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Task 1

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

	
Critically 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) and to what extent group dynamics are shaped by wider organisational cultural norms. 

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 demonstrating an understanding of organisational justice in a policing context (Code of Ethics, policies, procedures, protocols or legislation).

2500 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

During the course of this task I will discuss and evaluate theories relating to team dynamics and how the team’s success or failure depends on the differences within the team and the individuals that make them up.
I will consider how conflict can develop within a team and ways of managing this without removing individuality or causing further conflict.
Having discussed team dynamics as a broad topic I will then focus in on dynamics within the police service and how team cohesion in the police is focused strongly on loyalty of its members and due to this may put officers at risk of breaching professional standards and in some cases their own values all of which may potentially put their jobs on the line and jeopardise future development. 
I will conclude by discussing briefly how organisational justice may affect how the team functions and the factors that influence better future practises and ongoing team development.


One of the most notable models of evaluating how groups interact and develop a working practise comes from Bruce Tuckman (1965) who conducted a study whereby he brought together groups of people in controlled environments to review how they interacted in set tasks. He split the groups into three parties- Therapy group, T-group and laboratory group. In each group Tuckman looked to test two areas-the task and the interpersonal skills of those in the group.
Within the therapy group Tuckman looked to encourage individuals to work within their skill set and incorporate that skill into the group in order to complete the task.
Whereas in the T group it was more about how the members in the group interacted and communicated rather than the outcome of the task.
 Finally within the laboratory group he brought together a group with the intention that they would only be together for a short time in order to complete the task with no time to get to know each other greatly.
From these studies Tuckman was able to create a model with four stages showing how teams are developed overtime through a set pattern- forming,storming,norming, performing. This study was later reviewed by Jensen (1977) where she agreed largely with Tuckman’s results but in partnership with Tuckman introduced a final part to the model namely an adjourning stage as it was viewed that in any engagement with people, relationships will ultimately come to an end and members will “want out”. Following this paper in 1977 Tuckman’s model was amended to reflect this fifth stage.

This theory however is not full proof as it relies upon people being able to process information within a given task at the same speed as others and knowing your strengths and weaknesses.
A model that reflects the difficulties that can be faced is the Thomas-Kilmann Conflict Mode Model which was created and written about in 1976 where they identify a five category scheme that reflects independent dimensions of a person that may conflict with others. The diagram is split into two main sections, cooperation and assertiveness. The Cooperation field looks at satisfying other people whereas the assertiveness field looks at satisfying their own needs. 
This model shows how team dynamics can be effected by where they fall within this table.

The diagram below comes from Riasi and Asadzadeh(2015) where they provide a visible interpretation of the Thomas- Killmann Model.
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The diagram shows the more your cooperation the more you are satisfying others needs. In contrast the more you are assertive the more you are attempting to satisfy your own needs. The worst place to be within a conflict, based on this diagram, is low assertiveness and low cooperation as no work is likely to get done. This would either effect the team trusting and working with you or they could be seen as lazy and not part of the team. This could cause prolonged issues in the team and lead to a break down in team cohesion.

Lencioni (2005) has his own take on teamwork. He takes a simplistic view and see’s the true measure of a functional team being one that accomplishes the task it sets out to do. Lencioni believes for a team to continue being functional on a consistent basis they must overcome five set dysfunctions. For ease of use Lencioni puts them within a pyramid. He states that you must begin at the bottom and only once that has been achieved can you move up to the next. Once at the peak of the pyramid the team should be at its optimum working level.

Lencioni begins with trust or rather the absence of trust. A team must be able to be open with one another and be comfortable in revealing their weaknesses, fears and mistakes. Following this a team will not fear conflict amongst them and are happy to challenge each other to ensure the right decisions and best answers are given, this will benefit the team and/ or organisation.
A team that feels confident to put their views forward and engage within a passionate but controlled discussion and ultimately decision, will feel a true part of that final outcome. Once a team can commit to a decision they will not fear holding their colleagues to account for that decision and agreed upon standards. Lencioni makes a note of saying it does not need to be the team leader who holds their team to account. It is a collective responsibility and will be easier to do with agreement of all involved.
The final stage brings all the previous four levels together, as a team who trusts one another, and the decisions that are made through passionate discussions and held to account for those decisions will ultimately have a part in the team’s success and result.

Having reviewed these three models which are slightly different in their interpretation of team dynamics and the issues that can effect how a team functions. It is clear that the one key similarity is that there is a need for teams to work together and more importantly to their strengths. 
An area not covered within these models however is to what extent the dynamics of a team can be effected by practises that are followed within an organisation also known as norms.
A norm develops over time and to what extent it influences the dynamics depends on its organisational culture. As stated by Levi (2017:297). This culture can effect the commitment to the team and the way people communicate with one another. 
It is strongly based on the values, beliefs and what is expected of you by your supervisors and colleagues.

Within any organisation there could be a large number of people with varying personalities. It is expected that there will be some conflict amongst members of the team which could lead to inter-personal conflict. Beheshtifar & Zare (2013) defines this as conflict that occurs between two or more individuals that work together in groups or teams. 
Inter-personal conflict comes from differences in personality, attitudes, values and a person’s perception of the world, and is strongly influenced by an individual’s goals and expectations.
An example used is where two people both want to be in power or dominant in a situation however there is no way of both persons being satisfied and therefore a conflict begins.
Beheshtifar and Zare considers the most important part of a conflict being the identification of the factors that have caused it in the first place and looking to resolve the issue.
Conflict can be both good and bad for a team as it provides an opportunity for growth within a team but it strongly depends on how it is managed as if it is unresolved or managed incorrectly it can escalate to the point of breakdown and termination of a team or persons confidence as supported by Fisher (2000). 
From what has been written it could be understood that with differing opinions and personalities it could effect a persons individuality if they don’t have the confidence to put forward their thoughts through fear of being caught in a conflict, especially where one person has been part of a team for longer and therefore may have more sway in decisions as earlier spoken about within Lencioni’s five dysfunctions of a team.

For a team to function effectively it would be beneficial to have strategies in place to enhance both personal and team performance as a way of taking positives from any conflicts rather than letting it effect the team negatively going forward. One way is by reviewing three primary areas namely Team design, training & development and leadership as mentioned by Kozlowski & Ilgen (2006).   
For a well functioning team all members within it must understand what is expected of them from their organisation, and that they have support from the relevant departments if necessarily to accomplish that task. This provides individuals as well as the team with a sense of being cared for. This way they are more likely to work harder if they know that they are being recognised.
It also benefits the team if they have the opportunity for further training where as a group they can receive up to date information surrounding changing topics such as diversity. This way individuals and teams are more likely to have confidence in what they are doing and saying, and it reinforces what is expected of them.
The overall importance within having an effective team and promoting individual and team performance is having a clear and effective leader. If the leader has a strong personality or views this will influence how the team functions. If a leader has a good relationship with their team and is happy to listen to their views (even if it’s not taken forward) performance will improve as they feel part of team and that their thoughts are appreciated.

The previous paragraphs have covered the broad topic of team dynamics and how there are a number of theories that can help businesses and individuals understand how teams either function well or not.
The following section will specifically look at dynamics from a policing context and how norms within the police service can cause some lapses of standards.

Speaking from the point of view of a student constable there is a clear difference between what is taught to probationers in training and what is enforced and expected when joining your first team. 
Her Majesty’s Inspectorate of Constabulary (1999) conducted a study into integrity of the police service and enforced the above point whilst speaking with a number of probationers during their initial training. From this study it was identified that probationers were expected to “go with the flow” as this is part of the police culture. Everything they do and how they do it is influenced by other officers around them and the norms set by that team. 
This inadvertently could cause officers to breach standards that are integral to policing.

Westmarland ( 2005) conducted a study where she asked a number of police officers questions relating to integrity, corruption and the term “ blue code” and tensions that arise from police cultures.
Within the study officers were asked to compare “perks” within the job such as free cup of coffee and what point of being given “freebies” is the integrity of that officer being compromised. 
One finding that illustrates how police culture can at times breach professional standards is a case where an off duty police officer was found to be intoxicated whilst driving. Rather than arresting the officer they were dropped home. 93% of respondents agreed that this action was contrary to standards however only 50% of them would have reported it. This finding could be viewed as police officers protecting each other and illustrates the loyalty side of police culture. This is however breaching a number of standards and trusts put in officers. The most known and one that is drilled into every police officer is the Code of Ethics.

The College of Policing created a policy in 2014 that outlines a set of behaviours that are expected of anyone working in the policing sector. The code of ethics has been adopted by all 43 forces in the United Kingdom and brings together nine policing principles and ten standards of professional behaviour. Within these standards a large amount of emphasis is put on honesty, integrity and challenging unacceptable behaviour. Looking at the example made by Westmarland the 50% that did not report that officer have breached this standard and could themselves be in trouble as well as the offending officer. It would appear that the police culture and those entrenched in it would risk their own livelihoods for their colleagues.
Rowe (2020:95) has a different take on this and sees a cultural pressure on officers to not report misconduct. Rowe coins the term code of the streets rather than the code of ethics due to the loyalty and teamwork expected and seen as integral to the team within the police.
There could also be an issue with the system of reporting and Rowe suggests that there is a general lack in trust of the system for those reporting. This could be due to there being no clear way of being anonymous and therefore be viewed as a whistle blower. For that person they could feel let down by the organisation as they are doing what they believe and are told is to be right however they cannot without getting themselves into trouble with their colleagues.

Organisational justice is a term used where persons can view decisions made by their organisation as fair or not.  
College of policing (2015) conducted a survey with Durham Constabulary looking to answer two questions. How can officers be encouraged to act in a certain way and secondly how perception of fairness inside the force encouraged officers to adopt policies freely.
From the study it concluded that if officers saw and felt that where their supervisors were making decisions fairly and treating the team with respect they were more likely to take on more work voluntarily. It must be noted that this study was only conducted with one force and therefore it is unknown if other forces would have the same success as Durham.
In the case of Durham, organisational justice worked as it made the officers feel valued and this in turn encouraged the officers to adopt the values of the force and be more open to working with each other and embracing the changing and continually adapting environment of policing. 



Having conducted this research and looked at supporting documentation it is clear that there are a number of people who have their own take on team work and cohesion. There is no one hard fast answer and all models and theories have their positives and negatives.
Every organisation is different and will have their own policies and practises in place.
From a policing context a large amount of policies will come from the College of Policing as the overall body. This is to ensure that everyone has the same information and the ways that individuals are expected to carry out their functions. 
Unfortunately when dealing with people there will always be some element of change and people will sometimes fail to carry out their functions as required. Sometimes the reasons can be intentional but there are also cases where there is pressure to conform to cultures.
From carrying out this research it has become apparent that the police are a close knitted community that endeavour to look after each other however there is a fine line between being a good, strong productive team and putting yourself in a position where you could lose your job.



COUNT:2606











Task 2

Relevant areas of the National Policing Curriculum: 
Vulnerability and Risk 

You must choose a policing incident in which you played a significant role with a victim of crime or anti-social behaviour and reflect on what happened. 

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

Critically evaluate the appropriateness of different approaches (by professionals and the police) in supporting or managing vulnerable people or people at risk of harm. 

Explore what works in relation to tackling repeat victimisation and repeat offending. 

1500 words (+/- 10%: include your actual word count at the end of each section)





ANSWER:

In the course of this review I will discuss an incident which initially appeared to be a neighbour complaint but quickly became apparent that the female in question required medical attention and was herself vulnerable due to this. 
I will explain how I identified what options were available to me in dealing with it and how I ultimately came to the decision I did taking into account the best interests of those involved whilst respecting their wishes.
I will speak about partner agencies I consulted to ensure that the most appropriate action was being taken by the correct agency.


Whilst on mobile patrol a call was received from a member of the public (MOP) stating their neighbour was running up and down the stairs within their block of flats banging on peoples doors. The MOP that contacted police stated that the female was also swearing and sticking up their middle finger to the peep holes on her flat door.
I was sent to the call as I have previous knowledge of the female having dealt with her in a similar incident a week earlier. Having dealt with her previously I am aware that she is a prolific user of cannabis and this can affect her behaviour and also put her at risk of harm to herself and others.
With this in mind I requested an ambulance be notified as her outbursts are often related to her mental ill health. Nesvag et al (2015) found that there was an association between prolonged drug use and a decline in a person’s mental health. Specifically a three times higher odds of being admitted to a mental health hospital.

Arriving at the address I could not hear any noise coming from the location and made my way to the flat where I knew the female would likely be.
The female answered the door agitated and shouting at someone on the phone. She initially was confused why I was at her door as she stated she was on the phone to police and therefore it wasn’t possible I was a police officer. I reassured her that I was an officer and that I needed to speak with her. After some time and using my previous dealings with the female I convinced her to let me in so we could speak privately away from the other neighbours. I knew this method would work as the female often appears anxious about her neighbours listening to her conversations.

Once inside the property it became apparent to me that the female had discarded pieces of paper all over the floor and scribbled writing up the walls of all the rooms, some of which was legible and others which were random letters that meant nothing to me. Within her living room was what I could only describe as a fort of items that the female stated were memories she needed to destroy. The female continued to add items to the fort and I could see an array of knives and lighters close to her and the fort. Her behaviour was the greatest concern to me due to her erratic and unpredictable nature.
Faced with this it became clear to me that this call was now about the wellbeing of this female and any offences would be dealt with separately and at a later date due to there be no threat, risk or harm to others now I was present.

I began to evaluate what the best course of action would be for this female and who was best placed to assist her long term.

It was at this time that I was convinced that this female was having some form of a mental health crisis as she could not speak to me and was preoccupied ripping photographs of herself. 
Her Majesty’s inspectorate of constabulary and fire and rescue service (2018) recorded how crucial it was that police identify when someone is vulnerable and in need of greater support. They continued on to say that forces around the country now employ specially trained nurses who are based in the police control rooms to assist with this.

I re-contacted my control room and requested an update as to whether ambulance would be attending. They informed me that I was not a priority call, therefore it could be some time.
Due to this update and the importance of getting this female in front of someone qualified to help her, I asked for the mental health team (MHT) in our control room to contact me for advice.

Having been contacted by a nurse from MHT I discussed the female with them and how she was displaying to me. I informed her of what actions would normally be available to me such as arrest to prevent a breach of the peace or remove her under Section 136 Mental Health act. 
I stated that the arrest was not the appropriate action to take as police custody was not the correct place for her. HMIC (2015) states that officers have previously been backed into arresting even though it was not the best option for the person. In this case the option of hospital or medical intervention is the best for all involved especially the female.
As for using my powers under S136 this would not apply as the female was within her house and as stated in law, this power can only be exercised where the person is anyway other than where someone is living or any land or outbuilding linked to the premises. (The Legislation, Mental Health Act 1983)

Having dismissed those options MHT stated they would do some reviewing of the female and get the crisis team within a mental health hospital to do the same.
Shortly after finishing the conversation with the nurse I received a phone call from the crisis team who informed me that the female was on leave from the hospital and due to the behaviours I had described the female would need to have her leave revoked for her own safety. I was informed however that this process can take time and would require court warrants to be applied for by the hospital. 
The other option was if the female was willing to return of her own accord.
Due to me having a good rapport with the female I had a discussion with her and we came to an agreement that I could facilitate her return to hospital voluntarily.
Home office guidance published in 2014 states that anyone in need of medical intervention should be conveyed in a vehicle appropriate to their needs and in the case of police contact with a vulnerable person they should request an appropriate health response e.g. ambulance to convey.
Knowing this at the time and having been already informed that an ambulance would not be attending any time soon and that the crisis team would have to go through court and therefore couldn’t convey themselves for some time I felt I had no other option as I had concerns for the female and balanced her needs against the mode of transport I was using.

The incident came to a conclusion following medical staff taking responsibility for her.

My actions on the day were all based upon advice and support provided to me by medical staff. Had I not received that advice I would have been restricted to arresting to avoid her causing harm to herself or others. With no mental health experience I am pleased with how I was able to resolve this incident.

This incident required a multi-agency approach as there were both criminal and mental health aspects. I will now briefly look at how agencies identify and manage repeat offending and victimisation

Pease (1998) defines repeat victimisation as a recurrence of crime in the same place or against the same person. He goes on to say that for victims to be provided with the support they need the fact they are victims needs to be identified and flagged so the correct people can be in the correct place to respond. 
This is further enforced by Dorset police (2003) who state that by tackling victimisation it helps police to target prolific offenders as they know what the offender is targeting and possibly their methods used.
A publication by Brunton-Smith and Hopkins (2013) stated that those who committed acquisitive crimes such as theft or burglary would likely go on to reoffend compared to those who commit more serious crimes such as assaults and vehicle offences.

Holtfreter et al (2010) states that offenders with low self-control tend to not be able to gauge the possible negative consequences of their actions and as such will be more likely to be caught. Those with self-control could likely be those who state they can’t stop offending due to needing to support a habit such as drugs or alcohol.

Once identified and caught the integrated offender management team will take over. It is a collection of partner agencies responding to the threats posed by these offenders .They are managed by trained professionals who can place restrictions where necessary on the individuals. (Home Office,2015)

In conclusion the incident was resolved with assistance from partner agencies but I do question why as a police service I was expected to take primacy where mental ill-health had been identified knowing that the most appropriate service would of been an ambulance. 
In the case of this call it wasn’t originally apparent however I identified this early on and requested an ambulance but told that I and the female were not a priority call. As an officer early on in my career it concerns me that there is a greater strain on the police to care for those who are vulnerable and in need of medical assistance. In this instance the most appropriate approach was hospital but it required police to facilitate it.
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Task 3 
Recognition and confirmation of progress on the Occupational Competency Portfolio (OCP). 
  
 
 
By signing the section below you are acknowledging your continuing progress on O.C.P.  
This is recognised by the university as work that is fully supporting this module BMPP 6001D; Policing in the Workplace 3 and in signing it will be equivalent to 1000 words towards the 5000 words equivalent total for component 1. 
 
 
 
 
Confirmation of the progress on the Occupational Competency Portfolio (OCP). 
 
I confirm that I am progressing with the Occupational Competency Portfolio (OCP) in accordance to the regulations.  
 
Signed:                                    (Learner – electronic signature accepted.) 
 
Date: 18/08/2020 


Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads and conducting investigations. 

	
Critically evaluate 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. 

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


2500 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

In the course of this assignment I will discuss and evaluate how information is gathered and the methods and systems in place that allows that information to become useable intelligence in order for it to be used to disrupt those committing serious crimes.
Within this section I will explain in detail the national intelligence model and the importance of it within the field of intelligence gathering and what it required in order for it to work efficiently.
I will clarify different sources of information in relation to their origins, revealing the difference between open and closed sources and how assessing that information differs based upon perceived reliability.
I will go onto to evaluate how this intelligence can be used in a policing context in order to disrupt criminality ranging from low level to the more serious crimes.
I will move onto how external agencies can also take part in this process and contribute to the gathering and use of intelligence for their own purposes as well as joint up partnership.
As the title illustrates I will then identify how that information and intelligence can be used in policing the roads network and taking into account technology such as ANPR that can assist officers.
In 2015 The National Police chief’s council published their 2015-2020 strategy outlining their priorities for policing for the upcoming five years. The overall message was to secure the roads, to free them from organised crime and terrorism. They identified it would only be achieved by sharing information with partner agencies and promoting a joint enforcement to combat it. From this publication it is clear that the police service identify that they alone cannot stop crime and appreciate that the roads network is being used more often for many more criminal activities and as such everyone has a part to play. This will be discussed further in this assignment.
The document has since been updated to the 2018-2021 plan which is specifically focused on policing the road. A strong emphasis is put on disrupting criminality on the roads. National police chiefs council (2018) speaks of the National Roads Policing Intelligence Forum (NRPIF) where they set out a structured approach to joint working on the roads. This way all agencies and the police can share information and implement it correctly. This system is similar to one used daily by police and other agencies all over the country. This is the National intelligence model (NIM). 

NIM was introduced following the Audit Commission identifying failures in crime being detected and addressed. They identified that there was no single way of sharing relevant information and intelligence around to different agencies and as such the flow of information and intelligence was inhibited and not being properly used.
This led in 1999 to the National Criminal Intelligence Service creating NIM which looked to create a standardised system for disseminating intelligence to all 43 police forces including specialist departments such as Serious and Organised Crime. The Model was created in such a way that external agencies can also participate and take advantage of the information. (Environment Agency, 2017)

The key part of NIM is the tasking and coordination process. It works at three levels, according to Bryant and Bryant (2018) level 1 is relating to the local policing area known as BCU, level 2 is force and regional area and level 3 is national and sometimes international depending on the crimes investigated.
For each level it relies upon information being put into it and intelligence officers at their respective levels identifying at what level the crime falls. An example of this could be a group of people who are targeting a specific make of car for parts all over the force area. Level 1 which is BCU would not have the resources or time to dedicate to the problem and the crime would likely fall into level 2 due to it covering the force area. This way more time and investigation can be made. Furthermore the higher up the levels, the more information and developed intelligence is required in order to control and deploy effectively. 

NIM’s aim was to promote effective intelligence led policing both locally and nationally by ensuring that all information put into it is scrutinised by intelligence officers at the different levels. This intelligence can then be passed onto the appropriate resources for action or development as further supported by Home Office (2004). 
This perspective can be understood as the success of NIM relying upon the quality of the information that is put into and the quality of the intelligence that comes out for use in disrupting criminality.

So it poses the question where does the information come from and at what point does it become intelligence?
 
Peterson (2005) coined the term “information plus analysis equals intelligence”. From this it could be understood that with credible information processed in the correct way through NIM and scrutinised it allows the police to focus on a specific area or person, as opposed to a broad problem with no real focus.

So what sources are out there to develop and provide information?
The short answer is anyone can be a source, it just relies upon how reliable the information is and what further development is required before it is used.
On a daily basis police officers will speak to members of the public and during these conversations information may be passed, that on its own means little, but with supporting information may be of significance in the future.
The College of Policing (2013) identified two broad categories of sources namely open and closed sources. 
Open sources are widely available due to access being unmonitored and readily available through publications and online, but due to this it can be unreliable and inaccurate as it can be manipulated.
From this point of view it is understandable that not all information can be relied upon however it can be argued that when supported by other information open source material could be of use. 

As documented in the Serious and Organised Crime Strategy (Home Office,2018) The National Crime Agency established a multi-agency group called the National Assessment Centre (NAC) which looked to bring together data, intelligence and open source information in order to understand serious organised crime threats. It also aims to identify the gaps in understanding where information is missing or lacking and directs partner agencies or those most appropriate to fill them. 
From this it could be understood that the NAC is looking to use all information and sources available to further their efforts and ensure that an all-round response can be made. In a way this is the reason that NIM was introduced in order to identify and correct these gaps.

As for closed sources, these tend to be those with restricted access e.g. other police services or external government agencies such as UK Border force or Revenue and customs. This information is not evaluated with the same amount of scrutiny as open sources due to closed sources being more closely monitored and tending to come from trusted sources e.g. police officer or government official  and assessed prior to be released. (College of Policing, 2013)
This information may have been collected by officers own observations and as such may be viewed as reliable from the outset. This may mean that this intelligence can be actioned quicker meaning a disruption of criminality sooner than open sources could be.

Separate from these sources is Covert Human Intelligence Sources (CHIS). This form of source is tightly restricted and must abide by the Regulation of Investigatory Powers Act 2000.
Home Office (2018) defines a CHIS as a person who uses a relationship to obtain information about another and discloses this information to another (police or authorities). In some cases a person may fall under the definition but not be classed as an intelligence source e.g. a person with a professional duty to disclose any criminal behaviour they witness and they report it in line with legislation and their policies.
Due to the secretive nature of CHIS’s not any officer can ‘recruit’ and manage a CHIS, this is undertaken by suitably trained staff and all information is closely protected to ensure the safety of the CHIS and in line with other policies such as data protection and human rights acts. (North Wales Police, 2017). Once the information is suitably processed it can be used to assist in criminal disruption.

Other than police agencies there is a strong focus on involving external agencies and allowing them to contribute and benefit from the intelligence that comes out of it.
Home Office (2018) identified in their strategy ‘The Government Agency Intelligence network’ which is made up of external departments who collectively take a different approach to disrupting criminality by using non-policing methods and non- criminal justice methods. It doesn’t go onto explain what these are but College of Policing (2017) have a menu of tactics which identifies a number of agencies involved including trading standards, food standards agency and DVLA. From the list of over 20 agencies it is acceptable to surmise that these agencies are able to disrupt criminal enterprises by targeting- with the intelligence provided- specific areas that police either don’t have the powers for or the time to target. An example of this would be that food premises being used to store drugs in can be checked and disrupted by the food standards agency (FSA) by way of random checks or inspections. The benefit of this is that the intelligence can be actioned and developed but it won’t affect any future police operations as potential criminals may not know the true reason the FSA were there. Any information found can then be put back into the process and can be actioned again.

So I’ve spoken largely about information and intelligence but how is it used to disrupt criminality on the roads. All the information and intelligence created at ground level relevant to roads policing will find its way to the road policing department. They can use this information to target people, places and vehicles. This proactive way of working allows traffic officers to actively combat those using the roads network. HMIC (2005) conducted a review of Northamptonshire Police and within it they identified how the road policing unit gets support from the area response teams if they have adequate enough numbers in order to proactively tackle force priorities and assist in any stops on vehicles where risks may be identified (from intelligence ) as being high.

One tool used by a number of police forces in combating crime on the roads is Automatic number plate recognition. NPCC (2016) defines it as a camera which is linked to a computer. As the vehicle drives pass the camera the registration is ‘read’ and is run through the national database to see if it has any involvement in criminality. This system is also available to private companies such as local authorities or department for transport.

The camera can be deployed in two ways. It can be used overtly such as in a visible vehicle plastered with “POLICE” or “CCTV” or covertly such as attached to a vehicle. The latter is the most commonly known method as it benefits from being easily mobile.

NPCC (2013) identified the benefits to the police of ANPR as being an increase in information and intelligence in order to identify criminals. This in turn allows resources to respond to vehicles of interest and ultimately investigate crimes more effectively. 
This explanation is similar to my earlier description of NIM and the reasons for its introduction being to improve intelligence in order to allow resources to deploy correctly. It would appear that ANPR is more of a benefit than a hindrance and when used in keeping with the policy of disrupting criminality on the roads. 
On the flip side NPCC (2013) did state that there were concerns around privacy and how the information on vehicles is stored as it must comply with a number of laws as to the handling of information and data protection.
A working group was created and recommendations made with regards to a national standards for handling of the information and process for gathering and viewing it.

Despite the issues around ANPR the feedback is generally positive and is now the go too method for catching criminals using the roads network. 
So going forward how can this help to disrupt crime on the roads network?

ANPR coupled with other technologies such as breathalysers have allowed officers to proactively target low level offences as stated by PACT (2005) within their research, which shows that drivers who engage in low level criminality such as parking in disabled bays or speeding are more likely to have links to more serious crimes. PACT identifies that by disrupting criminals at this low level it is more likely that other offences will be identified. An example of this could be that by stopping that vehicle with no insurance other offences such as maintenance of tyres and bodywork on the vehicle can be identified. It also allows officers to identify drivers and passengers and submit potential intelligence that can be put back into the system for future stops. 
Ultimately from what PACT says it could be understood that by stopping an individual for what could be seen a minor infraction, the information and intelligence that you take away could be more valuable and offers officers the opportunity to investigate who is driving vehicles and who they are accompanied with and have links too.


During the course of this assignment I have discussed in some depth the National Intelligence Model and how intelligence officers at their respective levels are tasked to disseminate the intelligence to the correct departments in order for it to be actioned appropriately.
I identified the difference in open and closed sources and the extra work that is required when using public information without corroborative evidence to strengthen it. 
I spoke about covert sources that are handled by specialist officers due to the methods that are used by them in order to gather the information and in doing so must be in compliance with legal powers and legislation regarding data protection and regulation of investigatory power act 2000.
Having identified where and how information is gathered I went onto explain how the information gets used and the correct resources deployed in order to disrupt crimes at different levels. 
I identified within this section that the more serious crimes only get revealed over time and usually are the result of officers targeting low level offences. From these low level offences comprehensive investigation can lead to further offences being identified or persons involved coming to police attention-maybe for the first time- but ultimately now find themselves known to police. From the research above it would be fair to surmise that those committing low level crime may find themselves involved in more serious offences in the future.
The best way to do this is through policing of the roads as they can dedicate time and effort to target individuals committing crimes and in order to disrupt future activity.
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Task 5
Personal Study programme / Individual Learning Plan 
 
 
The first learning outcome identified in the accompanying module descriptor (BMPP 6001D) asks that you formulate and implement a personal study programme to further enhance the development of your professional police practice. A template has been added for an ‘Individual Learning Plan’ that you can use for this task.  
 
This task differs from the PDP that you have completed in your previous workbook 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. 
 
2500 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 5000 words equivalent total for component 2. 
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 

1. Identifying which offence is being committed






2. Requirement for seizure of items following arrest













3.  Understanding how persons can be dealt with following release from custody












4. Giving evidence as OIC and victim
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

9
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8

















8
	Low 
1-4 
	Med 
5-7

7









5
















5

















6
	High 
8-10 
	 


There is close similarities between some offences e.g. public order. But I need to understand which section in particular fits better with the situation and the best evidence to bring before court.

Having attended different incidents there are occasions where I have needed to seize phones for download or take clothes for DNA or identification. In time I am sure I will be able to identify when this is needed but at present I am still asking for guidance when this is required.


Following interview with someone I am unsure of whether that person needs to be Released under investigation, bailed or no further actioned. I am also still learning when someone can be remanded.
This is becoming more common now as solicitors will also ask if their client is liable for a caution or what the likely outcome will be.

Having previously given evidence as and OIC it is difficult to know what is going to be asked and what the best reply is. Next month I will be in the box again and this time I am the OIC and the victim of an assault. This is inevitably be more pressured and I will be pushed more for responses.



	Knowledge- Generally in the last 6 months I have developed my own way of dealing with incidents and believe that as I attend more incident my knowledge with how to deal with them is increasing. I am feeling more comfortable going to calls on my own and find myself making good decisions. There is still a large amount of room for improvement but I believe this is possible and will come the longer in service I am.

	SKILLS 
 
 
1. Interviewing suspects



2. Statement taking from victims and witnesses








3. Case building
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10

8 




8











9
	Low 
1-4 
	Med 
5-7

5 




6











5
	High 
8-10 
	 


Use of the PEACE model and building on questions following defendants account.

Each statement I complete I am finding my own pattern and format however there is still key part e.g. descriptions and nailing down how someone was assaulted in detail to ensure best evidence.

I have not had much opportunity to build a case and therefore knowing what needs to be in file to put to CPS is still a challenge for me.

	Skills- Generally I am increasing my skills in relation to statement taking and document building but due to the fact that no one statement or case is the same it is taking longer for me to master it. I am having some files sent back to me due to requiring further work or development on them. I do however take the guidance as this will only help me know what areas I need to target 

	EXPERIENCE 
 
 


1. Identifying the right action e.g. arrest, PND, RJ etc
 







2. Appropriate use of caution (When and Now)






3. [bookmark: _GoBack]Knowing what resources can assist
 
 
 
 
 

 
 
 
 
	Low 
1-4 
	Med 
5-7







 
	High 
8-10



9 











10









8
	Low 
1-4 
	Med 
5-7



6





















6 
	High 
8-10 







 







9
	 




 I need to make a decision based on the information in front of me and in some ways use common sense. Where my necessity is there to arrest otherwise use less intrusive methods in line with victim’s needs.

Understanding when there is a need to caution and following reporting them or charging them ensuring the NOW caution is used.



Following a recent incident it became clear that there are resources such as NPAS or dogs units that can assist but in some cases these units may not deploy. By knowing when they can and can’t it will save time and also allow early action to stop escalation

	Experience- I have been operational for 11months now and am finding that I am starting to make good decisions with little or no guidance. There are still areas of improvement which I believe will come with time. The areas I have identified are the most required due to the number of times I will use them in one shift.
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