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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:

The stresses of this job has had a profound effect on mine and my colleagues well-being and resilience. How we feel can impact how we behave in work and results in how well we do the job and if a person is under a profound amount of stress, this can have a negative impact on a individuals performance at work. 
Initially when I first started as a constable my coping strategies consisted of daily yoga workouts. Since starting the job, this is no longer a possibility for me to use as a strategy for my wellbeing and resilience due to the constraints of the job whilst working shift patterns. However, I decided to alter this strategy by doing workouts at the gym whenever I had free time either before or after a shift. Although it is still quite difficult for me to be able to find the time because of the university commitments and now I am working longer hours now that I am operational and achieved independent status, I have found it is easier for me when going with my work colleagues on my shift. By doing this it allowed me to keep up with my health and fitness whilst tackling stress and additionally it gave an opportunity for myself and my work colleagues to bond over our shared interest which strengthened our relationship. Having a shared interest and similar characteristics with people within the same organisation, it can help create the organisational culture through human interactions and relationships as this unites people together.

Culture is a set of customs, concepts, and social behaviour of a particular set of people and society and includes values, beliefs, and habits. Organisation culture is when these set of human behaviours are embedded in the organisation from collective behaviours and assumptions of colleagues which they have acquired overtime whilst working in their organisational environment and includes the organisations expectations, values, and philosophy that they want their employees to work towards. Organisational culture can impact the behaviour of people within that organisation significantly. 
In a recent study by Dr Amanda Biggs, a lecturer at Griffith University, Paula Brough, a professor at Griffith University and Shannyn Chataway, who is a Psychologist, interviewed police officers and focus groups on police cultural norms and practices and what the dominant organisational cultural characteristics are. It found that there were five; Police family, control, us versus them, masculinity and subcultural differences (Brough, P & Chataway, S & Biggs, A, 2016).
In their article they stated, “Police organisational culture has been demonstrated to have a substantial impact on the everyday behaviour of police officers, including the way that officers interact with the public. Police organisational culture has also been identified as a significant obstacle to policing reforms and a factor that perpetuates negative practices including the misuse of authority, sexual harassment and discrimination, and excessive force”. (Brough, Brown and Biggs, 2016; Brown, 1998). (Brough, P & Chataway, S & Biggs, A, 2016) 
Culture within the police is notorious for having a team ethos of strong team work that focuses on a solidarity and loyalty mentality with other police officers. This mindset is needed in the police world due to the dynamic situations’ officers are placed in, the dark part of society that other members of the public don’t routinely see and the stresses they are placed under so this philosophy brings a certain coping mechanism that other organisations won’t have or necessarily need. This see’s the police core values as trust, loyalty, support and protection and this then brings a sense of expected allegiance between police officers and their colleagues where they are to have a strong sense solidarity and loyalty above all else. This is important as to have a good team mate you need to be able to depend on them.
However, this can bring risks as it can create a ‘us-versus-them’ attitude between the police and the public as it can generate officers supporting each other even when something feels wrong because of that pack mentality and means they risk losing their integrity. This culture can enforce segregation which in return creates a break down in public relations which as we know are ever more important in today’s climate and the effectiveness of police officers being able to do their job. There can also be a divide between police officers and higher-ranking officers where officers may feel they have to agree to whatever their superiors are doing and saying to fit in and create that loyalty. (Reuss-Ianni, 1983)

Organisational culture is closely linked with group behaviour and is closely connected with management and leadership as the dynamics of the organisation can be influenced through their qualities and personality traits as well as their mentality and attitude.  The team is guided in the ways of the supervisor as they are implementing things on how they want their team to work and they shape the ideology of the team. If they are encouraging openness and trust, creating a relaxed and happy atmosphere, everyone becomes motivated and positive. (Schein, 1987)

Since gaining independent status within my team I have learnt to find my own policing styles but I have become conscious that I have picked up similar characteristics of my team members. Sometimes this is good as we all share similar morals and values so we all unanimous in our decision making and how we work together, however as we are all quite similar in terms our culture, social ethics and principles, if one person feels dispirited and despondent it can affect the whole teams outlook and mental state.  
I am also influenced by their policing methods and even though I am now independent and I can make my own decisions when attending incidents, therefore  I am conscious of the fact that every officer has various ways of dealing with the public and incidents and It is important for me to remember that I am able to use my own discretion and even though there are experienced officers who are passing on their guidance, I shouldn’t always have to follow what they are doing If I feel like I can deal with it in a more effective way or It isn’t how I would deal with the situation if it compromises my own values. 

Organisational culture can be adopted through techniques and methods, and it can also be implemented through mentality and attitude which can be picked up from work colleagues and team members. If there is a negative atmosphere, then there is a risk that co-workers will adopt this mind-set and it can alter their work performance as there is a risk of unhealthy organisation culture becoming adopted by staff.
It is harder to remain positive if you are around negative people and will negatively affect your wellbeing and resilience. In this line of work, it is important that I try to remain positive as the job brings very stressful and sad moments so if I let the negativity take over me, it can lead to a decreased enthusiasm in doing the job well. 

Word count: 1175
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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 domestic related incident I made a complex decision to arrest my suspect based on the allegation of assault taking place inside the home he shared with his partner. This allegation initially came from the victim themselves when they reported the incident but they became an unwilling participate in the prosecution of the suspect based on multiple reasons. Because of this, I had to take into account a number of considerations when choosing what decision was the best to make at the time and how using the National Decision Model as my aiding tool helped in providing a rationale on why I took certain actions. Following the incident, I reflected on what actions I took and reviewed how my ethical approach made an impact on my decision making. 

The victim had made a report of a verbal altercation between her and her partner and that she required assistance from the police. There was no other details given as the female had not stayed on the phone. This resulted in a concern call being issued out to attending officers to conduct a person safety check.
As with all the incidents I attend, I make sure I consult the National Decision Model (College of Policing, 2014) as this helps me to plan what actions I need to think of and what actions I should or could be taking. I also do this prior to attending incidents as I could be attending a fast-moving and rapid changing situations so I won’t always have time to prepare for what I am going to and so this can support in giving me a range of responses to various circumstances I could be dealing with which will help me to prepare the best I can from the information that has been given. 
As the call first came through as a verbal argument I considered that there would be no need for arrest but if further information was obtained and there was further allegations or further information that there has been physical assault on the person, there would be cause for arrest and I would have to consider what risks pose from this so I could develop a new strategy to outweigh these risks and then consider my powers are which are the next steps in the model. 
After attending the location I realised there were further considerations I did not consider prior to attending such as different cultural issues and backgrounds. Current considerations to take into account such as people are more critical, unwilling to help police, tensions/scared but also domestic abuse victim may not be seen as abuse due to cultural differences and there being a lack of education around this topic if the victim is from another country.
This became clear to me when I first started speaking to both parties based on the different interactions with both the victim and suspect. I quickly learnt that the suspect had hostilities towards the police due to black ethnicity which was centred about the current political tensions, and also the conduct of the victim when interacting with myself as the victim had been very nervous, anxious and dismissive when talking to me about what happened. I began to realise that it was unlikely I was going to receive a statement of complaint from the victim as they were not supportive of prosecution of their partner so I was not going to be able to obtain much evidence on what had taken place. 
I did not consider this to be a possibility due to them making the report which is usually very rare in these circumstances as the report usually comes from other witnesses such as neighbours due to victims not wanting to make a complaint.
When a victim has reported abuse to the police, there are many complex reasons they may not see through a prosecution which can be because they are still in love with the person so can have feelings of shame and guilt, fear of reprisals and the process of court cases or the police based on bad experiences or lack of and could also be anxiety of isolation or language or cultural barriers. (Nichols, 2014) 
This had impacted on my decision making as I had to rely on my own judgement of the situation to try to make the right decision based on the facts I had in front of me, such as the victims initial disclosure of the incident, any previous altercations mentioned and also if any injuries were present. 

Despite there being limited evidence present due to the incident occurring in a home address so limited witnesses, I made the judgement call to arrest straight away based on the victim’s behaviour and conduct and I thought of safety before anything else. When the victim disclosed this had happened before, the level of risk in my mind had increased massively and by arresting this was the only way for me to keep the victim safe at that moment in time. I was aware there was only a slight chance of prosecution based on the little evidence available and the victim being unwilling to come forward, but because of the initial disclosure she had made to me whilst my body camera was on regarding the current and previous incidents, I conducted the NDM to review the policies and procedures and took into account the code of ethics element which binds the model together and therefore my own ethics played a big part in my decision making process with this incident. My overall priority and mission was to protect a vulnerable adult and child, act with integrity and objectivity and adhere to policies and procedures that are there for good reason. Therefore, I felt arresting the suspect first even with no complaint from the victim and the decision should be left in the hands of the CPS on whether there is enough evidence to charge the suspect. My rationale was being that the priority at the time was the safety of the victim above all else and If I had left the premises without doing anything, severe consequences could have stemmed from lack of response such as the death of the victim.  

The Code of Ethics guides officers to remain impartial at all times, however when dealing with a domestic incident officers will have to pick a side of a victim and a perpetrator. 
This makes it more difficult when there are counter allegations and often the victim is the person reporting so therefore the police will lean towards the side of the victim unless there is a clear signs or independent witness and evidence to suggest otherwise. In this incident the NDM was helpful but due to the nature of domestic it can only be helpful to a point and the policy can make things worse for the victim. This is because when the NDM hits the policy and procedures for domestic related calls there is a police of positive action to arrest. By taking this approach straight away can sometimes cause adverse reaction to the victim as in this case the victim did not want the subject, her partner, to be arrested. She stated that she had only called the police to take him away from the location due to his aggressive behaviour and she only called in case things got out of hand. The victim explained she had only called the police for awareness as she was scared. Following this information, I had to make a judgement call on whether I thought this was a minor incident or one that could progressively get worse if I did not act. 
I also had to think about the after effects of arresting as by taking this approach and not do what the victim wanted, this could cause the victim to not trust the police as they are going against the victims wishes and means in future they may be less likely to report any further incidents to the police and be less willing to come forward.

Another contemplation was that the incident happened in their home address with only the victim and the suspect present, this meant that there is likely to be very little evidence and if the victim is unwilling to support in the investigation, It is very difficult to secure a successful conviction if there is no willing victim coming forward and no other witnesses to corroborate version of events. 
Also had to consider that the lack of evidence confirming a serious domestic assault had taken place and the fact CPS would be unwilling to provide a charging decision without certain aspects being met. In the beginning my overall conclusion was to first try and not arrest any person and the National Decision Model helped me to find other positive approaches by getting them to think of other policies and procedures. 
I considered that my main duty is to protect and preserve life and at that moment I felt she was at risk so I considered my ethics and also consulted the south wales police policy, of taking positive action. This policy protects everyone and everything and there are better outcomes because this way is being used. 
In a recent HMIC report on the approach that South Wales Police uses to tackle domestic abuse, the overall result was positive showing there was a clear priority that excellent service is provided to victims of domestic violence from all police staff at all levels. (HMIC, 2014)

Despite the positive results, this approach can also make the situation life at home for the victim much more difficult and as such I had to consider child custody issues that could potentially arise due to the partners not being together and not being allowed to be around the female should conditions be brought in following police contact. I had to think about all of the outcomes that could arise If I were to only base my decision making on evidence I had in front of me. Considerations for other alternatives to arrest were thought of by me as a way of limiting the fallout on the victim. I considered alternatives such as Domestic Violence Protection Notice and Domestic Violence Protection Order’s (Gov UK, 2020), Civil orders and Violent Offender Orders which prevent the subject from access and attending certain places, premises and people due to there being an unwilling victim wanting to go forward with prosecution. (College of Policing, 2015)

In conclusion, my first solution to this scenario would be to try and not arrest but I should consider if the impact of risk outweighs the negative impact on the victims life as safeguarding takes priority due to protecting life and property. The National Decision Model helped me to come to this conclusion and led me to make the decision to arrest rather than go down a different route with the offender as I based it on what I felt was right at the time. I used my own discretion with the support of the model to help me rationalise my actions and utilise my ethical reasoning. 

Word Count: 1844 



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:

For a team to be successful and productive in any organisation, there needs to be good team dynamics as the team will be bonded together and therefore create stronger and better working relationships which will then produce good performance and positive, successful results. 

Team dynamics relate to the social and behavioural relationships between members of a team and will determine how the team interact and cooperate with each other through communication. The personalities and characteristics of each member, team relationships, organisational culture and processes and procedures all contribute towards the team dynamics. A team with a positive dynamic means there is more chance the team will be higher performing which then leads to getting the best out of everyone. If there is a negative dynamic, this can result in demotivation, lowered productivity, and lead to conflict within the team. 
Things that influence team dynamics includes personalities of each member, and dynamics can affect how a team reacts, behaves, and performs. Similarities of attitudes and values will unite members of the team.
As team cohesion refers to connections or bonding between everyone on the team, Team dynamics can influence team cohesion as it can affect how the team interact and work together on tasks and objectives. It is essential as this can determine the effectiveness and performance of a team as If a team is cohesive then they are more likely to be motivated to accomplish communal goals and are more willing to participate and engage in all aspects to try and get team objectives done.

There are a variety of models that can be applied to help get a team to perform successfully and generate effective teamwork whilst diminishing crises from happening. One model is ‘The Tuckman Team Model’ which was developed by psychologist Bruce Tuckman which described team development and behaviour and this concept has five stages, Forming, Storming, Norming, Performing and later he added Adjourning (Tuckman, 1965). 
The element ‘Forming’ is when the team first comes together and where there is no real structure or guidance on what everyone’s roles or responsibilities are so the importance of the leader is paramount to be able to direct the team to success. The next is ‘Storming’ which is when team members are attempting to establish themselves within the team so cliques will start to form and clarity of the teams purpose will become more clear, however uncertainties will still arise and power struggles will appear so it is important for the team to focus on team goals and to prevent issues within relationships and lack of agreement when making group decisions. ‘Norming’ is when the roles and responsibilities of each member is clear and accepted with everyone In the team, commitment and unity becomes stronger as social relationships are established and there are agreements on how to develop the teams processes, working style and decision making. Leadership responsibilities are becoming more shared out between the team as they aren’t so reliant on the leader directing or guiding because the team is coming into their own.
Lastly, ‘Performing’ is all about the team no longer requiring the leader to instruct or assist them in be able to complete team set tasks and goals as they are fully aware of what needs to be done and are achieving it on their own. Team members are looking after each other, disagreements are resolved positively and necessary changes to processes and structure are made by the team. There is effective team working as goals are achieved and relationships, style and process issues can be attended to at the same time without it compromising one or the other. 
In simple terms, this model advises that once the team develops in capability, relationships are created and become solid enough that the leadership styles are able to change from directing and guiding the team, to being able to move on to develop a new team. 

To have a healthy and cohesive team it will translate into having a high performing team and to have a cohesive team you need to address certain issues that may manifest into bigger problems. These consist of ‘Absence of Trust’, ‘Fear of Conflict’, ‘Lack of Commitment’, ‘Avoidance of Accountability’ and ‘Inattention to Results’ which are all described in ‘The Five Dysfunctions of a Team’ by Patrick Lencioni. In his 2002 book he writes about the dysfunctions that can exist within team organisations and what can be done to overcome them. He also empathises the importance of the role of leader and details the behaviours of good and bad ones.   (Lencioni, 2002). It is important for leaders the ensure that team members are thinking about the overall team outputs each member contributes, rather than only considering. For a cohesive team, working together as part of a team and being able to rely on one another is critical to ensure successful results.  

I believe the most important aspect to ensure a high performing and successful team is trust. When the team do not trust each other they aren’t able to be vulnerable and admit the mistakes and weaknesses and what they can improve upon. With lack of trust comes lack of comfort and that can lead to hostility in team relationships. The team leader is responsible to establish a team culture of trust and seeing mistakes or weaknesses as opportunities for growth and development. After finishing police training and becoming operational, my main concern was around my lack of confidence in my knowledge and policing ability as I was so new in the job. As soon as I joined my team, my sergeant always made sure I attended incidents that I hadn’t been to or had much experience in and got me to take the lead even if I wasn’t confident. This allowed me to build up my confidence, push me out of my comfort zone and made me realise that even If I made a mistake, It was all part of learning and development. My leader got me to see that anything I did, there was always room for improvement and that It was never a bad thing if the outcome wasn’t good or successful. The overall results didn’t matter If me or my team gained something from it. I feel this is what leadership is about, getting your team to constantly want to improve and grow themselves. 

Having a good team is also when everyone of you recognises that everyone can bring something to the team, especially when you have a team with a range of characteristics and personalities. Sometimes this can bring conflict due to some individuals having big personalities, different values, ideas and views and can clash with someone who is the opposite to them. However, a team needs all rounded characters as this can balance each other out and can each bring out strengths and weaknesses in each other. These theories are defined in ‘Belbin’s Team Roles’ (Belbin.M, 1993) where Meredith Belbin had created a model that included nine team roles detailing which person is best suited for particular tasks and roles based on their personality and compatibility and ‘the Myers–Briggs Type Indicator (MBTI)’ (Myers-Briggs. I, 1944) which is also a personality self-report questionnaire that evaluates how a person makes decisions and perceive the world based on their psychological preferences. If you have a team that has the same type of people, then there is a risk that the environment will remain stale and there won’t be any room for growth or development as there is no variation and can prevent thinking about things in a different way. If you have a range of influences and opinions, It allows for different ways of thinking and lead to fresh inspiration and creativity. This is especially important for tasks that require creative problem solving, innovation and collaboration. This is a consideration that must be taken into account when looking at team dynamics and cohesion. 

Another consideration when it comes to team dynamics is when social relationships have formed and individuals can be easily influenced by a team culture or individual behaviour and this isn’t always in a positive way. For example, If the leader of the team, has shared something inappropriate, people may not feel comfortable challenging because they are the superior in the team and the one that direct and guides everyone else so you may not say anything by way of trying to keep the relationship and team bond in order to continue to fit in and mimic the way your team to try and belong. This could lead to disrupting the team dynamics in the team and then there is potential for conflict to be caused and breakdown in relationships which will then affect team cohesion. Also plays a part solidarity and loyalty as someone may not want to go above a team colleague and call someone out for bad behaviour or something they don’t like as they want to be seen as ‘having someone’s back and not being a ‘snitch’. However, this can ultimately get that person dragged into something when they had no part in it and get in trouble themselves and will result in failing to comply. Code of ethics states in policy and procedures a report must be made even if nothing comes out of it. They have a duty to report even if they are colleagues. This was laid out by the Independent Office for Police Conduct where a investigation took place on a Devon and Cornwall Police Sergeant for him sharing an inappropriate image within a team WhatsApp group. Other members of the group are also being investigated due to their response to the image and their failure to report and challenge the behaviour. (IOPC, 2020) 

Working together as part of a team will generate many advantages such as the shared learning from various knowledge and skills backgrounds, as well as producing different views and thoughts to encourage different ways of thinking. This can lead to creative thinking and can facilitate improve decision making. (Hoegl & Parboteeah, 2007)
To have a team that works cohesively, team members will all have a common drive to want to work together and have the motivation to contribute positively to their teams if they share a social bond and have good relationships with one and other. It spite of team members having different roles within the team and this being important, It ultimately needs a strong leader that generates shared values and goals among their team. 
											
Word Count: 1741							
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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:

In today’s modern society, the internet is a powerful source which can be used for a variety of things and can be a great tool for law enforcement. This is because the amount of information that can be shared to a vast amount of people in a short amount of time. Police forces are utilising the internet in the form of social media platforms such as Facebook and Twitter to reach their communities and to obtain information and intelligence through different methods. Sometimes the police are more likely to receive information from this rather than through face-to-face engagement due to the anonymity that can be chosen by that person. People are also able to report crimes and incidents which they may deem not ‘important’ or ‘urgent’ enough to advise the police over the phone but any information no matter how small can sometimes be the missing part to an investigation or provide intelligence that can help prevent criminality from reoccurring. 
It also helps to enhance the relationship with the community as they are able to see what the police are doing to combat crime and therefore creates a way of community policing where trust is built up and police forces are able to understand better what their communities require. It can give the public a sense of purpose as they can provide real time information and intelligence that may not be collected by an officer and utilised properly. Through this, they’re able to collaborate with the police which creates empowerment for their community’s personal safety and in return results in an increase of police legitimacy and fosters communities to become participators of crime reduction and increase public relations. If information is shared through social media by the public and the police are seen to be using this intelligence to disrupt and reduce criminal activity, it empowers the community and this is made possible by providing the public with a platform to be heard and to create a lasting partnership that will greatly benefit the policing when trying to dismantle organised crime groups. 

Not only can information and intelligence be shared through the internet and social media platforms, It can also be gained through other technology such as ANPR, also known as Automatic Number Plate Recognition Cameras. 
This technology allows cameras to capture number plates of a car to create location data and then the information gained from this is cross-referenced for a range of traffic and law enforcement purposes. This modern technology is used in modern day policing by police forces around the world for law enforcement purposes which includes checking if a vehicle is registered or licensed. The police use ANPR to “detect, deter and disrupt criminality”. (CCTV-Information.co.uk, 2020)
This could mean anything from detecting uninsured and untaxed vehicles to locating stolen vehicles, or even solving cases of major and organised crime. This is because ANPR cameras are everywhere, on motorways, in car parks, road tolls and speed cameras. If there is a particular registration plate or vehicle that is of interest to the police, when the vehicle goes past a ANPR camera, the information can be used to help locate it and be stopped by police.  
This is useful as part of information and intelligence in helping to disrupt criminal activity from gangs, especially when it comes to County Lines as their primary source of transport when transporting drugs is through roads. 
There are however negatives to this technology. As the ANPR cameras only capture the vehicle, it does not say who is in the car so in order to gain further information and intelligence the car must be stopped or other investigatory methods have to be included. Vehicles aren’t always able to be stopped by police if these criminals manage to evade the police by going off roads or if there are no longer ANPR cameras on route. There are also difficulties in identifying vehicles used in criminal activities if the registration plates have been changed to false plates or if it is a rental car as the details would be registered to the rental company and not a registered owner so there won’t be any direct intelligence found. 

Other means of policing the road’s and gaining information & intelligence is from doing vehicle checks. Just like a person check can bring up known information on a particular person such a markers for violence, drugs and even if the person is vulnerable to child sexual exploitation, searches can be done on vehicles. These searches will show officers who the registered owners are, the model, make and colour of the vehicle and what intelligence we know about the vehicle such as links to drugs. This information can be used when policing the roads as it can be used as evidence and can identify crime as drugs are more likely to be carried by criminals in cars as per county lines model. This can also aid police if they have suspicions that this particular person or vehicle has been used in a previous crime based on what intelligence has been brought up through the checks. 
The police have a number of powers allowing them to search and seize vehicles so this can help to disrupt criminal activity especially when it comes to stolen vehicles which are frequently used or financed to fund for the purpose other criminal ventures that are all linked to organised crime.  These crimes include theft of vehicles so they can sell then and then use the assets to fund for other activities ranging from drug trafficking, human trafficking, child sexual exploitation, county lines. arms dealing, people smuggling and international terrorism.

County lines relates to the supply and movement of drugs from one place to another ordered by various organised crime groups who exploit young or vulnerable people to commit these criminal acts often through means of violence and sexual violence, exploitation, intimidation, and weapons. (Gov Uk - Public Health UK, 2021)

In a report by the Home Office, National Crime Agency, they had set out a summary for tackling serious and organised crime within the UK. Their key findings was that organised crime has many challenges due to organised crime groups are often operating in changing and unpredictable ways working over a number of networks which aren’t always within the UK. Because of this, Organised crime can often go undetected due to underreporting and because of the amount it costs the government annually, a strategic framework had been set up which goes by the name of ‘The Four P’s’. These are to prevent people from getting involved in organised crime; Pursue and disrupt serious and organised criminals; Protect individuals, organisations and communities against serious and organised criminality; And prepare for when serious and organised crime occurs and mitigate it’s impact. (Home Office, National Crime Agency, 2019)

The methods of Organised Crime Groups are constantly changing in order to prevent detection. In a research article by Nottingham university which discuss the impact Covid 19 restrictions has had on child sexual exploitation and county lines, it states that methods used by County Lines drug supply networks have forced them to adapt to their new environment as the county went into lockdown and restrictions caused a hinderance to how they moved around committing criminal acts. Law enforcements all over the country have seen an influx of new adaptations in the methods Organised Crime groups and County Lines are using and as such this has led to law enforcements having to come up with new ways to detect and dismantle criminal activity and safeguard people who are vulnerable to exploitation by criminal gangs. (University of Nottingham , 2020)

There are many other ways information and intelligence can be gained from such as from personal surveillance cameras, reports of incidents that can have shared Modus Operandi which are similarities between each incident, surveillance cameras and the data captured by private surveillance systems such as dash cams. 
All of these ways can become integral in police investigations and analysis of police criminal intelligence as they are constantly running and will capture things that happen unexpectedly. 
The use of technology and intelligence-led policing can disrupt criminal activity when used in co-ordination of each other and lead to safer and satisfied communities. 
Criminal gangs can operate in many ways and it is important for police forces to keep up to date with modern technologies that criminals might be using and be aware on the importance of information and intelligence gathering and storing as all of this information can build up and help to eliminate the threat of organised crime groups. 
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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 
 
 
 Knowledge on case files – knowing when a file should be a police decision or a CPS decision, whether it should be categorised as a ‘Red’ or ‘Green’ case and what documents need to be included 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

7
	High 
8-10






	Low 
1-4 
	Med 
5-7 

5
	High 
8-10 
	 

I feel my knowledge on building case files should be atleast a 7 but I don’t feel fully condident that I know how to catergorise a case file or know what needs to be put in there. Therefore I will ensure I become more proactive and try to deal with more case files so I can improve my knowledge in this area.  

	SKILLS 
 
 Officer safety training – due to covid, the lack of exposure I had in getting hands on within training was limited so when I became operational this was a big concern for me as I knew I would find myself in conflict situations and having to utilise my officer tools such as handcuffs, ASP, Spray etc. 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10


10
	Low 
1-4 
	Med 
5-7 


6
	High 
8-10 
	 I will seek out opportunities to attend courses so I can feel comfortable in my ability to be able to restrain someone and utilise my tools in the correct way if needed. I will also ask for assistance off my team colleagues when in a conflict situation if I feel unsure or unsafe so they can help show me certain officer safety techniques.

	EXPERIENCE 
 
 
  Taking the lead and making decisions on my own 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

10
	Low 
1-4 

4
	Med 
5-7 
	High 
8-10 
	 
Although I have become more confident In taking the lead when attending incidents, I still ask for help off my sergeant or double check my decisions are the right ones before fully committing. I need to try and be more confident in my ability and not be so worried about making mistakes as this is how I learn and grow. 
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