Task 1
According to (Woffindin), it is important that businesses are aware of their organisation’s culture to encourage the company to evolve and to avoid unhappiness that could lead to employees leaving the business. How workplaces function is down to the culture of the organisation and the characteristic traits. If a company has a positive culture within the organisation, it often drives better performance of employees. Since achieving my independence status, I have had to adapt to the culture within the police but also maintain my own wellbeing and resilience. To do this I had to understand the risks of conforming to the police culture.
There are a number of types of organisational culture according to (Bye) and these include, Adhocracy, Clan, Hierarchy and Market cultures. 
· Adhocracy culture is described as aiming to be innovative and flexible and is usually associated to an entrepreneurial business.
· Clan culture is described as the culture that puts people first.
· Hierarchy culture is described as having structure, it is process and procedure driven for all their types of employees, from high level to low level.
· Market culture is described as driven by profits and results.
The police culture is described to have two types of cultures by (Boomer-sooner), the first being a militarised culture which is more common in cities, indicating that it follows the hierarchy culture. Where there is a clear chain of command and officers are expected to adhere to the protocols set out by senior ranking officers. Whereas more rural areas of policing follow a more relaxed culture where the protocols are less important compared to the relationships of the communities, indicating that this would fall under a clan type culture.
The positives to strong organisational cultures have been identified by (Researcher). Coordination is a big factor in strong cultures, and it is found to provide success in helping organisations reach their objectives, also, employees are more likely to communicate information that will benefit the customer. Other advantages that are mentioned are a quicker resolutions to conflict within the organisation as employees are more likely to agree that they contribute to the same core values, and better financial success. (Researcher) also identifies the disadvantages, one being that if organisations were to merge, their values would likely clash. A strong culture can prevent an organisation from being diverse, as a person may not be suitable as they don’t follow the organisations culture. In addition, a key negative that has been identified is the organisation’s reluctance to change. Change is forever becoming more frequent, and an organisation must be able to adjust their beliefs, however strong cultures often evade this. According to (Phythian et al.) police culture still adopts masculinity within the force, causing individuals to suffer with their emotions. It was found officers felt discriminated when exposing their mental health issues to colleagues and that officers were not willing to talk about their issues. Due to the lack of funding from leaders within the police it is difficult to create and invest in wellbeing programs as the leaders continue to encourage toughness in the job, due to this perception it leads to a huge barrier to officer’s wellbeing.
(Abbas) describes the benefits and weaknesses to culture change in an organisation and the ‘resistance to change’ has also been identified in a negative way. This can be viewed as stressful by employees which can lead to them leaving because they don’t feel like the job is meeting their satisfaction. Furthermore, (Sherman) highlights that if there is a culture that employees find unpleasant then it’s more likely that the employee will move elsewhere. 
Analysing the Gwent police recruitment and leaving statistics provided by (Home Office) in the period of 2019/20 the police recruited 82 officers. However, 38 officers, almost 50% of officers recruited in this period, left the force either through transfer or voluntary resignation. Whereas, in the period of 2021/22 the police recruited 192 officers. During this period, 61 officers left through voluntary resignation or transfer, although this is a larger figure it only accounts for around 31% of officers recruited. To evaluate these figures, this shows that potentially, Gwent police have improved on their organisational culture more recently helping to recruit more officers into the force and to retain recruits from leaving. However, from this data we are unable to clarify how long the officers who decided to leave voluntarily or transfer have been in service. 
Whilst I have gained my independence status in policing, I have already come across changes that I have had to adapt to. Before becoming a police officer, I was very rarely in a position that exposed me to stressful situations, I was also in the military where it was a very masculine culture and stress was viewed as a weakness. Even when put into a stressful situation it would be so uncommon that it would not affect my wellbeing and I would not complain or open up about it. Since becoming a police officer, I have had to alter my process for managing stress due to stress becoming more and more frequent in my day-to-day role. Since becoming independent, I often deal with stressful situations alone and from previous experiences with stress I would often bottle it up and move on, however, as a result of this, my stress levels would build up which resulted in me being anxious about going to work and not being able to sleep. 
Using the reflective model, I have been able to identify that I have had to alter the way I cope with my stress levels in a new organisational culture that I’m not used to, to help maintain my wellbeing and resilience. I can do this by developing strategies to maintain resilience and by opening up about my experiences to my partner or family which helps build a support network. I have also identified that speaking to my colleagues is a great way to unwind from a situation I found stressful, and it is often found that my colleagues have been in similar situations where they can give their advice on how they cope and are now able to identify triggers of stress to help avoid them in the future (Mind). Understanding that the organisational culture is different to that of the one I’m familiar with is beneficial for my wellbeing and resilience.
To conclude, organisational culture is an important factor on how businesses function, encourages evolution to promote happiness within the workplace. There are different types of organisational cultures, it is found that the police predominantly use a hierarchy culture where protocols are set by a chain of command which are followed by officers. It is found that by having a strong organisation culture leads to advantages such as better coordination and quicker resolutions to conflict within the organisation. Disadvantages of strong organisation culture can prevent diversity and the organisations reluctant to change. It’s been found that some police cultures still adopt masculinity in the workforce preventing officers from exposing their mental health. Although the statistics may be influence by COVID-19, Gwent police have had an increase in recruits since 2019/20 and have statistically had a decrease in officer leaving the force, suggesting that Gwent police has improved their organisation culture helping retain officers within the force. Coping strategies are key to maintaining wellbeing and resilience, and it is important to develop and reflect on these.
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Task 2
The National Decision Model (NDM) is the core of all police officer decision making, assessing risk and rationalising their decisions. The NDM can be used in any kind of scenario, from planned operations to live incidents and can later be used to review the decisions made to encourage learning (College of Policing). During this essay I aim to give a description of an unpredictable circumstance that I have been involved in and evaluate my decision making when using the NDM. I will use the reflective model to reflect on the incident and the decisions made. 
I recently had a significant role in an incident that was unpredictable where a male was arrested for Drunk and Disorderly. Drunk and Disorderly is defined as:
	Any person who in any public place is guilty, while drunk, of disorderly behaviour may be arrested without warrant by any person and shall be liable on summary conviction to a fine not exceeding £50.
									(Criminal Justice Act 1967)
The incident took place on the weekend during the early hours of the morning. During the early hours of weekends, there is usually a large number of police officers in the city to act as a preventative and proactive force to help mitigate any incidents with the large volume of crowds in the pubs and clubs. However, on this occasion due to low staffing levels there was only my colleague and I patrolling the city. We were approached by a taxi driver who stated to us that a male was being aggressive towards members of the public. On approach to the male, I could see that he was likely intoxicated as he was unsteady on his feet and slurring his words. He was being verbally aggressive towards members of the public. The male was of quite a large build compared to me and my colleague, therefore, I attempted to use my communication skills and speak to the male to help calm him down however due to him slurring his words and being intoxicated he was incoherent and difficult to communicate with. At this point I was attempting to calm the male down to avoid any conflict and to help get him home safely. The male then redirected his anger towards me. The male’s partner became involved and tried to calm him down as well and redirect him to the taxi to avoid the situation escalating, however this created tension between the two and he began to be aggressive towards his partner. Due to this incident taking place I could also see that there was a crowd starting to gather around which was not helping the situation as the male was becoming more and more unpredictable with his behaviour and the crowd were antagonising the male. My colleague attempted to disperse the crowd however this was unsuccessful. I then explained to the male that he was not being reasonable and that if his behaviour continued he would be arrested for Drunk and Disorderly behaviour. At this point the crowd became more involved and were trying to help us by restraining the male, this quickly led to a group of 6 people grabbing the male and trying to get him to the floor, however this was not helping and many of the crowd were likely intoxicated as well causing risk to themselves. At this point I asked for assistance over the radio as the crowd and the male was too much for two officers to deal with. After a short time, further officers came to assist where the male was then restrained and arrested for Drunk and Disorderly behaviour. The male continued to be unpredictable where he was then physically aggressive towards other assisting officers and became physically resistant when placed in handcuffs by kicking out at an officer’s leg resulting in the officers who were restraining him to lose balance and fall over with the male. As a result of this behaviour, he was further arrested for resisting arrest and assaulting an emergency worker. 
Using the NDM we can work through the scenario described and evaluate decisions made throughout the incident. The first element of the NDM is where officers gather the information provided to them. During this incident the information gathered was that a male was being aggressive who was likely to be drunk. After approaching the male, more information regarding the male’s build was gathered to help with the second element of the NDM, assessing the threat and risk, as my colleague and I were of a small build I used the NDM to decide that I was going to firstly use my communication skills to help calm him down. Using the information available I developed a working strategy to deal with this situation by communicating on an equal level to encourage the male to go home, this was to help avoid the risk of conflict knowing the male was intoxicated adding to his unpredictability, his build, and the lack of officers on duty. This strategy was always subject to change as more information was gathered throughout the incident. This became apparent quickly and the first change in this strategy was when the male redirected his aggression towards me and his partner and the crowd becoming more involved. Due to this added information the threat and risk needed to be reassessed. After reassessing the on-going situation, my colleague attempted to disperse the crowd away to prevent harm coming to anyone and to help us deal with the public more efficiently. However, this failed, and the threat and risk required reassessing again. I also had to consider my powers available to me which was that an offence of Drunk and Disorderly was being committed and this was highlighted to the male, however this steered to an unpredictable response from the male and the public which again required the threat and risk to be assessed and for more options and contingencies to be considered. Due to the unpredictable behaviour from the male and the crowd, further officers were requested to assist as a contingency which would further minimise the threat and risk to anyone involved in the incident. After officers arrived, swift action was taken, the situation was dealt with promptly and the elements of threat and risk from the male to the public was eradicated quickly further supporting my decision to request assistance.
The final part of the NDM is to review what happened. To do this I will use the reflective model to evaluate and analyse my decision making and implement improvements for future incidents.
To reflect on the positives, during the incident I was conscious of the police core principles and was able to apply many of them listed in the (College of Policing, “Code of Ethics”) report, such as respect, openness and fairness. During the incident I displayed respect towards the male by being polite, I provided him an opportunity to leave the area to go home. I remained open with the male clearly stating to him that he would be arrested if his behaviour continued. I showed that I was fair with him by treating him as an equal, I attempted to speak to him on an equal level to help understand his behaviour and his frustration. To reflect on decisions that could be improved upon, requesting more units to assist could have been an option to me sooner. The information available to me and my colleague early in the incident was that the male was of a large build and showing signs of aggression. Knowing my colleague and I were of a smaller build and unlikely to manage the male physically indicated that more units were required. Furthermore, as the crowd began to grow larger, I believe that more units at this point would have helped the situation and prevented the consequence of the crowd becoming involved in the restraining of the male later in the incident. Adding to that, it is also a possibility that if proactive actions were conducted, such as arresting the male for Drunk and Disorderly behaviour as soon as officers arrived on scene, then the whole incident may have been avoided, however could have also led to risk to officers due to the physical restrictions imposed. Finally, to reflect on the incident on a larger scale, it is totally feasible that the whole incident may have been avoided if there were more officers patrolling the city in the first instance. The risk and threat to officers in this incident was of high risk due to the lack of officer’s present and the high volume of people in the city. To help mitigate this from reoccurring I would propose that officers on patrol within the city are accompanied by more officers to show a bigger force present, the officers are over seen by staff located in CCTV to help identify any incidents and notify any other officers in the area by contacting the police Force Control Room, and also to have access to the radio which the bars and clubs use to notify each other of any known persons attempting to gain access to clubs after being ejected, as these people are more likely to cause a disturbance. Having access to this would help officers be in the right places to proactively prevent offences happening and effectively help the crowds disperse from the city in a suitable manner.
To conclude the NDM is a vital tool used in policing to help officer’s decision making and to aid in the rational behind those decisions. It is also vital to help learning from decisions made to improve quality of policing for the future. It is clear in the incident described that the NDM has been an important part of the decision making and has been able to highlight areas for improvement and also areas which had gone well. It has also identified the risk that officer’s have been in at the time, and from this an improvement to policing the city has been identified. This in turn could improve officer safety whilst in the city on busy nights, leading to an increased improvement of public safety.
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Task 3
Within this essay I aim to evaluate theories of team dynamics and how team cohesion can be developed using them, I also aim to consider why inter-personal conflict is a factor within teams and outline strategies to help enhance performance within the team. Finally, I aim to consider how the team dynamic in the police may result in failing to comply with professional standards such a police code of ethics, policies and legislation.
Firstly, it is important to understand what team dynamics is. According to (Osbourne), team dynamics is described as the relationships within members of the group and the behaviours within that group. The way the group interact communicate and cooperate is a direct factor on how the team dynamic is influenced of what it can accomplish. Furthermore, Osbourne provides what a positive team dynamic incorporates. Three skills noted are;
1. Alignment
2. Transparency
3. Accountability
These three skills mentioned are the same as, if not very similar to the Policing Principles set out by the College of Policing. Those principles being, Objectivity, Openness and Accountability (College of Policing, “Code of Ethics”).
Team cohesion is a result of a positive team dynamic, and whilst working towards a goal, individuals on the team are emotionally connected to other team members rather than working as an individual. 
Team cohesion has been described where individuals are more focused on the task in hand and are motivated on reaching the required goal as a team rather that an individual. While being in a cohesive team, it is found that everyone within the team feel like they have made a contribution to the accomplishments of the team and therefore feel that they are in unity with the other individuals. Whilst team cohesion improves work success, it is also resulted in better work satisfaction, improved self-esteem and decreased anxiety (TenBoer).
Whilst we need to understand what team dynamics and team cohesion is, we also need to understand inter-personal conflicts and how they play a part in the dynamics of a team. According to (Harappa) inter-personal conflict is where there are two or more people within any type of scenario, such as the workplace, who have different or opposing views or traits. Learning to work around your team’s conflicts can help the team resolve problems and focus on the end goal. There are a number of different types of inter-personal conflicts which are common, these are;
1. Personality Clashes
2. Lack Of Trust
3. Ineffective Communication
4. Different Interests
5. Incompatible Goals
According to (The Happy Manager), the Tuckman’s Team Stages Model is one of the most famous teamwork theories. The model is known for effective team building. The theory identifies that teams are not fully formed functioning well and that teams go through stages to grow and become cohesive. The model is built of five phases;
Forming – This phase is the initial phase where members are developing but are yet to bond with each other, team members try to find their place within the team and build up the expectations.
Storming – In this phase it is seen that team members are more comfortable within the team, however this is where members challenge each other about decisions being made. Conflict can be a huge part of this stage and can result in lower performance and relationship levels
Norming – During this phase, the team members begin to gel, more of a structure to the team is created identifying each other’s roles in the team and the rules that the team should abide by. Relationships and performance increase as processes are developing and the team begin to bond.
Performing – This phase is where the team is effectively performing due to the increased focus on the task and the relationships of team members.
Adjourning – This phase was introduced over a decade after the initial model was created, and this was to highlight the period after the team dissolves after achieving their objectives or possible being disbanded for different reasons, this captures the aftermath that managers may face such as understanding why objectives were not reached or recording successes for future reference.
This model suggests that the phases are linear which is not an accurate representation of team development, however, (Last) identifies that teams may in fact move in either direction of the model depending on influences faced within the objectives they are looking to complete.
Another theory that focuses on team dynamics and cohesion is the DISC Model. According to (Last), the DISC model is effective and is used to manage conflict within a team. This is achieved by forecasting the behaviours of the team members based on the types of personalities or traits, known as Dominance, Influence, Steadiness and Conscientiousness. (Last) describes the dominant personality to be driven, a risk taker, a great time manager and decisive. However, this personality trait can be disrespectful, argumentative, and stubborn, which could have a damaging impact to the team. The influential personality comes across to be positive, trusting and eager, they boost team moral and are a people person. However, this person is driven by popularity rather than results. The supportive personality is team player, respects authority, able to deal with conflict and negotiate resolutions. This personality can be sensitive to criticism and may struggle to prioritise tasks, which may clash with the dominant personality of the team. Finally, the conscientious member of the team sets the expectations high, they conduct research to obtain accurate information and are driven by realistic targets and perspectives. This person may avoid any conflict and can be engulfed by the fine details of the task. 
Using the DISC model gives an insight into the members of the team’s personalities and can be used to identify what type of personality is missing from a team or is abundant in the team. According to (Disc Insights), DISC helps the team by improving the communication, as theoretically, there should be less confusion in the expectations and objectives. There should be less conflict as there should be more cooperation within the team leading to a higher performance both productively and financially. Identifying the personalities can support in forming the perfect balanced team helping to improve the team dynamic and cohesion to create the most effective team overall.
(Jones et al.) discuss that there are many reasons why conflict within the workplace exist, and if left without resolving the matter it can lead to conflict among work colleagues causing the whole organisation to be less effective and cost efficient. The two primary factors that influence the method to resolve conflict are said to be the end result and the relationship. In contrast, (Hisli Şahin et al.) found that both negative and positive outcomes can be a result from interpersonal conflict. When conflict occurs, it is found that the interactions between parties naturally lead to positive change in progression. Hisli Şahin et al. also discuss different strategies to resolve conflict and addresses how these approaches play a part in the process of conflict.  
Approach is the first strategy, and this shows that conflict is normal. By accepting that conflict is normal allows for progressive, productive and constructive outcomes from the conflict.
Avoidance is another strategy, and this refers to a person evading the conflict altogether. This strategy considers conflict as having a negative impact and is damaging to progression.
Self-disclosure is where a person highlights their thoughts on the conflict and explains their history, roles and needs from the process.
Finally, expressing emotions in a comfortable manner can have a positive impact on conflict and can support more constructive results. 
From what we have found so far, it is important that the police service have a good team dynamic and team cohesion. Failing to have this within a team can result in the police service failing to comply with the police code of ethics and other policies such as policing principles. It is inevitable that officers will come into conflict with their colleagues due to lack of communication, personality clashes or even incompatible goals. An example of this would be where two officers would arrive at a scene and they have interpreted the incident completely differently from each other. This could be down to personality differences, or it could be down to their end goal not being the same. One officer could be assessing the incident where they have come to decision that an arrest is needing to take place. However, the second officer may not come to the same conclusion and could be a result of miscommunication. By using conflict resolutions, specifically the ‘Approach’ strategy, the officers could progress their conflicts positively and come up with a proposal going forward. In this example, officers decided to make the arrest. However, if the conflict was avoided and not rectified during the incident, it is possible that the arrest would not have been made, leading to the officers failing to comply with legislation and protocols.
To conclude, team dynamics is important to build relationships within a group, it impacts how the group communicates and interacts with each other and plays a vital role on what the team can achieve. A positive team dynamic leads to good team cohesion. We have found that whilst there is team cohesion present, individuals within the team become more motivated to achieve the goal set, feel a part of the accomplishments and improve the work success. Whilst there are a number of theories that discuss effective team building, The Tuckman’s Team Stages Model explains the different stages of a team forming and how the team progresses as time goes by. It’s found that whilst the team is forming, conflicts surround decision making can occur causing a lower performance level and poor relationships in the team. Another theory discussed was the DISC Model, this suggested that knowing the teams’ individual personalities could be used to form a perfectly balanced and effective team. However, we have found that within any team there are conflicts known as interpersonal conflicts. These conflicts are inevitable within a team, nonetheless, the conflicts can be addressed by using different strategies to help resolve issues presented in a team.
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Task 4
In this essay I aim to explain the difference between information and intelligence, how information is processed from its raw self into intelligence and how intelligence can be used in road policing to prevent criminal activities such as drug smuggling. I also look to outline how a policing tool, ANPR can be utilised in investigations to disrupt criminal activity.
According to (Lisa. M. Palmieri) information is data that has not been processed or analysed and is still in its raw form. Information is obtained through various ways such as an informant or an observation made by officers when dealing with members of the public or at an incident. (College of Policing, “Intelligence Collection, Development and Dissemination”) states that the police gather information for policing purposes which could be for any of the following: protecting life and property, preserving order, preventing offences being committed, bringing justice to offenders, and any duty or responsibility arising from common or statue law. It provides a legal basis to collect, record, evaluate, share and retain the information. The College of Policing identifies the 3 ways that information may be collected, which are;
1. Routine
2. Tasked
3. Volunteered
It is mentioned that the main method of collection of information is Tasked. This is generally information that is linked to a suspect. Sources that ‘tasked’ information can be collected from can be CCTV systems, external or internal databases, Automatic Number Plate Recognition (ANPR) and Covert Human Intelligence Sources (CHIS). 
(College of Policing, “Intelligence Collection, Development and Dissemination”) goes on to state, information in its raw form usually isn’t utilised and acted upon as it is not evaluated or analysed. Once the information is analysed, the information is turned into intelligence.  Intelligence is a key component to the police service and law enforcement. It is the tool that the police use to help maintain public safety and it helps decision-makers get what they need. It was found by (Coyne and Bell) that in the 1990’s the police focused on response policing and in order for investigators to have successful prosecutions, intelligence was utilised to support the outcome and it can also be used for strategic decision making. Furthermore, (College of Policing, “Intelligence Collection, Development and Dissemination”) describes intelligence as collected information that has been developed. Intelligence can be classified into two categories, Confidential and Sensitive and the process to gather intelligence is a continuous process that can be collected from a number of sources which include;
1. Community Intelligence
2. Forensic Intelligence
3. Communications Data
4. CHIS
(College of Policing, “Intelligence Report”) explains that information is processed through the Intelligence Report or 3X5X2 model which is used to evaluate the information and to manage the intelligence obtained. The intelligence reports is split into three parts to grade the intelligence. The first part of the model relates to the collection of the date and where the data has originated from and is known as the ‘Source Evaluation’ stage. In this stage the source will be graded as either; Reliable, Untested or Not Reliable. Reliable graded sources are usually those that the information is generally reliable, this may be from forensic, technical or scientific sources. Untested graded sources are sources which have not provided information previously, however it does not mean that the information in unreliable, its should be handled with caution. Not reliable graded sources is where there is reasonable ground to doubt the information provided is not reliable or the source is considered to be untrustworthy. Information that is graded not reliable should be corroborated before acted upon. The second stage of the model is known as the Information/Intelligence Assessment. This grading helps identify how the information has become known to the source. This first grading is, ‘Known directly to the source’, this is where the information has been witnessed first-hand and not through a third party. Secondly, grading ‘Known indirectly to the source but corroborated’, is where the source has not witnessed the information, however the information can be corroborated by other sources such as forensic or technical sources. ‘Known indirectly to the source’ is the third grading and relates to the source being informed of the information by a third party, this source has not witnessed the information directly. The fourth grading is, ‘Not known’, information that has been provided by an unknown person where there is no way to assess the information falls under this grading. Finally, ‘Suspected to be false’, this is where it does not matter what source the information has come from, the information that has been provided is believed to be false. The last stage of the model is the Dissemination stage, this stage offers two options on sharing the intelligence and assess the risks of sharing the intelligence. The options when considering to share the intelligence are known as ‘Handling Codes’, the first Handling Code is ‘Lawful sharing permitted’, this applies that the intelligence can be shared with other government departments and the private and voluntary sectors. Certain criteria must be met such as using for policing purposes, local protocols are in place and there must be a need for the intelligence to be shared. The alternative Handling Code is ’Lawful sharing permitted with conditions’, this indicates that dissemination is acceptable, and the previously mentioned criteria is met, however, the receiver of the intelligence must apply necessary conditions to further manage the risks (College of Policing, “Intelligence Collection, Development and Dissemination”).
I previously discussed ‘Reliable’ sources and mentioned technical sources being one of them. Automatic Number Plate Recognition (ANPR) is a technical source that the police use to help with investigations. ANPR is used as a investigative tool to provide lines of enquiry for crime investigations across the UK and Northern Ireland. ANPR cameras read car registration numbers and automatically check them against databases for vehicles that are of interest. From this, roads policing officers can use the intelligence received from the databases to stop a vehicle to conduct necessary checks on driver and other people inside the vehicle. By stopping vehicles, it helps with the detection of serious organised crime that crosses county and country borders such as drug smuggling, counterfeit goods, county lines and exploitation. 
Although I have not been involved in such investigations, I recently played a key role in a missing person investigation where five people had gone missing together from the force area where ANPR benefitted with the investigation. In this incident information was gathered throughout the investigation where it was identified that a number of the missing people had links to vehicles. Using this information, the police were able to conduct ANPR searches on the vehicles and the owners to help identify the locations and routes they had travelled and additionally, addresses that are linked to the vehicles and owners. This tactic resulted in exposing new lines of enquiries as one vehicle was identified in the investigation to having travelling across the country where further enquiries could be made. From these enquiries, more information could be gathered to help understand the activity of the missing people and locate them. Lines of enquiry led to further information where more address checks and ANPR checks could be made. From these checks it became evident that the vehicle had triggered an ANPR camera close to an address linked to one of the missing people, however, it was noted that a further camera would be triggered of a closer proximity to the address if the missing people where to have gone there, however it wasn’t. Using this intelligence and other factors, decision-makers were able to make a rationalised decision to begin a search for the missing people in the area between the last ANPR camera that was triggered and the next ANPR camera that wasn’t. As a result of utilising the ANPR technology and other intelligence that was available to the police, the vehicle was found, and the missing people were located.
Although this scenario does not highlight ANPR and intelligence being used to disrupt criminal activities, it is evident from this that the use of information and intelligence is a major tool when trying to track down and locate a target, it is also key to opening further lines of enquiries that are yet to be discovered further assisting with the disruption of crime that relies on the roads such as drug smuggling, counterfeit goods, county lines and exploitation.
To conclude, it is now known that there are differences between information and intelligence. The police gather information in multiple ways and for a number of reasons including, protecting life and property and preserving order. Information is obtained through several different types of sources which are all require to be graded in terms of reliability. The information obtained through these sources is processed through the intelligence report known as the 3x5x2 model and this is used to evaluate the intelligence received through multiple stages. Through the stages we can identify whether the source is reliable or not, whether the information being provided is likely to have an element of truthfulness or if further validation is required to act on the information, and who the intelligence can be shared with and the reasons for why It is being shared. It is evident in a recent scenario where intelligence has been used to assist in locating missing people and without the intelligence the investigation could have taken much longer. Using this scenario as an example the use of information and intelligence can be used to locate various people such as, suspects linked to drug smuggling or counterfeit goods, it can be used in the locating of victims of serious organised crime such as human trafficking and exploitation and also those who are not involved in any types of crime but are in danger to themselves due to mental health concerns. If used correctly and effectively intelligence could play a huge part in the prevention all types of crime and assist in the welfare of vulnerable people.
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Individual Learning Plan
Knowledge  – I believe that the level of knowledge I currently have for response policing is at the grading level of Medium 5-7. I believe that I have gained knowledge in a number of different scenarios and how to deal with them effectively over the previous 6 – 12 months of being and independent police officer. I believe that the force would require me to have a medium level of knowledge, grading of 5 - 7 with my current time in service however this would increase to a high level over the next year. I would expect that I would be exposed to much more critical incidents over the next year and also would expect to be the first responding officer more often once I am blue light trained. Once becoming competent with blue light training, it would help with progressing my self confidence and knowledge to deal with incidents as a single crewed officer. I would also like to develop my knowledge on more complex incidents like burglaries, where DNA is critical to identifying offenders. To gain more experience with this, I would require completing attachments with CID to gain knowledge with completing DNA elimination forms, how to manage the scene of the crime and work with CSI to understand how they operate and their capabilities.

Skills – I believe that my skills I have acquired over the past 6 – 12 months are of a low level 1 – 4 grading. This due to not currently being blue light trained which is a key skill of response policing, however this skill lacks from no fault of my own. In addition, I believe that when using my handcuff takedown skill, I have not done so effectively which caused me to question my abilities and skills. As a result of this I haven’t used my physical skills as often preventing them from being tested which further impacted this skill and my competency when using it. In contrast I believe that my written work is of a medium level as I have had much more positive exposure to this. I believe that the force would require me to be at a medium grading level 5 – 7 with my current time in service and remain at this level for the next 6 – 12 months. To help develop this I have identified that the skill used required practice and training, therefore I gained help and advice from police training staff who have made me more confident with this skill. I require another incident where this skill is required to build on my confidence. 

Experience – I believe my experience level is currently graded at medium 5 – 7. I think that my experience for response policing in the past 6 – 12 months have been positive, I have gained an abundant amount of experience in progressing investigations, interviews and case files which follow. I have had high exposure to this early into my probation period where I have been exposed to a CID level interview, helping progress my own interviewing skills. I have also attended court helping develop my communication skills with the CPS, subjecting me to unknown territories of the policing and prosecution service. I have also gained experience in roads policing where I feel confident in certain traffic legislation and completing Traffic Offence Reports. I believe that the force would expect me to be at a low-level experience grading 1 – 4, due to the lack of time in service, the lack of exposure to high profile cases and the small number of competencies courses that are available to help develop my experiences. To help develop my experiences further in the next 6 – 12 months, I have applied to complete a number of courses to help develop my experiences in police custody, to gain experience in applying medication to drug users who have overdosed and requested that I participate in a traffic operations to further develop my roads policing experiences, skills and knowledge.
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