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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 strain and stresses of being a Police Officer has had a serious effect on not just my well-being and resilience but also on my fellow colleagues, the way we feel can massively impact the way we go about our day to day working life and as such if a person is under a relentless amount of pressure and stress it will almost certainly have a significant impact on an individual’s performance in the workplace. “An employee’s emotions and overall temperament have a significant impact on his job performance, decision making skills, team spirit, and leadership and turnover. What employees feel and how they express their emotions affects their performance. Emotions directly influence decision making, creativity and interpersonal relations.” (Muhammad Ali Pervez, 2010)

When I first began my career as a Police Officer I used to go to the gym regularly and use hobbies such as fishing as my coping strategies but now the amount of time I spend in the gym and partake in my hobbies has reduced due to the amount of work I am receiving daily during shifts and working long, strenuous shift patterns where finishing on time is a rare occasion and also having to complete university work on top of it. Gaining independent patrol status has increased my workload amount considerably as I am now making decisions for myself in comparison to when I was in tutorship where I had that “safety net” from my tutor helping me make the correct decision, therefore I am now under more stress with little time to relax and unwind.
However I have recently started managing my spare time around work which is allowing me to go to the gym a little more often which is keeping my health, mental wellbeing and fitness on the right level and also enjoy my spare time although I am nowhere near having the time I once had.
I also found that teaming up with colleagues on shifts who share the same or similar interests and characteristics increases my positivity and strengthens working relationships. Positive social interactions at work directly affect the body’s physiological processes. According to (Heaphy, E.D & Dutton, J.E, 2008) “positive social interactions serve to bolster physiological resourcefulness by fortifying the cardiovascular, immune, and neuroendocrine systems through immediate and enduring decreases in cardiovascular reactivity, strengthened immune responses, and healthier hormonal patterns.”
In simple terms, it means when you experience positive relationships in the workplace your body’s ability to maintain, build and repair itself is vastly improved both in and outside of your workplace. It can help create a positive organisational culture and influence positive relationships not just at work but also outside of it.

Organisation culture is when these set of human behaviours are rooted in the organisation from shared behaviours and assumptions of other work colleagues which they have developed over time whilst working in their organisational environment, it includes the organisations values, philosophy, and expectations that they want their employees to achieve. One definition of culture is, “the collection of relatively uniform and enduring values, beliefs, customs, traditions and practices that are shared by an organisation’s members, learned by new recruits and transmitted from one generation of employees to the next”. (Huczynski, A., & Buchanan, D., 2007) 
Organisational culture can also a significant impact on the behaviour and attitudes of individuals within that organisation. 


Since I have gained independent patrol status on my team I have started to learn how to police in my own way and make my own decisions, but I have become conscious that every officer has their own way of dealing with incidents and dealing with the public and sometimes I can be guilty of being influenced by following their methods of policing rather than sticking to my own which is more comfortable for me. I have to remind myself that some part of my policing is based on discretion, “The principle of police discretion allows a law enforcement official to make effective decisions while on the job when clear solutions may not be available. That means each officer has the flexibility to handle a situation in the manner that they feel best meets the needs of the individual and their overall community.” (Brandon Miller, 2020) 
I will use my own discretion when I feel it is appropriate rather than getting drawn into making a decision that my colleague would prefer over mine. I have to remember that just because a colleague may have more experience than me and they may be passing me their advice and guidance, I shouldn’t always have to choose their decision-making path if I feel I will arrive with a good outcome. 
I have also noticed that I am picking up similar traits and characteristics of some of my colleagues. Sometimes this can be a good thing, we all share the same or similar values and morals making us unanimous in our decision making, and how we conduct ourselves and work together as a team. Ultimately, if you share similar traits you will naturally work well together and this is because individuals can relate to one another and understand and appreciate the traits and characteristics. (Lurtz, 1999)
If one of us feels discouraged and low it can affect the whole team’s moral quickly and cause tension between the team as if the team has better morale then it results in happier employees. This will in return will produce higher quality work and be more productive. (Laoyan, 2021)
Adopting a positive organisational culture can be implemented using different methods and techniques. Things as simple as acknowledging your colleagues for a good job they did on a specific thing and even helping push them towards their future goals can lead to a positive workplace.
However this can be quickly overshadowed if there is a negative atmosphere within the workplace and there is then a risk of colleagues adopting a different mid-set that can affect their performance causing an unhealthy relationship and culture within the organisation. “A toxic work culture results in workplace “illnesses,” such as lack of cohesion among teams, increased absences and tardiness, lower productivity and high turnover.” (Heinz, 2021)
This can happen if there is an absence of core values within the organisation as values are the driving force behind any sort of company and sets up the direction and leadership on how you want employees to behave. If an organisation promotes positive behaviours and attitudes it will result in a cohesive culture.

It is very hard to maintain a positive mind-set and attitude if you are around negative people, this can greatly affect your well-being and mood. This can result in lack of teamwork, communication and confidence which are all important aspects to policing. (Keeranthodika, 2019)
When working within the Police force, it is incredibly important to try and stay positive. We are exposed to very upsetting and traumatising incidents and sometimes staying positive through it is hard, however if a positive and healthy workplace is maintained it can help overcome the negative side of policing.


Word count: 1167

























[bookmark: TITUS1HeaderFirstPage] 

[bookmark: TITUS1HeaderEvenPages] 


[bookmark: TITUS1HeaderPrimary] 


[bookmark: TITUS1FooterFirstPage] 
1


[bookmark: TITUS1FooterEvenPages] 
6


[bookmark: TITUS1FooterPrimary] 
7

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:

I attended a domestic related incident where I made a decision to arrest my suspect based on the allegation of an assault taking place inside the home where he lived with his girlfriend.
The initial report of the assault came from the victim herself but she soon withdrew her complaint and refused to engage with officers to support prosecution, because of this I had to take into consideration what decision would be best suited at that particular time and also use the National Decision Model to help me rationalise the actions I took.
Following the incident, I reflected on the actions I used to come to my final decision and reviewed how my ethical approach made an impression on my decision making at that time.

The victim made a call to police and reported that she required police attendance before hanging up the phone, according to the call taker shouting could be heard in the background with the victim shouting get off me before she terminated the call. Little details were known about the incident at the time of the call and the call operator requested an emergency attendance to check on the welfare of the caller.

I make sure I refer to the National Decision Model with all incidents I attend as this gives me greater confidence to plan and establish what actions I need to think about and also what alternative actions I could take should my original action not suffice as models such as this one can help simplify decision-making processes and teams collaborate more effectively. This is because they provide steps to follow which help to identify solutions and help to explain their decisions if they need to justify their reasoning. This is explained in the webpage on MIT Human Resources on Decision Making Models and how they maximise the quality of a teams decision (Stein, 2022).
I also risk assess prior to attending incidents to give me a base to work from but more often than not I re-assess on attendance at the scene. I attend incidents where they are constantly changing so sometimes, I can’t always prepare or decide what I am going to do but using the National Decision Model can give me a starting point and prepare me the best I can from the information I receive.

As the call first passed was that shouting could be heard in the background of the call I considered that it was possibly a verbal argument only however I did not want to jump to a direct conclusion and I kept my mind open to a potential physical assault aspect being involved. Arresting is always my last resort but if further information was obtained and an allegation of physical assault had taken place so I believed there would be sufficient grounds for arrest. 
The current South Wales Police policy when it comes to domestic incident is taking ‘Positive Action’. College of Policing guidance calls for positive action rather than arrest: “police officers have a duty to take positive action when dealing with domestic abuse incidents. Often this means making an arrest, provided the grounds exist and it is a necessary and proportionate response. Officers must be able to justify the decision not to arrest in those circumstances. (College of Policing, 2022) There is added pressure on police officers to always arrest in these sort of situations as Domestic Violence and abuse is an emotive subject and can lead to tragic outcomes if not handled correctly, however the guidance given to officers and the pressures they face should they not arrest can lead to lack of discretion when it comes to officers’ decision making and force them into making a decision for fear of criticism. This sort of guidance can cause a default in officers arresting and not finding alternative means to safeguard or to prosecute someone which can lead to better results. If they do choose to go down the route of not arresting, they must justify their actions more so than if they just arrested. This is explored in an online web blog by a charity ‘Transform Justice’ where the ask the question should all domestic abuse suspects be arrested and should police officers be given more freedom to decide how to respond. The webpage states that this is all down to risk aversion, and should discretion be used out of court disposals in this instances, it will lead to missed signs or opportunities for the victim to get support. (Transform Justice, 2019)
If arresting was the decision I would have to risk assess and develop a working strategy as well as consider my powers which would be the next process in the model in order to ensure I was doing the best thing in that instance. 

This default way of thinking can also cause me to sometimes fall guilty of not considering other things prior to attending the location of incidents such as religious/cultural issues, beliefs, and backgrounds and this can on occasions cause issues at scene between officers and the public. As I am a person who does not have any religious beliefs or background, I might not share the same thought process as a person who is religious. As I can sometimes forget this could be an important factor in another person’s life and can be the root cause of their decisions, if I forget to try and identify with this, It can make people unwilling to support police and can cause victims to be scared/anxious but also some victims of domestic abuse may not necessarily see abuse as a problem due to their culture and with a lack of understanding of this offence in other countries.
 
“In many patriarchal societies, it is accepted that a man has a right to discipline his wife using physical means. The majority of villagers interviewed in Ghana, for example, stated that it was appropriate for a man to physically chastise his wife” ( (Fischbach R. L & Herbert B., 1997)
In a world that is continuously changing with demo-graphics reflecting larger numbers of people of colour and various cultures and religions, It is important that we are all changing the way we respond to things in how we think and act, as well as our attitude. This is even more important with policing as we deal with people from various backgrounds on a daily basis so in order to understand and tackle domestic violence and abuse within different cultures and religions to our own, we must think about how we can include culturally competent responses in order to do that. 

This soon became obvious that this was the case as when I started interacting with the suspect, he was very abrupt and hostile towards myself and colleagues. He made it clear that it was due to his ethnicity and based around the recent George Floyd incident in America which has caused tensions between the Police and black communities worldwide. Protests around the world following the death of George Floyd after police contact has seen a dramatic reduction on confidence in the police when responding to individuals and increased an ethnic gap within race groups. In a webpage written by Hannah Gilberstadt on the difference between white and black American views on police, she found that a survey conducted by Pew Research Centre survey asked the public to rate the ethical standard of police officers and the results showed a clear demographic difference between white and black adults where white adults rating the ethical standards of police highly and black adults giving a rating of 52%. (Gilberstadt, 2022)
This sort of public perception can increase barriers when it comes to policing and being able to respond. 

On speaking to the victim, she was very weary, anxious and very dismissive when I asked questions about what had happened during the incident between herself and her partner although she did mention that they argue all the time and on this occasion, he had grabbed and pushed her. 

Usually with cases of domestic violence it is rare that the victim themselves call the police and report an incident, and it is usually neighbours, members of the public or even friends/family members of the victim that report it.
The lack of victims reporting domestic violence can often be because the victim feels a sense of guilt and even fear of further consequences from their partner but also may feel that the police won’t believe them or that they won’t do enough to stop the abuse from occurring.
Majority of domestic calls I have attended where the victim is the reporting person usually end up with the victim withdrawing their complaint because they “Love Him/Her” or “They are a good person really”, as well as the fear and anxiety of court proceedings against their partner and not fully trusting the police which stem from bad experiences with police or cultural backgrounds. 

The lack of engagement from both the victim and the suspect had an impact on my decision-making process and I had to evaluate the situation and make the right decision based on the information and facts I had obtained at the time.
Despite the lack of evidence presented to me, I was aware of previous domestic violence incidents involving both parties and I made the decision to arrest the victims partner based on the initial report and in order to remove him from the location. Although there was only a slim chance of prosecution due to the lack of evidence, my main priority was to help safeguard the victim as they both live at the same address.
However due to the victim making an initial disclosure to myself and the fact that this was captured on my body worn video I referred back to the NDM and considered my powers and policies surrounding the incident as well as my duties.  
The Code of Ethics guides officers to always remain impartial, however when dealing with domestic incident officers will often have to pick a side from the victim or the suspect. This can lead to counter allegations being made and make the decision-making process more difficult so more often than not the police will side with the victim unless there is absolute evidence or independent witnesses to tell us otherwise.

On this occasion, following the NDM helped positively but it can only be positive to a certain degree before there is potential to make situations worse especially for the victim. This is due to the fact that when you arrive at the powers and policies stage of the NDM in relation to domestic violence calls, positive action must be taken to arrest and by taking this course of action it can sometimes escalate the incident and cause the victim to react in a way that could cause them to be arrested. 
Furthermore, I also had to consider the victims wants and needs and if arresting the suspect was my final decision could that impact her trust in the police and not report future incidents to us.
I came to the conclusion that my main objective is to protect/preserve life and to safeguard the victim as I believed she was at risk.  
Although the result was a positive one it can sometimes make home life for the victim more difficult post incident, and I have to also consider potential condition being brought in that restricts the suspect from being at the address and making contact directly or indirectly with the victim etc. I had to evaluate all the possible outcomes that could arise with only basing my decision making on the limited evidence I had at the time. Alternative approaches were considered to limit the need for arrest however such as arresting for breach of the peace and taking the suspect to a friend or family address however there is potential that he would just return, and the police would receive further calls.

In conclusion, my last resort to any incident is to arrest and I try and use police discretion where I feel necessary but I should always consider whether the risks of arrest outweigh the potential for escalation and negative impact on the victims daily life. Safeguarding is my main priority and using the NDM helped me negate police discretion and take positive action.

Word Count: 2044 including references. 



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 an organisation to build a productive and successful team there needs to be a good team moral and team dynamic as this will enable a good working relationship within the workplace therefore creating positive attitudes and better performance which in turn create greater results. 
Team dynamics relates to the relationships between the members of a team based on behavioural elements and the dynamic aspect between them includes how they communicate and interact with each other.
Every member of a team has different characteristics and personalities which form part of the organisational culture and team relationships, all of which play their part in team dynamics. For example, a team with a more positive dynamic will naturally perform to a higher standard than a team with a low and negative dynamic.

A key component to a positive team dynamic is trust. Members of the team hold each other accountable and work towards shared goals with the understanding that each one of their team-mates will give them the support to reach those goals. Other elements that influence a positive team dynamic can be open communication, self -correcting behaviour, mutual understanding, and positive relationships between each other.


Team cohesion generally relates to a teams increased ability to work together through strong interpersonal connections on the team which helps them trust and respect each other’s abilities. This can measure a teams effectiveness and performance and teams who are cohesive are more likely to be highly motivated and driven to succeed in achieving their goals. Cohesive teams are overall more work efficient and naturally achieve better results.
Having a happy, healthy and cohesive team will not only mean that group goals are achieved but in turn it will produce a stronger performing team overall with higher motivation, however, to create a cohesive team, certain issues within the team need to be addressed and solved before moving on as this could have an adverse effect on team relationships and could grow into bigger issues.
According to Richard M. Steers, “Specifically, when cohesiveness is high and acceptance of organizational goals is high; performance will probably be high. In the same way, low cohesiveness will be directly proportional to performance “. (Steers, 1985)

There are various models that can be used to help a team perform to a high standard, but one model is the ‘Tuckman model’. This was created by psychologist researcher Bruce Tuckman who formed the model as part of his 1965 paper ‘Development Sequence in Small Groups’, which described team development and behaviour and consisted of four stages, Forming, Storming, Norming, Performing, and later on in 1975 Tuckman added a fifth stage called Adjourning. (Tuckman, 1965)
The first stage ‘Forming’ is the bringing together of random people in the hope they will eventually be able to work together as a high functioning team. Team members may feel mixed emotions at this stage as it is new to them so it is down to a leader to be aware of how each member of the team feels and set the standard so the team can get on with the work in front of them.
The next stage is ‘Storming’, this is the stage where team members will be settling into their new team and starting to become familiar with each other, the storming stage is seen to be necessary in order to iron out tensions and problems in the team. However, some problems may arise, and issues will appear within the working relationships, so it is essential for the team to focus on the teams end goals to prevent disagreements and clashes when it comes to making group choices and decisions. 
The third stage is the ‘Norming’ stage, Tuckman describes this stage as where team members have their role, understand the work, and know their fellow employees. The group at this stage may be interested in collaborative activities and start socialising outside of the workplace. This where they can work together and share out the leadership responsibilities. 
Finally, ‘Performing’ is about the team no longer needing a delegated leader to instruct them on how to complete team goals and tasks.
Team member at this stage should be independent, be fully aware of what is expected of them and what needs to be done to achieve the end goals. Conflicts and disagreements within the team are usually resolved more easily and changes are consulted between team members fairly.
The Tuckman Model for development is a great tool to help teams interact with one another and understand team dynamics in order to great a successful team.

My team is very much a close knit team and the team dynamic is massive. I believe trust is a big factor in why my team’s relationship is so close.
When there is a lack of trust in a team it can bring hostility and negativity and this will in turn reduce moral and produce team members who are not willing to help or participate in achieving team goals and will instead become self-focussed.
When I first joined my team after finishing police initial training I did not know what to think of the team or what to expect from them but it was clear early on that my sergeant had developed an amazing team dynamic with strong relationships. 
This instantly gave me confidence knowing that I was around good people with good intentions and people who wanted the same end goal as myself.
Although I was a PCSO previously the transition between a PCSO environment and Police Officer environment was something I hadn’t seen before and there is a huge difference. I was new to this kind of environment so I did not want to get to far ahead of myself but instead let my sergeant manage me the way he believed would help me improve and fit into the team. 
My tutor along with my sergeant always made me attend incidents that were new to me where it would give me valuable knowledge and understanding moving forward. This allowed me to grow my confidence and start taking lead in different incidents and even if I made a mistake, they made me know it was all part of the learning process and at this moment in time I feel like I am a valuable asset to my team and I believe it is down to the leadership of my sergeant and my tutor and a credit to their understanding of team dynamics and team cohesion.
However, at times there can be conflict due to individuals on the team having big personalities, characteristics and having different views which I have on my team but this doesn’t affect the relationship of all of us and I believe that every team needs different personalities and characters to balance out the team and have a range of people who bring different experiences and views which brings out strengths and weaknesses of others in order to build on this. (Sines, 2016)

If you have a team full of identical people with identical personalities there is potential the working environment will become and remain negative and trying to develop growth within the team will be difficult as there will be no variation of ideas and thoughts. I believe every team needs people who are opinionated and influential as it allows for a different thought process when moving forward as it creates inspiration to achieve goals and this is incredibly important when you have tasks involving problem solving and innovation that are in front of you, and when team dynamics and cohesion is involved, this must be taken on board.

















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:

Intelligence is at the heart of everyday policing and having accurate intelligence helps take positive action and maximise disruption on serious organised crime. Today the police have the benefit of social media and the internet, they are utilising this as a platform to gain information and intelligence from their local communities and even further afield. The use of Facebook and Twitter has grown considerably within the police in recent years where it has become an essential part of connecting and engaging with the public as well as gaining intelligence and information. Having these social media platforms enables members of the public to report crime more easily and even provide the smallest bit of information that could end up helping police with an investigation and assist in intelligence gathering.
With the speed of social media having a crucial advantage when appealing for information it can also be used for ongoing incidents. 
Sir Peter Fahy, Chief Constable of Greater Manchester Police, stated that social media channels played a crucial role in intelligence gathering about community tensions following a fatal police shooting in Cheshire (Fahy, P, 2012)

Not only can information and intelligence be gathered through social media platforms, but it can also be obtained through road related technology such as Automatic Number Plate Recognition cameras or otherwise known as ANPR.
ANPR can automatically read a vehicles VRM (Vehicle Registration Mark) when it passes through a camera, this camera then takes an image of the VRM before being scanned through a reader which locates where the VRM is on the vehicle.
This uses something called Optical Character Recognition (OCR) and helps read identify the numbers and letters of a VRM and an image is then taken before being saved and checked against a centralised database.
 Police ANPR works by reading vehicle registration marks (VRM’s) as it passes through ANPR cameras and it is then immediately cross referenced against a national record database involving ‘vehicles of interest’. This will show time, date and location when the vehicle passed through the camera.
“Automatic Number Plate Recognition (ANPR) technology is used to help detect, deter and disrupt criminality at a local, force, regional and national level, including tackling traveling criminals, Organised Crime Groups and terrorists”. (GOV.UK, 2022)


The most common uses of ANPR in the police are to detect uninsured vehicles, stolen vehicles and vehicles used in drug supply and organised crime across the country. ANPR cameras are frequent on most roads and can be seen at locations such as motorways, car parks, country lanes and A roads. Once a vehicle of interest triggers a camera it can help the police zero in on its location and get the vehicle stopped, this is a huge part of information and intelligence in helping police combat organised crime groups using our roads.
However criminals have become very aware of the positives ANPR holds for the police and they have now resorted to using vehicle cloning to enable them to go undetected. “Vehicle cloning is a method used by criminals to steal a legally registered vehicle's identity and use it to hide the identity of another vehicle; the two vehicles will be similar models and the same colour. The cloned car will always be the same colour as the genuine one, to make it more difficult for police to identify during checks.” (Neil Thomas, 2020).

Criminals will often find a car online or outside of the local area that is virtually identical to their vehicle and use that car’s identity by making registration plates themselves using cheap registration plate equipment or going into a local garage to get registration plates made. The purpose for this is so criminals can pass undetected through the national network of 11000 ANPR cameras, and with 50 million vehicle reads daily it is no wonder criminals have resorted to this method.

However there are ways to potentially notice a cloned vehicle if you have an eye for it. Most recently whilst I was on mobile patrol, I came across a parked vehicle in a dead-end street. I was aware that this specific make and model of vehicle are top of the criminals list to steal. I conducted some checks but I wasn’t completely satisfied this was a legit vehicle. On further inspection I looked at the VRM and noticed that it did not have any manufacturers stamping on it which is so common with vehicles of this age, I then noticed that there was in-fact two VRM plates which had been glued together. So, a quick VIN (Vehicle Identity Number) check revealed that the vehicle was in-fact on cloned plates and was outstanding stolen from a month previous. 
It just goes to show that just because criminals go undetected through ANPR it doesn’t mean they are completely hidden and sometimes it takes some pro-active work to obtain information.

Aside from ANPR there are more pro-active ways of policing our roads and that is doing in car PNC (Police National Computer) vehicle checks. This can be done either via police radio airways if the vehicle you are checking is moving at the time or even via our police issued hand-held devices if the vehicle is stationary. PNC checks on a vehicle can bring up vital information such as make, model, colour, who the registered owner is, who the insured person is as well as show if the vehicle is taxed, insured, and even notified off road.
Markers can be placed on a specific vehicle that tell officers that it needs to be stop checked if there is intelligence that the vehicle is linked to any crime  including organised crime, wanted persons and even if there is believed to be a missing persons involved in Child Sex Exploitation and the more common occurrences we as police officers see, ‘County Lines’. The 2018 Home Office Serious Crime Strategy states the NPCC definition of a County Line is a term used to describe gangs and organised criminal networks involved in exporting illegal drugs into one or more importing areas [within the UK], using dedicated mobile phone lines or other form of “deal line”. They are likely to exploit children and vulnerable adults to move [and store] the drugs and money and they will often use coercion, intimidation, violence (including sexual violence) and weapons. (National Crime Agency, 2022)
The information that is returned from pro-active vehicle checks can also be used to submit further intelligence therefore developing more evidence based around what your findings are such as drugs, weapons or even driving offences.


Organised Crime Groups are constantly changing the way they operate in order to prevent detection from police. In an ongoing study by the University of Nottingham’s Rights Lab, where they uncover the tactics used by County Lines and drug networks during Covid19 lockdown, The researchers report that County Lines actors had worn uniforms, which included that of delivery service drivers, supermarket staff, healthcare workers and builders, to try to appear to be travelling legitimately during lockdown. In their latest interim report, the Rights Lab found that Covid-19 rules, such as wearing face masks, worked to the advantage of County Lines gangs, making it more difficult for law enforcement to identify known criminals, providing them with a greater level of protection and anonymity. (University of Nottingham's Right Lab, 2021) 

There are numerous other ways that intelligence and information can be obtained, this can CCTV both private and council owned, ring doorbells, incidents that have similar or the same Modus Operandi (M.O). “In criminal law, modus operandi refers to a method of operation or pattern of criminal behaviour so distinctive that separate crimes or wrongful conduct are recognized as the work of the same person.” (Legal Information Institute, 2020) which when translated means ‘Mode of operation’. This is basically a criminal’s habit of working where for example they are a prolific burglar the way they operate and gain access to a property is the same every time. For example, I dealt with a burglary where the front glass panel of a door had been smashed and the shop had been ransacked, Just by looking at the suspects M.O I knew who had committed the crime almost straight away. Later that evening I went to another ongoing burglary that wasn’t to far away from the one I had been to earlier in the day. When I arrived, I noticed a smashed glass panel in the door, however when I looked inside the person who I suspected it to be was still inside the shop and he was arrested. Criminals are creatures of habit and will never venture out of their comfort zones too often.

All of these assets can become an important part in police investigations and the use of technology in policing can only have a positive affect on disrupting criminal activity and working with social media platforms can create positive community engagement. It is important however to keep on top and up to date with technology that criminals may use to go un-detected, and it is vital that the relationships between communities is maintained to get the best out of information and intelligence gathering to build evidence and reduce the threat of serious organised crime on our streets.
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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 need to develop my knowledge on case files. I can complete simple case for example a traffic file for no insurance however I am not fully up to scratch on Red urgent remand CPS case files. 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7


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


   5/6
	High 
8-10 
	 I need to develop my knowledge on what forms and material go into red case files and a couple of things on CPS green case files however I feel my knowledge on green files is improving. Therefore, I will look to be more competent completing Red urgent remand CPS case files to further my development.

	SKILLS 
 
 
 Workload management – due to working on a busy patch I can sometimes have an excessive and heavy workload which I can find it hard to juggle. This can cause my workload to become unmanageable due to not having the time to look at certain incidents and keep up to date with actions or updates.
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10

9 
	Low 
1-4 
	Med 
5-7 

7
	High 
8-10 
	 
 I will look to use any spare time I have during my shift to action my updates and attempt to reduce my workload. I may at times make phone calls or updates during my rest days to keep me up to date and ahead instead of letting myself fall behind.

I also have colleagues who are willing to help if they are not busy which I will utilise when it is needed.

	EXPERIENCE 
 
 
 I feel my experience is quite high as I am part of a very experienced team and the area I cover presents me with every situation. It is hugely diverse, and I have dealt with most situations.

I was also a PCSO before joining as  PC so I have had a lot of experience and have become very ‘street wise’.

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

 9
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

9
	 
 There is always room for improvement and further experience too be gained in different areas of the job. I will take every opportunity I get to gain the most experience I can to progress through my career.
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