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Task 1

Relevant areas of the National Policing Curriculum: Understanding the role of a constable, maintaining Professional Standards, Leadership and Team-working, Wellbeing and Resilience

	
Critically 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) and to what extent group dynamics are shaped by wider organisational cultural norms. 

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 demonstrating an understanding of organisational justice in a policing context (Code of Ethics, policies, procedures, protocols, or legislation).

2000 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

Building team cohesion is a core part of getting members of that team to work together and to perform more efficiently. 
An extremely successful model demonstrating group and team development is Bruce Tuckman’s linear model.

This linear model shows how teams form, develop and progress, from their first meeting, setting out their goals as a team or group and following those goals through to their conclusion. The model consists of the following stages, forming, storming, norming and performing, adjourning.

The ‘forming’ stage is the stage when the team or group have just come together, “you may focus on your goals, timeline, rules and regulation and your individual roles.” ELN (2020). This is where the group is the most dependant on the leader of the team, as many of the individuals focus on their own tasks.

The second stage is the ‘storming’ stage, this stage is often seen as the stage with the most conflict amongst the group, Suzan Last (2022) describes how this stage is where the expectations of the team members as well as their boundaries are challenged as each member of the team learns about the other members and what their goals and motivations are. This stage is typically where each team member suggests and contributes different methods of completing their task, its also where the team learns of each members strengths and weaknesses.

The ‘norming’ stage is where the team members fall into their roles in the group, understanding each other’s strengths and weaknesses, the leader as well as team cohesion ensures that everyone is responsible to their tasks.

The last stage, ‘performing’ is where the group has successfully come together to complete all their tasks and have developed their own ways and systems of completing their tasks.

It should be noted that not all groups go through these stages, the groups who go through this process come to one of two conclusions, either, that they cannot progress through the stages, failing to come a cohesive team and fall apart, therefore unable to reach their goals or aims. Or the opposite is true, they go through all stages of the model and form a cohesive and effective team, going through initial apprehension and the acknowledgement of not only their own but other members’ roles, going through conflict and ultimately overcoming it with compromise, followed by actions and the work needed to achieve their goals.

Of course not all teams can work together effectively, there are numerous reasons why certain teams don’t perform to the expected standard, some of these reasons are, ineffective leadership, a lack of communication skills, engagement from team members or a lack of motivation.

Ineffective leadership can have a massively detrimental outcome on the team, Forbes (2020) highlights how ineffective team leaders can have behaviours and traits such as, bias , lack of empathy and self-accountability, the effect this has on the individual team members can manifest behaviours such as fatigue, lack of motivation, headaches and irritability.

In relation to Tuckman’s model of teamwork, as stated in the ‘norming’ stage of coming together as a team, the leader is the single most critical component of the team. They are what is holding the team together and is forming it into what they need to achieve their goals.

Without this effective leadership in this stage, the team is unlikely to come together, establish their roles, and achieve their aims.

Ruseell Tobin (2022) states that “Team cohesion happens when a team remains united while working to achieve a common goal.” They go on to say that being part of a cohesive team is when members of the team feel that at the end, they have all contributed to their success of the team.

When speaking about teams, how they come together and who leads them, we should always consider interpersonal relationships within the team and how other members interact with one another. Clashes between team members is almost inevitable, there are numerous reasons why members clash such as, differences in personalities, poor communication skills, lack of leadership etc. 

If we combine these traits along with the difficulty of forming a new group and developing a goal then negative consequences such as a lack of efficiency, low team morale and a poorer standard of work contributed to the group.

However, Dyer et al. (2013) describes how “attributing team conflict to personality clashes is not helpful and in fact often makes things worse, since the only way to resolve the problem would be to get someone to change his or her personality. Dyer highlights how conflict in teams is less about personality clashes and more about what they call ‘violation of expectations’. Which is where one team member violates the expectations of another, without these clear expectations from the team members hostility is extremely likely and the goals or tasks that the group must complete are at risk.

Integrispa (2022) outlines certain strategies for improving not only the teams effectiveness but also the effectiveness of the individuals within the team, these are setting clear, defined goals, they state that “establishing and clearly defining what success will look like for a given project is of paramount importance.”, they go on to state that when members of a team are made aware what is expected of them, they are much more likely to perform at their full potential.

On top of the team members knowing what is expected of them, each team member must have established and clear, goals, roles and responsibilities. Integrispa (2022) also highlights how the opportunity for team members to have their own input and put forward their ideas is a critical part of having those team members ‘buy in’ to the idea the group is working on, giving them the feeling that the task is something they are not forced to work on by the leader, but something they want to work on as they have put their own time and effort into creating an idea. Team members who have a say and an input into the group are more likely to be efficient when working and are more motivated to complete their goals.

Cultural norms can also have a massive impact on how both individuals as well as team interact and communicate with each other, for example the differences between two cultures in the way that they would often communicate can be polar opposites, if one culture is very direct in the way they communicate and the other is not, then often times the ideas from the person who is more direct will have more of a say, that does not necessarily correlate with the views and opinions of other members, as other persons cultures may mean they may not speak up openly as it could appear as rude to them.

Having an understanding of the differences of cultures and opinions within a team or group as critical as having a fine balance in skills and opinions means all members can contribute something meaningful to the task in front of them. 

SRA international (2022) states that “Cultural norms in the workplace can be the determining factor in the success or failure of your organization. They are the shared expectations and rules that guide people's behaviour within social group” cultural norms are a set of rules or expectations that are used to guide a person or a societies behaviour, they can be learned from numerous avenues but mostly are parents and the society that person is in as a child.

SRA international also highlight how leaders of organisations or teams who do not have well established expectations as well as standards to adhere to, can often allow that organisation to ‘drift’ as they describe it, towards “where influences area strongest”, this sometimes can mean these influences work against the expectations and goals set by the leader.

This can also work in a similar manner if all of the decisions are being made by a small select few in charge, if all of the decision making, goal setting and cultural impacts are made by those in charge, they can shift how their organisations or teams culture operates, in essence controlling the workplace culture based on how they wish to operate and what they believe is best. 

When we consider team dynamics within the police force as a whole, team work and communication are a core and invaluable part of the force, used daily by every officer within the organisation, a team member cannot survive in the organisation without that skill. 

That being said, the way different teams operate within the police force is vastly different to how the force communicates itself and projects its image to the public. In relation to team dynamics, if a new officer is joining a team, they will want to inherently join without causing too many issues or problems for anyone who is solidified within that team. This relates back to the ‘forming’ stage of Tuckman’s theory of team dynamics. Even though the team is already formed, well established and has been for some time long before a new team member joins, the team will always go through this process, the new team member is unsure where they fit in the team, how they will work with the other members and who is the leader, however in the police the hierarchy is already well established by rank.

When discussing any failings in relation to complying with professional standards of policing, we can look to a new member of a team joining a shift within the police force. If various members of the team have been there for some time, they may become complacent. The BFC (2022) group highlights how there are two main forms of being complacent, intentional, and unintentional. The form we will look at is unintentional complacency, they describe this as when someone “gets stuck in the routine of doing the same thing in the same way”, being in the same role for an extended period of time can have a huge impact on the way a team member works, it can impact their problem-solving skills, their creativity and potentially, when it comes to policing, their compliance with professional standards and how they adhere to the code of ethics.

The way this effects new members of the team who look to older members of the team for guidance is that they can easily be effected by the cultural norms we have discussed, with the police it could be a certain way of working, the way they speak to members of the public they interact with and ultimately how they will operate in their career going forward. This has the possibility of the new team member failing to comply with professional standards, the code of ethics and their willingness to take the shortest avenue to an outcome, whether or not that outcome is the correct on.

In 2015 the College of Policing wrote, Fair cop 2: organisational justice, behaviour and ethical policing. Greymalkin Consulting (2017) says that this report, “put the relationship between organisational justice and outcomes for the public under the spotlight, asking whether the accepted wisdom that fair treatment at work translated into better employee behaviour and hence a better service held true in the world of policing”.

The report published by the college of policing state there are two main organisational justice’s, distributive justice and procedural justice, the former is how fairly officers and employees believe that their workloads and the resources they have, as well as the rewards are distributed fairly across the organisation. The latter can be comprised of three elements;

· How fairly officers and employees believe the decision making process is within the force.
· How honest and open the decisions made by the force are communicated; and
· “how respectful and dignified contact is perceived to be between senior staff and employees on a personal level.”

To summarise these, distributive justice talks about what they give and receive from the organisation in relation to other employees, whilst procedural justice talks about how the organisation itself treats them as an individual. 

The concluding paragraphs of the report highlights that the evidence within the report suggests that how officers perceive the fairness and respect coming from the force, has a positive effect of the attitudes of officers and improve the behaviours of all those within the force. Moreso it appears that this perception improves the workforce more than what the police have used for years, being ‘carrot and the stick’ approach

“When officers and staff feel that their supervisor and senior leaders in the force make decisions fairly and treat people with respect, they are more likely to take on additional work voluntarily to help others, see value in delivering a good quality of service to the public, and feel empowered to use their own professional judgement”
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Task 2

Relevant areas of the National Policing Curriculum: 
Vulnerability and Risk, Evidence-based policing

You must choose a policing incident in which you played a significant role with a victim of crime or anti-social behaviour and reflect on what happened. 

	
Give a brief description of the incident including social and legislative contexts and any relevant cultural, ethnicity and language issues. 

Critically evaluate the appropriateness of different approaches (by professionals and the police) in supporting or managing vulnerable people or people at risk of harm. 

Explore what works in relation to tackling repeat victimisation and repeat offending. Consider the use of evidence-based policing. 

2000 words (+/- 10%: include your actual word count at the end of each section)





ANSWER:

The incident in which I attended and have chosen is a recent incident I attended where it was alleged a very elderly female who lived In a care home was sexually assaulted by an unknown male who was freely roaming the home at the time of the incident. The male was allowed into the property to see a resident there, however was left alone by employees working in the afternoon, he was found by the night shift employees several hours later.

The College of Policing (2020) defines a vulnerable person as “as a result of their situation or circumstances, they are unable to take care of or protect themselves or others from harm or exploitation.”

In relation to the legislative contexts in response to incidents of this nature, the police operate with what are called ‘golden hour principles’, which is where the most crucial evidence is gathered within the first hour of an incident occurring or being reported. 

Obviously due to the sensitivity of not only the initial report but how frail and vulnerable she was we had to take extreme care. Add to this that the female had mid to late stage dementia, from a policing and report taking standpoint, it was unimaginably difficult, not only to obtain a first account from the female, but establishing what had occurred was almost impossible. Add to this that due to her age, her dementia, the time of night that this was reported and that this incident would have been terribly traumatic, it was very hard to get any information about who this male was.

The codes of practice for victim of crime define a victim as the following,
“a person who has suffered harm, including physical, mental or emotional harm or economic loss which was directly caused by a criminal offence”

As police officers, we are evidence gatherers, we must gather all possible evidence and explore all avenues, whether or not that evidence points towards, or against what we believe to be what has occurred. With this incident the evidence was lacking and possible avenue’s we could explore were limited. The college of policing (2022) describes how there are limited opportunities for officers and staff to locate, as well as securing and preserving evidence, they go on to say that “it is vital that those who conduct initial investigation ensure that material is not lost.

 A conversation took place about how officers were to continue the investigation due to how extremely vulnerable the female was. When a report of a sexual assault or a rape that has recently occurred, if it involves any penetration that a swab would be considered and taken from the victim if they give consent to this, the elderly female in this incident was so vulnerable and that officers at scene could not establish if penetration had occurred, officers have then made the decision not to take swabs from intimate areas.

Due to not taking swabs our next avenue was to safeguard this female to prevent further offences happening now as well as how can it be prevented in the future. The approach taken by police in this incident is from an evidential stand point, utmost care should be taken of the victim in relation to safeguarding however due to the female already residing in a care home with staff available at all times, the female was safeguarded, however due to this incident occurring within the care home, an officer was placed outside the females bedroom for the remainder of the night to safeguard her further and to provide reassurance to the other residents as well as staff.

The initial investigative actions taken were obviously scene management, this included the clothes of the victim as well as the bedding, and the entirety of the bedroom and door. Officers’ next course of action were taking accounts from all staff members on duty at the time of the incident and informed the females family what we suspected at the time had occurred. The last ‘fast track’ actions as the College of policing (2022) describe was searching for any potential routes that the suspect may have taken in and out of the building. “The first chance to obtain material may be the last. Identifying these actions during the initial investigation stage produces the most effective outcome. A delay in protecting, preserving or gathering material may result in evidence being contaminated or lost.”

Northumbria police (2022) state that they recognise that certain types of crimes or anti-social behaviour can make some categories of the community vulnerable, they describe how they intend on identifying and protecting those who are vulnerable in their area, bring those responsible to justice and “contribute to the multi-agency management of offenders to reduce the risk of further offending”

The Home Office (2022) highlights how using a multi-agency approach is “key to the early and effective identification of risk to vulnerable people” they go on to talk about how multi-agency work is also about preventing peoples vulnerabilities to increase by sharing information between partners and agencies, they state how the most common way of agencies working together is the Multi-Agency Safeguarding Hub (MASH) – this, “aims to improve the safeguarding response to vulnerable children and vulnerable adults through high quality and timely safeguarding action.”

Both the police as well as partner agencies needed to work, and continue to work together to be able to support the female in this incident, but to support and analyse how she came to be at risk, and how in future they can manage or negate any and all risk to her, as she was in a secure care home there were obviously numerous failings in their ability to negate the risk with the policies that they had in place at the time, and further work is needed to prevent such incidents reoccurring and become repeat victims of crime.

Cambridgeshire County Council (2014) defines repeat victimisation as “being a victim on two or more separate occasions within a given time period. Within this definition a person can experience ‘multiple’ victimisation, experiencing being a victim of a number of different offences, perhaps committed by different offenders.”

The college of Policing 2022 states that there is “very strong evidence to suggest that crime and anti-social behaviour is not evenly distributed, but it highly concentrated”, they go on to state how certain streets, communities and people within those communities are more at risk than others and have a higher crime rate, also that crime rates are higher in areas which house people with higher social deprivation.

Police forces must use this evidence of where crime is more likely to occur to form a plan on how to tackle and prevent crime, as well as stop victims becoming repeated victims, the College of Policing also describes how once a member of the public is a victim of a crime, they are statistically far more likely to become a repeat victim, “in 2019/20 for example, the crime survey for England and Wales showed that 34% of domestic victims, 27% of acquaintance violence victims and 14% of strangers violence victims were repeat victims.”

Being a victim of a crime does not necessarily mean you are guaranteed to become a victim again, however the statistics and evidence surrounding it suggests you are far more likely to be.

In 2019 the Scottish government published, ‘repeat violent victimisation: evidence review’, this review is intended to “enhance our understanding of RRV (repeat violent victimisation) by providing a structured and rigorous search and assessment of the evidence.”

It intends on looking at the current evidence surround repeat victimisation of crimes, how and where they occur, who are the victims, and is there anyway of identifying any link between victims. The report found numerous outcomes, one of which was that the victims of RVV tended to mainly be young males who’s upbringing was from a deprived socioeconomic background.

The Open University (2022) shows evidence based policing as an approach which both police officers and staff, create, review and utilise the best possible evidence that is available to them in order to make better decisions, challenge current policies as well as decisions.

The Police research group has also done several studies and published findings about repeat victimisation, in one of them, ‘preventing repeat victimisation: the police officers’ guide’, they outline how it is well established that repeat victimisation is predictable, rapid and is highest in areas where crime rates are also high. They then go on to explain how this information can be used by the local council and police forces to “direct attention to the victim, the time and possible perpetrator of a likely future crime, and helps target scarce resources cost-effectively.” Police Research group (1997), they then talk about how the use of this information can form crime patterns for local councils and local forces to utilise as part of what they call “overall crime management strategy”.

Whilst discussing repeat victimisation, we must also talk about preventing re-offending, The College of Poling (2021) discusses how there are several ways to prevent crime and re-offending, these are;

· Increasing the chance of being caught
· Reducing opportunities for crime
· Winning hearts and minds

When they talk about increasing the chances of being caught committing crime, they say that evidence suggests that “the certainty of being caught has a deterrent effect, regardless of the type of punishment that follows.”, they also highlight that based on how certain they are to be caught is what prevents re-offending, not the severity of the consequences to that crime. They also state that the actual as well as the perceived risk of being detected and caught during a crime are both important factors in regard to traffic policing, “ensuring enforcement is sufficiently intensive, unpredictable and conducted as widely as possible”. However sometimes the opposite is true, “there is a risk, however, that if offenders are not caught – and think they got away with it – they are more likely to reoffend in the future”, meaning that more deterrents need to be in place to prevent crime, and reasonable measures need to be taken In order to promptly catch those who commit crime, resulting in less re-offending.

When the College of policing talk about ‘reducing opportunities for crime’ they mean, “the prevention mechanism is based on the idea that crime occurs in specific situations when a likely offender and a suitable target come together in the absence of a capable guardian”. In other words, the chance of someone committing crime if there are more measures put in place to prevent the crime at the start, i.e. security tags on items of clothing, locked cabinets for jewellery.

Evidence based policing as described by Lawrence Sherman (1998) is “it suggests that just doing research is not enough and that proactive efforts are required to push accumulated research evidence into practice through national and community guidelines”. Lawrence highlights how it is not good enough simply to talk about ways in which to reduce repeat victimisation as well as re-offending, but conscious efforts need to be made by police officers and partner agencies to make a real difference in areas of high social depravity. An example Lawrence gives is in cases of domestic violence, evidence based policing can assist in forming guidelines for officers and can help illustrate “agency-based outcomes” can help in reducing the amount of victims from domestic violence.

There are several models in which police and multi-agencies can use evidence based policing, the SARA (Scanning, Analysis Response, Assessment) model, and the POP (Problem-Orientated Policing) is what will be discussed here.

POP as stated by the College of Policing (2017) says that it is used to identify specific problems, the use of analysis to understand that problem, and to develop a specific response to that problem. It is “an approach to develop targeted interventions, rather than intervention itself.”

Both the SARA and POP model are very similar, Evidence-Based Policing (2022) describes how the most important part of the SARA model is evaluating how effective the strategies that were developed were, without this assessment, police forces cannot see whether or not their strategies are viable.
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Task 3 
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 6001D; Policing in the Workplace 3 and in signing it will be equivalent to 2000 words. 
 
 
 
 
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:  _ _T.simons _ _ _ _ _ _ _ _ _ _ _ _ _ (Learner – electronic signature accepted.) 
 
Date: _ _ _03/10/2022 _ _ _ _ _ _ _ 






Task 4

This is a reminder that this TASK 4 section is an opportunity for you to answer one question which should be relevant to the “advanced learning” area that you have chosen.  The advanced learning lecture that you choose to attend will assist you in answering this task. 



Choose 1 of these 5 options to answer 

(Note for officers who have an interest in becoming a detective and wish to specialise in this role, you MUST choose option 5)


1. Response Policing.
2. Policing Communities.
3. Road Policing.
4. Information and Intelligence.
5. Conducting Investigations. 




Task 4 Option 1: 

Relevant areas of the National Policing Curriculum:


Response Policing

You should choose a policing incident that was of a complex nature, in which you played a significant role in providing a response.



	 

 Critically assess the challenges associated with a response incident that you have attended, and the strategies developed for effective policing in such challenging situations.



2000 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:












Task 4 Option 2: 


Relevant areas of the National Policing Curriculum: 

Policing Communities

You should choose a policing problem relating to policing communities that was of a complex nature, in which you played a significant role in providing a response.


	
 Critically evaluate a range of interventions that you have employed to promote community engagement, focusing upon a community issue that you have dealt with. 

2000 words (+/- 10%: include your actual word count at the end of each section)




Answer: 
















TASK 4 Option 3

Relevant areas of the National Policing Curriculum: 

Road Policing

You should choose a serious collision that you have been involved in that was of a complex nature, in which you played a significant role in providing a response.


	Task 4 Option 3: 

Critically evaluate the evidence base for dealing with serious roads incidents and strategies that could be implemented to reduce the likelihood of it reoccurring.


2000 words (+/- 10%: include your actual word count at the end of each section)




Answer: 


























TASK 4 Option 4


Relevant areas of the National Policing Curriculum: 

Information and Intelligence

You should choose an investigation that you have been involved in that was of a complex nature, in which you played a significant role.

	 Critically analyse the effectiveness of the National Intelligence Model and the importance of the role played by cross border cooperation in relation to information and intelligence. Consider the how effective information and intelligence is utilised within policing operations. 

Evaluate how you used specialist intelligence roles to support complex investigations.



2000 words (+/- 10%: include your actual word count at the end of each section)






Answer: 


The National Decision Model (NDM) is a model that can be used by all officers and staff, The College of Policing (2013) states that it is “suitable for all decisions and should be used by everyone in policing”, it covers almost every aspect of policing, for example emergency calls can utilise it as well as pre-planned events use it to plan their risk assessments.

The NDM is mainly used as a tool where its user can form a rationale for decisions they make, they can apply it, before, during or after an event, as emergency calls are volatile and dangerous, officers cant always take the time to perform a risk assessment, immediate action must be taken in some cases.

The NDM is broken down into six key parts;
· Code of eithics
· Which is the centre of the model and which all decisions are based around, each section must be considered along with the code of ethics.
· The gathering of information and intelligence
· This step is the basis for the rest of the NDM, without sufficient and reliable information and intelligence, the rest of the model suffers.
· The development of a strategy using a dynamic risk and threat assessment.
· This could be considered as the most important step in NDM as there must always be a plan or a strategy to progress or deal with an ongoing incident.
· Consideration powers and policy
· This step uses the strategy and threat assessment developed in the previous step of the model, with an increase of threat, risk or harm then more Powers can be used or more force
· Identifying options and contingencies
· This where an officer or team looks at what other options are available to them at that time,
· Actions and review
· This is where the officer take all points considered from previous steps and take appropriate actions based on what they know at the time.

The NDM is not a model that an officer uses once in an incident, it is an ongoing review that changes constantly throughout an incident.

The incident which I have chosen for this is a recent incident I went to where a male was arrested for attempted murder of his partner. The initial incident came in as a female who was being threatened by her partner with a knife, there was confirmation at the time was a knife was present, using the information and intelligence available to officers, a taser authorisation was granted. There was very little in terms of history or warning markers between the two persons on South Wales Police systems. Using that information and intelligence numerous officers made there way to the address to find a female with numerous knife injuries to her back, immediately the risk assessment done at scene presented that there was a massive risk to life. Officers at scene have then had to consider their powers as well as the policies that are in place if faced with a serious aggravated threat such as a knife.

Officers have taken immediate action by entering the address and detaining the suspect male who was arrested and taken into police custody.

The NDM was applied throughout this incident however it would have been incredibly difficult to do a complex risk assessment with such an immediate threat. The NDM was paramount in this incident, not only to ensure that members of the public were safe but also the lives of other officers were not placed at risk. Avon and somerset police (2022) states that the risk assessment “involves assessing the situation, including any specific threat, the risk of harm and the potential benefits.”

In this instance, the benefit would obviously be having a potentially a dangerous and violent person brought under control so the victim could receive medical treatment.

The importance of cross border, multi-agency working cannot be understand either in this incident, as neither the victim nor perpetrator were very well known to South Wales Police, enquiries had to be made by our control room to an outside force, to establish if they had prior incidents involving police, a criminal background or warning markers that officers should be aware of.

The College of Policing (2016) highlights how sharing information between forces can enable intervention at an early stage, and for other agencies to be able to work to prevent incidents involving the police occurring, as well as being able to safeguard them at the earliest opportunity. In Wales, officer must adhere to WASP (Wales Accord on the Sharing of Personal Information), this provides “a framework for service-providing organisations directly concerned with the health, education, safety and social wellbeing of the people in Wales.”

The effective use of data sharing is critical when discussing information and intelligence, without a complete picture of all the information, officers cannot perform a deep and accurate risk assessment due to missing information, this has the potential to not only put officers at risk but members of the public too. In relation to this incident, without information and intelligence gathered by officers and cross-border agencies, officers as well as members of the public may have been at further risk.

The IACP (2018) says the intelligence led police attempt to try and identify members of the public who could be potential victims or potential repeat offenders, they then try to use partner agencies to work with potential reoffenders in an attempt to change their behaviour prior to them committing further crimes. They also say that “an important component of intelligence-led policing is that it encourages- and, arguably, depends on-collaboration among various agencies and the community.”

Intelligence when used in a policing context can be placed into the National Intelligence model, the home office (2018) describes this is a “business process”, they say that the intention behind the intelligence model is to “provide focus to operational policing and to achieve a disproportionately greater impact from the resources applied to any problem”. It can be used mainly as a problem-solving tool for the crime prevention techniques. The outcomes of the intelligence model are described as being, “improved community safety, reduced crime and the control of criminality and disorder, leading to a grater public reassurance and confidence.

The BSC policing network (2020) stated that intelligence officers have to look an analyse different, smaller piece of intelligence and collate them into a larger image as more and more intelligence is gathered, “intelligence consists of bits of data that, when combined and viewed together with relevant background knowledge, may be used to produce intelligence, which informs the actions and decisions of policing organisations.”

There are three different levels of intelligence that the NIM operates on;
· Level 1, this where intelligence is spread and used throughout a local BCU or command structure, the intelligence here could be crimes such as low level / value criminal damage or thefts.
· Level 2, here this intelligence is shared between one or more partner forces / command units, this level of intelligence can also obtain advice from national experts.
· Level 3, this level of intelligence is for serious and organised crime on a national and international scale.

The NCA (National crime agency) (2022) stated how they gather all levels of information and intelligence from every level of the scale above, they can gather intelligence from lower level and more “open-source” platforms such as social media, or much more discreet and covert tactics such as the interception of telecommunications. They also describe how all of the information they gather can be shared with partner agencies, they can then use this intelligence to compliment their own, this could lead in immediate action or assist in analysts obtaining a better understanding of the information in front of them. Some partners include, police forces, border force, HM revenue & customs etc. The NCA also shares and collaborates it’s information with INTERPOL.

The College of Policing (2022) outlines a method of analysing and evaluating any and all intelligence gathered by officers or staff. It is as follows, there are three ways to grade an intelligence source, these are;

· Reliable – this grading is used when “the source is believed to be both competent and information received is generally reliable.” The college states that before an intelligence source can be marked as reliable, it must pass two what are known as ‘tests of competence’ as well as have previous intelligence submissions which have been tested. 
· Untested – this is the second category of intelligence sources, this category is for those who have not previously been a source of intelligence.
· Not reliable – this is where “there are reasonable grounds to doubt the reliability of the source.”

Once an officer has graded the source, they then must grade how the source came to know about the intelligence they are submitting. This comes under several categories.

· Known directly to source, this could be witnessing the intelligence they are submitting i.e. a person who looks like they are selling controlled substances.
· Known indirectly to source but corroborated – this is where the source has not directly witnessed to information however it can be verified by intelligence that is already known to police. 
· Known indirectly to source – this “Applies to information that the source has been told by someone else. The source does not have first-hand knowledge of the information as they did not witness it themselves.”
· Not known – this is when there is no means of assessing the information present. This could be information from an anonymous source or an organisation such as crime stoppers
· Suspected to be false – this is when the information is believed to be false, regardless of how the source came to learn of this information.

Once the intelligence and source have been graded, the intelligence then needs to have a handling code, to assess whether or not the intelligence can be shared. This is either ‘Lawful with sharing being permitted’, so for this intelligence to be shared there must be a policing purpose or a legitimate reason for sharing the intelligence. Or it comes under sharing with conditions, this is for intelligence that could contain sensitive data, and the receiver of the intelligence must strictly adhere to the conditions applied to them.

Intelligence, when collected, analysed and acted upon properly can be a core part of police operations such as stop and search powers, if an officer is aware of recent intelligence on an area, for example local drug dealing on a particular street, or a particular person suspected of dealing drugs, then officers can use evidence based policing to act upon that intelligence.

A good example of evidence based policing as well as intelligence led policing would be ‘op sceptre’, this Is a division of the police who mainly deal with knife crime, however often times the illegal drug industry is closely tied to the possession of knives. They operate covertly, using an intelligence led stop and search powers to search those who are believed to be carrying knives or drugs. 

In the incident discussed earlier, myself and other officers utilised our Criminal investigation department in order to obtain statements from any and all witnesses, we also used our intelligence department along with Op Sceptre to try and identify if the suspect male in this incident had a history in other forces of using knives, be in possession or if he was associated with anyone who carries weapons. This work and information sharing between our departments meant we were able to quickly obtain an intelligence package surrounding this male, only with the assistance of other agencies and departments, and our sharing of information and intelligence could we have worked as efficiently and effectively as we did.

Word Count: 1935
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TASK 4 Option 5

Relevant areas of the National Policing Curriculum: 

Conducting Investigations

You should choose an investigation that you have been involved in that was of a complex nature, in which you played a significant role.




	Critically evaluate the processes employed in a complex investigation you have been involved in, and the fast-track actions that you have utilised. 

Evaluate the support you have provided to victims, witnesses, and offenders (where appropriate) during a complex investigation and review the interviewing techniques employed during this investigation.

Demonstrate your understanding of both volume and priority crime and serious and complex investigations.

Consider the strategies that you have used to deal with the impact of personal attitudes and values throughout this investigation process. 

2000 words (+/- 10%: include your actual word count at the end of each section)





Answer: 










Task 5

Personal Study programme / Individual Learning Plan 
 
 
The first learning outcome identified in the accompanying module descriptor (BMPP 6001D) asks that you formulate and implement a personal study programme to further enhance the development of your professional police practice. A template has been added for an ‘Individual Learning Plan’ that you can use for this task.  
 
This task differs from the PDP that you have completed in your previous workbook 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. 
 
2000 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. 
 
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7



     
	High 
8-10




    x 
	Low 
1-4 
	Med 
5-7




    x 
	High 
8-10 
	 I believe that I need to further my knowledge and understanding of the lesser known laws and offences that as an officer I need to be aware of.

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 



    x
	High 
8-10 
	Low 
1-4




   x 
	Med 
5-7 
	High 
8-10 
	 I believe I am quite skilled as officer, especially In my communication skills as well as my patience with members of the public that we come into contact with, however I do recognise that there are gaps in my skill set which I wish to improve upon.

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





   x 
	Low 
1-4





    x 
	Med 
5-7 
	High 
8-10 
	 I do not believe I am very experienced as an officer due to only having my independent patrol status for just over one year. I believe I will go from strength to strength in relation to my experience.
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