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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:

Throughout this essay, I will be discussing the impact organisational culture has had on my personal wellbeing and resilience since achieving independent patrol status in the police service. 
As this is a reflective written task, I will be using Driscoll’s model of reflection as a tool to structure my answer (Driscoll, 2007). The model works in three steps. To begin, “what?”,  I will be discussing the key factors. Namely, what organisational culture is and what specific organisational culture affects police officers in particular. 
Secondly, “so what?”, in this section I will be focusing on how these specific forms of organisational culture effects police officers on a personal and professional level. 
Finally, “now what?”, I will be focusing on the strategies I use to maintain my wellbeing and resilience. 

To begin ‘What?’, organisational culture can be defined as the common way of behaving and thinking among a group of coordinated individuals with shared expectations. It is formed, learnt, and altered over time, giving every organisation a certain degree of predictability (Department of Educational Sciences, 2016). Organisation culture within the police takes many different forms. For example, shift patterns. Emergency services including the Police have the additional requirement to provide a professional 24-hour service, inevitably this means that a Police Officer will work interchanging shift patterns, including night shifts (Knutsson, 2016). Police Officers are highly likely to be exposed to traumatic events each and every shift. Due to this fact, another organisational culture of the police service is forming a close relationship with colleagues (Brown , 2017).

In relation to the above paragraph, the ‘So what?’ section. This is where I will be discussing how these examples of organisational culture effect Police Officer’s wellbeing and resilience as well as my own. I will also be discussing how these organisational examples can put an officer at risk both personally and professionally. 
Consistent alternating shift patterns can have an adverse effect on the wellbeing and overall health of police officers. Police officers are more susceptible to developing numerous chronic diseases due to working a demanding shift pattern. There have been studies linking shift work to the increased likelihood of diabetes and heart attack. Sleep deprivation can also lead cardiovascular diseases and obesity due to its connection with increasing blood pressure. The main reason this happens is due to the disruption in the inherent diurnal cycle or otherwise known as the circadian rhythm, this means that humans by nature are active during the day and sleep during the night. Humans are hard-wired to be at their most productive and alert during the daylight hours. If this cycle is disrupted, the body undertakes profound negative anatomical effects, notably that sleeping now becomes an extremely difficult task (Bennett, 2022). 
Sleep deprivation can also effect officer’s brain function. It causes individuals to become fatigued, have a reduced reaction time, causes lapses in attention and results in the gradual diminishing of the short-term memory (Grandner , 2019). This brings me onto sleep deprivation’s effect on officer’s mental wellbeing. There is a clear link between the lack of sleep caused by shift patterns and issues relating to mental health. This is evidenced in research of sleep disturbances and psychiatric disorders; it suggests that there is a strong connection between bad sleep and the development of depression. It also states that individuals suffering with insomnia are susceptible to developing chronic depression (Williams , 2017)
My personal experience mirrors what is said above, I have worked a demanding shift pattern since I started working at 18 years old. From being in the military and transferring into the police I have had my fair share of stressful night shifts that have resulted in the difficulty to get any sleep. This has a profound effect on my mood and my ability to complete even the most basic tasks the next day. 

As mentioned above, police officers are exposed to an increased frequency of traumatic events than the general public, therefore building a close bond with colleagues. I myself have built a close bond to the team and would consider them close friends both inside and outside of the work environment. There is always an element of danger when serving the community within the police service. The dangers police are confronted are often unpredictable. Due to this, describes a systemic problem amongst the police service that is identified as a the ‘Blue Wall of Silence’. This is fundamentally a mechanism that allows Police officers to protect other police officers when there is any misconduct or wrongdoing. It is described as a strong form of peer pressure that is engrained into recruits at the very beginning of their training. Officers will seek approvement and acceptance from their more experienced counterparts in order to be supported by them when they need it. I found this to be true when I first got introduced to my team. In order to receive this approvement and trust, they feel obligated to participate in the code of silence and to avoid reporting any police misconduct they may witness. There is a development of loyalty between police officers as they work on the same team day in-day out, this encourages officers to conceal corruption to protect their own (Turvey, et al., 2017). 

The danger of conforming to this organisational culture is that by doing so, police officers are putting themselves at risk of committing police misconduct themselves by not reporting misconduct committed by their colleagues. It states in the code of ethics that all officers have a lawful duty to challenge any improper behaviour demonstrated by colleagues irrespective of their rank, lengths of service or their role. It states that depending on the severity of the misconduct, officers should first challenge the colleague responsible but if they feel they are unable or the severity of miscount requires a supervisor or manger to overlook, then officers should raise it up their chain of command. Failure to report such misconduct would be a breach of the standards of professional behaviour which could lead to disciplinary action (College of Polcing, 2024). A questionnaire was completed by 10 country’s police forces gauging the topic of police integrity across the world (Kutnjak & Haberfeld, 2015). The result provides further evidence that the code of silence exists across the world for the matter of police corruption and also many forms of police misconduct such as excessive use of force, defiance of organisational procedures and interpersonal deviance. It was discovered that at minimum, 20 percent of police officers protect their colleagues after committing police miscounted by remaining silent and failing to report their actions. This demonstrates that the code of silence is more than just present within the global police forces, 20 percent represents a large number of officers when discussing entire global police forces. This looks especially harmful when a single case of misconduct could hypothetically be in connection with unlawful use of deadly force for example, this questions the legitimacy of the police and would diminish all public confidence in the police if made public (Cheloukhine, et al., 2015).

To conclude, I will be focussing on the ‘Now what?’. Since achieving independent patrol status, I have maintained my wellbeing and resilience by training martial arts. Studies show that martial arts training has a significant effect in diminishing the symptoms associated with anxiety and depression. It can be used as a form of stress relief by practicing meditation and mindfulness (IntroBooks, 2018). Those who train taekwondo and tai-chi showed significantly reduced anxiety levels in comparison to before they started (Li, et al., 2004). Students of karate are less susceptible to depression than individuals who don’t do it (Trulson, 1986).
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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:

Throughout this essay, I will be discussing a domestic incident that I attended with a colleague of mine. I will be outlining the brief circumstances of the incident, explaining how I made decisions based on the unpredictable and complex circumstances I was presented with. As this is a reflective task, I will be using the National Decision Model to structure my answer (College of Policing, 2013). 

The National Decision Model gives police officers a clear framework in which they can open up the options they have available given the information provided and their legal limitations. Throughout every incident that police officers attend, there is often a necessity to make quick decisions based on the limited information that is placed in front of them. Sometimes the information provided can make the decision making a complex task as there are often lots of factors to take under consideration. The National Decision Model has six key element which assist in making these decisions, the first being the Code of Ethics. The Code of Ethics is at the centre of the entirety of the national decision model and should be considered at each stage to ensure the decision making is justified, proportionate, legal, accountable, necessary, and ethical. The second is to gather information and intelligence, this is where police officers should take their opportunity to obtain as much information as possible in order to make the best decision. The next stage is to assess the threat and risk and develop a working strategy. The next step is to weigh up what information has been relayed and then to consider what powers and policies are available going forward, ensuring that decisions made are within our legal policing powers. The next step is to identify options and contingencies for if the original plan fails or circumstances change. Finally, take action and review what happened. The final stage is all part of a learning experience and helps police officers reflect on what went well and what could be improved should they go to a similar call in the future (College of Policing, 2013). 

I will also be using Bettari’s box as a method of reflecting how my behaviour influenced other party’s behaviour within these circumstances. Bettari’s box is a concept that aims to demonstrate that the way in which an individual behaves or the attitude they possess has a direct mutually exclusive effect on the attitude and behaviour of others. I will be referring to Bettari’s box through the incident, detailing changes in attitude and behaviour and subsequently what effect this had on other’s attitude and behaviour (Mind Tools Ltd, 2024). 

The incident I have selected to discuss was an emergency graded call, in relation to an ongoing domestic altercation ongoing between husband and wife at roughly 0100hrs. The reporting person stated that she had just came off the phone to her mother who was very upset and stated that she could hear her father screaming in the background. 
As the emergency call was passed, I initially took this opportunity to gather information and intelligence by requesting the warning markers and previous incidents at the address from the control room. On doing this, control room informed me that there was a flag for domestic violence at the address whereby the husband was a serial domestic violence aggressor against the wife. The husband also had a warning marker for violence. On my arrival, I knocked the door to the incident address to which a male answered. He appeared to be intoxicated as he was slurring his words, his eyes were glazed, and he was unsteady on his feet. He allowed me to enter the address where I saw a female stood in the kitchen, she was visibly upset and was holding her face with both hands. 
I used this stage to assess the threat and risk to develop a working strategy. As I was the only officer in the address, I asked the male to leave the room due to his previous domestic violence incidents with his wife and his violence warning markers. I asked him to leave the room in an attempt to de-escalate the situation and to decrease the risk to the wife and to myself as the male was heavily intoxicated. This would also allow me to get an account from the wife in a safer environment without being in the hearing range of her husband.
The husband initially obliged with my request  and left. However, he wandered back into the room right after and tried to talk to the female. I asked him to leave again but this time he refused. The female became more upset and began crying, shouting “I just want him to leave”. I approached hm and asked him once more, he then grabbed onto the door frame and refused. He started shouting over me, so I sternly told him to leave to which he ignored me and continued shouting. I asked one last time and the same outcome happened. 
I took this moment to consider my powers and policies. At this stage I was unable to obtain an account from the wife so was unsure if any criminal offences had taken place. It was clear that the husband was becoming increasingly aggressive and became very obstructive. It was clear that at this moment that I would be unable to speak to the wife and if I were to leave the address that there would be an inevitable breach of the peace at the address. So, the only power and policy available to me at this moment would be to arrest him for breach of the peace if he continued to disregard my orders. 
I then went on to consider my options and contingencies for if the situation were to get out of control. So, I contacted a colleague who was in the area to remain in the area for a little while longer just in case the husband was to become violent. 
The final stage of the National Decision Model is to take action and to review what happened. So, I grabbed his hand and pushed it off the door frame and said, “Leave or I will arrest you for breach of the peace”, he then grunted at me and tried pushing himself into the kitchen and towards his wife. It was at this point I contacted my colleague to come into the address because the situation had escalated.
I used home office approved arm restraints to try and control of the male under section 117 of the Police and Criminal Evidence Act 1984 (Legislation.gov.uk, 2017). However, he began using active resistance trying to push me and had several impact factors making the restraint more difficult, such as being a large physical male who was heavily under the influence of alcohol. I then used a home office approved take down so that he was in the prone position, I then arrested the male for breach of the peace, placed handcuffs on him in the rear stack position I also did this under section 117 of the Police and Criminal Evidence Act 1984 (Legislation.gov.uk, 2017). I placed him in handcuffs to decrease the risk of him assaulting myself of his wife and to also to decrease the risk when transporting him to the custody detention unit. Breach of the Peace is not a chargeable offence and is arrestable under common law (Gold, 2017). I then lifted him to his feet and escorted him out of the front door in the escort position. My colleague then took over and watched the male as I re-attended the address. On speaking to the female, she stated the male had become angry because she wanted her grandson to stay the night but didn’t ask his opinion. I asked her if he had assaulted her because she was still covering her face. She then disclosed that he had punched her to the eye and had attempted to strangle her, but it wasn’t enough pressure to stop her breathing, this left no visible injury. She stated that she didn’t want to make a formal complaint or for him to be arrested, she just wanted him to leave the address. I informed her that he was going to be arrested and taken to custody. I asked her if she wanted to complete a Domestic Violence Stalking and Harassment (DASH) form to which she refused. I also asked if she would like to consider a Domestic Violence Protection Notice as there was not a lot of evidence to suggest the criminal offence had been committed, she also declined this. 
After this, she stated that this was the end of their relationship, and she didn’t want it to come to this. I took a detailed account of the incident, took details of the children so that I could complete a comprehensive Police Protection Notice (PPN) referral and provided her with relevant safeguarding advice before leaving. 
I then exited the address, approached the male who was sat in the back of the marked police vehicle and arrested him for common assault and non-fatal strangulation. I did this under Section 24(2) of the Police and Criminal Evidence Act 1984, I did this as I had reasonable grounds to suspect that a criminal offence had been committed and also had reasonable grounds to suspect that he was responsible for committing the alleged offences. My necessities for arresting him was to allow a prompt and effective investigation by obtaining further evidence from the scene and obtaining his account by questioning. The other necessity was to prevent further injury to wife, who is a repeat victim by the hands of the detained person. The necessities for arrest are essential as I am taking away the male’s right to liberty and security, as per article 5 Human Rights Act 1998. I then searched the male under Section 32(1) of the Police and Criminal Evidence Act 1984 as I had reasonable grounds to believe that the male may possess an article that will allow him to present a danger to himself or others or an article to implement his escape. , I did this to ensure my own personal safety as well as the male’s own safety due to him initially resisting but also for his comfort whilst travelling. 

[bookmark: _Hlk136102435]On review of the incident, I believe my involvement with the male was effective and ultimately ended in success. However, I believe that there were small parts of the incident that could have been improved, for example I believe I could have used more force and used force more quickly to assert more control over the situation. I could have used the 5-step appeal to conform more to professional policing stands when confronted with a standoff.  

To conclude, as a result of this incident I have learned that tactical communications isn’t always going to work but it does limit the need for further physical restraint, it ultimately resulted in a more positive process than it could have been. I have also learned to act more quickly to best safeguard a victim when dealing with a subject who is heavily intoxicated.


Word count - 1848



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:

Throughout this essay, I will be evaluating team cohesion and why inter-personal conflict can occur within a team,  how team dynamics can result in failing to comply with the professional standards of poling and the means of developing team cohesion. 
I will be discussing the key factors. Namely, what team cohesion is, why it is important to have team cohesion and why inter-personal conflict can occur within a team environment and my personal experiences with it and theories of team dynamics. Secondly, I will be focusing on how these inter-personal conflicts can result in police officers failing to comply with the professional standards of policing. Finally, I will be focusing on the means for developing team cohesion, to prevent inter-personal conflict from reoccurring.  

To begin, team cohesion is defined as ““a dynamic process that is reflected in the tendency for a group to stick together and remain united in the pursuit of its instrumental objectives and/or for the satisfaction of member affective needs” (Gill, et al., 2017). Cohesion is an important factor within a team as it has been positively linked with having a better performance level than teams that don’t have it (Jarvis, et al., 2016). This in particular has a more notable effect within occupations that respond to emergencies or react quickly to incidents with high levels of stress and risk, occupations such as a police officer or a member of the armed forces (Lisbona , et al., 2006). 
Police officers have been identified as having one of the most stressful occupations in today’s society, it is one of the limited occupations where individuals must deal with incidents that bring upon stress that exceed the usual expected stress levels of civilians (Byrd-Poller, et al., 2021), these incidents can have unpredictable circumstances and be potentially dangerous, causing emotional exhaustion and interpersonal stress when exposed to frequently (Atkinson-Tovar, 2003). In my personal experience, I have faced many difficult incidents and have felt stressed during some of my shifts. Generally speaking, my team on shift has been very supportive and we get on very well. However, there have been some shifts where interpersonal conflicts have occurred. 
There are many theories regarding team dynamics, namely, the GRIP model. The GRIP model shows four components that benefits teamwork. Firstly, ‘Goals’, it suggests that in order for teamwork to be effective, each member of the team must have an understanding and adhere to the goals of the team. It also suggests that each member’s goals must be connected in order to develop trust and to complete the intended outcome. Secondly, ‘Roles’, He suggests that each member of the team must be allocated a set role and they must know and understand what role their role is, what they are expected to do and that they will be responsible and accountable for their actions. Thirdly, ‘Interpersonal’, he elaborates that in order for a team to be effective there needs to be adequate communication and collaboration. They need to be able to trust each other and have the flexibility and sensitivity needed to deal with conflicts and continue with progress. Finally, ‘Processes’, it suggests that there needs to be dedicated decision-making processes for dealing with problems and conflict (Beckhard , 1972). 
Another theory of team dynamics is ‘The Tuckman Team Model’, It provides five stages that teams will encounter as they go through time together. The stages appear chronological, but it suggests that teams may move backwords and forwards throughout. The first stage is the forming stage, this is the stage where individuals are brought together and initially form the start of a team. This is the stage where each member will attempt to break the ice, set a good impression, and inform other members of the team of their strengths and weaknesses going forward as a form of trust and to best use their skillset effectively within the group’s task. This stage is where expectations and boundaries are set. The second stage is the storming stage, this stage is usually when conflict occurs within a team and the initial boundaries set in the forming stage are challenged. It is where each member now shares what skillset they have and put ideas forward as to what responsibility they have in the team, hence the brain ‘storming’ stage. The next stage is the norming stage, this is when inter-personal conflicts have been dealt with. By this point, each member understands their role and generally work independently but intermittently checks in with other team members as and when they are needed. The next stage is the performing stage, this stage is when the team have experienced a number of tasks together and have good chemistry in relation to their work. They have developed an effective strategy that allows tasks to now run efficiently and without any hiccups. The final stage is the adjourning stage, this is where teams break off into their own separate paths and separate (Tuckman, 1965). 
There are many reasons why a team may not work, otherwise known as inter-personal conflict. According to (Sołoducho-Pelc, et al., 2023), inter-personal conflict is when two of more individuals within a team are subjected to incidents involving anxiety, hostility amongst peers, open aggression demonstrated amongst peers, resistance, and increased competition. According to  (Hall, 2023) there are a variety of aspects that lead to team dysfunction. For example, if a team lacks transparent tasks, if they have communication skills that are below par between members, leadership that is inadequate and lacks appropriate guidance and a lack of trust amongst peers. They suggest that these aspects negatively impact performance and subsequently has a negative effect to productivity. 
There is a model called ‘The Lencioni Model’, this illustrates five frequent problems teams usually experience that likely transpires into inter-personal conflict and negatively impacts team effectiveness. The first issue is lack of trust, in connection with policing, if officers do not trust each other, they will feel less confident to communicate with each other and will be less likely to request help when the truly need it, this could put officers at risk. The second is fear of conflict, this creates a false sense of security in a team as there are no issues expressed within the team. However, this will create a tension to some members of the team that will be holding back their thoughts. The next issue is lack of commitment, this is where some members of a team are not fully committed to their task and appear to be in limbo when making decisions. The next issue is avoidance in accountability, this is where some members in the team will refuse to take responsibility for their actions, even if they have made blatant and obvious mistakes. The final issue is inattention to results, this is when individuals in a team setting focus on their individual goals instead of their teams’ overall tasks. This causes friction within the team as it limits the progression of the team and is closely related to the other issues mentioned above (Lencioni, 2002). Within the police service, inter-personal may not appear so obvious. It could appear as consistent disagreements between colleagues (Liles, et al., 2011). 

The professional standards of policing outline all of the values and behaviours that is expected of a police officer at all times, both on and off duty. It sets out clear expectations to maintain the standards of police officers (College of Polcing, 2024). Inter-personal conflict can result in failing to comply with profession standards due to breaches into several of the values in the professional standards framework. To note, the values being breached are impartiality, impartiality is achieved by being fair and unprejudiced, favouring no person over another (College of Polcing, 2024). Possible breaches of this from inter-personal conflict would be the breach of always giving people an equal opportunity to express their views and valuing everyone’s views and opinions. Integrity, this value is achieved by recognising the positives and negatives of individual performance in the job. It is used to maintain trust between police officers and the community’s trust in the police. Possible breaches of this value would be challenging colleagues’ misconduct, being open to challenges about choice of actions and words and being respectful of authority via the rank structure. Public service, this value is achieved by being committed to the wider organisation and selflessly serving the public, being accountable for the actions we take, building public confidence in policing. The possible breaches in this would be seeking to understand the needs of others, acting in their best interest. Tailoring communication to be respectful, keeping in mind how others would like to be treated, treating people with decency and share credit with colleagues when applicable. Finally, they could also be breaches in ‘we take ownership’ due to not always taking tasks with enthusiasm or taking responsibility for their own actions. Inter-personal conflict can always affect officers opening up and taking responsibility for a mistake (College of Policing, 2016).

‘The Thomas-Kilmann Model outlines five strategies to manging conflict within a team setting. Each of the approaches can have positive or negative affects depending on individuals within the team and the delivery of each strategy. The first strategy is ‘Competing’, this approach includes an individual becoming uncooperative but assertive in nature. This can be effective if the individual is able to overpower the opposing members in the team. However, it can result in an increased level of animosity between shift members. The next approach is ‘Accommodating’, this is where individuals within a team will avoid conflict at all costs and will become cooperative with their team’s decision. This could result in the individual not sharing their good ideas and leaving feelings of resentment. The third approach is ‘compromising’, this includes individuals within the team eventually backing down to their colleagues’ debates, this can sometimes be the best solution. The fourth approach is ‘Avoiding’, this is the opposite of the ‘Competing’ approach and results in individuals not being assertive and not being cooperative within the team, this helps relax tensions within the team. The final approach ‘Collaborating’, this outlines an individual becoming very assertive and being extremely cooperative with work problems, finding the best solution with the team. This enhances the productivity of the whole team and in most cases would allow the other members of the team to respect them (Thomas & Kilmann, 1974). 

In conclusion, within the policing and armed forces community in particular, humour is significant coping mechanism for the high stress levels that they are confronted with as a result of the increased stress and psychologically threatening working conditions (Vivona , 2014). I personally use humour as a way of reducing stress and as an approach to build team cohesion. I find that doing this avoids inter-personal conflict with colleagues on shift. 
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

	
Explain how information and intelligence can be used in the disruption of the more prevalent criminal activity (e.g. drug smuggling, human trafficking, child sexual exploitation, counterfeit goods, organised crime groups and ‘county lines’) by effective policing of the roads. 

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

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




ANSWER:

Throughout this essay, I will be explaining information and intelligence and how it can be used to disrupt prevalent crime activity. I will also be outlining what ANPR is and how it can be used as an investigative resource when disrupting criminal activity. 

From a policing perspective, information is simply referring to all information obtained, recorded, or processed for a policing purpose only (College of Policing, 2013). Information which has been sieved through an evaluation process to assess its relevance and reliability is known as intelligence (Smith, 2022). 
The National Intelligence Model is used to submit and evaluate raw information, which is then disseminated into useable intelligence. The model ensures that the identity of the source is remained anonymous (College of policing, 2015). 
The National Intelligence Model operates under three levels of engagement which is a guide in assisting grading the urgency and severity of the intelligence provided. Level 1, this usually operates at a local level and is dealt with by the local police force as it is the lowest in priority. Level 2 typically operates county to county and is dealt with regionally by multiple appropriate police forces as opposed to the one local police force. Finally, level 3 requires the most urgency. It is typically the most serious in nature and means that the threat has escalated to a national and international level (Hughes , 2023).

Police officers use the ‘3x5x2’ process when submitting intelligence as a way to suitably grade the information received. The responsibility to grade the information coming in is the officer that submits it, this is to ensure the credibility of it (Blackstone's, 2023)

The ‘3’ is in relation to the credibility the source, the three options here are ‘reliable’ this is the appropriate grading where the source is believed to be competent and is believed to be truthful by the officer grading it. This is generally from scientific, forensic, and technical sources where reliability can be tested but it can also be from police officers themselves and members of the public. There are two tests of competence and veracity of past intelligence submissions, if the requirement of the test Is not met it brings doubt into the equation. ‘Untested’, this is in connection to a source of information that has not been previously tested. This is not to say that the information received is likely to be unreliable, but it will need to be treated with caution until it has been considered as reliable by the grading officer. The final source credibility is ‘Not reliable’, this suggests that there is reasonable grounds to suspect that the source is not reliable, this could be in relation to the trustworthiness or the competence of the source but also considering if the source has an ulterior motive by providing the information (James , 2016)
The ‘5’ is in relation to how the information was presented to or known by the source. The order goes in descending order from most reliable to least reliable. The first being ‘known directly to the source’, this suggests that the information provided is known to the source or has been witnessed by the source themselves. The next is ‘known indirectly to the source but corroborated’, this suggests that the source has not witnessed the information provided directly but was shared with by another party, this will need to be verified by another party to increase its authenticity. The next is ‘known indirectly to the source’, similarly to the point above, this suggests that the information has been shared to the source by another party, but it has not been corroborated. The next is ‘not known’, this suggests that there is no way of determining the authenticity of the information, more commonly provided by an anonymous party who cannot be contacted. The final is ‘suspected to be false’, this suggests that the source appears to be unreliable due to providing incorrect information in the past or that they have a motive to provide false information (Kirby & Keay, 2021)
 Lastly, the ‘2’ is in connection with how the intelligence can be disseminated. They are managed by codes and are decided by the risks of sharing such intelligence and those with higher levels of risk must be shared with conditions. One of the handling codes being ‘P’, this means that there is lawful sharing permitted. However, in order to share such intelligence, it must be solely for a policing purpose, it must be a legitimate necessity to send it and local protocols must be in place. The other handling code is ‘C’, this is lawful sharing permitted but with conditions. This means that the information cannot be disseminated but requires agencies to observe and abide by the conditions as specified by the originator before receiving the information (College of policing, 2015). 

In relation to terrorism, intelligence led policing aims to disrupt organised groups by identifying individual or multiple threats within that group and interrupting their plans before they carry them out. As organised groups typically operate in secrecy, disruption depends entirely on the collection and distribution of intelligence regarding the intention and capability to carry out the operation (Ross & Delpeuch, 2016).
There are several forms of intelligence gathering used by Intelligence services and Police that can be used to disrupt criminal activity, such as covert human intelligence sources. Covert human intelligence sources, other known as ‘CHIS’ are individuals within criminal gangs or undercover police officers who develop relationships with members of a criminal groups. By doing this they have access to intelligence from within the heart of criminal gangs that other forms of investigation will not discover. Between November 2018 and 2019, CHIS operations within the Metropolitan Police led to 3500 arrests (Sabahipour, 2020). A real-world example of a CHIS being used to disrupt criminal activity was shared by the home office, whereby an undercover police officer posed as a contract hitman and was hired by a woman with the intention of killing her husband. The woman was arrested and convicted of solicitation to murder and was sentenced to six years imprisonment (GOV.UK, 2021).

Several types of surveillance can be used to gather intelligence on individuals within a criminal organisation. Directed surveillance is the monitoring of an individual’s movements and conversations that is undertaken by a specially trained surveillance officer within the police or the intelligence service. Another form of surveillance is intrusive surveillance. Intrusive surveillance as the name suggests is a covert and intrusive form of surveillance as there is so much collateral information that comes with it. It can involve the use of an eavesdropping device on a subject’s vehicle or home address which may capture the subject discussing or revealing key intelligence about their operation or those involved. Due to the invasiveness of these surveillance methods, all methods are under strict guidelines from the Regulation of Investigatory Powers Act 2000  (Secret Service , 2024). 

Even social media can be used as an intelligence platform, (Dijkstra, et al., 2014) identified a network of drug users within a large forum on social media by using a web crawler technique and text mining specific drug-related vocabulary. 

According to (Phillips & Brown, 1998) nearly half of police arrests relating to drug offences are as a result of stop searches, this demonstrates that the policing use of information and intelligence is working and is shows clear disruption of prevalent drug related crime. 

ANPR stands for Automatic Number Plate Recognition, it is a photographic processing technology that recognises vehicle’s number plates when an image has been taken. ANPR software uses multiple databases that store information in relation to every vehicle on the road, this can then be utilised by police or intelligence services (ANPR International, 2021). 
ANPR is utilised by detecting, deterring, and disrupting criminal activity at all levels from local to national/international requirements. It opens up lines of enquiry that otherwise would not exist without it (Home Office , 2022).
ANPR is currently being utilised by law enforcement to track the movements organised crime group members, sexual offenders, and drug traffickers. It can also be used for enforcing vehicle documentation and traffic offences. ANPR allow police surveillance teams to locate and track vehicles of interest as each camera will provide the GPS location of the vehicle, reducing the need for vehicle pursuits. This reduces the risk of injury or death to officers and the public due to less collisions. It also reduces the collateral damage caused to property (Doyle , et al., 2013). 
ANPR has the capability to estimate the original destination of a vehicle’s journey by following the patterns of the vehicle’s journey and reconstructing its route back to the original location (Tang, et al., 2021), this could be an important capability in disrupting criminal organisations as police and intelligence services can potentially identifies the base of operations for the crime group and disrupt them from the source by initiating warrants. 

On the opposite end of the crime spectrum, ANPR cameras have the capability to determine driving behaviour, such as speed or dangerous driving. Therefore, ANPR can provide adequate evidence in convicting individuals for both major and minor traffic offences (Xie , et al., 2020). The ideology of ANPR alone has had a substantial impact to road user’s behaviour overall. For example, a study was completed in Turkey in relation to use of seatbelts when driving. Despite ANPR not having capability to detect usage of a seatbelt, the comparative seatbelt usage raised from 8% to roughly 78% after the ANPR enforcement began (Ozbaran & Tasgin, 2019). This shows that ANPR can be used as a deterrent to criminal activity due to its various applications and thus disrupts their criminal actions.

As technology advances it typically becomes smaller and intricate, this is no different with ANPR technology. Existing ANPR technology has already begun integrating itself into modern cars and mobile phones. It has also been discussed to introduce ANPR technology into manned and unmanned aerial vehicles (UAV’s) (Dasilva, et al., 2017) (Mutholib, et al., 2013). These technological developments allow law enforcement and intelligence services to gain a substantial advantage over criminal gangs. UAVs would allow surveillance to become far more mobile and versatile, allowing police to track individuals not only digitally, but visually, all whilst adopting the approach of stealth. This in particular would greatly assist in vehicles that have failed to stop for marked police vehicles and would decrease the risk and cost of pursuits by traffic officers and police helicopters. 

Further future developments of ANPR are currently underway and will provide a huge technological advantage when it comes to surveillance and disrupting crime. According to (IFSEC INSIDER , 2023) ANPR will adopt the use of facial recognition software to allow police to identify the movements of suspects, building a  bigger intelligence picture of organised crime gangs. 

In conclusion, there are numerous forms of gaining information and intelligence from a variety of sources. ANPR is a vital tool in disrupting the activity of criminal organisations. The continuous development of ANPR technology is quickly making movement of individuals within these criminal groups impossible. ANPR of course comes with its limitations. However, in full working order, ANPR really does prohibit criminals access from using the roads without being tracked instantly. 
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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 Legislation
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

 6

	High 
8-10 
	Low 
1-4 

  3

	Med 
5-7 
	High 
8-10 
	 I need to focus on learning more traffic legislation because I am usually unsure what to do at a traffic call or what the procedure is. 
Due to my frequent attendance at road traffic collisions, I feel like this needs development to make me a more well-rounded officer. 

	SKILLS 
 
Tactical Communications 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

  10

	Low 
1-4 
	Med 
5-7 

   7

	High 
8-10 
	 I have adequate skills with tactical communications when dealing with an aggressively resisting subject. However, I sometimes lose patience and resort to primary restraint techniques when a little more tactical communications may have benefitted the situation. 

	EXPERIENCE 
 
 
 
Building Case Files 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 


    

	Med 
5-7 


   6

	High 
8-10 
	Low 
1-4 


  3

	Med 
5-7 


   

	High 
8-10 
	 
Although there is a case file team that takes on a bulk of immediate red case case files. There will be times when I will need to compete them by myself. 
Having not completed a case file before, I feel this will become quite daunting, especially if there is time pressure. More exposure needed.
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