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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:

After successful completion of my tutorship period, I have now gained Independent Patrol Status. This brings its own type of stress, new challenges become apparent and new ways of learning the organisations culture come to the forefront of my policing. Within this essay I will talk about the risks of conforming to the organisations culture. I will then reflect on how the organisation’s culture impacts my wellbeing and resilience. I will reference my reflection by using the ERA Cycle, Jasper, M (2013). Lastly, I will talk about the strategies I used to help me maintain my wellbeing and resilience. 

Firstly, I will discuss the importance of keeping your own goals and ambitions and not conforming to the organisations culture. Having your own goals and ambitions are important to help you keep your morale high and feel like you have a purpose. Having my own goals and ambitions keep me driven and put 100% effort into my work, this also helps me prevent myself from my work becoming mundane and feel like a chore. I use the 2x2 achievement goal framework (Elliot and McGregor 2001) to help me set my goals and understand the correct approach and the level of competence I need for each of my goals set. I can then understand the correct methods and ways to approach my goals and learn the avoidance areas of each goal. I use this method to prevent myself from becoming complacent within the workplace and suffering from psychological phenomenon called groupthink (Irving L. Janis, 1972). Groupthink is where an individual will try to embed themselves within the organisation and adhere to the culture of the workforce to feel a part of the team and so that no one will then be upset or feel like an individual is working against them. This will consist of the individual putting aside their own goals and ambitions in order to not step away from the organisation current methods and beliefs even if they are outdated or even possible wrong in certain circumstances.

Secondly, I will break down the ERA cycle and reflect on my own wellbeing and resilience within the work culture of the police force. The first step of the ERA cycle is Experience to which I will reflect on the experiences I have encountered since gaining independent patrol status. An experience I have encountered is that when looking at the terminal that has a list of the calls we attend, officers will always look for which calls will be for their team and will always conduct these first even if they are more recent than the older calls on the terminal. I have experienced that when one team has done this the next team has then done the same due to the other teams decision making. This can result in what is known as the Domino effect Clear, J (2016). This is where a decision is made by one person which then result in the same outcome whether just by themselves or a team without there being any thought. For example, a decision is made to only do your teams calls without telling the next team this will be noticed and subconsciously the next team will do the exact same. This has a very clear negative impact between the station I’ve experienced teams are not as willing to help the next team out, which creates a divide in the station.

Next, I will focus on the reflection part of the ERA model. Experiencing this had resulted in a negative impact on my wellbeing, this was due to when going to some of the older calls I would then be at the forefront of the frustration and anger of the aggrieved individuals that felt that they had received a poor service. This impacted my mental health as even though I had not let the individual down personally, I felt responsible for the actions of the other officers just conforming to the normality of the organisational culture of, its not our problem its theirs. This would then lead me to feel the need to over promise towards the individuals, due to being very new to the role and understanding we are a victim focused organisation. I felt I needed to try and make them feel the best I possibly can, due to them feeling let down already. As explained in the dangers of overpromising and under-delivering (Herrick, J 2022) that this does not ever make any situation better and will only lead to more negative results and impacts towards the organisation, this will then put the organisation in a bad perspective and lead to more complaints, or worse people conducting their own research or vengeance. I had reported this to my line manager first prior to it getting to far what I had mentioned, and we had a discussion about the best way to approach these moments and I managed to liaise with the aggrieved and talk to them prior to them feeling disgruntled.

Lastly, I will talk about the Action part of the ERA reflective model which will also incorporate the strategies I used to help my wellbeing and develop my resilience. Looking back at this experience I realised that even though someone has been disgruntled and upset by the organisation I still need to follow the correct lines of enquiry and not over promise. I have learned that people will conform to the organisation culture but to keep on my own career path. One good part of looking back was the thought to speak with my line manager. This allowed me to discuss what had happened and what I offered, this in turn allowed me to understand what the best outcome would be should this situation arise again. 

After the action step, I conducted some research to find the best strategy for myself to deal. One to deal with my well-being and secondly how I could use this moving forward to build resilience. The coping strategy I used was how to deal with emotions at work (Blanchfield, T 2022). Understanding and reading this article allowed me to not only understand the emotions I will undergo during my work but also how to do self-care. Any time I would feel overwhelmed, stressed, upset or even the other extreme really happy and excited I would then take these feeling and use the recognise your feelings wheel (Mind, 2022). This would allow me to focus on why I had these feelings I had encountered, I would then reflect on how I had been feeling up until this point, had I felt like this before and how can I move forward now I have had these feelings and understood why I have been feeling like this. I continue to use this method during my work-home life balance each week which allows me to continually reflect on my mood. This in turn allows me to be the best possible version of myself and speak to people if I’m having a tough time or I need guidance moving forward. 

In conclusion, in this essay I have discussed the importance of not conforming to the organisational culture and setting your own goals and ambitions. I have then used the ERA reflective cycle to reflect on an experience I had encountered and reflect on how this effected myself and what action I took. Lastly, I mentioned about the coping strategy I used to help better myself and how to look after my mental wellbeing moving forward.
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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:

Within this essay I will talk about the National decision model (NDM). I will discuss how I have used this to my advantage and how it corelates when conducting a domestic related incident. I will then give a brief overview of situation where the NDM will be used and what the incident was. Lastly, I will break down the NDM into the six key elements known as CIAPOAR (College of policing, 2014), I will use this to show my rationale and my thought process corresponding with each element.

Firstly, I will discuss the importance of the NDM (college of policing, 2014) and how this benefits the police in helping us make decisions when at incidents. The importance of the NDM within our roles is so we have guidance, and all officers are working of the same protocols and not making up their own rules as they go along. According to research conducted by (Sullivan, C 2017) he has come to the conclusion that not only does it benefit the police but that this could then be used across the entirety of the blue light services such as ambulance and fire. He also concluded that these could benefit in situations where there is a major incident and all emergency services need to work together, the other really important factor is the NDM allows us to look back and analyse what happened and where improvements maybe needed and what worked well. The NDM is broken into six elements (CIAPOAR) which are the code of ethics, information and intelligence, assessment, powers and policy, options and contingencies and lastly action and review. (College of policing, 2014). Every officer can follow all of these elements and help them make each decision at every step, what is even more important is that each and every step can be repeated where needed and whether the situation where to change. This also allows the officer to provide the best possible feedback and notify everyone and of changes that may be needed.

Secondly, I will give a brief overview of a domestic related incident where the NDM played a vital role in my decision making process. There was a call made to police that was not answered however there was clearly an on-going disturbance that could be heard in the background. I had an estimated address where the disturbance was, however, there was several people linked to that address. All the information provided where there is a woman and man screaming at each other with threats being made.

Lastly, I will discuss each step in turn. The first step being the code of ethics which is where the professional standards that every police officer should maintain as described by the Police federation (2019).

“The standards are honesty and integrity, authority, respect and courtesy, equality and diversity, use of force, orders and instructions, duties and responsibilities, confidentiality, fitness for duty, discreditable conduct and challenging improper behaviour.”

Before this call I made sure that I understood what was needed of myself and where we were needed to be. I made sure that I had all my correct Personal Protection Equipment (PPE) and that it was all serviceable to be used if it should be needed. I made sire I was fit and ready to conduct the work ahead and made sure all information passed was correct and truthful information whether it was in favour of the subject or the aggrieved. I conducting all of this so within myself I could say that yes, I was ready to go to the call as best prepared as possible and there was no doubts in my mind. Looking back, I do feel I could have done the “buddy-buddy” system to ensure that my partner was ready for the call ahead and they were all clear on what was happening, and all their PPE was in good order. As described McLeod, A (2018) on why this can work in other workplaces apart from just military.

The second step, being the information and intelligence. I began initially by using the critical thinking side of my brain which according to (Doyle, A 2020). Allows me analyse information objectively and make a reasoned judgment. I started by then asking the question trying to ascertain who could be at the address and whether they had any markers against them or whether the property had any markers. I done this check so I can prepare myself and warn my colleague who was driving about any potential dangers, this would allow us to be somewhat prepared when arriving. I then looked at our system to see any previous calls and correlated it with the information provided about who may be at the address. This then allow me to dissect the information gathered to decide what information was relevant and what information was not. According to the (College of Policing, 2015) The importance of gathering information can help protect life and property and potentially prevent further offences. This was my main goal when attending this call was to prevent any injuries or individuals getting hurt and to keep the peace and prevent any offences being committed. I analysed my information and then provided my colleague with the information I believed was necessary for the call. My decision to only provide the analysed information to my colleague was so they weren’t overloaded with information and potentially looking out for someone or something that is not relevant for the call at hand.

The third step is assessment. This is where I could develop a working strategy based on the threat and risk level. Initially it was clear when arriving that there was a woman and a man arguing inside with the door open. I made the initial call out to state it was police to minimise the threat against me and my colleague if we just walked straight in without calling. When attending all domestic calls police will always be looking to conduct a positive action. DomesticShelters.org (2016) describes how police are trained to dela with any domestic situation. I followed this and decided to separate both individuals involved to find out what had happened prior to police attendance, this allowed me to then decide what I want to achieve moving forward and what my next course would be. I then ran a check on the individuals to gather more information which can then reduce or increase the level of risk or threat. I deemed that there was no further risk or harm and could then decide what the outcome would be.

The fourth step is powers and policy. This is where you police by consent as described by the 9 peelian principles by Peel, R (1829). This is what I use as a guidance as to how I will conduct myself and stay within the law of policing. I also use this to make sure everyone is treated fairly and is given the opportunity to talk with officers and provide any information or evidence needed for this incident. I then decided that I will need to use the power of arrest which comes under the Police and Criminal Evidence Act 1984 (PACE, 1984). I would then also be needing to use force on an individual and place them in handcuffs and make sure that the correct people are informed so that the detention can be authorised and be conducted correctly in accordance with (PACE, 1984). The only other policy I needed to look at was positive action which is where in every domestic incident there needs to be a positive police solution, I had already conducted this when I decided to use the power of arrest. 

The fifth step is options and contingencies. This is where I chose my plan of action after I had assessed my risk, threats and decided what powers I may need to use. I informed my colleague of what I had decided and that the Subject was going to be arrested. I decided it was best for both of us to confront the subject so that any if anything was to go wrong, we had each other for back up. While this is undergoing, I am continually being cautious in case the threat or risk changes. I also decide that the aggrieved would benefit from other agencies being involved to help with moving forward, I did this by giving the victim a ‘LIVE, FEAR, FREE’ card and mentioned I would submit a Public Protection Notice as described by Grant, F (2019). I also checked if there was a family member, they could stay with due to receiving minor injuries. I also mentioned to get the injuries checked by a medical professional. I took photos of the injuries and requested that a statement be taken from the victim. I requested this from other officers so that the detained person wasn’t kept for longer than needed in custody and all the protocols were followed and that the medication and belongings they needed were brought with them. This was so the welfare checks could be conducted under Code of Practice C (PACE 1984). I did think about any other options I could have done during this encounter but due to the nature of it was a domestic incident and one person was injured there was no other option other than to arrest the perpetrator.

The last step is take action and review. The action I took was to arrest the perpetrator and safeguard the victim. The perpetrator was taken to custody and all welfare for the victim was conducted. I deemed it necessary to record this incident and make sure it was on our systems as this was not the first time an incident had happened involving the two involved. This then allows for other agencies to see a pattern and the safeguarding teams to analyse what threat or risk level the perpetrator should be at and so there is clear communication between departments. After the events had unfolded, I reviewed my own actions by using a tool called the Kanban board (Kanbanize 2023) which is used in I.T but I changed the headings to what I needed in relation to reviewing my work. I used the headings what we did? What didn’t work well? What went well? What needs to be improved? I learned that during this incident that I could be too cautious and when there is distress inside to just enter and check the people straight away due. What worked well for me was that I acted promptly once I found out there had been an assault and made sure the victim was taken care off. 

In conclusion to this essay, I have discussed the NDM and the importance of this in policing, I have briefly mentioned a domestic encounter that I went to so I could cross reference with the NDM. I finally discussed each segment of the NDM and broken it down with my actions on the day and how they correlate to each section of the model.

Word count: 1832












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:


Within this essay I will discuss and evaluate team dynamics and ways that can help team cohesion and also why some teams will not function, I will use the Tuckman Team Model (B. Tuckman, 1965) to help me evaluate each step that the team goes through to become on entity rather than individual members. I will then discuss how a conflict within the team can hinder performance. Lastly, I will discuss how the Bandwagon Effect (D. Rice, N.D.) can be detrimental to policing resulting in failing to the professional standards requirements. 

Firstly, I will evaluate each step of the Tuckman model. The five steps are Forming, storming, norming, performing and adjourning. These have been summarised by (A. Wallbridge, 2021) with the first step being the forming element, this is where you either initially start with a new team or you integrate a new member into the team. Within the police there is an unwritten procedure where a new member will visit their new station prior to starting to have an informal meet with the new team and the sergeant. This is beneficial to everyone so you can all see who one another are prior to starting the shifts together, for such a busy and stressful role knowing who each other are is a key part of the role.

Team building exercises can really help get a new team started or even to integrate a new member. This is vital within the police to secure a strong bond between members. A research was conducted by (T.S. Millacci, 2021) and “Through an analysis of 1,390 medically related teams from 31 different studies, teamwork was found to have positively affected clinical performance”. This shows that team cohesion is a vital part of any organisation. While reading through the research (T.S. Millacci, 2021) also made reference to team building exercises, one of these was collaboration which is where the communication is key. I requested that we conduct a team building exercise where we would have one member on the radio directing another person through an obstacle course blind folded. This then helped the team not only with working on their communication skills but also build a rapport and trust between team members.

The second step is Storming, this stage as described by (Mindtools, N.D.) is where people will push the boundaries of the team and try to install their way or working, individuals will also try to figure out their responsibilities within a team. As a new member of the team, I would be the individual who would be responsible for conducting the arrest on each call, this would allow me more practice to conduct all procedures within the arrest and all other aspects that would interline within the procedures. As concluded by (L. Lastiri, 2022) Repetition learning for skill and hands-on approach is key for building confidence, reducing stress and enhancing your focus which are all key areas you need in the police when going to calls, you need to be focused, confident in what you are doing and also be able to manage your stress. However, this step can bring confrontation between the team and is where people can clash with each. It is important at this stage that any differences are settled, and everyone speak to each other should there be any conflict of interest.

This step is important as this is where personalities can clash and cause tensions within the team. As (B. Storey, 2019) discusses in her research into personality types, people put themselves into one of three styles of personality, these being Introvert who is someone that typically quiet and lacks confidence, extrovert who is someone that is typically loud and confident and ambivert who is someone that is typically a mix of both. The approach I use in all situations where I find a personality clash is The Pareto Principle (E. Harris, 2023). This is more commonly known as the 80/20 rule as it follows the idea that 80% of conflicts and frustrations stem from only 20% of differences. I implement this by learning who my colleagues are what type of personality they are and use this to my advantage in each and every situation on who I will choose to help or aid me with any incident I would attend, this would help me then identify any issue that may arise and be one step ahead of problem solving. 

The third step is Norming, (Mindtools, N.D) depicts the norming stage to be where the team moves on form the storming stage. This is conducted by understanding and appreciating everyone’s differences and what they can bring to the team. Everyone in the team will then become accustomed to each other and will share stronger commitments to one another, this will also allow them to not fear giving constructive critism and positive feedback. This is really key within the police that everyone within a team can not only provide critism but also give positive feedback where needed. 

The fourth and fifth step is performing and adjourning (Mindtools, N.D) depicts that at this point the team should be in full motion and be performing at full potential, which in turns makes your team highly likely to achieve its goals. There is not much further to add at this stage as the team should we well integrated. The adjourning step as depicted by (Mindtools, N.D) is where team reach a natural end and people either move away or change teams or even leave the role. This can be a difficult time for those who enjoy a routine or developed close working relations.
Even though the Tuckman model I have used works great in small team it does however have it limitations. Upon research by (D.A. Bonebright, 2010) she found that on looking at limitations identified by Tuckman (1965) that there was limited research into his observations as this was conducted on limited of a small number of groups. Additional limitations were identified by Rickards and Moger (2000) in that the model lacks a complete explanation. There was two findings the first being: What if the storming stage never ends, and what is needed to exceed performance norms. For those within the police on small teams such as response then these limitations wont be affected that much as your team doesn’t change often, however for those in somewhere like the HUB investigation team, this team continually has people starting and leaving so an alternative team dynamic model would be more beneficial.

Lastly, I will speak about the Bandwagon effect (D. Rice, N.D). The Bandwagon effect as explained by (W. Veit, 2020) is “where the rate at which the spread of ideas, behaviour and trends more generally, rises with the rate of others adopting the trend.” People will even jump on the bandwagon without even rationally evaluating the idea, behaviour or trend. Within the police this is vital that people don’t use this approach as a team dynamic because if the idea, behaviour or trend is a negative one this could go against the code of ethics as depicted by the NDM (College of Policing, 2014). This could also go against the professional standards which all police officers follow originally set out by (R. Peel, 1829) called the Peelian Principles which are still followed to this day with some minor alterations to blend with modern times. 

The bandwagon effect is easy to fall into and the most common one being is what people like to call character building, (Cambridge University, 2024) explains this as "Helping to make someone emotionally stronger, more independent, and better at dealing with problems.” Although this can work very well within the police as these are key attributes, people take this out of context and use these words as a term of bullying to make it appear acceptable. The bandwagon effect as explained by (L & C, Bloom, 2017) is all psychological and people do as they see others. When being a new student on shift, you follow your tutor and take what you see as the norm, the only issue with this is if the procedures and team dynamics are incorrect then you are more than likely to adopt these negative procedures moving forward. The bandwagon effect is even happening when people stand by and watch as it’s the norm even when they know its bullying.

An example of this is a survey was conducted by (Unison, 2015) into bullying within the police. It was concluded that out of 1015 respondents a staggering 59% had witnessed bullying within the police. 77% of those stated that no police action had been taken in regard to bullying. 

This shows the bandwagon in full effect as people are standing by and watching but a very minor amount is being addressed. Bullying is not an offence in itself however within the report by (Unison, 2015) it states that this will know go against the professional standards and behaviour set out by the code of ethics by (College of policing, 2014). Further down the line the (Police, Federation, 2017) also dictates that this will also now fall under the health and safety legislation or in extreme cases “Protection from Harassment Act 1996, and/or s154 of the Criminal Justice and Public Order Act 1994.” 

In conclusion this essay has evaluated the Tuckman model and how this works within team dynamics, I have also shown the limitations of this model and how this can’t work in every police team within the police force. I have then discussed the bandwagon effect and how this approach can be very negative within the police and easily this approach is adopted by others. I have then shown an example of bullying where the bandwagon effect is predominantly used within team dynamics and lastly shown how this goes against all police regulations.
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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:

Within this essay I will explain the importance of information and intelligence set out by (College of policing, 2015). I will also outline how the Automatic Number Plate Recognition (ANPR) works as set out by (College of Policing, 2023). I will explain how this can be reduced by policing the roads and how this can be effective. Lastly, I will explain about the National Intelligence Model (NIM) as set out by (Orodite Consulting, 2016) on how this correlates to policing and how this helps us manage and control organised crime. I will explain within this essay and refer to an incident I dealt with and examples I researched to show how roads policing and ANPR was effective. 

Firstly, I will explain the importance of receiving information that we can use as intelligence and the different resources we can get this information from. As explained by (College of Policing, 2015) information is collected and then is developed and disseminated into what is intelligence which allows the police to chose the priorities. Intelligence is really important when trying to tackle organised crime and county lines. One way we can gather intelligence is through a Covert Human Intelligence Sources (CHIS) which are authorised under the Regulation of Investigatory Powers Act 2000 (RIPA) which are set out by (Legislation.gov.uk, 2000). A CHIS will be used to gather all intelligence as set out by the police which is outlined by (College of Policing, 2015). This information being any data, telephone records but most importantly with Organised crime and ‘county lines’ vehicle information and data which the police can use to track the individuals involved and also the originations of the drugs, counterfeit goods or even where children are being exploited too, to work for the major gangs in the major cities. 

I had an incident where I had two individuals that had been tracked up and down Wales due to intelligence that had been received by police which in turn was passed to roads policing. Traffic officers used the vehicle data to be able to track these individuals down. They did this by using ANPR data received. On conducting my own research, I found that (College of Policing, 2015) explains that ANPR data can be used to get a geographical area of a car’s whereabouts and it can also been used to set a pattern and track the movements of a vehicle. This is vital in organised crime as we can then see the method they use, entry and exit points and also where they potential have drop off points. 

An example of when ANPR has proved advantageous is when I saw a news article produced by (Sky news, 2020) which stated that ANPR had helped police arrest 230 people due to an operation to disrupt county lines, within this successful operation they even manage to arrest those wanted for murder and those exploiting children and females. 

Another example of when ANPR has proved advantageous is when a new article produced by (BBC News, 2010). This article showed after an operation several helped capture a former royal aide after absconding prison, seizing £632,400 from a man after an ANPR intercept team was at a shopping centre and also helped trace all suspects in a counterfeit currency ring that produced millions of pounds of counterfeit currency who were all charged. Further in the article a Kent police claim that only 0.03% of number plates are of interest which in turn shows a very little cars out of all those scanned are of interest but those captured are very helpful in the successful arrest of major criminals.

However, even though ANPR has proved very successful it does also have its negatives. Research was conducted by (A. Haines-Delmont, 2009) into the use ANPR and how it works, how its adapted and the limitations of ANPR itself. Three areas where concluded to need work which are: “Better awareness and increased understanding of ANPR’S role as an investigatory tool, better understanding of public perception and ethical implications and a robust evaluation to impact on crime.” An example of this as written in a blog by (C. Farrier, 2013). Within his blog publication he tells that police have been able to use this to just do random checks and that it goes against the liberty of the general public and being able to be monitored at all times. This is understandable as there is CCTV watching people on the streets and then ANPR watching people on the roads which shows some relevant points. Even though this shows it can be evasive and has struggled to win the public confidence, research has also shows that it's been successful in catching major crime and putting serious criminals in prison all through ANPR. 

After all this research I concluded that I will still utilise roads policing and ANPR for my work. I needed individuals to be tracked and located which ANPR could provide this details and roads policing could come through on actioning this. This resulted in the successful arrest of two individuals which shows that ANPR is still a great investigation tool in roads policing.

Lastly, I will look into the NIM model which is what the police base all their evidence gathering on.(Orodite consulting, 2016) states that within the NIM model there are three levels which are: level 1 which is localised crime, level 2 cross border crime and criminals and level 3 national and international organised crime. Roads policing can function at all three levels to prevent organised crime and county lines, even though level 1 is local this is where it all starts and then grows bigger from there.  (Gov.uk, 2016) Explains that the NIM model is based of a report which they call the 3x5x2 Intelligence Report, the 3x being the source of the evaluation this being the source of the evaluation. This is where the intelligence comes from, ranging from always reliable to untested source. Always reliable is a good use for roads policing and gathering all intel on vehicles and movements using the roads.  A journal entry on the NIM model by (Kirby and McPherson, 2004) depicts that crime patterns are a major contributor when problem solving. It allows for identification and locations of the offences and linkages between place to place.

I used this to my advantage within my work and used roads policing to build a picture of when and where they would be in certain locations. The intelligence used was only that from a reliable source to ensure that all information received was 100% correct and could not lead us in the wrong direction. This allowed roads policing to build a portfolio of the intelligence received and then be able to trace the individuals and intercept them after the controlled substances were collected prior to the end destination.

The 5x part of the NIM model as depicted by (Gov.uk, 2016) is the intelligence evaluation. This is where its evaluated and it ranges from true without reservation through to suspected to be false. This is the stage where the intelligence cell will take over and as explained by (College of policing, 2013) a trained analyst will interpret and assess all information into intelligence and then task this to the relevant departments. 

I used this within my work as any intelligence submitted, I would ask that is was evaluated and added to the profile, I would then task roads policing to be made aware and any vehicle that’s had been labelled as true without reservation I would add to the ANPR hotlist as outlined by (College of Policing, 2015). This would allow roads policing to add this to their portfolio and keep a track of the vehicles involved prior to the final interception.

The 2x part of the NIM model as depicted by (Gov.uk, 2016) is the handling code, this ranges from sharing without any restrictions and the second one being sharing but with restrictions. The first part being straight forward thus allowing anyone to have access the second part as explained by (College of Policing, 2022) that the information could be part of covert operations or on-going surveillance, so a smaller group of people made aware the less likely it being spread to the wrong people. This can be passed on to other forces and agencies but will be requested from the originator. 

I used this within my work so when the intelligence cell received all the intelligence and it had been correctly disseminated, the information and intelligence needed  by each department where made aware so they could see the full extent of the people involved and the portfolio being built. Once roads policing received this, they could then have the complete picture, gather the resources they needed for the capture of the individuals and then execute the plan they have created which resulted in a successful capture. Roads policing where vital in this case as without them this would not have been made possible and intel received from them was key to the capture.

In conclusion, this essay explains the need for information and intelligence and how this assisted myself in one of my cases. I also explain the ANPR and show examples of great usages of this but also provide the negative side as well. I came to the conclusion that even though the ANPR is not widely received it plays a vital role in organised crime, counterfeiting and also county lines. Lastly, I explained the NIM model step by step and explained how this played a role within my work case being assisted by the roads policing. 
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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: 
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Knowledge

The required for this stage in career is high, however I am currently ability is medium due to have not completed my attachment to the HUB. The HUB is where we learn how to put together a full casefile and how to complete a full package ready to be sent over to the Crown Prosecution Service. 

I will arrange for my HUB attachment to be conducted within this calendar year to ensure that my knowledge is brought in line with my required knowledge. While at the HUB I will take every opportunity possible to utilise the more experienced officers to assist with case file building. I will do this initialling by watching and making notes, I will request that I shadow one of the officers and make a note of how they conduct the procedure and what needs to be completed in order for a complete casefile. Once I have watched this then I will request that I do the full procedure by myself with the experienced officer overseeing the entire casefile. Lastly, I will request that I conduct a casefile by myself and then before sending off have the sergeant check over my work and then conduct a review with myself. 

The timeframe for the HUB attachment is three weeks so the first week I will use as my learning week, with the second week being overlooked by the experienced officer. The last week I will split into two parts the first being a full casefile by myself and then the second part being the review where we can see where I have improved, where I may need more help and where I have done well. After my HUB attachment I will continue my growth by utilising my own Sargeant to conduct period checks to continue the review process on where I can improve on my presentation of the casefile.

During this timeframe I will also use my time wisely by obtaining names and numbers of people who can help continue my growth and my learning development throughout my career. I will also create templates with examples so I can refer back to them whenever I have a case file I the future so if there is a timelapse between the case files I have something I can use as a remind and revise. I will then use these contacts and templates and pass them to the new team members which can help assist them should they need them or choose to use them.

Skills

The required skills for me currently would be high as I would be expected to attend emergency calls with full personal protection kit and as quickly as possible in an emergency situation. However, I currently fall short of this as I am yet to complete my blue light driving course and my taser course. 

Currently when I attend calls I can not attend on blue lights and should there be an authority for taser I can not deploy to the incident. This is currently affecting my team and I as they then have to look to resource the call to someone else which will put more strain on other sectors within the area. To enhance my skill level and improve my operability within the team I will start by booking onto a course for both blue light driving course and the taser course as soon as practical. 

I will look to get the blue light course completed by the end of my second year which will be June 2023 and look at getting taser course completed buy the end of the year 2024. I have use these timeframes as all the experienced officers are also looking to book on to taser courses so this will then go by experience and will set me back further, so I have took this into consideration.

When on the courses and I will use the instructors knowledge and experience to help me through the course and should I require any extra assistance or need something clarify I will ask prior to commencing the test. I will use the watch, learn and attempt approach will learning as I find this is the way I learn best and can adapt what I have been taught. All key elements to the course I will also take down as notes so should I come stuck again or need a quick remind and revise I can look back through my notes.

I will also look at conducting a method of entry (MOE) course, this will then allow me to be the go to person on my shift that can gain access to buildings. Currently on my shift we don’t have no one and we have to keep asking other teams for assistance. I feel this will enhance my skill set and make me more of a desirable officer should I wish to move to a different department. 

I will aim to conduct this by March 2024 and be fully qualified as an MOE officer. Prior to going on the course when MOE officers attend a call that I attend I will use them as knowledge and experience to ask questions and make a mental note of how they conduct the entry. I will then use this experience for when I go on the course, so I have some prior knowledge before attending. While on the course I will make notes and step by step guides so when I use this on my own after passing the test, I can read over these periodically to remind myself of the process.

Experience

The required stage for my experience by the police currently is only medium as I am new to the role and the team. I am expected however to have experience within going to every type of call however this is not always possible as we can only attend the calls that we receive. I currently fall short of this as I was tutored on a neighbourhood policing team who work completely different to response policing and within my team, we rarely are able to attend traffic calls which are also key to the role. 

I will endeavour to improve my experience standards by conducting attachments within other parts of the force to gain experience. The first couple I will conduct will be a traffic as on response we attend very little traffic calls and skill fade can set in really quickly. I will look at attaching myself to traffic for a week or two and then ask them to show over the first few days how to do everything correctly and the procedures and then requesting they take a back seat, and I will conduct the routine stops and procedures, so I get the full hands on experience. 

I will then look at an attachment to the Public Protection Unit, this is so I can be more aware of what we can offer our survivors of domestic abuse and also victims of other crime. I will take any extra advice that I can take from them and any notes or presentations that will be beneficial for myself, I will also pass this onto my team so should my team need any extra information or contact numbers then they will have them to hand. 

I will look to complete this by my second year, so before moving into my last and final year of probation I’m up to standard and at the level of experience the job will require me to be at. I will do this pay focusing on my work and even taking some overtime shifts her and there to help myself Improve and be exposed to the job more and more while I learn and gain the vital experience. I will also try and partner with the more experienced officers which will allow me to gather all the knowledge I can so I can utilise this within my team. While doing the overtime I will request any templates or examples of the updates required or anything important that we will need to use and save them on my work phone in my notes and on laptop. This will allow me to be better prepared and look back through should I need to remind and revise myself of certain updates or if I’m struggling and need an answer to my question. I will not be afraid to ask questions and will use my probation period as time for asking what question that I feel need be appropriate to help improve my experience. I will take the lead at majority of calls we attend so I’m better equipped and experience at the calls moving forward.
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