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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:

Task 1

The impact of organisational culture can be widely regarded as diverse. As referred to by Grieve et al., (2007), organisational culture cannot be defined precisely, it does however comprise of cultures based on values that are derived from basic assumptions surrounding both beliefs and assumptions, which are shared by members of the policing organisation. The police are a unique organisation because officers are required to enforce the law, the importance of these powers means not only as a police officer can we use powers of the law, but we also have discretion to not, if a more proportionate and appropriate alternative appears more useful and ethical. 

Since achieving independent patrol status, Organisational Culture has played a role. Each police organisation has its own set of unique characteristics which are fine-tuned to provide guidance and support for all employee and their different needs. These characteristics coincide with the 9 protected characteristics within the police force noted by South Wales Police (2019) which are, Age, Disability, Gender reassignment, Marriage and civil partnership, Pregnancy and maternity, Race, Religion and belief, Sex, and Sexual orientation. These characteristics were endorsed through The Equality Act (2010) and came into force in April 2011. Within The Act, three main aims were implemented and set out to have due regard to “eliminate discrimination, harassment, victimisation, and any other conduct that is prohibited by or under this act; Advance equality of opportunity between persons who share a relevant protected characteristic and persons who do not share it; Foster good relations between persons who share a relevant protected characteristic and persons who do not share it”.
These endorsed characteristics have provided me with further awareness and understanding of colleagues’ beliefs and assumptions within the police. As a young White British and Black Caribbean male, I have been accepted and able to retain my own personal values and beliefs under the Race protected characteristics acknowledged by South Wales Police. As mentioned in the ‘Joint Equality Plan (2019-2023)’ where it states, “South Wales Police serves 1.3 million people, covering 42% of the population of Wales and serves a diverse population, with 6.6% of people in 2011 identifying themselves as belonging to an ethnic minority.” As a Black Minority in a predominantly white force the Equalities Act 2010 has enabled me to feel welcomed as an individual, confident in my overall wellbeing and resilience.
As cited by Johnson, Scholes & Whittington (2008) it is essential that police understand the public and their unique needs, it is essential that beneficial relations remain. It states that if culture values line up or become similar, relations will succeed. This supports my thoughts and feelings of the importance of understanding one another, including their values and beliefs. Under Section 3 of South Wales Police ‘Code of Ethics’ (2014) where it states “I will act with fairness and impartiality. I will not discriminate unlawfully or unfairly.” According to this standard, any person must uphold the law in relation to human rights and equality; treat all people fairly and with respect; and treat people impartially. This section of the code of ethics requires me and other employees of the police to show empathy and compassion towards all people we encounter and treat them according to their needs regardless of any of the 9 protected characteristic. This includes vulnerable persons who may require police to go above and beyond without prejudice when their support or assistance is required, in their hour of need. These requirements intertwine with organisational culture in the police, but also the personal beliefs and morals within a person.
These codes of ethics have allowed me to reflect on my own beliefs and prejudices in a positive manner, additionally this has also allowed me to challenge others when I’ve felt required to do so. On the topic of diversity and inclusion, the acronyms ‘BAME’ or Black Asian Minority Ethnic, and ‘BME’ or Black and Minority Ethnic have become more popular in most recent years since the ‘BLM’ or Black Lives Matter movement. As a member of an ethnic minority, I personally oppose the use of them especially when I am referred to as a member of these, I am aware this is my personal preference however I proudly refer to myself as mixed-race. As mentioned by Bunglawa (2019), it comes down to personal preference how someone of a specific ethnicity wishes to be identified or referred to as and how in fact several White ethnic minorities also fall into this ethnicity group such as Gypsy, Roma, and Traveller of Irish Heritage. At first, I was not aware that certain white ethnic minority groups were included in BAME or BME however, upon reflection I am able to identify this and consider how to learn from this as a form of what was previously prejudice to what is now knowledge, understanding and acceptance. 
Noted by Schein (1996), basic underlying assumptions outline the dangers of not understanding culture, which can cause someone to feel victimised due to social and or organisational factors. He goes on to define organisational culture as ‘the common perception of a person’ and that innate assumptions, thoughts, feelings, and behaviours prove difficult to change due to the deep rootedness of unconscious beliefs. This is not something that only police organisations have differences with, it exists throughout human civilisation including other organisations (Farndale et al, 2015).
Overall, organisation culture has had a positive outcome on me since becoming an independent patrol officer. As mentioned by College of Policing (2021), Senior police officers should encourage positive organisational culture that enables the public to engage in neighbourhood policing. Officers need to ensure that all police contact with the public has the intention to build trust and increase service user satisfaction.
The foundations and elements of this include treating people fairly and with dignity and respect, giving people a chance to express their views, listening and taking them into account, making impartial decisions and explaining how they were reached, and being open and honest. These foundations have allowed me to feel accepted, respected, supported, and confident in all aspects of the job as I am the only ethnic minority officer on my team. They have had a positive effect on my well-being day to day and have also allowed me to become more resilient when dealing with members of the public who do not follow or aren’t aware of the differences under the 9 protected characteristics, The Equality Act 2010 and so on. 
Described by Shannon (2019) resilience is the capability to deal with stressful and risky incidents emotionally and mentally. Each person copes differently however a prosperous resilience-based approach can aid people to focus on overcoming these obstacles. 
My life experiences have enabled me to become a resilient person however, since being exposed to organisation culture within the police it has strengthened my resilience and provided me with an understanding and knowledge to obtain a ‘thicker skin’ when dealing with incidents that may be perceived as traumatic scenarios. Supportive of this, Sadulski (2017) suggests five common components that improve officer resilience as, peer support through communication, experience, family support, life outside of policing, and police training.
The support available to me from colleagues and external agencies as well as family support enables me to reduce stress and continue a healthy lifestyle and wellbeing.
In conclusion, since achieving independent patrol status, organisation culture within the police has had a positive impact on my wellbeing and resilience. It has allowed me to share and raise awareness to colleagues and members of the public my beliefs and assumptions such as ethnicity and how people of ethnic minorities may wish to be addressed, in conjunction with this I have been able to retain my personal values surrounding ethnic culture when amongst other cultures with confidence and support and have been able to further educate myself of others. In fact, I have gained confidence and further knowledge surrounding different cultures amongst other characteristics under South Wales Police’s 9 protected characteristics.
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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:

Task 2
The incident I will describe involved a mother and father who were separated, the father had recently obtained custody of their teenage daughter and since this, the mother had made third party report of the father of assaulting their daughter. The daughter had been conveyed to her aunties address by social services but absconded and returned to the father’s address. 
My role in this incident was to attend the father’s address with my colleague and convey the daughter back to her aunties address. This incurred many complex issues, the daughter did not wish to leave and stated that her mother’s allegations over her father were false. She did not feel comfortable staying at her aunt’s address as she did not know her well and referred to the aunt as a ‘stranger’. Several days prior to my involvement the father had been arrested and released from custody with no further action required due to the lack of evidence against him. The daughter however was required to remain at her aunt’s address which was a condition instructed by Social Services. This incident occurred during unsocial hours on a Saturday night therefor no further information was accessible from Social Services or other agencies until the following Monday morning. 
Throughout the incident I used the National Decision Model (NDM). As noted by Lax (2014) the model comprises of 6 components which are used when making decisions as a police officer and is consistent with the principles and standards of behaviour surrounding the Code of Ethics. 
The first component of the NDM comprises of the Code of Ethics values and professional standards. As noted by College of Police (2014), the NDM is the initial decision-making model for police in England and Wales. All personnel of their respective forces require the use of it to determine possible outcomes.
The second component is to gather information and intelligence surrounding the incident, the information I had received was that there was an allegation of domestic common assault where the father had slapped the daughter, at that moment I did not have any further information prior to arrival. On arrival I was made aware by my supervisor that there had been a previous similar 3rd party report made by the mother which was a false report. The use of the code of ethics allowed me to remain impartial and open minded when attending the address. As noted by The National Crime Agency (n.d.), intelligence is the basis of all avenues of policing, accurate intelligence allows police to effectively prioritise decisions and positive action to remove threat.
The third component required me to assess the threat and risk to develop a working strategy, at the time the risk was that the daughter was at risk of her father and during the incident the father appeared a threat to myself and my colleague as he was verbally abusive towards us when we had informed him of the allegation. When developing a working strategy, I was required to take immediate action to separate the father to provide safety to the female and give her an opportunity to speak with me confidentially. As noted by Wilkinson (2020), police officers are required to take positive action when attending domestic abuse incidents and this action commonly results in arrest.
 Positive action can be defined as a positive obligation for officers to take reasonable action within their lawful powers to safeguard the rights of victims and children, this comes under article 3 of the Human Rights Act (1998). The daughter stated that she had not been assaulted and that her mother had recently made a similar accusation which was false, the daughter seemed adamant that no assault had taken place and remained persistent with wanting to remain with her father. There were no visible injuries on the daughter, nor did I perceive her to be in fear of her father. As noted by Owen and Hughes (2009), false allegations can be made when a child is utilised as leverage in order to gain further control of their current or previous partner. However, at that moment in time I was unable to determine or verify this information.
The fourth component of the NDM are the powers and policies of a police officer which required me to consider which powers and policies to utilize. Under Section 42 of the Offences against a person act (1861) it states, if any person unlawfully assaults or beats any person is guilty of the offence. This allegation was a third party as the mother was not at the address when the assault had allegedly taken place. Noted by Survivors Network (n.d.), a 3 third party report is someone who reports a crime to the police on the victim’s behalf, this allows police to receive the information anonymously at times and police can act on their behalf without the victim’s consent. 
When I spoke with the daughter, she had stated on numerous occasions that it was a false report. As she was the alleged victim in this incident, I was required to use my discretion providing I had a reasonable rationale. Supportive of this Schulenberg (2015) notes police discretion predominantly spotlights the inclination to arrest, whilst less focus is drawn to the variety of nonarrest disposals when dealing with an incident, this can include accounting for victim emotional distress which is a key factor for using discretion where suitable.
The fifth component of the NDM required me to identify options and contingencies through the powers and policies that I had previously considered. As noted by College of Policing (2022), a child is considered vulnerable due to them being under 18. The options I had identified related to the potential threat that the father had assaulted his daughter on this occasion, the daughter would be considered a vulnerable person due to her age which enabled me to strongly suggest the daughter could not remain with her father for the evening. Albeit I had little prior information and intelligence of the family, my instinct was to be ‘safe rather than sorry’. Supportive of this Wate & Boulton (2015) states the safeguarding of children is the main focus in protecting the public and that the child’s best interests must be the fundamental factor in all decisions affecting them.
In this occasion I believed my decision was justified, proportionate, legitimate, necessary, and ethical. I advised my colleague of the option I believed best suited the incident. I sought advice from my supervisor and colleague who agreed with my suggestion. This option allowed me to use discretion and safeguard the daughter by allowing her to stay with a relative she felt safe with, this was her uncle who had children of a similar age.
The sixth component of the NDM requires me to act, record, and review what had occurred. This section contains subsections that required me to review and respond to the incident using an option I previously deemed the best suitor and implemented it. I advised my colleague the action I believed was best suited, which was to obtain information about any other relatives the daughter would consider staying with until the social services had been in contact with further details.

The outcome of my decision provided safeguarding for the daughter as it enabled her to stay with a familiar family member who she felt comfortable remaining with. Ultimately, I believed if I was to return the daughter to her distant aunt’s address, she would most likely abscond for a second time and return to her fathers. This decision provided me with the highest chance of prevention, thus allowed me to make a reasonable decision with the daughter in mind. 
Initially my colleague was of the mindset that there was no alternative option and ultimately the daughter would be going to her aunt’s, this caused the daughter significant distress for a period of time, which caused her father to become verbally abusive towards us at moments. I could understand why the father was angry as from his perspective, two police officers have entered his address in an attempt to take his daughter aware from him, against both of their wishes. The lack of information I had proved difficult when making a decision. This enabled me to seek alternative solutions of safeguarding to satisfy all parties without traumatising a child. 

In conclusion, I have learned the importance of prior knowledge and information can be vital when making an informed decision. However, given the lack of information I had I believe I made an ethical and informed decision. As a result of this incident, I have further developed a level of empathy which enables me to be relatable to members of the public which can allow me to build trust and develop a rapport in short duration. 
In future my knowledge and understanding of social services’ policies and procedures when they’re not available can enable me to provide relevant signposting and information to family members during critical moments. For example, the father asked me several times that their social services point of contact had dealt with the previous allegation against him and had confirmed it was a false allegation, at that moment in time I did not have much knowledge of the process and was unable to provide support. 
Since, I have been in contact with the public protection unit and have liaised with a member of staff who has offered their support when dealing with similar incidents in the future. Having this point of contact has given me further support and confidence to understand and develop as a police officer for future occasions. This includes external agencies such as social services and the National Society for the Prevention of Cruelty to Children (NSPCC) as well as internal departments such as the missing persons unit and No Apparent Immediate Risk/Absent (NAIRA).

(1591 words).
















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:

Task 3
As noted by (Costa et al., 2012) team dynamics are a fundamental structure of organisations, despite most organisations focusing on individual performances and statistics, the use of team dynamics enables organisations to progress as a whole. Teamwork engagement is dependent on team members perceptions of their own levels of engagement and how they interact. Each individual has their own unconscious level of personal opinion, perception and understanding hence, it is down to the organisation structure in place to develop structures so that all individuals can exist on an individual level as well as collectively.
According to (Palmon, et al., 2017) the dynamics of a team centres around three components; perception, reasoning, and generation. This includes how the mannerisms of an individual within a group develops over time as an effect of the dynamics of said group, and how their behaviour can change as a consequence of each individual and their own perceptions. Furthermore, O’Connor (2006) suggests performance factors relate to two components of extrinsic and intrinsic factors. Intrinsic factors would involve an individual’s identity, their aspirations, willingness to achieve and commitment. Whereas extrinsic factors would involve social differences, team injunctions, and team rewards. Both of these components can be used to monitor performance progression as a whole as well as individual performance, these factors can enable teams to unite as a whole. Supportive of this Voet and Steijn (2021) note progression within teams is reliant upon team cohesion and how it correlates to improved quality of work, including individual and team performance. However, it goes on to state the calibration of diverse individual goals, values, and achievements of the team is prerequisite. 
Buljac-Samardzic, et al., (2010) provides insight on methods to improve team effectiveness by delving into methods used by organisations to improve team cohesion by means of simulations, training-based inputs, and team training. However, it also notes that each organisation will understandably require contrasting outcomes and necessities. In essence, the requirement of ‘tailormade’ interventions for each organisation must be noted to achieve specific outcomes and goals. 
Within my team and others surrounding me, I have found that performances have proved beneficial when the team dynamic and unitedness has been positive and upbeat. To be on the ‘same page’ as my colleagues has enabled me to feel confident and trust that we all have the right attitude and willingness to develop. Carron, et al., (2007) promotes team cohesion as the ‘key’ to better performance within a team as it aids in developing and maintaining professional relationships as a form of bond.

On the contrary Lencioni (2002) notes there are five disfunctions of a team, the absence of trust, fear of conflict, lack of commitment, avoiding accountability, and inattention to results. These flaws are combined with invulnerabilities, poor standards, lack of personal willingness to understand and egos. The absence of trust, in a functioning team trust is considered to be comfortable with one another and that all intentions are good. In order to overcome the lack of trust within teams Lencioni believes shared experiences are vital in attempting to overcome the lack of trust. Within my team are a group of diverse people who trust in being vulnerable and open to one another, this can prove beneficial thus far as it has enabled me to feel respected, trusted, and authentic.
Lencioni (2005) also notes a lack of trust can often lead to a fear of conflict between a group of individuals and can slowly make a team become stagnant, without conflict individuals are unable to debate vital issues which may arise throughout their personal and professional lives. This in turn can lead to talking behind each other’s backs, passive aggressiveness, and miscommunication as fear they may fear it would directly disrupt the team. Supportive of this without conflict, team members may find difficulty in making decisions as they may fear the decision is not support or may be slandered without them knowing. This can be a by-product of poor direction, decisiveness, and confidence. When a team member cannot be decisive it can cause hesitation and provide unethical actions and behaviour that can become counterproductive at the detriment of the team. When all of the above negatively contribute to the team’s morale and work ethic, individuals will naturally begin to put themselves first ahead of team goals and aspirations, causing divides and lack of personal accountability. 
Additionally, within teams, all individuals are different and may have a difference in opinions, beliefs, and perceptions, the list is not exhaustive. The aim of an organisation is for their teams within to accept each other’s needs as a mean of respect and understanding in order to reach the desire of equilibrium. Under the Equality Act (2010) resides 9 protect characteristics which are, age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex, and sexual orientation. In the Joint Equality Plan 2019-2023 (2019), South Wales Police set out the objective and desire to ‘be the best at understanding and responding to our communities’ needs’, this desire also includes the employees who working within this organisation. 
In a comparison by Sun and Payne (2004), both note the racial differences and conflicts which may occur between racially diverse police officers when dealing with racial incidents and how their behaviour and actions may differ. For example, black officers are known to act differently to white officers in minority communities as their interactions with members of the public are notably different. Alex (1969) suggests that black officers’ behaviours are influenced by their own primary identifications as a police officer or a black person in the police, whichever of the two takes primacy of the other can dictate in how the officer will enforce the law. For example, a black male who sees himself as an officer may enforce the law more vigorously than an officer who prides himself on being a black person first. Furthermore Leinen (1984) notes that some black officers believe themselves to be more effective than white officers in these minority communities due to their abilities to have a better understanding and level of communication with those communities as they believe they are relatable and capable of dealing with cultural diversity without the stigma of racism. 
Within communities where I police there is a low population of diverse communities, the vast majority of nominals that come into police contact within my area are white. Thus, I am unable to extensively determine how I or my team would police these areas with absolute certainty however, the level of trust and belief I have in myself and my team if an incident were to arise, I have confidence it would be satisfactorily addressed.  
Within a team there is naturally a team leader, this can be in the form of supervisors but also can be dependant on life experience, years of service or age. Noted by Sorengaard and Langvik (2022) a good amount of support and fairness from leaders can counteract the likelihood of employee burnout or dissatisfaction, stress levels and overall health. In addition to this, the improvement of leadership within a group has ripple effects throughout an organisation which may include high levels of performance and overall team wellbeing.  I’ve found within my team there are several colleagues including supervisors with significantly more years of service and experience in the job that are supportive of me, and other colleagues may be new to the job. Since becoming an officer this has only been a positive for me as we can seek guidance from these other officers when in moments of uncertainty. 
Within other teams I have noticed certain levels of disfunction, errors, disgruntled officers and overall low levels of confidence. For example, a colleague who was initially part of my team notably struggled with confidence and would remain silent for the majority of their shift. All members of my team had noticed this and agreed to assist the colleague with his work in order to promote self confidence and trust within out team, this had a positive effect on them and had a knock-on effect of the rest of the team’s collaborative effort and performance. However, once the colleague moved to their permanent team, they began to return to their former selves and were unable to ‘come out of their shell’. This appeared to have a knock-on effect of the rest of their team and was blatant the team were not working collaboratively. Hogget, et al., (2018) notes that most officers believe experience or years of service within the police as the biggest factor to being or becoming a good police officer as they naturally have knowledge and credibility which, in turn provides a natural person of trust and leadership. The lack of experience on the team my colleague moved to illustrates the dysfunctionality of their team, which became the poorest performing team within my area due to the quantity and quality of work they had, and the complaints they’d received as a consequence.  
Additionally, (Hoggett, et al., 2018) also noted complaints against the police come down to the officer’s integrity, discipline, lack of accountability and experience. Complaints are essential for police officers to be held accountable for their actions but as important, to uphold and increase public trust and confidence with organisations within the public sector. Supportive of this Newburn (2015) notes consistent dishonesty and unnecessary use of force can be routine for certain officers who have a strong sense of loyalty to others, especially those of whom they look up to due to experience or previous credibility. This perhaps is the biggest issues in modern policing for new officers, I have found that quiet characters will often not challenge colleagues or superiors to avoid conflict despite secretively being in disagreement. 

In conclusion, Costa (2012) defines team dynamics as a fundamental structure of organisations and although most focus on individual performance and statistics, the use of team dynamics allows organisations to view progress as a whole. This is vital for organisations within the public sector as public trust and opinion are dependent on this. Lencioni (2002) notes five disfunctions of a team, all five elements must co-exist for a individuals to thrive and develop amongst a team. Without one of the element’s a knock-on effect is inevitable and can lead to several negative outcomes such as distrust, poor performance, public and police complaints, and overall general poor team wellbeing. The support of legislation and acts such as the Joint Equality Plan (2019) and Equality Act (2010) enables organisations such as the police to follow and abide by to produce a healthy, understanding and professional working environment. Noted by Sorengaard and Langvik (2022) leadership plays a vital role for overall team wellbeing as it provides confidence, trust and leadership within the team which reflects in individual and team performance. As a whole I have been lucky and grateful for the team I have joined, it has allowed me to express opinion comfortably and engage in open conversations where vulnerability is of note. This has enabled me as well as colleagues to increase trust and confidence in each other which simultaneously produces positive outcomes within our roles as police officers.

(1795 words).















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:

Task 4
Noted by College of Policing (2020), intelligence can be defined by the use of corroborated information from numerous sources to aid local and national crime investigations. This information can come from numerous sources including members of the publics, victims, witnesses, suspects, community sources and designated police intelligence operatives, the list is not exhaustive. These sources assist in providing an insight into criminal activity. As Gottschalk (2009) states, intelligence is reliant on an array of information sources with the aim of tracking and predicting crime to improve policing. This process can be analysed by means of a ‘knowledge ladder’, raw data is obtained from numerous sources which becomes information, intelligence, and lastly knowledge. 
As mentioned above, there are an infinite number of sources in which police can obtain raw data information. For examples an open-source intelligence is data and information obtained from the general public, this can include the internet, newspapers, television, and government reports, as well as others that are publicly available. Additionally, Chappell (2015) notes methods of covert and overt intelligence gathering which includes an information gathering source such as a Covert Human Intelligence source (CHIS), this method requires specialised police officers to establish and maintain a personal relationship with a person for the purpose of obtaining intelligence. Furthermore, James (2013) regards a (CHIS) as a critical method to both proactive and reaction forms of investigation. When a relationship with a CHIS is established, police officers or ‘handlers’ are dedicated to obtaining this information and recording this information for dissemination and corroborating. Supportive of this, (Vallano et al., 2015) states that if an individual feels relaxed and comfortable to share information, it can improve the quality and quantity of it, it can even improve memory recall. This effort is required to establish any inconsistencies, discrepancies, and how reliable the information is.
It is clear information and intelligence accuracy proves vital in policing, within the UK “intelligence led policing” involves a rational reaction to crime issues across the country. With the use of analysis in patterns of crime and intelligence, police organisations can be pro-active as opposed to reactive. That being said, the ability to prevent crime or learn from it must be attempted. The National Intelligence Model (NIM) provides guidance as a model which analyses intelligence to promote effective intelligence-based policing. John and Maguire (2004) note (NIM) to be designed with four categories in mind known as ‘product’. These are: 
· Analytical products: provide brief reports of intelligence and information from numerous sources within and outside of the police. 
· Intelligence products: the intelligence and information received is then corroborated and developed into priorities, problems, and targets such as crime hotspots or serial offences.
· Knowledge products: are for future developments of within the model to assist in maintaining the quality of intelligence as well as protocols such as data protection and its guidelines.
· & Finally, system products: which is designed to ensure confidentiality and security in the attempt to prevent information becoming public knowledge or criminal becoming ‘tipped off’.
Similarly to (NIM), (Giles et al., 2022) notes that intelligence management must coexist to establish the quality of the information corroborated. A model commonly used by police is the 3x5x2 model, this requires officers to grade the quality and reliability of the information they have received. For example, an officer may receive information from a CHIS and will have to grade it as reliable, untested, not reliable at first. Once that is known they can establish whether the information is known directly to the CHIS, indirectly but has been corroborated, known indirectly, not known, or suspected to be false. This information provides guidance for officers when acquiring information. The final step of the model’s process is the handling of information which are lawful sharing permitted or lawful sharing permitted with conditions, this requires the officer to determine whether the information they have received requires conditions in place to protect either the source such as public interest immunity, or the information becoming known to other agencies that it may be regarding, such as social services.
The use and requirement of reliable information and intelligence appears critical in the detection and prevention of crime. Ratcliffe (2008) defines them as “pivotal” in the assistance of crime prevention, reduction, and disruption. Supportive of this, Bullock (2013) notes the use of corroborated intelligence assists police in profiling persons of interest in the prevention of crime and the reduction of crime as it allows them to establish patterns of crime or behaviour from repeat offenders. The Serious and Organised Crime Strategy 2013 by Home Office (2018) provides emphasis on the increasingly important measures and preventatives in place to help reduce threat, they note intervention attempts to disrupt drug trafficking and distribution in the UK. Additionally, Duijn (2014) notes criminal networks are continuously adapting to opportunities created by the dark web as it allows anonymity and access to individuals worldwide with intentions to purchase or sell illegal goods. The complexity of these criminal networks prove difficult for enforcement to prevent as the number or users and visitors to these sights outweigh the number of police officers attempting to prevent those illegal transactions. Illegal goods that are sold on the dark web are almost infinite and can include controlled drugs, firearms, prohibited bladed articles, men, women, and even children. 
Without question the disruption of criminality is at the forefront of all policing and is consistent with the Peelian Principles of preventing crime and earn support (College of Policing, 2014). The use of roads by criminals assists the police in disrupting a wide range of crime as well as traffic offences.  Additionally, College of Policing (2021) states crime is predominately associated to a small proportion of areas, victims, and offenders. This enables police to resource and saturate those areas in numbers in order to significantly disrupt criminal activity in the heart of its existence. Supportive of this, the Driver and Vehicle Standards Agency (DVSA) assist in inter-agency road checks on occasion to provide support with strategies to prevent crime.
Notably the NPCC (2022) state in their National Roads Policing Strategy 2022 – 2025 policing roads is built around four components of activity, preventing harm and saving lives, tackling crime, driving technology and innovation, and changing minds. Roads within the UK are often abused for criminal gain thus it is a vital part of effective policing. The use of innovative technology such as Automatic Number Plate Recognition (ANPR) from partner agencies provide an additional level of effectiveness when policing roads and keeping road users of it safe. 
Described by (Jang et al., 2022), ANPR is an image processing technology that captures images of vehicles including the numberplate and records it onto a database. Since the introduction of ANPR in recent years it has become an effective tool for obtaining information and intelligence to corroborate and record vehicle or people of interest’s movements. This technology can not only be used to locate, disrupt, prevent crime but bring criminals to justice with reliable evidence. In a report from MAV (2022) in the first year of ANPR cameras being installed in Ashfield by Nottinghamshire Police, there was a 36% reduction in burglaries, with a further 41% drop in the next year 2014/15. A phenomenally positive deduction with the goal of deterring crime in a hotspot area. Supportive of this, National Policing Improvement Agency (2007) states ANPR as a consistent tool to provide a considerable amount of information, with the addition of (NIM) to corroborate this information and produce reliable intelligence, together they provide the ability to: identify vehicles used in the commission of crime; monitor movements of possible suspects; review movements of a victim’s vehicle if stolen, identify witnesses, and identify potential alibi’s, the list is not exhaustive. 
Similar to ANPR, the use of CCTV is also another form of data collection which provides other avenues of information, and the volume of CCTV cameras outweigh that of ANPR. Evidence capture by CCTV systems can tremendously assist in police investigations when available however there are implications and limitations to this. 
Limitations to ANPR and CCTV technology.
[bookmark: _Hlk115657425][bookmark: _Hlk115657142]No CCTV (2013) notes the concerns of members of the public and their right to privacy (Article 8 Human Rights Act, 1998). The requirements of such technology must comply with legislation and acts such as The Data Protection Act (2018) & General Data Protection Regulation (2016) requires an investigator to request access to CCTV data, this process can often delay the process especially when an investigation may be time sensitive. Additionally, the Investigatory Powers Act (2016) & Regulation of Investigatory Powers Act (RIPA) (2000) provide framework to govern the use of investigatory powers by police and other security or intelligence agencies. This power provides compliance to guidelines to police and other agencies to prevent the misuse and unlawful interception of public data. The difficulty with such modern and constantly improving technology is the mass surveillance capabilities and how intrusive information can be accessible so effortlessly. GDPR can often set a high standard for consent with lawful policing purposes also in mind.
Furthermore, the reduction of specialised traffic patrol officers dictates the inevitability of the increased use of technology when policing roads. This is due to cutbacks and budgets being slashed to assist in other departments of policing. Supportive of this, the acknowledgment of technological errors or inaccuracy must be considered on occasion. For example, poor weather or lack of visibility or objects blocking these cameras can become on-going issues.

In conclusion, information and intelligence prove the most important form of and foundation of police investigating, prevention and disruption of crime and the recording of data. Chappell (2015) has provided methods of how information can be obtained by the use of a (CHIS). The quality and reliability (James, 2013) notes can be dependent on the rapport between the handler and the source. The revelation of the (NIM) model as guidance for analysing and prioritising data is a key benefit in corroborating the reliability of data, which in hand determines the level of prioritisation police action required. The use of the 3x5x2 model works collaboratively alongside (NIM) to produce trusted intelligence for police dissemination as Ratcliffe (2008) describes as “pivotal” in disrupting crime. 
The ongoing adaptation requirements of police organisations to remain in touch of criminal activity is vital to the recording and investigating of crime including the dark web. However, the users of such illegal transactions online cannot be managed in comparison to the manpower police and other lawful agencies have in combatting those crimes. The assistance of technology such as ANPR and CCTV noted by NPCC (2022) is proven to provide an added level of security and reliability to policing roads however, these technologies can on occasion become unreliable due to computer or human error. Despite the appraisal of modern technology in detecting crime, the implications can also be noted. With the guidance of (RIPA, 2000) and other data protection acts, sanctions imposed on organisations who require the use of data capturing technology will continue to occur. The use of such technology is beneficial in the attempt to prevent, deter, and disrupt crime.
(1770 words).












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 
 

	[bookmark: _Hlk115661916]KNOWLEDGE 
 
 
 
 
 
1. Roads Policing
2. Casefile build
3. Interviewing
 
 
 
 
 
	Low 
1-4 
	Med 
5-7



7 
	High 
8-10




	Low 
1-4 




	Med 
5-7 



5
	High 
8-10 
	1. I will Increase my knowledge of roads policing, including sections of the road traffic act. My goal is to become more pro-active when policing the roads. I have a traffic SPOC on my team who can assist me in achieving this. Road traffic incidents occur quite often in my area of work. I will look to achieve this within 3 months. (03/01/2022).
2. I will improve my knowledge of case file builds (paperwork side) as my knowledge is currently limited. I will designate time when the volume of calls are low to assist with my colleagues casefiles. I will seek to achieve this within 2 months. (03/12/2022).
3. Complete more interviews as the lack of opportunities prevents me from developing certain areas which lack. I will seek to complete at least 2 interviews within the next 3 months (03/01/2022). I will achieve this by offering my assistance. Research more interviewing techniques that will assist me and provide me with further confidence and trust in myself. 











	SKILLS 
 
 
 
1. Interpersonal skills
2. Blue light driving

3. Taser course
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 


	High 
8-10 

9



N/A


N/A

	Low 
1-4 
	Med 
5-7 

8



N/A


N/A

	High 
8-10

 
	1.  Improve interpersonal skills more. My ability to speak with members of the public especially during critical moments is comfortable however, when I develop my level of knowledge my confidence will become more apparent. I can measure this by asking members of the public if they have any questions after attending an incident and explaining myself. Continue to be professional and polite to all persons I encounter.
2. I wish to become blue light trained, by doing so I can upskill my level of response driving and achieve additional achievements such as advanced driving courses. At present I am attempting to book onto a blue light course however demand is high despite often contacting learning and development to book on. I seek to book and complete this training within the next 4 months. (03/02/2022).
3. Additionally, I wish to complete the taser course, I believe this will assist in my upskilling and believe it is a useful deterrent for aggressive individuals. Similar to the blue light course driving I am attempting to book onto a course often. I wish to book and complete the course within the next 4 months. (03/02/2022).

	EXPERIENCE 
 
 
 
1. Revisiting arrest necessities.
 
 
 
2. CID attachment



3. Hate Crimes
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 








7



6

	High 
8-10 



9

	Low 
1-4













4

	Med 
5-7 



6




5

	High 
8-10 
	1. I often can forget the correct wording for arrest necessities, I seek to practice the necessities. I will look to achieve this within 1 month by regularly looking over them. (03/11/2022)
2. As a response officer I am most often likely to be one of the first on scene at a major incident, at present I feel I lack certain aspects of knowledge required of me to complete processes without the guidance of an experience colleague or supervisor. For example, I tend to resort to my work mobile device for guidance on what specific questions I’m required to ask to build a substantial picture of events for CID or CSI to attend when at a burglary. I will do further reading over the relevant questions and information required when attending these types of crimes within the next 3 months. Although currently unknown when, I will soon have a CID attachment which will increase my knowledge and understanding of the processes they require for gathering information at certain crime locations. (2023, date unknown)

3. In my area of policing hate crimes do not often get reported and in turn means I do not have the opportunity to investigate them. In future I will attempt to identify hate crimes in reports that may be considering malicious communications or public order incidents as a mean of developing my knowledge and investigatory abilities surrounding these offences. I will seek to complete this within the next 3 months (03/01/2022)
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