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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:



Completing my first year within South Wales Police and achieving independent status, I have been exposed to organisational culture. I will discuss how I have maintained by wellbeing and resilience throughout my first year, and my thoughts on the impact of organisational culture. I will use the Gibbs Reflective Cycle for reflection (The University of Edinburgh, 2020).

The correct culture within an organisation is key to ensuring everyone is following the same path. Wong (2023) defines organisational culture as a set of values followed and the beliefs and attitudes adopted by those within that organisation. I feel this is extremely important when representing the police during every interaction with the public.

Having worthwhile values to embody is imperative. It is important that culture is embedded right throughout an organisation to ensure transparency. The College of Policing (2022) has set the foundation that Chief Constables have a responsibility of ensuring supervisors are all aligned with delivering consistent support to staff and to promote the culture within the police. I feel this approach whereby the culture is followed from the top down, helps me and ensures that at every level people understand what is clearly expected.

For values to truly be followed and absorbed within an organisation, it is key that there is a clear structure and framework to follow. The College of Policing (2024) has provided a Competency and Values Framework for policing. This aims to support all current and future police professionals, with expected behaviours and values that are nationally recognised. I have personally found that having a framework to study and understand has helped me truly absorb and understand the values required to be championed, in being a successful police officer. The diagram below details the competencies and values I follow daily:

[image: Diagram showing the six competencies and three values that make up the CVF]


Having a clear understanding of culture within an organisation and an understanding of what is expected, can have a positive impact. Balaji, et al (2020), supports this point by focusing on an organisation with an effective culture where values are communicated clearly to employees. Employees who know how they are expected to respond to a situation can feel encouraged and supported to excel and grow, if they genuinely incorporate organisational values and beliefs. Having clear behaviour and value expectations, has really helped me feel engaged and supported when dealing with members of the public, whilst ensuring my values align with my organisation.

It is key to note that whilst it is beneficial for culture to be embedded for the top of an organisation down, it is imperative that the culture being sculpted is the right one. There is work to do be done within South Wales Police as institutional racism is still a concern for the Chief Constable (South Wales Police, 2024). This has made me very aware that whilst there are a lot of positives within the role, there are still many improvements that can be made. Race is something that is often brought up when dealing with ethnic minorities within the community being served. South Wales is not the only place that culture must improve. The Baroness Casey Review (Metropolitan Police, 2023) found severe failings within the Met. Some include systematic and fundamental problems with how the force is run, integrity of the force not being managed, the need for deep rooted culture to be tackled and discrimination being tolerated. This is a few examples but shows the serious long term affects that can happen when the culture within is wrong.

A major part of my role as a police officer is dealing with conflict and supporting people during the worst times of their lives. This also involves having to witness scenes that often at times are unpleasant and are not something easily forgotten. It is therefore extremely important that I manage my personal wellbeing inside and outside of work, to always ensure I am functioning at my best. Wellbeing can be described as how individuals function both professionally and personally and how they evaluate their life (Mental Health Foundation, 2023). Physical exercise and practices can have a positive impact on a person’s wellbeing and reduce stress. Acquadro, et al (2018) conducted research on the on-going distress with police officers due to how stressful to job can be. Physical activity was seen to positively affected perceived stress and contributed to better wellbeing. This helps me feel confident that continuing with physical activities and exercise has helped me manage my personal wellbeing. I have found that when going to the gym after a particularly busy or stressful day, I have always felt better leaving after working out than when I originally walked in.

Exercise can be difficult to maintain with the shift patterns worked within the police and can lead to health concerns. Shift work could lead to poor sleep quality among police officers and increased stressed and depression. Studies have found that poor sleep quality was 70% higher during night shifts, and 49% during afternoon shifts. On top of poorer sleep quality studies have found that officers working night or afternoon shifts are four times as likely to report depressive symptoms than their colleagues working day shifts (CDC, 2022). This makes me appreciate and understand that feeling drained and tired is a natural part of the role and that it is imperative I work on managing my physical and mental health to combat this.

Given that exhaustion or tiredness is a part of shift work, it is important to try and restore energy levels. Eating often, regular exercise, losing weight and cutting out caffeine can all help combat tiredness (NHS, 2023). This helps me feel confident that getting regular exercise even when I may not feel like it at the time, always helps me feel better after. Exercising also contributes towards managing my physical and mental health. I am acutely aware however that there is a fine line between feeling tired and being generally exhausted, whereby rest may be more beneficial than exercise.

Being resilient is important when working as a police officer. Resilience can be described as having the capacity to deal with events in the future, or bounce back after dealing with adversity (Janssens, et al, 2021).

A method I have continued to use during my time within the police is to keep a diary, which I feel helps me build resilience. As a police officer I am exposed to situations that are unnatural and must rationalise the situation to ensure I provide the best service to those affected. Keeping a diary of the feelings attached to the situations being dealt with can help recognise the emotions being felt (Mind, 2024). I have personally found that continuing to use a diary as an effective method of expressing my feelings has helped me manage my mental health positively. Writing about stressful situations can help identify what aspects of the situation can be personally controlled (PMAC, 2024). Writing about stressful situations has really helped me identify the importance of my involvement and how much of the situation I could control. This has in turn helped with managing my mental health.

Evaluating my experience within the police I have felt that whilst I have been exposed to organisational culture, this has been generally positive.  There is still work left to improve the way the police are viewed within certain cultures, and it is important that there is a clear expectation set from senior management around what is expected. I have also found that continuing to exercise has helped me remain physically and mentally strong after dealing with potentially stressful situations.

Analysing how I cope with stressful situations and writing this down has helped me improve myself throughout my time in the role. It is key to note the importance of understanding the effect the job can have on me.

In conclusion, Organisational culture is an important part of any role if it is ethical and right throughout the organisation. It is important that this culture is right and reflects from the top of the organisation down. Shift patterns can be hard on mental and physical health and exercising and putting structure in place can help combat this. I will continue to exercise regularly to positively affect my physical and mental wellbeing as I have found this has benefited me.
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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:

Since achieving independent patrol status, I have learnt and experienced the importance of following a clear and concise structure when dealing with stressful incidents. This is particularly relevant due to decisions ultimately lying with me, and not having a tutor present for advice or guidance. Following routine during times of unpredictability or uncertainty can be helpful in staying in control (Cherry, 2022).

I will talk about following a structure called the National Decision Model, or NDM for short. The NDM is used force wide and serves as a solid structure that provides an ethical decision-making basis for officers to explain decisions they chose to make or not make during an incident (Wood et al., 2023, p.81). This is a decision-making model I use every day within the role and helps me feel like I am always coming to well-structured and fair outcomes for those I am dealing with. The College of Policing (2024) provides a visual diagram of the NDM which I follow during every call I attend:

[image: Diagram of ethics ethical principles and guidance for behaviour

Description automatically generated]



I will follow the different sections of the NDM throughout this question to talk through a domestic incident I was involved in. I will use the Gibbs Reflective Cycle for reflection (The University of Edinburgh, 2020).

Describing the incident I was involved in, I was responding to a report of a domestic incident, whereby it was alleged a male had intentionally strangled his female partner and was with their child in the house whilst she had fled. The female was approached and after giving her account, the male was identified. He was outside of the property with a young child in his arms and I was very aware of my actions, to prevent any risk to the child. The male handed over his child and was arrested and taken to custody.

When making decisions that can affect someone’s life it is important to have solid decision making. The NDM consists of six key elements with the first of these being the Code of Ethics. The Code of Ethics is made up of policing principles and professional behaviour in policing, which must be always adhered to by police officers. The College of Policing (2024) describes policing principles as guided statements that assist police officers always doing things right, the right way and for the right reasons. Guidance for ethical and professional behaviour in policing is described by the College of Policing (2024) as behaviour that the public has the right to expect from police officers daily. This made me feel confident when dealing with both the victim and subject as I know what behaviour is expected of me.

The next part of my decision process was reviewing the information and intelligence at my disposal. Prior to arriving at scene, not much was known of the reporting person. This made me very aware that I had to have heightened senses, due to not knowing what potential risks may be posed. As soon as my colleague and I arrived we were met with a very distraught female, stood outside of her address. This made me feel confident this was the reporting person due to her body language and the fact she was still on the phone to police when we arrived. I was very aware that it was important to get as much information as possible, whilst being acutely aware of how upset she currently was. I knew the way I responded would be pivotal in obtaining the information I required. The Queensland Mental Health Commission (2024) stated there are three principles to follow when supporting someone in distress. The first of these are responding calmly and being aware of tone used and being aware of personal feelings. The second is to listen and acknowledge feelings. This includes being professionally curious and giving the individual being spoken to, 100% attention. The third is to support simple problem solving and planning of next steps. This involves asking simple questions and help individuals consider their most urgent needs at that time.

When approaching the female in question I made sure I spoke calmly and kept my tone soft. I let her know we were there to support her straight away. I then listened to her concerns. Her main concern was that she had been assaulted by her partner and had fled to his mother’s house which she was currently standing outside of. The female explained her partner had grabbed her by the throat and lifted her off the ground. She stated that their child was still in the house with her partner, and this heightened her worry. I acknowledged these feelings and ensured her we would investigate straight away and ensure the child was safe. Whilst speaking to the female she pointed to the house she lived with her partner and pointed towards her partner, who had just walked out with their child in his arms.

I explained that due to them being partners this was a domestic incident. Based on what the female had told me her partner had committed the offence of Non-Fatal Strangulation or Suffocation (Section 75A Serious Crime Act 2015). I felt this due to the female stating the Male had intentionally strangled her due to an argument, which affected her ability to breathe. 

I was very aware that her partner was watching us speak to her. I explained that I would be arresting her partner due to this allegation and would be taking him to custody for interview. I explained I would ensure the child was left with her safely before this was done, and that once her partner was in custody, I would return with my colleague to take a statement and talk about next steps together. I asked the female to stay where she was and walked towards the male with my colleague.

I then started thinking of the next part of my decision process which is assessing threat and risk and developing a working strategy. The male in question was a large build and I was conscious he was much bigger than me. He also had his child in his arms, so I did not want to cause any unnecessary stress to either. It is important to be aware how you act to help defuse a violent situation. Being aware of your surroundings, acknowledging problems and giving choices to those you are dealing with can help with defusing a situation (CTRI, 2024). I felt the right approach would be to give the male the choice to hand his child over and offered it in a calm way to prevent any unnecessary stress to the child. I was very aware of the social context of the situation I found myself in. A male was stood outside in the street, with his child in his arms whilst being spoken to by two police officers. I was aware there were various neighbours in the street watching and conscious of any injuries that could occur to any of us, if the wrong approach was followed.

First interactions can be important and how you act can be mirrored around you. The Betari Box Model follows a cycle that states how you act and behave in front of others can directly impact and be mirrored by those you are dealing with (Revolution, 2024). I approached the male and remained calm and polite, whilst explaining I wanted to ensure the child was ok. The male reacted positively to my calm request and passed the child to the mother in my presence. I had no concerns over any language barrier as the male understood what I was saying and followed my instructions straight away.

The next part of my decision-making process was to consider my powers and policies. I had received a disclosure of domestic abuse from our victim who had also positively pointed out the perpetrator involved in my presence. I was aware I needed to take positive action and that I could arrest the male using my policing powers (Section 24 Police and Criminal Evidence Act 1984). I was also aware the requirement to tell the individual he was under arrest and the reasons for why, to ensure the arrest was lawful (Section 28 Police and Criminal Evidence Act 1984).

The next part of my decision-making process was to identify options and contingencies available to me. I was aware that we were stood outside with people watching and the male’s young child close by. Thinking of the ethical policing principles I have discussed earlier, I paid particular focus on respect and empathy. I explained to the male that he was going to be coming to custody but that should he remain compliant I will speak to him out of sight of everyone else, especially his child. Children who watch their parents commit crime or get arrested, can be affected later in life. Dallaire & Wilson, (2010) explains that the impact on a child of watching their parent be arrested can have a big impact on their personal sense of security, and dependant on age can cause great confusion on their current and future development. I feel that when making a decision that can greatly affect families it is important to minimise the consequence of the actions to children, where possible. I made the decision to ask the male to go back inside his property so I could speak to him in there.

The last part of my decision making was to act. Once inside the address I arrested the male and handcuffed him for his and others safety. The male was conveyed to custody and once accepted by the custody sergeant, I returned to the victim. I felt it was extremely important to return so that the victim knew she was safe with the male now in custody. Domestic abuse affects many people in the United Kingdom. 2.1 million people were estimated to have experienced some form of domestic abuse last year (Office for National Statistics, 2023). Further to this only approximately 889,918 domestic related crimes were reported by police. Knowing how much this can happen and not be reported makes me feel passionate about any interaction with a domestic abuse victim. One of the ways this can be done, is to use an intersectional approach. This includes looking at multiple inequalities at the same time, which could include race, gender, class and more (Barrow-Grint, et al, 2022). I feel it is extremely important to be aware of the victims’ circumstances to try and provide initial support, whilst signposting to future support that may help.

Evaluating and analysing the experience, I feel that by using a strong decision-making model helped coming to the correct decision. Taking the male away from the emotional setting of seeing the victim and his child also helped. Going back over the NDM after a decision made also helps evaluate the situation.

In conclusion I feel the situation was handled well, and the victim was safeguard with the male being arrested, without any concern. I then re-visited the victim to obtain a statement and provide further support.

I will continue to use the NDM as my action plan to constantly review before decisions are made. This will ensure the quality of decisions made will always be better.
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Task 3

Relevant areas of the National Policing Curriculum: 
Maintaining Professional Standards, Leadership and Team-working

	
Evaluate theories of team dynamics as a means of developing team cohesion (reasons why some teams cannot function, theories and models relating to team dynamics, ways to improve team cohesion).

Consider why inter-personal conflict can occur within a team and outline what strategies can be adopted to enhance individual and team performance. 

Consider how team dynamics within the police service can result in failing to comply with professional standards requirements (Code of Ethics, policies, procedures, protocols or legislation).


1750 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

Within the Police, I have experienced the imperativeness of teamwork. Most calls require more than one officer available to help and I am acutely aware how important having team members is. I will discuss team dynamics within the police and the affect they can have. I will use the Gibbs Reflective Cycle for reflection (The University of Edinburgh, 2020).

I will discuss theories for team dynamics and how that can affect team cohesions. I will also review why inter-personal conflict can occur within a team, and what can be done to enhance performance.

Positive interactions within teams are crucial to a positive team dynamic. MasterClass (2022) describes team dynamics as being focused on people’s interactions and relationships between direct colleagues working towards a shared goal. I realise that communication and working well together is key to get through some of the tough situations, the role presents.

There are various theories and models surrounding effective team dynamics. Last (2019), focuses on reviewing models to help understand this. The model I reviewed is the Tuckman Team Model, that can be seen below:

[image: circular diagram of Tuckman’s Linear Model of group development. Shows five stages: Forming, stroming, norming, performing, and adjourning.]


This describes four stages a team may progress through, with a fifth being added (Adjourning). Although appearing linear, a strong cohesive team may move backwards at times dependant on the events they face.  The key component at each stage is team communication. This can be defined as how a team of two or more people exchange information verbally or non-verbally. The effectiveness can be measured by how clear fellow colleagues feel the information was received (Marlow, et al, 2018). I feel that communication is one of the key parts of policing, due to situations dealt with everchanging. Forming is the initial part of the model, and the first experience I had. Being new to the police I was nervous when first meeting my colleagues as I knew nothing about them. I felt it was important that I made a good first impression and showed I was eager to learn. The next stage is storming. This is where group conflict is most likely as motivations are learned. Within the police every situation is different, and people will have different perceptions of how they should be handled. This can lead to disagreements, which if not addressed could cause conflict. Being proactive to address difference in opinions, observing and being impartial towards others, stepping in when necessary and avoiding assumptions can all help in avoiding team conflict (MindTools, 2024). I feel that due to the time spent together on shift and natural difference in opinions that disagreements are common within policing and feel confident enough to ensure this remains healthy without conflict arising. The next stage is norming and comes about when any conflict has been resolved. Teammates work coherently together, and everyone knows their role within the team. I feel this is utilised best by the team I am in when we are dealing with a serious indecent. We communicate effectively together to ensure everyone knows what is required. The next stage is performing and is reached when teams have worked together well several times. Everyone understands how each other works and how to get the best out of each other. I have experienced this with going to certain members of the team for advice. The final part of the stage is adjourning. This is where teams can go their separate ways which I have experienced within my role as a response officer. Response is generally where most people start, and leaving to learn new skills is a natural progression.

Developing Team Cohesion is important to getting the best out of each other. This can be described as a team’s ability to have a common goal in mind and to stay united. It can also include connections built between team members that create a sense of belonging with each other (Rossingol, 2023). I feel this is imperative in the police because of the situations you are faced with and the amount of time spent together.

It is key to note that everybody works differently, and people will have different personalities. Understanding people’s personalities can help them understand how they work. The DISC model (The Centre For Leadership Studies, 2024) is split into four personality types. The first is Dominance and consists of being sceptical and bold. This personality can be very competitive and will focus on being the best. This will rely on data, not other people’s feelings. They can become irritated by colleagues that do not share their opinion. The second is Influence and consists of still being bold but also accepting of others’ opinions. This relies on being centred on people and being enthusiastic with others to gain connections. Due to the want to keep people happy, this may shy away from providing constructive feedback. The third is Steadiness and consists of being accepting but also cautious. This focuses on stability within a team and will be a calming influence within. They do not like change and may struggle if routine abruptly changes. The fourth is Conscientiousness and consists of being sceptical and cautious. This can over-amylase and will voice their opinion in the face of change.

 I feel that understanding team members personality traits helps make a powerful team, as you can work to each other’s strengths. If teams do not understand this or work to each other’s strengths this can affect team cohesion. If cohesion within a team is not met, dysfunctional teams can be formed.

The Lencioni Model consists of five characteristics that aim to study dysfunctional teams. Events Made Simple (2024), breaks this down and focuses on the five dysfunctions of a team. The first of these is Absence of Trust and forms the root of many team issues. This within a team can prevent individuals from being open and honest with each other and can prevent teammates for asking for help or giving honest opinions. I feel trust is extremely important within the job as you must trust that your colleagues will do right to keep you safe. The second is fear of conflict which can lead to team members shying away to prevent harming relationships. This can have a detrimental effect as it can stop people saying what they feel. I feel it is very important within the role to say how you feel and embrace conflict, as it is common within policing. The third is lack of commitment and can come around when the team has no leadership or clear shared goals. I feel that having shared goals is very important as it leads you all down the same path and ensures you work together. The fourth is avoidance of accountability and can come around when team members avoid accountability for their actions. I feel this is imperative to take accountability as some of the actions taken by police officers can directly affect others’ lives. The fifth is inattention to results and can come around when team members are more driven by individual or departmental goals, at the sacrifice of the team. Being a police officer, you often rely on your colleagues for support and guidance and working selfishly can be dangerous.

Aggarwal, (2023) argues that this model should be revised to include an additional layer that focuses on a lack of functional expertise. This is shown below:

[image: A diagram of a model and a model
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The argument put forward is that having lack of expertise within a team can cause distrust, due to members not feeling they are getting value out of their colleagues. I feel this is particularly prevalent in policing. With so many recruits coming into policing and generally joining response, there are many new faces and lack of expertise within teams. I have experienced this first hand, with only one current member of my team being within the police over three years. The Home Office (2023) supports this point by stating that as of March 2023, there was 20,947 additional officers recruited in England & Wales.

Further to this, inter-personal conflict within teams can arise when there is a lack of strong leadership or togetherness. Being in high conflict situations can lead to hostile behaviours and emotional exhaustion, if passive leadership is displayed (Lopez-Cabarcos & Lopez-Carballeria, 2023). If I did not have strong leadership behind me when I needed advice, or felt togetherness within the team, I would personally struggle.

Every police officer has principles they must always follow. The College of Policing (2024) explains that policing principles are split into three parts. The first part is Courage which involves being honest, open, accountable and encouraging feedback and scrutiny. I feel all of these are key to having a well-run team that is not afraid to challenge each other where necessary. The second part is respect and empathy which involves acting with respect, listening and understanding different perspectives and being fair and impartial to others. I feel these are important to remain a strong team as you will not always see from the same point of view as colleagues, but it is important to be able to look from different perspectives. The third part is public service and involves reflecting on and applying knowledge and experience, and improving our self, our peers and professions. I feel with having the expectation that you should always look to improve yourself and others, promotes positivity within a team to constantly want to improve.

This can be affected by loyalty to colleagues. Police spend countless hours with colleagues who are expected to get them home safe at night. There are bonds created within the police and this could lead to questioning decisions being made, on account of loyalty rather than ethics. Twain (2024) talks about the need for officers to be critically loyal to each other and not blindly loyal. This can be the difference in telling someone close to you when they are wrong or turning the other cheek. An example of wrongdoing where police have acted knowing it was wrong was the case of DC Ferrow, who forged a witness statement and was convicted under the Forgery and Counterfeiting Act 1981 (IOPC, 2021). Police officers face time constraints all the time but must never act wrong.

To prevent conflict within teams’ strategies can be put in place to improve individual and team performance. De-briefing after a particularly stressful incident or day, can be a strong way to improve team and individual performance. Tannenbaum & Cerasoli (2012) found well-structured de-briefs to teams could increase individual and team performance by up to 25%. I feel that de-briefing after an incident helps me come to terms with what I had dealt with and helps me improve as a person for next time. Further to this South Wales Police offer to debrief and provide support for officers that dealt with traumatic events. TRIM is a voluntary service that is offered to police staff that have experienced traumatic events (GOV.UK, 2024). I feel this is an excellent way to support police officers like when dealing with traumatic situations.

Evaluating and analysing my learning, there are many ways team members can improve themselves and each other. Understanding how others work is imperative to get the best out of each other and failing to do so can cause dysfunctional teams.

In conclusion, Team’s are full of individuals that bring different strengths and weaknesses to the table. Understanding and appreciating these can help build a solid team structure, whereas ignoring this can destroy a team from within.

As an action plan, I will focus on how team members work and understanding theirs and my personality traits, to work together better.
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

	
Explain how information and intelligence can be used in the disruption of the more prevalent criminal activity (e.g. drug smuggling, human trafficking, child sexual exploitation, counterfeit goods, organised crime groups and ‘county lines’) by effective policing of the roads. 

Outline how ANPR can be used as investigative resource when disrupting criminal activity. 

1750 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

During my day-to-day role, information and intelligence plays a crucial part of my job. The College of Policing (2013) describes information as being any information that is obtained for a policing purpose. The College of Policing (2013) then describes Intelligence as information that has been collected and is ready for some sort of action. This can help disrupt serious crimes along with correct policing of the roads, and the pro-active use of ANPR. I will use the Gibbs Reflective Cycle for reflection during my answer (The University of Edinburgh, 2020).

Intelligence can be gathered in various ways. This can include tasked information such as CCTV systems, intelligence collection plans such as community intelligence, open sources such as members of the public, closed sources such as other police forces and prison intelligence (College of Policing, 2013). Intelligence can be used to improve policing. Gottschalk (2009) describes intelligence within policing as being a systematic approach in gaining information for the sole reason of keeping record of crime and identifying patterns to improve law enforcement. I feel this is important to note as intelligence gathered, helps me as a police officer to make sound decisions. As a police officer it is likely that I will deal with individuals on more than one occasion during my career and building a picture of how individuals act or how they commit crimes, can help with detecting and preventing crime. Modus Operandi (MO) is a Latin phrase that stands for the mode of operating. From a criminal perspective this simply describes the method or pattern of criminal behaviour, specific to individuals (Legal Information Institute, 2020). Understanding how criminals behave and how they are likely to act again can help in preventing future crimes.

Police officers are surrounded by information and intelligence daily when engaging with the public. As discussed above, there are various ways this can be gathered. I feel that even when responding to emergency calls, information can be obtained for a policing purpose and therefore intelligence can be gathered when dealing with unrelated matters. An example of this I have seen many times, is dealing with a missing person. On checking the individual’s room, which is part of the initial missing persons actions, I have noticed drug paraphernalia in the property. This has consisted of but is not limited to a cannabis grinder, clear grip seal bags or weighing scales. This indicates involvement in drug using or potentially drug distribution. Intelligence put in for this helps build a picture of the individual for future reference.

It is important that information gathered undergoes evaluation to establish how worthy it can become as intelligence. The National Anti-Fraud Network (NAFN, 2024) describes the use of the 3 x 5 x 2 intelligence grading model that is used within the police. This is split into 3 sections that consist of source, intelligence and handling. The first part of the model is source which is the 3 in the grading model. This consists of how accurate the information being gathered is and how the source can be evaluated. The information gathered is graded between reliable, untested and not reliable. Reliable is used when the source is believed to be accurate and reliable. Untested is used when the source used has not previously provided information, therefore the accuracy of what has been provided has not been tested. Not reliable is used when there are doubts over the information the source has provided. The second part of the model is evaluating the intelligence itself and how it is known and is the 5 in the grading model. This consists of information known directly to the source such as information obtained first hand, known indirectly to the source but corroborated such as information not witnessed by the source but that can be confirmed elsewhere, known indirectly to the source such as third-party information, not known such as anonymous sources or suspected to be false which is self-explanatory. The third part of the model is the Dissemination of the information and is the 2 in the grading model. This consists of lawful sharing of the information permitted and lawful sharing permitted with conditions. This part determines who the intelligence is shared with and how much of it is shared. I feel it is imperative as a police officer to have a grading system when obtaining intelligence due to not being able to act on every bit of intelligence received.

Information and intelligence aren’t just shared from police officers and can be shared across multiple agencies. The National intelligence mode (NIM) is an intelligence led business model that is utilised by police forces in the UK, to evaluate and manage information (HMICFRS, 2023). This is a multi-agency approach to collecting and sharing information. This can be further explained as a model for policing thereby setting priorities and a solid framework, where problem solving can be applied logically. The strength of this model is that it provides a systematic approach to those that use it, that provides a consistent method of working. It is also ensuring there are high levels of accountability and ownership for those within (Kirby & McPherson, 2004). It is further explained that the NIM has three tiers focused on analysis and response. Level one focuses on the anti-social behaviour and crime managed at Basic Command Unit (BCU) level and below. Level two focuses on offenders or specific that may cross borders ran by neighbouring BCU or forces. Whilst some of the issues may be like what is managed in level one, this may require a well-co-ordinated cross border approach. Level three focuses on more serious crime including organised crime. The focus will also be on security matters on a national and international scale that would require the National Crime Agencies (NCA) involvement. The NCA focuses on the UK’s fight against serious and organised crime, by targeting criminals who pose the biggest risk to members of the public (NCA, 2024). The theory surrounding the NIM is that having a joined-up approach between local and national police helps share intelligence and best practice. It also allows for greater collaboration throughout forces to tackle various issues, whilst providing ownership when required. This supports the point that to tackle serious crime, a multi-agency approach can be better.

Assessments of intelligence are vital to ensure the risk attached is accurate. The NCA (2024) has completed a National Strategic Assessment in 2024, focusing primarily on serious and organised crime. This includes threats such as child sexual abuse, cyber, modern slavery and human trafficking. It is also important that these threats and not treated in isolation and that threat enablers are targeted. This includes criminal use of technology, the UK border and prisons as examples. As seen below, any risk focused on has a probability and uncertainty rating within the assessment undertaken. Based on the intelligence at hand this helps understand the probability and likelihood of certain threats:
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I feel the above is crucial to understanding how credible threats are, especially those of a serious nature. As a frontline officer I am constantly assessing risks and aiming to establish the level of risk posed.

Keningale (2022) argues that the NIM has limitations and focuses on six of these. The first limitation discussed is the Quantity of intelligence reporting. High levels of intelligence can cause a clutter up of information, therefore causing previous valid intelligence to become outdated. I feel this is a valid point as from response level, intelligence is key to finding out where criminals are. Outdated intelligence can cause a waste in resource. The second is the variation in the use of products. With multiple forces using the NIM, a varied understanding of how it is used is not uncommon. If forces choose to make strategic assessments differently, this could affect how reliable the intelligence that is being shared, is. The third is the lack of training and specifically focuses on inexperienced analysts making decisions. The fourth is time consuming. This focuses on the time constraints with police from various forces trying to link each other’s information. The fifth is uncritical or biased analysis. This is a key part of the NIM but relies on analysts thinking critically and clarifying decisions made. The sixth is policymakers and focuses on those that analyse the intelligence against those who are frustrated with what is being analysed. I feel these arguments show that people still play a huge role in intelligence and the accuracy of such, which will always be open to improvement.

Information & Intelligence can help in building a picture for the more serious crimes such as human trafficking and drug smuggling. For more serious offences, criminals may use vehicles on the road to commit crime. Motor vehicle usage has increased from previous years. From 1993 – 2023 the below graph shows the usage of all motor vehicles has increased by 74.6 billion (Department for Transport, 2023): 
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With more and more cars on the road, it is likely criminals will use this as a means of committing criminal activity. Intelligence can help build pictures of criminals, especially those who commit the more serious crimes. One important piece of intelligence could be the method of transport that criminals use. Automatic Number Plate Recognition (ANPR) is technology used to play an extensive role in enforcing the law on our roads (Fakhar, et al, 2019). The use of ANPR can assist in pro-actively detecting offences including stolen vehicles, un-insured drivers or solving cases of terrorism or major and organised crime (Home Office, 2024). I feel as a response officer that predominately responds to crime, the use of ANPR provides me with tools to pro-actively police.

The City of London Police (2024) supports the point that the pro-active use of ANPR cameras can have a positive impact on policing. Over a two-night period they were able to make five pro-active arrests with 80% of arrests being for possession with intent to supply drugs with the other 20% being for drink driving. 13 traffic tickets were issued, and eight vehicles were seized. I feel this shows that if ANPR is pro-actively used and there are officers available, the results can be beneficial to the public. Focusing on the intent to supply drugs, many drug dealers are linked to organised crime and county lines. I feel the use of ANPR could help dent this, as shown in the case study above.

As above, the use of ANPR technology can help frontline officers pro-actively police. I have personally used intelligence from live ANPR use to stop a vehicle. The vehicle ended up having clone plates and the driver and passenger were arrested. This enabled me to contact the neighbouring force that the vehicle had been taken from and inform them it had been recovered.

Evaluating and analysing the situation, a multi – agency approach is key to pro-actively attacking serious and organised crime. Intelligence gathered by local officers can help build bigger pictures and build cases against the most serious crime. Further to this, with more cars on the road and criminals using this as a means of getting around, the use of ANPR cameras is vital.

In conclusion the power of accurate intelligence, especially surrounding our roads can have a real positive impact on pro-active policing and protecting the public.

As part of my action plan, I will utilise data from ANPR cameras more to continue to get pro-active stops and aim to prevent crime.
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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 
	 Knowledge is an area I can continue to improve whilst my time and confidence grow within the role. Utilising police reading material and protocol at certain incidents or scenarios will help me improve this. An example is using the ‘Pocket Sgt’ app which helps understand definitions and points to prove when dealing with incidents I feel I need support with. I would currently score myself a 6 out of 10 and feel the more I am exposed to over the next 6 – 12 months, the more knowledge I will gain.

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 The more my confidence grows within the role, the more my skill set will grow. Being independent and gaining more experience will enable me to put myself forward for various courses and over time. An example of this will be applying to become taser trained soon to further help during certain incidents. I would currently score myself a 7 out of 10 as I feel I have got life skills I am able to implement in my role as a police officer. This helps me defuse situations. The more confident I get and more courses I attend, I feel I will score higher in this area soon.

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 Experience will be gained with more exposure to the various incidents experienced by response Officers. I can only achieve this with time within the role. To help increase my rating more quickly I will start tracking certain incidents or situations I would like more exposure to, to increase experience. An example of this will be continuing to put myself forward for suspect interviews. By doing so this will include my experience but also positively effect my knowledge and skills. I would currently score myself a 7 out of 10 for this area as I feel due to the area I cover; I have experienced a wide range of calls already. This will of course improve with time as I get more confident in going to various calls.
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Probability and Uncertainty
Throughout the National Strategic Assessment. the ‘probability yardstick’ (as defined by the Professional Head of Intelligence Assessment)

has been used to ensure consistency across the different threats and themes when assessing probability.

The following defines the probability ranges considered when such language is used:

Remote Chance  Highly Unlikely Unlikely Realistic Likely / Probable HighlyLikely — Almost Certain
Possibility
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