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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

	Having achieved Independent Patrol Status, reflect on the impact of organisation culture within policing on your wellbeing and resilience (organisation change, retaining personal values in a wider organisational culture). 

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


1250 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:


The organisational culture of an institution is made up of shared values, beliefs, and assumptions (Bishop, 2020). In effect, the culture of an organisation is its personality and character. Within the police service, much of its culture is influenced by professional standards, education, and training systems (Farkas, et al., 2020). 
Understanding an organisations culture is fundamental to shaping practice and essential for effective leadership (College of Policing, 2022). 
Every police officer has a leadership role and is required to demonstrate leadership and professionalism throughout each day of their career (College of Policing, 2023a); therefore, it is fundamental to reflect on the impact that organisational culture has on wellbeing and resilience. 
Dedicating the time for self-reflection, Gibbs’ reflective Model (Gibbs, 1998) enables the observer to describe an experience, and recognise feelings and thought processes to identify actions that can safeguard and support wellbeing (Gupta, 2023). A necessity according to Chan (et al., 2003) to not only integrate the theory with practice but also to produce a competent well equipped resilient police officer.

[bookmark: _2et92p0]
Becoming a police officer is one of the most challenging careers due to its physical, mental, and emotional demands. A pivotal stage of a police officer’s career and development is the transition from tutorship to independent patrol status and the impact that change has on wellbeing and resilience (College of Policing, 2022).
Throughout tutorship, instruction and guidance is provided by a tutor which facilitates work-based learning opportunities in a structured way. Working collaboratively with a tutor to establish a trust-based relationship with mutually agreed expectations is part of the tutorship process (College of Policing, 2023). Student status meant that although positioned within the organisations culture, procedure dictated that students were not classified as a resource. Therefore, when considering the team dynamic, students were not expected to enhance productivity, thus were not fully integrated into the team. Campbell (2009) recognised this phenomenon and suggested that although students find a level of acceptance in tutorship, the high sense of hierarchy and rank reinforces the fact that students hold the lowest position within the team. From a student perspective, this is well understood as together with independent patrol status comes the placement into a new permanent team where relationships can be fostered and built upon a secure foundation. 
[bookmark: _ki8vgkv4h18q]
[bookmark: _jsu5ts42g75e]Having achieved independent patrol status, adapting to the new role and negotiating the social, cultural and historical backgrounds, whilst also attempting to enhance professional knowledge was a legitimate feat. The impact of police demands and responsibilities resulted in the questioning of my own ability which has been acknowledged by Raypole (2021) as being ‘imposter syndrome’, involving a lack of self-belief which can instil a sense of anxiety and guilt. For me, this had a significant impact as it resulted in me questioning my decision to join the police service, which on reflection I overcame by seeking support from colleagues, my previous student cohort and gradually adapting to the new environment through listening and learning. Chan (et al., 2003) suggests that new officer’s success is dependent on social and cultural capital. Therefore, when considering the impact of police demands and responsibilities, it is imperative as a new officer to also understand the organisation’s culture (Reiner, 2016). 

Organisation culture refers to the shared values, beliefs, customs, practices, and behaviours that characterise an organisation (Staller and Koerner, 2022). It shapes the work environment and influences how employees interact, make decisions, and perceive their roles within the organisation (Tsai, 2011). Culture determines what is acceptable, important and workable (Grant, 2020). 

On reflection, the most significant element of becoming independent was ensuring that police procedures and professional standards were upheld. As a new officer, the training received during tutorship provided the theoretical knowledge and skill required to be an entry officer, however competency in practical skills and operational abilities could only be achieved when gaining independent status (Belur, et al., 2020). 

It has been widely documented within the media that ‘cop-culture’ is responsible for destroying the reputation and credibility of the police service, undermining public trust and damaging internal morale (Muir, 2022). Therefore, although it was equally important to form new bonds and fit into the existing team dynamic, I was unclear of their expectations, performance standards and how this would impact upon my wellbeing and resilience. I was also intrinsically aware of the dangers associated with conformity and yielding to group pressures as a means to gain acceptance, establish social identity and not disrupt the status quo (Keerthy, 2019). 

Newton and Knight (2022, p. 14) infer that deeply held beliefs and assumptions can be problematic and inhibit an organisations ability for change, strong values held by an organisations culture which restrict decision-making have a suppressive and counter-productive affect. The significance of understanding an organisations culture and having the confidence to infiltrate whilst remaining emotionally aware is paramount for wellbeing and resilience (Phythian, et al., 2022). 

Although the organisations culture and unique set of norms and values offered encouragement and socialisation through unique occupational experiences (Keerthy, 2019) of equal importance to my well-being were the strategies that I have perfected and developed throughout adulthood to address balancing work commitments with personal life and my specific needs. There is an array of academic literature supporting the assertion that excessive workload and long-working hours can contribute to stress and negatively affect resilience (MacDonald, 2011). By being self-aware, I acknowledge that sleep deprivation can negatively affect my performance and contribute to mood shifts, therefore considering the unforgiving hours and shift patterns the police have to endure, for me ensuring fatigue did not impact on my performance and well-being was paramount. It is well documented that sleep deprivation affects social monitoring, self-control, decision making and evaluation (Salfi, et al., 2020); all critical facets to upholding the code of ethics, standards and maintaining resilience as an independent officer. Houston (2019) documents that the development of emotional intelligence can lead to several benefits, both personally and professionally. Self-awareness and self-reflection encourage personal growth and are key to mental-wellbeing and cultivating a resilient mindset (Fahey, 2023).

The relationship between organisation culture and well-being, as well as resilience, is multifaceted (Craig, 2019). The strong bonds and camaraderie that exist within police culture are, according to Reiner (2000) due to the stress and exposure to the dangerous situations that officers face, an element of the profession that is unchanging, therefore cultivating and maintaining a healthy culture requires ongoing attention from leadership. An innovative, positive and supportive organisation culture directly impacts job satisfaction and performance, therefore first-line supervisors hold the privileged position of promoting teamwork, ensuring standards and behaviours are maintained and facilitating organisation change (Bergner, 1997). 
Gaining independent patrol status as a degree undergraduate was daunting due to the negative connotations that have been linked to modernised training and the reluctance to accept change. However, the investment that has been afforded to training new officers and the enhanced input into ethics and integrity as well as the cultural restructure to root out misconduct has contributed to my well-being, resilience, and self-efficacy.


The practice of policing is embedded within a culture of adherence to professional standards. As a new independent officer negotiating its cultural layers and social norms and values whilst accessing professional knowledge is a requirement all new recruits have to negotiate. The development of emotional intelligence plays a crucial role in navigating the social complexities surrounding organisation culture to ensure that it positively influences the overall well-being of individuals and teams within it. The bonds formed within the team dynamic have had a significant impact on my wellbeing and the feeling of protection and support within the police culture is one that cannot be mirrored. Working interdependently with fellow officers towards a shared goal has enabled me to transition from student to independent officer with confidence.  
[bookmark: _7865t77ap589][bookmark: _xebigd3ko1og][bookmark: _1fob9te]
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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:



At the fore front of policing is the Code of Ethics, these are the core values and professional standards which officers must abide by (College of Policing, 2023a). Entrenched in the historical works by Sir Robert Peel, the Code of Ethics builds its foundation on the ‘9 Peelian Principles’ which define an ethical police force (Home Office, 2012). Alongside the Code of Ethics, police are required to act in accordance with the National Decision-making Model to conduct all actions in a legal, balanced and ethical way (College of policing, 2014a). This ensures that decisions are justifiable and proportionate to uphold the law, providing the utmost service to the public (College of Policing, 2023b).

Prioritising public and officer safety is paramount; therefore, it is crucial to provide an appropriate front line response to incidents to assess and determine the threat, risk and harm in line with law, policy and guidance (Brown, 2021). Adherence to such legal frameworks is fundamental in ensuring professional accountability. Therefore, for continual professional development an officer must justify, analyse and reflect on their evidence-based decision making (College of Policing, 2023b).
Undertaking reflective practice is essential to the development of decision making and enables the reflector to understand developmental needs (College of Policing, 2020b). Applying a reflective model enhances the reflective practice by applying structure to thought processes (Copley, 2011). Thus, to reflect on a domestic related incident involving decision making, Gibbs’ Model of Reflection (1988) will be adapted and incorporated within the National Decision Model (NDM) to provide a structured framework to assist in analysing and evaluating officer decision making during a domestic incident.


Officers were alerted by the public service centre to a disturbance, requiring an immediate response due to the associated threat, risk and harm (HMICFRS, 2023). The call was concerning an ongoing domestic incident whereby there had been a report of an assault. The reporting person was the daughter of the aggrieved who had witnessed an altercation between her parents which resulted in her mother being assaulted.

The NDM is central to all police decision making and emphasises the value in gathering information and intelligence to ascertain what has happened, and establish persons involved in order to dynamically risk assess the situation (College of Policing, 2023c). As the first responder, it is best practice to conduct Police National Computer (PNC) and NICHE checks to identify any impact factors or warning markers placed on the individuals involved. This determines if specialist assistance would be required for example firearms registered at the address or a dangerous dog, thus requiring a dog handler unit (College of Policing, 2015a). Checks produced that there was a high risk critical marker placed on the address for domestic violence. Furthermore, the call operator disclosed that the male residing at the address had warning markers for ‘violence’, ‘assault police’ and ‘domestic abuse perpetrator’. Whilst the female at the address had warning markers for ‘high risk domestic abuse victim’ and ‘mental health’. As a first responder, officers must act on the information provided and prioritise the safety of all parties. Therefore, it is imperative that police issue personal protective equipment including ‘appointments’ are donned prior to attending any incident (Police Federation, 2022). 

Upon attendance at the address, there were no visible or audible sounds of a disturbance. However, body worn video (BWV) was activated upon approach to capture and record any disclosures that could assist in the investigation. The College of Policing (2022) stipulate the necessity to activate BWV where domestic abuse has been reported. When a police officer responds to a call their primary focus is to assess the situation, prioritise safety and gather relevant information along with documenting any key details or significant statements made (HM Government, 2022). 
 
It was established that the reporting person was not present at the address and the alleged victim stated to officers that no incident had occurred, however the female’s demeanour raised concern as she was visibly shaking and appeared to be hiding swelling to one side of her face. Also, present was an irate, non-cooperative male who appeared to be highly intoxicated as there was a strong smell of intoxicating liquor on his breath, and he appeared to be stumbling. Police decision making is complex and is required in challenging circumstances where conflicting information is being provided. 
Therefore, to manage the situation effectively whilst acknowledging the circumstances known at the time, a dynamic risk assessment is essential to develop a working strategy (College of Policing, 2023c). 
College of Policing (2020a) guidance emphasises that the separation of parties can often be an appropriate solution to manage a potential conflict situation and to investigate the incident independently. In accordance with force policy (South Wales Police, 2023), both parties were separated. It is well documented within literature and supported by female protection agencies such as Women’s Aid (2023) that victims of gender-based violence are often more comfortable communicating with a female officer (United Nations, 2017). Due to this, the female was escorted into the living area by the attending female officer to discuss the incident and visible swelling to her face. 

It was decided to escort the male into the rear garden, not only to minimise access to kitchen utensils that could be used as potential weapons against himself, officers or the victim but also, to develop a working strategy and build a rapport. Building a harmonious relationship, by asking non-threatening questions facilitates an element of trust (Miles, 2022). Therefore, having recognised that the surroundings within the garden were built to a good standard of workmanship, this appeared to be a topic of interest that could facilitate in the engagement of conversation, and diffuse heightened emotions. However, despite concerted efforts of engagement, the male remained non-cooperative, indifferent, unstable and his level of intoxication was more apparent. These impact factors had a significant effect and altered the situation, requiring adjustments to verbal and non-verbal communication techniques in order to not exacerbate an already unpredictable situation (Vallano and Compo, 2015). There is a growing recognition that alcohol has the potential to increase hostility and heighten emotions in conflict situations therefore, recognition of emotional awareness and self-regulation were fundamental (College of Policing, 2020a).

Statistics suggest that 1 in 5 officers have been subject to six or more alcohol related assaults throughout their career (Institute of Alcohol Studies, 2013) and more notably the documented ‘culture of fear’ has revealed that 78% of police officers have admitted to feeling at risk of a drunken assault (Halliday, 2015). Situational awareness is a conflict management skill that all officers must develop and on reflection, these statistics in conjunction with previous alcohol-related conflict situations guided decision making during the incident (College of Policing, 2020a). 

Due to the limited information provided by both parties, and given the unpredictability of the situation, the NDM stipulates that options and contingencies must be considered in order to manage the situation as efficiently and effectively as possible (College of Policing, 2023c). Thus, in order to safeguard the victim at the scene additional officers were contacted to conduct further enquiries with the reporting person to gather evidence in connection with the alleged assault. Such enquiries discovered that the daughter captured footage on her mobile device of a verbal argument between the male and female which resulted in a physical altercation whereby the male stamped on the female’s foot and punched her to the face. The female maintained her position that no altercation had occurred and would not provide a statement of complaint to officers. Irrespective of the evidence and supporting information gathered by additional officers and in line with college of policing guidance, it is a police officers duty to take positive action providing it is deemed to be necessary and proportionate in the circumstances (College of Policing, 2018a). Where it is in the public interest to do so, evidence-led domestic violence prosecutions without the support of the victim have resulted in convictions (Crown Prosecution Service, 2020).

In line with the NDM; powers, policies and legislation were considered and a decision was made to arrest the male on suspicion of domestic related common assault, contrary to Section 39 Criminal Justice Act (1988) to protect a vulnerable person, prevent harm and to enable the prompt and effective investigation of the offence in accordance with Code G, Police and Criminal Evidence Act (PACE) (1984) (UK Government, 2012). 

Following the male’s arrest, there was a notable change in atmosphere which incurred a relieved emotional response from officers as well as the victim. It is well documented that when police officers are exposed to stressful situations their professional training and systematic thinking is triggered only recognising the effects of adrenaline after the event, highlighting the complicated dynamics which police face when adhering to maintaining public safety and confidence (Noble, 2017).

The police as law enforcers hold a critical role in the prevention and detection of crime and have a duty to protect, safeguard and provide reassurance to the public (Brown, 2021). Victims of domestic violence often withhold information due to the fear of retaliation and the inherent feeling that they were to blame (Sefton Women’s and Children’s Aid, 2022). Officers therefore reattended the victims address to initiate the steps in safeguarding and identify support needs. On this occasion, the victim continued to profess that her partner was innocent regardless of what footage portrayed. Flannery (2022) documents that it is common in domestic abusive relationships that the victim will not identify the problems within the relationship as many abusers will use manipulation tactics to control and isolate the victim. Officers have a duty to facilitate a victim’s participation in the investigation process (Crown Prosecution Service, 2022). Therefore, it was imperative to approach questions involving ‘Domestic, Abuse, Stalking and Harassment’ (DASH) with sensitivity, allowing time for the victim to respond whilst continually reassuring the victim of what support would be made available to them (Richards, 2023). 


When evaluating my response to the domestic incident, it was evident that police training provided the knowledge and skills required to effectively deal with and control the situation whilst adhering to the Code of Ethics and police professional standards. The impact factors played a significant role on how the situation was managed as I had to draw upon situational and emotional awareness and self-regulation to be assertive and take control of the situation. 

On reflection, the arrest was necessary and ethical in the circumstances however, with regard to positive action, this decision could have been made sooner. Ultimately, as a police officer decisions must be continually assessed and managed reasonably, acknowledging the circumstances at the time, to provide a dynamic risk assessment to reduce risk aversion and weighs the balance of resourcing against demand, threat and risk.
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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:


Policing as a profession relies upon team work to improve effectiveness, boost morale and increase officer safety (College of Policing, 2023). It is well documented within literature that central to teamwork is the understanding of team dynamics (Khawam, et al., 2017). Working inter-dependently encourages diverse perspectives to problem solving whilst working toward a collaborative goal (O’Neill, 2018). 
To understand team dynamics, there are many theoretical models that assist in the development of team cohesion, performance and motivation (Last, 2019). Most notably, the ‘Tuckman Model’ (Tuckman, 1965) which focuses upon five stages of group development, in addition to the ‘Lencioni Model’ which highlights the five dysfunctions of a team that impact effectiveness thus contributing to inter-personal conflict (Lencioni, 2012). Maslow’s ‘Theory of Motivation’ amongst others also offers a motivational theory to manage and create a dynamic workforce based on the hierarchy of needs (Maslow, 2012).

Conflict in any workplace is inevitable, and in many circumstances is necessary to spark creative solutions, innovation and uphold values and standards (Lee, 2021). However, where conflict affects team dynamics, strategies must be adopted to facilitate individual and team performance and restore team cohesion (Tansey, 2022). Considering the positive obligation police have to challenge and report conduct that falls below the standards of professional behaviour contained within the Code of Ethics, the importance of team dynamics, inter-personal conflict and team performance must be considered and evaluated in order to maintain professional standards, leadership and effective team working within the police service (College of Policing, 2014). 

Established in 1965, the ‘Tuckman Model’ has been documented to be the most predominantly referred to and influential model in developing and understanding team dynamics (Bonebright, 2010). In order to achieve team cohesion, each stage of the model must be successfully navigated; however, although the stages appear to be in a linear format, teams may move between stages depending on influencing events and communication strategies (Last, 2019). 
The five stages of group development that teams must progress through include; ‘forming’, ‘storming’, ‘norming’, ‘performing’, and ‘adjourning’ (Zirar, et al., 2023). 

At the ‘forming’ stage teams are often highly motivated on both an interpersonal and professional level and eager to build relationships and identify their role within the group (Kumar, et al., 2014). Leadership qualities are exhibited, and preliminary boundaries and expectations are established (Bonebright, 2010). According to Miller (2014) during the initial stage, individuals suppress their ‘true character’ whilst exploring the team in order to fit in, a front that is not sustainable and eventually leads to inter-personal conflict. With reference to policing, there is a high influx of not only student officers, but also officers that have reached independent patrol status and officers that temporarily join a team to provide cover (College of Policing, 2023b). With this in mind, the ‘forming’ stage applied to policing is one that is continually changing thus, impacting team dynamics. However, the Code of Ethics that detail the standards for professional conduct stipulate that every officer must be open, honest and transparent, and must always be seen to comply with professional standards (College of Policing, 2014). 
 
The ‘storming’ stage, otherwise referred to as conflict is where individuals operate with less restraint and become hostile to one another challenging preliminary expectations and boundaries (Miller, 2014). Within the policing profession, inter-personal conflict can occur within a team and can have detrimental effects on performance as well as team morale (Tansey, 2022). That said, police officers are encouraged and have a positive obligation to question colleague conduct directly without fear of conflict (College of Policing, 2023b). Abbas (2022) recognises that should conflict be able to manifest, the team will continually exist in an unsettled cycle of conflict. Therefore, the adoption of a democratic leadership style and an understanding of conflict models during a ‘storming’ stage will improve team cohesion by building trust among individuals, thus fostering high levels of engagement and performance (Lee, 2023). 

During the ‘norming’ stage team dynamics and cohesion have been established and responsibility and control is shared within the team dynamics with less interference from hierarchical rule (Kumar, et al., 2014). Subsequently, inter-personal conflict is confronted with decreased emotion and professionalism (Last, 2019). 

‘Performing’ is the final stage of the original model (Tuckman, 1965). Communication and opinions are encouraged and inter-personal conflict results in innovation and progression (College of Policing, 2023d). The team at this stage have established a synergy, displaying flexibility in their roles, a sense of confidence and positivity with shared leadership and a clear focus on common goals (Zirar, et al., 2023). This final stage mirrors the standards that are required for the complex and evolving challenges faced in modern policing thus upholding the Code of Ethics whilst contributing to an inclusive workplace culture (College of Policing, 2023c).
Tuckman and Jenson (1977) identified an additional element to the theory; ‘Adjourning’, illustrating the stage where a team has achieved their end goal and have separated whilst reflecting on their experience (Jones, 2019).

‘Tuckman’s Model’ according to Hurt and Trombley (2007) displays many benefits. Its simplistic structure is easily remembered enabling team developers to understand the dynamics in improving team cohesion and performance. However, it is crucial to have knowledge and understanding of how to integrate and adopt the appropriate strategies to move from one stage to another (Hurt and Trombley, 2007). Leadership in policing is inclusive and encouraged in order to create a supportive and adaptable workforce (College of Policing, 2023d). If these strategies are absent, Komar (2023) suggests that a team may remain in the ‘storming’ stage which will undoubtedly effect team dynamics and performance (Kumar, et al., 2014). Hurt (2012) agrees, and further suggests that in order to develop high performing teams, other theories should not be ignored and should indeed be integrated and not under-utilised. 

With this in mind, the ‘Thomas-Kilmann Conflict Model’ presents five approaches to assist in managing conflict resolution within teams based on high and low levels of assertiveness and cooperativeness (Thomas and Kilmann, 2008). Where individuals fall within low levels of both assertiveness and cooperativeness, this area is the least effective way to manage conflict as it focuses on ‘avoidance’. In comparison to being highly assertive and cooperative which is recognised as the ‘collaborative’ approach and the most beneficial approach to find solutions and build respect for the team dynamic (Last, 2019). 
Furthermore, when an individual is highly cooperative but is unassertive, they become ‘accommodating’, although this behaviour avoids conflict, it does so at the expense of possible innovative ideas to appease others, and subsequently may lead to resentment. When considering professional standard requirements, accommodating behaviour can have a negative effect on challenging improper conduct and failures to comply with professional standards (Thomas and Kilmann, 2008). Similarly, where an individual is highly assertive but uncooperative, this behaviour is viewed as ‘competing’, a dominating trait to assert authority which can create animosity within team dynamics. However, this approach can also motivate a team to compete constructively (Guzowski, 2022). Lastly, at the centre of the ‘Thomas-Kilmann Conflict Model’ is the ability to compromise, recognised to be the most moderate in both scales which can invoke mediocre progress and impact on team performance (Thomas and Kilmann, 2008). 

The ‘Lencioni Model’ recognises that the dysfunctions that impact team performance and effectiveness fall within five common categories; absence of trust, fear of conflict, lack of commitment, avoidance of accountability and inattention to results (Last, 2019). 
Trust is the foundation to team performance, the absence of trust inhibits communication thus, preventing team cohesion particularly in the policing profession where integrity and confidentiality are integral to the Code (Whitworth, 2023). However, trust can be difficult to cultivate therefore highlighting the importance of adopting a democratic leadership style that values transparency, communication and participation (Lee, 2023). 

Identifying the challenges that this model highlights according to Lencioni (2012) encourages a trusting relationship where the team have the courage to vocalise and express their opinions and concerns and maintain high standards whilst focusing on the team dynamic to achieve a collective goal. Lencioni (2012) expresses that the avoidance of conflict is counter-productive and advocates that it can lead to an ‘artificial peace’ where controversial topics vital to team development are disregarded creating ambiguity within the team. 

As with any team dynamic theory, the ‘Lencioni Model’ and ‘Tuckman Model’ have advantages in practice as they highlight the behavioural and emotional forces that influence team performance (Last, 2019). Additionally, the integration of the ‘Thomas-Kilmann Conflict Model’ highlights the approaches required to manage inter-person conflict, a requirement in the development of team cohesion (Last, 2019). However, developing team cohesion whilst enhancing both individual and team performance requires an element of motivation and drive (Diem Vo, et al., 2022). 

Motivation is recognised to be the catalysist for success within team dynamics. Motivated individuals produce a higher quality of work, and research has suggested that motivation is determined by the needs of the individual (Diem Vo, et al., 2022). Maslow’s hierarchy of needs (Maslow, 2012) depicts that to achieve a desired goal, a number of physiological and psychological needs progressing from basic to complex need to be satisfied to enhance team cohesion. This theory is formulated upon basic survival needs, safety and belonginess, esteem needs and self-actualization (Thomas and Kilmann, 2008). 

When considering basic needs, many individuals are motivated by financial security (Guzowski, 2022). Within the police service performance indicators and targets encourage individuals to achieve high standards and accomplish goals. However, achieving high standards is attributable to effective leadership and a good working environment that offers a sense of belonging and connection, depicting the correlation with team dynamic theories and the psychological needs that ‘Maslow’s theory’ advocates (Maslow, 2012).

It is evident that effective team development can only be achieved by understanding the advantages and disadvantages of different theories and models associated with team dynamics. 
Following the evaluation of the aforementioned models and their relevance to the team dynamics in policing, it is apparent that it would be advantageous to incorporate multiple team dynamic theories into the development of team cohesion, whilst considering inter-personal conflict and the motivation requirements which result in enhanced individual and team performance. Through the application of theories and models, a team can be equipped with the knowledge and skills to perform optimally whilst maintaining professional standards requirements and having the confidence to challenge improper conduct effectively. 
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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:



There is a wealth of literature exploring the increasing crime rates within the United Kingdom and the detrimental effects serious and organised crime has on communities, which are directly affecting the public’s perception of the police (Crocker and Webb, 2017). Organised crime is defined as “planned and coordinated criminal behaviour and conduct by people working together on a continuing basis” and is documented to be one of the most critical issues faced in modern-day policing, undermining the rule of law, and eroding public trust (Crown Prosecution Service, 2022).

The use of criminal intelligence is fundamental to support policing objectives (College of Policing, 2023a). To effectively tackle crime, approved investigative procedures such as surveillance and arrest are utilised to disrupt and target offenders. However, due to the stark increase in organised crime and the subsequent harm caused to the public, the National Crime Agency (2023a) has proposed that the best way to disrupt organised crime is through the investment of innovative policing capabilities and tactics, together with the effective policing of the roads (Home Office, 2023). Therefore, through collaboration, the dissemination of information to build intelligence will prove significant to the detection of crime thus bringing offenders to justice (National Crime Agency, 2023a).


‘Intelligence’ is recognised to be collected information that has been developed for action to assist police in the prevention, investigation, and detection of crime (National Crime Agency, 2023b). To assist in the disruption of crime, intelligence is utilised through the application of cutting-edge policing capabilities, whilst closely working with partner agencies to produce a strategic and tactical response (Home Office, 2023). 

College of Policing (2023b) infer that information and intelligence is fundamental to prioritise action and stipulate that the police should utilise intelligence as a tool to disrupt criminality. That said, it is essential that such powers are justified and proportionate in the circumstances (Code of Ethics, 2014). 

Police information relates to raw data obtained, recorded, and processed for a policing purpose and can be collected in one of three ways; routine collection, volunteered information, and tasked information (College of Policing, 2023c). ‘Routine collection’ refers to information obtained in connection with routine operational policing activity with specific policing purpose whilst responding to and dealing with an incident. ‘Volunteered information’ is collected from members of the public and partner agencies and can be regarded as intelligence. Whereas ‘tasked information’ is the prioritised collection of information that may be assessed from sources such as closed-circuit television (CCTV), covert human intelligence sources and automatic number plate recognition (ANPR) systems (College of Policing, 2013b).

Information sharing between organisations, or parts of an organisation is conducted in accordance with General Data and Protection Regulation (GDPR) and the Data Protection Act (DPA) (2018) (College of Policing, 2016). Additionally, the application of the National Decision Model (NDM) assists police officers and staff to examine decisions and assess the need to share information based on circumstance, whilst considering the purpose, potential benefits, risks and precise information to be shared (College of Policing, 2013c). Appreciation should also be given to the ‘Management of police information’ (MOPI) which defines such purposes to be, to protect life and property, preserve order, prevent and detect offences, bring offenders to justice as well as any duty or responsibility arising from common or statute law (College of Policing, 201

Muir (2020) defines intelligence to be information subjected to analysis to inform specific and targeted interventions against a nominated problem relevant to police practice. Policing intelligence incorporates the obtaining, analysis, and the utilisation of information to make informed judgements via the use of technological driven techniques which facilitate an efficient policing response to intelligence (College of Policing, 2023a). 

Fundamental to the application of intelligence, the National Intelligence Model (NIM) is used to identify the reliability of an intelligence source and thus ensures the best potential information is sought, in conjunction with the NDM to disrupt and prosecute offenders (HMICFRS, 2023). Norbury (2020) stipulates that the objective of intelligence-led policing is to disrupt criminal activity through effectively sourcing, assembling, and analysing intelligence to target enforcement and patrol. HMICFRS (2020) concur, documenting that the police require high-quality intelligence to disrupt and dismantle organised crime, however, acknowledge that obtaining such intelligence is based on working collaboratively with the police and public services which enables the police to ‘Pursue, Prepare, Protect and Prevent’, known as the ‘4Ps’ (HMICFRS, 2020).


When submitting an intelligence report to the force intelligence unit, officers are required to make an assessment pertaining to the reliability of the source and credibility of the information received by use of the ‘3x5x2’ framework to provide a shared understanding between law enforcement agencies (Ministry of Justice, 2019).
The credibility of the information must first be established, the three sources of gradings incorporate the ‘reliability’, in effect, the source be that human intelligence, technical, scientific or forensic and whether that source be ‘untested’ or ‘not reliable’ (College of Policing, 2023a). 

Before acting on any intelligence, it is imperative to substantiate the information (United Nations Office on Drugs and Crime, 2011). When grading the information or intelligence it is fundamental to understand the roots of the information, how it became known. ‘Directly to the source’ referring to first-hand information. ‘Indirectly to the source but corroborated’, this corroboration may pertain to technical sources or other intelligence, but the information provided does not have to be first-hand knowledge, however the reliability of the information can be verified by a recognised reliable source. ‘Known indirectly to the source’ through a third party or indeed, ‘Not known’ where there is no way to assess information provided, for instance where a source is anonymous and finally information which is ‘suspected to be false’ (College of Policing, 2023a).

Regarding the dissemination of intelligence, handling codes and conditions are put in place to assess and balance the risks associated with sharing the information and the potential risks of not sharing. ‘Lawful sharing permitted’ illustrates where there is a legitimate policing purpose whereas, ‘lawful sharing permitted with conditions’ requires handling conditions to be placed on the intelligence to assess the covert or overt use of information (Muir, 2020).

The ‘NIM’ focuses upon the key priorities of policing and identifies ways in which officers can disrupt criminality. Intended to standardise policing practices, the model brings together aspects of intelligence-led policing and devises strategies and tactics to enhance the police's ability to adopt a proactive policing approach and aid decision-making (Keningale, 2022).

With reference to disrupting criminality, it is acknowledged that individuals involved in crime will often use tactics to prevent information being leaked regarding their activities (College of Policing, 2023b). To combat this, ‘covert human intelligence sources’ can by employed to infiltrate organised crime groups to gain access to criminal plans and information. Such ‘covert’ intelligence gathering must be made in accordance with the Regulation of Investigatory Powers Act (RIPA) (2000) and the Human Rights Act (HRA) (1998) (Tudor, 2021).

Gains et al (n.d) acknowledges that the police have a duty to disrupt criminality in all its forms and advocates that effective policing of the roads will significantly increase the chances to detect and disrupt crime through the application of modern technology. Technology has the ability to change how law enforcement responds to traffic crimes and can be utilised to tackle and combat crime (HMICFRS, 2020). Such methods acknowledge the ways in which criminal enterprises such as organised crime groups operate based on their use of the roads (College of Policing, 2023b). Subsequently, measures founded upon intelligence have been adopted by police to disrupt criminality though the application of vehicle tracking, automatic number plate recognition, CCTV, average speed cameras and facial recognition to name but a few (College of Policing, 2023b). 

It is widely documented that offenders will use the road network to facilitate the commission of crimes including drug smuggling, the illegal trafficking of people, counterfeit goods, county lines exploitation and crimes of violence (Department for Transport, 2020). In view of this, the National Police Chief’s Council (NCPP) National Roads Policing Strategy (2022-2025) is structured around four key pillars of activity; to prevent harm to the public, tackle crime, drive technology and innovation and change minds (National Police Chief’s Council, 2022). 


Used as a tactical option to disrupt, prevent and detect criminal activity at local, force, regional and national level ‘Automatic Number Plate Recognition’ (ANPR) technology can identify a vehicle of interest based on its number plate (Mufti, et al., 2021). Thus, ANPR can be used to track travelling criminals and organised crime groups providing valuable lines of enquiry and evidence during an investigation (College of Policing, 2013a). Parameters for searches should be proportionate and justified in the circumstances and therefore ANPR is regulated by RIPA (2000) and operates in line with GDPR, DPA (2018) (Home Office, 2019).

As a technological resource, ANPR can strengthen intelligence through the identification of vehicles and produce accurate geographic location data to identify and locate persons of interest and identify crime trends and hot spots to assist in both reactive and proactive investigations (College of Policing, 2013a). Such information and intelligence contribute to the strategic deployment of resources, disrupting criminal activity on the roads (National Crime Agency, 2023b). Chief Inspector Robinson documented the effectiveness of intelligence and technology such as ANPR in the disruption of criminal activity highlighting the success of a three-day operation involving neighbouring forces whereby ANPR and intelligence was used to target vehicles linked to organised crime (Jacques, 2020). As a result of the operation, 230 individuals were arrested for offences including attempted murder, possession with intent to supply class A and B drugs, and possession of offensive weapons, firearms and criminal property, 22 knives recovered, 54 vehicles seized, 62 illegal items seized and six warrants executed (Jacques, 2020).


Through the application of credible intelligence, ANPR can be used to research the movements of vehicles of crime, and research alibis through cross-referencing and integrating information with data from other sources (College of Policing, 2013a). Furthermore, ANPR technology can assist in the disruption of crime where police have placed ‘markers’ on vehicles of interest, supported by reliable intelligence (College of Policing, 2013a). In these circumstances, Davies (2019) illustrates that the identification of vehicles travelling with these ‘markers’ can be provided to officers, thus enabling the prompt interception of vehicles contributing to the disruption of crime. This was evidenced by ‘Operation Wolverine’ which resulted in the seizure of over one thousand vehicles in just one month, further emphasising the success of intelligence-led policing (Greater Manchester Police, 2023). That said, despite its effectiveness, ANPR raises privacy concerns, and its implementation requires careful consideration of ethical and legal aspects to ensure responsible and lawful use (Adams, 2019).


The use of information and intelligence in the context of roads policing is significant in the disruption of prevalent criminal activity. Police can proactively ensure the safety of the community through the strategic gathering, analysis, and application of actionable intelligence to disrupt criminal enterprises at various levels. Engaging with the community to gather valuable information is an essential aspect of intelligence-led policing. Establishing trust encourages citizens to share relevant information which in turn facilitates an effective collaborative flow of intelligence and strengthens the relationship between the police and local communities.
As technology continues to enhance, and organised crime groups develop intelligent, strategic ways of operating, the role of information and intelligence in policing the roads must evolve. Arming the police with increasingly sophisticated tools to stay ahead of criminal activity remains crucial to effective policing to maintain public safety and uphold the rule of law.
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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 
 
 
 
 
 
 Case file building and interviewing

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




8
	Low 
1-4 
	Med 
5-7 




5
	High 
8-10 
	 
I am currently about to begin my month attachment within the HUB department where I hope to learn a better understanding of case file building and interviewing skills. I will be paired up with a more experienced HUB officer and will look to learn and adapt any knowledge. I have previously completed many case files however I am unaware of the purpose of each document. I look forward to learning and enhancing my skills which will aid my development when I return to response policing.

In relation to interviewing, I sometimes find that it can be a daunting process and depending on the severity of the offence or offences can be overwhelming. I am going to look at the time at the hub to learn and adapt certain ways on techniques other officers use and utilise them to my advantage in order to help with wellbeing and adopting a better learning approach.

	SKILLS 
 







Blue light driving course
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 



8
	Low 
1-4 



1
	Med 
5-7 
	High 
8-10 
	 Whilst I am approaching my 2 years’ service in my role as police constable, I am looking to achieve the following skills in order to help my personal progression goals. I am currently on a waiting list for the blue light course and have completed the relevant NCALTS along with the highway code test in preparedness for when I am invited to attend the course. I believe that obtaining blue light status will enhance the service provided to the public, due to the demand across the force.

	EXPERIENCE 




 
 
 PSU Officer 











































Taser training
























Method of entry




















Traffic attachment





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





Within the next month I will be attending a 4-day course on public safety unit training where I will be expected to run a bleep test of 6.3 followed by further endurance and strength tests. I will then be taught by the trainer how to hold the shield correctly and discourage any missiles being thrown at me or my colleagues. The reasoning for me attending the course because I enjoy public order incidents and prior to joining the police worked in many stadiums in the United Kingdom as a response steward. I aspire to join the territorial support team once out of probation and will look to use PSU to learn different ways to deal with a situation and to improve my conflict management to a high standard.




One of the skills Territorial Support Team (TST) officers must have is a taser. Due to the line of work, they attend from drug warrants to riots and searching for high risk missing persons it is important that they are prepared for every incident. Every TST officer must be always equipped with a taser. I would hope to achieve my taser to put me in a good position of achieving a role on TST.






Whilst recently attending my officer safety course I approached the trainer to conduct my suitability test to gain the correct requirements to attend a course. 
I would like to achieve method of entry training to enhance my skill. Unfortunately, I was informed that there are no courses at the moment, however I will continue to monitor this.




Due to being on response I am yet to issue a traffic offence report. I would like to attend an incident and have the processed explained to me by a roads policing officer along with the rules and legislation. Thus, I intend to book a traffic attachment shortly to gain an understanding and improve my confidence in the area.
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