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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:

Since entering the world of response policing and having achieved independent patrol status, there has been a number of organisational cultures which I have become aware of and have also been exposed to. Throughout this essay I will discuss a few organisational cultures and subcultures that I have experienced throughout my service and I will reflect the impact of the culture on my wellbeing and resilience as an officer. In this essay I will highlight the risks of conforming to organisational culture and what strategies I have implemented and continue to implement to maintain my resilience and wellbeing in the role. 


Organizational culture is described as “norms, values, rules, procedures, symbols and beliefs“ bedded in an organisation (Farkas, Sallai and Krauzer, 2020). Police organizational culture is compared to that of an iceberg metaphor. Most elements of police culture are visible and conform to the standards and expectations of police officers. However under the surface, there are certain subcultures that often go unnoticed and often require further analysis and understanding. It is these specific subcultures that I will discuss in my essay, subcultures that I was unknowing of prior to exposure to response policing.  

Being a new officer, I feel that there is an expectation to fit into an already formed police organisational culture. A motto that has been imbedded in policing over the years is that it is simply “the way we do things around here” (Hesketh, 2011). This phrase or outlook is most prevalent in senior and experienced officers. Officers who had been in the force for a number of years explained how they were informed during training and their probation to keep their opinions to themselves (Weislander, 2018). This highlights a pattern of conforming to organizational culture and a fear or lack of confidence in challenging organizations and prompting change. Morrison and Milliken, 2000 suggested that there is a discrepancy between what policies encourage compared to the reality in practice (Weislander, 2018). Policies have encouraged motivation and suggestion for change from front line officers and suggests that all officers should feel a sense of ownership towards organisation change (Lewis, Higgins and Muir, 2019), however a number of officers have reported a fear of retaliation if they were to express themselves (Weislander, 2018). Frontline officers, like myself, are at the forefront of public perception and judgement and rely on policies and practices put in place. It is extremely important that officers are able to raise concerns and suggestions and advocate for change from the forefront without feeling supressed at the hand of an organisational subculture. 

A clear link has been made between officer well being and autonomy (Lewis, Higgins and Muir, 2019). Further engagement from officers and concerns and suggestions allow for the organization to develop aspects that directly effect those officers. The National Police Chiefs Council Chair Sara Thornton highlighted that “bosses don’t always know best” and that hierarchical structures must be willing to take a step back and allow force wide contributions (Lewis, Higgins and Muir, 2019). These changes in culture could have a positive effect on engagement and wellbeing of officers and encourage organizational change and development (Lewis, Higgins and Muir, 2019). Despite the culture to maintain silence, I understand the importance of being resilient and expressing and advocating for development. Allowing myself to succumb to the subculture may have a negative effect on my wellbeing and resilience in the role. 


Although in the last century, there had been a immense shift in the focus of female recruitment in the police and an elevation in the number of female police officers, there is still an noticeable divide and inequality of women in the organisation. The policing organization has always been and still remains one of the most male dominated and masculine occupations (Miller and Bonistall, 2011). The sole of focus of traditional policing was to “command and control” which was strongly associated with the organization’s culture of masculinity (Keddie, 2022). Women police officers have since been recognised as having a desired component to policing which evolves around a compassionate and communicative approach to most high stress situations (Fowler, 2016)

Since achieving independent patrol status, I have experienced this underlying gender divide and gender inequality which is embedded in the organizational culture. As highlighted above, women in the police have been accredited for being compassionate, calming and effectively communicative and this appears to be a reoccurring feature in research for women in policing. However, I feel that this broad outlook on women in policing creates a stereotypical female police officer. I have noticed the influence of gender on the allocation of incidents and roles I am asked to assist with. I often find that women on response are allocated domestic violence or sexual related incidents, meanwhile men are allocated arrest enquiries and incidents with a higher risk. Miller and Bonistall (2022) highlighted that these ingrained gender role stereotypes and assumptions have prevented women from becoming fully participating police officers with the same or similar roles and responsibilities to male officers. This represents my feelings and experience as a female police officer. 



An experienced male custody sergeant once gave me advice and said, “Next time, you should bring a man with you”. This was in response to me transporting a detained person to custody. There are often perceived differences in women’s physical strength and ability to be command authority and women are often overlooked in situations of higher risk and possibility of violence (Miller and Bonistall, 2022). In this situation, I was judged purely on the basis that I am female, with no consideration of my background and ability. Conforming to the organisational expectations of women in the police will restrict my full potential as a police officer. Research has shown that stress amongst police officers are more likely to be as a result of internal organisational injustice rather than the risks of policing itself, increasing officer burn out and loss of interest in the job (Keddie, 2022). I understand that there is a need to challenge instances of gender inequality and a need to take ownership and responsibility in putting myself in situations which challenges traditional policing. Being resilient and overcoming these challenges will be key in my progression as a police officer. 


As a front line response officer, I have noticed an organisational culture, both internally and externally, whereby there is an expectation that police officers should not be fazed by situations they are in or have dealt with. Being a front line officer, you become exposed to social judgement and public perception. Police officers are expected, when in the face of the public, to handle any negative emotions or anger towards them properly and professionally and not to express or be carried away by their own emotions (Farkas, Sallai and Krauzer, 2020). Professional conduct norms also dictate that officer must remain calm and in control and constantly be guarding their emotions (Pogrebin and Poole, 1991). Not only are officers expected to refrain from emotions in the public eye, but there is also an internal stigma where officers are stigmatised because of their mental health problems (Edwards and Kotera, 2020). As a response officer, we are directly exposed to many traumatic scenes and events and high risk situations and therefore the things we witnesses are likely to have a significant impact on our wellbeing. It is important that while maintaining professionalism in the public eye, that I feel comfortable to express my feelings and emotions around situations with colleagues, family and friends and that despite the internal stigma, that I prioritise my wellbeing and seek support. 

Police and organisational culture has always been in the forefront of research and despite centuries of police culture, it is ever changing and there is limited knowledge of its influences. It is important that despite an underlying organisational culture, that officers maintain their own personal values and do not conform to an expected culture. Research has indicated that police culture may contribute to the causes of psychological illnesses in police officers, rather than the nature of the job itself. (Edwards and Kotera, 2020). It is important that officers maintain resilience to challenges and prioritise wellbeing. 

Word count: 1355
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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:

Throughout this essay, I will discuss a domestic related incident and reflect on how I made decisions throughout the situation. This essay will evaluate the National Decision Model in police decision making and I will reflect on how I used and adapted the National Decision Model to make decisions in a complex and unpredictable circumstance. I will discuss how the situation was ethically approached and discuss relevant social and legislative factors. In this essay I will explain how police discretion was used to prioritise the safeguarding and protection of victims over the victims wishes and consider the consequences of the decisions made.  

I attended a priority graded call whereby a female was reporting that her son’s ex partner had attended her home address, had pushed the reporting person and smashed the rear windscreen of her car. The reporting person stated that she was at home with her son, however the offender had left the address. I have attended the call in the company of another officer.

Whilst I was on route to the dispatch address, I automatically began to consider the National Decision Model. The National Decision Making Model, otherwise known as the NDM, is a system which helps officers respond effectively to all sorts of situations and problem’s they encounter (Marker and Daigle, 2016). The NDM has 5 key elements that all focus around the use of the Code of Ethics and professional standards. The code of ethics allows for an ethical and professional approach to decision making. There are 5 stages to the NDM. The first stage of the NDM is to gather information and intelligence. In this stage, the officer will define the situation, considering what has happened or is happening, what do we know so far and what further information is needed (College of Policing, 2013). Based off the information from the initial call, I believed that the incident would be a domestic related incident of criminal damage and assault. The second stage of the NDM is the assessment of threat and risk and development of a working strategy. In this stage, officers must assess the threat, risk and harm and begin to consider how to approach the situation. In this situation, I was made aware that the offender had left, which reduced to risk to both the victim and the police, however I considered that there was a possibility that the offender could return. The third stage of the NDM considers the powers and policies available to the officers regarding the situation. I was aware that the incident was domestic related and therefore I identified the College of Policing’s domestic violence policy and positive action in domestic situations which I would need to follow. The fourth stage of the NDM enables officers to identify options and contingencies available. Prior to attending the call, I was considering powers of arrest, the seizure and preservation of evidence and immediate actions at scene. The final stage of the NDM is based on actions and review. This stage is whereby officers make a decision and take action and then reflect on the outcome of that action made and reassess the situation. On attending that incident, I already had implemented a strategy of how I would approach and deal with that situation, unless the information and circumstances were to change. 

As I have attended the dispatch address, I have immediately noticed the damaged vehicle on the driveway of the property. I have began to take photographs of the damage and I seized and persevered the smashed window for possible forensic opportunities. Whilst I was speaking to the reporting person who iterated the circumstances of the initial call, she has disclosed that her son has been assaulted by his ex partner on numerous occasions. She states that her son was fearful for his safety however afraid of the repercussions of reporting it to the police. Due to this new information, I have reflected on the National Decision Model. I have identified that there is another domestic violence victim and I have assessed that there is a risk to that individual. I have began considering what policies there are in place and what options I now have available. Whilst the other officer has stayed with the female to obtain a statement, I have decided to sit and talk to her son. The male has a form of autism, known as Asperges Syndrome, and was very quiet and closed off. Studies show that autistic individuals report higher rates of crime victimization that other individuals therefore it was important that I identified the situation and risks. Autism is often characterised by difficulties with social communication and interaction therefore I ensured that I took time to speak to the male, build a rapport with him and create and safe and welcoming environment for him that he would be comfortable in talking to me (Trundle et al, 2022). The male had told me that his ex partner has assaulted him on a numerous occasions and he had shown me photographs he had taken of his injuries at the time. The male also stated that on numerous occasions whereby he would try and end the relationship, the female would threaten suicide and showed officers messages from the offender of a controlling and coercive nature. Despite the males disclosure, he did not wish to make any formal complaint against his partner as he was afraid of the repercussions this may have on him. I have reassessed the NDM and discussed available options with the victim. I have explained the process of obtaining evidence via means of statements, witness interview booklets and achieving best evidence interviews. The male has declined all options and was no longer engaging or supportive of police involvement. Using the NDM I have then reassessed the risk of the situation. The victim was not supporting police action which posed a risk that they would become further victimized and subjected to further offences by the perpetrator. In order to identify the risk it the victim, I have completed a Domestic Abuse Stalking and Harassment Risk Assessment or otherwise known as a DASH-RA. A DASH-RA is a tool comprised of twenty-seven questions answered by the victim or responding officers to record whether specific risk factors are present or absent. The DASH-RA tool allows response police to work with domestic abuse teams and other partners working with victims of domestic abuse to identify and minimise risks (Robinson et al., 2016). I gave both the male and his mother safeguarding advice, advising them of precautions and actions they can take to safeguard themselves. 

It was important in circumstances such as these that I used my police discretion. The college of policing refers to discretion as the use of “professional judgement” (College of Policing, 2022). Discretion in the police provides offices with flexibility in decision making (Nowacki and Spencer, 2019). Officers’ professional discretion is concerned with individual police professionalism and perceived credibility (Charman and Williams, 2021). Although typically in the police, our actions often depend on the needs and wishes of our victims, in these specific circumstances I used my discretion towards evidence led/ victimless prosecution to safeguard and protect the victim. I maintained transparency with my victim regarding the decision of an evidence led prosecution. Statistics show that one in 20 adults experienced domestic abuse in the year ending March 2022 and one in three victims of domestic assault in the UK are men (Mankind, 2023). Despite this, nearly half of male victims do not tell anyone that they are victim of domestic abuse, and are almost three times less likely to report domestic violence than women (Mankind, 2023). This highlights the important of investigating domestic violence, even without the victims consent. 

It’s important in evidence led prosecution, especially in such circumstances, that all key evidence and information is recorded and stored properly. It was important that all the circumstances are documented correctly in the occurrence OEL. In this situation, I chose to write a disclosure statement whereby I detailed all the information and disclosures made about the assaults and coercive behaviour. I documented about the photographs of injuries to the victim that I had witnessed, and the nature of the messages sent from the perpetrator to be used in court. Police officer disclosure statements are often a key supporting material in a victimless prosecution. I also ensured that my body worn video was recording during the incidents and ensured it was correctly uploaded and stored to be used as evidence by the courts. I ensured the DASH-RA form was completed and sent to all relevant domestic partner agencies and Public protection Notification was completed for the victim and shared with social services.

Although the victim had concerns and fears of the repercussions of reporting this domestic incident, it was vital that we, as the police, identify the risks to that victim and use our discretion to act in the best interest of the victim and the community. As a result of the investigation, the perpetrator was subsequently arrested. The female was bailed awaiting a charging decision from the CPS with bail conditions in place to protect and safeguard the victim during the course of the investigation. Upon reflection of the incident, I feel that I made the correct decision, through the use of the NDM and my discretion, to prioritise and protect my victim. I was aware that there may have been consequences or repercussions to the victim from my decision, but ultimately police involvement was necessary to protect the victim either way and prevent any further offences. 

In conclusion, the National Decision-Making Model is a vital tool in response policing. The NDM allows officers to make decisions which are well thought through and planned and allows reflection and justification on the decisions they made. The scenario highlighted above shows the important role that the NDM played in making decisions through complex and unpredictable circumstances. It was crucial in this scenario that I was able to adapt to changing situations and take the most appropriate action, considering all options available to me. Upon reflection of the incident, I believe I made the correct decisions and took appropriate action, despite the lack of cooperation from the victim. I am able to justify the decisions that I made in line with the National Decision Model and believe I acted in line with the code of ethics and demonstrated professionalism. 

Word Court: 1729. 






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:

[bookmark: _Hlk151108711]This essay will discuss team work and team dynamics in the police force and evaluate models of team dynamics on improving group cohesion. Teamwork in the police is essential for creating a well- functioning and effective police force. There is a constant requirement for police officers to work collaboratively and as a team and police officers and police staff will often be involved in a number of different teams. Understanding team dynamics and team cohesion is essential for teams to work successfully, to enhance performance and provide optimal services to the public. However, sometimes, not all teams can function well together, and this is why it is important that there is an understanding of team conflicts and thus are able to identify strategies to improve team cohesion and performance. This essay will highlight interpersonal conflict amongst team members and recognise strategies to manage conflict and improve group performance. 

The police force is composed of a number of different teams which essentially work together for the same overall goals. Teams within the police are often categorised by the department, sectors or specialised roles and from there are condensed down to specific shifts and teams. Team’s may even consist of two officers who are on police patrol, however work as a team to share the same goal and depend on one another for support and success (Espevik et al, 2021).

Regardless of team size, a well-functioning team works interdependently; each officer becomes dependant on the other to get the job done (Berger, 1997). In a well- functioning team, officers will share the same goals and values and by working together, it can improve effectiveness of achieving those goals, boost morale, improve officer safety, improve others idea’s and actions and ultimately provide support for each other (Berger, 1997). Enhanced performance in police teams can depend on a number of factors, including: a focus team cohesion and team familiarity, and the utilization of individual team members knowledge (Cotard and Michinov, 2018). It is only through high levels of team cohesion that teams are able to work well together and be effective in their roles. A cohesive team will be able to communicate well together, exchanging ideas and agreeing on goals. A team should work collaboratively and participate equally in the team and be able to effectively resolve interpersonal conflict together. 

Group cohesion has been defined by Ohlert and Zepp (2016) as “a dynamic process which is reflected in the tendency for a group to stick together and remain united in the pursuit of its instrumental objectives and/or for the satisfaction of member affective needs”.

The American Psychological Association explains that cohesion is the degree to which members of the group coordinate their efforts to achieve a team goal. The higher the cohesion, the stronger the team members motivation to adhere to the group’s standards (American Psychological Association, 2020). However, group cohesion is not as simple as it sounds and there are number of reasons why teams are not able to function and work well together. A team will not be cohesive if one or more members of the team are being suppressed or ignored. A cohesive group must be empathetic, understanding, accepting and supportive of all members (Harpine, 2010). Understanding team dynamic and how teams’ function will allow for greater team management and ability to achieve goals. 

Team dynamics are considered to be the behavioural and emotional forces that influence the team, performance and its goals (UKEssays, 2018). Team dynamics can be created by the personalities of team members, knowledge and skills, roles and responsibilities and the way each member interacts. Positive team dynamics are members who are able to communicate effectively, be accountable and be supportive. Over the years, research has focused on team dynamics and understanding what makes teams work well together and what does not. A number of team dynamic models have been created which draws a line between these concepts. 

The Tuckman Team Model was proposed by Bruce Tuckman in 1965 and has since become one of the most famous models for team dynamics and team development (Last, 2019). The Tuckman model describes five stages of team development which are: forming, storming, norming, performing and adjourning. Tuckman highlighted that communication is critical for every component of the model (Last, 2019). The forming stage is process of all team members getting to known each other, first impressions and expectations of the group and focusing on team bonding and building activities. The storming stage is often where initial expectations and boundaries are challenged by group members (Last, 2019). This stage is crucial for group members to communicate and resolve interpersonal conflict and challenges. This stage is where members begin discussing thoughts and ideas around the goals, how these can be achieved and begin to discuss roles of each members based on knowledge, strengths and weaknesses. The norming stage is whereby team members understand their role and begin progressing with their work. Group cohesion in this stage ensures that all members are responsible for the task and for one another, and, although work in this stage is often done independently, members need to regularly check in with one another. The performing stage is whereby all members have projected strength in their roles and have begun performing well towards their goal (UKEssays, 2018). The final stage of the model is the adjourning stage, whereby the goal has been achieved and members will reflect and go their separate ways. 

Tuckman’s model provides a framework for team development and progression whilst also highlighting team the importance of establishing relationships, maturing through the stages and the use of collaborative leadership (West Chester University, 2022). Team members must be clear about what roles and outcome the are expecting in order for members to be motivated to engage. The dynamics of the team can diminish if members feel that they are not being utilised, therefore highlighting the importance of communication, clarity, trust and team cohesion (UKEssays, 2018). Tuckman’s model has a number of benefits and is versatile enough that is can be implemented into team dynamics and can also be used alongside other team development models. 

Although there are models in place for team dynamics and development and team cohesion, it is important to understand that not all team members will get along and share the same opinions. Understanding interpersonal conflict in team work and identifying how to overcome these conflicts allows for team development and progression. Interpersonal conflict has been described as a dynamic process that occurs between two individual members of a group when they experience perceived disagreements, challenges and inference of attainable goals (Hartwick and Barki, 2004). There are a number of reasons for interpersonal conflict in a team environment and this can range from differing personality types, varying goals and outcomes, poor communication and assumption of roles in a team.

Lencioni highlighted in his book, The Five Dysfunctions of a Team, that there are five common issues a team face that impact their effectiveness (Last, 2019). Lencioni highlighted that a lack of trust is one factor that impacts team effectiveness. A lack of trust in a team means that teams may be unable to communicate effectively and are unlikely to take risks and ask for help from other members (Last, 2019). This reflects on the importance of team cohesion and highlights the necessity for members to overcome boundaries and lack of trust. Lencioni also stated a fear of conflict is a barrier to team effectiveness (Last, 2019). Avoiding conflict within a team can lead to false perceptions. Tuckman’s model highlighted stages whereby conflict is expected in order for teams to understand each other’s arguments and come to an agreement. Conflict in team situations is normal and often encouraged and is very beneficial to a team if managed appropriately. A lack of commitment has also been identified as a common problem in team situations (Last, 2019). Often members do not to commit to doing their work which ultimately affects the team performance. This, however, may be strongly related to a lack of conflict and members feeling ignored, which may dispirit members as they may no longer have a desire to engage. Avoidance of accountability and inattention to results have also been highlighted as common problems in team effectiveness (Last, 2019). 

Interpersonal conflict and how conflict is managed in group setting has been considered a key factor in team performance and success. Often, interpersonal conflict in unavoidable and often is beneficial in a team setting, as long as teams are able to efficiently communicate, manage and overcome the conflict. There has been much research on conflict management styles and strategies used to avoid, address and resolve conflict (M Libraries, 2016). There are a number of strategies that can be implemented for conflict management and research shows that strategies that facilitate information exchange and show a concern for mutual goals are most successful (Sillars, 1980). There have been five key strategies highlighted for conflict management which include: competing, avoiding, accommodating, compromising and collaborating (M Libraries, 2016). 


Figure 1: Five Styles of Conflict Management (M Libraires, 2016). 
[image: ]

The competing style highlights high concern for self and low concern for others (M Libraries, 2016). This management style disregards others opinions and does not include effective discussion and ultimately is about winning the conflict. This has not been highlighted as a successful conflict management strategy in group settings as it can create a hostile and volatile environment (M Libraries, 2016).  

The avoiding style is concerned with a low concern for both the self and others (M Libraires, 2016). Avoiding conflict can result in poor communication and discussion and had been highlight by Lencioni as a factor of dysfunction in a team (Last, 2019). 

The accommodating style indicates a low concern for self and a higher concern for others (M Libraries, 2016). Accommodating is whereby we become submissive and likely do not propose ideas or suggestions. Accommodating may be beneficial in scenarios with time constrains, however accommodating can result in a lack of interest and poor commitment to the team project. 

The compromising style when conflict is managed through compromise. Comprising can be beneficial to manage prolonged conflict, however when comprising, we may partially give up on own ideas and what we want (M Libraries, 2016). 

The collaborating style is considered to have a high concern for self and others (M Library, 2016). This style incorporates effective communication and discussion and is resolved by a mutually beneficial outcome (M Libraries, 2016). The collaborating style is most evident in cohesive teams who have a high consideration and investment in the relationship. 

In conclusion, its is important to understand the dynamics of a team order for a team to be cohesive, be successful and achieve the optimal outcome. In the police force, team work is essential for creating a well- functioning and effective police force, who are able to provide the most optimal service to the public. Failing to work successfully as a team can result in poor outcomes. As a consequence of poor team effort and poor results, the police service are likely to fail to comply with requirements of professional standards, ethics and policy and procedures and provide an unacceptable service to the public. It is understandable that not all teams will immediately bond and that team members have different characteristics and personalities. However, it is important that we recognise these differences, understand team dynamics and how teams are able to become cohesive, collaborate and ultimately achieve goals effectively. 

Word count: 1905




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:


This essay will discuss the how receiving information and developing intelligence can be used in the disruption of prevalent and serious criminal activity. In the police, information is of abundance, however it is important to understand how information can be evaluated and developed into intelligence which can be used in crime prevention. This essay will discuss the role of information and intelligence in serious and organised crime and the importance of information and intelligence in roads policing. The essay will discuss tactics and resources used within road’s policing to prevent and pursue organised crime. 

The police service in recent years has seen an immense shift towards intelligence led policing and intelligence led investigations. Information and intelligence plays a significant role in the prevention and disruption of serious and organised crime.  Intelligence led policing is directed at the most high risk offenders which place members of the public at greater risks of harm; This includes crime such as drug trafficking, child sexual exploitation, modern day slavery and human trafficking National Crime Agency, no date). It’s important that the police are able to recognise characteristics or patterns in behaviours to purse offenders and prevent organised crime. 

In the police service, information is available in a variety of sources and often at abundance. It is important that the police can recognise crucial information, evaluate it and develop it into intelligence.  Information can be collected in a number of ways which include open public sources such as social media, members of the public, undercover officers or covert human intelligence sources (otherwise known as CHIS) and other security and intelligence agencies (National Crime Agency, 2023).  The difference between information and intelligence is that intelligence is the enhancement of basic information (Kirby and Keay, 2012).  Intelligence can be based off raw information on an individual, a group or a certain crime or event and can then be evaluated and corroborated by previous knowledge and reports and information held on investigatory systems.  Analysis of intelligence can identify and explore patterns of crime and incidents and identify individuals or groups involved (Kirby and Keay, 2012).

A model was created for the gathering of information and evaluation of intelligence, known as the intelligence cycle. The intelligence cycle consists of 5 stages including direction, collection, evaluation, analysis and dissemination.  The direction stage is the starting point of the cycle. This stage determines what intelligence needs to be gathered and its purposes (Kirby and Keay, 2012). The collection stages is concerned with the gathering of information, based on the purpose identified.  The evaluation and analysis stages are based on the interpretation of the information gathered. This is typically where the National Intelligence Model (NIM) is used to consider the reliability, validity and relevance of the information gathered and information can be corroborated against police systems (Kirby and Keay, 2012). Lastly, the dissemination stage is the distribution of intelligence to the correct departments and agencies that are equipped to act of the intelligence in the detection and prevention of crime. 

As the police need to be able to gather large amounts of information, process and retain this, a model was implemented to evaluate the validity, reliability and direction of the information. The National Intelligence Model, or otherwise known as the NIM, highlights the different level’s of the policing organization and emphasises systematic cooperation between forces to identify and prevent organised crime, especially what is considered ‘travelling offenders’ such as drug runners and human traffickers (Bullock and Tilley, 2012). The NIM highlights three levels of the policing organisation. 
Level 1: The basic command or local policing units. 
Level 2: The force and cross border. 
Level 3: National and international. 

The NIM uses a 3x5x2 model which is concerned with the source, the intelligence and the handling of information. The first part of the model tests the reliability of the source. It can determine based off pervious knowledge and information if the source is reliable, unreliable or untested. The second part of the model is based on how the intelligence is known by the source. The five subcategories include: A- known directly, B- known indirectly but corroborated, C- known indirectly, D- not known and E- suspected to be false. Lastly, the handling of the intelligence is based on whether lawful sharing is permitted or whether it is permitted with conditions. The 3x5x2 model provides a grading as an indication of the level of confidence that can be taken in the dissemination of intelligence to the correct agencies (College of policing, 2022).

In recent decades there has been a significant shift in intelligence led policing, likely linked to the growing threat from serious and organised crime (GOV.UK, no date). The police rely heavily on information and intelligence in order to proactively prevent   this sort of crime and protect the most vulnerable people.  The HM Government released a Serious and Organised Crime Strategy which highlights actions to be taken to tackle organised crime groups. The strategy focusses on the ‘PPPP’ model, which is to pursue, prevent, protect and to prepare (HM Government, 2013). The model is based around the use of intelligence and proactive policing and the protection of vulnerable people.   The pursue stage is concerned with the detection and disruption of organised criminal activity (HM Government, 2013). In this stage, information and intelligence is crucial to identify patterns and behaviour, identify individuals and disrupt criminal activity. The prevent stage regards the prosecution of offenders, rehabilitation and prevent and deter people from getting drawn into serious and organised crime.  The protect stage is concerned with the protection of vulnerable people, protection of the government and protection of systems from corruption.  Lastly, the prepare stage is to prepare for serious and organised crime in an attempt to reduce the impact where and when it takes place (HM Government, 2013). This can be done by ensuring adequate training in the police and other agencies for dealing with organised crime and giving the communities and victims the correct support. 

There has been a recent rise in ‘County Lines’ across England and Wales. The National Crime Agency reports that 88% of police areas in England and Wales either have established or emerging County Lines problem in their area (Glover Williams and Finlay, 2018). The home office defines county lines as “a term used to describe gangs and organised criminal networks involved in the exporting of illegal drugs into of or more importing areas within the UK” (Home Office, 2020). County lines however is not only concerned with the transport of illegal drugs, but it also has links to drug addiction, criminal convictions, violence, trafficking and child sexual exploitation (Glover Williams and Finlay, 2018). Due to the nature of the County Lines trade, roads policing plays a significant role in the detection and disruption of criminality.   


Information and intelligence is often held in relation to an individual, group or a vehicle and there are a number of places where this intelligence is stored and become available to the police when they need it. There are number of systems which the police can access to gain information around a person or a vehicle, which include the Police National Computer (PNC), the Police National Database (PND), Local Policing Systems, Voters and Automatic Number Plate Registration systems (ANPR). ANPR has been considered a critical tool in targeting criminals using the road (Kirby and Turner, 2007). Each police force will have designated camera’s which cover populated areas that allow the monitoring of vehicles. Not only are there designated cameras’, but the majority of roads policing vehicles have also build in ANPR systems. Each ANPR camera is able to read approximately 3,600 vehicle registrations per hour, and within two seconds, the camera is able to search a number of data bases including PNC and DVLA (Kirby and Turner, 2007). The APNR system can get a positive reading which indicates that a vehicle is of interest. This can often mean that the vehicle may have no MOT, insurance or TAX, that the vehicle has markers of interest such as drugs markers, country lines or organised crime or that a potential occupant in the vehicle may be wanted. This allows the police to then stop the drivers of their vehicles, conduct all relevant checks and if necessary search or arrest suspects. The use of ANPR in the identification and detection of organised crime is crucial in its disruption. ANPR can also be used to monitor the movements of possible suspects with links to organised crime and identify what vehicles are being used to assist and commit crime (Kirby and Tunrer, 2007). Alongside the use of ANPR systems, there are other police systems which can be utilised to gather information on individuals and vehicles. On local policing systems, once intelligence is submitted and analysed, flags can be generated on individuals which can indicate previous involvement in organised crime groups, county lines, drug possession and supply and involvement or concerns of child sexual exploitation.   PNC also allows the police to access previous crimes and convictions, associates and addresses of individuals (Francis et al, 2013). Having access to home addresses and linked addresses can also be crucial in members with links to county lines due to the connections they may have with cross border nominals. Local policing systems can also hold information based on previous incidents involving vehicles. The systems can flag if the vehicle has previous or is suspected of being involved in drugs supply and county lines and can also flag if the vehicle is stolen or has been used in any other offences. Often, members or organised crime and county lines will use stolen vehicles as get away cars in robberies or burglaries or often use stolen cars as vessels for the transportation of drugs in county lines (Thomas, no date). Although not all individuals and vehicles will be flagged for links to organised crime, it is important that the police are able to use information and intelligence and recognise key characteristics of members and groups of organised crime. A recent survey on ANPR systems and police interception teams showed that vehicles who were recognised and stopped by ANPR systems had an arrest rate per officer that was 9-10 times the average arrest rate (Mennell and Shaw, 2005). The survey also shows that an excess of £8 million was recovered in property and drugs. This shows the extensive need for ANPR in the detection, prevention and prosecution of serious and organised crime. 

In conclusion, Automatic Number Plate Registration systems and other policing systems are essentials tools in the identification and the disruption of serious and organised crime. In the recent years, there has been a significant drive on intelligence led policing to combat the growing number or serious and organised crimes nationwide. Due to the increased demands, there has been an increased focus on the detection and prevention or organised crime, rather than dealing with the aftermath.  The detection of organised and county lines have been most prevalent in roads policing and most likely to be due to the effectiveness of the ANPR systems. The ANPR system is an effective system used nationwide to gather immediate information and intelligence around vehicles allows a targeted approach to tackle organised crime. Most serious and organised crime are carried out by what is considered ‘traveling offenders’ so having the ability to disrupt these offenders early on is vital in the prevention of serious and organised 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: 

During this individual learning plan, I will reflect on my current performance in the workplace and force expectations of skills, knowledge and experience. In this individual development plan, I aim to assess and rate my current performance and highlight aspects of my performance that I believe require development and outline how I aim to develop these. A review written by the Chief Superintendent Irene Curtis highlighted the importance of targets for developing an effective performance management framework (Curtis, 2015). A management framework and targets allows for forces to identify area’s that they are struggling with and encourages development and good practice (Curtis, 2015). It is important to highlight that targets in the police are not solely based on statistics and instead focus has shifted onto a broader definition of performance. Curtis’ (2015) review highlighted that most forces have moved away from hard numeric targets (statistical). An increase or decrease in statics is not necessarily the same as an improvement (The Police Foundation, 2021). There has been a focus on measuring actual performance. Actual performance is considered as being how well we do the job; it is concerned with what we do, how we do it and if we achieve what we want to achieve (The Police Foundation, 2021). Throughout my career as a police constable, I have adopted a self reflective mindset for goal setting. Self reflection has been considered an important method in increasing learning, development and self awareness (The University of Edinburgh, 2019). Having the ability to align reflection alongside goals and objectives allows us to purposefully progress and reach intended goals (The University of Edinburgh, 2019). The result of a study on goal setting in police officers indicated that goal specificity, feedback and participation are significant and positive predictors of job satisfaction (Demirkol, 2021). This highlights the importance of appropriate goal setting on overall performance. 

Throughout this development plan, I will use the SMART frame work for goal setting. In 1981, Doran introduced the SMART method for writing effective management models (Bjerke and Renger, 2017). Doran stated that in order for goals to be managed, they much be specific, measurable, assignable, realistic and time related. (Bjerke and Renger, 2017). It is important for goals to be specific in order to achieve specific outcomes. When setting goal I will ensure that my goal is specific to my job role and specific to the outcome I wish to a achieve. A goal can be measured in a number of ways. Goals can be measured based on statistics, actual performance or self reflection. I think the way in which specific goal are measured will be individual to the goal. I do not feel that statistical measurement will be effective in the measurement of experience related gaols, however measuring actual performance and the ability to deal with different incidents is more likely to be a better tool for identifying development. Nevertheless, it is important that gaols are measurable. Doran originally created the A of smart targets to be assignable, however through development assignable has since become achievable or attainable. It is crucial that goals we set are attainable. Conemius and O’Neil (2010) stated that “people need goals worthy of their commitment”. Setting goals that are not achievable may affect officer job satisfaction. Goals must be relevant to what outcome you wish to achieve. Lastly, SMART goals need a target date. Deadlines enable us to focus on the task at hand and allow us to prioritise working towards out goals. 

Knowledge in the police is crucial. Acting Chief Executive Nick Gargan highlights that often decision making in the police has been based on opinion rather than knowledge (NPCC, n.d). The importance of knowledge in decision-making has bene highlighted and there has been a strive to implement a knowledge strategy plan to improve the creation, assurance and sharing of knowledge in the police (NPCC, n.d). ‌Upon reflection, I have assessed my current knowledge as Medium (5-7). I am a response police officer with 1.5 years experience in the role. During my time as a response police officer, I have undergone 6 months of class room and practice based training which has provided me with an underlying knowledge of all relevant legislation, procedures and practice. Prior to becoming a response officer I also worked for the police force as a special constable for one year. Whilst doing this, I underwent 6 months or intermittent training and worked alongside and observed experienced and knowledgeable officers, which ultimately improved my knowledge and understanding. When joining as a response officer, I already had a prior knowledge of the role, legislation and procedures. Following my 6 months training as a response officer, I was tutored by an experienced and knowledgeable officer and experienced a number of difference incidents which expanded my knowledge. As a response officer, you deal will all different types of calls and therefore requires a broad understanding and knowledge of difference offences, legislation and different policies and procedures. Response officers are responsible for identifying correct offences, investigating them accordingly and signposting to other departments and agencies. I have completed my level 2 interviewing course which provides me with more knowledge of complex interviewing. I believe that based off of my level of service in the role, I would be expected to currently be at a medium level (5-7). This level of knowledge allows me to properly deal with and investigate the incidents I go to however require more knowledge to deal with complex investigations which may be managed by other departments. 

Since becoming a police officer, I have developed a number of skills that are required for my role. I have developed personal skills such as teamwork, leaderships, commitment, communication skills and organization skills which are essential for my role as a response officer. These skills have been developed through my training and through operational experiences. However, in regards to specialised skills, as a response officer I feel that these are limited and not necessarily required for the role. I have obtained all relevant specialised skills that I believe that are required for my level of service. I have obtained my first aid and operational safety skills, my A-B standard driving skills, my level 2 and 2 interviewing skills and level 1 Police Support Unit (PSU) training. I feel that I have achieved all necessary skills for my role, however in relation to officers with a longer level or service and specialised departments, I would assess my skills as LOW (1-4), which I believe is also what I expected of me with my level of service and role. Response officers, especially early in their career, only require mandatory skills and allows them to opportunity after gaining experience to develop further specialise skills and decide if they would like to specialise in any departments. The majority of specialised skills require a standard level or service or experience which I have not yet achieved. 

Lastly, I will reflect and assess my experience since becoming a response police officer. I feel that experience can vary massively through the role of a police officer, regardless of the level of service an officer has. This can be based off experience prior to starting the job, the departments you work in and also the force area in which you cover. As I worked as a special constable prior to joining as a response police officer, I feel that my level of experience was greater that what was expected of someone with my length of service. Also, as a response officer, we deal with a variety of different calls, almost all at not the same. This provides me with a lot of experience in dealing with difference incidents, different crimes and different people, compared to someone working in a standardised department. I would also consider that force area I work in to be very busy and therefore I often experience a lot more incidents than perhaps others. Therefore, upon reflection, I have assessed my currently level of experience to be a MEDIUM (5-7) and my required experience at this stage to be LOW. I have worked alongside specialised departments and dealt with a variety of different incidents which has overall gained me more valuable experience and knowledge. 
 
 
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 
	Although I feel that my knowledge is where I am expected to be in my role as a response police officer. I have highlighted a number of areas which I would like to further develop my knowledge and understanding to be a better response police officer. As part of the PEQF and probation period of a response police officer, I am required to complete three different attachments with specialised department. These being: Neighbourhood policing, roads policing and the Crime Investigating Department and Public protection Unit. The majority of officers with my level of service have already completed these attachments and therefore obtained further knowledge in these specialised areas. However, due to the demand in my force area I have not yet been allocated my attachment. I feel like by completing these attachments I will gain further understanding and knowledge in these areas, which are area’s that are also covered in response policing. Working alongside these specialised units will give me more experience and confidence in dealing with these sorts of incidents as a response police officer.

Alongside these designated attachments, I would also like to continue working with other departments as part of my investigations. Instead of allocating my crimes and incidents to specialised departments, I would like to continue to investigate them by working alongside side them for support and knowledge. Doing this will allow my to further enhance my knowledge, allowing me to continue learning and progressing my own investigations.

Goals:
Specific: For my goals to be specific, I will ensure that I work alongside specialist departments where I would like to improve my knowledge. I will ensure that I keep investigations on my work load which will allow me to liase and work alongside specialise departments

In this instance, I do not feel that this goal can be measures statistically. I aim to measure this goal based off of actual performance and confidence in dealing with these investigations.

I will ensure that these goals are attainable. I will ensure that I only keep investigations that I am able to manage based on my knowledge. 

The goal will be relevant to what knowledge I wish to develop.   

The goals will be time based. Some investigations, especially summary only have an investigation period of 6 months which will encourage me to expedite the investigation.  I would also like to complete my attachments prior to my 3rd year to provide me further knowledge and experience. 

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 I have identified that as a response officer with a low level of service, I am only required to undertake mandatory skills and course and the majority of specialised courses can only be completed after a certain level of service. Firstly I am due to complete my Standard Motor Car blue light driving course which will provide me with my skills and the ability to attend emergency calls quickly and safety. This will improve my role as a response officer and allow me to provide a better service to the public. I also aim to develop key personal skills from working with other departments and improve conflict management skills, communication skills and critical thinking skills. I eventually aim to specialise in taser and Method of entry however I understand that prior, I need to gain further experiences. I feel like setting a gaol to achieve this soon would be unrealistic and unattainable. 

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 Upon self reflection, I have identified that my experience as a response officer is greater than the experience level that I am expected to be at with my level of service. However, I have identified that I would like to further develop and improve my experiences in the role to improve my performance as a response police officer. In order to improve my knowledge, skills and experience as a response officer, I feel that it would be beneficial to work alongside other departments in order to gain valuable experience that I am able to transfer over into my role as a police officer. I have already highlighted above how I aim to work alongside specialised departments while also managing my work load as a response officer. Not only will gaining valuable experience help my performance in response and provide a better service to the public, gaining valuable experience will also be beneficial if, following my response career, I wish to specialise in any department. 
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