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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:
Within this essay, I will reflect upon the impact of organisation culture on my well-being and resilience. In order to aid my reflection, I will use Bortons reflective model. Borton’s model is composed of three key questions; What? So what? And Now what? I will be answering these simple questions to analyse my techniques and learn from this experience (T. Borton, 1970). So firstly, what is organisation culture? Organisational Culture can be defined as the types of attitudes and agreed-upon ways of working shared by employees of an organisation (Cambridge dictionary, 2021). Chief Constable Andy Marsh (2021) stated that due to ‘Macho behaviour’ and toxic comments being passed off as ‘banter’, there had been calls for a recalibration of police culture.  

What? 
Looking at the first stage of the Bortons model, I will reflect upon what happened. 
Having progressed from my tutorship and being signed off as independent, I had a big shock. There was a significant change as it felt like the safety net had been pulled away from me as I was now on my own. There was a big change in shift culture. As I transferred from a relatively shielded small shift of new recruits, I would now be joining an already established group all ranging in different levels of experience and was now under the supervision of a new leader. There was a sudden increase in intensity. I now had to manage my own time going unsupervised. Initially, this was having an adverse effect on my mental well-being as I became overwhelmed with my new working life. I quickly realised that in order to feel comfortable at work and being on my own, I needed to make a change. I noted the importance of building working relationships with my new shift and integrating myself as part of the team. There are several cliches within policing culture that the newest on shift should make the tea and coffee for briefing (BBC Cymru Wales, 2022). This is one method I found for breaking the ice initially and making a good impression. Building effective working relationships require respect and understanding. (Southhampton University,undated). 

So what
Now moving on to the second stage of the model, so what?. I found that developing these working relationships has many benefits. I was more comfortable coming to work each day and carrying out specific tasks and for example simply taking a statement from a victim or witness. As I felt I had the support and trust of my colleagues and sergeant. In situations where I became stuck or unsure about what the best course of action was I was able to confide in my colleagues and ask for their opinions. As I had developed respect and trust for my colleagues. One particular incident sticks out in my mind, whereby I was dealing with a dog biting another dog. I wasn’t familiar with the legislation that covered dogs and was unsure what would constitute a dog dangerously out of control. Fortunately for me, a member of my shift is an aspiring dog handler so they are very well informed in this particular area. This colleague was able to talk me through the legislation and the offence covered by this, and also the policy of the force in dealing with incidents like this. Due to recent events, this had recently changed . I now felt much more equipped to deal with the situation as I had a clear plan of what I was going to do next, and as there was a question over whether the dog was a banned breed. I was able to get in contact with our force lead and liaise with him about this dog. He was able to view a picture of said dog and make an assessment that it was not a band breed. So I was not only forging relationships with my own team but also with other people with Gwent police. 

What now
The final stage of the model is ‘what now’. I will look at how this experience has shaped me for the future. From this experience, I will continue to build and maintain working relationships within my team. It has given me firsthand experience of how new recruits feel as they join my shift. As many new people have joined our shift since I empathise with them and understand how they are feeling when they first join as I can relate it to my own experience. I see the importance of helping them in any way I can and answering any queries they may have, as this is the support I received when I first joined the shift. I can see now that when I joined the shift, initially, I was not coping well as I have stated previously and by not addressing this, it could have had severe implications and potentially, I could no longer be in the job, as so many other colleagues have left. The police federation found in Suffolk constabulary that 15.6% of new officers had quit before the end of their probation (Police federation, 2022). Luckily, I was able to identify a solution and prevented this from occurring quickly. This shows how I have developed resilience as I have been able to overcome this challenge and developed methods to help me achieve this. For the future, I have learnt that I need to integrate myself within a new shift better and become a team player early on. As I know that I will feel more comfortable when joining an already established team. 

I have highlighted the benefits of integrating yourself within the shifting culture. However, there is a risk to conforming. As the structure of policing as a whole is based upon a hierarchical structure, there is potential for officers to lose a sense of morality. Individuals construct their identities in relation to the groups in which they interact. As stated by JULIA A. KIELY and GRAHAME S. PEEK, young recruits were being influenced by canteen culture. Youngsters were being influenced by ‘old cynics’ and picking up outdated values. The concept of blind obedience also, as the hieratical structure has recruits particularly following orders and respecting those of a higher rank, but this could be having a negative impact as they start to move away from their own personal values and instead follow order as they believe that is what is expected of them. 

Upon reflection, I can see how my experiences as a new recruit have helped to shape me. I have looked at how organisation has affected my own wellbeing and resilience. Looking back, I can see how my experiences since achieving independent patrol status has helped me to build upon my resilience and provided me with the necessary tools to continue to implement this attitude as I progress through my career. From my experiences, I can demonstrate that I have applied what I have learned to help assist me in helping people who are currently joining my shift. From this experience of joining a new shift, I have realised the importance of building good working relationships as they help to improve my own well-being. It is essential when joining a new team that you integrate yourself early on to gain support and understand how the team operates. 
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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:

Reflective practice is an examination of one’s thoughts and behaviors prompting learning from that experience (Thompson 2010, p.397). In line with this thought, I will reflect on an incident I dealt with using Bortons reflective model. Terry Borton developed a simple framework for reflection using three key questions; What?So What? And Now What? (Borton 1970). During my reflection I will be detailing my decision making using the National Decision-Making model (NDM). The NDM was introduced into policing in 2012 with the aim to provide a structured and consistent approach to decision making across policing in the United Kingdom (South Yorkshire Police 2022). The model allows officers to make informed ethical decisions (Blackstones 2020, p.79). The domestic incident in which I will be talking about is one which began as an assault and became more complex than originally thought. Domestic abuse is defined as “any incident of controlling, coercive or threatening behavior, violence or abuse between those aged 16 or over who are or have been intimate partners of family members, regardless of their gender or sexuality” (CPS). 

Soon after I began my tour of duty, I was contacted on my tetra radio and asked to attend an address for a priority call after there was a report of a domestic incident. From my limited time in service most of the calls I respond to on a daily basis are domestic related. In England and Wales, it was reported that the number of domestic abuse crimes recorded had increased by 6% following on from the year ending March 2020 (Office of national statistics, 2021). These figures show that domestic abuse crimes are on the rise as the number increases year on year, this issue has only been exacerbated due to coronavirus lockdowns. The BBC reported that in June 2020 that the charity Refuge recorded an 80% increase in the number of calls their helpline received (BBC, 2020). Refuge is a charity that supports women and children experiencing domestic abuse. The details of the call passed to me, where a female was reporting that her ex-partner had attended her address, the pair had been arguing and as the ex-partner left he had hit her with a trainer to the side of the head. As soon as I was passed these details I started to work my way through the NDM in a methodical way, as this process has been ingrained in me. I tried to establish more details, by asking questions. I asked whether we were still in contact with the caller, and began to ask the call handler whether there was any previous history between the pair, who else lives at the address and whether the male had left. By asking these questions I was gathering as much information as I could about the situation to make more informed decisions, and looking for intelligence on police systems about the ex-partners whether there was a history of domestic abuse or if either of them have any warning markers I should be aware of. This is the first stage of the NDM. As I was making way to the address these details were passed to me, there was little known about the pair on police systems. I did this as I could find out if there were any conditions that prevented the male from being at the address, or if any of the people present had any markers for violence. From the limited information I had gathered at this time, I made an assessment of the threat and risk to the victim which is the second part of the model. At this point as the subject had left the address the threat and risk was significantly reduced, however, not nil as he could always return. My own evaluation of threat and risk would be in line with the priority grading of the call. A priority call is defined as requiring a response with a degree of urgency, but an immediate response is not required (Greater Manchester Police, 2017). THRIVE is an approach which stands for; Threat, Harm, Risk, Investigation, Vulnerability and Engagement. THRIVE is used in collaboration with the national decision-making model to assess risk and decision making model. The THRIVE framework is an integral part of ethical decision making (West Midlands Police, 2021). From this I was then able to map out a working strategy, my plan was to attend the address and obtain the basic details of the incident and identify what offence(s) had been committed. I then made considerations to what powers and policies were available to me. The Metropolitan Police policy when dealing with any domestic incident is to; safeguard the victim of any form of abuse and to take effective action against offenders so they can be held accountable through the justice system (Metropolitan Police 2021). At this point I considered potential options open to me for dealing with this incident. I could no longer progress through the model, as the next stage is to act and review.  But I anticipated what to expect and how I would act and possible outcomes of this. 

I arrived at the address, and assessed the situation. I entered the address and spoke with the victim, initially establishing quickly what the level of risk was. The perpetrator had left prior to my arrival. On initial assessment the victim had sustained no visible injuries and stated they did not need any medical attention. Once these details had been established at this point my assessment of the level of risk and threat was low. There were also children who were inside the address, so myself and the victim went into a separate room to discuss the incident. She briefly explained what had happened, I explained the process and what would have happened next as a result of her initial disclosure to me. Once establishing this I went through a domestic abuse, stalking and harassment (DASH) risk assessment. The DASH sets out a number of questions that allows officers to grade the risk of the current situation. As I went through the process and began asking questions, I was quickly aware from some of the victims initial answers that this may be more serious than it appeared initially. Then when asked a question the victim has disclosed to me that she had been raped by her ex-partner, from what appeared to be a relatively low level assault had now escalated to a much more serious offence. 

This completely changed my original way of thinking and this was the first time I had been faced with a disclosure like this. So what?, this meant I had to take this new information on board and re-evaluate the situation. I turned off my bodycam, and realised that I would now need to completely change my approach. I began to work through the NDM for the second time as I had now had a completely different understanding of the situation. I had to make new considerations for the victims safety and also identified how my role had now changed due to the disclosure. My first point of call, whilst being sensitive I gained detail about the rape, to form a working strategy. I needed to know when the event occurred to see if there was any forensic window. Once I established very basic details about the offence, I requested from the control room that a number for a sexual offences liaison officer (SOLO) so that i could get in contact with them. The college of policing outline the role of a SOLO as ‘acting as a first responder to allegation of a sexual offence’ and to provide support to victims of these crimes with compassion whilst also gathering evidence (College of policing, 2022). This new information now impacted upon my whole use of the NDM. Although there was no immediate threat as I was at the address and the offender had left, there was always the possibility that they may return and due to the nature of the offence my threat/risk/harm assessment was now significantly higher. By working through the NDM, when considering powers and policies it was essential that I utilised the power of arrest, in order to secure and preserve evidence as there was a forensic window. When considering my options to deal with the situation due to it’s severity I was left with little choice. However, I knew at this point it was essential to prioritse the victim and provide them with the level of service that they required. After being given the number to a SOLO, I contacted them and explained the situation. Myself and the SOLO were then able to devise a plan on what we were going to do next. Due to travel times it would take that officer some time to get to the address, so they asked for myself to get a written account entry which I did with the victim. The SOLO then arrived and took over and transported the victim to the SARC. It was at this point that there was nothing further for me to do in terms of victim care. My focus shifted onto the offender. I liaise with the Criminal Investigation Department (CID) as they would now be taking over the investigation. Once I got back to the station it was then my responsibility to orchestrate arrest inquiries for the male. I had a few details of the male, so I used police systemes and looked at intelligence to see where he may be. Due to potential cross contamination I was unable to go with my colleagues. I was also concerned for the children in the house, so submitted well informed public protection notices for them as they had witnessed an assault. 
Now What? Firstly this incident has shown me the importance of the NDM to aid decision making as it is a repeatable process and can be used in a dynamic situation where things are constantly changing. Re-using the NDM really helped me to make informed decisions when in the moment I was quite overwhelmed by the task at hand, it allowed me to simplify the situation and break the problem into smaller sub-sections. Upon reflection I can now see that when attending this call I built a rapport with the female and created an environment whereby they felt comfortable disclosing the rape. This is something I will look to emulate at future calls to get the best possible outcomes from my interactions. As I highlighted earlier on before attending the address I had quite a clear plan on what I intended to do, without any of the details. This is something I will look to change moving forward, not to attend call with assumptions.   

Word count: 1789













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:

Team dynamic theories show why most teams end up failing. Simply put a team is a group of individuals working together in order to achieve the same goal (Cambridge Dictionary, undated). In the early 1940’s psychologist Kurt Lewin developed the concept of ‘group dynamics’. Lewin stated that when individuals work within a team they select a distinct role and behaviour within the group, and ‘group dynamics’ describes the effects of the roles and behaviours on other team members (Lewin, K, 1940). Since the work of Lewin, other theories of team dynamics have been developed. By closely inspecting different theories of team dynamics it helps improve team performances and overcome certain obstacles faced by teams. This essay will firstly look at theories relating to team dynamic, highlighting why some teams cannot function and why others are successful. It will then move onto look at conflicts that arise between team members and how best to overcome these conflicts. Then finally apply these theories to a policing context and how sometimes this can lead to officers breaching professional standards. 

The first theory I will look at is Dr ‘Tuckman’s team development model’. The original model published by Tuckman was released in 1965 then some years later a fifth element was added to the model (Tuckman, B. 1965). Tuckman’s model that teams go through clearly defined stages as they grow from a group of individuals to a cohesive and functioning team. The first stage of the model is ‘forming’, initially there are no relationships within the team. Members within the team lack clarity of what they do and their overall goal, it is at this stage in the model that the leader within the group plays a significant role. The leader of the group must direct the team and establish objectives in order to progress through the model. The following stage is ‘storming’. This is a crucial part of the model and it is at this point that usually teams fail to progress through the model. As provided in the name this can be quite a difficult time for the team and its members, as competition starts to form within the group and sub-groups are formed.Conflicts may arise within this ‘storming’ stage (Pasleau, 2017). Once a team has moved through this turbulent time they are able to move into the ‘norming stage’. Any conflicts that have arisen in the previous stage would have now been resolved. The team is well established and its members have appreciation for one another (University of Glasgow, undated). The next stage is ‘performing’ as the team has progressed through the model and its members are highly motivated and effective. The needs of the team are at the forefront of each person’s mind as earlier in the model individuals would be focusing on their own goals and objectives. The final stage of the model is ‘adjourning’ this is when the team has achieved what they set out to do in the initial stages of the model, having progressed through the model the members of the group may now feel a sense of loss due to the working relationships and friendships they have built. 

Belbin (1981) created a model of team dynamics and stated a number of roles within the team were needed to be satisfied in order build a well-performing team (Belbin, R.m, 2012). Although within the model there are nine different roles these can be grouped into three separate categories; action oriented roles, thinking oriented roles and social oriented roles (The Nine Belbin Team Roles, n.d.)  . Firstly action oriented roles refer to the shapers, implementer and completer- finisher. These three roles focus on improving the team and completing tasks. Thinking oriented roles look at providing technical expertise and analysis, this area would be undertaken by; plants, monitor-evaluators and specialists. Social oriented roles bring ideas to the team and people together (AscendED Academy, 2020). The roles that fit into this section are;  coordinators, team workers and resource investigators. 

‘Team cohesion’ is when a team is united whilst working together to achieve the same goal (TenBoer, n.d.). The theories I have stated above can be used to assess how cohesive a team is, and by team members being aware of these models changes can be made to avoid ineffective team working. In an article produced by Forbes it sets out a way to improve team cohesion, many of the points are centred around trust. It is important to build trust within a team and this in most cases is done through being open, credible and respectful (Forbes, 2018). Trust can be lost in a number of ways and this could ultimately lead to the failing of a team, trust is lost when as team members they perceive that others have not followed through on what was expected of them.

Conflict occurs when people have an active disagreement due to opposing views (Cambridge Dictionary Undated). Lecioni (2002) created the concept of five dysfunctions of a team, Lecioni states why teams are dysfunctional and ways to overcome these hurdles to enhance team performance (Lecioni, 2002). One of the five dysfunctions being an absence of trust, a lack of trust can be detrimental to the overall performance of the team. As conflicts can occur between its members and mistakes can be made. Due to a lack of trust, team members are less likely to ask for help and as a result of these ongoing conflicts people are going to generally dislike working as a team, ultimately leading to the failing of the group (Agenda, 2021). ‘Trust’ is something that is built upon and developed overtime, but certain strategies can be adopted. In an article published by Forbes states the importance of leaders showing vulnerability so that individuals feel comfortable speaking out and seeking help, it also mentions the need to strike a balance between allowing team members to make mistakes and learn from these, but to also praise its members when they have accomplished something (Ryan, 2018). Another dysfunction of a team is ‘fear of conflict’ this interaltes to a lack of trust. Then following on ‘lack of commitment’ these teams find it hard to make decisions as they are conflict-avoidant and don’t want to speak up and suggest alternative ideas, thus leading to a lack of commitment. The dysfunction is ‘avoidance of accountability’ whereby team members lack the common goal in which they once had. This leads to an overall decline in performance and people don’t care for the work they produce, leading to missed deadlines and they deliver mediocre work. Finally ‘inattention to results’ due to teams lacking a clear objective its members become distracted as they lack guidance and begin to focus upon themselves. 

As highlighted, teams can face conflict within themselves. It is necessary to resolve any issues within a team to “avoid undermining police response” (Bryant, R and Bryant, S, 2020, p.103). By not resolving conflict a sense of distrust can develop and if not addressed it’ll lead to team members being unable to work together effectively providing a poor service. One way to deal with conflict is by using the ‘CUDSA’ model (Confront, Understand, Define, Search and Agree). This allows for the problem to clearly be identified, parties are in agreement of what it is and then they are able to move forward searching for and then eventually agreeing on a solution. 
 

The college of policing sets out standards of professional behaviour, these are the expectations of the professional body and aso the public. These standards of behaviour are; honesty and integrity, authority, respect and courtesy, equality and diversity, use of force, order and instructions, duties and responsibilities, confidentiality, fitness for work, conduct, challenging and reporting improper behaviour (College of policing, 2014). As mentioned in the theories of team dynamics for a team to function effectively there must be trust between its members. Officers can develop good working relationships with their colleagues, which can ultimately result in themselves falling foul of professional standards. A term commonly used is the ‘Blue wall of silence’, it refers to the secrecy of police officers who look the other way in order to protect fellow officers. Skolnick’s (2002, p.8) argues that ‘loyalty to fellow officers is a key feature of the culture of policing’. “A pervasive code of silence” affects both honest and corrupt officers and “leaves even ‘good’ cops reluctant to report” (Parry and BENOÎT, 2021). Chief constable Andy Marsh has said that the public “Will not tolerate situations where officers protect each other from wrongdoing”
(Andy Marsh, 2021). Officers who fail to call out other officers for breaching the professional standards of behaviour fall foul of these standards themselves as they fail to act with honesty and integrity. In an article produced by The Times (2022) it claims that police offices and staff have covered up over 100 cases of misconduct by colleagues over an 18 month period, according to information obtained by the freedom of information act. 




 
Overall, team dynamic theories suggest how working as a team can have its own set of challenges. Since Kurt Lewin’s works there have been many developments of new theories in team dynamics such as Tuckman’s theory and Belbin. For instance, the first few stages of any teamwork environment having a high probability of failure and could be due to a lack of leadership or a high rise of interpersonal conflict. But without these stages a productive working attitude to work such as goals and achievements will not be developed. Reiterated through the models described such as the team development model and the theory of dynamics highlight how team leaders to identify their shortcomings, observing how best to deal with them. In turn, it will ultimately lead to an overall better team performance. However, it is easy to see how a communicative and friendly environment could motivate officers to protect one another to maintain their working relationships. This could encourage negligence and misconduct within the force. It is of upmost importance therefore that officers are made aware of and maintain their code of ethics; to keep their standards of professional behaviour to be trusted and honest. Although teamwork is essential as part of an officer’s role in both the community and the workplace, it is also highlighted the consequences that it can have if unprofessional and of improper behaviour. Holistically, this can have a profound impact on the functionality of the policing system.

Word count: 1736
















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: 

Criminals continue to profit from the use of the roads, and they rely on the use of the road network as it is essential for them to commit offences. Therefore, disrupting criminals' use of the roads is an integral part of combating serious crime in the UK. This essay begins with looking into information and intelligence and how it is used to police the roads effectively. It then describes the techniques used to disrupt criminals' use of the roads. Subsequently, it explores the use of ANPR technology and how this is used to police the roads. 


Information is defined as facts about someone or something (Collins dictionary, 2022). Police can gain intelligence in a variety of ways. One way would be through the details passed to the call handler of an emergency call; the caller provides them with facts of the incident they are reporting. 


Intelligence in a policing context is information that has been "recorded, graded and evaluated" (Bryant, R and Bryant, S, 2020, p.532). This is achieved by using the 3x5x2 process. The first part of the process entails the submitting person grading the source of information. Information can be classified as; reliable, untested or not reliable. 'Reliable intelligence' is believed to be good and previous submissions by this source have been proven to be true. Intelligence would be labelled 'untested' when the source hasn't provided information previously, and 'not reliable' refers to instances of doubt about the source's credibility. The '5' provides a grading of how reliable the information is, based upon how the source was made aware of the information, was it; known directly to the source, known indirectly to the source but corroborated, known indirectly to the source, not known or suspected to be false. Then lastly, the '2' refers to the handling codes and conditions of the intelligence. This is a way of assessing the risk of the information being shared without conditions (College of Policing, 2015). Intelligence can be gathered from a range of different sources; open sources, covert human intelligence sources (CHIS), undercover officers, technical interception of communications, Law enforcement partners, security and intelligence agencies, private sector reporting and members of the public (National crime agency, 2022). 

Introduced in 2000, National Intelligence Model (NIM) is now used by all the police forces in England and Wales. The aim of introducing the NIM differs from intelligence-led policing. NIM uses intelligence to direct force priorities (Bryant, R and Bryant, S, 2020, p.536). John and Maguire (2004) argue that the NIM is a 'business process' to rationalise and systematise how the Police handle the information to make informed decisions about deploying resources. Eric Fristsvold (undated) states that intelligence-led policing is one of the most important law enforcement philosophies in the modern-day due to its effectiveness in fighting and preventing crime. It focuses on preventing crime and is not a 'reactive' model.  

 Serious Organised Crime (SOC) is defined by Crime Stoppers (2018) as a collective of people that have "worked together for an extended period of time to plan, coordinate and conduct serious crime". SOC groups are involved in; Child sexual exploitation, cyber-crime, firearms, county lines, modern slavery and human trafficking (Thames Valley Police, 2022). The United Kingdom boasts a thriving economy that relies on its efficient road network, but unfortunately, it also plays into the hands of criminals (Department for transport, 2020). Road networks provided connections between major cities and towns. SOC depends upon the use of the roads to facilitate the commission of crimes. Criminals use the roads to transport goods between locations, whether these are stolen or illicit drugs (Agnew, k, 2020). But, it's not only items that are transported. Offenders use various methods to move victims of exploitation around the UK using its road networks (National Crime Agency, 2018). 


In the Serious and Organised Crime Strategy set out by the home secretary in 2018, they state the importance of disrupting serious and organised criminals and mention how new data and intelligence has enabled law enforcement to target and disrupt criminals and their networks (Her Majesty Government, 2018). The Serious and Organised Crime Strategy's overall aim is to reduce serious and organised crime, and the strategy sets out four ways to achieve this. These are; prosecuting and disrupting people that engage in serious and organised criminality, preventing people from engaging in serious and organised crime, increasing protection against serious and organised crime and reducing the impact of criminality (Her Majesty Government, 2018). To achieve these goals in the strategy, Police need to generate and develop intelligence and act upon that information. 

In a policing context, 'disruption' can be defined as any lawful act that interferes or complicates any criminal activity. Disruption "reduces criminal capability, influence and capability to create harm and victimisation" (Australian Federal Police, undated). As mentioned by Eric Fristsvold earlier, who stated the importance of Police using intelligence-led models to prevent crime instead of reacting to crime. Innes and Sheptycki (2004) further reiterate this point "interventions are increasingly being designed to disrupt ongoing criminal activity rather than identifying crimes that have already been committed". Disruption tactics are 'dynamic' and 'flexible', and they are used to make the environments in which organised crime groups operate more difficult (Kirby, 2013). The Serious and Organised Crime Strategy (2015) states that police forces will deploy tactics based upon intelligence-led policing. 
This is consistent with the NIM (Her Majesty Government, 2015.). 


It has been found that traffic offenders are more likely to be involved in other forms of criminal activity, and targeting what could be a 'minor' traffic offence may have a much more significant effect on SOC (Rose, G, 2000). Further evidence supports this as it was found that around 25% of motoring offences are committed by drivers who have also committed non-motoring offences (Broughton, J, 2003). To disrupt SOC groups using road networks, forces should use intelligence and enforcement to disrupt criminality (College of Policing, 2013). There are several 'tactics' that police forces can deploy to disrupt more prevalent criminal activity. One 'tactic' is working with road users who are potentially susceptible to the exploitation of SOC, which can be combated through a means of education. A method used by human traffickers is lorries, where the driver (knowingly or unknowingly) brings immigrants into the United Kingdom. As this method is well known, SOC groups have adapted and used refrigerated lorries to avoid detection from thermal imaging. The dangers of this were highlighted in 2019, whereby 39 people lost their lives at the hands of human traffickers (Gentleman, 2020). This shows the lengths SOC groups go through to invade being caught by law enforcement and the complete disregard for human life. Through this information, Cheshire Constabulary has started a multi-agency operation. HGV drivers were given advice and leaflets on avoiding being involved in SOC and avoiding gangs using their vehicles by ensuring they are secured (Cheshire Constabulary, 2022.).  
Northumbria constabulary has devised its way to disrupt organised criminal groups by using police intelligence to target suspected drug dealers and their vehicles (Northumbria constabulary, 2020). This operation uses police powers to; stop vehicles, search persons/vehicles, arrest and seize vehicles. Using intelligence, markers can be placed on vehicles of interest or people on the Police National Computer (PNC). These intelligence markers on PNC give officers reasonable grounds to conduct searches that can have many positive outcomes, whether through arrest or gathering more information (Wager et al., 2021). In the year ending 2018, it was found that 30% of all stop and searches resulted in a positive outcome. This included arrest and other resolutions such as penalty notices (Home Office, 2018). Although that is a relatively small percentage, it is impossible to quantify these searches' potentially disruptive effect on offenders.


Automatic Number Plate Recognition (ANPR) can't be undervalued in its effect on disrupting criminal activity (Essex Police, undated). ANPR technology reads the registration plates of vehicles to create location data; the information is gathered by scanners and cameras (RAC Drive, 2020). The National ANPR Infrastructure (NAI) has three elements: a network of cameras, back-office facility (BOF) within each police force and a centrally hosted National ANPR Data Centre (NADC) (National Police Chiefs' council, 2020). Currently, in the UK, there are around 13000 ANPR cameras. Around 55 million car registration plates are read each day (National Police Chiefs' council, undated). When a vehicle triggers an ANPR camera, the registration is checked against police databases, allowing officers to intercept and stop the vehicle and check for evidence or arrest the subject where there is a necessity. ANPR technology is invaluable for police forces as it can efficiently identify suspected offenders and vulnerable people.

ANPR can increase the efficiency of the Police in terms of crime prevention, detection, counter-terrorism and road safety (NPCC, 2013). The principal benefits to the Police of ANPR are: ANPR technology has three key benefits; it increases the information and intelligence available. It enables Police to deploy their resources effectively and improve investigations after crimes have been committed. The information and intelligence provided by ANPR can assist in combating crime in forces' areas and tackle these in other forces. The technology provides real-time data and instant feedback. This allows officers to intercept vehicles in real-time, leading to prompt arrests of suspects. As stated by Duxbury and Haynie, it is crucial not to underestimate the resilience of criminal networks and their tactics to avoid such technology. Criminals that use the road network are aware of the capabilities of ANPR technology, and as a result, 'car cloning' has become more prevalent. 'Car cloning' is where the registration from one vehicle is used on another. They will use the number plate from the same car model, which allows them to hide their identity and commit other crimes invading detection (BBC News, 2018). North Yorkshire Police produced an annual review in 2018, and within this, statistics showed the effectiveness of ANPR capabilities. As a result, ANPR assisted in 727 arrests of suspects and helped to safeguard vulnerable people; also, it has provided evidential material in criminal prosecutions (Willey, 2019). 

Using intelligence-led models to disrupt and prevent criminal activity is much more effective than being reactive to crimes that have been committed. Intelligence-led operations have shown to be triumphant in disrupting criminal networks and their use of the roads. Advancements in technology such as ANPR have further assisted Police in intercepting criminal activity and protecting vulnerable people. Crimes that have been committed. Intelligence-led operations have shown to be triumphant in disrupting criminal networks and their use of the roads. Advancements in technology such as ANPR have further assisted Police in intercepting criminal activity and protecting vulnerable people.
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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 
 
 
 Traffic offences 
 


















 
 
 
 
 Weapon offences 
 
 
 
	Low 
1-4 




























	Med 
5-7 
	High 
8-10 

8
























8
	Low 
1-4 


























4
	Med 
5-7 

5
	High 
8-10 










	 Since finishing our exams during training school, I have not revisited any of my traffic knowledge. Although, I scored highly in this section during the exam I expect my retention of this information has dramatically reduce. Now having completed my bluelight course I can now be much more proactive in policing the roads as I am now able to pull cars over. 
In order to improve my rating, I will use old revision techniques and look other different bits of legislation to improve my knowledge.



Since gaining independent patrol status I have had not dealings with offences relating to weapons. I remember when learning the legislation that it confused me or the classification. I have recently read that their have been changes to the legislation.  So for my own development I need to go back over the definitions I learnt but also stay up to date with any changes. 

	SKILLS 
 
 
 Statement taking 
 
 
 
 
 
 
 
 


















Interviewing 
	Low 
1-4 
	Med 
5-7 


























	High 
8-10



10 























9
	Low 
1-4 
	Med 
5-7 



7





















6
	High 
8-10 


























	 Although I feel relatively confident in taking statements, I still see it as an area to improve upon. I rated myself a seven and I feel this reflects my ability and confidence to take statements. However, as it is an essential skill, I feel that a much higher skill level would be expected of me. Sometimes I feel that I lack detail due to not asking the relevant questions to the reporting person. Also, I sometimes forget parts of the 10 point description and ADVOKATE. Our force is currently running statement workshops to better our ability, this is something that I will put my name down for to improve my skills. 


I do enjoy interviewing for the most part, as I feel it is one of the only aspects of the job that you can really prepare for by means of an interview plan. I’m still not 100% comfortable when I am given a handover especially when I am pressed for time. So I think it is this area I would like to improve upon and that would have to be my efficiency. I now save each interview plan I make so that it saves time when I am dealing with a similar incident as I can just slightly tweak it. But I think my self-evaluation will increase as I complete more interviews.  

	EXPERIENCE 
 
 
 Conflict 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 


	High 
8-10 

8
	Low 
1-4 
	Med 
5-7 

5
	High 
8-10 


	 I have dealt with my fair share of conflict already during my service. But I do not feel entirely comfortable at this stage yet. I have noticed this is an area that I need to improve upon, so I feel fully confident in my role. However, it is hard to replicate and to improve I will have to encounter situations in which I feel uncomfortable initially. I have taken up combat sports in recent months to reduce my apprehension and to hopefully counteract any aggression I face.  
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