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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. 


1000 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:
This essay will explore how organisational culture has impacted on me personally since achieving Independent Patrol Status (IPS). I will discuss how I have been able to maintain my wellbeing and resilience giving examples of strategies I use. I will also take into account the risks around conforming to an organisational culture.
According to Schein (1984) organisational culture is considered to be beliefs, values and assumptions that members of an organisation share. These can influence the behaviour of people within an organisation and can also impact on decisions they make. The developed beliefs, values and assumptions of an organisation are considered valid when they have been effective in managing an organisation’s problems relating external and internal factors. These are then instilled into new members of an organisation as the correct practice. Or put more simply by Deal and Kennedy (1982) ‘the way we do things around here.’
As mentioned by Schein (1984) organisational culture can affect the behaviour of officers. Therefore there can be some risks involved in conforming to an organisational culture such as displaying unethical behaviours that do not comply with the standards of professional behaviour expected of officers. I know that if I was to behave in an Unethical manner that this would play on conscience and definitely effect wellbeing in a negative way.
When becoming independent I had concerns about how I would fit in with the organisational culture of the police, now I was no longer considered the ‘probationer.’ As most people do, I have my own set of values and beliefs and there have been times that I have worried whether these would fit in with the organisational culture of the police, or that my own values may become tainted due to trying to conform to the culture. However, on reflection I would say that organisational culture also makes me accepted as part of a team and as a result valued within South Wales Police.
It could be considered that the police have their own organisational culture which may not be understood outside of the organisation. Therefore when joining the police and gaining IPS it could be said that you may succumb to some elements of the organisational culture within the police.
Robert Reiner (2002) describes the organisational culture of the police as ‘Cop Culture.’ He explains that one element of his theory of ‘Cop Culture’ is that it gives officers a ‘sense of mission’ suggesting that policing is not just a culture but a ‘way of life.’ South Wales Police’ (2021) have a mission statement of “Keeping South Wales Safe.” For me this is one of the reasons I joined the police so this supports my values and influences my behaviour in a positive way to want to do the best I can do to protect and serve the public and fight crime. Taking into account police culture being a way of life, I have noticed it is sometimes difficult to get out of ‘work mode.’ By this I mean that when I am out of work, I am still observing things as I do in work so it can sometimes feel like I can’t relax and have a break from work even on my rest days which I have also noticed can have a negative effect on my wellbeing. Therefore, I make every effort to engage in activities such as walking my dogs that help me relax.
One element of police organisational culture that I have become particularly aware of and engaged in since becoming independent is dark humour. Moran (1990) suggests that humour as a part of an organisational culture is probably passed on through varying attributes of an organisations structure, for example training programmes. This is something I can relate to as we were made aware of dark humour from the beginning of our police training and it was a consistent theme throughout and now in everyday life of policing. It has become one strategy that helps me manage my resilience and wellbeing in relation to stressful situations and in the general role as a police officer. As stated by Charman (2013), emergency services often attend distressing and unpredictable incidents but strangely humour can often emanate from these situations. 
From the outside world this could be seen as disrespectful. However, as explained by Myers (2005), humour can be used to help stabilise our emotions having dealt with a stressful or distressing situation. This was one aspect of police culture that I worried would taint my values and beliefs, as I would never laugh at someone else’s misfortune. However, as Moran (1990) suggests from her studies, using humour as a coping mechanism is also not associated with being insensitive or uncaring. It is also something I would never display in front of members of the public but within the confines of my team. Therefore, this is a coping mechanism I use which allows me to fit into police culture whist being able to still maintain my own values.
To conclude, it is very clear the organisational culture impacts officers in various ways. Personally, I believe that how an organisational culture influences an officer also depends on how strong their own personal values and beliefs influence them. I mentioned in this essay, I am aware that I have succumb to some aspects of police culture, however due to my own strong beliefs and values this has not affected my behaviour in a negative way. It also suggests that conforming to elements of organisational culture can also help maintain wellbeing and resilience. However, in order to maintain good wellbeing and resilience I believe that constant reflection is essential and this is something I practice consistently.
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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. 

1500 words (+/- 10%: include your actual word count at the end of each section)





ANSWER:

In this essay I will reflect on an incident and how I made decisions using dynamic risk assessments and the National Decision Model (NDM). I will explain the reasoning behind my decisions and my ethical approach behind them while discussing any consequences of the decisions I made.
To reflect on this incident, I will use each stage of the Gibbs Reflective Cycle (1988): description, feelings, evaluation, analysis, conclusion, action plan. 
I attended an immediate response call with a colleague relating to a group of four males trying to kick a door in of the reporting person’s (RP) flat. Information was passed over from the control room via my radio informing me that the males kicking the door were in possession of a weapon. 
On arrival at the location nobody could be seen, so we started an area search. A group of young black males came around the corner and when the males saw us, some turned around and ran off. As we pursued them the RP appeared at a window identifying the male responsible. Having been given this information and the possibility that he had a weapon on him, I took hold of the male to detain him for the purpose of a search under section 1 of Police and Criminal Evidence Act (PACE, 1984). This would allow me to search the male for a ‘prohibited article’ (a weapon in this case) under this act. However, this was the start of a long struggle that lasted around 20 minutes as the male became violent, non-compliant and incredibly aggressive.
As the male’s level of aggression, violence and resistance started to escalate and a crowd was starting to gather around us recording the incident, I called for further units to assist us.  When they arrived, we were able to safely search and arrest the subject while they assisted with crowd management. The subject’s aggressive resistance continued, and it required four officers to get him in the van and he had to be restrained on the ground multiple times on the way. Eventually, the subject was conveyed to custody, which concluded my involvement with him.
On route to the incident I felt a variety of feelings. There were multiple warning markers for the RP for violence and drugs and we had no information about the subjects. I also felt anxious due to the possibility of a weapon being involved, all whilst my adrenaline was pumping due to the anticipation of the situation we might arrive to. 
During the struggle with the subject and waiting for assistance, I remember feeling as if it was a long time when in reality it may have only been minutes. I remember remarks from members of the crowd such as “you’ll be all over the papers in the morning” and “this is police brutality”. I wondered if I would end up in the newspaper or on social media from the recordings of the public. I remember feeling frustrated by their comments as they didn’t have the information we had so from their perspective they didn’t understand the justification for our level of and use of force.
Although my adrenaline was pumping, I ensured I was verbalising everything I did. For example, shouting “stop resisting” so that my justifications for my actions were caught on my body worn camera (BWC) and so that any onlookers may understand the reasoning behind the use of force. I remember the male shouting that he couldn’t breathe. I believed this was a publicity stunt due to the crowd he’d attracted but as a precaution, I told him that he was free to move his neck which wasn’t restricted in any way, and told him to stop trying to roll onto his front (as it may affect his breathing) ensuring my BWC captured it to evidence it.
Having reflected on the incident, I felt the communication between myself and my colleague could have been more effective. However, at times this was difficult as there was only two of us and we were trying to manage the subject and the building crowd. I acknowledge that it may have been better to call for assistance a little earlier than we did in order to try and get the situation under control sooner. However, I think I did well in acknowledging that the situation was escalating and becoming increasingly hostile and not being too proud to call for assistance.
If I was to do anything differently, I would make use of my appointments sooner. I hadn’t used my PAVA spray before and drew it as a threat, but I was anxious about deploying it so I didn’t, whereas if had deployed it, it may have brought the subject under control sooner. If I find myself in a similar situation again, I would ignore comments from members of the public that do not know the circumstances as it distracted me from focusing on getting the subject under control in this incident. I have acknowledged it may have been more appropriate to reflect and process these comments post incident.
What I learnt from the incident was that looking back at the original call and information we were provided with, I should have asked for more units to attend with us as a precaution from the very beginning. As a result, the situation may not have escalated to the extent that it did and could have been brought under control sooner. On a positive note, I learnt from this and now ensure I read all the information passed via our phones and use it to assess the risks more efficiently and make more guided decisions before attending an incident.
Throughout the incident, I utilised the NDM to support my decisions and risk assessments. This is the model used in policing to help make decisions in varying situations and to help structure rationales behind their actions. (College of Policing, 2013).
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Information and intelligence was gathered from the control room who provided details of the incident and warning markers of the reporting person. I risk assessed the possibility of a weapon and my colleague and I discussed the use of his taser should any serious aggravated threat be posed. The Force Incident Manager also informed us that we were to retreat at any sign of a threat towards us that couldn’t be managed with taser. As mentioned above I was aware that I had powers to detain and stop search the subject and also had powers to use force. For example as explained by the College of Policing (2013), under Section 117 PACE (1984) and Section 3 of the Criminal Law Act (1967) reasonable force can be used if necessary and proportionate, which in these circumstances it was. The contingency in this incident was calling for back up as the initial approach had not gone to plan. Finally, as mentioned above I was able to reflect on the incident and learn from it to identify areas to improve in my practice.
After the incident I remember doubting myself about how I handled the incident. I was annoyed and frustrated and had also sustained injuries as a result of the incident. I remember reflecting on the incident and ensuring that I had justification for all of my actions, even though I knew I did. Throughout my encounter with the subject he made accusations that I targeted him because he was black. I was conscious of this as the incident had taken place in an area with a high black and minority ethnic (BAME) community and was concerned what impact this may have on the community and their relationship with the police. 
According to Keeling (2017), there is a perception by young BAME people that they are unfairly targeted and treated by the police’s use of stop and search. This played on my mind as I was in an area with a large BAME community. However, I know I approached the situation ethically and my decisions were not influenced by any discrimination, but based on the grounds that the male was potentially in possession of a weapon and I needed to protect myself, my colleague and members of the public. 
My decisions were also ethical as I acted fairly and without bias by basing some decisions on the Human Rights Act (1998). For example, the right to liberty and security. In this incident, it was necessary for me to restrict the subject’s liberty in order to prevent a crime and to protect others, which is lawful under this article. 
There were some notable consequences of my decisions. It was clear that the incident had had an effect on the public’s perception of the police, as some stated that they believed our actions were considered ‘police brutality.’ However, this is something that will always be a risk as the public do not always have the same information as we do.  For example, the use of force was not understood or accepted by onlookers and even though the use of force was necessary, I would have to justify why I believed it was necessary. This would be reflected in my police statement about the incident.
When writing my statement, I took into consideration that I needed to show that my actions were justified, proportionate, lawful, necessary and ethical. Therefore, I ensured that I included as much detail as possible and took into consideration that it was necessary to also exhibit my BWC footage in my statement as discussed earlier it showed further justifications for my actions and showed the subject’s behaviour.
To conclude, I am satisfied that my decision making during this incident was ethical and that I made effective use of the NDM in making decisions and assessing risk. It is clear that the use of the NDM is essential in managing changing and developing risks and reflection is an important element of an officer’s professional practice to aid them in improving their professional development. 
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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).


1500 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

This essay will explore theories of team dynamics and how they impact on cohesion within a team. It will define and outline reasons for inter-personal conflict and consider approaches that can be used to improve performance within the team. Finally it will examine how professional standard requirements can be affected by dynamics within a team.
Police officers face a variety of challenges in their role; from the incidents they attend and are exposed to, to being able to be part of a well-functioning team. It is often considered that for a team to perform and function successfully and effectively they need to work cohesively. There are many elements required for team cohesion including, individual performance, team performance and effective leadership.
To develop team cohesion there are multiple theories that could be considered. Tuckman (1965), developed a theory of team dynamics known as the ‘Forming, Storming, Norming and Performing’ model. Tuckman’s model suggests that when teams form, they go through the aforementioned stages which explain behaviours within a team and how they can develop and improve. The ‘Forming’ stage is where team members are making acquaintances with each other. It is the stage in which the team start to consider and establish the team expectations and objectives. Team members may have little understanding of their roles and responsibilities at this stage and may rely heavily on directions from their leader. During the ‘Storming’ stage team members start to gain a better understanding of the team’s purpose, become more confident and may begin to push boundaries and compete with each other in an attempt to establish themselves, be recognised and show other team members their motivations and intentions within the team. During this stage, cliques also start to form. Team members can clash when sharing contradicting ideas and conflict may arise within the group. A team may remain in this stage if conflicts are not addressed and resolved appropriately by the leader. During the ‘Norming’ stage the roles, responsibilities, individual personalities and the group objectives and goals are more widely accepted by the team and they begin to work more cohesively as a working style is established. Finally, in the ‘Performing’ stage the group understand the team’s purpose and are able to function effectively together towards shared team goals and objectives. They can now be considered a fully functioning team, and have become less reliant on direction from the leader during this phase. 
This model can be helpful for team leaders to gain a better understanding of team dynamics. If they can identify the various phases and where their teams sit within the model, it may assist them in resolving issues of conflict within their team. For example, if a team returns to or is stuck in the ‘storming’ stage a leader could implement methods to revert to the ‘forming’ stage. Here they may attempt to address the conflict and reform the team. Tuckman’s model recognises that a team cannot form and efficiently function immediately; its structure helps give leaders a good understanding of how teams can be built and developed. 
However, some have criticised this model, including both Tuckman himself as he only carried out his research on small groups (Tuckman and Jensen, 1977). Smith (1966) also criticised the theory stating that it did not acknowledge the impact external influencing factors such as environment on group formation. Police officers work in varying environments, some may be unpredictable and potentially dangerous, others may be routine, or office based. Therefore, it could be considered that Tuckman’s theory of group development may not be very effective when applying it to the roles of the police. Also, some teams within the police can be quite large, for example Public Support Unit (PSU) teams, so their theories may not support how larger groups form. Also, due to the nature of the PSU team only being required at certain public events, Tuckman’s theory does not account for teams that do not always work together regularly. 
Tuckman’s (1965) model also has quite a strong focus on a team being reliant and taking direction from the leader when forming. However, it does not consider how a new leader would fit in with a team that has already formed.
Afzalur Rahim (2015) refers to interpersonal conflict as an indication of discrepancy, instability or opposition between two or more individuals that interact with each other. This could be applied to teams within a workplace as they are often made up of people who will have differing personalities and opposing interests, morals, beliefs, expectations and goals. With this consideration, it is understandable that conflict may occur. It is therefore important that the leader of a group can acknowledge this and act on it.
Interpersonal conflict within a team is often perceived as something negative. However, Bao et al. (2016), suggest that good management of interpersonal conflict can actually improve team relationships, individual and team performance. They suggest that this can be done through the effective application of strategies such as effective communication, treating others with respect, viewing situations of conflict from each other’s perspectives and by leaders addressing conflicts before they escalate. This relates strongly to aspects of the Code of Ethics, policing principles and standards of behaviour produced by College of Policing (COP, 2014) and therefore these strategies could be considered as relatable to team cohesion within the police force.
A running theme of discussion so far relating to team cohesion suggests there is a lot of responsibility on a leader to ensure the cohesiveness of a team. A model that supports this theory is the ‘three circles model’ or the Action Centred Leadership model (Adair, 2013). This is a basic model suggests that a successfully led team requires a leader who focuses on three main elements: the task, the team and the individual. These elements are represented by three interlinking circles in the structure of a ‘Venn’ diagram. All three elements are interlinked and dependent on each other, and if a leader is to be successful, they need to sit in the middle of all three circles and manage each element equally. If they are unable to balance this, the team may fail. Adair suggests that achieving the ‘task’ requires a team effort, as opposed to the effort of a single individual and that achieving the task enhances team cohesiveness in itself. The team needs motivation to remain cohesive otherwise the team’s and individual’s performance, sense of belonging and sense of achievement will suffer.
This model offers a simple but effective theory of team cohesiveness as it acknowledges the impact of both leadership, team performance and the individuals within in the team’s performance.
For an individual to work well in a team, good management of emotional intelligence (EI) is an essential aspect. Ermer et al. (2012) states that EI is the capability to recognise, reason and regulate your own emotions and the ability to recognise the emotions of others. Furthermore, Mayer, Salovey and Caruso (2004) noted that EI is a vital skill and essential for successful social interactions. They argue that higher levels of EI correlate with lower incidence of interpersonal issues and enhanced stress management. This therefore suggests that well managed EI results in higher levels of individual performance.
Efficient management of EI allows us to adhere to many aspects of the policing principles such as honesty, integrity, accountability and the standards of professional behaviour. If officers manage their EI poorly it could put them at risk of failing to comply with these principles and standards outlined in the Code of Ethics. (College of Policing, 2021).
Being able to work well as part of a team is also an aspect that relates to Policing Professional Profiles (PPP). These detail the expectations and duties of police officers and define the requirements for the skills, professional standards, behaviours and competencies expected of officers nationally. (COP, 2021).  PPPs are linked to Competency and Values Framework (CVF) which describes new and specific competencies and values which are consistent with the principles of the Code of Ethics (COP, 2014).
In conclusion, it is evident that team dynamics and levels of cohesiveness have an impact on both the performance and development of a team as well as individuals within the team. Literature suggest there are various factors that contribute to effective teamwork and a holistic approach between leaders, individuals and the environment all have an effect on this. It has been identified that interpersonal conflict can play both a negative and positive part in team cohesiveness and that poor team dynamics can put officers at risk of failing to comply with professional standards. In order to prevent this, an emphasis has been placed on good leadership. However, it has also been outlined that other factors such as individual’s behaviour and the environment are also responsible for the effectiveness of team dynamics and team productivity.
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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. 

1500 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

This essay outlines how information and intelligence is utilised by police to disrupt serious criminality. It will discuss how police obtain their information and how they develop it into intelligence that can be acted on and used in operational policing. More specifically, policing of the roads where the implementation of Automatic Number Plate Recognition (ANPR) will be discussed. 
Her Majesty’s Inspectorate of Constabulary (HMIC, 2015) highlights that information and intelligence is considered the backbone of all policing operations. It allows for successful criminal investigations, the prompt arrests of criminals and can help the police bring offenders to justice. Information can aid the prevention and commission of future crimes, making it a critical aspect in the disruption and prevention of crime. 
According to the College of Policing (COP, 2019), information is any details that are collected, documented and analysed for a policing purpose. According to the National Police Improvement Agency (NPIA, 2008) the Management of Police Information (2005) describes ‘policing purposes’ as the protection of life and property, the maintenance of order, the prevention of criminal offences, the prosecution of offenders and any common or statutory law based obligation of the police.
Intelligence is information that has been subjected to an evaluation process and risk assessment, which is then graded based on its reliability, sanitised in order to protect the source. It is then decided on whether it should and how it should be disseminated (COP, 2013). By collecting, developing, and disseminating intelligence, it helps support decisions made about policing priorities and operations. (COP, 2019).
The National Centre for Policing Excellence (NCPE, 2007) state police gain information and intelligence trough three main methods. Information that is collected as part of routine police work is referred to as ‘routine collection.’ Volunteered information is generally provided to police by the public and multi-agency partners. The basis for the accumulation of this information is generally based on intelligence requirement. Finally, tasked collection relates to information that is collected on the basis of priority. This is the collection of information based on intelligence necessary that associates with particular problematic issues. 
Police information and intelligence also comes from a variety of sources which are categorised as open and closed sources. Open sources refer to information that is freely accessible such as on the internet, social media and records and directories that are available to the public such as the electoral role. In contrast, closed sources are limited in who can access them and the public do not often have access to them. These can include police and government databases such as Police National Computer (PNC), criminal incident databases, custody records, police intelligence reports, commercial databases and databases provided by agencies working in cooperation with the police (Harfield, 2013).
Information and intelligence can also be obtained through methods of surveillance. However, some methods of surveillance may lead to implications as they may contravene the Article 8 of the Human Rights Act by interfering with the right to ‘respect for your private and family life’ (Equality and Human Rights Commission, 2018). This is why covert forms of surveillance are guided by the Regulatory of Investigatory Powers Act (2000) which “governs the use of covert surveillance by public bodies.” (JUSTICE UK, 2008).
Some useful methods of surveillance include Close Circuit Television (CCTV) which is effective as it is a computerised system that runs 24/7 and does not require manpower. Another effective method of surveillance and information collection is through the use of ANPR. This can be used as a successful tool in disrupting criminality on the roads by the information that it gathers, which also can assist in intelligence building.
As explained by the National Police Chief’s Council (NPCC 2020), ANPR is utilised using cameras nationwide and within some police vehicles. As a vehicle passes an ANPR camera, it reads the number plate, running it through multiple databases which will highlight if a vehicle is of police interest. Even if a vehicle is not of interest, their registration will be stored on the database which allows the information to be accessed for the purpose of an investigation if necessary. ANPR is also used by other government and law enforcement agencies such as the Driver Vehicle and Licencing Agency, Highways Agency and counter terrorism agencies. This multi-agency approach benefits the police as it means that more information and intelligence can be shared which can enhance the quality of intelligence.
ANPR can be considered an effective investigative tool as it contributes to the collection of information and intelligence, as well as having the ability of detecting, disrupting and deterring criminal activity on the UK’s road network. 
According to Porter (2017), ANPR is capable of reading 35 to 40 million number plates a day, which equates to 30 billion a year. This is a substantial number, hence why it is understood that ANPR is an incredibly beneficial tool in gathering information and detecting, disrupting and deterring criminality on the United Kingdom’s road network.
It is a known fact that criminals make use of the United Kingdom’s road network. This criminal activity varies from lower level motoring offences to serious offences such as drug dealing, people trafficking and crimes committed by serious and organised crime gangs. According to research motor vehicle offenders are more likely to be involved in other types of illegal activity such as robbery, vandalism, drug trafficking, fraud, and organised crime. Identification of serious crime and the arrest of the perpetrators has also often occurred as a result of an officer stop checking a vehicle whether due to officer suspicion or after an ANPR alert. (Harfield, 2013).
Police also share and engage with other agencies to obtain information and intelligence. Some offences are often linked to Serious and Organised Crime (SOC) or Terrorism. Working with, sharing information and intelligence with other agencies allows the police to link crimes together, identify crimes and trends of crimes to build and enhance intelligence relating to SOC. Therefore, information sharing clearly benefits the police in building intelligence. (Bryant. Et al 2019).
A model used within policing is the National Intelligence Model (NIM). ACPO (2005) describes the National Intelligence Model (NIM) as a ‘business model’ which takes the form of intelligence based policing. It is a model which is used by law enforcement agencies in the UK and globally. In 2000 it became an ACPO policy and after the government’s positive acknowledgement in 2004, all police forces in the UK were required to implement the model.
It supports more of a proactive intelligence-based approach to policing rather than the reactive nature of responding to calls. This allows police and other law enforcement agencies to recognise patterns of criminal activity. This gives more of an approach that is based on root cause when it comes to problem solving and gives a good understanding of crime incidents which in turn supports the effective management of resources. (ACPO, 2005)
The process of gathering, examining and evaluating data to come to conclusions and make suggestions on actions or improvements is known as analysis. The NIM also reflects the importance of this. The analysis of intelligence is considered vital as it allows analysts to recognise trends in data and come to conclusions about criminal activity. This helps support management teams to make suitable intelligence-led decisions on operational activities. (National Policing Improvement Agency, 2007).
It is also a model that benefits decision making amongst chief officers. The National Criminal Intelligence Service (NCIS, 2000) states that the NIM specifically supports police forces to make more precise decisions in relation to strategic and tactical operations by using the model. It also encourages a multi-agency approach which enhances information sharing which allows police to build a better picture around intelligence. The model works on three levels, level one works intelligence on a local level such as within a force area. Level two focuses on a regional level where criminal activity affects more than one local area, neighbouring or groups of forces. Finally, level three focuses on a national and international level where criminals are working on a national and international level.
The NIM is effectively utilised by road policing officers which ensures that resources are directed at the times, locations, and people where they can have the greatest effect on identified issues, which also assists in with local and national crime priorities. (Harfield, 2013). 
However, due to the characteristics of criminal activity on the roads network, a national approach to intelligence sharing is required. ACPO operate the National Roads Policing Intelligence Forum which incorporates multiple agencies. This arrangement allows successful information sharing on a national basis with the aim of recognising and targeting criminals using the road network. (Harfield, 2013)
As a product of this activity, special operations such as ‘Op Trivium’ has materialised. This is an operation that has run multiple times in the UK with huge success. By working with national and European agencies, the operation disrupts and detects offenders using UK roads for criminal activity. (NPCC, 2015)   ANPR is utilised to identify vehicles involved in criminality which reinforces its effectiveness as an investigative tool. (NPCC, 2015)
To summarise, it is evident that information and intelligence significantly supports the practice of criminal investigations and the conviction of criminals. Having discussed the multitude of sources of information that this police have, it highlights the importance of evaluating information in order to make intelligence actionable and in order to support decision making for operational purposes. Analysis of intelligence is also essential in highlighting patterns of crime and identifies gaps in intelligence, which then identify areas of intelligence that need to be enhanced or developed. It is apparent that holistic and multi-agency approach enhances both the quantity and quality of information and that ANPR has proven to be an essential provision in denying criminals the use of the road networks in the UK.
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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 
 

1. A better understanding of case files and how to build them









2. A more thorough knowledge and  understanding of the points to prove in public order act legislation 





3. A better understanding of bail and how it works











4. A better knowledge of traffic offences and methods of disposal





5. Being aware of up to date information and intelligence for operational purposes
 

 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

8














10











8















8










10
	Low 
1-4 

3


























3















4
	Med 
5-7
















5




































6
	High 
8-10 
	 


Completion of my hub attachment which will allow me to observe and learn more about the individual case file documents, their purpose and how to build appropriate case files to a high standard. My hub attachment is due in April 2021.


Revision of the public order act lessons provided by the University. Discussion with team mates when attending incidents to reinforce knowledge and confidence on the topic


Observe other officers completing bail applications and volunteer to complete them to reinforce my understanding of them and bail in general. Completion of my hub attachment should also help me with this as it is something hub officers deal with on a more regular basis


Arranging my traffic attachment and spending time with an officer who specialises in this area will improve me knowledge in this area



Ensuring I read the up to date briefing documents every shift as there is not always time for a verbal briefing. Also by reading intelligence briefings I will be update to date with the most relevant information and intelligence in my area.

	SKILLS 
 

1. Preparing appropriate and relevant questions for suspect interviews



2. Writing more detailed statements





3. Effective management of my workload on shift








4. Enhance my searching skills on a person





5. Managing my property that I am Officer in Charge of
 
 
 
 
	Low 
1-4 


	Med 
5-7 


























10






8
	High 
8-10 

8







10






8
	Low 
1-4

4
	Med 
5-7 









7






5










7







5
	High 
8-10 


	 


Attending my hub attachment and gaining shared knowledge from my colleagues in the hub that have great experience in this topic


Making more notes in my pocket note book in order to reflect on when writing up my statements

Regularly checking my workload and making notes of where I am in each incident and the actions that need completing. Having the confidence to ask my supervisor for time to work on my workload


Taking my time to carry out a systematic search in order to ensure nothing is being concealed on a person

Allocating time to go through my property on niche to ensure it is being retained, disposed of or returned effectively


	EXPERIENCE 


1. Confidently interviewing suspects
 
 
 
 
 
 
 
 2. Roadside breathalyser procedure




3. Attending court and understanding all the processes and procedures



4. A better understanding of whether an offence is in the public interest


5. Having a better awareness and making better use of out of court disposals and options other than arrest in order to save police time
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10

8








7






10






10





10
	Low 
1-4 

4








4
	Med 
5-7 

















5






6





7
	High 
8-10 
	 


Shadowing other officers or volunteering to do interviews will build my confidence and experience of interviewing suspects


Observe colleagues carrying out procedure and review procedure script to build confidence in carrying out procedure


Reviewing lessons on attending court and giving evidence, by discussing with my supervisor anything that I don’t understand

Discussion with my supervisors prior to making any final decisions


Running my thought processes by my colleagues or sergeant to see if they agree with the most appropriate course of action in order to build my confidence in this area, reviewing lessons and information on the topic 


 
 


Task 6 
Recognition and confirmation of progress on the Occupational Competency Portfolio (OCP). 
  
 
 
By signing the section below you are acknowledging your continuing progress on O.C.P.  

This is recognised by the university as work that is fully supporting this module BMPP 5000D; Professional Police Practice 2 and in signing it will be equivalent to 1000 words towards the 8000 words equivalent total. 
 
 
 
 
Confirmation of the progress on the Occupational Competency Portfolio (OCP). 
 
I confirm that I am progressing with the Occupational Competency Portfolio (OCP) in accordance to the regulations.  
 
Signed:  Anna CHAD NIXON 
 
Date: 05/04/2021
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