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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:



The importance on organisation culture within Policing is undeniably important to maintain structure and provide consistency for the public that Police forces serve. The stringent structure and organisation can sometimes however cause some strain and stress on mental wellbeing and resilience. In this essay I will consider how conforming to organisational culture can affect individuality as well as testing mental wellbeing and resilience. Throughout the essay I will draw upon research and references from further afield to expand upon my considerations. I will also use the Gibbs Model of Reflection to reflect upon the impact that this organisational culture has had upon my own wellbeing and personal values. 

Organisational culture is perhaps best described as being shaped by and overlapping with other cultures. In particular the broader culture of the societies within which it operates. (Watkins, M, 2013). Watkins, M states that organisational cultures are dynamic as they shift and change to both internal and external tweaks. He goes on to highlight that the notion of a “stable destination” may never be achieved due to the constant shifts and changes in organisational cultures. (Watkins, M, 2013) This relates well to Policing as the constant shifts and changes in teams due to promotions, new teams etc. mean that a stable team dynamic is unlikely to be reached for long periods of time, which can cause anxiety and a lack of comfortability. 

Organisational culture is a major trait of Policing, especially within the UK. As suggested by Schein (2010), culture is to an organisation what personality is to an individual, in that it can define who they are. One of the main risks of conforming to an organisational culture such as that seen in UK Policing, is the loss of individuality. Individuality not only defines us as human beings but can be an extremely useful tool in Policing. Our own personal experiences, hobbies, traits and habits can help to form a Policing style that is unique and therefore priceless when it comes to building a team who have different strengths and weaknesses in terms of Policing. Fortunately, my own personal values align very well with the values set out and expected by the Policing organisational culture, such as Honesty, Integrity and Transparency. Ultimately, organisational culture is a very divisive concept, with some using culture as a variable and some using the term as a metaphor used for understanding organisational patterns (Martin, 2002). The first often tends to portray the view that organisational culture is something that an organisation, such as the police has, whereas the latter would argue that it is something an organisation inherently is. (Whelan, 2016).

By conforming to the organisational culture and values, the argument is that this sense of individuality can be lost and create a workplace of drones or clones, that all act and communicate in the same way to prevent stepping outside of the organisational culture. This can lead to a robotic service being provided to the public and the lack of human empathy and genuine transparency of being yourself could prevent a victim or witness from opening up and sharing information or intelligence. This point is highlighted best by Rowe et. al (2023) who describes the use of Body worn video in Policing to highlight how members of the public have described the service being provided by Police as more constrained and sometimes scripted.  

My own personal strategies for maintaining wellbeing and resilience within this organisational culture come from initial coping mechanisms and strategies that were developed in my early stages of training school. The main strategy I employ to maintain my wellbeing and resilience is to ensure that my off-duty days, or rest days, are used as such. I ensure to avoid checking any work-related emails or tasks and have even begun to refrain from watching Police related television programmes, to avoid my brain burning out. However, it is inevitable that work, policing in particular, dominates my thinking due to ever-increasing workloads, that mean there are more and more victims who want and deserve justice. It is extremely difficult to switch off from this, knowing that there are victims that are potentially living in fear and are eagerly awaiting your next actions in their case. 

As in my training school phase of my Policing career, I have utilised the use of exercise to maintain my mental wellbeing. A major strategy for doing this is the use of sauna, coupled with attending the sauna with family and friends which allows for conversations or venting, to further uphold my mental wellbeing.

I have personally been fortunate enough to have been placed onto a shift with an extremely supportive network of colleagues who are all well aware of the impact that the role of Police officer can have on your mental wellbeing and resilience. I find that this is extremely important for me, as conversations can be had within the safety of the team environment to discuss mental wellbeing without the stigma that is associated with friends and family who work in other environments and may not understand or relate to the issues and stresses, I have faced within the Policing environment.  

A colossal focus of organisational culture within Policing at the moment is adherence to performance targets. For example, statistics surrounding the number of stops searches in accordance with Section 1 of the Police and Criminal Evidence Act 1984 or Section 23 of the Misuse of Drugs Act 1971. As well as performance targets surrounding positive outcomes, i.e., a charging decision or a community resolution. These performance targets can be an incredibly powerful motivation tool and can help to drive productivity and in turn increase public confidence within Policing. If handled correctly, the public should see an increase in Officers patrolling the streets, proactively searching in high crime areas and an increase in positive outcomes would mean greater confidence from victims of crime. 

However, this practice of emphasising performance targets within the organisational culture can have an extremely negative effect on mental wellbeing and resilience by damaging morale and increasing the stress of officers via higher workloads including case files that need constant progression, more expectations to be proactive whilst keeping up with demands of emergency calls. I have personally found that since achieving Independent Patrol Status, the increase in demand in terms of these targets and balancing the general demand of calls and progressing my own workload to be extremely challenging and to have a negative effect on my mental wellbeing. I believe that this is due to expecting the highest standards from myself in all areas and becoming my own worst critic when I fall short in any of those areas. 

Fortunately, one of the main aspects of the organisational culture within my Police force is the culture of trust and transparency. As such, I have been able to approach my supervisor and colleagues and express these concerns, which has resulted in suitable accommodations being made such as a short time away from responding to calls to progress investigations, or dedicated hours during a night shift to patrol the local areas and conduct proactive patrols to obtain legal, worthwhile stop searches that generate results and keep the streets safer. This has counter-balanced the negative effects on my mental wellbeing and is a further positive factor for the organisational culture within Policing and how effective it can be when utilised correctly by people who truly care. 

In conclusion, the impact of organisational culture has had an inherent impact on my mental wellbeing and resilience. The largest part is the organisational change which causes an uncertainty and unease within my current role as there is an underlying angst that you cannot get too comfortable and familiar within a role. I am working hard to retain my own personal values and individuality whilst still ensuring that I work well within the framework and structure of the organisational culture, and maintain my rest days as being just that, although this is particularly difficult to achieve when you are so passionate about the role and providing a certain level of care and service to victims. 
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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:


The National Decision Model (NDM) is a vital and extremely beneficial tool that is used on a daily basis within Policing, often subconsciously. Throughout this essay I will be reflecting upon a domestic related incident whereby I utilised the National Decision Model to make definitive decisions in an environment that was constantly changing and unpredictable, to monitor the dynamic risk and achieve the right outcome. I will draw on resources and research to highlight the points set out and will the Gibbs Model of Reflection to address the consequences of my decision making. 

The college of Policing states that the National Decision Model (NDM), has six key elements. At the centre of the model is the Code of Ethics, which set out ethical policing principles and provides guidance for ethical and professional behaviour in policing. (College of Policing, 2013). There are then five arms of the model. These are Gathering information and intelligence. Using that information and intelligence to assess the threat and risk and develop a working strategy. The model then guides users to consider their powers and policies that are available to them and go on to identify options and contingencies. The final stage of the model is to take action and then review what happened and areas for improvement. (College of Policing, 2013). The use of the NDM is an everyday occurrence within Policing. 

Throughout my Policing career to this stage, I have experienced a multitude of complex and dynamic situations which are almost never as they initially appear upon initial attendance at the scene. Working within such a multicultural city provides an extra layer of challenges to my Policing abilities as sometimes a particular community may be less willing to engage with Police due to a deep-rooted distrust from their previous experiences in a different area or country. This can make a dynamic situation such as a domestic related incident become infinitely more difficult to deal with appropriately, as a victim may be unwilling to engage with a male officer for example, and resources may not allow for a female officer to be present to obtain the relevant information. 

The incident that I am going to reflect upon within this essay relates to my attendance at an address whereby a female had been the victim of a domestic related assault. Upon initial attendance, a male colleague and I were the only two available Officers within the team. The National Decision Model becomes a subconscious tool when dealing with incidents as a Police Officer, and this is especially true in Domestic related incidents. I utilised the National Decision Model and ascertained that there were 2 people within the household, a male and female who were married. Typical protocol states that parties should be separated to obtain their accounts without pressure from the other party. I decided that my colleague would speak with the male, and I would obtain an account from the female, who we believed to be the victim from the initial 999 call to the Force Control Room. 

Immediately, the female asked for permission from the male to go into the spare room to speak with me and the male asked if we could just speak with them as a couple. Instantly my training and skills learned so far prompted me to consider Section 76 of the Serious Crime Act 2015, which created the offence of controlling or coercive behaviour, as the male’s demeanour shifted from very welcoming to defensive and attempting to present a united front with his wife, who was visibly shaken and avoiding eye contact. The other major consideration that stemmed from this in my mind was the potential for Honour Based Abuse. Although there is no agreed definition of Honour Based Abuse within England and Wales, the Crown Prosecution Service defines it as “a crime or incident which has, or may have been, committed to protect or defend the honour of the family and/or community” (Crown Prosecution Service, no date)

The current lack of comprehensive and analysed data makes it very difficult to interpret honour-based abuse, and in turn formulate the appropriate policies and responses. (Parliament, House of Commons, 2008). Honour based abuse has been suggested by some researchers to be a “cultural issue”, which is often associated with particular ethnic communities and often arises from specific, traditional values and beliefs around honour and shame. (Brandon and Hafez, 2008). This makes it particularly difficult to Police effectively if you are not familiar with the particular culture and beliefs. 

At this point, I once again utilised the National Decision Model and decided that given the information available from the initial call, whereby the female requested Police assistance and the manner in which the male was presenting by attempting to block myself from having a conversation with the female, I would insist that she joined me in the other room. I believed that to prove any potential offences, including Controlling or Coercive behaviour, I would need to conduct a Domestic Abuse Stalking and Harassment Risk Assessment (DASHRA) in a controlled environment, whereby the female felt relaxed and comfortable enough to disclose any information to me, without fear of consequences from her husband. 

When entering the separate room alongside the female, I felt an immense amount of pressure to present myself appropriately and openly, whilst maintaining my professionalism and remaining alert and open to the possibility of any dynamic changes in the situation. The balance between being open and approachable when talking to a potential victim and remaining alert and wise to anticipate and react to any potential threats is very delicate and an incredibly difficult skill to achieve. I noticed that despite my best efforts, the female was incredibly guarded and closed off to any of my attempts to initiate a channel of communication and establish a rapport. At this point, my colleague made contact with me via our force issued radios to inform me that from his discussion with the male, they had ascertained that the female had a deep-rooted distrust of the Police as well as an inherent fear of males in general, due to her upbringing in a different country. 

Given this new information, I once again revisited the National Decision Model in my head and adapted my approach. I quickly realised that despite my best efforts, I would not be able to provide the best level of service for the female as I could not establish trust and build the required rapport. I enquired with the female if she would feel happier and more comfortable if I were able to source a female colleague to come and obtain the information from her, to which she instantly nodded and seemed thrilled about. Despite my knowledge that no female officers were immediately available, I felt that offering this service allowed me to establish some trust with the female who understood I was taking her seriously and allowed me some time to work with my Sergeant to source a female colleague to attend and assist. 

Soon after, my female colleague arrived and was able to obtain an initial account from the victim and worked through the Domestic Abuse Stalking and Harassment Risk Assessment (DASHRA). The female later expressed her gratitude that I stayed with her and sourced a female colleague as this allowed her to feel safe. During the DASHRA, it became clear to us that there was a significant history of controlling and coercive behaviour as well as physical abuse. The female later raised her sleeves to show me personally some bruising and reddening to her arm where she stated that the male had grabbed her and shook her for returning home late from an appointment earlier in the week.

With all of this new information, my colleagues and I once again reverted back to the National Decision Model and reconsidered our options. Immediately, I instructed my colleague that the male would need to be arrested for Common Assault and Controlling and Coercive Behaviour and assisted in escorting him to the back of the Police vehicle. I then remained with the female to obtain a full, evidential statement to capture the controlling and coercive behaviour and Honour Based Abuse over the years. I made the decision to retain my female colleague to assist, which allowed the female to remain open and honest and feel much safer to be able to provide all of the information we needed without any fear. Once completed, I ensured to provide the female with a comprehensive and robust safety plan which allowed her some peace of mind. I walked around the address and ensured all doors and windows were secure and ensured with colleagues that the male did not have a key in his possessions to re-enter the address after his release from custody. All of this was a method of gathering information and intelligence to inform my decision making and tailor-made safety advice, as per the National Decision Model. 

Along with the safety advice, I completed and submitted a comprehensive Public Protection Notification report which is forwarded on to partner agencies and support services who can provide ongoing support and advice to victims of a range of crimes, specifically including domestic related incidents. As a result, the victim received immediate and substantial support from partner agencies and moved to a safer location to start the next chapter in her life. Bail conditions imposed on the male also allowed the female some breathing space to restart her life and feel safe in doing so. 

In conclusion, my involvement in this incident was impacted tremendously by the National Decision Model and was constantly evolving to provide a service to the best of my abilities. I have experienced how different life experiences can impact a person’s level of trust within the Police despite our best efforts and how the National Decision Model can assist in adapting to this, to again provide an excellent level of service and justice. The subsequent arrest in this incident was necessary to safeguard a vulnerable victim as well as prevent any further harm or injury to the victim. Upon reflection, one area for improvement that I can take from this incident is the understanding that it is not a personal attack if a person does not trust me or open up to me as an Officer and is not necessarily a reflection of my policing style or communication, but of their own experiences. As well as the fact that there are many ways to overcome this and creative thinking using the National Decision Model can help to achieve the right outcome in a variety of ways. 
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Task 3

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

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

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

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


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




ANSWER:



Maintaining a culture with a healthy team dynamic and ethos is imperative to the proper functioning of any workforce, but particularly so within Policing. The constant demand and strain placed upon Officers means that team cohesion and having colleagues you can trust and rely on is essential. In this essay I will evaluate theories and models relating to team dynamics and improving team cohesion as well as considering why inter-personal conflict can occur within a team and how some team dynamics can impact professional standards such as the Code of Ethics and other policies and procedures. Throughout the essay I will draw upon my own research to further develop the points I consider. 

One of the most notable theories regarding team dynamics as a means of developing team cohesion is Tuckman’s Linear Model of Group Development, which was posed in 1965. Tuckman highlights 5 stages which describe how teams develop of a designated period of time. These 5 stages are defined by Tuckman as: Forming, Storming, Norming, Performing and Adjourning. (B, Tuckman 1965). 

Last, S suggests that at each stage of the model, communication is of vital importance for the team to be able to grow and progress to the next stage. This aligns well with the Communication skills that Police forces require of their officers to engage with and obtain information from members of the public and increase public confidence. The Forming stage of this model is when the individuals within the team are all getting to know one another and are forming their opinions of each other. This is the stage where some teams will discover they cannot function, as some members will have opposing views on critical issues that they cannot overcome. 

Last, S states that the storming stage is the one that is most commonly characterised by group conflict. They state that learning to use these potential points of conflict to grow as a team is imperative to progressing to the next stage of the model. This stage is where team members begin to learn the strengths of weaknesses of each other. This translates into Policing as the point in which officers begin to demonstrate their value to their team, where one officer may be particularly confident and adept at stop searches, another may have a calming manner that puts victims at ease, and both individuals could use each other’s skills as well as learn from each other to improve and benefit the team cohesion. 

The third stage of the Tuckman model, or the ‘Norming’ stage, is where the team cohesion begins to settle down and the members begin to work within the respective roles and play to their strengths after settling any conflicts. An effective team cohesion in this stage ensures that each individual within the team is responsible to each other as well the shared goal, i.e., performance targets or safer streets within their neighbourhood. Understanding the premise behind this stage could lead to policing teams becoming far more efficient and holding each other accountable for their actions, which would in theory promote a greater confidence in policing from the public. 

Last, S suggests that very few ‘first-time teams’ make it to the Performing stage, whereby the team has worked together efficiently and successfully on multiple projects or issues and the process goes smoothly with everyone knowing their individual role and expectations. If a team is cohesive enough to make it to this stage, they often progress into the final stage of the Tuckman model known at Adjourning, whereby the team inevitably goes their separate ways, i.e., transferring to a new department within the Police force. Last suggests that the Adjourning phase can often be emotionally damaging for teams that have made it there as they form good bonds and cohesion and struggle to replace them. Within the context of Policing, teams are constantly rotating and replacing officers and so it is a rarity to find a team that would fall into the parameters of these final two stages, but it is ultimately the goal for any team. 

A further model which highlights reasons why some teams cannot function effectively is the Lencioni Model. In 2005, Lencioni outlined five common problems that some teams experience which can impact their effectiveness and performance levels. The first level identified by Lencioni is Lack of trust, whereby he expands that if team members do not trust each other then they are less likely to ask each other for help or assistance, as well as a low level of comfortability which can make it difficult to grow and develop as a team. (Last, S)

The second stage of Lencioni’s model is Fear of conflict. This is described by Lencioni as when teams avoid conflict that can lead to an artificial peace, which comes at the expense of progress and innovation (Last, S). As discussed in the previous model buy Tuckman, conflict can be an effective tool to develop team cohesion if it is managed correctly. 
The third stage discussed by Lencioni in their model is Lack of commitment. This is analysed as when members within a team do not commit to sharing their load of the work or meeting deadlines and ultimately letting their other team members down, which affects the success of the whole team and can damage performance levels. This is particularly apt in a policing environment whereby all members of the team are required to share the workload and ‘carry their weight’ within the team. This carries on into stage 4 of the Lencioni Model which is the Avoidance of accountability. 

The final stage of the Lencioni Model is Inattention to results. This is where team members focus on their own personal goals, e.g., positive outcomes in Policing, rather than project goals and the good of the team as a whole. Lencioni hypothesises that not focusing on the results during the process means that no one is planning on how to improve those results long term. In policing this could translate as one member of the team having above average stop and search statistics, but the rest of the team are below par and struggle to hit performance targets. This can lead to a breakdown in team cohesion. 

The characteristics often associated with a high functioning, well performing and cohesive team dynamic can be suggested to be such as fostering a ‘positive interdependence’ as well as harnessing individual accountability and interpersonal and small group skills, including communication. Periodical team self-assessment and reviews are also key to a successful, high functioning team dynamic. (Finelli et al., 2011). Within Policing, team numbers are often a source of discussion as there are often either too few officers within a team to cover their area, and workloads can begin to skyrocket. Pieterse and Thompson (2006) suggest that four to six members is the optimal number of team members within their research. However, this is difficult to apply to team dynamics within policing due to some areas needing more than 10 officers to adequately cover their area, and some other areas being able to cope with around 3 active officers per shift. Hansen (2006) built on this work and suggested that any fewer than four team members leads to an overwhelming workload, whereas any more than 6 team members can result in poor communication and greater interpersonal conflict. This leads to interesting reflection for Police teams in particular. 

There are many reasons why inter-personal conflict can occur within the confines of a team, especially in the context of policing. This is due to no two human beings sharing the same life experiences, views, interests etc. As much as these differences are the very thing that make relationships and teams interesting and enjoyable, it can also be the source of conflict and tension. In a high pressure, high stakes environment such as Policing, these small differences can lead to overboiling conflicts and tensions as stress and pressure can cause people to act on emotion. When a group of people have different ideas and different approaches, as well as different methods of achieving their desired results, inter-personal conflict can arise. It then becomes of the upmost importance that a supervisor or a senior member of the team takes control and ensures that all disagreements are dealt with maturely and within the team itself before it spirals into a worse conflict. 

There is an argument that some team dynamics within the police service can result in a failure to comply with certain standards and requirements. It is possible that if a team formed a strong bond that developed into a friendship that transcended the workplace, then an Officer may favour a particular colleague for certain tasks over another colleague in a different team. This would directly conflict with the Impartiality trait that is so necessary and essential within a Policing role. It would again become the duty of a supervisor, or senior team member to remind the individual of their responsibilities in terms of the Code of Ethics and other policies and procedures, to ensure that they do not let their team dynamic get in the way of their efficient and morally sound Policing style. There is also a possibility that a team dynamic that functioned in this way could foster an environment of protecting each other and therefore failing to comply with another core principle of the Code of Ethics, Transparency. However, I would argue that fostering a team dynamic built on trust and honesty would allow the members of that team to hold each other accountable and ensure a strict adherence to all of the core principles associated with the Code of Ethics. It is suggested that inter-organisational conflicts have far reaching consequences at the individual level, as well as the organisational level, and as such any resolutions must address the impact on the individuals involved as well as the subsequent impacts on the organisation and team dynamics. (Lumineau, F. et al., 2015)

In conclusion, team cohesion is a vital part of building a successful and high performing work environment, especially within Policing. There are a multitude of team dynamic models that can help to illustrate and break down the dynamics and allow for assessment of current team dynamics as well as provide a framework for teams including Police teams to work towards, to enhance individual and collective performance levels. There are certain occasions when team dynamics can have a negative impact on Policing standards and compliance with some professional requirements, however I believe that this can be negated with proper management and exercising caution whilst holding team members accountable for their actions and adherence to core principles and policies. 
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

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

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

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




ANSWER:



Information and Intelligence is a powerful tool that is used in the disruption of a multitude of crimes and criminal activity. The use of Information and Intelligence as a form of targeted policing in terms of Roads Policing is even more prevalent due to the use of major UK roads by Organised Crime Gangs for example. In this essay I will set out to explain this, as well as outline how ANPR can be used as an investigative resource to disrupt this criminal activity. Throughout this essay I will utilise my own research and resources to expand upon the discussion. 

Information and Intelligence has become the lifeblood of proactive Policing and the disruption of criminal activity that is often carried out by organised crime gangs, such as drug smuggling, human trafficking etc. Organised Crime Gangs or OCGs, operate using mobile phone lines and networks to facilitate the distribution of drugs, and often violence, from major cities to a vast array of communities across the UK. (Home Office, 2018). A major, prevalent branch of this crime that has been driven by the use of the major road networks within the UK is the County Lines gangs and the crimes they pursue. The County Lines gangs often travel from major cities such as London, Manchester etc. into smaller cities such as Swansea or Newport and distribute drugs, exploit vulnerable people as well as multiple other violent crimes. The suggestion currently is that the priority target demographic for recruitment is young males aged between 15-17 years old (NCA, 2017). The destinations are often aligned with accessibility to major roads such as the M4. This is where relevant and audited information and intelligence can help Police to disrupt this criminal activity by effective Policing of the roads. 

Information and Intelligence in the Policing format can be obtained via a multitude of sources. For example, it may be directly obtained by an Officer who has witnessed something whilst carrying out their duties. It may also come from the Police National Database (PND), Police Intelligence Databases or even through Covert Human Intelligence Sources (CHIS). Externally, information and intelligence may come from members of the public as well as through partner agencies such as Youth Offending Service, Social Services etc. Intelligence led policing is a model that intends to inform decision making via crime intelligence to produce results. (Burcher, M and Whelan, C. 2018). Burcher and Whelan go on to state that intelligence led policing seeks to move the Policing model from a reactive style of policing whereby incidents are reported and dealt with a later date, to a more pro-active style whereby officers conduct patrols and execute warrants for example, by utilising intelligence from a variety of sources. 

The difference between information and intelligence, is that intelligence is information that has been developed and is ready to be actioned by Policing teams, within a process known as the intelligence cycle. All information and intelligence collated by Police forces must be run through a framework known as the National Intelligence Report Form (3x5x2). This framework essentially tests the reliability and accuracy of the information received and the conditions around is dissemination, i.e., whether conditions need to be imposed prior to its lawful sharing. This is incredibly important in terms of utilising information and intelligence to disrupt criminal activity, as any intelligence that has not been collated and analysed correctly could ultimately destroy any potential case that is being built against a criminal entity. The intelligence process is often thought of in terms of models. The most well known of these models is known as the intelligence cycle. There are multiple versions of the intelligence cycle, as above, but they are all believed to follow the same six stage process: planning, collection, collation and evaluation, analysis and then feedback. (Gill and Phythian, 2013) (Warner, 2013). 

Maguire (2000) states that in recent years there has been a far-reaching adoption in tactics and policies associated with proactive policing and intelligence-led approaches to crime disruption and reduction. A pillar of this comes from Covert Human Intelligence Sources (CHIS). Covert Human Intelligence Sources (CHIS) are a valuable tool in the production of information and intelligence and the disruption of criminal activity as a result of it. Covert Human Intelligence Sources are particularly adept in obtaining information that would otherwise not be available to police, such as the inside knowledge and particular details of the inside of a criminal operation. For example, although observations and proactive policing may identify an Organised Crime Gang and their daily movements, only a Covert Human Intelligence Source who is inside of the crime gang itself would be able to provide details such as financial accounts or names and places of any hypothetical drug deals or other criminal activity. This vital information could be the difference between disrupting criminal activity prior to it being committed, rather than reactive policing which is not a sustainable way to manage the serious, more prevalent forms of crime. 

Information and intelligence relating to vehicles that members of these criminal organisations are driving, such as registration numbers, can help Roads Policing units to conduct proactive operations or patrols as well as help inform their general day to day duties if they were to come across a vehicle whilst travelling the roads. This can help officers to conduct stop checks and conduct vehicle searches under PACE legislation i.e., Section 1 of the Police and Criminal Evidence Act 1984, whereby a constable can exercise the powers to search a vehicle without making an arrest, as long as they have reasonable grounds for suspicion (College of Policing, 2016). Any positive searches could disrupt major drug supply lines, take a vast quantity of drugs off the streets, and even deter some gangs from using that particular road, or that mode of transport as a whole, for their distribution and their criminal activity. 

In relation to the production and sale of counterfeit goods, a widespread and increasingly common issue within the UK, Information, and Intelligence acts as the lifeblood for battling the criminal activity. The Crown Prosecution Service states that there are more than 7 sections (14 through 21) covering Counterfeit goods, monies etc. via the Forgery and Counterfeiting Act 1981. (CPS, 2022).  Members of the public who may have purchased goods honestly and been victims themselves can provide information via multiple channels such as social media, in person or through third parties. This information can then be analysed, developed and a plan put into action by specialised teams to either monitor or proactively attend and disrupt the counterfeit goods business directly.  

ANPR stands for Automatic Number Plate Recognition and is described as a system which automatically analyses the Vehicle Registration Marks (VRMs) of a vehicle by the use of a camera that takes an image of the number plate upon the vehicle. The letters and numbers on the registration plate are then identified via an Optical Character Recognition software (OCR) and is then checked against a centralised database. (Amberstone Security, 2024). The use of Automatic Number Plate Recognition by the Police as a tool to disrupt criminal activity is extremely important when it comes to policing the roads. The use of ANPR is governed by a complex framework of legislation including the Data Protection Act 2018, UK General Data Protection Regulation as well as under Common Law. (Home Office, 2024). 

The Police and partner agencies within the government can use ANPR as a tactical option for the disruption, prevention or detection of criminal activity. (College of Policing, 2013). ANPR system can identify where a vehicle has been and when to help provide information and intelligence about the vehicle’s movements, which not only allows the framework for effective, proactive policing to conduct stop searches of both the vehicle and occupants, but it can also be an extremely effective tool when piecing together investigations. For example, in the case of an Organised Crime Gang that may operate by trafficking drugs from London to Cardiff, ANPR could be used to prove that a vehicle associated to a nominal, or multiple nominals, has made those journeys along the motorway, their frequency and time schedules, and marry that information up with any other potential intelligence or evidence that has been collated of the nominals dealing drugs within Cardiff. However, a study conducted in America on their version of ANPR concluded that there was some tentative but not conclusive evidence that the use of ANPR contributed to modest improvements in positive outcomes for car thefts and robbery, which they state are two of the most common crimes that ANPR would be utilised for. (Koper and Lum, 2019) 

The framework set out to ensure compliance from Police and other law enforcement agencies is called the NASPLE (National ANPR Standards for Policing and Law Enforcement). This sets out the framework for Police to be able to access the National ANPR Capability database. The NASPLE framework has three sections; Part 1 is the data standards which define the requirements for ANPR data. Part 2 which is the Infrastructure Standards and Part 3 which is the Data Access and Management Standards. (College of Policing, 2013). This framework allows the Police to access this extremely sensitive data legally and appropriately in a controlled and ethical manner.

In terms of an investigation, searches of ANPR can be used to assist in helping to locate lost or stolen vehicles, as well as identifying the movement of a vehicle involved in a crime or to research the victim’s movements if in a vehicle to assist with their accounts. ANPR may also be able to help research potential alibis and pinpoint a particular vehicle to a particular location at a set time to assist identifying suspects, victims or witnesses. (College of Policing, 2013). 

In conclusion, the use of Information and Intelligence is an extremely powerful and effective tool when it comes to disrupting criminal activity whether on a localised or large scale. Information must be analysed and handled correctly, legally and carefully in order to develop it into useable and reliable intelligence. Once intelligence is established, Police and partner agencies can act accordingly to disrupt, deter and even destroy some of the most serious and persistent criminal activities within the UK. Without information and intelligence, some crimes such as those carried out by Organised Crime Gangs and County Lines, would remain largely undetected and Police would constantly be dealing with the lower-level crimes that are just the tip of the criminal iceberg. 


1740 words 

Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 I would state that the Knowledge required to perform adequately in my current role should be HIGH and that I am currently operating at a level of MEDIUM. 

I believe that this is due to a huge volume of information and legislation being digested by myself and colleagues in the early stages of our careers, and some of that being lost in the process. 

I believe that in order to develop this I need to endeavour to continue learning from more experienced colleagues and continuing to enhance my own learning by utilising PNLD, Blackman’s textbooks and asking questions of superiors and experienced colleagues. 

I will look to continue challenging myself and placing myself into unfamiliar situations in order to expand my knowledge over the coming months. 

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 I would state that the Skills required to perform adequately in my current role should be HIGH and that I am currently operating at a level of MEDIUM.

Again, I believe that this is due to my short time within the Force and having spent my time focusing on repetition of the basic skills required such as communication and computer skills for paperwork. 

In the coming months, I need to continue to push myself and place myself into unfamiliar scenarios and utilise skills I have already harnessed as well as putting unused skills to the test in order to grow. I believe that repetition and a certain amount of “trial and error” is the only way for me to continue to enhance my skills and learn new Policing skills. I will also continue to put in 100% effort into PPST refreshers and learn and sharpen my skills in Policing that way. 

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 At this moment in my career, I believe that my experience is LOW. Although I believe that the force is very understanding and accommodating of the fact that I am early in my career and experience is going to be low, I believe that the job itself demands a certain amount of experience and so I have put this as MEDIUM – Although at the very low end, a 5. 

I believe that again, repetition is going to be the key to my development over the coming months to enhance my experience. Throwing myself into unfamiliar and somewhat scary situations will allow me experiences that some people may never witness and will enable me to grow and learn and do better in the future. I also believe that communicating with more experienced colleagues and learning their tips and advice and wisdom is a key factor in developing my experience as a Police officer and I will look to continue to do so over the coming 6-12 months of my development. 
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