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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:


Throughout this short essay, the author will explain what organisation culture within policing is and reflect upon its’ impact on wellbeing and resilience. The author will also look at the risks to new officers of conforming to organisational culture, whilst also considering their wellbeing and resilience throughout. Finally, the author will reflect on their own experiences regarding the topics discussed in the essay. 

Organisational culture is a concept which can be defined as “how people behave, more or less ethically, in organisations” (Sinclair, 1993, p. 63). Organisational culture is a very important concept and should be understood by management within an organisation as the culture within an organisation will have a definite impact on organisational performance. When things go wrong in organisations, managers should consider the culture within the organisation for both the source of the problems and the basis for solutions (Sinclair, 1993).

Organisational culture and ethics are intrinsically linked and this often influences modern day approaches to organisational culture. Modern ideology and recent research suggests that creating a unitary cohesive culture based upon core moral values will subsequently enhance ethical behaviour, thus improving performance within an organisation (Sinclair, 1993). 

Alternatively, organisation culture has been defined as a theory which “provides a people-centred, theoretical perspective on the management of change that is seen to offer some insight into the intangible nature of organisations” (Maull, et al., 2001, p. 302). This is a very recent and contrasting approach to the traditional management view of organisation which predominately focused on formal structures and rules. (Maull, et al., 2001). 

Different approaches to organisation culture are taken by each organisation, this may be a decision made by a senior manager or could even be a purposeful decision made jointly by all employees (Sinclair, 1993). 

The approach of creating a unitary culture can create a cohesive and strong feeling within an organisation and create an almost special bond and unity between those individuals within the organisation. These shared organisational values and norms are capable of substantially determining behaviour and allow for consistent outcomes across large and differing areas (Sinclair, 1993).

However, this approach to organisation culture does incur some risks. The main risk being that an organisation with a negative organisation culture will often find itself stuck in old ways and the cycle of poor performance will continue. Often, new individuals within the organisation with conform to the already outdated culture which furthers the adverse effects of it on the organisation overall (Sinclair, 1993).

Within a policing context, organisational culture is described as shared perceptions of organisational work practices and a set of core values. For example, the shared views of all officers as to how the daily working function of the job is operating. This may be positive or negative but the same views are often shared by all officers. Organisational culture also relates to the ethics and values of each officer, including what drives them to do the job they do (Brough, et al., 2016).

Traditionally, police culture has been conceptualised as a rigid and historic ideology which is often based on specific themes which universally describe police culture. Police officers generally have similar perceptions about their work because they are exposed to similar situations within the police environment (Brough, et al., 2016). This theoretical orientation of police culture was named the “police personality” by Skolnick in his 2011 book (Skolnick, 2011).  


However, more recent research suggests that police culture is not a unitary construct but rather consists of multiple individual, social and contextual factors      (Manning, 2007).

Despite the two contradicting and differing ideologies of police culture, it is suggested that police culture is best conceptualised with a combination of these ideologies. Therefore, police culture is a concept which is certainly orientated around the shared experiences of all police officers but is also determined by the individual and social circumstances of that time. Undoubtedly, personal values and ethics influence organisation culture is a colossal way (Brough, et al., 2016). 

The concept of the “police family” is discussed in recent research and was identified as a central aspect of police culture. The police family theme relates to the collective identity that exists between officers as a result of shared experiences. In modern policing, there appears to be a common understanding that “police are the only people who understand police” (Brough, et al., 2016, p. 31).

There can be a real pressure to conform to the concept of the police family and fitting into the culture is a desired goal of new officers. New officers feel they need to earn the trust and loyalty of other officers and feel the need to conform to the police culture, regardless of whether the culture is one which the new recruit agrees with (Brough, et al., 2016). 

As previously mentioned by the author, there are risks to conforming to organisational culture and this is no different within policing. These risks are associated with the organisation often standing still in time and not moving on with the new societal norms and accepted practices of the time.

Within policing, this a massive issues as police forces often need to be seen as doing the right thing and acknowledge the views of the wider public. This aides the police in performing their role and policing by consent as is the ultimate aim I modern policing. 

There is currently an ‘us versus the general public’ mentality across the police force with many negative media portrayals of police and also high profile instances of police misconduct (Brough, et al., 2016). A clear risk of new officers conforming to this current policing culture is that over time, the level of service given to the public will inevitably deteriorate as new officers become accustomed to the ideology, thus influencing their personal decisions when carrying out their duties. 

This mentality will also impact heavily on the wellbeing of new officers as some may become hesitant to disclose that they are a police officers in fear of negative reactions from the public. Often, this can make police officers isolated from others in social setting outside work and again illustrates and support the theory of the “police family” as police will almost exclusively socialise with police outside of the work environment (Brough, et al., 2016). 

Definitions of wellbeing and resilience can be found in the Cambridge Dictionary. Wellbeing is defined as “the state of feeling healthy and happy” (Cambridge Dictionary, 2021). Resilience is defined as the ability to be happy and successful again after something difficult has happened (Cambridge Dictionary, 2021). 

Reflecting upon my short time within in the police, especially as a new officer on a response shift, I would say organisation culture within policing has had a major impact upon me. I have used strategies along with way to minimise this, however it has undoubtedly had an impact. 
 
My experiences definitely support the research carried out by Brough, et al in 2016. I experienced first-hand the culture of the ‘”police family” and felt the pressure to conform to the policing culture on shift. 

The policing culture I experienced was a very negative one, typically officers on the frontline feel negative towards their job and moral is very low. I also experienced the “Us vs them” mentality, both in regards to the general public and the senior management within the police. This theory is identified by Brough, et al.

I would say that this had an impact on my wellbeing and resilience initially and I become quite negative towards the job and the future. It was clear that I was conforming to the police culture and the pressure to fit it was clearly overriding my personal values.

However, I used many strategies to maintain my wellbeing and resilience during this time as a new officer. For example, I contacted colleagues whom I had joined with and debriefed to them about my experiences. This helped me massively and allowed me to stay positive and not conform to the negative culture within modern day policing.

I also spoke to my family and friends outside on the policing who would have a different view and opinion of policing. This really helped me to overcome the initial barrage of negativity which had overcome me and also allow me to look forward to my career in a more positive mind-set.


In conclusion, the impact of organisation culture within policing on my wellbeing and resilience was a large one, especially as a brand new officer. However, I used certain strategies to reduce the impact on me and I would now say that policing culture has a positive impact on me. I valued within the “policing family”, despite not conforming to the policing culture in its entirety. 
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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:


Introduction to the incident

This incident relates to an abandoned 999 call from an address in the Gorseinon area of Swansea. The call had been made from a phone linked to female at the address who resides there with her partner.  

During the 999 phone call, a female voice was heard to request police while a disturbance could be heard in the background of the call. The female could be heard shouting “stop it” before the phone call was cut off. Due to the ongoing disturbance, the call was graded as a grade 1 response, meaning that the call was to be attended immediately and the blue lights fitted to the police vehicle were to be activated. Blue light use is legislated under The Road Vehicles Lighting Regulations 1989 which followed The Road Traffic Act 1988 (The United Kingdom Government, 2021). 

In a social context, my response to this call was crucial. It was vital that my response was professional and that the appropriate action was taken. Domestic violence is an issue which extremely relevant in society today as unfortunately the issue is widespread. According to the Crime Survey for England and Wales, an estimated 5.5% of adults aged 16 to 74 years old experience domestic abuse in the year prior to March 2020. This equates to 2.3 million people (Office for National Statistics , 2020). It is clear that domestic violence and abuse is an important topic within society, therefore I knew that my response would be widely scrutinised and it was paramount that I made the correct decisions. 

The National Decision Model 

During my previous essays, I have defined the NDM and looked at the model in great detail. 

The NDM is a model which helps officers to make decisions and gives a basis for such decisions to be rationalised both immediately after the decision is made and also after the event is over. The NDM also provides a template for decisions of attending officers to be reviewed and assessed by senior officers (Herbert, 2020).

The NDM is centred around the Code of Ethics set out by the College of Policing and puts ethics at the heart of police decision making. The NDM consists of five stages which officers should use in order to make decisions (Herbert, 2020). 

The first stage of the NDM is gather information and intelligence. At this stage, officers are expected to gather all available information to find out exactly what has happened. The next stage is to assess the threat and risk of the situation, this should be a dynamic risk assessment based on all information available and considering all possible outcomes and their consequences (Herbert, 2020).

Following this risk assessment, officers should then consider their powers and polices. Officers should consider what powers they may have to prevent such harm which may accord as a result of the situation. Next, officers should identify their options and contingencies. Officers should plan what option is the best form of actions to take, minimising any threat or harm as a result and should also consider any contingency options should the action taken not go to plan (Herbert, 2020).

Finally, offices should take the appropriate action and act in a rationale and proportionate way. Officers should then reflect upon and review their decisions, assessing the outcome of each decision made (Herbert, 2020).

Reflection upon my decisions prior to attending the scene

Prior to my arrival at the scene, I already had to make an important decision while on route. As previously mentioned, the call was graded as a grade 1 response meaning blue lights were to be activated when travelling to the call. However, both my colleague and I were not trained to use the blue lights when travelling to an emergency. I used the NDM to make the decision not to activate the blue lights and exceed speed limits despite this call requiring an emergency response.
Firstly, I evaluated all information available at that time. The information was that a female has rung requesting police and that there was a male causing a disturbance in the background. 

I then risk assessed based off this limited information and considered that the female may be in physical danger and could come to serious harm if police did not arrive promptly. My initial risk assessment of the female was that she was at high risk of harm being caused to her.

Next, I considered my powers and policies. I considered the power under The Road Vehicles Lighting Regulations 1989 (The United Kingdom Government, 2021), which would allow me to activated the blue lights on the police vehicle and exceed the speed limit to react to an emergency call. I also considered South Wales Police policy which states that officers must have passed the adequate training course to drive to calls utilising the blue lights on police vehicles and exceeding speed limits (South Wales Police, 2019). 

Following this, I had then identified my options. I considered the fact that I could drive without blue lights and take a bit longer to get to the scene or I could go against force policy and drive using blue lights in order to get to the scene quicker and protect the female from further harm.

I decided to drive without blue lights and accordance with the speed limits while on route to the call. This was in line with South Wales Police policy. I understood that this would mean that our arrival at scene was a little bit longer, however I considered the risks to the general public of an untrained officers using blue lights and exceeding speed limits. I felt that this risk was substantial and that the risk of an accident on route which resulted in harm was too high. The call was in close proximity to Gorseinon police station so ultimately I believe this decision was the correct one to make at that time.

Reflecting on my decisions whilst at the scene 

Upon my arrival at the scene, a male answered the door. I informed the male that the reason for my attendance was that there had been at report of a disturbance at the address. The male was calm and presented with no injuries, the male was not distressed upon answering the door.

I still had very limited information about what had happened so I decided to ask the male to step outside the address to speak to him regarding previous events of the day. I instructed my colleague to go inside the address to speak to the female. This complied with South Wales Police policy which is to split up the parties when attending at domestic incident. My decision allowed my colleague and I to gain the best information surrounding the incident with no influences on either the male or the female involved. 

I assessed the risk attached to my decision as it meant my colleague and I were both left alone with a male and a female who had just been involved in what appeared to be a disturbance which could have possibly been violent. However, this decision was crucial to gather more information and then take the appropriate action. My decision was ethically correct here and was underpinned by the Code of Ethics, I acted in the public interest here which is a Policing principle outlined by the College of Policing (College of Policing , 2014).

Nevertheless, I still continually risk assessed and utilised my officer safety training given by South Wales Police to maintain a safe distance from the male and afford myself a reactionary gap. I considered my options if things changed and decided that should the male become irate or agitated then I would utilise my radio to communicate this to my colleague who was just a short distance away inside the address. 

Following this decision, the male remained calm and obliged to my request. Therefore, the risk to my personal safety remained low and I believe my decision to speak alone with each party was the best one at that time. I kept this decision under constant review, conducted a dynamic risk assessment at all times. However, I was confident that both parties were compliant with police.

Whilst outside and speaking to the male, the male informed me that he had had an argument with his partner who was present in the address. The male gave me a full account of what had happened and informed me that the pair had been drinking alcohol. The male then stated that during the argument, the female has punched him to the head and pushed him down the stairs. The male had no injuries as a result of this but it was clear that this constituted an assault under Section 39 Criminal Justice Act 1988 (The United Kingdom Government, 2021).

I was now satisfied that in terms of the overall domestic incident, I had gathered sufficient information to use the NDM as the basis of my decision. I then went on to access the threat and risk of the situation.

There was a massive risk to the male from the female. The threat had now subsided, as both parties were calm. However, there was a high likelihood that the risk to the male would heighten again after police had left the scene. The male was victim of an assault from the female so the risk to him was high and there was also the possibility of further harm.

Next, I considered my power and policies. South Wales Police policy states that at domestic incidents, positive action must be taken. Therefore, I was already heavily considering my power of arrest as the female had committed an assault. The power of arrest is given under Section 24 Police and Criminal Evidence Act 1984 (The United Kingdom Government , 2021). 

My options were to either arrest the female, conduct a voluntary interview with her regarding the assault or to move her to an alternative address to prevent further harm to the male. It was clear to me that the best option was to arrest the female, it was a positive action which safeguarded the victim.
However, the victim expressed that he was extremely against the arrest of his partner as he didn’t want any criminal action regarding the assault and didn’t want any police involvement. This was recorded in a statement later on to aid the investigation and ensure that the victims’ views were recorded.

Although appreciative of his views as the victim, I still decided to arrest the female for the assault. For me, it was still the best option to safeguard the victim and protect him from further harm. The victim was vulnerable to the female as they lived together so the arrest was absolutely necessary to protect him. 

Throughout the incident, I performed a dynamic risk assessment while with the male. Especially as his partner was being arrested as he was very much against this and I appreciated that it would be a very emotional moment. 

I understood his concerns and the consequences of my decision. Ultimately, I could be completed ruining a relationship by making that arrest. However, due to the nature of the domestic incident and that the risk of further harm was so high, I believe my decision was absolutely correct and was in line with the powers and polices by which I am governed on. I believed my decision holds up to all scrutiny, both from senior officers and also the wider general public. 

My use of the NDM at this incident means the decisions I made were ultimately the best form of action to take at the time with the information available. At each stage, I analysed the situation in front of me and acted ethically at all times. I referred to the Code of Ethics (College of Policing , 2014) prior to making any decisions and acted in line with College of Policing guidance on the NDM and ethics. 
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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:

This essay will define cohesion and critically evaluate the theories of team dynamics and its role on developing team cohesion. The essay will also define team cohesion and the relating theories surrounding it. The essay will then consider why inter-personal conflict can occur within a team, before relating the theories above to a policing context.

Team dynamics are defined as the “unconscious, psychological forces that influence the direction of a team’s behaviour and performance” (Team Technology, 2021, p. 1). Team dynamics are paramount to the workplace and have an impact on the performance of an organisation or individual, staff retention rates and the fulfilment that workers feel (Team Technology, 2021).  


In an academic context, cohesion is defined as “a dynamic process that is reflected in the tendency of a group to stick together and remain united in the pursuit of its instrumental objectives and/or for the satisfaction of member affective needs” (Carron, et al., 1998, p. 213). Team cohesion is essential for both effective and optimal performance. Cohesion within a team is inherently temporal and is easily effected, therefore a consistent working environment in optimal for team cohesion (Salas, et al., 2015).

Tuckman’s theory on team dynamics states that there are four stages to team development; forming, storming, norming and finally performing (Tuckman, 1965). Tuckman’s simply model explains how teams develop and begin to show cohesion overtime, thus fulfilling their full potential (Tuckman, 1965).

The first stage of Tuckman’s theory is forming, in this stage there is a high dependence on the leader for guidance and little agreement on team objectives within the team (Tuckman, 1965). The second stage is storming and this is where conflict within a team may arise. There is often a lack of agreement when making group decisions and cliques and factions form, resulting in power struggles within the group. During this stage, comprises are required to enable progress (Tuckman, 1965). The third stage is norming and is the stage whereby the team develops greatly. Agreement and consensus largely form among the team and the roles of responsibilities of each individual become clear and accepted (Tuckman, 1965).

The final stage of Tuckman’s theory is performing and is the stage where team cohesion is very high. The team’s increased strategic awareness means that is it now clear why the team is doing what it is doing. There is a shared vision within the team which is independent from and not reliant upon the leader. At this stage, the team works effectively toward achieving goals and relationships between members within the team develop both professionally and socially (Tuckman, 1965).

Another theory of team dynamics is Schutz’ Fundamental interpersonal Relations Orientation (FIRO). This theory presents three dimensions of interpersonal relations which explains the majority of human interaction. FIRO theory identifies three basic needs that all human beings share: the need to feel significant, competent and likeable. Within each of these three areas, there are a further three main areas of human concern; inclusion, control and openness. (Schutz, 1958). 

Ultimately, FIRO theory suggests that as humans we are always seeking to obtain the correct amount of inclusion, control and openness to achieve satisfying self-concept. Self-concept represents how we feel about ourselves and how we feel about ourselves influences how we feel about others. Self-concept drives feeling feelings drive behaviour and behaviour drive results. Therefore, the better humans feel about themselves, the better we can work with others and achieve high levels of satisfaction is our working lives (Schutz, 1958).

Lewin’s theory on group dynamics states that people often take on distinct role and behaviours when they work in a group. Group dynamics refers to the effects that these roles and behaviours have on other group members and the group as a whole (Lewin, 1948). 

Tuckman’s theories suggest that team dynamics are continually changing over time and that there are distinct stages which determine team cohesion and performance. Tuckman’s research states that team’s progress through these stages as a group and that the role of the leader within the group is paramount to the development of cohesion within the group (Tuckman, 1965).

This theory coincides with the Situational Leadership model of management, theorised by Hersey and Blanchard. The model consists of four stages from immaturity to maturity. The leadership style during these stages should progress from relatively detached task-directing, through the more managerially-involved stages of explanation and participation, before reaching the final stage of relatively detached delegation. At this final stage, the team is largely self-managing (Hersey & Blanchard, 1969).

In regards to the theories of both Tuckman and Hersey and Blanchard, teams cannot to function when other poor leadership. A poor team under poor leadership would not progress through the stages required to develop team cohesion and would instead perform badly. Therefore, in order to improve team cohesion, a new and more effective leader may be required to lead the team through the developmental stages and achieve best performance (Tuckman, 1965) (Hersey & Blanchard, 1969).

However, other theories on team dynamics focus more on the individuals within the team rather than the leader to develop team cohesion. Schutz’ theory identifies people’s feelings and behaviour as the main factor in both team performance and cohesion. Lewin’s theory also suggests that the behaviours and role which each individual take within the team greatly impacts upon team cohesion. Both theories play down the role of an effective leader and instead place the responsibility of team members to achieve team cohesion (Lewin, 1948) (Schutz, 1958).

Within the theories of Schutz and Lewin, teams cannot function when individuals do not behave in the optimal manner. Schutz’ theory identifies the feelings of the individuals which causes poor behaviour and performance such as the lack of self-concept due to the inability to feel significant, competent and likeable within a group. Therefore, the way to improve team cohesion would be to allow individuals to express their feelings and take up the roles which fit them best to create a balanced team of individuals (Lewin, 1948) (Schutz, 1958). 

Ultimately, there a differing theories of team dynamics which focus on the individuals involved within the team and their leaders respectively. However, it is clear that developing team cohesion is a responsibility which falls upon both the leader of the team and the individuals within the team itself. An effective leader with individuals that are prepared to comprise and work together will create team cohesion. If either the leader or the individuals themselves do not do their part, team cohesion will be very hard to achieve. 

Inter-personal conflict is defined as a situation in which “interdependent people express (manifest or latent) differences in satisfying their individual needs and interests, and they experience interference from each other in accomplishing these goals” (Donohue, 1992, p. 4). Breaking the definition down further, inter-personal conflict refers to the conflict between different people when both parties see the other as standing in the way of goal attainment. This conflict often arises in situations where a persons’ self-concept or self-esteem is hindered by another persons’ acts. For example, a person is not treated with the respect and dignity which they feel they deserve (Donohue, 1992). 

Alternatively, interpersonal conflict can be defined as a “dynamic process that occurs between interdependent parties as they experience negative emotional reactions to perceived disagreements and interference with the attainment of their goals” (Barki & Hartwick, 2004, p. 1). Interpersonal conflict is a complex topic and presents an issue to team cohesion and the performance of both individuals and the team (Barki & Hartwick, 2004). 

Interpersonal conflict is common place within teams and its impact upon organisations and individuals has been evidenced by more than 70 years of research (Barki & Hartwick, 2004). A major cause of this conflict is a clash in personalities or a conflict of attributes between individuals. This is known as relationship conflict and occurs whereby individuals are not compatible to maintain a professional working relationship with others on their team (Barki & Hartwick, 2004). This may happen due to differing opinions or differing working practices and can happen within any team. Interpersonal conflict can be a very emotive feeling and due to this, interpersonal conflict is often difficult to resolve as each individual has their own thoughts and feelings unique to themselves (Barki & Hartwick, 2004). 

When resolving interpersonal conflict, the correct conflict resolution strategy must be utilised to ensure the quality of the outcome for all parties involved. Thus enhancing individual and team performance by resolving such conflict (Wood & Bell, 2008). It is found that different individuals favour different methods when it comes to resolving interpersonal conflict. Generally, people favour a competing style when it comes to resolving conflict, this involves high assertiveness and low cooperativeness (Kim-Jo, et al., 2010). 

Leaders place a massive role in resolving interpersonal conflict within a team and can act as an intermediary between the parties in conflict. Leaders can address the issue causing the conflict and look at the goals of each party to resolve the conflict in a way which improves performance (Kislik, 2017). However, this is not to say that the parties in conflict should never speak to each other. Often, communication between the parties regarding their issues is the best way to resolve conflict. An effective leader will allow parties to do this. For this method to work, both parties must be willing to compromise and put their own personal feelings aside whilst diffusing the conflict (Kislik, 2017). This response to interpersonal conflict is known as the compromise strategy (Kimming , 2019). 

Another strategy to enhance team performance is to engage in team building exercises. Team building exercises are not only shown to solve problems within a team but also increase performance. Team building exercises such as problem solving activities encourage teamwork and focus on building team cohesion within a team which will in turn enhance both team and individual performance (Dyer, et al., 2013). This strategy is very effective at developing team cohesion and builds both professional and social relationships. 

Within policing, team dynamics can result in performance failure and contribute to a poor police service. For example, a team which consists of a poor mix of personalities and whereby interpersonal conflict is rife will not uphold the policing principles set out in the code of ethics (College of Policing , 2014). If the team dynamic on a shift is poor then the policing principles of respect will not be achieved as people within the team don’t treat individuals with the respect they deserve. This is clearly quite a major issue in modern policing, in fact, 26% of police officers stated that bullying is a serious problem at work (Unison, 2015). This shows that interpersonal conflict and poor team dynamics are contributing to the police service failing to uphold the Code of Ethics (College of Policing , 2014) internally and this will negatively impact on the service of the police externally.  

Furthermore, team dynamics can result in poor police performance whereby team don’t develop overtime. For example, poor leadership means that teams are stuck in the ‘forming’ stage of Tuckman’s model (Tuckman, 1965). This means that teams within the police service will not be able to performance adequately to meet the demands of the public and fail to meet policies and procedures by doing so. This may occur as new officers who join the team keep the team in the ‘forming’ stage and stop the development of it towards the ‘performing’ stage (Tuckman, 1965). This is a major issue in modern day policing as teams are often so young on shift and there is a new influx of officers to the shift almost continually. 

In conclusion, team dynamics has a significant impact of overall team cohesion and performance. Theories of team dynamics gives the team members and especially the leaders within a team the scope to develop the team into a cohesion unit. However, interpersonal conflict remains a major issue within teams and needs to be overcome to achieve optimal team performance. Ultimately, this is down to the team members ability to compromise and become a team player. Hence, the College of Policing states all officers should be open to change and be good team players within their working environment (College of Policing , 2014). 
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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:

This essay will define information and intelligence within a policing context and its role within modern day policing. The essay will explain in detail how information and intelligence can disrupt and ultimately reduce criminal activity, especially criminal activity that is organised. The essay will finally outline how ANPR can be used within investigations. 

Information and Intelligence

Information is defined as “facts or details about a person, company, product” (Cambridge Dictionary, 2021, p. 1). Intelligence is also defined in the dictionary as “the ability to learn, understand, and make judgments or have opinions that are based on reason” (Cambridge Dictionary, 2021, p. 1). By studying these definitions, it is clear that information and intelligence are heavily linked and often go hand in hand. Ultimately, information is the building block and through critical analysis of this information, intelligence can be built up regarding a person or a topic.  

Within a policing context, information is the raw data obtained through various mediums and intelligence is the product of the analysis of this information. Decisions within the police organisation should not be made solely on information, rather, intelligent analysis of the information available. Ultimately, intelligence should form part of the rationale for all decisions made (Palmeri, 2005). 

Intelligence is defined by the College of Policing as “collected information that has been developed for action” (College of Policing, 2019, p. 1). Intelligence can also be classified as confidential or sensitive and it’s classification is important to its effective management and sustained usefulness (College of Policing, 2019).

Intelligence gathering and management forms a huge part of effective modern day policing. A code of practice issued by the secretary of state clarifies the responsibilities of chief officers in relation to the application of the intelligence model and sets out basic principles and minimum standards for managing intelligence. The code of practice aims to provide focus on operational policing and states that a chief officer must be appointed to be a force lead on intelligence within each force (Home Office, 2013).

The effective collection of and development of intelligence allows the correct tactical decisions to be made and this process is continuous. Policing purposes provide legal basic of the collection, retention and evaluation of information collected which is in turn used to build intelligence. Tasked information is the prioritised collection for information and generally concerns problems and subjects. Tasked information can be accessed via sources such as internal databases, covert human intelligence sources and automatic number plate recognition systems. Open sources can be used to collect information but are generally not accurate and reliable. Closed sources often have resisted access but provide valuable and relevant information (College of Policing, 2019). 

The sharing of information and intelligence furthers the usefulness of intelligence and increase the ability of the police to disrupt and prevent crime. However, intelligence sharing must be proportionate and carried out in accordance with the Human Rights Act 1998 (College of Policing, 2019).

The National Intelligence Model (NIM) helps all police officers to evaluate information and intelligence and guides the process of its dissemination and development.  Furthermore, the NIM allows police officers to better manage risk and make informed tactical decisions. The NIM splits intelligence into three categories; local, regional and national.  These distinctive categories allow for the effective management of intelligence and are used to inform the appropriate agencies in regards to the intelligence available. The NIM outlines the 3x5x2 intelligence evaluation model which provides a basis for the analysis and evaluation of intelligence gathered (Gardener, 2021).  

Intelligence-led policing and investigations aims to target, disrupt and arrest groups involved in serious and organised crime.  An intelligence-led approach targets the most high risk and prolific offenders causing the greatest harm.  These crimes often include child sexual exploitation, drug trafficking, human trafficking and organised immigration crime (National Crime Agency, 2021). 

Drug trafficking along with county lines is an extremely prevalent crime within the UK and is very harmful to those in the community. County lines is where illegal drugs are transported from one area to another, this process broadens the harmful effects and impacts of drug use across the country into different areas (National Crime Agency, 2021). 

Regional Organised Crime Units (ROCU) are often used to build up intelligence in relate to county line movements across the region and this intelligence is then used on a national basis to build a picture of the national county lines being used. This intelligence is then used to identify county line perpetrators and form the basis of an investigation with a view of ultimately prosecuting the individuals involved (Ministry of Justice, 2019). 

Mobile phone lines are an essential feature of county line organisation and intelligence should be targeted around these lines. Often, members of organised crime group will share and use one mobile phone to communicate with other members of the gang and the ‘runners’ of the drugs. Information and intelligence can be built up on this mobile and an investigation into the location of this mobile can lead investigators to the biggest offenders within the county lines scene.  The intelligence may relate to the location of the offenders and can also be used to discover the vehicles which are used to transport these drugs. Effective roads policing by way of stop and search of these vehicle can disrupt the transportation of the drugs and prosecution those involved.  The seizure of drugs will reduce the profit which the organised crime group make from the county line and deter others from getting involved (National Crime Agency, 2015). 

Human trafficking is a serious and prevalent issues within the UK and is a form of modern slavery. It is likely that between 6,000 to 8,000 offenders are involved in the exploitation of people in the UK (National Crime Agency, 2021). Human trafficking is “the movement of people by means such as force, fraud, coercion or deception, with the aim of exploiting them” (Unseen, 2021, p. 1). Victims of this crime will often suffer abuse due to violence or threats made towards them or their families (Unseen, 2021). 

Information and intelligence can be used to disrupt human trafficking. The observations of police officers can start to build the intelligence surrounding possible victims of modern day slavery as often victims will not have documents such a bank cards as the offenders will retain these to prevent the victim from escaping. However, victims are often very withdrawn and are extremely fearful of the perpetrators. Therefore, the intelligence gathered must be used in a wider investigatory plan to safeguard victims of this crime and eventually discover, arrest and prosecute the offenders (National Crime Agency, 2021).

However, intelligence on crimes such as drug and human trafficking needs to be compounded with effective roads policing to be effective at disrupting such crimes. Due to the nature of the crimes, vehicles are often used on roads across the UK to facilitate the crime. Police have the power to stop any vehicle driving on a road under Section 163 of the Road Traffic Act 1988 (The United Kingdom Government, 1988). This power is extremely important in disrupting crimes such as drug trafficking as the risks of being caught are increased. Police can seize any car which may have been involved in crime under the act (College of Policing, 2019). 

Police are given a power to stop all vehicles matching a certain criteria in a designated area in order to locate an offender under Section 4 of the Police and Criminal Evidence Act 1984  (The United Kingdom Government, 1984). These road checks along with intelligence allow the police to effective disrupt crime. For example, intelligence may suggest that a certain vehicle is being used to transport drugs as part of a county line into a certain area.  An officer with rank of Superintendent can then authorise road checks to be completed in that area (The United Kingdom Government, 1984). This greatly increases the ability of the police to intercept such vehicles committing crime and take appropriate action. 

Child sexual exploitation (CSE) is a “form of child sexual abuse. It occurs where an individual or group takes advantage of an imbalance of power to coerce, manipulate or deceive a child or young person under the age of 18 into sexual activity” (Department for Education, 2017).  There are believed to be around 700,000 individuals in the UK who pose varying degrees of sexual risk to children, therefore, it is clear that CSE is a massive issue (National Crime Agency, 2021).

Information and intelligence can again be used to compact CSE. Intelligence regarding possible vulnerable victims to this crime can be identified through mediums of Police Community Support Officers and other agencies. At this point, the dissemination stage of the NIM (Gardener, 2021) is vital as this intelligence must be shared with external agencies such as Social Services in order for a care plan to be put in place and for the victim to be safeguarded. The victim can then be supported to enable Police to identify the offenders in each case and prosecute them accordingly. The education of children and young people is also a vital part in reducing this form of crime (National Crime Agency , 2021). 

In summary, information and intelligence can be very useful in the disruption of more prevalent criminal activity. The NIM is a vital tool to assess the intelligence available and inform both tactical and strategic decisions from it. A proactive policing approach especially in regards to roads policing will greatly reduce the level of organised crime and disrupt serious and organised crime groups.


Automatic Number Plate Recognition (ANPR) within Investigations 

ANPR is a system which can be used to identify and trace a vehicle of interest. ANPR is a tactical option which is used to disrupt, prevent and detect criminal activity. ANPR is a proactive policing tool which can prevent crime by targeting criminal through their use of roads (College of Policing, 2019). ANPR provides valuable information in investigations and is useful regardless on the amount of information known about the target vehicles or persons (College of Policing , 2020).

ANPR data can be used with other sources of information such as CCTV, DNA data or known intelligence to support the overall direction of the investigation. ANPR can be used to locate a vehicle or place a vehicle in a certain area and a certain time. This can be used in the prosecution of the individuals involved and benefit the investigation overall, thus increasing the likelihood of a prosecution in court (College of Policing , 2020). 

ANPR can also be used proactively and provides enforcement opportunities to assist in proactive investigations. For example, ANPR can be used when investigating drug trafficking and county lines to place a specific vehicle of interest in a location which will then allow an enforced stop and search to be carried out on the vehicle. This can greatly disrupt criminal activity and safeguard victims through proactive policing. A marker can also be placed on vehicles of interest where there is reliable intelligence that the vehicle is involved in criminal activity, this furthers the opportunity for proactive policing and enforcement within an investigation (College of Policing , 2020). 

Furthermore, ANPR can be used as an investigative resource to disrupt serious and organised crime. ANPR can track and trace a vehicle along the roads of the UK and identify the persons believed to be using the vehicle for criminal activity and also identify the victims of the crimes to safeguard them appropriately (Kent Police, 2021). 

In conclusion, ANPR is a valuable tool in disrupting criminal activity and preventing widespread crime across the UK. ANPR is most effective when used with other sources of evidence and helps to further the investigation. ANPR can identify further lines of enquiry which may lead to the apprehension of offenders and further build intelligence which the police may already have. ANPR is an important investigative resource for both proactive and reactive investigations and when used along with reliable intelligence, ANPR is a fantastic tool when disrupting criminal activity on UK roads. ANPR be used as the basic for proactive police action and enforcement, further protecting the public from harm and reducing crime overall. 
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Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
1. Progressing cases through the criminal justice, in particular the use of the crown prosecution service when making charging decisions.
2. Road traffic offences and the section for which drives are arrestable.
 
 
 
 
 
 
3. Further develop knowledge of South Wales Police policies.
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

8









9










8
	Low 
1-4 
	Med 
5-7 

5









7










6
	High 
8-10 
	 


Familiarise myself with the format of case files and the relevant documents needed to obtain a crown prosecution advice charging decision. 



Read over and revise the relevant legislation in regards to road traffic offences including the Road Traffic Act 1988 (The United Kingdom Government, 1988) and the sections which correspond to each offence.
Read over the policies and procedures page within South Wales Police’s intranet page and ensure this is done on a regular basis to keep knowledge up to date.
 

	SKILLS 
 

1. Police vehicle response driving skill
 
 
 
 
 
 
 
 
 






2. Become an authorised taser carrying officer








3. Enhance conflict management skills
	Low 
1-4 
	Med 
5-7



















6
	High 
8-10 

9


























9
	Low 
1-4 

2

















3
	Med 
5-7 































7
	High 
8-10 
	 


Response driving course to be completed and the relevant prior knowledge regarding road traffic safety to be gained. Read Roadcraft: the police driver’s handbook prior to the course to enable the course to be completed and the necessary skills to be obtained. Set goals for skill development by reading the police driving standards set out by the College of Policing (College of Policing, 2020). 
Enrol on and pass a taser course in order to be a qualified taser officer. Prior to attendance at court, study the Nation Decision Model (NDM) in great detail to help with conflict management and performing dynamic risk assessments (College of Policing, 2014). 
Read and make notes of conflict management skills outlined by the College of Policing, especially the practical advice for the front line (College of Policing, 2020). To further this, upon completion of the learning aim of becoming a taser authorised officer will allow for more attendance at conflict situations which will further enhance and develop conflict management skills. 

	EXPERIENCE 


1. Gain further experience in assisting authorised firearms officers when a full firearms authority has been authorised for a call.






2. Gain experience in using special warnings within suspect interviews when applicable.






3. Develop greater experience in dealing with hate crime and hate related incidents.
 
 
 

 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 


















7
	High 
8-10 

8































10































	Low 
1-4 


















2
	Med 
5-7

6































7
	High 
8-10 
	 


Read over policies and procedures in regards to response officer involvement in full firearm authority calls. Utilise stay safe principles at all full firearm authority calls until the threat is neutralised (National Police Chiefs' Council, 2021). Watch the Youtube video on stay safe principles to further knowledge and enhance safety (Counter Terrorism Policing Uk, 2017). 
Practice using special warnings in suspect interviews, including using the correct wording and informing the suspect of the exact meaning of the special warning. Revise and understand where special warnings can be used under Section 36 Criminal Justice and Public Order Act 1994 (The United Kingdom Government, 1994).
 Liaise with and work alongside the local neighbourhood policing team (NPT) to identify victims vulnerable to hate crime in order deal with hate crime more effectively. Liaise with line manager to assign officer in case for hate crime cases. Read over and establish exactly what characteristics are protected under the Equality Act 2010 (The United Kingdom Govrnment, 2010) and define exactly what constitutes a hate crime by conducting research.  
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