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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. 


1000 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

I have been asked to reflect on the impact of organisational culture within policing. I will consider the risks of conforming to organisational culture and illustrate my strategies for maintaining wellbeing and resilience. 

During this task, I will be applying the Borton 1970 Model of Reflection (Borton, 1970).
To expand on Borton framework of the three stages What, So What and Now What I will using the Driscoll's 1994 Adaptation to support my reflection (Driscoll Model of reflection,2020).

What?
Organisational culture is defined as..
“An organization's culture defines the proper way to behave within the organization. This culture consists of shared beliefs and values established by leaders and then communicated and reinforced through various methods, ultimately shaping employee perceptions, behaviours and understanding”. (Understanding and Developing Organizational Culture, 2020)

Organisational culture is the way things are done. It’s influencing factors include structure, systems and process as well as attitudes and behaviours of individuals. (Baldwin, 2006). As a police officer you are governed by the behaviours set by the Code of Ethics which should be practiced daily.

After finishing my training and advancing to Independent Patrol Status (IPS) I found myself straight onto a shift single crewed and joining a team with no structure, low morale and being exposed to a negative form of organisational culture. 

The team I joined had no Sargent and lacked motivation. Team morale was low, and I felt I struggled to find a place within the team. The behaviour of colleagues lacked understanding and communication; it appeared they failed to notice that policing is a constant process of change. 

I felt I had to encompass the unwritten values and behaviours set within the team dynamic to fit in. 

On starting IPS my idea on policing had changed. I originally thought there would be time for admin and reflection but this wasn’t the case. It was a faster pace and I had no time to reflect before going to the next call. This overall affected my wellbeing and resilience by means of stress and anxiety. 

So What?
Without a Sargent, I found it difficult to integrate without structure. I felt I was being judged and I struggled to fit in.  I received comments from members of my team like “It’s like sink or swim” which lead me to feel fear and dread and extremely overwhelmed to the point I felt I could not do the job. I was dealing with challenges such as balancing work and home life, along joining a new team with no structure, it was all becoming too much. I found myself trying to understand their culture and why the hostility toward me. It appeared I had to adapt to unwritten rules and values of other attitudes and traditions.

On reflection, the organisational culture I was exposed to from the start of joining Gwent Police was that illustrated within Policing Code of Ethics such as respect and selflessness (Code of Ethics, 2014). Overall, I found these were displayed in my colleague’s work conducting their job. However, without a Sargent to provide structure, I felt the team ethos was low which affected the overall team culture. I noted a lack of communication between the team and team tension, which was reflected in the way I was being addressed at times.

Risks that I could see that conformed with this negative part of the organisational culture I was experiencing was the lack of trust and openness in the team. With this ongoing, it could lead to a negative impact on job motivation and existing culture can impact new employees’ behaviours, values and beliefs.
To ensure that I would not conform to this I remained professional and upbeat in front of others and tried not to let other opinions affect my judgement. 

Overall, without good team ethos, I felt my team lost interest in one another and appreciation for what others can do. The atmosphere was displeasing. 

Arguably an organisation structure should define a organisations culture which is a result of the behaviour of individuals and not the other way around. We represent Gwent Police therefore we need to remain professional and adapt to ways of working to promote good team ethos. For new starters it can take a while to understand the organisational culture you are faced with or for some they can adapt more quickly, depending on how they treated. It was noticeable to see that any new starter can modify existing culture and shift dynamics.

According to Edgar Schein (1980) organisations do not adopt a culture in a single day, instead it is shaped overtime.  In theory Gwent Police shape the culture and values of how we police today and existing culture can impact when change is apparent. Overtime they have developed, educated and adapted to new ways of working to meet the standards of the public. 
If we do not conform to the values set by Gwent Police and following the Code Of Ethics we could see policing being set back and lose the trust and confidence gained over the years. 
We must remember that change is constant especially in policing, we should share the values of the Code Ethics such as “Openness and Respect” (Code of Ethics, 2014)

Now What?

My shift has now been allocated a Sargent which has given structure resulted in having a positive impact on morale and teamwork.

What I aim to take forward from this situation are new and existing strategies to maintain my wellbeing and resilience. 

I will continue to use strategies I already have in place such as communicating with friends and family and exercise to destress. 

To build my resilience I will not be afraid to ask for support and learn the skills of experienced officers to ensure compliance on shift. 

What hasn’t gone well is my confidence level dropping. 
Becoming overwhelmed with crimes allocated to me and not knowing who to turn to for support affected me. By letting this build-up caused me to feel unnecessary stress and worry. I found I wasn’t sleeping right and was eating my emotions in the way of junk food, I held all my emotions in.

Going forward I will take on new strategies to develop my wellbeing and resilience. One of these new strategies will be to accept my emotions.

Psychologist Ryan Howes said “Some would argue that most of our physical, mental and relational problems come from our inability to adequately experience emotions….We deny, bury, project, rationalize, medicate, drink away, smother in comfort food, our sadness, anger and fear.” (Howes, 2016). By accepting my emotions, I aim to stop comfort eating and address what is bothering me which in turn will help me gain a better night sleep.

In reference to building my confidence, I have worked on this by being open and honest with people about my level of knowledge and speak to other areas of expertise for advice and support.  I will utilise others experiences good and bad to learn and develop my knowledge. 

I will continue to retain my personal values and ensure I keep in line with Policing Code of Ethics.

(Word count 1097)
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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. 

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





ANSWER:


For this task, I have been asked to discuss a policing incident whereby I have played a role within a domestic-related occurrence.
I will illustrate my response to this incident by reflecting and evaluating on how I made decisions in unpredictable circumstances using a dynamic risk assessment.

A domestic incident is defined by the Home office as 'Any incident or pattern of incidents of controlling, coercive or threatening behaviour, violence or abuse between those aged 16 or over who are or have been intimate partners or family members regardless of gender or sexuality. This can encompass but is not limited to, the following types of abuse: psychological, physical, sexual, financial, emotional.  (Home Office, 2013)

My response will be how I rationalised my decisions and consideration when recording details of a domestic abuse incident by using the National Decision Model (NDM).
The NDM Seeks to provide policy basis and underpins ethical responses. 
It has six key elements; Code Of Ethics, Information/intelligence, Assess Threat and Risk, Powers and Policy, identify Options and contingencies, Take Action and review. (National Decision Model, 2013)

I have decided to use Gibbs (1988) reflective model (Gibbs, 1988) that consists of 6 stages. I will conclude by analysis through an action plan I will take forward to assist me in incidents that I will encounter in the future.

The first stage of the Gibbs Model is “What Has Happened”.
I attended an emergency call to a street whereby a female had reported her ex-partner had assaulted her.
On route to the incident, I started following the NDM. I gathered information on what had happened and liaised with the control room to perform checks on the persons named such as warning markers and history.

Arriving at the scene, a known female presented herself to me crying hysterically, scrams to her arm and a swollen eye. I tried to calm her down and get her to talk slowly by providing reassurance so I could establish what had happened. 
The female stated that her ex-partner assaulted her following an argument by punching her and pushing her out of a car. 

After using effective listening I was able to corroborate how and where the offender had gone. I continued to assess the threat and risk to the victim as well as the public based on what she was telling me.

By continuing to follow the NDM I went through my powers and policies on what I could do in this situation. I asked for an ambulance to assess injuries, I then called for assistance over the air to locate the vehicle and the offender. 

Information was passed to me that the vehicle was located outside an address. I decided to tell officers to enter following Section 17 PACE Act 1984 as I had reasonable grounds to believe the offender would be in the address based on information from the victim and the level of injury sustained I believed was ABH (Actual Bodily Harm) which is an indictable offence under Section 47 Offence against the Person Act 1861.

Blackstone’s Policing Handbook states “There is a power of entry under S17 PACE to enter and search premises to arrest a person on warrant or person suspected of committing an offence. It applies to any indictable offence and for certain summary offences” (Bryant and Bryant, 2020)

I continued to follow all aspects of the NDM and using legislations in place I communicated with officers who were with the male to act and arrest under Section 24.2 PACE 1984 for ABH based on the level of injury sustained to the victim.

I considered the dangers posed to the victim and the public and I felt it was necessary and proportionate to arrest the offender and enter the property.

The second stage of the Gibbs Model is “Feeling Stage”
On route to the incident, I felt frustrated that I was unable to attend quickly due to not being blue light trained, I also did not receive warning markers of persons involved until arriving however I continued to assess my risks on arrival.
The female who approached me was screaming and crying hysterically, it was difficult to get information from her. I was aware of emotional intelligence which was defined by Peter Salovey and John Mayer(1977) It was proposed that emotional intelligence is having the ability to perceive emotions of another which in turn will help us understand and assist us with thought and actions (Sternberg and Kaufman, 2012). I felt I was able to understand the female’s emotions and understand what she was trying to communicate by relating to previous incidents I had attended.

The third stage of Gibbs Model is the “Evaluation Stage”
The Policing Code of Ethics state “You Are answerable for your decisions, actions and omissions” (Code of Ethics | College of Policing, 2021).
As an accountable police office, I must have knowledge and skills up to date throughout my working life which allow me to make ethical decisions. By completing training courses this allows me to understand what is needed from me and the NDM helps supports my thinking and allows for reflection on what has happened. 
I chose to concentrate on finding the offender to prevent further harm to the public and focus on the victim’s needs.
The last part of the NDM is the reviewing stage. On evaluating the incident, I felt I made ethical decisions. I considered options during the incident that I thought were in the victim’s best interest and I ensured I was acting within the values promoted by Gwent Police.
I could justify my arrest and that my rationale behind this was due to injuries sustained to the victim. I considered the threat posed if no action was taken to the public and the victim.
I safeguarded the victim by completing a DASH (Domestic Abuse, Stalking, Harassment including Honour based violence) risk assessment which helps identify the risk toward the victim and records information on police systems.
By recording this information helped me put support in place for the victim and refer to support agencies.
The key element that went well was the level of clear communication between me and other units. This displayed a good work ethic and professionalism. 
What didn’t go so well was the information received by the control room about warning markers. These were given to me as I was booking off at the scene however, I approached with caution knowing I was still awaiting information.

The fourth stage is the “Analysis Stage”

I picked this incident to reflect on as I felt this demonstrates a domestic incident which formed part of other police units working together and following good use of the NDM.
Police often make difficult decisions in fast moving situations therefore the NDM allows for ethical decision making.
There are many influences considered when making decisions such as bias, values, beliefs, incentives and past experiences. 

Ellsberg (1961) suggested that the ambiguity effect is a cognitive bias when decisions are affected by lack of information. Therefore, people will select an option with the most suited outcome rather than an option with an unknown result. (Frisch and Baron, 1988).
When police are dealing with incidents at fast pace this can sometimes affect the information we have obtained and can result in us using our cognitive bias to decide as that is the most probable outcome at that time. 

Decisions are made on judgement of what you know and see. Within policing its vital that you can justify why you have made decisions and record that information to support your action. 
Cognitive biases can affect your decision-making skills and judgement and may pose a risk to those that need you. There are many consequences following decisions being made such as the wrong outcome, choices were not ethical.  
I was mindful of consequences that may be linked to my actions by forcing entry under Section 17 PACE. The damage caused to a door, or the residents may feel their privacy has been violated and I was infringing their Human Rights. I therefore had to ensure that I used this power lawfully and that I could justify my actions. 
My rationale behind the power of entry was that an offence of ABH had just been committed which is an indictable offence and that I needed to safeguard the victim from further violence.

The fifth and sixth stage is the Conclusion and Action plan stage

I have learnt from this incident that every incident recorded should be dealt with by face value and not going off the last incident reported. 

On analysing this incident, the victim was known to police as a victim who never wishes to make a complaint. A concern I have is officers attending a domestic incident and having an unconscious bias against the type of person they are visiting. That person may be a regular caller, an alcoholic, or not the way a domestic victim “should look or act” 
The officer then may use discretion to deal with the incident which may result in serious consequences for the victim.

Although discretion is a legitimate aspect of modern policing which can be used in some instances, excessive discretion is dangerous leaving officers open for scrutiny and as a result not only be dangerous but potentially fatal. (Crotty, 2016)

The victim did not wish to make any complaints however I was aware in this incident the female needed support. I completed the relevant DASH and completed a Public Protection Notice based on the information she disclosed to me.
It is important to listen to the victims wishes however its vital you look at the risks posed to a victim who does not wish to make any complaints and the reasons why.

I referred the female to Women’s Aid and completed a Multi-Agency Risk Assessment (MARAC) referral. These support agencies put in safety plans for victims of abuse. 
Going forward I will continue to use the NDM as this drove my thinking and structure it allows a good set of responses. 
I felt the decisions I made during the incident by following the NDM were justified and proportionate. I established the risks to the victim if no action was taken and put safety measures in place after the arrest of the offender.

Policing Code of Ethics is at the heart of the NDM. If police approach and procedures do not meet high standards, then authority of policing will be undermined leading to loss of trust in the police. 

(Word count 1628)














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).


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




ANSWER:

For this task, I have been asked to evaluate theories of team dynamics as a means of developing team cohesion.

I will consider why interpersonal conflict can occur within team dynamics and outline strategies that can be adopted to enhance team performance. Furthermore, I will consider how team dynamics within the police service fail to comply with professional standards if there is no team cohesion and what strategies can be implemented to improve team performance. 

Team Dynamics are the behavioural and emotional services that influence a team’s performance and route. They are like undercurrents in the sea, which can carry boats in a different direction to the one they intend to sail. (Definition of Team Dynamics, 2013). 

What makes a good team dynamic? For me a good team dynamic is everyone trusting each other and working toward collective decisions. With a good team, dynamic allows for mutual understanding and a productive team. (Lewin, 1939) explained that understanding the individuals that make up a team by exploring other behaviours makes an effective team and means less chance of conflict.

The need to work effectively is reflected within the competency value framework published by the College of Policing. The Competency Value Framework sets out professional values to support the police. There are four values linked to the framework which include Transparency, Public Service, integrity and impartiality. The framework ensures that there are clear expectations of everyone working in policing which leads to standards being raised. (Competency and Values - College of Policing, 2017). Without this framework can lead to partnerships being affected and the safety of the public being at risk.
 
On occasions there can be differences between team members. Tuckman (1965) offered a model comprising of 4 stages Forming, Storming, Norming and Performing he suggested that all teams go through these initial stages before becoming one unit. The model further suggested that unless issues are addressed it is unlikely the team will become productive and these phases are necessary to help the team grow. 
 
Some teams are unable to function due to clashes of personality, lack of leadership or lack of trust. It is not uncommon for teams being unable to function due to differences and conflict. Interpersonal conflict refers to any type of conflict involving two or more people with interference with goal achievement (Mccorkle and Reese, 2015) and can occur through organisational change, value differences along with those I mentioned above.
 
I have personally been afraid of speaking out when joining my shift. Although I was not afraid of conflict, I feared making a negative impression and this is where I refer to Tuckman (1965) model. I found myself in between the Forming and Storming stage, in this stage Tuckman suggested that teams are eager as well as anxious about how a person’s style of working will fit within in the team dynamic and people just wishing to be valued. 
Colleagues were polite and professional with me and wanting to get to know me however that soon turned into conflict due to frustrations in my learning. 
Following the Storming stage Tuckman implied that people start to project their own style of working and less mindful to conceal their frustrations. A colleague was very abrupt with me when I would ask for help, being new to the shift I didn’t wish for people to look at me negatively so, therefore, I didn’t speak out when maybe I should have, however, I felt if I did speak out it would cause further conflict. 
We didn’t have a Sargent and tensions were already high with this colleague from other team members. A leader was needed to help promote and provide understanding. A leader helps control conflict and if conflict is not dealt with promptly it can affect the team morale and values sought within the team.
I soon found myself in the Norming stage of the model. People started to get know me more and I found myself being respected as well as team members appreciating my strengths. I knew what was expected of me and I was starting to understand other behaviours. I felt I could now confront conflict and address difficult conversations. 
As we received a Sargent on shift the team started to fall into the Performing stage of the model. We had more of a structure and started to work together to help each other and team cohesion improved. The performing stage shows team members will show their strengths in team roles and offset each other’s weakness with confidence (Miller, 2014).
 
The effects of interpersonal conflict can be failing to compromise with one another and not understanding each other’s differences with lack of communication. 
If team dynamics within police service start to weaken this can result in failures within the force such as failures within policies and procedures and the policing Code of Ethics. 
If these things start to fail, we start to lose the trust and confidence of the public and lack of team cohesion. 
 
When problems arise, corners are usually cut, and protocols not followed this can become dangerous to yourself and those around you.
It is not uncommon for teams to become dysfunctional from time to time due to difference in opinion. This difference of opinion can affect how we work by means of people’s personal values not being respected. 
On the opposite side of the argument, conflict can be healthy within a team when its respectful and not personal. It becomes healthy when you can be open to other ideas and set aside ego. By having healthy conflict shows a sign a trust and security within a team. (Calvert, 2021)
 
By analysing the Tuckman (1965) Model allowed me to gain a better understanding on how a team develops and how there are different stages to promote that development.

So, what do we know about the way people behave in a team? 
Patrick Leniconi (2002) evidenced five dysfunctions that contributed to poor team cohesion these being Absence of trust, Fear of conflict, lack of commitment, avoidance of accountability and inattention to results.
These five dysfunctions are interconnected and when one member of the team falls victim into one of the five dysfunctions, they become exposed to the other four (Lencioni, 2002).
 
I became witness to many of the dysfunctions Leiniconi talks about when I joined the team.
The team lacked leadership and direction there was a lot of conflict in the team dynamic and as a result of that professional standards started to slip. 
 
So, what is the importance of team cohesion concerning policing? 
Bergner (1997) acknowledges the complications that can arise in teamwork and what makes a police department more successful in addition to the importance of communication in teamwork becomes crucial.
The College of Policing created the policing Code of Ethics which is based on 9 principles and 10 standards of professional behaviour the Police should follow. One of these principles is Respect (Code of Ethics, 2014) when you understand that not everyone will have the same outlook or perspective as you, you can then adapt what you believe in to get the best results for you and your team, therefore good communication is key. 
 
Team Cohesion is important to achieve increased motivation and have a clear understanding of each other. When you start to develop on these things it leads to a greater team and the standards of professional behaviour also set out by the College of Policing can then be demonstrated actively. 
If police service fails to comply with the standards of professional behaviour set out by the College of Policing it reflects on all police officers and can damage reputation. 
 
One of the standards of behaviour written by the College of Policing states “I will act with self-control and tolerance, treating members of the public and colleagues with respect and courtesy. I will use my powers and authority lawfully and proportionately and will respect the rights of all individual” (Code of ethics, 2014)
 
There are several benefits to the standards of behaviour set out and especially this one. It sets out a way on which the police interact with one another and the public. It promotes teamwork and ensures that everyone should conform to what is expected of them. Rapport entails trust and confidence and this must be built on with every shift in policing.  
A truly competent police officer can assess and understand the situation and have skills that can be adapted to meet the needs of a team or member of the public. 
 
Although officers should be aware of the Policing Code of Ethics they should put this knowledge into practice. Each officer should have high expectations of themselves and understand what others expect of them, therefore, it’s important that they demonstrate the principals with every call they attend.
 
On conclusion the importance of teamwork is through building trust and confidence as well as valuing communication of each other verbally and nonverbal.
 
Leniconi (2002) stressed that overcoming dysfunction requires shared experiences over time and understanding the unique characteristics of team members to achieve the best possible outcome.
 
If we look at the shift I joined, initially, we had no leader and team suffered from low morale and conflict clashes. Things have now changed, there has been a Sargent allocated to our shift who shows great leadership and provides support to all team members. The initial aspect of leadership missing from the team has now brought the team back together and we are working more as a unit.
 
(Brown and Eisenhardt, 1997) suggested the need for steadiness when aspiring to deliver optimum performance. On a personal level, it is evidential to see that every team needs a good leader to guide and support the team as well as providing that stability and structure. Without a leader, the team standards begin to fall, and integrity disappears.

Strategies that can improve team dynamics include remaining positive and respecting individuals’ abilities to do certain things and valuing people’s differences.
By using non communication skills within briefings and operations as well as developing communication skills to obtain a better understanding of peers can then avoid interpersonal conflict and develop team cohesion.

(Word Count 1620)










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. 

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




ANSWER:
For this task, I have been asked to explain how information and intelligence can be used in the disruption of the more prevalent criminal activity such as human trafficking, organised crime groups and county lines using effective policing.  
 
Within my response to this task, I will outline how ANPR and other surveillance methods can be used as an investigative resource when disrupting criminal activity.
 
I will discuss how information and intelligence are obtained and the consequences of poor intelligence gathering.
 
Information and Intelligence are both crucial to policing. It allows for the police to identify and understand criminal behaviour that is ongoing in certain areas, it can be used to offer knowledge and assist in decision making which then leads to appropriate action being taken. It also allows for sharing of information between forces that may be crucial in safeguarding the public. 
 
The police receive information and intelligence in several ways. 
Information can be obtained by the public advising of an incident; however, Intelligence is usually obtained by many sources and is then recorded, graded and evaluated. (Bryant and Bryant, 2020). 
The police collect information that is required for policing purposes ensuring that it is collected, recorded, evaluated, shared and retained lawfully.

Information can be collected in three ways, such as routine collection which is collected by means of operational policing activity, tasked which is then prioritised collection of information concerned with problems or subjects identified and can be accessed through many sources such as CCTV, Automatic number place recognition (ANPR), internal databases and Covert Human Intelligence (CHIS) and lastly collection of information can be volunteered, This information is usually collected by the public or partner agencies, it refers to any information received which has not been obtained by routine or tasked and may not necessarily relate to specific intelligence requirements. (Collection and recording, 2015)
 

Intelligence is information developed, it is information that has added value and can be analysed in more detail. The intelligence may then be classified as confidential or sensitive.
Intelligence obtained is then evaluated following the 3x5x2 process. The 3x5x2 process relates to the quality of the intelligence submitted and forms a major part of intelligence as it allows for analysing and sharing between force areas. (Intelligence management, 2019). 

The 3x5x2 is broken down as follows the 3 is the source reliability and trustworthiness in submitting the information as reliable, untested and not reliable. The 5 then leads onto the intelligence grading and how it became known to the source and lastly the 2 finishes the cycle as dissemination on how the information is shared ensuring that it is for a policing purpose. By following the process allows for risk assessments to take place and the following sanitisation for onward transmission by removing information which identifies a source or sensitive law information (Bryant and Bryant, 2020)
 
So, what is the importance of information and intelligence and how can it be used to disrupt crime?
 
Sheptycki (2005) defined Intelligence-Led Policing (ILP) as “The technological effort to manage information about threats and risks in order to strategically manage the policing mission” (Transnational Policing,2005)
 
ILP was introduced in 1990 to the UK. 
Ratcliffe (2016) argued that ILP analysis and intelligence is crucial to decision-making framework that identifies crime hot spots, prolific offenders and other criminal groups.
Information and intelligence acts as a reduction; prevention tool and allows for tactical management when dealing with crimes.

ILP has helped disrupt crimes by various methods, one being by open source. This is usually information received from the public and should be encouraged as the public see first-hand what happens within their community and therefore should be supported in reporting this information to the police. Open source can be reported in person to police officers or staff, as well reporting through social media channels and phone contact. 

Another source is the Covert Human Intelligence (CHIS). 
Definition of a CHIS in the Blackstone’s Policing Handbook states “A Member of the public who simply volunteers information about criminals or crimes us not generally defined as a source. A person is regarded as a source if he/she establishes or maintains personal or other relationship with a person for the covert purposes” (Bryant and Bryant, 2020). A CHIS is often used by other agencies such as HMRC, Food Standard Agency, Environmental Agency. A CHIS obtains or provides access to information. A person being watched by a CHIS do not know that they will be informing the police. 

Surveillance is another way police obtain intelligence. Surveillance in police terms is where the subject is not aware, they are being watched.  Surveillance helps build evidence in a case which aims to disrupt crime and protect the public. Covert Surveillance is a method used by police where it tends to be planned and is covert, It can either be directed or intrusive on a person however when conducting covert operations its important officers are adhering to Regulation of Investigatory Powers Act 2000. (Regulation Of Investigatory Powers Act, 2000)
 
CCTV is the most obvious type of surveillance and is not so intrusive into private life. It allows for 24 hours of coverage and can be monitored. An issue with CCTV is that cameras are easy to spot and are fixed so therefore unable to move or follow the subject. 
CCTV is usually monitored by local authorities or security guards. It enables them to identify suspicious activity and allows them to act fast therefore does not fall under covert surveillance. 
 
ANPR (Automatic Number Plate Recognition) readers are deployed in several ways such as being fixed, or via mobile units. ANPR allows to identify vehicles, it utilises markers on the vehicle that will flag up on policing systems and therefore require involvement by the police. They act as an alarm and subsequently disrupt activity about to take place. (Disrupting Serious and Organized Crime - Menu of Tactic, 2021). ANPR can also be useful as a line of enquiry forming part of an investigation. They can confirm whether vehicles connected with a known criminal have been in the area at the time of a crime and can theatrically speed up the investigation.
 
So, what are the consequences of poor intelligence gathering?
Consequences for using a CHIS may result in their identity being found out and consequently prosecutors may not be able to use them, and charges being dropped. Another factor is the CHIS making money out of organised crime they report and therefore have conflicting motivation, however the opposite side to that is a CHIS being too emotionally involved with the target and be unable to supply any information.
 
If we look at the Investigatory Powers Act 2016 (IPA) it is used under a surveillance method to obtain reliable and accurate information and intelligence to combat serious crimes. It allows a provision to intercept communication. (Investigatory Powers Act,2016)
 
The IPA allows for lawful Interference on a person's Human Rights under Article 8 of the European Convention on Human Rights 1998. “Article 8 protects your right to respect for your private life, your family life, your home and your correspondence (letters, telephone calls and emails, for example)”  (Equality and Human Rights Commission, 2018)
 
If IPA is not used proportionately or with a legitimate aim it breaches a person's Human Rights. For example, if Police officers were carrying out surveillance on someone involved in criminal activity and that their neighbour was not involved in criminal activity it will likely result in obtaining information about the neighbour’s private life. Authority should be obtained when conducting intrusive surveillance. 
 
When intelligence is obtained the IPA expects a high level of security enforced in securing that data. If this information is leaked it can affect the investigation and result in a loss of confidence from the public. It may also reveal classified secure information which can put the public at risk. 
Any policing information obtained from any source should be managed accordingly by recording and retaining as well as sharing lawfully.
 
So how can intelligence be used to disrupt crime?
On conclusion by understanding the different levels of information and intelligence and how it is obtained and recorded allows for a better outcome and supports the disruption of crime. 
It provides valuable evidence. By acting on information and intelligence allows for better policing by recording and sharing information to other force areas and allows for specialist investigations to take place. It allows police to prioritise action against the greatest threats and impact serious organised crimes.
The college of policing list a duty of a police officer as being “diligent in the exercise of my duties and responsibilities”. (Code of ethics, 2014). 
By following this principle Officers become aware of their surroundings and in return disrupt criminal activity. It’s vital that officers record any intelligence they have through policing systems.
 
Having a better understanding of the National Intelligence Model is an important requirement for Police Officers. It identifies local trends and patterns and establishes what information needs to be collected and when for analysis. It is a Standardised framework to place intelligence at the forefront in reducing crime and disorder which allows for strategic and tactical decision making. 
In all instances, officers should follow the Policing Code of Ethics by making ethical decisions and justifying any actions taken.
It’s vital that information is recorded and shared with a policing purpose and that intelligence sharing should be proportionate in accordance with principles of the Human Rights Act 1988. 
Management of Policing Information (MoPI) relates to the means by which the police collect, record, share and retain information. MoPI ensures that the information gathered by the police is for a policing purpose which includes sharing information and intelligence and that it managed lawfully. 
Anyone handling police information has a responsibility to safeguard all information they receive or send by following classification measures set by the government.  
If Police Officers don’t follow these actions the public can lose trust and confidence in policing and more crimes may take place. 
 
Information and Intelligence are critical to modern-day Policing. 
As with any policing situation, the priority is the safety and wellbeing of the public and ensuring officers act in the public interest as well as building trust and confidence.
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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 
Increase my knowledge on forensic investigations 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7



	High 
8-10

10 
	Low 
1-4 
	Med 
5-7

7 
	High 
8-10 
	 Become more aware of the different types of forensic opportunity that transpire at a crime scene and ensuring that any evidence is preserved for analysis and Keeping in line with Golden hour principles as well as recording it correctly on systems and following to Criminal Procedure investigation Act 1996
By becoming more aware allows for better communication at scenes of crime and better policing knowledge. 

	SKILLS 

The use of alternative disposals other than arresting









  
	Low 
1-4 
	Med 
5-7 
	High 
8-10

10
	Low 
1-4 
	Med 
5-7 

7
	High 
8-10


	 Although I have used alternative disposals, I have only used community resolutions. I’d like to develop my skills and complete a Youth Offending referral, along with different types of restorative justice such as mediation. I’d also like to aim to utilise fixed penalties more. 
By understanding the use of these disposals allows for better policing for minor incidents. 

	EXPERIENCE 
 
 
 Giving Evidence in court as a Police Officer 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4


	Med 
5-7 
	High 
8-10 

10
	Low 
1-4

2 
	Med 
5-7 
	High 
8-10 


	 

I have not attended to give evidence in court yet. 
I need to familiarise myself more with what is expected of me regarding the types of evidence that can be used such as real evidence, hearsay evidence and documentary evidence.  By familiarising myself with these will allow me to gain the confidence and knowledge of attending court when required and be able to answer questions more confidently.



 
 


Task 6 
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 5000D; Professional Police Practice 2 and in signing it will be equivalent to 1000 words towards the 8000 words equivalent total. 
 
 
 
 
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:  _ Katie. T Jones_ _ _ _ _ _ _ _ _ _ _ _ _ _ (Learner – electronic signature accepted.) 
 
Date: 16/07/2021_ _ _ _ _ _ _ _ _ _ 
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