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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

	Having achieved Independent Patrol Status, reflect on the impact of organisation culture within policing on your wellbeing and resilience (organisation change, retaining personal values in a wider organisational culture). 

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


1250 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

In this essay I will be discussing my time as a Police Constable since achieving independent patrol status and using the Gibbs' Reflective Cycle to reflect on the impact of organisation culture within policing (Gibbs, 1988). I will also consider the risk of conforming to organisation culture and discuss the strategies that I continue to use to maintain my wellbeing and resilience. 

(Wong, 2020) stated that organizational culture is an accumulation of different expectations, values and practices that influence the behaviours and actions of all team members. (Wong, 2020) believes that everyone’s behaviours and traits within the team form organization culture; and that a positive culture results in high performances whilst a dysfunctional team culture can have a negative effect on the team hindering their performance. 

Since achieving independent patrol status I feel I have become a valued member and accepted within the team. Our team is made up of twelve individuals with most individuals being of the younger generation as (Schein, 2016) would call us millennials and are still young in service. There are only two members of our team with more than five years’ service and I find that we rely heavily on those members for their knowledge and experiences; they have naturally taken the leadership roles within the team, and we find that this works well. 

(Schein, 2016, p.XXII) refers to millennials as having spent most of their lives with access to electronics such as the internet, mobile phones devices and laptops and those millennials spend several hours a day using those devices. I feel that this is true within out team; however, It has a positive affect due to most of the police work being on laptops and our hand-held Samsung devices. The team are quick to learn new systems and adapt to change when it comes to electronics, and this is reflected in the quality of our paperwork. 

As stated by (Schein, 2016, p7) the team is made of up DNA where individuals bring their own beliefs and cultures. I can see this reflected in our team; however, I feel that we are all very similar and share the same beliefs and values and this contributes to our high performance and production of high-quality work as we work well together and have the same expectations and values. 

As a team we also socialise outside of work and take part in team building exercises; allowing us to explore each other’s strengths and weakness and enables us to apply these contributing factors in our working environment. I can see how this can have a negative effect on teams as individuals’ values may differ outside the workplace; however, we all remain respectful and ethical even outside of work. Socialising away from the workplace also contributes towards our wellbeing and resilience and allows us to talk and support each other without the pressures of working life. 

Working with a team who accept and understand you, has made me feel welcomed and has given me the confidence to challenge myself; knowing that I will get the support an encouragement from my team. 

I have enjoyed having the freedom to test my knowledge, widen my experiences and make my own decisions; through attending emergency’s single crewed and with the support and assistance of my colleagues. 

Although it has only been less than 12 months since being independent, it has been a challenging time during the pandemic; however, I feel as a team we have pulled together to work through this. I feel that I have dealt with many challenging incidents, which has pushed me out of my comfort zone at times; however, I have been able to speak with my colleagues about anything distressing and I feel that they help towards my wellbeing and resilience as I can talk to them about anything.  

Analysing my experience as whole there have been times where the workload has been overwhelming, shifts have been long, and I’ve had to work later than planned. There have been incidents which I have required assistance; however, through the difficult times I have had the support from my team and higher management who have helped me every step of the way. 

I am fortunate to have a team who get along and there is no animosity or negative feelings between the team. I feel the team understand me as a person and can see my contributing factors and strengths. They also see my weaknesses; however, they accept me as an officer and help me where needed making it a comfortable environment to work in. 

As a team we are open and honest with each other, and I feel the team have good discussion regarding incidents before and after. We discuss our strategies and how we will approach an incident and then we de brief after it to see if there had been anything we could have done differently. As a team we always support eachother at calls; which I find comforting as it provides me reassurance that if I require assistance or attend a difficult call there will always be a member of the team right behind me.  

If I had the opportunity to redo this experience, I would try and be more open at the start, and not get so frustrated when I get things wrong; understanding that things will take time and that everything will fall into place. I am going to continue to put myself forward for challenging incidents and not shy away from areas which I find difficult and unachievable; knowing I have the support of my team and higher management. 

Understandably within every team there will be negative aspects; I have noticed since being independent that the excessive workload and expectations of you as an individual can become overwhelming; however, individuals can push those negative feelings onto other members of the team, resulting in a ripple effect of those actions. This is something that I’ve noticed across a wide range of teams not just my own and is something that is part of our origination culture as the police. 

Senge (1997) believes this could be down to individuals dislike to change and uncertainty as in this role change usually results in more work and more stress. Senge believes this comes from threats to traditions norms and our usual way of doing things which refers to our own organisational culture. Other theorists such as Deal and Kennedy (1982) and Kotter and Heskett (1992), believe that this can be managed by leaders encoring individuals that its more learning and taking risks which individuals seem to like the idea of.  It’s about having that positive mindset and I feel within our team the officers with the most service tend to lift their spirits with words of encouragement or humour which pulls them out of the negative mindset.  

During my time since achieving independent patrol status I have continued to use the same strategies to maintain my wellbeing and resistance. I attend the gym regularly as exercise helps me clear my mind; in addition to this, I listen to music and sing as hobby to maintain an interest outside of the workplace. 
At times it has been difficult to attend he gym along side working shifts and family life; however, when I get the time, I always try and go where possible. I feel my strategies have withstood their purpose as I feel I can go to the gym or play guitar after a stressful shift and channel my focus into something different. 
To conclude, my overall experience whilst being independent patrol has been positive. There have been challenges along the way; however, with the support of my management, team, and strategies to maintain my wellbeing and resilience I feel that I have a good balance to move forward with the support and encouragement needed to continue my development and progression as a police constable.  
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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:

This essay will discuss an incident that I have attended as a Police Constable where I have had to make decisions in a complex and unpredictable circumstance using a dynamic risk assessment. 

In this essay, I will reflect on my experience using the Driscoll model (1994) and give an evaluation of decisions and considerations I made during the incident and how I applied the National Decision Model (Driscoll, 1994). In addition to this, I will also consider my ethical approach to those decisions, and I will outline the consequences of the decisions made. 

Originally, myself and my colleague were asked to attend a call involving an upset female who had potentially been spiked whilst at a friend’s house. A report was made by separate members of the public stating that the female was walking around the area distraught, not making much sense and that they were concerned for her welfare. 

Myself and my colleague completed an area search for the female in a marked police vehicle; however, the female could not be located. We were then directed to an address stating that the female had called in to advise them that she was walking to a friends address on the other side of town.

Upon arrival at the address, I applied the National Decision Model to gather information and intelligence on the address and persons living there. The National decision Model is to support individuals when making decisions and has considerations to apply to each scenario providing you with confidence in your decisions (College of policing, 2022). The information returned that only one male lived at the address and that he was a registered sex offender; however, there were no other warning markers to consider at this stage.

Following this, I knocked the door of the property and the male answered and explained that the female was his friend and that she had called him to say that she was on her way; however, she had disclosed to him that she had been raped by two males. This was the first disclosure of rape which is an indictable offence under Section 1 of the (Sexual Offences Act, 2003). 

During our conversation with the male, we noticed the female stumbling towards the address appearing unsteady on her feet and slurring her words. The female appeared visibly upset and disclosed that she believed her drink had been spiked and that she had been raped that night by two males known to her; however, she would not disclose their details. There were no relevant cultural, ethnicity and language issues identified. 

Immediately, my self and my colleague knew that we had to preserve early evidence adhering to the Golden Hour principles due to this being a live rape as it had happened within the last 7 days. The Golden Hour principles include all materials found immediately after the offence has occurred and this is when the material is at its purest and provides officers with the best and highest opportunity to collect and secure the strongest evidence possible. (College of Policing, 2022)
I then applied the NDM to consider our powers and polices and identify options and contingencies going forward (College of Policing, 2022). It was decided to speak with the female inside the address for privacy and do our upset to calm her down, make her feel comfortable in talking to us and gain her trust. Whilst talking to the female she appeared stable and provided more of an account on what had happened. We were trying to gather as much information and intelligence as possible with locations, persons involved and what offences had occurred and were relaying the information back to the control room where higher management and the Criminal Investigation Department were listening in.

The female was scared as the males knew where she was and stated that they may arrive at the address. The female wouldn’t disclose the names of the males as she stated they would hurt her if she told the police; therefore, I couldn’t complete a person check on the unknown males to be aware of their previous or outstanding warning markers. I applied the NDM and re assessed the threat risk and harm and both myself and my colleague developed a working surgery together by requesting further units to attend to keep our selves and the female as safe as possible (College of Policing, 2022). 

I reassured the female that she was safe and that we wouldn’t let any further harm come to her. Once the female was calm both myself and my colleague began; seizing the females clothing and bagging each item in separate evidence bags under Section 19 of (PACE, 1984) and completing an early evidence kit which included a mouth rinse, mouth swabs and two urine samples. As soon as we had gathered all the evidence our intentions were to take the female to the hospital due to the spiking element and to collect a blood sample to evidence this offence. 

Myself and my colleague had never dealt with a live rape scenario before and had never completed an early evidence kit. Therefore, my colleague kept talking to the female trying to keep her calm; whilst I read through the instructions and spoke with the detective sergeant and inspector. I had to ensure that I was collecting everything needed to complete a thorough investigation; as any rape allegations are handed over to the CID department once the initial response has taken place. 

I felt pressure during this incident due to the nature of the offence and I was working along side higher management from the CID department for the first time. This was a very sensitive incident and both myself and my colleague wanted to ensure that the female was comfortable and reassured throughout the process. I wanted to come across as humane as possible and not just a police officer hiding behind a uniform. I wanted her to know that we were there to help her, and we could empathise with the trauma she has gone through as females and reassure her that we would do everything possible to get her justice through the evidence available. 

We managed to collect all her clothing, and I bagged two urine samples; however, as I was preparing the mouth swobs my colleague called for my attention to state that the female’s health was deteriorating quickly, and she felt that something wasn’t right. 

In this moment, I immediately stopped what I was doing and ran over to assist my colleague. The female wasn’t responding and appeared limp with her pupils appearing very small. I found myself returning the National decision-making model as I immediately knew something wasn’t right and had to re asses the threat and risk and develop a new working strategy (College of Policing, 2022). I took action with my own discretion and used my freedom of decision making to do what I thought was best in that moment; therefore, I placed the female in the recovery position and advised my colleague to continue monitoring the female; whilst I was on the phone to the ambulance service. 

I explained the details to the control room and expressed my concerns for the female to which they responded with an ambulance and paramedic vehicle on a red call. I feel that I explained the circumstances well to the ambulance control remaining calm and clear for them to understand the seriousness of what was happening. 

My colleague appeared frightened and upset about the female’s condition and I was trying to keep her calm and reassured; whilst continuing to monitor the breathing of the female. During this unexpected change in circumstances, I also felt uncertain deep down due to the drastic change in the female’s health as this had caught me off guard. As much as I was starting to feel negative about the situation, I talked myself into remaining positive and kept telling myself that everything will be ok and to focus. I felt the more positive I came across this would have an impact on my colleagues’ feelings and hopefully reassure her and give her confidence that everything would be ok.

(Woods, 2019) stated that individuals who look at a difficult situation positively make the best out of every situation as they focus on the things, they can control rather than what they cannot, and this enables them to focus on available options and allows them to improve and learn. I agree with this as focusing on being positive in this incident allowed me to have a clear mind and provided me with space to think about what I was going to do next. 

Upon arrival of the paramedics, they immediately began working on the female and monitored her using their equipment. The female was injected with Naloxane and after a couple of minutes the female started to react and regain consciousness. The female was placed in the back of the ambulance, and I felt it appropriate due to the nature of offence she had disclosed to go in the ambulance with her. I had already built a report with the female, and I felt being with her gave her reassurance and a sense of trust;  again using my own discretion and decision making. 

Whilst at the hospital, I was then able to retrieve the required mouth swabs, mouth rinse and bloods to complete the early evidence we required. In addition to this, I was able to complete an ONYX booklet with the female and take a first account of what had happened that evening. ONYX booklets are taken from victims who have reported sexual offences and once this has been completed the CID department will complete an ABE interview with the victim where they are visibly and audibly recorded.

Reflecting on this incident, I believe I made the right decision by stopping what I was doing and putting the female’s health first. Although the evidence was critical for the investigation the female’s life was our main priority. Having treated the medical emergency first this then enabled me to complete the remining outstanding actions later; therefore, there was nothing lost. 

Had I made the decision to continue with the evidence gathering and not call the ambulance this would have put the female’s life at risk and potentially ended with the female losing her life as the consequence. 

To conclude, both myself and my colleague took time to talk and reflect on this incident together and were in shock at how quickly the circumstances escalated and unacceptably changed. This is where the NDM was effective as we could keep applying it and going back to stages required to ensure that we were doing everything possible to follow force policy’s, making the right decisions and have an ethical approach when dealing with the female who had been through such a traumatic incident. 

My key learning points upon reflection are always expect the unexpected and not everything will go as planned. I feel in this incident, I was very focused on the job in hand, and I need ensure I am aware of my surroundings and monitoring all aspects of the situation. I feel that this experience has provided me with skills to remain calm and positive in complex scenarios and gave me confidence in my decision making. I will be able to take this experience and apply my learning to future scenarios and be more prepared when dealing with unpredictable circumstances. 
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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:

In this essay, I will evaluate theories of team dynamics as a means of developing team cohesion. I will also consider why inter-personal conflict can occur within a team and I will outline what strategies can be adopted to enhance individual and team performance. In addition to this, I will also consider how team dynamics within the police service can result in failing to comply with professional standards requirements. 

Firstly, I will focus on theories of team dynamics as a means of developing team cohesion. There are several models that can help us understand team dynamics and the first one I am going to discuss is The Tuckman Team Model (Tuckman, 1965). This model is set in five stages although teams may not run through the stages in the correct order as teams can move around from different stages. The five stages are: “forming, storming, norming and performing” (Tuckman 1965).   

The first stage of forming refers to the team coming together for the first time and getting to know one another. This is the stage where the team can discover each other strengths and weakness and set out expectations and boundaries. (Last,2022). 
The second stage is the storming stage where usually individuals’ differences are discovered, and conflict can occur. During this stage unless the team is managed correctly it can have a negative affect on the over all team and this can have damaging effects. (The team building company, 2022). 

Once the team have passed the storming stage it moves on to the norming stage. Here the team will find a balance of working together and will be able to achieve their goals in harmony.  There may be disagreements at times as new challenges arise; however, by this stage the team should be able to manage their conflict and continue to work together to achieve their goals. (Freshbooks, 2021)

If successful, the team will then move smoothly onto the performing stage.  At this stage the team are all working together and each of the individuals are aware of their role within the team. Each individual member of the team is valued and praised for their good work. The team can function well together whilst enjoying working together by sharing fun and humour. (Wilson, 2020). 
Finally, Tuckman added the adjourning stage when a team is dismantles due to work coming to an end. This can be a difficult stage for some individuals who have created bonds and friendships within the team. When a team works well together and understands each other it can be difficult for some individuals to accept change as things come to an  end. This stage happens most when organisations constantly form and reform new team. (Wilson, 2020). 
I feel that my team can relate to Tuckman’s theory as I feel we have transitioned through the stages, and we currently work well together. We are aware of each other’s strengths and weakness and focus on the job in hand whilst still balancing humour and fun. As a team we work well together and produce high quality work ensuring that we are all supported and that nobody is left behind. 

When I first joined the team I noticed the adjuring stage immediately, as within the police organisation officers leave, and move departments on a regular basis, making change reoccurring. The team has already undergone the stages and as a newcomer we had to start the stages all over again. However, this didn’t take long, and I feel I settled into the team well. The team are all similar ages and can talk to each other and share our different life experiences and we use this as a strength to relate to the type of calls that we attend. 
All though the team work well together we all have our own unique way of dealing with things; however, I feel we come together well, and each take on our own individual role to get the job done. 

The team are continuously welcoming new officers, and this change is something we can adapt quickly too by discovering the new officers’ strengths and weakness and we also support them as we have all been in the new officer on shift. 
Although the team is very positive and rarely experience disagreements or conflict; I can relate to the Tuckman’s theory where it takes you back to certain stages taking time to rebuild and move along with the theory. 

Another theory that I have discovered is the Lencioni Model where (Lencioni, 2012) states in his book The Five Dysfunctions of a Team that there are five dysfunctions to a team. The five disfunctions are “absence of trust, fear of conflict, lack of commitment, avoidance of accountability and inattention to results” (Lencioni, 2012). I can relate to all five of these disfunctions as I believe my team reflect on each stage positively resulting in our team working well together. 

Our team have built a good sense of trust and as much as we don’t enjoy conflict between each other we understand why it happens and work together to correct it. In addition to this, I feel we all have the same values and follow The Code of Ethics where we will take responsibility for our actions in an honest and ethical manner. Our team strive on good performance and results and take pride in achieving this therefore we wouldn’t allow inattention to result to diminish our efforts. I believe that as a team we rectify these dysfunctions when they arise and do everything possible to avoid them happening; due to this, I believe we are a well-regarded team within the organisation. 

I also believe we are a well-regarded team within the organisation as we work hard to ensure handovers to other teams are as thorough and are completed to the best of our abilities; because of this, I believe we have gained the respect and trust of other teams within the organisation. 

Secondly, I am now going consider why inter-personal conflict can occur within a team and I will outline what strategies can be adopted to enhance individual and team performance.

Inter-personal conflict is something that occurs between two or more members of the team. Everyone on the team has their own opinions, thoughts, and values and not everyone feels or thinks the same way. Inter-personal conflict is common and considered healthy within a team as it can bring the team closer together; however, it can also damage a team if the conflict isn’t resolved and left unresolved (Risser, 2022).

Inter-personal conflict has occurred on my team; where individuals have shared disagreements; however, after discussing the problem and understanding each other’s thoughts we have been able to move forward and use it to our advantage. Once conflict has occurred, we are aware of what to avoid in the future to ensure the same conflict is not repeated. As a team we will never leave conflict as we understand this can manifest into something bigger and unnecessary; we would much prefer to deal with the problem as it happens. 

I have learnt that when conflict arises within the team the best thing is to not hold on to it. The reason why our team work so well together is because we have good strategies of dealing with conflict such as good communication and active listening skills. It is important for individuals to be able to discuss the conflict and focus directly on the disagreement itself and in addition to this we must be able to listen to each other and empathise with each other’s feelings to move forward (Totempool, 2022).

By the team respecting each other and giving each other the time to listen and communicate with one another helps us understand each other which improves our performance as a team and as individuals. Knowing that you will be respected even if you have a difference in opinion allows you to work with confidence that you will be accepted in the team and no matter what differences arise, we can overcome them with the strategies we have developed. 

Thirdly, I am now going to consider how team dynamics within the police service can result in failing to comply with professional standards requirements. As police officers we follow The Code of Ethics and adhere to its principles which are “accountability, fairness, honesty, integrity, leadership, objectivity, openness, respect, and selflessness” (College of policing, 2022).

If an officer fails to comply with the principles, then they can come under scrutiny by the professional standard team. PSD are a team within the police force who independently investigate officers’ behaviours and actions.  It is our responsibility to also report poor behaviours and challenge this as we do not want to be seen to allow poor behaviours within the force. 

Officers can fail to comply with professional standard requirements within a team by failing to treat others with respect and making comments that might cause offence or upset. This can be due to a member of the team bullying an individual or even witnessing a member of the team mistreating a member of the public. If we allow poor behaviours such as this to arise within our teams, we will undermine public confidence (Home Affairs Committee, 2022).

Officers in the past have started relationships with other officers on their team and been investigated due to their sexual behaviours whilst on duty. In addition to this, as a team you must be very careful of ‘WhatsApp’ groups via mobile phones where team members can share messages, photographs, and videos. Officers have failed to comply with the professional standards as they have sent inappropriate photos or have said things of a sexist, racist or violent nature. 

I feel that as a team you want to create a trustworthy and comfortable environment; where individuals can share humour and have fun. However, it’s important that officers do not take advantage of this and become too comfortable with each other maintaining a level of professionalism and adhering to The Code of Ethics as a team inside and outside of the professional working environment. As stated by (Eckstrom,2019) “The idea that comfort is the enemy of success” (Eckstrom,2019) expanded on the concept through the "growth rings" - stagnation, chaos, order and complexity”. I agree with Eckstrom in his statement as I feel that as soon as a team become comfortable their values slip and this is where problems arise where individuals begin failing to comply with professional standards requirements.

Finally, to conclude as team I feel we work well together and have developed strategies to ensure this continues. This isn’t to say we won’t face challenges in the future; however, I feel we have the strength and share the same values to overcome anything that gets in our way. As a team we are fully aware of the Code of Ethics, and we treat each other how we wish to be treated ourselves and this seems to be striving the success within our team. I am proud of our team and feel we lead by example of our actions and behaviours. 
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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:

The key aspect discussed in this essay will be how information and intelligence can be used in the disruption of the more prevalent criminal activity by effective policing on the roads, and how ANPR can be used as investigate resource when disrupting criminal activity. 

Firstly, intelligence is generated from all types of information that is obtained from multiple sources, recorded on our systems via an intelligence record, and processed for a policing purpose under the National Intelligence Model. There are multiple sources in which this information can come from such as police witnessed, undercover police officers, CHIZ known as a covert human influence source or online sources. It can also come from fingerprints or information from witnesses or informants (Butler, 2004; Greieve, 2004), open sources e.g., newspapers and the public (Cope, Fielding and Innes, 2005 p.43). (Grieve, 2004 p.28) also includes the community as an important intel source. 

HJJHMIC defines community intel as direct or indirect information that comes from a local source within the community; that is planned and functioning, and the intel is based on those individuals or groups life experiences and their wellbeing within that community. (HMIC, 1999, ph.7.13.2)
 
(Butler, 2004 p.205, p9) believes that it’s a risk relying on one source of intel and in doing this we ‘miss the real picture’ and hinders the police from identifying new criminal threats. I agree with this statement as I believe its important to have multiple sources to strengthen the credibility and reliability of the intelligence. 

Whereas (John and Maguire, 2003) find that there are some forces who record all details about an offender which can be over documented rather than focusing on specific information regarding the offender. Although I feel it is important to document as much detail as possible to ensure we have strong credible and reliable intelligence; I can also see how documenting the most important details can rule out some of the irrelevant information. 

Secondly, intelligence is graded through the National Intelligence Model. (John and Maguire, 2004) state that the “NIM provides a cohesive intelligence framework across the full range of levels of criminality and disorder”. 

Its policy to follow a 3x5x2 system to record and retain information ensuring that it’s sanitised into the purest intelligence possible. This process tests the reliability of the information and focuses on where that information has come from. This helps us identify the credibility of the information and how its known by the source. To complete the process; it covers if the information has lawful sharing and weather or not that comes with conditions. 

This system also ensures that the source is kept private as it is our responsibility to ensure the safety of that source. If this is not adhered to then we could cause huge safety risks to the source and put them at great risk. In addition to this, we would have less access to sources as they wouldn’t want to come forward if their identity is going to be revealed so provides them with less trust in the police. (NCIS, 2000) support this and believe that “community safety and quality of life issues should be focused on within the NIM.”

(Bichard, 2004) stated that although the NIM was created for police to manage and assess the way in which intelligence is used he feels that it still isn’t clear enough in the way police should be recording and retaining the information and there should be clear nation guidance in the way the information is managed. Having submitted several intelligences records myself I must agree with Bichard here as the process of submitting intelligence can be complicated and if this processed could be simplified, I believe a lot more information would be passed through the system.

The importance of sharing information and intelligence with other forces was in the case law of Ian Huntley where he was convicted of the murders of Jessica Chapman and Holly Wells. Huntley had already been investigated in eight separate sexual offences between 1995 and 1999 by Humberside Police. However, as this information was not shared with Cambridgeshire Police he was still appointed as a school caretaker. This lack of information sharing cost the lives of two innocent girls. (Bichard, 2004) did not believe that this was down to the intelligence gathered; however, it was more the way in which the forces failed to record and retain the information. Since this the Police National Computer has come into force ensuring all intelligence is shared between forces; however, it’s still critical that information and intelligence is recorded correctly for this to work. 

(Gill, 2004) believes that there is no way for us to processed with intelligence led policing if we continue as he believed that if you “put garbage in, you’ll get garbage out”. Again, all though forces are now in line with the NIM; this supports that unless the submission of intelligence is of a high standard the prospect of intelligence led policing is slim.

Thirdly, as we have understood what intelligence is, where it comes from and how its created, graded, retained, and recorded under the NIM. It’s important to understand how we can use this and how we can identify criminal activity through this intelligence. 

Many crimes are committed on the roads as this is main way to transport victims, offenders, stolen items, and objects along with drugs and other illegal substances. Intelligence records can be submitted on a vehicle that’s been spotted in suspicious activity or suspicious individual can also be linked to a vehicle that’s believed to be being used in criminal activity.  


This intelligence can be used along with other found evidence to strengthen the prosecutions argument in court and build a picture of the criminal activity that has taken place. Intelligence can be used to support serious organised crime groups who are committing offences such as drug smuggling, human trafficking, child sexual exploitation, counterfeit goods, and ‘county lines. All offences will have some form of transport and use of the roads, and this is how policing the roads plays such an important part of tracking criminal activity. 

Not all organised crime groups rely and use of the roads to commit their crimes; as they also rely on other transportation such as trams, subways, buses, trains, boats/ferry’s or even by aeroplane. Due to the security procedures some of these means may be harder than others to commit crim successfully however its important to consider all options. 

It’s also important to consider serious organised crime groups, individual offenders or victims can also use technology such as the internet, social media, mobile phones and computers and this is another source of intelligence that can be established through special measures. For police to access a person’s mobile phone, computer or infringe on their human right Article 8 the Right to respect for private and family life” under (The Human Rights Act, 1998) they must also work in accordance of the (Regulation of Investigatory Powers Act, 2000).

Under the (Regulation of Investigatory Powers Act, 2000) police can “authorize use of directed surveillance to prevent or detect criminal offences that are either punishable, whether on summary conviction or indictment, by a maximum term of at least 6 months' imprisonment or are related to the underage sale of alcohol and tobacco.”

RIPA provides police with the authority to use surveillance methods to detect criminal activities such as “covert directed surveillance, covert human intelligence sources or the accessing of communications data” (RIPA, 2000). This must be done in lawful manner and police must be able to justify that the purpose of the surveillance is proportionate and necessary to the investigation, and this is also outline in (The Human Rights Act, 1998). 

Surveillance is observing an individual or group either knowingly or without to collect evidence and is usually completed via electronic means or fixed (Wex Definitions Team, 2021). Electronic surveillance includes “wiretapping, bugging, videotaping, geolocation tracking, data mining, social media mapping, and the monitoring of data and traffic on the internet. Fixed surveillance includes covert surveillance of individuals in-person, also referred to as “stake-outs.” (Wex Definitions Team, 2021)
Surveillance can be very useful in building intelligence and evidence gathering however this must be done in a lawful manor or it will be admissible in court and could jeopardise an entire case. 

Fourthly, to collate further evidence along with the intelligence gathered the police use Automatic Number Plate Recognition. 

ANPR is a form of technology that scans vehicle registration plates to compare them against the records we hold on to database. (College of Policing, 2022)

Police find ANPR helpful to disrupt, prevent and detect criminal activity as a large percentage of crimes are committed through the roads. ANPR links criminals from one place to another as criminals use vehicles to commit their crimes. 

There are several ways in which vehicles can be used in criminal activity as to, vehicles are used to transport drugs from one location to another. Vehicles are stolen and cloned and used when criminals are committing human trafficking offences along with child exploitation to transport individuals around the country. 

It is important to remember that ANPR isn’t used to just detect crime it is also used to locate missing persons, individuals suffering from mental health, locate victims and provides alibis by locating a vehicle at a set date and time. 

A key feature of the ANPR system is that it can detect a vehicle registration without any details of the vehicle being known in advance; however, it’s important to remember that it doesn’t trace an individual’s movements. ANPR can be used alongside other key evidence to strengthen findings and is vital to the intelligence process as it supports and strengthens intelligence by tracking vehicles and their locations and how long they have remained in those locations. (College of Policing, 2022)

I find ANPR very useful when requesting Back Office Facility hits to locate the last location of a suspect and helping locate weather or not they are still in the area. This has helped me with my own investigation and assisted during a domestic incident where the victim’s vehicle was stolen by a suspect with no driving licence and reported to be under the influence of drugs and alcohol and arrest attempts were successful with the assistance of ANPR. 

Finally, to conclude it is clear how important it is for us to generate, record and retain information and intelligence for it to support with our investigations. Having discussed the different methods of collecting intelligence its important that as police we abide by policies and procedures and that everything, we are doing is lawful and we can justify its purpose. Going forward I am going to ensure that my intelligence records are completed to a high standard and use intel to detect crimes and strengthen my evidence in the future as I know understand its importance and its purpose. 


       Word Count: 1809/1750

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 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	I believe the knowledge required for a Police Constable should be at a high level of between 8-10. As a Police Constable I believe you are required to have a high level of knowledge of the law, policies, and procedures to answer and complete calls professionally and provide a high level of service to the public we serve. Everything we do as Police Constables should be lawful and officers should be able to detect crime and understand what offences and legislation they fall under. In addition to this, officers must have the knowledge to fully update their occurrences and complete thorough and detailed case files. I believe that with a high level of knowledge the better the quality of work is produced by officers. 
 
I believe my current key knowledge at present is at a medium rating of between 5-7overall. 

Since being on independent patrol for the last 6-12 months I believe my knowledge has improved dramatically due to getting more experience and being exposed to a verity of calls.
 
I believe that I can expand my knowledge in relation to case files with more experience and get a greater understanding of what forms are needed and why.

Having been independent for approx. 6-12 months I have been exposed to cases involving Bail and setting Bail conditions on suspects; however, I feel I could improve my knowledge in this area and get a deeper understanding of the Bail process. I have been advised that the BAIL process is complex and can take time and experience to get a full understanding and therefore I feel I could work on this and challenge myself in this area. 

My knowledge of what information is required on Public Protection Notices is becoming stronger; however, there is still room for improvement, and I can still expand my knowledge with this and improve the content of my PPNs to help the third-party agencies and other supporting departments with correct and detailed information. 


	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	As a Police Constable my aim is to be as qualified and skilled as possible for me to achieve my full potential and provide a high level of service when I am conducting my duties as an officer. Therefore, my target is to be highly skilled at a level of 8-10. 

Since being independent I have acquired multiple skills to help me for fill my duties and role as a PC. These skills include basic skills of engaging with members of the public, handling confrontation, Officer safety, First aid, Tier 2 Interviewing training, Blue light course being able to attend emergency’s blue light trained, and file building.

I would consider my skill level as a medium 5-7 as I feel that I have been provided with the necessary skills to complete my role. However, I do feel there are many other skills that I could achieve going forward such as taser, MOE, PSU, ABE, Sexual Offences Liaison Officer. All the above courses appeal to me and I will show willing in these areas.

I feel that with time and experience naturally my skills will develop and expand. These skills would provide more opportunities and exposure to a wide variety of calls, and I feel I would be a more valuable and well-rounded officer because of it. I aim to be a high skilled officer achieving levels such as 8-10 in the future. 

I would like to aim to gain a new skill every ¾ months depending on the course availability. However, I would like to build on my current basic skills in this time and improve them with more experience. 

I have put myself forward for the PSU training to enhance my experience of conflict and attend large events and protests. I’m hoping that I will achieve this skill in the oncoming weeks. 

I would also like to put myself forward for a taser course now I have achieved my blue lights, and this is something that will discuss with my sergeant. I would hope to have this skill in the oncoming months. 

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Experience varies in all Police Constables depending on your length of service and opportunities that have become available to you during your time as a PC.

I believe that the more experience you gain as a PC the better you become, and this comes with time and therefor my aim would have my experience at a high of between 8-10. 

Personally, I feel that working in a busy city centre I am exposed to a large verity of calls and the demand is very high and fast paced. Due to this I feel I have gained a great amount of experience in the 6-12 months that I have been out as an independent PC. I still have a lot more experience to come and I am looking forward to new challenges and new experiences to challenge and improve my knowledge and skills.  

I have dealt with several cases involving sexual offences, and this has given me an experience of dealing with other departments such as CID and higher management.

I have also conducted several suspect interviews which has widened my experience within the custody department and enhanced my confidence in this area. 

I have attended several mental health calls however I feel I could improve my experience in this area and expose myself to more calls of this nature to get a better understanding and widen my knowledge of the procedures and support available. 

Considering the overall experiences, I have had to date I would still consider my overall experience 5-7 as I feel that I have been exposed to a range of experiences during my time however I also feel there is a great deal more that I need to experience within this role, and this will come over time and will grow with every shift that I complete.  
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