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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:

Organisational culture is commonly described as a set of basic taken-for-granted assumptions, shared perceptions of organisational work practices, and a set of core values (Ott and Shafritz, 1994). There are several pillars that construct the concept of organisational culture and these include organisational structures, systems and processes of work, the attitudes and behaviour of employees, organisational traditions and values, and the management and leadership styles that are utilised. In addition, the following factors greatly influence organisational culture and these are; history, function, environment and people. Organisation Culture constantly evolves and the concept within Policing, although considered one of a kind, is no different. Subsequently, this notion has a profound impact on staff wellbeing and resilience. Throughout this task, I will aim to critically evaluate the policing cultural organisation and how it affects my own welfare and resilience, as well as the wider Police force. Examples of Policing Culture “norms” will be explored and I will examine the risks of conforming to this culture. 

The prospect of Neighbourhood Policing has become intrinsic to the organisational culture within Policing. The College of Policing advise that Chief Officers should promote essential elements that cross over with the Code of Ethics, these include “treating people fairly and with dignity and respect”, “being open and honest” and “making impartial decisions and explaining how they were reached”. It is believed this will lead to an improvement in public confidence in the Police (College of Policing, 2021). Despite there being many advantages to promoting a positive culture, there are even more risks when conforming to the ‘blue code of silence’, a phrase used to bind officers together. 

The role of a Police Officer is unique in terms of the duties involved, the shift work, the uniform, the traditions, as well as the cultures and sub-cultures within. Brough et al stated “Police Officers across the United Kingdom, independent of geographical location, have similar perceptions about their work because of the similar situations and problems they are exposed to” (Brough, Brown and Biggs, 2017). Police officers are individuals and as stated by Sir Robert Peel, “the Police are the public and the public are the Police” (Home Office, 2012), and therefore there are plenty of physical, psychological and emotional differences between officer to officer. However, there are several factors within the job that automatically bind officers together. A more visual example can be viewed through the presence of the Police badge and uniform. Ultimately, uniforms creates a symbolism and unity for the awareness of the public, as a crucial part of the Policing role is to protect life and therefore, the public need to recognise officers instantly. Furthermore, the uniform provides practical workwear to enable the varying duties to be carried out effectively. Reflecting on my personal experience within the Force so far, although uniform is a compulsory requirement, within this, there are traditions whereby officers appreciate inheriting such uniform from their retiring peers, as though the material item provides a sense of achievement. Uniform has been a mandatory part of the job since the uniformed “bobbies” were created in 1829 (UK Parliament, 2019). There are however multiple aspects of the cultural organisation which are not compulsory and have filtered through time solely due to tradition. 

Within the overarching organisational culture, there are also several subcultures. One of the most well-known quips that Student Constables learn first is the age-old notion that “Probationers make the tea” (Dr Leroy Logan, 2021). Although Dr Logan’s experience of life as a student constable began in the 1980s, this remains a common theme for the thousands of new officers currently completing their initial probation period in the 21st century. Logan also details his experience of being made to do the “donkey work” but this does seem to have changed as the world has become more progressive. This concept provides a glimpse into the “dark humour” of the emergency services, and more specifically, the Police Force. This sense of humour is prevalent within the organisational culture and provides an outlet for officers and staff to cope with the intense emotions and situations they face daily. Johnson provides a first-hand insight into the experiences and humour of the emergency services and why this is so different to the wider public and other industries. He also highlights his personal experience of requiring the emergency services as a member of public, and his acknowledges that Police officers often have a lack of emotional connection to the citizens they often deal with which also affects the way they work through incidents. (Johnson, 2017). 

The risk of conforming to these sections that make up the organisational culture, revolve mainly around the detriment to the general public. A dark sense of humour, although a coping mechanism for employees, can broaden the divide between the public and the Police. Professionalism is a key element to the role of a Police Constable, and an officer needs to be cautious as to whether line becomes too blurred. Officers often engage in “cop humour” to distance themselves from traumatic and triggering situations, however they musts ensure they do not breach the Code of Ethics by a lack of professionalism or failing to challenge colleagues when they display improper behaviour (College Of Policing, 2014).

Policing is a 24/7 job role where an officer is ‘never off duty’, therefore it is imperative that employees learn and develop ways of maintaining their well-being and resilience. During my first years as a Police Constable, I knew that attaining enough sleep would be vital in undertaking my role properly. As I had never worked shifts prior to this role, I looked into sleep management for shift workers and found the Sleep Foundation. Pacheco provides tips into finding out what works best for everyone. I invested in opaque curtains and consistently utilise the screen time restriction setting on my phone in an attempt to get the best possible sleep (Pacheco, 2020). Additionally, I knew that exercise and good levels of nutrition would be paramount to my energy levels during long shifts (NHS, 2021). I also wanted to ensure that my mind was resistant enough to deal with the traumatic incidents that I will encounter throughout my career. Exercise also plays a significant role in strong mental health as well as thought-provoking games such as Chess and Sudoku. 

The organisational culture within Policing is unique and many aspects are deeply routed within the service, whether they are characteristics passed down to less experienced officers through tradition, or through more static aspects such as the pride behind the Force badge and uniform. The culture poses some risks through blind conformation of certain facets such as “the blue code of silence”, but equally has positive results such as effective teamwork and comradery in the face of trauma and danger. It is clear that such a demanding and diverse role has implications on staff wellbeing and resilience and thus, it is imperative that officers are taught and develop their own strategies to manage stress. 
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Task 2

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

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

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

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





ANSWER:


The Gibbs Reflective Model was developed in 1988, whereby Graham Gibbs created a cyclical model in order to provide structure to learning experiences, and to enable you to reflect on the negatives, therefore allowing you to improve in the future (The University of Edinburgh, 2020). I will implement the Gibbs model to reflect on a domestic related incident I attended during my second year of probation as a Police Constable. Within this format, I will describe the situation I was presented with, my use of the National Decision Making Model to make informed and dynamic decisions, explain my thoughts and feelings and evaluate aspects that could be improved when attending incidents of a similar nature in the future. 

When conducting mobile patrol with a colleague during my second year of probation, we were informed by the control room operator via our Radio Airwaves of a possible on-going domestic incident within the vicinity of our basic command unit. I attached us to the call and my colleague utilised his advanced driver training, using sirens and blue lights on the marked Police vehicle. During the journey, we were informed that the male had numerous warning markers including violent, drugs and weapons, and we were provided with the initial report made by a neighbour stating “I can hear the guy upstairs beating up his partner”. 
As we drove into the street where the incident address was located, a highly distressed female approached the Police vehicle. I activated my Body Worn Video Camera as per Force Policy when attending domestic incidents, alighted from the vehicle, and approached her. The female was visibly upset, she was pointing to a male who exited from the address upon our arrival, was shouting but inaudible and was inconsolable. I noticed that the female had a cut beneath her eye and had various blood stains to her hoodie. The female was so upset she was holding onto me to support her weight. Whilst I attempted to calm the female down, my colleague approached the male in the street who was topless and detained him in the rear of the Police vehicle, based on the limited knowledge we had from the original report. I then obtained disclosure from the female inside her address, and she informed me that the male was her ex-partner and had headbutted her to the face, punched and kicked her and dragged her around the room as well as assaulting her neighbour who lived in the flat below. Whilst inside the address I identified some blood splatters on the floor at the top of the stairs and the female confirmed this was from the incident. I took photographs of the blood droplets and of the female’s injuries and then attended the neighbour’s address to obtain disclosure from him. He confirmed that the male suspect had punched and kicked him across the room. I informed my colleague of this, and he then arrested the male on suspicion of domestic related Actual Bodily Harm and non-domestic common assault (Crown Prosecution Service, 2019). My colleague then conducted a Section 32 search of the male under the Police and Criminal Evidence Act 1984 (PACE) and found a small quantity of green vegetable matter (Legislation.gov.uk, 2013). The male was then further arrested for possession of a Class B controlled substance (UK Government, 2013). My colleague and I transported the male to custody where his detention was authorised and returned to the incident address to obtain a statement from both victims. However, both victims had changed their stance in this time and stated they no longer wished to support Police action. My colleague and I obtained negative statements from them and then completed the necessary updates for the incident.

Throughout the incident, I experienced several different thoughts and feelings. Whilst on route to the call I thought mainly into the actions I would need to take when attending, including force policy on domestic abuse incidents, and the techniques I had learnt during officer safety training, especially because of the numerous warning markers linked to the alleged suspect. On arrival when the female approached the vehicle, was visibly distressed, and the topless male suspect was a few metres away from her, I felt adrenaline take over as I knew I was entering a dynamic situation. I also felt a sense of confidence as I had dealt with numerous domestic incidents prior to this occasion and had every faith in the teamwork built up between my colleague and me. I also felt the need to safeguard the female, with domestic violence against women remaining a prominent focus for the government and being a topical issue within the eye of the public (Welsh Government, 2021). Following the male’s arrest and our return to the address to obtain statements, I felt a sense of disappointment that the victims no longer wished to support prosecution or attend court. Overall though I felt my colleague and I had handled the incident well, and I was satisfied with the outcome of safeguarding the victim.

Upon reflection of the incident there were numerous aspects to evaluate, with many positive decisions made as well as a few areas for development. One area that I believe was particularly positive was the victim and perpetrator management. The female victim and male perpetrator were instantly separated which allowed me to calm the female down from her heightened level of distress, and subsequently allowed me to obtain disclosure from her. The management of the male perpetrator was also effective, with my colleague detaining him with the deployment of handcuffs before he was able to become violent. Another constructive aspect was the completion of golden hour opportunities that we completed which are often key to the investigation, including photographing the injuries and scene, and conducting house-to-house and CCTV enquiries. An area that I consider more negative is the outcome of the incident. The lack of supporting victim statements, negative result from house-to-house and overall lack of evidence meant that no further action was taken with the male. Furthermore, the offender was a high risk repeat domestic abuse aggressor towards the female, and therefore it is likely they re-entered into a relationship following the incident. The female victim is considered vulnerable due to the high level of domestic violence within the relationship, with College of Policing defining vulnerability as “A person is vulnerable if, as a result of their situation or circumstances, they are unable to take care or protect themselves, or others, from harm or exploitation” (College of Policing, 2021).

This incident of domestic abuse provides an ideal example to consider the decisions made in real-time and to analyse my colleague’s and my use of the National Decision-Making Model (NDM). The NDM is the cyclical process made up of six key parts and was created by the College of Policing to enable the Police to consider decisions made in real-time Policing, as well as to promote learning upon reflection of the incident. At the core of the NDM is the Code of Ethics and this promotes officers to make all decisions in line with the standards and principles set out in the Code (College Of Policing, 2013). 
I will examine the decisions made by exploring each section of the NDM. Firstly, I gathered information and intelligence prior to attending the call, through the control operator providing the initial details of the report and by requesting details of warning markers and flags associated with those involved. As I had not encountered either person prior to this incident, I also inspected their Niche history to check if they had photographs for identification purposes and to see if they had recent domestic history. This ensured my colleague, and I were equipped with enough knowledge to keep ourselves and the persons involved as safe as possible. Upon attendance, I assessed the risk and due to the level of distress shown by the female, I knew we had to act fast to diffuse the situation. I considered officer safety by ensuring I had eyes on my colleague who was dealing with the suspect and contemplated the appointments in our possession, such as PAVA spray, baton, handcuffs, and Taser, should they be required. We considered the powers available to us and my colleague handcuffed the male under Section 3 Criminal Law Act to detain the male prior to arrest whilst disclosure was obtained (legislation.gov.uk, 2011). I also considered policy and abided by the Code of Ethics by ensuring my body worn video was recording and safeguarded the victim by separating them at the first instance. My colleague also commenced a search under Section 32 PACE to ensure the safety of the offender and ourselves. We then considered the options available to us including officer discretion. The Oxford dictionary of Law Enforcement define discretion as “The power, held by police officers as holders of the office of constable, to decide whether and how, within legal bounds, they enforce the law. The part of discretion most often used is the power not to take action” (Gooch and Williams, 2015). Given the domestic nature of this incident, I decided that the notion of deciding “not to take action” would be inappropriate here as domestic incidents are a key priority within South Wales Police, and as declared by Section 17 PACE, “to save life, limb or property” is one of the main priorities of Policing (Clark, 2007). Ultimately, the arrest of the suspect was the only proportionate outcome for this incident. Following the arrest and subsequent detainment of the male in custody, my colleague and I were able to review what happened. Overall, the actions taken were effective resulting in the male being arrested and the female safeguarded. Furthermore, a Public Protection Notification was submitted for the continuation of safeguarding of the victim to occur (HMIC, 2015). However, the victim engagement or lack of, was the overarching negative of the incident. It is often disheartening on a personal level when a victim of crime does not support prosecution, but it is vital that this does not affect our policing judgement and we still ensure the victim is aware of all the supporting agencies and options available to them. On this occasion, I was satisfied that I had covered all bases and safeguarded the victim as far as my powers allowed. 

The main area of learning I took from this incident is not to stereotype. Domestic abuse is one of the largest categories of incidents I have dealt with so far in my career, and many of these involve a victim who does not support police prosecution. I have learnt that it is imperative not to let this affect my judgement or add to my unconscious bias, and to remember that my actions have safeguarded the victim during dangerous and unpredictable circumstances. I know this is crucial to remember, even if these violent relationships reconvene.

In anticipation for future incidents of a similar nature, I aim to participate in a refresher officer safety training course to ensure my knowledge is as thorough and recent as possible. This would be of significant benefit as although this incident did not become violent, officers must always be prepared for unpredictability. Furthermore, I will undertake more focused research of the work completed by partner agencies and the intricacies of MARAC meetings (Safelives). 
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Task 3

Relevant areas of the National Policing Curriculum: 
Maintaining Professional Standards, Leadership and Team-working

	
Evaluate theories of team dynamics as a means of developing team cohesion (reasons why some teams cannot function, theories and models relating to team dynamics, ways to improve team cohesion).

Consider why inter-personal conflict can occur within a team and outline what strategies can be adopted to enhance individual and team performance. 

Consider how team dynamics within the police service can result in failing to comply with professional standards requirements (Code of Ethics, policies, procedures, protocols or legislation).


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




ANSWER:

A team has different meanings in a variety of different contexts, however the most common theme within the several definitions of the word, is that a team is a group of people hosting different skills who work in partnership to achieve a common project, service, or goal, with a meshing of functions and mutual support (Lumen, 2019). Teams can come together to participate in sports, to achieve a work service or goal, and even familial and friend groups often consider themselves as part of a team. Within a working environment, the type of team dynamic that exists is imperative to the failure or success of the principal common goal. A positive team dynamic increases the probability for effective teamwork, more innovative ideas, and the achievement of goals (Osborne, 2020). Investigations and studies into teamwork and work productivity began a century ago in 1920 with Professor George Elton Mayo, who conducted experiments at the Hawthorne Plant of Western Electric and found job satisfaction of employees increased through involvement in decisions rather than short-term incentives (British Library, 2012). Since then, numerous theories have been developed to examine the importance and intricacies of teamwork including Tuckman’s FSNPA model, Lencioni’s trust pyramid and the DISC model. These theories will be evaluated and related to more individual concepts such as Maslow’s Hierarchy of Needs to identify links. Furthermore, the prospect of conflict within teams will be explored, and the relevance of conflict and teamwork within the Police service will remain a key focus throughout. 

A substantial amount of research evidence has found that “cohesion accrues many benefits for individual group members, the group itself and the larger organisational entity to which the individuals and group belongs” (Salas et al, 2015). The first model of team cohesion that will be explored is also the first in chronological order and is Tuckman’s FSNPA model. The model was originally created by Bruce Tuckman in 1965 and consisted of the following four aspects; Forming, Storming, Norming and Performing. The model was designed to illustrate how the success of a business depends on the relationship between it’s people. The first aspect of this model, “forming” describes the period when a team is initially created, and the team members solely follow the authority of the leader whilst hosting a distant relationship with the other members. During this stage, the leader needs to be open and honest. The second stage, storming, is the most problematic with members of the team more focused on gaining the respect of the team rather than the common goal. This opens the possibility for conflict within the group with segregations between people with different levels of personal confidence and satisfaction. The third notion, norming, relates to the period when relationships within the team have been successfully established and therefore generates opportunity for individual talents to become a force for success. The fourth stage and original final stage is performing, which is the most content period for a team. At this stage, success is frequent and consistent, and the team is working in complete tandem. In 1977, Tuckman amended the model along with Mary Ann Jepsen, and added the fifth and finite step, Adjourning. This period occurs once the project has been completed and often results in members feeling a sense of loss as members move onto their individual next projects. The outcome of this period can significantly affect the next teams that these team members join (Wilson, 2021). Although Tuckman’s theory is considered influential and a catalyst to further research into the effectiveness of team cohesion, in the current day it has been proven to be flawed. Dr Norton explains how Tuckman’s theory was sequential but a study conducted by the US Military found that many teams within the experiment completely skipped stages or would pass through the process in a different sequence (Doc Norton, 2017). Ultimately, Tuckman’s theory appears to rigid for an ever-changing society where teamwork remains a key aspect to efficiency.

The next teamwork concept to be explored is the Trust Pyramid created by Patrick Lencioni, which was first published in his 2005 book “The Five Dysfunctions of a Team” (Lencioni, 2010). The Trust Pyramid is as expected, a triangular construct that features five dysfunctions which should be observed from the bottom upwards. The bottom, causation step is the “absence of trust”. Lencioni denotes that teams who lack trust conceal mistakes, fail to ask for assistance and hold grudges. The second step as Lencioni travels up the pyramid is “fear of conflict” whereby the underlying lack of trust leads to employees focus more on company politics and personal risk management rather than solving problems. The third step is “lack of commitment and that is created where team members are conflict-avoidant, causing a delay in efficient decision-making. The fourth step is “avoidance of accountability” and is when the lack of common goals produces a lack of standards of performance with deadlines not being met. The fifth and upper part of the pyramid is “inattention to results”. At this stage, team members are completely focused on themselves, the common aim has been lost and this is caused by a lack of focus and clear objective (Executive Agenda, 2021). The Trust Pyramid model can be considered more open-ended as Lencioni’s theory is based on the concept of all teams have tendencies to be dysfunctional. This more objective stance allows managers to understand the level of dysfunction within their team, the reason why it exists and subsequently, to develop methods to improve team cohesion (Riter, 2018). 

The initial basis for the DISC Model was developed by Dr William Moulton Marston in the 1920s and denoted that people develop a self-concept based on one of the following traits; Dominance, Inducement, Steadiness or Compliance. This theory has transformed into the modern DISC model which is a circle made up of the traits; Dominance, Inspiring, Supportive and Cautious. The model focuses on the notion that behaviour is driven by two main drives; Motor and Compass drives. The predecessor is made up of a horizontally split circle with extroverted people on the top half and introverts on the lower half. The latter drive features a vertically split circle with task orientated on the left and people orientated on the right hand side. The two drives combined equal the DISC Model or Human Behaviour, with dominant as the top left quadrant, inspiring on the top right quadrant, supportive on the bottom right and cautious on the bottom right (Harris, 2016). The DISC model enables managers to categorise specific team members and develop individual strategies to improve team cohesion, ultimately achieving the common goal. 

Within team dynamics, inter-personal conflict can occur and this can have wide-ranging impacts on the achievement of common team goals and consequentially, the success of businesses and/or services. Teams, particularly within the public sector such as the Police, often consist of individuals with a multitude of differences, including but not limited to; age, sex, sexual orientation, religion or belief, class, as well as an existing connection or employees who have never met prior to becoming part of the same team. These differences often result in individuals’ sustaining a clash of priorities. With consideration to the vast number of differences, the requirement for team cohesion is paramount and Schoult provides ten characteristics for victory. Ten characteristics that are prevalent in a successful team are; Clear Direction, Open and Honest Communication, Support for Risk Taking and Change, Defined Roles, Mutual Accountability, ability to Communicate Freely, Common Goals, Encouragement of Differences in Opinion, Collaboration and Team Trust (Schoult, 2017). 

Maslow’s Hierarchy Needs is also a pyramid structure, similar to that of Lencioni’s but differs by the more individualistic approach. Maslow’s hierarchy is made up of five platforms with “physiological needs” at the bottom of the pyramid, “safety and security” above it, “love and belonging” making up the middle part of the pyramid, “self-esteem” on the second highest part of the pyramid and “self-actualisation at the very top” (Maslow, 1943). The prospect behind the pyramid is that the needs lower down on the pyramid need to be met before a person can achieve the concepts higher up. Humans need to obtain necessities such as food, water and shelter before accessing creativity and spontaneity. Although the pyramid was developed using individuals, the notion also fits into team cohesion. Teams feel a shared sense of safety as their needs are met and this enables them to move onto achieving more advanced goals. However, conflict can then occur if individuals of the team begin focussing on their subjective goals rather than the objective target.

Examining team dynamics and inter-personal conflict on a more subjective level within Policing terms, there are several reasons why conflict and a failure to comply with the Code of Ethics could occur. Firstly, conflict can occur when members of the team make decisions based on their unconscious bias, affinity bias or confirmation bias (Imperial College London). These judgements and the subsequent decisions made from these associations, often cause differences in opinions depending on a person’s protected characteristic such as sex, sexual orientation, religion and many more (GOV.UK, 2010). A prime example where conflict can arise, and Professional Standards are brought into question comes through the ‘Cop Humour’ which many emergency services workers possess. The specific humour shared by employees is often used as a coping mechanism to manage the highly distressing incidents that Police Officers experience daily. However, this humour can quite easily cross the border of team comradery and become a breach of the Code of Ethics. One element of the Code of Ethics is “Challenging and Reporting Improper Behaviour” and this can create tension within a team if one member challenges or reports another (College Of Policing, 2014). However, fitting in is also key to officers wishing to experience a long and successful career and this could prevent them from challenging such behaviour. This risks team cohesion and can result in the involved of the Professional Standards Behaviour, or the Independent Office for Police Conduct in cases of more serious breaches. 

Knowledge of team dynamics, theories behind teamwork and developing methods to resolve inter-personal conflict are paramount to producing a successful team. Members need to share common goals despite their individual differences in order to achieve success. The Police Forces in England and Wales rely on the trust and confidence of the public, therefore it is vital that teamwork is the basis for providing a good standard of service, particularly in a job where officers rely on their colleagues for help in times of unprecedented danger. 
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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:

The terms Information and Intelligence are often used interchangeably, however there is a clear difference between them. Information is raw data whereas Intelligence is collated, processed information which has been analysed to assess its relevance and reliability (National Crime Agency,2019). Intelligence collection is a cyclical concept and is created using the 3x5x2 model in order to evaluate the reliability of the intelligence (College of Policing, 2013). The role of a Police constable has changed significantly since their introduction in the nineteenth century, including the requirement to deal with more welfare-based incidents as well as the increasing levels of serious and organised crimes. Subsequently, the use of information and intelligence has also experienced large deviations in order to aid in the disruption of said dominant criminal activities. “County Lines” is the term used to describe the operations carried out by organised criminal groups (OCGs) to distribute drugs from larger cities into smaller, more rural areas. The members of these OCGs exploit vulnerable people by recruiting young children, and those with mental health or addiction issues (Metropolitan Police, 2021). The impact of serious and organised crimes on the UK economy is enormous, as well as the more objective effects on the victims of these crimes. It is vital that the Police utilise concepts to disrupt these types of activity, such as Intelligence and the implementation of ANPR, and the effective Policing of the Roads in order to reduce the impact on the UK economy and vulnerable members of society. 

Modern-day prevalent criminal activities are often related in some way. The criminals behind human trafficking and child sexual exploitation are usually also involved in drug smuggling and county lines. Therefore, by Police targeting one category, it usually has a snowballing impact on the other variations of crime. The National Crime Agency denote how there is corruption at each stage of the drug supply chain, with the profits made from the illegal supply of drugs being invested into the purchase of firearms, and other expensive forms of criminal activity. The level of violence featured in organised crime is also wide-ranging, with “drug runners” often being exploited vulnerable people who face violence for every mistake they make. In addition, the rivalry between OCGs can reach extreme levels which can even result in death. 

The impact of organised crime reaches local neighbourhoods as well as the wider UK population, and includes financial implications in addition to the risk of safety to vulnerable people. On a local level, the prevention and detection of serious and organised crime mainly lays in the realm of the Police. The risks more physical risk to local communities includes a high level of fear and the exploitation and possibility of harm to the most vulnerable. The sociological effects include violent competition for control of local drug markets and the local economy being undermined by OCGs, this is done by them providing cheap labour and undercutting legitimate local businesses (Bryant and Bryant, 2021). The massive financial impact on the UK economy is often the most quoted issue within organised crime with the Home Secretary at the time, Theresa May stating serious and organised crime “is a threat to our national security and costs the UK more than £24 billion a year”. May established the Serious and Organised Crime Strategy to target such crimes and to delegate the varying levels of organised crime to different bodies. Police deal on a more local level, local authorities should plan contingencies for organised crime on a regional level and the Government must take accountability on a National level. May explains how the strategy is developed using a similar framework of the strategy to target terrorism (May, 2013).

Bryant and Bryant state how County Lines likely developed because of drug market saturation in urban areas and they therefore needed to expand the market. In 2019, it was believed that there were at least 1000 County Lines within the UK meaning OCGs were operating in every Force arear of England and Wales. They also explain how certain geographical locations appear more attractive for this purpose, including areas within economic decline, therefore offering accessible cheap accommodation (Bryant and Bryant). Operation Ligament was a partnership between Devon and Cornwall Police and the Metropolitan Police to bust a drugs network worth thousands of pounds. The County Line named “Billy Line” functioned between London and Cornwall and involved a 16 year old male being exploited and forced to live in the flat of a 56 year old heroin addict who had failed to pay his debts. The young boy was then forced to “run” drugs. This OCG used hire cars, a total of 18 vehicles making 65 return journeys to supply drugs from London to the coastal town. The gathering of information and intelligence meant that the joint forces identified several addresses and were able to execute warrants between the two locations. The trial saw gang members’ sentence totalled 36 years and 6 months and found that the line was being run by a prisoner from his cell in Wandsworth Prison (Devon and Cornwall Police, 2014). This case study emphasises the benefits of using information and intelligence during investigations through the meticulous examinations of digitals and financial records. Additionally, the use of hire vehicles to distribute drugs highlights the requirement for effective Roads Policing to disrupt County Lines operations.

Information and intelligence are key to deterring and detecting organised crime, however the Police and Governments must abide by the powers related to the collection of information. Firstly, within a Policing context, information is collected and accessible via several Police systems such as the Police National Database, subjective force systems such as Niche, computer aided dispatch and ANPR to name a few. The most important point to remember is this information should only be accessed for a Policing purpose and accessing it for an unjustified reason will amount to disciplinary action. Bryant and Bryant define the date protection principles, officers must ensure the information is; “used fairly, lawfully and transparently; used for specified, explicit purposes; used in a way that is adequate, relevant, and limited to only what is necessary; accurate and, where necessary , kept up to date; kept for no longer than is necessary; and handled in a way that ensures appropriate security , including protection against unlawful or unauthorised processing, access, loss, destruction, or damage (Bryant and Bryant, 2021). Additionally, Police forces must ensure the retention and information is in line with laws such as Article 8 of the Human Rights Act 1998, which allows individuals the rights respect for private and family life (GOV.UK, 2019). Information must also be kept in accordance with the Data Protection Act 2018, the General Data Protection Regulation 2016 and the Freedom of Information Act 2000 (Burnett et al.) Although information and intelligence must be kept secure and for Policing purposes only, the efficiency of information and intelligence is substantial. The National County Lines Coordination Centre examines how data collected by Police such as nominals and deal line numbers are referenced against intelligence systems and modern slavery investigations. This means that PNC and PND markers can identify harm and risk, including firearms, drugs, and exploitation. It also states how operation intelligence will be visible to all forces in England and Wales impacted by county lines networks within hours to allows management to make informed decisions regarding officer’s geographical deployment (NCLCC). 

Operation Ligament highlighted the reliance of OCGs on the roads in order to conduct county lines drug running, however drug trafficking is not limited to the roads. Drugs smuggled into the UK utilise a variety of transportation including shipping containers, yachts and small boats, airline passengers as well as via the Post, all of these however use the UK roads at some stage during the journey. The Home Officer’s Department for Transport completed a Roads Policing Review in 2020. The review highlighted the significant part a successful road network plays in a thriving economy but also examined the opportunities open to criminals within the roads. The Department states “Offenders will use the road network to facilitate the commission of crimes including smuggling, county lines exploitation and violent crimes” (Department for Transport, 2020). The review highlights the importance of utilising Section 163 Road Traffic At 1988 and Section 165 Road Traffic Act 1988 in order to disrupt the transportation of drugs into more rural areas (Legislation.gov.uk). It is also vital for officers to conduct local systems and PNC checks on drivers and vehicles to assist in the collection of information and intelligence and to safeguard the most vulnerable. Although there are improvements still to be made with the increasing level of County Lines within the UK, the HMICFRS outlined progress made in joint working partnerships whereby the partnership between Police and rail/road transport bodies, landlords and accommodation providers has significantly improved (Justice Inspectorates, 2020). Automatic Number Plate Recognition are cameras that instantly read number plates as the vehicles pass and check them against database records of vehicles of interest. ANPR technology has advanced the detection and disruption of criminal activity at all levels and is used throughout the UK. ANPR enables the efficient location of those involved in criminal activity as well as those with welfare concerns (Police.uk). 

Serious and organised crime remains one of the most significant issues within the UK because of the devastating financial impact on the economy, as well as the risk of harm and exploitation to vulnerable people and economically challenged areas. It is therefore vital, that Police Forces work in partnership with each other as well as the Government to prevent and detect the trafficking of drugs and organised crime groups. Effective policing of the roads and collection of information and intelligence are prevalent to achieving this.
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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 satisfied with my knowledge of force policy on varying types of incidents. Since my attachment in the HUB department, I am proud of the progress made within interviewing suspects and the completion of casefiles. My knowledge of the law is of a good standard. I also believe my local knowledge of my basic command unit has developed significantly since my tutorship and this enables me to conduct my duties efficiently and maintain a working relationship with members of the community.
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10

9
	Low 
1-4 
	Med 
5-7 

7
	High 
8-10 
	 Further development is required within my knowledge of the law. I will aim to diversify my knowledge and to cement my knowledge in areas of the law I do not regularly deal with. Furthermore I will regularly revise my current knowledge in order to refresh my memory and ensure the knowledge I hold is as up-to-date as possible. During periods of down-time in work I will participate in the Cognito knowledge quizzes to ensure I utilise time efficiently.

	SKILLS 
 
Overall, my skills are of a sufficient standard. I believe my communication skills are my strongest area, with my ability to diffuse situations of high tension with conversation and tactical communication. 
My officer safety skills are satisfactory but can be improved.
My writing skills in terms of a Policing format are also an area that I am pleased with. The updates following incident that I produce have significantly improved and this has been commented on by my Sergeant.
In terms of University essay writing skills, I have content with the level displayed in the last assessment but I wish to develop my understanding of reflective learning practices.
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

7
	High 
8-10 
	Low 
1-4 
	Med 
5-7 

6
	High 
8-10 
	 
The main skill area for improvement is within officer safety training. I am currently out of compliance and I intend on completing a refresher course in the immediate future to revise and practice my original learning and knowledge. Furthermore, the experience of Policing I have had so far has not yet enabled me to utilise the more physical aspects of OST and I therefore would benefit from deploying this practical knowledge in real-time dynamic situations.
In regards to my University writing skills, I will develop my knowledge by researching further into the benefits of reflective learning practices and the importance of varied primary and secondary sources.

	EXPERIENCE 
 
 
 Thus far in my career, I am satisfied with the experience I have had. I have attended and been involved in some way, in a vast number of incidents of a varied nature. However during probation, I appreciate that as constables we only get a real insight into response policing and therefore wish to vary this following the successful completion of my degree apprenticeship.
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

7
	High 
8-10 
	Low 
1-4 
	Med 
5-7 

5
	High 
8-10 
	 

Areas of development within the experience of policing on a personal level can be found in networking with members from other policing departments. This will allow me to broaden my knowledge of the workings of other departments, therefore allowing me to provide more in-depth information to victims and members of the public. I also aim to solidify my confidence as a young-in-service officer. There is sometimes a provide divide in attitude between newer officers and those more experienced. I therefore aim to increase my personal confidence when dealing with incidents and as my role as a constable.
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