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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:

One way to characterise organisational culture is as “a set of basic taken for granted assumptions, shared perceptions of organisational work practices, and a set of core values” (Schein, 1987). Organisational culture has been around many years and many people subconsciously fall into the culture that is there whether they mean to or not. Police culture is also very similar to organisational culture; ‘Police Culture’ can be described as “common values, attitudes and behaviours that are believed to exist among police officers” (Crockford, 2020, p.5). Their resilience and well-being while on the job can be closely associated with the policing culture.  I will be applying Driscoll's method to my reflection in order to consider how my resilience and well-being have been affected by organisational and policing cultures.

I achieved independent patrol status in early 2023. Since I was the only recent probationer working the shift, there was a lot of concern about me and my abilities. At first, it was difficult for me to blend in because I felt like I had to "prove" that I could be a police officer. This negatively impacted my mental health as I was always being looked at and my work scrutinised to ensure that it is up to standard, I also felt like an outsider to the shift as I was a stranger to the people on the shift, I had never shared any experiences with them, however this was something which would happen over time. However, due to not having these shared experiences, I felt ostracised from the group as they were very wary around me and presence, they would also be careful what conversations they had around me, because of this I felt like I needed to prove myself to the team. I found that socialising was an effective way to be able to cope with my stress and build my mental resilience Spending time with friends and family can help reduce stress and foster mental toughness, particularly when it comes to in-person interactions with friends. According to Cohut (2018), a simple high-five or handshake can release oxytocin, which increases trust and decreases cortisol, which lessens stress.

Over the coming weeks, I began to attempt to try and ‘fit in’ with the rest of the shift, I did this subtly. I would offer to make the cups of teas and coffees on a regular basis as I thought that this was expected of me, this helped me get to know the people on shift a little bit more. I had never done anything like this before and this pushed me outside of my comfort zone, I was nervous at first but after a short while, I started to enjoy doing it. When looking back on this, it was clear that I was conforming to an organisational culture. Hone (2023) states “When people feel excluded, different, or alone in the workplace, they sometimes feel pressured to conform to socially accepted standards and expectations to fit in better”. This is something, that I agree with as personally, I subconsciously conformed to the expectations of me, even though I didn’t want to make the beverages, I felt I needed to, to fit in. 

To further my integration amongst the team, I would also look to make some jokes and also engage in some ‘banter’ with the people that were on my shift. This type of behaviour can often be referred to as ‘canteen culture’. ‘Canteen Culture’ is described as “attitudes (often racist and sexist) that prevail among workers within an organisation, despite these attitudes being officially disapproved of by the organisation they work for” (HMICFRS, 2023). However, the jokes and the ‘banter’ was neither sexist, racist, nor misogynistic. Jokes and ‘banter’ of this manner would be in clear breach of the Code of Ethics and professional standards that are held. Conforming to the ‘canteen culture’ which does unfortunately exist would destroy the public’s trust in policing. However, engaging in telling jokes and having ‘banter’ is a good way of dealing with stress, particularly after dealing with a nasty incident. Markman (2017) highlights that following research “overall use of humor tends to decrease stress. Positive forms of humor like telling jokes and using jokes to make people feel better about themselves was related to feelings of social support, which decreased stress”. I found that using humour as a mechanism to reduce stress was an effective way of doing so but to also become further integrated into the team. However, to not get caught up in canteen culture, I need to ensure that I am not offensive or derogatory when making jokes and engaging in ‘banter’. I also need to ensure that I protect myself from this behaviour.

The component of masculinity is another aspect of workplace culture that has had an immediate influence on my personal well-being and toughness. Initially coming into police service, I was under the assumption that you would be offered or encouraged to ask for assistance from your co-workers following a traumatic or disturbing situation. However, I quickly found out that I was wrong, I attended an incident whereby a male was stabbed and I was one of the first officers at the scene of the incident, post incident I spoke to a colleague who I thought I could speak to about the incident and he said to me “IF IT BOTHERS YOU THIS MUCH, THIS ISN’T THE JOB FOR YOU”. I was swiftly humbled and learned that burying your feelings and 'getting on with it' was the accepted type of behaviour to possess. Within the police force, masculinity is frequently associated with police culture; officers are expected to be both intellectually and physically robust, abrasive and to engage in stereotyped masculine behaviours (Waddington, 1999). It was evident to see that my fellow colleagues who had attended the same incident did not show any emotion and just ‘got on’ with their day as if this traumatic incident did not happen. Similarly, to interpose myself with the team, I also did the same and did not talk about the incident at all – I did not want to oust myself as a member of the team who couldn’t handle their emotions. Instead, I would deal with my emotions when I was by myself, whether that be in work or at home, this had a negative effect on my mental wellbeing as I felt I had no support in place for me. One of the best methods I've found for reducing stress is to meditate. To combat this, I have found that meditation helps me to focus again and handle stressful situations with ease. You don't need to meditate for long periods of time to benefit from it; even a short nighttime session can be beneficial.

Looking upon my time as a police officer since reaching independent patrol status, it is evident that policing culture has a solid grip on employees within each department, whether they are cognizant of it or not. I am well integrated in my shift now due to some of the actions I have mentioned. However, upon reflection, it is clear to see how easy it can be to fall into the ‘canteen culture’. I have been able to ensure that I have upheld the Code of Ethics and the professional standards bestowed on me. The effects of ‘masculinity’ and ‘canteen culture’ has impacted me but for positive reasons. I have utilised other activities to ensure my wellbeing throughout this process, even though it has been tough I have been able to keep a positive mindset throughout
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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:

An integral element of a responding police officer's job is risk management, especially when dealing with highly volatile and complex circumstances and guaranteeing the safety of other officers and the public. Officers must make difficult decisions under extreme time constraints, while also making sure that they believe they are making the best choice possible given the circumstances. Because circumstances change quickly, officers must make quick decisions while also being dynamic and utilising all of their training and experience. A ‘Dynamic Risk Assessment’ as stated by Cornelius (2023) states that “a dynamic risk assessment is a continuous safety practice that allows workers to quickly identify and analyze risks and hazards ‘on the spot’, remove them, and proceed with work safely”. Cornelius goes on to further state that “These assessments are performed by regularly observing and analyzing high-risk or changing work environments and making quick yet considered decisions”. When we look at making decisions within the police, we use the National Decision-Making model (NDM) this is used before, during, and after incidents. The NDM is a framework that assists officers in making decisions during complex and challenging incidents (College of Policing, 2013). This essay will highlight and evaluate how I used the NDM whilst attending a volatile domestic incident involving a female and her partner. To reflect on this incident, I will be using Driscoll’s Model (University of Cambridge, 2022).

The incident that I will be using came through to our control room as an emergency graded call. The initial circumstances were that the reporting could hear a female screaming and shouting, “HELP ME”. My colleagues and I made our way to the address in which the screaming could be heard coming from, on the way to the incident I started to gather some information about the address and the people linked to the address, I was made aware that the male who is linked to the address is a ‘High Risk’ domestic violence perpetrator towards the female who was linked to the address, I was also made aware that the male has numerous warning markers, the majority of them being for violence and aggression towards police. Following running these checks, I was made aware of a further call that was received to state that a neighbour could see the female was covered in blood and screaming hysterically for help. Due to this, I knew there was substantive risk to the female and that the male needed to be apprehended in order to safeguard the victim and reduce the risk to the female. 

Upon arriving at the scene, I activated my Body Worn Video (BWV), as per policy BWV is always to be activated when attending domestic incident. The reason for this, is so if the victim is to not wish to pursue a complaint following a domestic incident, then we can follow the route of going evidence led. The Inspectorate of Constabularies and Fire and Rescue Services (2020) state that whenever a victim of domestic abuse declines to support a prosecution, police and prosecutors should assess whether a prosecution can be brought without that support. In turn using evidence to lead the prosecution. Following activating my BWV, I immediately heard the screams in which the neighbours could hear, due to this my colleague and I had made our way to the address and banged on the door and shouting “POLICE”. There was no answer at the door and due to the nature of the incident, I made the decision to force entry to the address under Section 17 of the Police and Criminal Evidence (PACE) Act 1984 (The National Archives, 1991) to save life and limb as I had reasonable grounds to believe the female was at risk of being killed or seriously hurt. Due to the risk posed to the female and the markers that suggest the male would be violent towards police, I drew my PAVA spray and made sure that I was ready to use it should I need to. I assessed the threat to both officers and the victim and developed a strategy, where officers would force entry and safeguard the female and arrest the male using force that they deem necessary to be able to protect themselves and the female.

I entered the address and the female had come running down the stairs, she had clear visible injuries to her face and arms, she was visibly upset and in hysterics. She had told officers that the male was upstairs in the bedroom. I escorted the female out of the address and tasked my colleague with ensuring her safety and to gather information as to what had happened inside the address. After I tasked my colleague with this, I made my way up the stairs and into the bedroom and the male was sat on the edge of the bed, he held his arms out as if to signal to put handcuffs on him. Due to the compliant nature of the male, I re – cycled the NDM, the male was posing no risk to officers and was being compliant and due to this, I secured my PAVA and proceeded to handcuff the male to ensure mine and my colleagues’ safety. I subsequently arrested the male for causing Grievous Bodily Harm contrary to Section 20 of the Offences Against the Person Act 1861. The only option available to me was to arrest the male for the offences in order to safeguard the female who he had subjected that level of violence too. Due to the level of injury caused, I placed the male into the ‘rear stack’ handcuff position to ensure the safety of the myself and my colleagues.

Following the male’s arrest, my colleague and I escorted him to the van, during this time the male seemed to become agitated by tensing up, refusing to engage with officers and staring officers out when they were speaking to him, he also became very verbally abusive towards us and making a variety of threats to assault us. This caused me some concern as these are some of the warning signs of violence. As the male was being placed into the van, he had kicked out at officers and kicked my colleague to the chest, therefore the male was taken to the floor and was safely restrained to ensure no further harm to my colleagues, and he was placed in limb restraints to stop him kicking out at officers. Whilst the male was on the floor, I was conscious of a condition called ‘Positional Asphyxia’ whereby the male could struggle to breath due to an elongated period of time being prone on the floor (College of Policing, 2013). His behaviour was very volatile, so a decision was made to blue light the male back to the custody unit to reduce the risk of injury to officers and the suspect himself. 
Whilst back at the police station, I had written a statement to document what I had saw and to also document the disclosures from the victim. To further safeguard the victim, I completed a Domestic Abuse, Stalking, and Harassment Risk Assessment (DASH) to be able to effectively identify the risk for the victim and be in a position to be able to effectively get the correct support for her. A Public Protection Notification (PPN) was also completed following this to ensure that the relevant agencies who could support the victim were made aware.

When I look back on this incident, I can see that throughout the duration the NDM was being utilised at every opportunity. When I was first asked to attend the call, I was gathering as much information and intelligence as possible (College of Policing, 2013). I was asking for information on the address, information on the people linked to the address, and I was also asking for information on the caller as well. This allowed me to know what risks myself and my colleagues were potentially facing. Gathering the information did not stop throughout the whole incident as I was constantly receiving new streams of information whether that be from my own interactions or my colleagues and these helped me with making the decisions I needed to make under pressure.

From receiving this information, I was able to assess the threat to myself, my colleagues, and the victim in this instant (College of Policing, 2013). From the information, the threat to the victim was very high as she was screaming for help and had multiple injuries that were caused to her, the threat to officers attending was high as the male had markers for violence towards police and during this incident he assaulted a police officer, and there was little threat towards members of the public as they were not involved in the incident. Assessing the threat allowed me to develop a working strategy, the strategy was to get the female to safety as soon as possible and then look to identify the suspect and ‘secure’ him by preventing him from causing any further harm to the female.

I then considered my powers and policies (College of Policing, 2013). Upon arriving at the scene my first power is to gain entry into the address, this being under Section 17 of PACE 1984, this is because when we knocked the door there was no answer and screaming could be heard coming from inside the address which led me to believe that serious injury or death could be inflicted on the victim. My second power being the power of arrest, being Section 24(2) of PACE 1984, these states “If a constable has reasonable grounds for suspecting that an offence has been committed, he may arrest without a warrant anyone whom he has reasonable grounds to suspect of being guilty of it” (The National Archives, 1991) as the male was the only other person in the address, I believed that he was the perpetrator. Finally, when it comes using force on suspects, Section 117 of PACE 1984 applies however this power can only be used in accordance with another PACE power, such as the power of arrest (The National Archives, 1991). I also considered the Domestic Abuse Policy which my force has adopted, this has stated the positive action needs to be taken at every domestic incident.

I then had to consider my options around this incident, this was fairly simple compared to the rest (College of Policing, 2013). My only option was to arrest the offender in order for the victim to be safeguarded and for the investigators to begin an investigation into the offence for which the offender had been arrested for.

The final part of the NDM is to review the incident and the decisions that were made (College of Policing, 2013). Overall, I felt that throughout this incident the decisions that were made were effective given the volatile circumstances that I found myself in. I was able to carefully weigh up the threat, risk, and harm faced by officers and the victim to ensure that the offender was arrested, and the victim was safeguarded. I did feel that the offender should have been better managed, and the key indicators of violence were acted upon, this would have prevented the assault on my colleague. Next time, this will be considered throughout the whole interaction with the offender. The use of force at the time was proportionate given the circumstances and the way that my colleagues and I used the information that we were given was used to the best advantage as possible to ensure the safety of the victim.
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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:

A team, as described by Tannenbaum and Salas (2020) is “two or more people who interact with one another, in situations where at least some members need to rely on other team members at least some of the time, sharing a common of purpose or goals, and are viewed as a unit by others and/or themselves”. A team can often be described as being ‘cohesive’. Any team that consists of multiple individuals working together to accomplish an organisational or personal goal needs cohesiveness (Belbin, 1993a, p. 134) despite obstacles and failures leads to improved effectiveness, increased achievement, and increased fulfilment with work. The powerfulness of a team plays an indescribable role in how teams can function effectively, the team's productivity in completing duties and the communication between individual members. The interactions, relationships, and behaviours that affect a team's performance and direction are collectively referred to as team dynamics. To enable the effectiveness and the focus of the teams’ goals, the teams need to understand and be understood. In this essay, I am going to be evaluating Tuckman’s model, which was founded in 1965, to understand the process of team evolvement. I will also look at causes for dysfunction and inter - personal conflict within team dynamics.
Asaviri Sharma (2023) highlights that there are 5 stages of team development, these are Forming, Storming, Norming, Performing, and Adjourning. However, the ‘adjourning’ stage was added following adaptations of Tuckman’s model. The model depicts the whole lifespan of a team from the time of its inception till the project at mind is finished. Every phase is considered essential for a group to advance, solve issues, find answers, and eventually produce outcomes. When we look at teams, we also need to consider the issues that surrounds them. Tom McPheat (2010) states Patrick Lencioni produced a book in 2002 which highlights 5 dysfunctions of a team, these are absence of trust, fear of conflict, lack of commitment, avoidance of accountability, and inattention to results. Understanding the kind and intensity of dysfunction is necessary if team performance is to be improved. Tuckman's stages and Lencioni's team functions are highly correlated when it comes to comprehending team dynamics and fostering togetherness.

According to Tuckman's approach, "forming" is the initial stage. This is the first phase, when group members have been assembled and given the opportunity to get to know one another's character traits and skills. At this point, members usually act in a courteous manner in an effort to impress their fellow members. Since there is still a lack of trust among the group, each member will operate independently. During the team's formation phase, the leader guides the group and assumes a crucial role in creating a shared goal and fostering unity within the group. Hackman (2002, quoted in Salas, Vessey, and Landon, 2017, P.4) states “The proper composition of the team is one of the keys enabling conditions for team effectiveness, according to models of team effectiveness”. Since the team will rely on the leader for direction, they should be prepared to respond to a variety of inquiries. Confusing situations and conflicts can occur when there is a lack of clarity in the team's objective and when the team is led by someone who lacks authority and the skills to unite the group through practical tactics.

When we look at issues surrounding a ‘dysfunctional’ team, fittingly absence of trust is the first element of such theory. Team members who trust one another learn to be at ease, transparent, and exposed, according to Lencioni's (2002) model, which emphasises the importance of vulnerability in building trust. As a leader they should look to breakdown those barriers and lead by the front. During the 'forming' stage, competent leaders can foster an encouraging atmosphere where members of the team can freely express their emotions, own up to oversights, and seek assistance. If this sort of atmosphere is not encouraged, it can lead to a negative environment with a lack of trust. If there is no trust amongst a team, then its effectiveness will be severely jeopardised. A lack of trust can lead to a lack of communication, and this would be the start of the downfall within the team. A lack of communication can lead to suppressed feelings and support not being asked for. This can ultimately lead to a very unsettling environment whereby the team are acting as multiple independents rather than one unified team. Establishing clear goals and outlining the team's common objective are two ways that leaders can be honest and build trust.

The next stage of Tuckman’s model is ‘storming’. Team members should anticipate feeling more at ease and at ease with one another throughout this phase, which will increase their propensity to communicate with one another. As a result of comfortability and more communication between each team member, there will be a clear divide of personalities within the group, and this can lead the small patches of conflict. Conflict as defined by Donohue and Kolt (1992, P.4) are situations “in which interdependent people express differences in satisfying their individual needs and interests, and they experience interference from each other in accomplishing these goals”. It is imperative to address conflicts promptly and effectively, as failure to do so may impede the team's progress in the future. At this point, the head of the team is once more expected to accept the "turbulence," clarify the group's shared purpose and objective, and guide the group ahead with efficiency. Similarly, Lencioni’s second element of dysfunctional teams is ‘conflict’. Lencioni suggests that ‘conflict’ can be used a constructive tool within his theory, a fear of engaging in conflict can lead “into veiled discussions and back-channel comments. In a work setting where team members do not openly air their opinions, inferior decisions result.” (McPheat, 2010). When disagreement is based on trust, teammates may engage in frank talks about important issues and keep one another responsible for what they do throughout. Conflict in groups can promote cohesiveness within the group, thus it's not always a bad thing when it arises in a team. Blair Wheaton highlights that, following research, “conflict seems to be positively related to the behavioral cohesiveness index” (1972, P. 340) when dealing with communal rather than principle issues. The team's ability to work together after a conflict indicates that it is developing, considering problems, and making sure everyone understands them. When groups are unable to cooperate after a disagreement, mistrust will resurface. However, if there is no conflict at all, the team's progress can be hampered by a lack of valuable input, which can result in subpar decision-making.
As Tuckman's idea progresses, "Norming" comes next. At this point, the group begins to behave more harmoniously with one another. At this point, teams begin to define their identities as members identify with particular standards and beliefs that were developed, acknowledged, and comprehended throughout the stage of storming. Workers are progressively more at ease offering and getting feedback, which strengthens the team's togetherness and accelerates its advancement towards the final objective. Instead of being deeply immersed in team operations, supervisors are more inclined to pull back and adopt an increasingly supportive and encouraging style of leadership. People start to assume more responsibility at this time since roles and obligations are clear and acknowledged.

Leoncini’s third and fourth element is ‘commitment’ and ‘accountability’. When there is a dysfunctional team, there is a lack of commitment coming from the team members in the team. But if the group is "committed," we will be able to observe a cohesive group that knows exactly what it wants to accomplish and can grow from its failures, thus being ‘committed’ to the team. Trust and healthy conflict lead to commitment, which in turn enables the team to make independent decisions and move forward as a unit. Leocini's notion of "accountability" complements Tuckman's in that teams that adhere to choices and accomplishment criteria ought to keep one another answerable.

The final stage of Tuckman’s model is ‘performing’. The crew is now entirely self-sustaining, and their procedures are efficient and well-managed. By this time, the team is essentially running things themselves, with the leader taking on a fairly detached position. Though there are occasional disputes, they are settled amicably, and the team pulls together to overcome these setbacks and continue to perform at its best. The team is performing well and is highly motivated. After this, stage the revised version of Tuckman’s model states that following the ‘performing’ stage the team then move on to the ‘adjourning’ stage (Sharma, 2023). The ‘adjourning’ stage is the final stage for it all, it means that the team disband and move on to their new occupations or they move onto a role with new goals. This phase is referred to by Leonici as the "results" stage. The group is now fully concentrated on the task at hand, and upon reaching this phase, they experience a feeling of success.

In the field of policing, there is a definite relationship between teamwork and success. A cohesive team that functions well together will be based on mutual trust and openness, which also reduces conflict and instances of misconduct because members are honest and open with one another, therefore allowing difficult conversations to take place without the fear of a negative atmosphere following the patch of conflict. On the other hand, a team that is predicated on a lack of openness, trust, and effective communication will begin to disintegrate. At this stage, directives and commands might not be followed or ignored, thus supervisors will frequently need to take a more active part in trying to bring the team together. Consequently, lack of communication and trust can jeopardise investigations and the opportunity to change harmful behaviours, this can result in infractions against the established professional standards and the code of ethics which have been set by the College of Policing (2014).

In summary, the ideas of Tuckman and Leocini offer a helpful summary of the elements that contribute to team performance as well as the variables that can make a team suffer. For the theories to be adequately incorporated into the team, proper understanding of them is required. The theories offer a fundamental comprehension and guidance on utilising every phase. The hypotheses depend on the teams in question to "warm" to the model, but not all of them will, and there is no strategy in place if this does not happen. Nevertheless, it does not lay out plans if the models were to fail.
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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:


Criminals look for many ways to hide their actions from law enforcement agencies, and they go to exceptional lengths in order to ‘cover their tracks’ so they cannot be tracked in conventional ways. The most common way in which law enforcement agencies get to know about the criminal activities is via information and intelligence. Information and intelligence are commonly used together however, it is important to understand that they are very different to each other. The College of Policing (2022) describe information as “police information refers to all information obtained, recorded or processed for a policing purpose”. Information can take any form, it could be a phone call to the police, a statement from officers, a face-to-face meeting that has taken place. However, once this information is analysed and assessed it then becomes intelligence, intelligence is described as “information that has been analysed to assess its relevance and reliability” (National Crime Agency, 2023). Intelligence can be used to enable effective deployment of resources, building up a picture for a specific person, or be used evidentially to assist with gaining warrants. There are also many sources of intelligence, such as social media (open source), interception of information, covert sources, members of the public, and also police encounters. Good pieces of intelligence can often help with ‘piecing bits of the puzzle together’ and assist with ongoing criminal investigations. The collection, assessment and dissemination of intelligence is one of the most important aspects of modern day policing due to the multiple affects that intelligence can have on policing and policing operations.

Disrupting criminal activity is the by-product and result of intelligence being collected and disseminated effectively. Crimes, such as drug trafficking, child sexual exploitation (CSE), human trafficking, and county lines are most commonly targeted by ‘intelligence led’ policing, this is because these types of crimes are not regularly reported to the police by the conventional methods, such as 999. These types of crimes tend to be reported from people involved in them. This type of policing allows for a real time response to the incidents and allows for an effect deployment of officers enabled to tackle this type of crime, this type of intelligence is commonly known as ‘strategic intelligence’ as stated by the National Crime Agency (2023). Strategic intelligence is intelligence that is going to be used to create an action, such as a specific target of a vehicle and immediate action to be taken against it.

To create intelligence, we need to ensure that we are collecting the correct information in order for intelligence to be created from it. Information is gathered in 3 ways, routine collection, tasked information, and volunteered information (College of Policing, 2013). Once information has been examined and appraised, it becomes intelligence that has been obtained via one of these techniques. Each of these techniques for gathering data has the ability to fill in knowledge deficiencies, offer more prospective sources, or show relevance to a completely other area of policing. If we take a look at a stop search of a person, for instance, intelligence can be obtained from this for a different reason than the search was conducted for and can help with a different aspect of policing, whereas tasked information would be relevant and specific to the information the person requesting the intelligence wants to obtain. All of these types of information is needed to effectively build up an intelligence picture, these pieces of intelligence can then help and benefit particular departments within policing and other local law enforcement agencies.

One essential phase in the intelligence gathering procedure is intel grading. Intelligence needs to have its origins determined and correctly and strictly examined for it to be of any kind use. Assessment of intelligence might reveal specific trends and discrepancies in the data, indicating that its legitimacy and dependability need to be investigated. An intelligence report is created following the assessment of intelligence, this report is based of a model which the police use; the 3x5x2 model. The College of Policing 2015 states “It protects the source and contributes to an audit trail of the intelligence”. The 3x5x2 model helps grade the specific piece of intelligence, it grades the intelligence by looking at how reliable the source is, how the source knows the information, and also if there are any risk to the source. The protection of the source is paramount when it comes intelligence being submitted, without the source we would have no intelligence, to enable more intelligence to be gathered we need to be ensuring that we are creating risk assessments on every piece of intelligence to ensure the protection of the source. The way in which we protect the source of intelligence, is by going through a process called ‘sanitisation’.
‘Sanitisation’ can be described as “removing material which explicitly or implicitly identifies a source or sensitive law enforcement methodology” (College of Policing, 2015). Failure to undertake this process can lead to identification of sources of intelligence and can sometimes put people at risk of danger. It can also put other sources, such as police tactics in jeopardy, these could be ANPR cameras, or open-source capabilities alike. The process of keeping these types of sources under wraps is often looked at regularly to ensure that the process is keeping up with the risks that most of the source’s face.

Throughout the UK there is approximately 245,000 miles of road networks within the country (Department for Transport, 2023). Being able to effectively police this amount of road effectively would be near impossible. The road network connects the UK to all of its major cities and provides a plethora of opportunities for criminals to carry out their criminality using the road network within the UK. You would tend to find a lot of drug smuggling, human trafficking, and county lines type crimes being committed using the road network, being able to police this effectively would be extremely difficult. However, making use of Automatic Number Plate Recognition (ANPR) cameras has proved its weight in effectively targeting criminals who make use of the roads within the UK. ANPR cameras are constantly in operation throughout the UK. College of Policing (2013) state that “ANPR automatically reads vehicle registration marks (VRMs) for comparison against database records”. These records contain ‘vehicles of interest’ these vehicles can be vehicles with document issues, driver licensing issues, and even intelligence held against the vehicle/driver. ANPR is such a key component within policing and enforcing the law to ensure that criminals are not using the road and if they are, the ability for these agencies to disrupt these criminals.

To exemplify, if there is a ‘vehicle of interest’ that is involved in the supply of drugs across multiple forces then ANPR can be used to gather intelligence on the vehicle to assist the understanding as to where the vehicle is going and how often the person is making the journey in the vehicle, this can help officers set up a plan to ‘intercept’ the vehicle whilst it is on a journey. Police UK (2022) state “By targeting those causing the most harm on our roads, there will be opportunities to enable the 
detection and prosecution of the most serious crime”. ANPR makes all of this possible, as it allows officers to be able to track the movements of the specific vehicle and ensures that plans a put in place to be able to stop the vehicle from committing anymore criminality. Thus, being able to give officers and other law enforcement agencies the ability to cause disruption amongst the criminal fraternity.

To conclude, I feel that the whole intelligence picture has been evolving for many years and for modern day policing there is an emphasis on how this intelligence is collected and there is a need to ensure that the collection and evaluation of intelligence is done in a timely and legal manner. There is also emphasis on the source of the intelligence and how we can effectively grade the intelligence whilst also ensuring the safety of the source. I feel the processes in place are sufficient for intelligence to be graded correctly and efficiently and also for the source to be protected. ANPR, I personally feel is an effective tool in order to collect intelligence and information from the road network within the UK, I also feel that ANPR is beneficial to the success of denying the criminals the use of the roads, this is due to the vast distance of the road networks. ANPR is able to give officers live time information and also intelligence about a specific person or vehicle they are interested in. I do feel that there should be more ANPR cameras across the UK, this is due to the vast road networks and the amount of different types of roads there are, most of the ANPR cameras are placed on ‘major roads’ within the UK and not necessarily on other types of busy roads which the criminals will use. However, overall, I do believe that ANPR is more than an effective way to gather intelligence, it is also a beneficial tool in disrupting criminal activity and without ANPR there would be very little chance of being able to disrupt any criminal activity. Since its introduction ANPR has been constantly changing and I feel that there are more beneficial changes that are yet to come to ensure that this type of technology is always providing a benefit to the police and other law enforcement agencies.

Word count - 1575










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 
 
 
 
Case Files

Football Offences
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7

7 



	High 
8-10




9 
	Low 
1-4 



3
	Med 
5-7

5 
	High 
8-10 
	Case Files

I have chosen case files for my development plan. This is because case files play a really big part in how we look to deal with offenders from either custody or a voluntary attendance interview. My knowledge on this area is not the best at this moment and this is something I would like to change.
When I am dealing with case files, I am unsure of what is needed when it comes to getting a CPS Advice Not Guilty plea ready to be sent to the CPS and more specifically, I am unsure of what needs to be inputted when it comes to the MG6 series (disclosure to defence). There have been a few occasions where the case files have been sent back as they need a more in depth MG6 series to be completed. I also would like to know what specific documents need to be in certain case files (DV, Sexual Offences, etc)
To improve on this, I am going to look to complete an attachment with the file team that we have to build on my pre – existing knowledge of case files. I am hoping that this will give me a better understanding of the contents of the case files and to what extent they need to be completed in

Football Offences
I have also chosen football offences for my development plan, the reason behind this is because I have recently become an Operational Football Officer with my force, this job entails ‘policing’ the football games which my force cover – the football team being in EFL League 2. My overall knowledge of football offences is fairly low and due to my new role, this is something that needs to be changed.
Throughout my role as an ‘Operational Football Officer’ I am in charge of ‘policing’ the game and dealing with any offences which may arise whilst the team is playing, due to this, I am going to need to have a good knowledge of the offences which cover football as these are some of the offences, I could end up having to deal with at some point.
To improve on my knowledge of football offences, I am going to look to research the specific Football Offences Act and gain a good understanding of the offences I will potentially deal with. I will also look to get involved with policing more games so that I can see how practically the games are policed as I could be leading some of the games in the near future.









	SKILLS 
 
 


Interviewing   


First Aid/Medic           
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
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8 
	Interviewing Skills

I have chosen interviewing as skill that I would like to develop over the coming months. Interviewing is one of the most important aspects of custodial and investigative process, it is a time for offenders to give their account for a crime they are suspected to be involved in. Interviews are conducted for every offence whether that be a public order offence or murder. I feel that my interview skills are not the best and could do with being improved on to ensure that I am getting the most amount of information out of the person I am interviewing.

I get confused around the interview process and more particularly the structure of an interview. I feel that I need more clarity about it and the particular phases around an interview. I would like to know what type of questions to ask when it comes asking for the suspects agenda and account. I would also feel I would benefit from getting to know different interviewing styles.

To improve this, I am going to look to speak with the ‘Learning & Development’ team to see if I can get on an interview skills course to be able to boost my confidence. I would also look to see if I can speak to our local CID team to be able to sit in on an interview which they conduct as they are trained in advanced interviewing techniques.

First Aid/Medic (Advanced) Skills

I have chosen First Aid/Medical skills as a skill I would like to personally develop over the coming months. Although this is slightly different to everyone else, it is still a quintessentially needed skill. It is also a skill which I am interested in. Medical/First Aid is an essential skill for all frontline officers; however, some officers have some more advanced training in this field. This skill will allow me to further my knowledge in this area and develop a better understanding, this would in turn allow me to help members of the public who are in need.
 
I have a basic training of First Aid in my role at this moment, however before joining the police I was interested in becoming a paramedic. This role would allow me to combine both jobs whilst being a ‘medic’ in the police. The further training of the skill will allow me to gain a deeper understanding of the role and a better knowledge which will allow me to be able to support my colleagues and other members of the public. There are very few police trained ‘medics’ in the force at this moment and this skill will be beneficial for me and my colleagues. It can also open up other doors for other opportunities for me to progress further in my career.

To achieve this skill, I am going to enquire about completing this course with the relevant people to show that I am willing to be trained in the more advanced medical role within the police. I would also look to challenge myself further by attending the calls whereby there is a medical element to it to enable myself to be exposed to those type of calls and get the experience whether that be from medical professionals or police medics.
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10
	 Domestic Abuse

This element links in with both the Knowledge and Skills section. I am fortunate enough to work in a busy area of the police force which I work in. I get exposure to a variety of incidents on a daily basis, these incidents can range from simple shoplifts to complex domestic abuse investigations. As a response officer we are expected to investigate these crimes unless they are deemed serious enough for another department such as CID (Criminal Investigation Department) to take the case over.
Domestic Abuse (DA) is a very varied but also really common type of job that we deal with a on a daily basis, Domestic Abuse is an umbrella term for the types of abuse that occurs in domestic relationships. Domestic Abuse is currently being heavily looked at due to the impact it has on its victims and the wider community. Domestic Abuse is a complex incident and investigations can last from 6 months to 2/3 years (for serious or elongated cases).
Due to the seriousness and the impacts this type of job has on its victims, I would like to gain more experience and become a ‘DA Champion’. This type of role is a role that is worked added to my role as a response officer, it means that I will get more training to be able to not only effectively deal with the variety of DV incidents but also help mentor people and provide advice to other people should they need it for their own DA investigations – the enhanced experience will no doubt be beneficial not only for me but for my colleagues a like. I do feel comfortable with dealing with DA incidents, but this further experience will allow me to be able to confirm my knowledge in this subject area. To ensure I become a ‘DA Champion’ I am going to get myself booked on the next available course for this in the coming weeks.
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