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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 task, I will reflect on the impact of organisational culture within policing on my well-being and resilience. I will also consider the risks of conforming to this organisational culture and illustrate my strategies for maintaining well-being and resilience. 
   Firstly, ‘organisational culture’ can be described as a general term used to outline the values, objectives, aims and expectations of a workplace or establishment. By having this culture, it produces structure for employees, improving how well they perform and how engaged or productive they work. The University of Lincoln, 2022 explains in their blog, how the Chartered Institute of Personnel and Development (CIPD), which is the UK association for human resource management professionals, states that organisational culture “matters because it offers a way for employees to understand their organisation, to voice their views, and to develop connections and common purpose.” Furthermore, ‘Indeed’ which is the number 1 listed website for advertising job applications, have published many benefits of organisational culture, some of these include,
· “Increased employee engagement - A work environment that possesses organizational culture is driven by purpose and clear expectations. This motivates and inspires employees to be more engaged in their work duties and interactions with others. 
· Strong brand identity - A company's organizational culture represents its public image and reputation. People make assumptions about businesses based on their interactions within and outside of the company. If it lacks organizational culture or has a weak image, customers may hesitate to do business with anyone who is associated with the brand.” (Indeed, 2022). 
There are four types of organisational culture, and these were developed by Robert E. Quinn and Kim S. Cameron from the University of Michigan. These are, 
1. Clan Culture – This culture is all about teamwork and harmony within the group. Here, everyone has a valued role where personal growth is encouraged. There isn’t so much a hierarchy, but more focussed on working together and maintaining a positive atmosphere where people can develop their skills. This culture is usually adapted in small businesses involving close knit friends and family. 
2. Adhocracy Culture – In comparison to ‘Clan culture’, here individuality is highly valued and is a space where creativity and using your own initiative is encouraged. This culture is focussed on taking risks to push progress and therefore creates a fast-paced working environment. On the other hand, sometimes these risks don’t always work out, resulting in great losses. 
3. Hierarchy Culture – This culture runs off structure and control with its main aim being efficiency. Usually, there will be a chain of command who makes the decisions that the others follow. This culture is quite strict and formal, however can be favoured as it provides a sense of security. 
4. Market Culture – This culture looks closely into what strategies work to achieve the best results. They constantly are analysing and monitoring every aspect of the company to get the best performance. Due to this, the same methods of working are repeated, and risks are hardly taken, which doesn’t leave room for any creativity and can put pressure onto the employees. 

   In my opinion, the polices’ organisational culture falls under that of a hierarchy due to the ranks of constable, Sergeant, Inspector etc and that there is clear structure and direction of what is expected of you. However, there is also aspects from all four types too. The College of Policing produced the ‘Code of Ethics’ in 2014, as the professional body for policing. It outlines and sets the exemplary standards of behaviour for everyone who works in policing. It states, “It is a supportive, positive, everyday decision-making framework and is a constant reinforcement of the values and standards that policing is proud of. It is intended to encourage personal responsibility and the exercise of professional judgement; empowering everyone in policing to ensure they always do the right thing.” Under this code, there are 9 principles. These are accountability, fairness, honesty, integrity, leadership, objectivity, openness, respect, and selflessness. These principles are practical for setting out a clear example of how we must remain impartial and treat everyone fairly to find the best outcome.
  On reflection, it also provides us with a guide on how to get to those outcomes and the thought process behind it. By remembering these core principles when at a call as a police officer, it empowers me to have the confidence in making certain decisions. Usually, I will face many challenges as a police officer but by sticking to these values, it allows me to overcome them, making me that little bit wiser on what to do next time. As a result of this and building my resilience, its boosts my own well-being as I am confident in my own actions. Also, if there was ever a complaint made against myself for whatever reason, I know that I can justify my own actions by taking ownership and being accountable. Similarly, by having a supervisor that you can turn to for help and guidance as well as being a part of a team where everyone supports each other, gives a great sense of relief. This is where the ‘Clan culture’ is evident. On the other hand, by sticking to these values and the wider organisational culture, you can lose your own sense of self and identity. For myself, adapting to the organisational culture within the police was simple. I believe this is due to my age and that I didn’t have much life experience or wasn’t set in any specific organisational ways, as being in the police is my first serious occupation. I can however see how someone much older than me, who has had multiple occupations in the past, would find it difficult to cope with the change and different type of culture, especially if they were a manager in their previous role. In addition, there has been some situations when I have been at a call, in work where I have had to ignore and retain my own personal values and instead follow the policing principles as this is what is expected of me. 
   As I mentioned earlier, by conforming to an organisational culture, you can lose your own identity. Levine (No date) illustrates this in her blog and states, “For your business, conformity makes you lose out on the positives of having a diverse team. When your employees are afraid to speak up, mistakes and poor decisions can be made, which can cost you time, money, and effort.” Additionally, specifically in a hierarchy culture, where employees feel like they cannot voice their own opinion or share their thoughts with their supervisor, this leads to poor communication, a toxic environment, and a breakdown in trust. Equally, “If employees feel they're under constant scrutiny, they stress out.” Stated by Sherman 2019, which will then result in employees leaving their job.  
   My strategies for maintaining my well-being and resilience are by always analysing and reviewing my actions when I have dealt with a certain situation which may be challenging at first. I look at what went well, and what I would change in the future. I also talk to my colleagues and supervisors to get their view and apply it to my own to get a better understanding. Or, to ask for some constructive criticism. I also try to think of the positives in every situation and not to dwell on the negatives. By doing these things, it increases my confidence, therefore maintaining a healthy outlook and having an optimistic impact on my well-being and makes my resilience to certain things greater. 
   To conclude, by having an organisational culture in a workplace is generally an important aspect to have as it provides structure, leading to best performance. However, it is vital that this culture does not turn into being a toxic environment where employees feel that they cannot be themselves or speak their own views as this can have a reverse effect, and lead to them under-achieving. 

Word Count: 1,322 words. 
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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:

   In this task, I will talk through a domestic related incident that I have been to as a police officer, and reflect on the decisions I made in that complex and difficult situation using dynamic risk assessment. I will also evaluate the decisions I used, using the National Decision Model and explain my rational behind my decisions. Furthermore, I will consider my ethical approach to the decision and outline any consequences that occurred. For confidentiality purposes, I will use pseudonym names in this task.
   A couple weeks ago, I was working a 15:00 – 00:00 shift with one of my male colleagues. A grade two call came in around 17:00hrs. A grade two call is not an emergency, but officers need to get there within a 1 – 2-hour time frame. The call came from a support worker. She explained that the day before, she had a meeting with one of her clients. She stated that in this meeting, her client, Julie, had disclosed to her that her husband, Mike, constantly hits her and appeared to be very upset. This had come through to us as a ‘MARAC’ referral. Devon County Council, (no date) explain that “A MARAC, or multi-agency risk assessment conference, is a meeting where information is shared on the highest risk domestic abuse cases between representatives of local police, probation, health, child protection, housing practitioners, Independent Domestic Violence Advisors (IDVAs) and other specialists from the statutory and voluntary sectors. After sharing all relevant information about a victim, representatives discuss options for increasing safety for the victim and turn these options into a co-ordinated action plan. The primary focus of the MARAC is to safeguard the adult victim.” When Julie was asked by her support worker why she had not disclosed this before, Julie stated that it’s because she doesn’t want Mike to go to prison. Due to this disclosure, the police were contacted, and we made our way over to the address to speak with Julie. On route to the address, I was reading through details of the call and noticed that both Mike and Julie were in their early 70’s and had been married for at least 40 years with multiple children who were now adults themselves. It also stated that Julie’s health is declining, and she has early on-set dementia and Mike has severe mobility issues and that they both are reliant and dependant on each other for day-to-day tasks such as cooking and taking their medication. 
   On arrival, Mike opened the door to us and was confused as to why we were there to check on Julie’s welfare. He explained that we could not speak to Julie as she was asleep and that he she is extremely hard to wake. This heightened our concerns as it was only 17:30hrs and Julie was already in bed. After a few minutes of Mike refusing our entry, he finally allowed us inside. He then shouted up the stairs for Julie to come down as police wanted to speak to her. Julie then made her way downstairs and only had a dressing gown on. I asked Julie to get changed into some clothes as some parts of her body was on show which Julie didn’t seem to be bothered about. Julie then started to become upset as she thought a family member had passed away. I reassured Julie that this was not the case and then went into a separate room from Mike and my colleague to speak to Julie alone. I did this so that she did not feel intimidated by Mike and felt like she could not say certain things as he was there. I then activated my body worn video to capture our conversation and asked her questions regarding the call from her support worker. The conversation I had was very up and down with Julie. One minute she would be crying and the next she would be laughing. Julie tended to lose track of what she was saying, and it was very difficult to have an accurate account off her. Julie also had an odour coming from her that indicated to me that she has not been washing or taking much care in herself or appearance, her shoes were also on back to front. Julie then disclosed to me that Mike had hit her before, once to her chest area which caused her no injuries but her to stumble back. She believes that Mike did this as he thought that she had threw away his football season tickets. Julie could not remember any other details of the incident and can’t remember when it even happened due to her memory loss. When I mentioned to Julie that Mike could be arrested for this, she became very upset saying that she does not want him arrested as she loves him and that she cannot live without him. I then had a conversation with my colleague who had been talking to Mike. Mike had explained to him that Julies mental health has been deteriorating by the day with her forgetting things and not taking showers or looking after herself in that way. Mike must remind her to do simple things like clean her teeth and wash her clothes, and even make food. Mike did admit that this can be extremely frustrating and difficult for him as Julie will often hide things in the house due to her dementia and that he is her primary carer. When asked about the assault, Mike stated he had pushed her once in the chest area for her to get away from him. He explained that he as soon as he did this, he knew it was wrong and apologised. 
   Usually, this would be grounds to arrest Mike and he would need to be interviewed etc. However, by using the National Decision Model, myself and my colleague found that arresting Mike would not be the best way of solving the situation and could possibly worsen Julie’s welfare. The National Decision Model (NDM) is a framework that was designed by the Association of Chief Police Officers (ACPO) and is used by police officers which aids and supports them in making the most appropriate decision and finds the best solution at an incident. The NDM is made from six elements which are,
1. Code of Ethics – Here I remembered my 9 policing principles and showed accountability and objectivity. I liaised with my Sergeant and explained the situation.
2. Gathering Information and Intelligence – Before attending the call, I investigated the background of both Julie and Mike who did not have much information at all, with no previous incidents of domestic violence. I also made note of the health concerns that Julie has, as well as Mikes mobility. I considered their ages also. 
3. Assess threat and risk, develop a working strategy – From speaking with Julie, there was one incident that happened which did not result in any injury. She had no details of when it happened and no photographs or witnesses. Julie said that she is not scared of Mike and did not want to make a complaint. Julie could not even give a statement due to her dementia and it was clear that by arresting Mike, Julie would be very upset and vulnerable as she is dependent on Mike for taking care of her.
4. Consider powers and policies – I was aware that I could arrest Mike under the ‘Police and Criminal Evidence Act 1984 (PACE) as I had a disclosure and necessity which was to prevent further injury. 
5. Identify options and contingencies – Both my colleague and Sergeant thought that this was not the right solution. Instead of arresting Mike, we gave him a firm and formal warning that he cannot retaliate and take his frustration out by pushing or hitting Julie. We explained to Mike that Julie does not realise what she is doing sometimes and that we can provide both with support by putting in forms and referrals that could result in carers coming to the house to assist Mike taking care of Julie, but also for Julie to speak to the domestic violence team to get further support. We also spoke to the daughter of Mike and Julie and set up a plan for Julie to stay with her for 3 days a week which would take the pressure off Mike and result in less arguments between them both. 
6. Take action and review – I completed a Public Protection Notice (PPN) for Mike and Julie which is a form that is shared with all relevant partner agencies like social services and domestic teams which they can view and provide further specialised support. 
  My thought process and decision making changed constantly during this incident, especially when I was gathering more and more information from both Mike and Julie. This is known as a ‘dynamic risk assessment’. A dynamic risk assessment is the procedure of continually observing and studying risks and hazards in a changing environment or situation. This allows individuals, like me, to quickly identify new risks and take them away. Initially, before attending the call and speaking with Julie, I predicted that Mike would need to be arrested. However, by seeing how Mike takes care of Julie and that without him, Julie would be very vulnerable, and more issues would occur if she was left alone, changed my opinion, and led to Mike not being arrested and dealt with in a different way. Ethically, this could be viewed as not the right decision as both parties have disclosed an incident whereby an assault has taken place. On the other hand, as I have mentioned previously, other factors like their ages and health concerns meant that arresting would not solve anything. Nevertheless, this decision was a great risk and there could be major consequences. For example, by leaving Julie with Mike, there is the risk that Mike could assault Julie again, especially if he felt irritated and angry that police officers have attending his home, questioning him about the precious assault. He could retaliate and lead could lead to more physical violence. This is where I have to remember the code of ethics and take accountability for any decisions that I have made and justify them to my supervisors.
   To conclude, when faced with complex situations and challenges like Julies, it is important to work through every option to find the best solution. By using the National Decision Model and dynamically risk assessing, it will help assist you to make the right choices but also to justify why you have done them. 

Word Count: 1,759 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:

   In this task, I will look closely into maintaining professional standards, leadership and team working. I will evaluate theories of team dynamics and how that can develop team cohesion. I will consider the reasons why inter-personal conflict can occur within a team and outline what strategies can be adopted to enhance individual and team performance. Lastly, by looking at the Code of Ethics, and certain protocols, I will consider how team dynamics within the police can result in failing to comply with professional standards requirements. 
   To being with, Osborne 2020, describes team dynamics in her blog as the “relationships between the members of a group. The dynamic between them includes how they interact, communicate, and cooperate with one another. How well your team can do these things directly influences what it can accomplish.” In other words, if individuals cooperate with each other and spirits are high in a group, it leads to better team working and therefore influencing the overall performance and quality of their work. Osborne goes onto explain how humans’ behaviour can often be very unpredictable and conflict can occur, but by having an effective team leader and certain team-building strategies, this can positively influence the teams’ attitudes and outlooks. Some key competencies that can help build the dynamics of a team, leading to a better team cohesion are, 
· Alignment – Here, the goals and aims of the group are clear so there is no confusion or ambiguity on what the end result is. By having alignment in a group, it reduces stress and tension on individuals as they have clarity in what is expected of them.
· Transparency – By being transparent, people are more likely to trust in you as you are clearly being as open and honest with them.
· Accountability – This is linked closely with alignment. Without each member playing their own part and role in the team, and not being responsible for their own actions, it can result in the group falling apart. Each member must know exactly what is expected of them, and to follow through with their task to maintain a solid team. 
Without having the above three key aspects within a team, it could be the reason why the group is not cooperating, and the dynamics are lost. If a team is having trouble in working together and maintaining cohesion, there are ways to improve it. These are, 
· Embracing conflict – Sometimes, by having conflict in a team, it can be viewed as a positive and taken as constructive feedback. If a team can work through conflict, it shows how powerful and strong the team are. If there was no conflict or disagreements in a team, there would be no innovation of sense of creativity. 
· Consistently communicate – By having good communication, it means issues can be resolved and there is more clarity in the group, making the task flow and easier for all members. 
· Documented plans – By having clear set plans that are documented in black and white, this reinforces the clarity of the group so that there is no confusion or ambiguity. This document should be available for all team members.
From doing some research, I have found a theory in relation to team dynamics and understanding it. This is the Tuckman’s Linear Model of Group Development. This model was developed by a Bruce Tuckman in 1965, and identified four stages of team development, which includes, Forming, Storming, Norming, and Performing. Wallbridge 2021, explains this theory as,
1. Forming – This is the first stage of the model and is where complete strangers are brought together in the hopes that they will work as a high functioning team. Currently, no one really knows each other or what each other’s roles are. Due to this, the atmosphere of the group tends to be reserved but optimistic. Therefore, Wallbridge states, “As a leader, you’ll need to be aware of how each team member feels and set the direction, so the team can get on with the task at hand.” So, by having an effective leader, this then results in better team cohesion.
2. Storming – At this stage, the leader has usually set out tasks and roles to each member of the group. The team have started to get to know each other better and are more familiar with the types of personalities within the group. Due to this, clashes may form, and individuals could start to challenge others, including the leader as they may feel as though they have better ways of doing certain things. As a result of this, it can cause some tension withing the group. Here the leader should address any issues the group may have and try to resolve it. It is vital that every member of the group is acknowledged and listened to. 
3. Norming – This third stage is where members of the group are comfortable with each other and work collaboratively. This is usually because they are fully aware of their own roles, and the others of the group. Here, members of the group may start to socialise outside of work.  As any problems of the group have been removed during the storming stage, the group now has ‘rhythm’ and flow with each member knowing where they stand in the group.
4. Performing – Lastly is the performing stage. At this point, all members of the group have a set and clear idea of what is expected of them and their roles. The leader at this stage should be able to trust in their members. Now, any disagreements are solved positively with no tension, and ideas are decided collectively. 
   As mentioned in the ‘storming’ stage of Tuckman’s theory, inter-personal conflict can occur. This is disagreements between any two or more persons. This is usually down to people believing that their way of doing things, or their ideas are better or more efficient than the other persons. This is natural occurrence, and is down to a variety of different personalities, or attitudes mixing and clashing. However, by turning these differences into a positive, and sharing ideas and constructive feedback, it can lead to a stronger team. Raypole 2020 has said in his article about interpersonal conflict, “Learning how to recognize and work through interpersonal conflict in productive, healthy ways is an important skill that can help you have better relationships in your day-to-day life.” On the other hand, if this conflict within the group does not seem to improve, it can be best to temporarily withdraw from the group. If the team has established a sense of toxicity, this can impact the whole group and brings everyone’s moral down. This then effects the overall performance of work created. Another way of working through these differences within a group is to compromise. By listening to all perspectives, you can take ideas from all views and put them into one overall decision. This results in a healthy balance, keeping all members satisfied. Furthermore, by competing with your teammates does not have to be viewed as a negative. This gives the team motivation and strive to be the best that they can be. If being competitive is done appropriately with respect, and not with aggression, a person can easily persuade others to see their point of view. Also, this competitiveness boosts an individual’s confidence, equally enhancing their performance. 
   In the police force, there are major guidelines that an officer needs to follow. These are known as the Code of Ethics. This code sets 9 policing principles that every officer should follow, accountability, fairness, honesty, integrity, leadership, objectivity, openness, respect, and selflessness. By having these principles in place, it can assist and support the officer in always doing the right thing, and what is best. If an officer does not follow these guidelines, it can result in many problems in their work, which can then affect the overall team, and members of the public. An example of this is, if an officer is choosing not to comply with these standards and their behaviour is inappropriate, it can cause tension and conflict within the team. Here, another officer should challenge them and report it to their supervisor which will then need to be addressed and possibly reviewed by professional standards. Alternatively, if an officer is not professional in the workplace and says certain things which he may think is a ‘joke’, however, another officer can find it offensive, then this behaviour can too be challenged, and certain procedures will need to be carried out and investigated. It is important to have good team dynamics, and positively interact with one another, but you mustn’t get too comfortable with each other as this is when mistakes are made. Similarly, by creating good bonds and relationship with you team, does not always result in the group being stronger but instead you could become distracted and unfocussed. For example, if two officers start to become close and end up getting into a relationship with each other, this can affect their quality of work due to them being more concerned about their partner, rather than the task at hand. In situations like this, it is important to inform your supervisor of the relationship and measures will then need to be put in place. This could include the removal of one of the individuals to a completely new area. It is vital that officers disclose any relationships to the Sergeant so that the above procedures are carried out. Furthermore, if there is no clear guidance from your supervisor on what is expected of you, and the team lacks communication, it will affect your work major errors can be made.
   To conclude, in a group, there will be many different personalities and attitudes that come together and may clash. If this does occur, it is vital that the leader of the group analyses these problems and tries their best to resolve it. This can be done through multiple ways, and certain strategies can be carried out to help build cohesion in the team through ways in which I have outlined above. It is important to have positive team dynamics, however this needs to be treated with caution and monitored so that boundaries in the workplace are not crossed, as this could affect the overall performance of the group. 

Word Count: 1,709 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:

   In this task, I will explain how information and intelligence can be used in the disruption of more prevalent criminal activity by effective policing of the roads. I will also outline how ANPR can be used as an investigative resource when disrupting criminal activity. 
  Firstly, information and intelligence which has been obtained by that of a police officer or member of the public, needs to be graded before it is shared and released with other agencies or departments. The process of this is known as the ‘National Intelligence Model’ (NIM). This is a standardised framework used in the police to place information sharing and intelligence at the forefront of reducing crime. It also helps aids strategic and tactical decision making by ensuring that the information gathered is fully researched and analysed to provide intel to other partner agencies. Some benefits of NIM are, 
· Informs management of risks
· Allows units to focus on key priorities 
· Improves integration with partner agencies. 
This model can be used and works at three levels. Level one, which is the lowest level and is usually local intelligence which neighbourhood and certain areas of sector knows. Level two is the regional intelligence which whole forces will be aware of. Lastly, level three is the national intelligence where information can be shared at a significant level nationally or even internationally. As I mentioned earlier, information gathered needs to be properly analysed and evaluated with its provenance assessed before it is shared with others as intelligence. The system used to do this is the ‘3x5x2’ evaluation of intelligence cycle. The ‘x3’ part is the gradings for evaluation, to see how reliable the information is. There are three gradings for this,
1. Reliable – no doubt whatsoever, a trustworthy source.
2. Untested – must be treated with caution.
3. Not reliable – Poor evidence, for example, blurry CCTV. 
The next part in the model is the ‘x5’ section, the intelligence assessment. Here, the reliability of the source is accurately evaluated. Again, this is done in grading,
A. Known directly to the source 
B. Known indirectly to the source but corroborated 
C. Known indirectly to the source 
D. Not known 
E. Suspected to be false. 
Lastly is the ‘x2’ section, known as the ‘handling code’. This is a system that allows officers to easily record their decisions on the suitability of exposing the intelligence to other partner agencies. There are two options you can chose,
1. (P. Lawful sharing permitted) – This is the most used category where intel falls into. Here, intel can be shared if there is a policing purpose, certain protocols and legitimate need to share it. 
2. (C. Lawful sharing permitted WITH conditions) – This option is chosen when there are concerns regarding how widely certain intel should be shared. The concerns regarding this intel should be documented and there are specific handling instructions that apply. 
The only reason why certain information should be gathered and obtained to be turned into intelligence must be for a policing purpose such as protecting life and property, preserving order, preventing crime and bringing offenders to justice. This is reinforced under the legislation of the ‘Management of Police Information (MOPI). Overall, there are 5 stages for information to be assessed, leading to it being shared as intelligence. These are,
1. Planning and direction is essential to have as by having a focussed plan in place, certain areas of crime can be analysed and targeted. 
2. The collection of intelligence should be handled with care and due regard to certain legislation like the European Convention on Human Rights (ECHR) whereby human rights are protected. 
3. Evaluation must be carried out using the ‘3x5x2’ procedure explained above. 
4. Production and analysis of information leads to the best outcomes of intelligence, resulting in new crime targets being identified. 
5. The dissemination of intelligence is passed onto other agencies or forces who need to know certain information; however, this can require authorisation depending on how serious the concern is. 
Once this information has gone through the extensive analysing procedure, and is shared as intelligence with other departments, it can help deter and solve many types of criminal activity, especially drug smuggling or county lines. The Children’s Society (no date), explain, “County lines is a form of criminal exploitation. It is when criminals befriend children, either online of offline, or then manipulate them into drug dealing. The 'lines' refer to mobile phones that are used to control a young person who is delivering drugs, often to towns outside their home county.” If there is intelligence gained that a certain child or person is being sent into different town to deliver drugs, an image of this person and details around them will be shared with other forces, or even transport services like bus and train stations to look out for the individual so that they can be stopped and detained. Furthermore, when intelligence is gained, there can be certain things put in place to detect and deter the criminal activity from happening. For example, a patrol strategy can be created. This is when the police will patrol and show their presence either on foot or in a police car or van in a specific area due to intelligence that crime is being committed there. By having this police presence, either it will catch the crime being committed and it can be investigated, or the criminals will notice the presence and ‘scare them out of committing a crime’. In addition, by having this intelligence created, it allows officers and gives them the grounds to stop and search anyone in that area. 
   Furthermore, College of Policing (2013) have stated on their website that illegal activity can occur by using roads and transport, and can range from a minor traffic offence, and lead up to complex organised crime. They believe that intelligence should be used at the forefront of detecting and deterring this crime. Police officers can work closely with the Driver and Vehicle Standards Agency (DVSA) and assist them in their duties. Another power police have which can effectively disrupt serious criminal activity through policing the roads are stopping and seizing cars. There are multiple legislations that allow officers to seize a vehicle. Some of these include if a car does not have insurance, a licence or tax. This comes under, 
· “Road Traffic Act 1988 (Retention and Disposal of Seized Motor Vehicles) Regulations 2008 allows the police to charge the driver if the vehicle is to be removed and retained under the Road Traffic Act 1988 s.165A (power to seize vehicles driven without licence or insurance).” And,
· “Sections 173 to 175 of the Transport Act 2000(opens an external website in the same tab) allow the police and the Driver and Vehicle Licensing Agency (DVLA) to seize untaxed vehicles.” 
Similarly, if a vehicle is suspected to be used to smuggle substances like tobacco and alcohol into the United Kingdom, then it can be seized by ‘Her Majesty’s Revenue and Customs (HMRC). 
   With the assistance of significant advances in technology, the police are now able to tackle crime. These include,
· CCTV – By capturing where a vehicle has travelled and its journey. Police can pinpoint exactly where criminal activity is taking place and tackle it. 
· Vehicle tracking – Most vehicles now come with technology and devices that can immobilise a vehicle remotely. This can be fitted by either the owner of the vehicle or the manufacturer. This can disrupt crime as it means it can prevent someone from stealing the car as the engine will not run. 
· Speed Cameras – By having speed or average speed check cameras, this enables individuals who are breaking the law by speeding or being reckless in their driving, to have fines or points which could result in them losing their license. If a person does not have a license, then they cannot drive and cannot commit criminal activity that involves travelling to different areas or makes it more difficult for them to carry out. 
Another great piece of technology that not only detects crime and disrupts it, but also can assist police in their investigations. This is Automatic Number Plate Recognition (ANPR). Police UK (no date) explain ANPR as “technology disrupts criminal activity at a local, force, regional and national level. This includes travelling criminals (those using the road network to avoid being caught), organised crime groups and terrorists. ANPR provides lines of enquiry and evidence in the investigation of crime and is used by forces throughout England, Wales, Scotland and Northern Ireland.” It works by a vehicle passing the ANPR camera, and then the number plate of that vehicle is run through a database of where vehicles of interest are. These can include stolen vehicles, vehicles that have markers or intelligence on that could be related to crime such as drugs, or even vehicles that belong to missing persons. This then allows police to know direction of travel of a vehicle and lead to them pulling the vehicle and making arrests if need be. This differs from CCTV as it can capture a criminal’s movements in ‘real time’, effectively speeding up police investigations. Also, police can set up pre-planned operations so that if, for example, a wanted person who has committed serious offences and is involved in organised crime groups, ANPR will pick these persons up if there is intelligence that, that specific person is driving a car, then this allows the police to stop the vehicle and arrest, resulting in the crime being detected and stopped. 
   To conclude, by having thoroughly analysed intelligence, this can allow officers to detect, deter and disrupt crime, specifically through using advanced technology like CCTV and ANPR, which in turn assists police in their investigations and leads to the arrest of serious criminals and seizures of vehicles which is involved in that crime. On the other hand, it also can support families who have reported their loved ones missing and can help find vulnerable individuals who may have been used in illegal activity like human trafficking or child sex exploitation. In all, by having a mixture of effective road policing and certain devices available to police, it increases the chances of solving investigation quicker, saving time, money, and resources. 
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Task 5
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 I have now been in the force for a year and a half. Due to this, I believe that my overall knowledge has grown greatly since I started my first shift on response. I feel more comfortable attending calls and have the confidence to make decisions on my own. Saying that, sometimes there are situations where I am unclear on what to do but I take every challenge as it comes and dynamically risk assess it, to find the best solution. Due to this, I believe I am currently at a rating of 5/10 in regards to my knowledge surrounding legislation etc. This is because it is easy to learn an act or section of law, however recognising it at a call is different. I believe that in the next coming months, my supervisors should expect me to be towards the rating of 8/10. To help build my knowledge, I will complete NCALT packages which will teach me more information regarding a certain topic. In addition, I will communicate with my colleagues and other departments to expand my knowledge. 

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 In this section, I believe that my skills in the police are still quite basic. Currently, I am waiting to get onto the blue light driving course which will enable me to drive at high speed to emergency calls. Other courses that would enhance my skills and that I would like to complete is the taser course and the public support unit (PSU) course. By having a taser, it would give me further confidence and sense of security at incidents where a weapon has been mentioned. Furthermore, by doing the PSU course, you get to experience a different side to policing where crowd control is its main aim. Not only would I develop my skills here, but my knowledge and experience too. So in saying that, I believe my skills are currently at a 4/10, but in the next few months when I can get onto the above courses, I will be at a more advanced rating of around 7/10. 

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Lastly, as I mentioned earlier, I have only been in for a year and a half, and so compared to other officers who have been in for around 30 years, I have very little service. In saying that, during my short time in the police, I have been to hundreds of calls and so my experience of dealing with certain situations has increased quickly. Sometimes, I have found that officers who have many years of service and who have specialised into different departments, have forgotten basic policing procedures. Or, due to policing changing over the years, with different types of calls due to the change in society, such as increased mental health or domestic abuse, their experience in dealing with that would be very minimal as there wasn’t such a demand for it in the past. Having said that, I would rate my current self in experience as a 5/10 but this increases every time I go to a call, and so, within the next few months I should be aiming for a 7/10. To improve my experience, I can talk to officers who have been in longer than me and take advice from them, or complete attachments in other areas of policing such as traffic or CID. 
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