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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:

This essay reflects on the impact of organisation culture within the policing environment on my wellbeing and resilience. Initially what is meant by organisation culture, wellbeing and resilience and a brief description of them are provided for a
 Better understand their meaning. It provides an outline of historical events, and previous attitudes and behaviours of the police, which have altered and shaped the modern day police forces in England and Wales and in doing so helped to create the code of ethics, which has established a new organisational culture. Additionally, the risks of conforming to organisational culture are investigated and my strategies to maintaining wellbeing and resilience are explored.   



The Oxford dictionary (1989) defines wellbeing as “The state of being or doing well in life; happy, healthy, or prosperous condition; moral or physical welfare.” This also includes good mental health, life satisfaction and the ability to manage the stresses of life. Taking steps to look after your wellbeing and to reduce stress and pressure is sometimes referred to as developing emotional resilience (Mind, 2017). Resilience is referred to as both the capacity to bounce back and the ability to adapt in challenging circumstances (Wagnild, 2014, p12), for example within a police organisation where you experience unknown and contrasting incidents it is essential to be able to maintain, mental and physical wellbeing. 

Organisation culture is the accepted behaviour within the organisation. Culture comprises of the values and shared beliefs of a particular organisation (Schein, E 2017). These values and beliefs shape employees understanding, behaviours and perceptions. Organisational culture sets the framework that establishments work around (Gotham Culture 2017).  The police have a strong organisational culture of looking after ones team, and high public service. 

Traditionally the police had a culture of the “old boys club” whereby the police were institutionally sexist and racist (Cockcroft, 2020, p55). In the 1970’s   two forms of legislation, the Sex Discrimination Act 1975 and the Race Relation Act 1976 made it illegal to discriminate on the bases of race or gender. According to Jones (1987) the Police Federation and the Association of Chief of Police from opposed these acts and asked for the police to be exempt from the legislation. Illustrating why female and members of the black, Asian, minority and ethnic (BAME) officers were under represented, they continue to be under represent, however, due to the Equality Act (2000) provisions were made to advance equality and push forward recruitment for females and BAME (Race Relations ( Amendments) Act 2000).  
 In April 1981 a predominantly black populated area of Brixton, experienced three days of rioting. This rioting was due to several factors which included high unemployment and the feeling that the mainly white, male police officers were racist. Using stop search powers as a way of victimising black members of the public (BBC 2021). As a result of the riots Lord Scarman was tasked to conduct a public inquiry into the causes of the unrest. Scarman found indiscriminate use of stop search powers on black people by the police, consequently a new code for police behaviour was forward in the Police and Evidence Act 1984 (PACE) (Scarman 1982) (Police And Criminal Evidence Act 1984). Although PACE set out strict rules for the police to follow and ultimately changed the organisation culture for the better, it took another major incident to come to light for the police to be forced into change. 

In 1999, over six years after the murder of Stephen Lawrence by a group of white males, an investigation into the death, called the Macpherson report (1999), concluded that the investigation had been “marred by a combination of professional incompetence, institutional racism and a failure of leadership”. It continued with codes of behaviour for police officers set out in PACE, were ignored.

The theme of racism and sexism within the police continues to be addressed, improving attitudes. In 2014 the college of policing published the 9 policing principles.



















 The 10 standards of professional behaviour



















These standards and principles when combined are called the code of ethics. These codes are the foundations to which the modern-day police force in England and Wales are built and are expected to be followed by both high and low ranking officers as well as staff members, deviating from the code of ethics could result in disciplinary action (College of Policing 2021). They provide the framework which all decisions should be made around and have altered the culture within, this has resulted in an attempt to eradicate racism and sexism as well as actively encouraging recruitment from female and BAME members of the public.   

Considering the effect of organisational culture (Code of ethics) on my wellbeing, I was unable to identify any specific impact. I attribute this to be because I was in a similar role in my previous employment, where I had to up hold rules and regulations, and my personal ethical standards are almost indistinguishable from the police. 

This is reinforced by the college of policing’s recruitment guide, whereby they recommend the use of values-based recruitment (VBR) (College of policing 2021). VBR refers to a recruitment process which assesses an individual’s personal values as well as additional competencies. The objective of the VBR is to identify applicants whose personal values align with the values and ethics of the police. The College of Policing (2018) illustrated this in their value based recruitment guidance document  “By being clear about police values, we hope to attract and recruit applicants who share these and who are looking for fulfilling roles in the police service.” 

However according to Gray (2015)   the use of VBR is narrowing diversity within the applicants  and In doing so reducing individuality within the organisation. This lack of  mental diversity could turn the into blind followers who do not ask  questions, as they have faith in the organisation.     

As stated previously organisational culture has had little to no effect on myself, but the stresses of work have had a negative influence on my wellbeing. This is were  conforming to one part of the organisational culture (fitness for work) which not only includes physical but also mental wellbeing has a positive effect, in the working environment and  in a person’s private life (Clow and Edmunds 2014, p15). My physical and mental wellbeing is improved by spending time with my family, while taking our dog for a walk. This daily walk give us all time to talk and enjoy each other’s company without the distractions of mobile phones, and televisions.  An article by Thatcher (2020) explained, time spent with family can increase the effects of exercise and other healthy habits. 

 
Having a strong family bond improves your ability to face life’s challenges. That bond gives you the feeling of knowing you belong, you are cared for, and you are needed, this in turn give a sense of meaning and purpose. This feeling of they have my back no matter what, improves wellbeing and builds resilience to push forward through adversity, grow and succeed (Family Resilience, 2021).     



In conclusion this essay has given the meaning of the three key words organisational culture, wellbeing and resilience, to provide a better understanding. It has then demonstrated how the organisational culture of the police was inherently sexist and racist, but historic events altered their perception and created a new culture in the form of the code of ethics. The essay has then gone onto show how organisational culture has had no effect on my wellbeing and resilience, due to me having a similar career beforehand and sharing the same ethical values as the police. Furthermore it has demonstrated how the police use VBR in the recruitment process as a way of finding likeminded individuals, but also highlighted the disadvantages of using VBS. It has finally gone onto talk about how I improve my wellbeing and resilience, through spending time with my family.         

(WORD COUNT 1306)
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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:

This reflective essay explains my role in a policing emergency, a domestic related incident. It reflects on how I made decisions in complex and unpredictable circumstances using the national decision making model (NDM). 

Firstly, a diagram of the NDM is shown, followed by a brief description of its six parts, to understand how and why decisions were made. Secondly Borton’s reflective frameworks three questions What? So What? What now? (Borton, 1970, p. 5), is used to give an account of the domestic incident, also included are relevant social and legislative contexts and any relevant cultural, ethnicity and language issues. Before reflecting on my thoughts and feelings during and after the incident. I explain the rationale behind my decisions and consider my ethical approach in making the decisions. Finally, the consequences of my decision making are outlined. 


[image: ]

(The Open University, 2017, p. 41-42) 



The NDM has at its heart the police code of ethics. These ethics are made up of the 9 policing principles and the 10 standards of professional behaviour. Which all police officers and staff must abide by and feed into every part of the National Decision Model (Roach and Roycraft, 2019, p.158) 

The first part of the NDM is information and intelligence. This is where information is gathered from all different sources, for example the 999 call, past incidents which are on record of the individuals involved and personal experiences. Once the information is gathered, a dynamic risk and threat assessment should be made, enabling a working strategy to be developed to deal with the incident. The next stage is to consider the powers and policies which are best suited and would help to resolve the incident. The fourth part of the NDM is to consider options and contingencies, where considerations should be made of different aspects including immediacy of threat, amount of information, time to act, resources available, personal skill, impact on public, anticipated actions of others in order to resolve a situation with the least amount of harm. The final stage is action and review, this is when all other stages have been applied with the code of ethics at the heart of them, only then can appropriate decision be made, the officer should then review and reflect on all the stages to develop personal improvement and be able to account for their decisions made using the NDM which is proportionate, legitimate, necessary, ethical and reasonable in the circumstances (College of Policing, 2014).  

However, in some circumstances, inadequate information can only give a partial view of what has happened, so once new information is gathered the officer will reflect using the NDM repeatedly until he is satisfied (College of Policing, 2021). An example of this is when attending an emergency call, where a third person reported that they could hear an argument between a male and a female in the middle of the day, coming from a nearby house, which had been ongoing for some time and an infant child could be heard in the background crying. 



What?

On route, only background checks were conducted on the address because the reporting person did not know who lived there, this was negative as no recent police incidents were linked to the property, the last known person to have lived at the address was elderly. This is always unnerving for myself, as I am walking into the unknown. Using the NDM with the limited information of, a domestic argument is ongoing, possible child at risk also using my knowledge of the area which is inherently a deprived area with large scale unemployment, high levels of drug abuse and domestic violence. I treated the threat level as high, my strategy was to approach the incident in a heighted state, expecting the worst. This would normally be some form of domestic abuse, which can include physical, emotional, psychological, financial and or coercive control. A crime survey conducted in England and Wales in March 2020 to March 2021 estimated 2.3 million adults suffered some form of domestic abuse in the last year (Office for National Statistics, 2020). 


On arrival I knocked the door, a male who appeared to be very perturbed about our presence answered, he spoke to myself and my colleague in broken English. When I explained to the male about the concern call the police received, he became quite dismissive and said that no argument had occurred and there was no need to enter the property. With new information the NDM was used again, I asked myself questions. Why is the male nervous? Why is he denying there was an argument? And why is refusing us entry? Because of these questions I felt distrust of the male, and therefore considered the policies of South Wales police (SWP), a welfare check must be conducted on all parties involved and an account taken from them in private. To establish the facts (South Wales Police, 2021), and powers under law, section 17 of the Police and Criminal Evidence Act (PACE) 1984, which allows a police officer to enter and search the property without a warrant, if he/she has reasonable cause to arrest persons or to save life, limb or property (Police and Criminal Evidence Act 1984).I explained Section 17 of PACE to the male and informed him, we can force entry if need be. After hearing this the male became a bit more forthcoming with information, he said that he did have a verbal argument with his wife, but it was all over now and allowed us into the property. My colleague stayed with the male while I went to speak to the female who was in the living room with their one year old child, as soon as I entered the female became very upset and started to cry and shout in a language I recognised as Arabic. When I tried to speak to the female it was clear she did not understand English, at this point instead of trying to talk to her softly and quietly, I raised my voice and stared to use hand signals, with hindsight my actions probably inflamed the situation. After several failed attempts of engaging and calming the female, I contacted an interpreter using a facility called the language line.

The language line is a service which would normally provide an Interpreter, who would come and speak to the desired person, but because of the coronavirus and Government restrictions, interpretations were conducted over the phone (Language Line Solutions, 2020). I provided the interpreter with an account of the situation. I then requested the interpreter asked the female to establish her account of the incident. Following several conversions between myself the interpreter and the female, it was confirmed the argument between the couple was only verbal, and the female put it down to the pair going through an extremely stressful time, due to recently moving into the area with their family as refugees. The female also explained, her and husbands’ reaction to me and my colleague was out of fear of the police, this stems back to their home country of Syria, where the police are corrupt and abuse their power.

The female also delineated that due to her being a Muslim she would not normally have contact with unknown men, and found it especially hard, I and my colleague were in her home. Gender segregation is a common practice in many Islamic countries, either rooted in tradition or in law (Saeed 2013). In an ideal World the police would work in male female partnerships, however, this does not always happen, due to staffing levels and a disproportionate number of male to female officers. If this was a prearrange appointment, an ethic approach would be taken in respecting the couple’s culture, A female officer would have been arranged to speak to the female. However, in response policing because of the immediate emergency, any officer of any sex, race, colour or religion could attend.

Once all cultural and language issues were addressed, I called the couple together and using the interpreter, informed them SWP policies regarding verbal domestic arguments is that one of the couple would have to leave the address for a number of hours so all parties would have time to calm down, thus preventing any escalation, also if there was a further call to the police in regards to arguing then someone may be arrested for a breach of the peace (BOP). A BOP is an old common law where a constable may arrest a person until he believes there is no more risk of a breach (Public Order Act 1936). This instantly stirred up the couple who started to shout in their language. At this point I had been at the address for over 90 minutes and was starting to lose my patience, I began to consider arresting one of the couple for a BOP, luckily the interpreter who has worked with the police for many years and is familiar with policies and powers of the police, simplified my request to the couple and calmed them down. The male was persuaded that the female would stay at the address with the child and the male would leave and go to the mosque.


So what? 

This incident is particularly important to me, as this was the first time I had dealt with individuals where language and culture became an issue. It taught me lessons about my personal feelings and how best to deal with someone with these issues. Before arriving at the incident and during it, I made assumptions that something had happened between the couple. The male’s nervousness and being untruthful, narrowed my vison not allowing me to see different reasons to why he was acting the way he was. Gasaway (2012) refers to this as tunnel vison, a tendency to focus on a particular goal or point of view, thus missing out on other key points. When dealing with the couple I should have approached them with more sensitivity and patience, especially the female as she was clearly distressed at not being able to communicate with me. Raising my voice and using hand gestures clearly did not work and could have been misconstrued as aggression. Study’s’ by Mahrabian (2017) suggest only seven percent of communication is verbal, and the rest is made up of thirty eight percent tone and fifty eight percent body language. 


I was surprised when I found out the couple feared the police, which is why they acted the way they did. Individuals who I normally deal with do not fear the police but have a great dislike for us because they have normally done something wrong, therefore they tend to be nervous, lie, or shout to try and deflect. 


Now what? 

On reflection this incident has taught me, that I had become close minded, and had began to group every person into the same category. Each person is an individual with different outlooks and life experiences; therefore, I should treat every incident and person separately. By using the NDM my decision not to arrest was an easy one as no person had committed a crime, also a BOP, in my opinion would not have been ethical and detrimental to the couple’s wellbeing and would have reinforced their mistrust in the police. 

In conclusion, I have given an account of incident I was involved in, whereby I used the NDM to make decisions. Borton’s reflection model was used for better understanding. In reflection, I have become more open minded and have a thirst to learn about other cultures, to gain a better understanding of the people I am policing., I am now in regular contact with the couple and have provided them with links to support and help to integrate themselves into the community and settle into their new lives. 
     




(WORD COUNT 1961)







       




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:


Team dynamics is a broad concept and represents how team members behave and interact with each other (Rally Bright, 2021).  This essay will focus on evaluating theories of team dynamics as a means of developing team cohesion, it will explain why some teams cannot function, it will explore theories and models written by Tuckman's and Belbin's and why they relate to team dynamics and how to improve team cohesion. Why inter- personal conflict can occur within a team will be considered as well as outlining what strategies can be adopted to enhance individual team performance. The essay will also examine how team dynamics within the police service can result in failing to comply with professional standard requirements - code of ethics policies, protocols and legislation.

  
Team cohesiveness refers to the team's ability to constructively work towards a common goal (Housel, 2001, p. 9), and although team cohesiveness does not come naturally for a lot of people, teams that feel merged are more likely to succeed when working together on projects, and to communicate effectively when performing tasks presented to them, to reach an end goal (Levi, 2015 p.18). Although cohesiveness within a team plays a big role in the success of an organisation and in affect can alter how change is executed, there have been controversies that claim team cohesiveness does not have a constructive effect on an organisation and in many cases can compromise the organisations success (UK Essays, 2018). Franz (2012) states, when people first join a team or start a new employment, they are faced with the challenge of building new relationships and establishing cohesion. For them to build cohesion between teammates and work groups they will need to put themselves out there to make connections. Hiriyappa (2013) explains there is a process where several factors come into play as to the extent of which member will like their teammates, very much like the process of two strangers attracting each other, it is noted that there are three key elements that have been identified in the social psychological research of interpersonal attraction, they are psychological similarity, shared social activities and reciprocal liking. These relationships will then develop and strengthen - developing trust and commitment to the group, developing and strengthening cohesion. Arguably, this bond can lead to many positive outputs from teams and groups that can positively affect the organisation (know How, 2018). However, this relationship takes time to work to its full potential. Team members will go through stages as they progress from strangers to workers.


Psychologist Bruce Tuckman's set up the phrase - forming, storming, Norming and Performing, now known as Tuckman's model, it describes the path that teams follow on their way to a high performance. Later, a further stage was added and known as “mourning” stage, this marks the end of the team's journey (Tuckman, 1977). The forming stage is the beginning of the model, when a new team forms, as previously mentioned - where individuals will be uncertain of the team's purpose, how the dynamics will alter and whether they will work well with each other. There will be mixed emotions from anxiety to curiosity and they will be looking at the team leader for direction. As people get to know their new colleagues and each other's way of working, although this may take some time (Mind Tool, 2021).
The Storming stage is where people start to lean against already established boundaries. Conflict or difference of opinion can also arise between team members as people start to reveal their true personalities, as their preferred ways of working come to surface and clash with other people. It's at this stage where team members may challenge the authority of management and can possibly lead to tensions within the work force and or cause confrontations. A person can begin to feel frustrated and overwhelmed by their work force if their responsibilities and duties are not made clear (Egolf and Chester, 2013, p. 147-154).
The team gradually move into the Norming stage. It's at this stage where people will begin to settle their differences, and learn to recognise and appreciate one another's strengths and weaknesses respectively. It is also at this stage where team members know each other better and feel more comfortable asking for and offering constructive feedback (Team Building Company, 2021).  

At the performing stage the team should now be at its full working potential, with structure in place, the team is more likely to reach its goals competently (The Open University, 2020). Caredda (2020) believes at this stage team members are more likely to appreciate differences among other members and use it to enhance the team's performance. Projects usually come to a natural end, teams are dispersed, and people are redeployed, this is the final stage known as Mourning, those who like routine or who have developed close relationships with other members may find this stage complicated. Tuckman's model doesn’t go uninterrupted, teams may alter back and forth between stages, the team's progression will need to be observed regularly, as one new team member can disrupt a group dynamic (Tuckman, 1977).  


Another model used to identify behavioural strengths and weaknesses in the workplace is the Belbin’s theory. These theories usually work together. Belbin suggests that, by understanding your role within a team, it aids in developing a person's strengths and weaknesses as a team member (Belbin, 2010). Dr Meredith Belbin discovered that there are nine clusters of behaviour after a 9-year study that showed the most successful teams were made up of varying mix of behaviours. These nine roles include both strengths and weaknesses - Plant, Recourse investigator, co- Ordinator, team worker, monitor evaluator, sharper, implementer, completer finisher and specialist. Understanding the team role has many benefits, such as increased self-awareness, improved team working, understanding the strengths of others, improved communication skills, improved interview skills and improved confidence (Belbin, 2014). Ideally a team should have a healthy balance of all 9 of Belbin’s roles. Much like Tuckman’s theory it is stated that team roles tend to develop and mature and may change with experience and awareness (Stanwick, 2020).

When you work with someone who doesn’t share the same opinions and goals with you, it can result in conflict (Lencioni, 2010). People have very different personalities, values and attitudes towards solving problems. Interpersonal conflict is a natural form of human interaction, however it can not only affect team morale, but it can also affect the efficiency and the performance in the workplace. It can lead to tense relationships, bitterness and resentment within the team . People deal with conflict in several ways, there is a need for different conflict resolution strategies (The Open University, 2020). Kenneth Thomas and Ralph Kilman (2020) developed five conflict resolutions strategies, these include competing, compromising, collaborating, avoiding and accommodating.







The police service is given the task of protecting and serving the public, and enforcing laws in relation to, and to maintain public safety (Metropolitan Police, 2021). While it is imperative that every individual police officer needs skills and continuous training, the police department also rely on teamwork, involving other team members between different department to be able to serve effectively (Chron, 2021). During training, Graduates work in teams to ensure they can work together in real life scenarios and in simulations. Healthy competitions between teams and individuals increases motivation and helps to prepare new police officers for their roles in small and larger police departments (Kratcoshi and Edelbacher, 2015).
  
In order to get the best out of any team, building team cohesion within the police force and team identity is a fundamental (College of Policing 2021). Research has found that cohesive groups within the police are better at achieving a higher standard of performance and is more beneficial for team members compared to other less cohesive groups (College of Policing 2021). Belbin (2014) claims that individuals that are involved in a cohesive group identify with other team members to reach the same overall goal, are more likely to identify and to feel mutually accountable for the outcomes of the team goal. As with all things team cohesions needs to be managed carefully, too many cohesions can sometimes lead to strain and can make groups impenetrable, making it difficult for new members to fit in (Tuckman, 1977). Therefore, it's important for teams to have a strong leader, as they will not only have to work hard to develop but to also maintain a strong sense of identity and cohesion in their teams ensuring team members adapt well to change.

The public requires high ethical standards from the police, and to be able to trust them is vital, this is expected from the Chief constable to the most junior police officer. Their honesty - their integrity- their impartiality and their openness are all considered and should be beyond reproach (Gov.uk, 2015). Essentially this will require effective accountability and leadership to create a high standard of behaviour and to ensure they are the norm (College of Policing, 2014). Community cohesion is achieved through a mutual understanding and social interactions between different group including the police, different faiths cultures and ages. Encouraged and viewed closely by a strong community leadership (College of Policing, 2014).

To conclude this essay has established the importance of team dynamics and how team cohesion is a necessity within teams and groups, especially within the police force. It was found that team cohesion improves employee satisfaction and increases motivation. It is important that all team members have a clear understanding of their individual role, the team goal and to trust that each member of the team is contributing. However, research has showed if teams are not managed well by a team leader, these team can become inaccessible, resulting in conflict or confrontation when a new team member joins. It is vital the community feel they can put trust in the police force and for professional standard requirements, code of ethics policies, protocols and legislation to be upheld, and for the community to return mutual understanding and behaviour.


(WORD COUNT 1668)














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:

The aim of this essay is to explain  how information and intelligence can be used in the disruption of the more prevalent criminal activities, for example drug smuggling, organised crime groups (OCG), fraud, county lines, and terrorism  by effective policing of the roads. It will first explain why roads are so important and why it is so essential to police them. It will then move onto give a brief description of why information and intelligence has become such an important part of policing and then show a diagram of the intelligence cycle used by the police and explain its four parts.  It will then outline different types of intelligence gathering tools, for example Automatic Number Plate Recognition (ANPR). To better understand how information and intelligence ties into road policing, the essay will  go onto give a factual description of a policing incident, whereby information, intelligence and coordinated road policing were used to build a case against a suspect and his subsequent arrest. All relevant names of people and places will be altered and censored to comply with data protection (Data Protection Act, 2018).        


Roads are the arteries of a country. It is these attires that feed and clothe the nation, and every single person must use a road to get to any destination, whether it be waking, cycling or driving. The Department of Transport statistics (2021) showed, in 2010, ninety one percent of all passenger transport and sixty eight percent of freight transport was by road. With better link roads and improved transport, organised crime groups started to expand from their inner cities. Due to a recession and the loss of mining in the early 80’s industrial towns like Swansea and the valleys saw high unemployment rates, pushing once thriving villages into deprived areas. The organised crime groups (OCG’s) saw this as an opportunity to pray on the dispair of others and offered them a realise in the form of drugs, with little to no competition (Farell-Roig, 2018).        



At the begin of the 1990’s, Her Majesty’s Inspectorate of Constabulary started supporting the increased use of surveillance and intelligence in an effort to target serial criminals and organised crime groups. It was only until the terror attacks on the 11th September 2001 that pushed forward intelligence led policing to the forefront and became deeply integrated into British policing (STA, 2020).  


Intelligence cycle (College Of Policing, 2013)



Police use an information and intelligence model to help collect and disseminate information, the model is called the intelligence cycle and is made up of four stages. The first stage is direction and requirements, this is where questions are asked to which intelligence is expected, and the requirement of collecting specified intelligence because of limited resources.  Second is to collect the information, this could be from a number of source for example a member of the public, and should only be recorded for a policing purposes. When recording the data, legislation like the Data Protection Act 2018, which sets out strict rules that the information is used lawfully, transparently and recorded securely (Data Protection Act 2018)  and the regulation of Investigatory Powers Act 2000, which sets out how the information IS recorded (Investigatory Powers Act 2000). When the information has been recorded it must be analysed and graded using the 3x5x2 system below.

    


[image: untitled image]
3x5x2 model (College of Policing, 2015)



The third stage is dissemination where intelligence is sanitised and shared proportionately in accordance with relevant legislation and the police code of ethics.   

Legislation and the code of ethics must always be considered when collecting information from any person or information gathering tool. Road policing uses several tools to gather information. One of the most effective tools is Automatic Number Plate Recognition (ANPR). It is a camera and computer based technology, which reads, and stores number plates of vehicles which pass the camera. The ANPR cameras can be fixed permanently or in mobile units via the police or other agencies, like the local authorities. Across Britain there is a network of nearly 8000 cameras capturing, 25 to 30 million ANPR readings daily (National Police Chief’s Council, 2019). Although ANPR success in gathering intelligence has been a key factor in many police investigation it also raises concerns about its ethical use. Adams (2019) of the surveillance camera commissioner’s office sums this up “Such systems raise ethical concerns, including interference with group and individual privacy, or if used by the military. These concerns align with broader societal fears about hyper-efficient technologies and fully embedded ubiquitous surveillance systems.” 

Furthermore there is trepidation of discrimination, prejudice and predictive policing of certain groups or areas because, data processing involves mapping trends or patterns which could result in racial profiling and bias. 

Other forms of information and intelligence can be gathered and used from the police national computer (PNC) which stores and shares criminal records information (Criminal Records Office 2021), plus the police national database (PND) which allows UK police forces and other law enforcement agencies to share national and foreign intelligence and information. These tools can then be used to form a bigger picture of criminal activity and help gain evidence for prosecution (College of Policing 2021).

An example of this is a policing incident of domestic abuse, from which intelligence was gained for a different offence and an investigation was started. An emergence call came in to the police for a domestic assault, when officers arrived a distressed female came out of the address and explained to the officers her partner had assault her by holding her around the neck, and pushed her before leaving. The female did not want to want to make a formal complaint for the assault but offered information about her partner’s ill-gotten gains. She gave details of how her partner does not work but has an extravagant life style, with expensive cars, designer clothes and readily available money. This in its self is not a crime, and there could have been any number of reasons for his lifestyle, however the female went on to describe her partner as being a drug dealer and would go on a journey to an   undisclosed area every Sunday and Thursday, for what she believed to collect drugs.

Section 5(2) of the Criminal Law Act 1967 is a law whereby, giving false information to the police, is an offence.  This was explained to the female but she was adamant she was telling the truth. This information was then submitted by police officers to the Intel department, where a trained intelligence officer assessed the information and researched all people, locations and vehicles involved, using PNC, PND and local force databases, thus turning the information into useable intelligence.


Due to staffing levels not all intelligence is acted upon, South Wales Police normally work on the principle of three. The first submission gets logged but nothing happens unless there is grave risk to life or property. A second submission starts to get noticed and relevant officers are notified to make note of any changes. A third submission is when action is taken and officers start the investigation (HMIC, 2006). In this incident there where additional reports gathered about the males illegal actions and movements, confirming the females account. 

In an effort to gain further intelligence about the male, firstly ANPR was used for a number of weeks to track, and build movement patterns. It showed the male leave his home every Sunday and Thursday and head up the M4 to the out skirts of the east side of Cardiff and disappear because of the lack of camera coverage. The male would then return back on to cameras after an hour and head down the M4, making multiple stops before going home. Local police databases were checked and known associates from the areas the male stopped in, were located. Intelligence showed that some of the known associates were also linked to drug dealing and one of the associates from Cardiff had connections to a county lines organised crime groups (OCG) in Liverpool. 

County lines is a term used to describe the practice of drug trafficking into rural areas, small villages and towns, this is orchestrated by organised crime groups (OCG), who mainly reside in major cities like London, Birmingham and Liverpool (National Crime Agency, 2018). These organised crime groups (OCG’s) normally recruit vulnerable adults and children as runners, who would transport drugs and money all over the country. This crime is frequently interlinked with other serious crimes like violence, human trafficking, child abuse, sexual exploitation (HM Government, 2013, p.45)  



 Owing to the implications of a wider drug trafficking network, and possible exploitation of the vulnerable,   more information was looked-for. A collaboration between local divisional departments, the road policing unit (RPU) response divisional officers, priority policing team, and neighbourhood police team was formed. There however was also a requirement for 5 other police forces and other law enforcement agencies to be involved due to the drugs being brought into the South Wales area from Liverpool. A database used by The National Crime Agency (NCA), ANPR and covert surveillance provided information on all the suspects, transportation routes and vehicles used, to build a case against the organised crime groups (OCG). 

In an effort to further disrupt criminal activities by the organised crime groups (OCG’s) on the roads, the police can use legislation powers of seizures (Police Reform Act 2002) (Road Traffic Act 1988). Information gained from the Driving vehicle licencing agency (DVLA) will show if a vehicle is insured, has road tax and valid Ministry of Transport (MOT) certificate, it will also show police officers if a person has a valid driver’s licence (GOV.UK, 2021).   


Police officers may also wish to apply action (ACT) markers on to a vehicle. An ACT marker places the vehicle on the Police National Computer, so if another officer comes into contact with the vehicle the ACT marker will appear and give the appropriate actions to take, whether it is to the vehicle or assess and make notes for surveillance (College of Policing, 2021).  


This aim of this essay was to show how information and intelligence is used in the disruption of the more prevalent criminal activities by effective policing of the roads. It first explained the significance of the road network and why they need to be policed. It went onto give a brief description of why information and intelligence has become so prevalent in modern day policing, followed by a diagram of the intelligence cycle used by the police and a brief description of its parts. An outline of different information gathering tools was given, to show how information and intelligence ties into road policing. It finally gave an example of an incident to show how information and intelligence is used in real time policing. 


(WORD COUNT 1786)
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Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 
 My policing knowledge is mid range
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 




  x
	Low 
1-4 




  x
	Med 
5-7 
	High 
8-10 
	 


 More confidence and better understanding

	SKILLS 
 
 
 
 Practical skills 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

   x
	Low 
1-4 
	Med 
5-7

   x 
	High 
8-10 
	 

 More confidence required 

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



 X
	Low 
1-4 
	Med 
5-7 



  X
	High 
8-10 
	 

 More time need to learn the job.
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9 policing principles


Respect


openness


objectivity


leadership





integrity


Selflessness


Honesty


Fairness


Accountablility
































10 standards of professional behaviour


Honesty and integrity


Authority, respect and courtesy


Use of Force


Equality and diversity


Orders and Instructions


Challenging and reporting improper conduct


Confidentiality


Fitness for work


Conduct
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10 Standards of Professional Behaviour 


Code of ethics









The Intelligence Cycle


Direction and requirments


Collection


Analysis


Dissemination
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