our resources against the greatest threats. (NCA, 2021). Police will submit information into an ‘Intelligence Report’. This is referred to as the 3x5x2 model. The numbers refer to ‘qualities’ of the intelligence, measured in three categories. The ‘3’ represents the reliability of the source (Do we trust him, her or it?) the three parts to this are; 1. Reliable, 2. Untested, 3. Not reliable. The ‘5’ represents the reliability of the actual intelligence (Do we believe the specific intelligence), the five parts to this are; A. Known directly, B. Known indirectly but corroborated, C. Known indirectly, D. Not Known and E. Suspected to be false. The final part of the grading is the ‘2’ which represents the Distribution of the intelligence (who can see it) the two parts are; P. Lawful sharing permitted. C. Lawful sharing permitted, but with conditions. 

The 3x5x2 forms a major part of the intelligence in-flow into police force ‘research and Development’ units, or ‘Force Intelligence Bureau’. They ensure the reports are circulated to those who need to know. (Bryant, 2020.Pg 534). 

When intelligence is disseminated to the relevant organisations or departments, officers can then use this to target criminals. The police use intelligence to target and disrupt the most prolific, and dangerous criminals who target the vulnerable people within communities. These are known as Organised Crime Groups. ‘The definition of serious and organised crime, or SOC, can be given as people who have worked together for an extended period of time to plan, coordinate and conduct serious crime. These people are, more often than not, motivated to commit these serious crimes by the potential of financial gain. The types of criminal activities that gangs are involved in include class A drug dealing, child criminal exploitation, cyber-crime, the use of weapons and violence and human trafficking. Other indicators of serious organised crime could be money laundering or people living beyond their means from the proceeds of crime. (Crime stoppers, 2021). 

Serious and organised criminals also exploit vulnerabilities in the increasing number of global trade and transport routes to smuggle drugs, firearms and people. They have learnt to become more adaptable, resilient and networked. Some think of themselves as untouchable. (HM Government, 2018). 

The National Crime Agency (NCA) take the lead with SOC and work closely with Police forces to take a partnership approach. As stated by the home secretary we have made significant progress in creating the powers, partnerships and law enforcement structures we need to respond to the threat. The law enforcement community, and the National Crime Agency in particular, has been instrumental to this progress with an impressive, and sustained, track record of disruptions across the full range of serious and organised crime threats. Sajid Javid MP Home Secretary (2018). 

One of the most effective ways to disrupt these criminals is by utilising the forces ‘Roads Policing Units’ because these serious organised crime groups have no choice but to use the roads in order to commit their crimes. An efficient road network is essential to a thriving economy. Nearly 80% of domestic freight in the UK is transported by road. Unfortunately, what works for commerce also works for criminals. Whether it is the illegal trafficking of people, drugs or other contraband, the road network will be used by criminals in the furtherance of their socially damaging enterprises. Offenders will use the road network to facilitate the commission of crimes including smuggling and cargo theft, county lines exploitation, facilitating burglary and crimes of violence. (Department for transport, 2020). 

As Stated by The college of Policing ‘The Roads Policing Constable prevents loss of life and injury on the roads by preventing, investigating and prosecuting offences through intelligence led policing.’ (college of policing, 2021). However, over the years the role has changed significantly and some police forces ‘Roads Policing Unit’s’ have amalgamated and become a unit that deals with road traffic offences and as well as serious organised crime. For example, Gwent Police have recently devised a specialist operations department called ‘Roads Policing Specialist Operations’ (RPSO). These officers are highly trained in traffic legislation, RTC’s and proactively targeting serious organised crime groups that are utilising the roads to commit offences. ‘Their core purpose is to provide specialist uniformed operational support to Local Policing Areas, with particular focus on: denying criminals the use of roads;’ (ACC Ian Roberts, 2021).

Roads Policing are guided by ‘The National Police Chiefs' Council (NPCC) plays a role in bringing police forces in the UK together to help policing coordinate operations. The NPCC has a road policing strategy (2018-2021) with three main objectives: 1.safe roads, free from harm; 2.secure roads free from the threat of serious crime and terrorism, 3.efficient roads that promote public confidence and satisfaction’. (Brake, 2021). The strategy has also continued to work towards the 4p’s, which was originally founded in the previous 2013 strategy. ‘We will maintain the Pursue, Prepare, Protect and Prevent delivery framework, sometimes known as ‘4Ps’, as it provides a coherent approach for all partners involved in countering serious and organised crime, from preventing crime in the first place to convicting perpetrators and helping victims. The four strands are; To Pursue offenders through prosecution and disruption, To Prepare for when serious and organised crime occurs and mitigate impact, To Protect individuals, organisations and systems from the effects of serious and organised crime and To Prevent people from engaging in serious and organised crime. (HM Government, 2018).
Intelligence that is gathered in relation to serious organised crime groups will be disseminated to the relevant forces Roads Policing Unit, when it has been identified that a serious organised crime group are operating in their force area and using to commit their crimes. Intelligence can suggest what routes these criminals are taking and when. It can also inform officers of any warning markers the offending occupants of the vehicle may have. This enables Roads Policing to pursue, prepare, protect ant prevent.
Roads Policing Units are also well equipped to deal with such criminals on the roads, they have high powered police vehicles to carry out their duties and they are trained to a very high standard of driving as well as being pursuit and Advanced driver and Tactical Pursuits and Containment (TPAC) training, in order to safely contain and arrest criminals on the road. 
To further assist Roads Policing they also utilise ‘Automatic number plate recognition’ (ANPR). Roads Policing units can use ANPR to check when a vehicle has hit an ANPR camera. This means ANPR is not only used live time but also check historic journeys. This can be used to develop intelligence when officers are identifying patterns or routes the criminals are travelling and when. An ANPR hit can inform officers of a minor traffic offence such as no insurance, the officer will stop the vehicle to deal with the minor offence however, this can often lead to further intelligence gathering as It is an opportunity to speak with people, criminals and take a further look into them, their person and vehicles. 

Automatic Number Plate Recognition (ANPR) is an effective way of identifying vehicles and matching them against predetermined indices or flags. It is a proactive policing tool for response policing and investigations, which can prevent crime by targeting criminals through their use of the roads. ANPR automatically reads vehicle registration marks (VRMs), allowing these details to be compared against database records, provides a tactical option to disrupt, prevent and detect criminal activity and, by doing so, helps to increase public confidence and identifies a vehicle of interest based on the number plate it is displaying’ (College of Policing 2021). 
This essay has explained how information and intelligence can be used in the disruption of the more prevalent criminal activity, such as drug smuggling and human trafficking by Roads policing departments. It has outlined in detail the 3x5x2 model, and it has explained the role of the NCA and looked at the NPCC SOC strategy for 2018-2021. This essay has also discussed the role of Roads Policing and how they use intelligence to target SOC and assist Roads Policing in their investigations. It has also outlined how ANPR can be used as an investigative resource when disrupting criminal activity. 
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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 
 
 
 I am aware that I need to improve on my knowledge of CPS case files. 






















I would like to be more knowledgeable in out of court disposals. 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

8
























8
	Low 
1-4 
	Med 
5-7 

5
























5
	High 
8-10 
	 Since gaining independent patrol status I have only completed a handful of casefiles. Each casefile I relied heavily on my colleagues to assist me in completing them. I feel like because I have not don’t many and they can be far and few between, my knowledge is very limited. This has also effected my confidence with casefiles as I feel anxious when I know I have to do one. To develop further I will offer to assist my colleagues when they are doing case files so it gives me another opportunity to learn. I will also consider outing myself forward for a casefile refresher input.






To develop this further I need to do some reading on out of court disposals to further my knowledge and understanding. I have not dealt with many incidents that resulted in an out of court disposal. I understand there is a new policy in Gwent Police now where you are no longer allowed to use many of the out of court disposals that officers are used to using. We have not received any training or inputs regarding this so I would like to seeks some clarity on this and request an input on the new out of court disposals. 



 

	SKILLS 
 
 
 
 I would like to complete a taser course. 
 






















I would like to improve on my interviewing skills and build on my confidence when interviewing a suspect. 
 
 





































 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


10
























9
	Low 
1-4 
	Med 
5-7 


5
























7
	High 
8-10 
	 I originally had a taser course booked for August 2021, this had to be cancelled due to being out of OST compliance.OST dates were fully booked due to new recruits joining and therefore I was unable to attend the course. I now have a taser course booked for January 2022, which I am looking forward to. I cover a huge rural area in North Monmouthshire, officer safety is a concerns of mine due to having little numbers on shift and often being single crewed or a 30 minute drive away from my nearest backup. I feel having a taser would be a benefit to myself and my colleagues. 



I have completed my tier 2 interviewers course which I found really interesting and I learnt a lot from. After the course I had a new found confidence in interviewing suspects. However I had a period of time where I did not interview anyone for a couple of months, I felt I had lost some of the knowledge and skills I had learnt from tier 2. I recognise that interviewing is a skill that you need to be persistent with in order to really gain an understanding of the interviewing process. I would like to volunteer myself more to take handovers in order for me to get more opportunities to interview suspects. By doing this will then increase my confidence in interviewing and hopefully develop a strong skill at interviewing. 





 

	EXPERIENCE 
 
 
 
I would like to conduct more traffic stops. 
 
 
 
 
 



























I would like to have more experience with attending RTC’s. 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7


7 
	High 
8-10
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	Low 
1-4 


2
	Med 
5-7 







































5
	High 
8-10 
	 
I have not had much experience in making traffic stops while on my own. So far I have always felt that I did not have the time to conduct traffic stops as I had too much of a workload on or I am always busy answering calls. Because I have not done them it has now knocked my confidence in doing them. I would like to be proactive and make traffic stops, but I recognise I am not doing it. To further develop I am going to ask to crew with a colleague who enjoys traffic and is very knowledgeable in that area. I will ask him to observe me and give me some advice and guidance. I hope this will give me the confidence to make traffic stops on my own. 




I have not attended many RTC’s and therefore do not have the experience to fully manage and control an RTC scene on my own. To further this I am going to ask if I can do an attachment on the Roads policing specialist operations department in order to gain more experience. 
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