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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:

In this piece of writing, I will be using the Gibbs reflective cycle to describe & reflect on how I have changed since gaining independent status. I will show in instances where I have followed the organisation’s culture of dealing with incidents, whilst also providing times where I have used my own personal values to influence the outcome of an incident. Lastly, I will show how since becoming independent I have maintained my personal wellbeing and resilience during this period where I now grow as an independent officer. When referring to the Gibbs model of reflection it refers to 6 core points that of feeling, evaluation, analysis, conclusion, action plan and description. The below diagram is provided the university of Edinburgh (2020).
[image: ]

When first becoming independent I found that in a way I no longer had a safety net & immediately was put in charge of investigations I was still understanding how to investigate myself. In relation to the reflective model the feeling I felt was that I would not be able at first to do the job I had been training for without the helping hand I had from my tutor during my first 3 months on response. Cherry (2021) talks about the fear of failure & that one part could relate to being a perfectionist. This is how I looked at my role at first & was concerned that if I didn’t complete every task given to be me perfectly that this would be me failing as a response officer. When I completed investigations I found at first I was happy to have it out of the way and that did affect me positively, However after a few weeks I felt overwhelmed at the amount of tasks being given to me alongside my role as a response officer dealing with constant incidents being reported, the university work I now needed to complete & fitting room in for a my personal life. Sturges & Guest (2004) speaks on this work life balance & talks about people working long hours & not having a good work life balance, whilst also claiming they enjoy this way of work. I found that I started working longer hours compared to my other colleagues, whilst they were already home, I’d find myself staying an hour or two extra each day to complete my tasks. 

This period of my time in the police was proving to be a huge challenge & I knew at the time it wasn’t a quick fix, that it would take time and that I would have to discipline myself regarding time management. I felt that time management would allow me to better improve productivity in the workplace this is supported by Britton & Tesser (1991) Which says that time management can improve the end result. Using time management has allowed me to set certain tasks into certain timeframes allowing for greater control over my work life. However, this has only been one part of the issue I have faced whilst I did have time to do my work the knowledge, I had in conducting the work was the next issue I faced. I found that inexperience in certain areas slowed me down where others on my team were able to tackle tasks far easier due to the knowledge, they have gained by the longer length of service they have to me.  O’Rielly, Wang & Sabatini (2019) provides an argument that background knowledge aids in comprehension & speaks of those that have background knowledge of a subject are better at comprehending what they look at or what they are doing. The challenge I faced was that without this background knowledge everything I was doing was new, so I had to learn how to conduct myself in my own way. However, one key resource I found myself using more often was the national decision model by college of policing (2024) that is a framework to aids officers in making decisions. It also allows officers to use their discretion to deal with these incidents if it falls within the code of ethics. The code of ethics (2024) is something all officers must abide to an conform to in order to serve in their role as a police officer. 

When dealing with incidents I came across I knew that I had the opportunities for discretion where it was appropriate but that at time, I must conform to the police guidance. In order for me to tackle this inexperience I relied heavily during my first few months on the knowledge of others to inform me of avenues I could take in regard to the incidents I was investigating. van der Rijt, Van den Bossche, van de Wiel, et al (2013) speaks about asking for help and talks about how the relationship between people determines how they seek this help & that people will usually ask for help from their superiors than those below them. The difference here is that I was the least experienced in my team so when there was something I could not comprehend I found myself asking my colleagues or my supervisor for help with tasks I didn’t understand. This allowed me to develop as time went on to where I am now and I found their advice & knowledge extremely helpful in developing as a person in this workplace. 

The stresses of the workplace were most prevalent during these first few months of being independent one thing I did enjoy was the opportunity I then had to do overtime with different teams working at different stations. I took to this very quickly because I knew it gave me the opportunity to develop with people that were unaware of what I was an wasn’t capable of yet. James (2020) talks about environment influencing character for me the new environment allowed me to not be affected by preconceptions others had of me & made me feel like another officer & not an officer in training. I found that these experiences allowed me to become a response officer in my own way with my own personality whilst also doing the role I have been given. Porter, Riesenmy and Fields (2016) speaks to my point that new work environments under the right circumstances allow for an increase in employees taking a lead. Mainly it shows that people the perceived aspects of the work environment can affect their ability to lead & for me these new work environments were extremely helpful in my development. 



The University of Edinburgh (2020) which shows the Gibbs model of reflection allows me the opportunity to reflect on these stresses and how I put strategies in place to develop my resilience and wellbeing. In describing the stresses, I had in terms of my inexperience when tackling new incidents to the lack of oversight I had in tutorship. I found that these stresses & how I was trying to conform made me feel at times overwhelmed, especially when I was also dealing with university papers I was writing and fitting in time for my personal life. Whilst I enjoy role I have it must be said that the process for some can be hard to get use to & I am still finding what works for me. If I were to do this again, I would far sooner have adopted the strategies of time management and used the knowledge my colleagues had to help in my development. 

In conclusion I have identified the impact of organisation culture within policing on my wellbeing and resilience since gaining independent status, I have mentioned the stresses I have conformed to the way that I must work as a response officer. I have also mentioned the ways I have used discretion to taken opportunities working with different people to develop as a person. Lastly, I have shown how I have reflected on this period of my career and the thing I would change if able to go back and go through this process again. 
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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:


During this piece of writing, I will discuss an incident I attended and my actions during this incident to resolve it whilst using the national decision model. I will discuss how my actions influenced the outcome of the incident and reflect on the incident using the Johns model of reflection. I will describe the overall experience, reflect on my actions provide the influencing factors discuss of ways I could have dealt with the incident better and lastly speak of what I learned from the incident. 


During an overtime shift on duty with another team I was sent to the call of a male that was drunk and disorderly and refusing to leave a store I attended the incident and immediately referred to my knowledge of the national decision model. College of policing (2024) where my first goal was to gain information or intelligence on why this male was here and to see if there were any offences committed that my colleague and I would have to act on. After speaking with staff at the store I have joined my colleague in speaking with the male and have agreed to convey this man to his friend’s address. During the drive to the address this male has told officers that he suffers from mental health therefore we considered phoning the crisis team but first wanted to convey him to his friends address so that he could be with his friend. In this point we had reviewed the risk & due to him not being suicidal have decided that it would be best for him to stay with his friend and contact the crisis team in the company of someone he trusts. NHS (2021) provides guidance for those individuals that may require help from mental health organisations and the steps they can take to address mental health concerns. 

Once at the address officers have spoken with the male who told us that he hadn’t seen the we had with us for a number of weeks and would not allow him to stay at the address. The male has also told officers that our male suffers from severe mental health & is prone to violence and paranoia. This information along with the male’s criminal history we then assessed the risk & decided since there was no other address to take this male to engage with the crisis team. I phoned the crisis team and stated that the male was suffering with mental health & have asked if they could speak with him. They have agreed & during this discussion the male has stated to crisis that he has taken an overdose, whilst he was showing no signs of overdose officers have then taken him to hospital to have a bleed test conducted. GOV.UK (2023) refers to right care right person it is new national partnership agreement to ensure that the right professional department deals with the incident that relates to them at this point that would be hospital staff as the male was admitting to a medical emergency. Officers upon arriving have been shown to a room and the male over the next few hours grew more agitated and erratic & began speaking in an incoherent manner. My colleague has asked staff if the overdose could have done this and the doctor has told officers that he doesn’t believe so, therefore officers have linked his behaviour to his mental health he is suffering from. 

Upon waiting for the blood test results I have waited with this male alongside my colleague & at around two hours into waiting for the results the male has suddenly stood up. The officers have done the same and the male has declared that he doesn’t want to wait and has tried pushing his way past officers using some force by barging myself towards the door. My colleague has then drawn her pepper spray & warned the male if he doesn’t step back or he may be sprayed. Janet, Richmond et al (2012) speaks of the way that verbal de-escalations techniques can be used to reach a desired outcome in this circumstance both heightened verbal commands were given which did cause the male to deescalate his behaviour. I learned here that whilst us of force isn’t always needed that the best way to deescalate is through talking. I have immediately put this into practice by trying to initiate a conversation with the male in order to build a rapport with him. Butt (2021) details how one can build rapport & talks about asking questions that with a genuine interest that shows you care about their answer & then gives them an opportunity to reply & begin the building process of gaining rapport. I have done this for time with the male causing him to relax but also has allowed us to distract him from trying to use force again. Furthermore, I have used the acronym L.E.A.P.S to try and build a conversation with this male, College of Policing (2020) provides keys steps where you listen, show empathy, ask effective questions, paraphrase & lastly summarise what was said to you. In doing so it may help in developing rapport with an individual.

Another hour later the male has requested to use the bathroom & officers seeing that the male is no longer acting the way he was and is now complaint so have walked with him to the toilet. Ministry of Defence (2024) shows the primary conduct behaviour of subjects providing the definition that outlines 6 behaviours a subject can show. In relation to the incident the male when we first met him was complaint but during the period where he wished to leave resulting in him barging officers, he had become actively resistant which is a form of resistance or obstruction in this cause barging and shoving. On our journey back through the hospital to the room the male has been compliant until reaching the door to the room we were waiting in where the male has then refused to enter. He has then tried to run away from officers resulting in him going through another door to a waiting area, Officers have been able to grab hold of him, but he has at this point become aggressively resistant. I have immediately in my head known that this male must be restrained as he is a risk to himself, my colleague and the people in the waiting area and have identified the use of force I have available. I have attempted to kick his leg out from under him, but this has been unsuccessful, but my colleague and a good Samaritan have aided in getting there male into a position where I have been able to handcuff him to the rear. 

The male was then taken to a hospital bed remained in handcuffs until the results of the test that found no drugs in his system officers have then reengaged with mental health services and they have spoken with the male. This time the male has declined any help from the crisis team & where before he was willing to receive help in regard to his mental health. Due to his erratic behaviour & heightened paranoia crisis has told me that they believe he requires help but has refused support and advised me to take action to have him see help. I understood that they believed this male should be under section specifically 136 of the mental health act, GOV.uk (2017) states “that power of a constable under subsection (1) may be exercised where the mentally disordered person is at any place, other than—
(a)any house, flat or room where that person, or any other person, is living, or
(b)any yard, garden, garage, or outhouse that is used in connection with the house, flat or room, other than one that is also used in connection with one or more other houses, flats or rooms.” Under this power I have decided to section the male but first I have again thought of the risk of doing this & chosen to take the male to the police van first where he can be secure. 

Once the male had been secured in the police vans cell unit, I have informed him he is under section and the male has become both verbally & physically aggressive. As I have first secured him in the cell these outbursts have not endangered myself & my colleague & has allowed for no further use of force to be used. He was then transported to a mental health facility and secured at that facility for assessment. 

Using the Johns model of reflection, Janse (2020) I have already described what has happened but in reflection of my actions I see that whilst my objective was accomplished there were issues, I could have addressed along the way. I believe the greatest consequence to my actions was allowing the male to enter a waiting area with many people in his heightened paranoia. This is shouldn’t have occurred & I know that whilst I was used to this the people in that waiting room were not and may have felt afraid of what was occurring. During this period of the incident, I believe the main influencing factors were that I had relaxed by the time he decided to become aggressively resistant & so allowed my guard to be dropped slightly. This provided him an opportunity to exploit but once I reacted, I knew that due to his behaviour that my next action was to use force to deescalate the situation. If I were to do this differently next time I would have remained alert, Fairburn (2024) talks of a 4 colour system with white being completely unaware of your surroundings to condition yellow where you remain relaxed but are aware of your surroundings and what is going on. Colours Orange and red are the last colours where you first are focused on something & ready to react and then red being the thing you are focused on becomes a threat. I would in future having seen his previous actions remained in orange stage rather than yellow or the white stage. 
In conclusion, I have learned that through using the national decision model I am able to inform my actions to be better prepared for what can occur. I have further shown how dynamic risk assessments can aid in complex incidents that change depending on your actions or the person you are involved with. Lastly, I have reflected on this incident on the areas that I could have done better in and the ways that I have learned from this incident. This will allow me to be better prepared for when dealing with these incidents in the future. 
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Task 3

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

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

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

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


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




ANSWER:

During this piece of writing, I will discuss the theories of team dynamics and how to foster and develop team cohesion. I will refer to the issue that are faced in terms of inter-personal conflict and provide strategies to enhance the effectiveness of a team. 
I will first talk of what team dynamics is and then discuss what affects that team and it’s dynamic. 

Activecollab (2023) refers to team dynamics as the relationships and interactions between team members that effect their productivity and how these team members communicate, collaborate and coordinate effects that productivity. Furthermore, Activecollab refers to the better the way in which the teamwork the better the team does collectively when it comes to accomplishing their goals. There are many issues that can get in the way of a good team dynamic but one of the main issues that teams can face is a lack of trust. Flint (2016) speaks of the 10 most common issues faced by teams and at number one is lack of trust. This lack of trust comes from teams that aren’t familiar with each other on a personal and professional level. A level of trust comes from team members that know each other and generally the better they know each other, the more these team members trust one another. This trust can allow people to allow their team members to have more autonomy as they can trust that they know their ability to accomplish one of the tasks whilst they deal with another task separately of one another. 

One of the most recognised models of team dynamics was from Tuckman (1965) where he discusses the core dynamics and breaks it down to five core stages as [image: circular diagram of Tuckman’s Linear Model of group development. Shows five stages: Forming, stroming, norming, performing, and adjourning.]seen. The diagram of the Tuckman team dynamic model is from Last (2019) and shows the models 5 core stages forming, storming, norming, performing and a fifth stage that was later added about adjourning. The forming stage is where team members begin to get to know each other and that leads to storming where these team members begin to push each other’s boundaries. During this stage team members also learn of each team members strengths and weaknesses and how they can collaborate to complement each other’s abilities. The third stage is norming where the team works together and by this point issues faced during the storming stage should have been resolved allowing the team to focus on the tasks at hand. The fourth stage refers to performing and where teams are now familiar and have worked together to accomplish several jobs together. Teams that have known each other long enough find it easier to work together and are able to reach this performing stage that Tuckman speaks about. The final stage refers to adjourning this is when team members separate to then start the process again with a new team. 

However, whilst lots of teams are able to work effectively there can be some instances where team dynamics don’t work and issues arise between team members. One of these issues can be the differing of opinions that leads to interpersonal conflict amongst the team. When referring to issues arising in a team dynamic, Peterson, Shah, Furguson, Jones (2024) refers to 4 main common types of team conflict. The first is the odd one out where there is one member of a team that doesn’t fit with the rest whether this is due to animosity towards this person or due to their work ethic. Their article states that this can happen “20-25%” of the time in regard to team dynamics & when dealing with one person that may not work as well with the team, they advise that collaborative work where they can express themselves and open others to different ideas often works. The second most common issue with team dynamics is that of two individuals in the team that disagree with one another. Often these individuals end up butting heads and this often occurs in teams around “35%” of the time as the article refers to and advising overcoming this by having a diverse group with different opinions that can foster individuals to think differently than they first did when joining the team. The third factor is 2 subgroups emerging in the main group that have differing opinions to one another. This occurs “20-25%” of the time with a “us versus them mentality” as the article refers to and groups such as this can find it hard to move these subgroups away from this warring state. The main advice given is to allow new ideas to be brought in to move past what these subgroups disagree on in hopes of finding something they both can agree on. Lastly the final factor is an entire disagreement between team members were each member blames each other and all cohesion is lost. This occurs less than “15%” of the time, the goal is to resolve this disagreement or move past it allowing the team to refocus. 

When looking at team dynamics in the Uk policing most departments are based around teamwork and team dynamics with relation to this there is generally a team with a supervising officer. This is in relation to companies that have a managerial structure and College of policing (2022) provides aid to how supervisors can help build good relationships with their teams. It focuses on new supervisors and how they can help start to build positive relationships with those in their team, focusing on points such as getting to know their staff, understanding their individual motivations and aspirations & dedicating time to work with each member of their team on a one-to-one basis. Further points for supervisors to be aware of is to be approachable and to help build trust and unit cohesion. If there is a negative team dynamic in a policing team then issues can arise in relation to policies that the police have adopted one of these policies is the code of ethics which every officer must abide by. College of policing (2024) shows that one of the points officers must abide by is that of upkeeping a positive professional relationship whether that is with the public or fellow colleagues. In terms of previous team dynamic issues mentioned this could cause officers to cross the boundary of maintaining this professional relationship due to differing opinions when dealing with investigations or incidents that officers are deployed to. Another area that conflict between team members may breach the police code of ethics is in relation to cooperation in the workplace as if members don’t agree with one another then cooperation is unlikely to occur even if it's required for certain tasks. 

[image: ]In the police many departments have differing opinions of one another, and this can sometimes run into an environment where one department thinks they are better than other departments. But another framework that UK policing must stand by is that of the CVF which sets out three values and six competencies that officers should aspire to. The College of policing (2024) shows the CVF and the diagram shows the 3 values and competencies. When team members work well together then following this framework can be done with ease but when team members don’t work well together issues can occur. When team members don’t work together the main value that in the CVF that comes into question is of respect and empathy. When team members disagree or just simply don’t get along then many people forget to respect their colleague and show empathy if they were dealing with a difficult or sensitive task. Some colleagues also end up not liking another colleague due to their work ethic where someone may work at a different pace compared to them causing animosity. During this period of animosity police offers may also not be as emotionally aware of something their fellow colleague may be weaker at than them. Instead of providing support or collaborating with them to help them improve and overcome what issue they may be facing some people instead would prefer talking about that colleague negatively or just compounding their dissatisfaction in relation to their colleague. 


Team dynamics vary and but to build a strong dynamic Miles (2022) says there are many ways to help improve the team dynamic to foster a healthy work environment. One of the main factors of improving a healthy team dynamic is offering an inclusive work environment, The police has worked heavily on developing an inclusive police service. When looking at College of policing (2020) they speak of providing a work environment that allows people to come to work as their authentic shelves with no facade that needs to be put on and when being your authentic shelf, it allows people to easier build connection with their fellow colleagues. However, whilst speaking of the diversity in a police workplace they have also said they don’t want to this to effect team cohesion. This message shows that the police want to have a diverse and inclusive team in the police but don’t want to sacrifice the positive dynamic of the team for this diversity.

I conclusion team dynamics are crucial to accomplishing goals in a workplace and many models are available but in this instance the grip model by Tuckman shows that teams go through 5 key stages. During these stages issues can emerge in the team and what has been discussed is how there are mainly 4 issues that can occur amongst a team from the entire team disagreeing with one another to subgroups emerging or just one individual disagreeing with the rest of the team. These issues have then been shown how they can affect police regarding policing in the UK and how issues with teams in police departments can conflict with legislation and frameworks in place. The main legislation and framework discussed was in regard to the code of ethics and the CVF, where it conflicts with core values of respect and maintaining a professional relationship with both colleagues and the public. In evaluating the role of team dynamics and their effect on UK policing there are instances where both positive team dynamics can improve productivity and the effectiveness of a team. However the same can be said if there is a negative team dynamic and how it can cause miscommunication and delay in results to tasks and objectives due to the team not synergising to accomplish a goal together. 
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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:

In this piece of writing, I will explain how information and intelligence can aid the police in building evidence and strategies in how to deal with major crimes such as drug smuggling, human trafficking and dealing with organised crime groups. I will explain of using ANPR can aid in this building of intelligence, and both monitor and track this criminal activity. Lastly, I will show how this all comes together in how in the policing of roads in the UK and reducing crime thanks to these resources available to the police. 

In the UK some of the most major crimes revolve around certain groups referred to as OCG’s which are organised crime groups that are involved in several forms of criminal activity such as drug smuggling, Human trafficking, child sexual exploitation and road traffic offences involving stolen vehicles. The Home office (2023) when taking of organised crime groups states “Serious and organised crime is a major threat to the national security and prosperity of the UK. It costs lives, blights communities, hampers economic growth, causes financial loss to individuals, businesses and the state and corrodes the global reputation of the UK and its institutions”. In terms of UK policing Winchester (2021) refers to organised crimes as planned or coordinated criminal activity that can be committed by groups or individuals in order for them to gain profit or power and for some sexual gratification. This is a major challenge for both the government and the UK police forces to tackle and with crime evolving the police has worked to develop strategies and factors to try and stay ahead of these groups. 

In order for the police to deal with organised crime in the 21st century they have embraced the changes in technology to aid them battle crime. The digital age has allowed police forces to utilise various resources to develop intelligence and information of suspicious activity or persons. College of policing (2013) lists the various techniques that the police have adopted from the use of CCTV camera’s to both the new uses of facial recognition technology and roadside fingerprinting in order to identify people the police may have a suspicion of. The college of policing goes onto talk about how organised crime groups use the roads to commit crimes from minor road offences to international crimes. One of these crimes is drug trafficking and the National crime agency (2019) speaks of how drug related deaths in the United Kingdom are on the rise and state that between 2020 and 2021 drug death across the UK rose from “4,517 to 4,564”. They go onto say that the trafficking of these drugs mainly Heroine, cocaine and Cannabis are used by organised crime groups to help pay for the purchase of illegal firearms and in some cases helps fund terrorism. An emerging case that has occurred is the use of younger individuals being exploited by these groups to act as dealers in local communities to sell the drugs these groups bring into the Country.

The use of building information and intelligence is vital in tackling these crimes and groups. One major factors of building information and intelligence on UK roads is that of the ANPR system or automatic number plate recognition which are camera placed on UK roads to specifically identify vehicles. College policing (2023) talk of how the ANPR system can be used to track the movements of vehicles and identify vehicles that have specific intelligence attached to them that would allow police to conduct further surveillance or to stop them in belief they may have or are committing a criminal offence. The advantages of this system are that not only is it cost cutting but aids in the reconstruction of a cars journey and can be used to monitor several vehicles at the same time. Along with this if there are areas that see crime at a more frequent bases and are listed as a hot spot then ANPR is a system that can be deployed to the area to make note and track vehicles that come and go into that specific area. This gives police forces opportunities to conduct further enquiries in finding out if these vehicles are linked to or are used in the commission of criminal activity. NPCC (2022) is of the national roads policing strategy from 2022 to 2025 and talks of how the roads policing units rely on the use of the public to develop their intelligence from the use of dashcams that document vehicles. The public appeal ask that everyone gets involved so that a anyone that wishes can participate in helping to police the UK roads. 

Another source of intelligence can be found from partner agencies of the police one such agency is the DVLA which work closely with the police and provide them with aid in their investigations. The driver and vehicle licensing agency (2021) the press release talks of how they provide police with instant access at the roadside to their system of photographic identification that allows officers to compare the likeness of the person they are speaking with to the photograph on their system. The DVLA says this can save officers up to 16 minutes in identifying individuals, this can help identify individuals linked to organised crime or in the commission of a crime. All of these help develop a greater variety of intelligence and information so that officers can use that to inform strategies and tactics to tackling major crimes. 

The College of policing (2015) talks about how the police also make use of intelligence collection plans and these intelligence plans vary on what is required but the main use is to close the gap of unknown variables. The intelligence comes from various sources and some have already been mentioned but other forms of intelligence include community intelligence, forensic intelligence, communications data and CHIS. These sources are vital and when referring to CHIS which is covert human intelligence source and involves these individuals working covertly where they build relationships and as a result or in spite of these relationships gain access to greater intelligence. Whilst this form of intelligence collection is available it isn’t freely used and requires specific approval in relation to certain sections of legislation as the Home office (2022) says. 

Once these forms of information and intelligence collection methods have been completed further checks can be conducted and revolve around two forms of intelligence gathering. These are open source and closed sourced searches and open sources are wildly available, but the risk is in regard to the information’s credibility. Whereas closed source checks revolve around sources such as other police forces, financial intelligence, prison intelligence and information from partner agencies such as the National crime agency and her majesty’s revenue and customs. In relation to this information gathered it is important when relating to organised crime that the police forces with intelligence have to share this information either locally, regionally or nationally. The college of policing (2022) then talks of how this information and intelligence is verified and generally gets sorted into 3 specific categories. The type of intelligence groups are reliable, untested and not reliable and are related to how the intelligence is gathered. When intelligence is reliable it generally comes from someone that is known directly to the police, then when a type of intelligence is untested it’s from a person or source that is known indirectly but corroborated. The last category of intelligence is not reliable and is generally from sources or individuals that are known indirectly, Not known or suspected to be false.

When this intelligence is categorised, the next step is to generate an intelligence report, this is then assessed by a specific intelligence unit. The intelligence unit takes into consideration various factors such as the value of the intelligence the risk and duty of care issues and the consideration for dissemination along with various other factors. College of policing (2016) then refers to the standards in which this information is then disseminated and how it must conform with the authorised professional practice this practice is in relation to the dissemination of personal data. The practice is solely for the dissemination of personal data and any data that isn’t personal is then governed by both national and local policy force policy. When relating to information sharing it generally falls into four categories with the first two being a mutual exchange of information, one or more organisations providing information to a third party. The other two forms of information exchange are several organisations making information available to each other and the last being several organisations providing this information to a third party with all information having been assessed and reassessed before being disseminated. 

In conclusion there are various ways in which the police and its partner agencies use information and intelligence in tracking and dealing with various crimes and how this intelligence can aid road policing in the UK. I have spoken about the use of various sources of intelligence one of those being the ANPR system that allows police to use the system to track and make note of vehicles in certain areas and if needs be reproduce the path that vehicle took. The system has many advantages in aiding the police and this information can allow police units to develop various strategies. Another form of aid the police has been getting is from the public itself where the emergence of dashcams all for members of the public to send the police instances of criminal behaviour on UK roads in the same way that doorbell cameras have aided response policing. I have then discussed how this information and intelligence is categorised into 3 groups that of reliable, untested and lastly not reliable. The next step in which this intelligence and information is then assessed and lastly how this is disseminated mainly in the 4 ways that have been discussed above. The ways in which intelligence is constantly evolving and the police are continuing to evolve at the rate that these organised crime groups are in order to stay ahead of them and continue to know the ways in which they operate. 
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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 
 
Improve on my case file knowledge. 
 
 
 
 
 
 
 
 
 Knowledge in regard         to Road Traffic offences.
 
	Low 
1-4 

   

	Med 
5-7 











     6

	High 
8-10

    8 
	Low 
1-4 
	Med 
5-7

    5 









     5

	High 
8-10 
	 

I am still waiting for a hub attachment to develop this knowledge so I believe the 3 weeks learning case files would be beneficial to my development in this field of knowledge.

I have found that police visual handbook has helped greatly having an app that can outline the offense. However, I feel that a detachment with traffic police would also benefit me greatly. 

	SKILLS 
 
To become blue light trained to be able to respond to incidents with greater immediacy. 
 
 
 
 
 
 
 
 



To work more effectively at incidents to be able to get what we need to either develop of deal with an incident in the most effective way. 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


    9















     8

	Low 
1-4 


     1

	Med 
5-7 


















     7

	High 
8-10 
	 

I have been trying to become more qualified over the last few months by aggressively seeking courses to widen my skill field. I am due to attend this course in August & hope that can pass the course to not be the only member of my team that doesn’t hold this skill.


I have found that attending incidents with those that are either as experienced as me or less experienced allows me to grow best. I find that in incidents like these I’m not so much being lead by the other officer but working with them to resolve complex situations. Which is why I have continued to apply for overtime & work with less experienced officers as I find I have more opportunities to develop my own skills this way. 

	EXPERIENCE 
 
 
 I look to work more complex incidents so that the experience can develop me as a response officer.
 
 
 
 
 
 
 
 
 
 
I would like to experience larger events that the police play a role in. 
 
 
	Low 
1-4 



    

	Med 
5-7 



    4

	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 



    9

	 


Whilst my fellow colleagues that were in training with me are eager to specialise into different fields & roles in the police. I wish to first focus on being the best response officer I can be. I am often asking more experienced colleagues for advice & input so I can get closer to this goal.



 
 
	I would like to experience larger events that the police play a role in. 
	

   2
	
	
	

   2
	
	
	I am looking at doing the Police support unit course within the coming months. This will give me access to these larger events and develop me further as an officer. 
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