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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:

Introduction
All organisations have cultures. The term ‘organisational culture’ is defined as the beliefs, assumptions, values and ways of communicating that contribute to the unique social and psychological environment of an organisation or company (Gotham Culture, 2021). Simply put, organisational culture is “the way things are done around here” (Deal and Kennedy, 1982). Whilst it is mainly associated with businesses and corporate settings, organisational culture does have applications within policing. The police are a unique organisation because officers have the ability to enforce the law (Grieve, Harfield and MacVean, 2007).

This essay will look at the impact organisational culture has on police officers, the risks associated with organisational culture and strategies used to maintain wellbeing and resilience. 

Organisational Culture in Policing
An organisation’s culture defines the proper way to behave within the organisation (SHRM, 2021). Organisational culture is optimal if the interests of the employees are served, staff are satisfied, management is supportive and facilitating and organisational output is effective and successful (Farkas, Sallai and Krauzer, 2020). This is difficult to maintain in modern day policing as senior management teams are constantly changing and with it the ‘aims’ for the organisation, external agencies make internal processes even harder e.g. new disclosure regulations for the Crown Prosecution Service and the media is constantly scrutinising officers’ actions and use of force.

Examples of organisational culture
Police officers all see themselves as the ‘good-guys’ and share common values including a mission to fight crime, being guardians of social order and see their title as more than just a job but a vocation (Cain, 1973). This has had a positive effect on my wellbeing as each day I work with people who want to help others like I do, this in turn effects my mental health in a positive way. 

Organisational culture such as a cynical outlook on things and a dark sense of humour is long standing within policing. Whilst seen as a negative aspect, humour in the workplace can help form bonds and reinforce solidarity which is important when working in dangerous environments as police officers often do (Gowitzke, 2019). I am generally a happy person and use humour and jokes to diffuse situations and to lighten the mood on shift. 

Police officers often develop an ‘us and them’ sub-culture between them and the outside world (Gowitzke, 2019). Officers work shifts and can find it hard to socialise or form relationships with civilians and the outside world (Reiner, 1984). The ‘us and them’ division can also be applied within policing itself with tensions arising between uniformed officers, detectives, police staff and senior management. 

I have personally observed a policing culture also, where education and higher education has no place within response policing. It is commonly practised that policing does not require a degree and you learn on the job by those more experienced than you, not through books or research. This is a particularly hard culture to manage as part of my probationary period I have to complete the new Police Constable Degree Apprenticeship (PCDA) framework by gaining a degree in policing. 

Canteen Culture and Risks to conforming to Organisational Culture
‘Canteen culture’ refers to the way in which people working in a particular workplace can develop a shared set of values or prejudices and is a suggested explanation for police discrimination and lack of fairness sometimes displayed in police discretion (Tutor2u, 2021).

Unwanted organisational behaviours have been addressed previously as identified in the Scarman Report (Scarman, 1982) which labelled the police “institutionally racist”. Whilst the implementation of new legislation such as the Police and Criminal Evidence Act (1984) aimed to tackle this, police forces are still under scrutiny to this day for their unfair stop search figures in black people compared to white people (Dodd, 2020). This issue is being tackled and all officers in South Wales Police (SWP) have been asked to take part in a ‘Let’s Talk About Race’ seminar where national and local issues surrounding race and cultures are explored. 

In addition, studies have shown that previously, officers sometimes violated the rules in order to’ get the job done’ as well as abusing discretionary powers of physical force (Gowitzke, 2019). This ultimately lead to the police culture ‘code of silence’ which is an adopted practice where officers do not talk about wrong-doings they have been involved in. This was seen in the infamous Lynette White case where it was alleged former SWP officers moulded, manipulated, influenced and fabricated evidence (Morris, 2011).

The police force has historically been a masculine domain which struggled to accept female colleagues (Gowitzke, 2019). Policing has always been perceived as violent and physically demanding therefore, an occupation reserved for men. Cultural expectations and behavioural norms mean that women entering policing are at a disadvantage (Deans, 2015). Research shows that sexism within police culture remains institutional (Westmarland, 2008). 

Negative corporate cultures can promote unethical behaviour, causing a variety of problems (Mack, 2019). In policing this could include things like Sergeants taking credit for their teams work, unethical employees allowed to remain in the job, stigmas associated with whistleblowing or speaking out against unfair practices and older colleagues allowed to get away with more than younger officers. This can cause rifts between teams, ranks and departments which could have huge implications for the force, their performance and more importantly, their perceptions from the public.

Strategies for maintaining wellbeing and resilience
SWP has recently recognised National Response Week and pledges to address response officer’s wellbeing by having wellbeing dogs visit the stations and offering head massages at police stations. However, this does not address the real problems that organisational culture and the role itself has on its officers. Fatigue, social isolation, burn-out and decline in mental health are all issues I have experienced since joining the police. I have adopted various strategies to help maintain my mental health, build resilience on bad days and improve my overall well-being. 

This includes things like talking to colleagues, friends or family members. It is documented that talking about thoughts and feelings can help release tension and gives distance and perspectives on issues (Skills for Care, 2016). It is recommended that building a support network can help reduce the impact of stress in your life (Mind.org, 2021). I try and implement this strategy by taking the time out to see friends and family despite the commute or tiredness on rest days. I also speak with colleagues regularly, especially after an emotional incident or sudden death I have attended. Shift nights out are also a great way to integrate with the team however, this has been difficult the past year with COVID-19 restrictions.

Another way I try and build resilience is by nurturing myself or taking time for ‘self-care’. When stressed, it is very easy to neglect your own needs and this can lead to things like loss of appetite, ignoring exercise and not getting enough sleep (Cherry, 2020). I have tried to make time for activities that I enjoy for example planning date nights with my partner to the cinema or for food, making time to see my martial arts coach one a week and identifying when I simply need a day on the sofa watching Netflix. Self-care has been shown to help with maintaining physical, emotional and mental reserves (Amherst College, 2021) and is something I implement in my weekly routine. 

Conclusions
As an organisation, the police face a variety of issues that have ultimately changed the organisation itself. This includes things like the hierarchical structure, old versus new generations of police officers, social judgement as well as education and technological advancements (Farkas, Sallai and Krauzer, 2020).

Whilst the COVID-19 pandemic is an added pressure to the already stressful role of a response officer, coping mechanisms are essential for increasing your ability to respond to, deal with and bounce back from adversity (Cherry, 2020). Whilst this essay explored building social networks and the importance of self-care, there are many other strategies available for building resilience and managing stress. 

However, it is not all down to the individual officer to cope with stressors surrounding organisational culture. Every institution needs to confront the issues affecting their staff and remember that not all people respond pressures in the same way (Schlesselman, Cain and DiVall, 2020).
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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
Dynamic risk assessment is a continuous process where hazards and risks are identified, assessed, monitored and reviewed during the rapidly changing circumstances of an operational incident (The ACT Emergency Services Agency, 2021). This is a complex skill and in order to assist police officers in their decision making, the National Decision Model (NDM) was developed by the Association of Chief Police Officers (ACPO) (South Yorkshire Police, 2017). The NDM is suitable for all decisions, spontaneous or planned and is used to rationale what officers did during an incident and why (ACPO, 2021). At the heart of the NDM is the code of ethics. Ethical decision making is a necessity in policing, it does not necessarily mean making a decision everyone agrees with but rather making an informed and moral decision between competing choices (Ethics in Policing, 2021).

This essay will explore a domestic related incident in which I played a significant role and evaluate my decision making process throughout the incident.

Incident
A 999 call was received whereby a male had asked for police assistance due to a female assaulting him. Upon my arrival, an Asian female was outside the address with a cut to her left arm that was bleeding. She was irate, screaming and crying. I searched the female to ensure she did not have any objects to hurt herself or anyone else. 

I have then spoken to the reporting person, who was also of Asian ethnicity but could speak English. It transpires that the female was a sex worker and had not been paid the right amount by the male so she has assaulted him by biting and kicking him. Based on this disclosure from the victim I have then decided to arrest the female and whilst I was placing handcuffs to her, she ripped one arm free and proceeded to punch herself in the face and bang her head repeatedly on the cage of the police vehicle. I have attempted to restrain her but in the process she has started to swing her arms at me whilst still trying to hit her head. I have tried to stop her from doing this but she has then bitten me forcibly to the thigh and would not let go. At this point the male came back out and went for myself and my colleague accusing us of assaulting the female. My colleague had to subsequently restrain the male. I have pressed my emergency button to ask for assistance from further local units.

Once the situation was under control, the female had to be taken to hospital as she had split her head open from headbutting the cage. I arrested her for domestic related actual bodily harm and assaulting a police officer. 

National Decision Model

Gather Information and Intelligence
Gathering the relevant facts using information that is accurate, adequate and current is important for making effecting decisions of all kinds, including ethical ones (Kidder, 2021). As such, whilst on route, I have asked control room for any further details, Police National Computer (PNC) checks and warning markers of the persons involved and on the address itself. This is important as it gives officers further information and intelligence to know what they are walking in to. It can give them a heads up for previous weapons markers, violent tendencies and if the involved persons have any ailments which can all effect later decisions and plans (Devon and Cornwall Police, 2021).

The checks came back as a male that is known to me and who I know can be extremely violent. I did not know the female involved, but the information I gathered and collected from the control room and police systems was that the male has contacted police due to the female physically assaulting him and she has then gone on to self-harm. There were also numerous incidences from the address over the past five years as well as a marker for a dangerous dog at the property.

Assess threat and risk and develop a working strategy
This is the analytical stage of the NDM and involves assessing the situation, including specific threats and risks. Decision makers are encouraged to consider the objectives, prevent discrimination, promote good relations and foster equal opportunities during this phase (College of Policing, 2014).

At this stage, I knew I needed to separate both parties and to give both the victim and suspect the opportunity to give their version of events openly and freely. I made the control room aware of the estimated time of arrival and the fact I had appropriate Personal Protective Equipment which include handcuffs, leg restraints, baton, Paver Spray and I was up to date with my Officer Safety Training. As per ACPO and force guidelines, I switched on my bodyworn video as I knew this was a domestic related incident. This can help strengthen cases, safeguard victims and allow for victimless prosecutions by the Crown Prosecution Service (Roberston, 2019).

I have arrived at the address where an Asian female has made herself known to me, and I have noticed that she has a cut on her left arm which was bleeding. At this point I did not know if this was the female involved in the original call but she was very irate, screaming and crying. I have searched her for any objects that could hurt herself or others in order to minimise any potential threat. She was then detained and placed in the police vehicle where my colleague remained to engage in conversation with her and to ascertain her details. 

I have then made my way inside where I obtained the first disclosure from the victim and observed his injuries which included distinctive bite marks and reddening to several parts of his body. I did a quick assessment of his injuries and concluded they were not life threatening. By this point, I was adhering to my plan. I had separated both parties, ascertained details of the incident and injuries and had control over the situation. 


Consider Powers and Policies
I searched the female under Section 1 of the Police and Criminal Evidence Act (PACE) 1984 which allows an officer with reasonable grounds to search a person for any offensive weapon, bladed articles or prohibited items (Nottinghamshire Police, 2014). This was justified and proportionate in the circumstances. My grounds were, the initial call stated the female had assaulted the victim, she had self-harm marks caused by unknown implement, she was in a high crime area and was acting suspiciously outside the address, refusing to give her personal details and to account for her presence in the area.

I also believed my decision to place the female in handcuffs was ethical as she had assaulted someone, she was aggressive in nature towards officers, to protect herself from further harm and to protect myself and colleague from any potential assaults. This falls in line with ACPO guidelines which state officers must take into consideration the persons prior actions, if violence has already been displayed and the likelihood of violence in the near future (ACPO, 2009).

After the first disclosure from the victim, I concluded that based on the victims injuries and account, the assault amounted to Actual Bodily Harm. This was due to the bite marks which is an aggravating factor (DPP Law, 2018). I knew I had a necessity to arrest under code G of PACE to allow for a prompt and effective investigation, protect a vulnerable person and to prevent further physical injury to another (Home Office, 2012) .

Also, South Wales Police has a policy of taking positive action to safeguard the victim of domestic abuse, in particular in the police response stage (Her Majesty’s Inspectorate of Constabulary, 2014). This informed my decision making as I knew I had a responsibility to protect the victim as well as investigate a crime. 


Identify Options and Contingencies
This stage involves considering the different ways to make a decisions or resolve a situation with the least risk of harm (College of Policing, 2014). I had to consider the injuries sustained to the female who was bleeding heavily from her head and had self-harm marks to her arm. I had been bitten by the female, who was still unknown, and could have various ailments or diseases including hepatitis or HIV which is common sex workers. My colleague was preventing the male from closing in on myself and the female suspect. I had to consider the impact of the situation on members of the public and neighbours. There was two of them and two of us however, there were clear mitigating factors. 

My options were to either try and calm the pair down or ask for assistance. If I waited any longer the female could bleed out or lose consciousness however, if I asked for assistance, how long could it take for them to get there and could I be putting other officers in danger if she did have a health condition as there was blood all over the cage of the police van?

Take Action and Review What Happened
As such I decided to carry on restraining the female for her own and my safety. My force was reasonable and just enough to gain compliance. Whilst officers use of force is often scrutinised due to the European Convention of Human Rights (ECHR), there is other legislation that permits it: Section 3 of the Criminal Law Act 1967, Common Law, Section 76 Criminal Justice and Immigration Act 2008 and Section 117 PACE 1984 (ACPO, 2021).

I decided to press my emergency button to ask for other officers to attend the area. This gives officers a 10 second window over the air to say what’s happened and what type of assistance is needed. I explained quickly what had happened and what I was doing and briefed the officers about the blood, hoping they would use appropriate PPE like gloves and masks.

Upon their arrival, the officers gained compliance using ground restraint techniques and later leg restraints. I was able to assess my own injuries and noted the female had not broken but bruised the skin of my thigh. I then arrested the female before she was conveyed to hospital.

Upon reflection, I could have asked for more units in the first instance based on the initial call and injuries. This could have prevented the female from being able to bang her head and perhaps even stop the assault on myself.  

Later I updated the females warning markers on PNC to say she had assaulted a police officer by biting them. This information can be used by officers who have dealings with her in the future to inform their own decision making process. 

Conclusion
The above is an example of a dynamic incident where I thought I had control over the situation that quickly escalated. Dynamic risk assessment is key as it enables a common sense approach to decision making to enable officers to manage the inherent day to day risks in policing, from normal response to major incidents (Metropolitan Police, 2013) and in this case, a domestic violence incident. Policing is serious work and there are important issues at stake, it requires not only technical competence but also a willingness to take difficult action in trying times (New Westminster Police, 2021).

Ethical decision making is a complex topic. Research shows that police occupational culture plays a significant role in the ethical decision making of police officers however, more training is needed to assist officers in dealing with ethical dilemmas they may encounter (Edwards, 2021).
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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:

Introduction
Teams play an important role in most organisations, including police forces. Research indicates that teamwork can accomplish outcomes that could not have been achieved if the same number of individuals worked in isolation (Sanyal and Hisam, 2018). However, teams need to be effective and cohesive in order to be successful and to reach goals (Pramlal, 2004). The term ‘team cohesion’ is the measure of how well individuals within a team work with one another (Howard, 2021). Being a cohesive team means that not only are group goals achieved but all members feel like they have contributed to the overall success of the group (Tenboer, 2020). Conflicts are a natural part of the team process however, they can yield benefits if managed appropriately (Sagepub, 2021).

This essay will explore the theories underpinning team dynamics and inter-personal conflict and look at how team dynamics can result in failing to comply with ethical and professional standards of policing. 

Theories of Team Dynamics
Team dynamics is important as it impacts creativity, productivity and effectiveness which in turn can lead to better work outcomes, customer satisfaction and improved bottom line (Powderly, 2020). It is no surprise then that team dynamics and team cohesion has been the subject of an abundance of research and testing which has led to a series of theories and models to help us greater understand the process of working within a team. Some of these models are explored in the next part of this essay.


Tuckman Model
Bruce Tuckerman, a well-known researcher in group dynamics, developed a four stage model that can be used to assess a team’s cohesiveness (Tuckman, 1965 and Tenboer, 2020). These four stages are:
1. Forming
2. Storming
3. Norming
4. Performing
The Forming stage indicates the beginning of a team where everyone is getting to know each other and ‘feel each other out’, identifying each other’s strengths and weaknesses and testing the waters of communication (Fyfe, 2021).

The Storming phase is a period of conflict and competition where performance can actually decrease whilst obstacles and disagreements are addressed and overcome (Lumen, 2021).

During the Norming stage, there is general agreement and consensus, roles and responsibilities are clarified and accepted and big decisions are made by group agreement (Chapman, 2021).

Finally, the Performing Stage is classified by an increase in strategic awareness, a shared vision of the team, a high degree of autonomy and team members look after each other (Chapman, 2021).

Later, a fifth stage was added called ‘adjourning’ which brings a sense of closure to a team project where individual achievements are recognised and team members reflect on milestones and overcoming conflict which can be taken forward for future projects (Wilson, 2020). 

The issue with the Tuckman model is that it was developed specifically in relation to small-group development, testing was conducted in laboratories rather than in natural settings and only one single group was used for observation (Tuckman and Jenson, 1977).

Despite this, the above model has been a staple in team dynamics research for over 50 years now. It can be used effectively in a wide range of settings including upon the creation of a new team, project or restructure and also for managers and leaders to transition into new roles (Condon, 2019). This is relatable to policing as the police has a high turnover of staff which leads to new teams constantly forming, restructures leading to mergers of teams and new senior management bringing with them their own leadership visions and strategies (Stagberg et al. 1990).

GRPI Model
Richard Beckhard developed a model in 1972 as an approach to increase the effectiveness of a team as well as identifying potential causes of team dysfunction (Chapman, 2018). The four interrelated components of this model (Beckhard, 1972) are:
1. Goals
2. Roles
3. Processes 
4. Interpersonal
Goals are self-explanatory and are the well-defined objectives as well as the desired result of the project. This component also includes things like priorities which are identified and communicated early as well as the expectations of the individuals and the group as a whole (Udoagwu, 2020). Previous research shows that 80% of conflicts within teams can be attributed to unclear goals (Pritchett, Tichy and Cohen, 1998 and Tichy, 2002).

Stage two explores how everyone should know what is their role is, what is expected of them and how they will be held accountable and responsible for their part of the project (Last, 2021). Establishing clear responsibilities early on reduces the time spent resolving any issues that may crop up by enabling members to address the right person immediately (Raue et al., 2013).

The processes stage examines how work gets done and how the team makes operational decisions, allocates resources efficiently and communicates effectively to help solve the inevitable problems that arise. If the processes are not understood then frustrations and conflict can arise (Tartell, 2016).

The last stage is about establishing trust and open communication in order to build successful relations. Improving interpersonal relationships can be developed by things like smiling and being approachable, listening and allowing others their opportunity to give their ideas, asking advice from other members of the team as well as giving compliments for good work (Six Sigma, 2021).

The strengths of the GRPI model is that it highlights the different aspects of team cooperation by clarifying roles and responsibilities, streamlining processes, identifying goals of the project and analysing the social relationships of team members (Raue et al., 2013). The GRPI model is great when a new team is formed or when encountering a problem within a team with an unknown cause (Udoagwu, 2020).

The weakness of this model is that it is widely accepted and adapted for use in sports teams, further research is required to establish if the model is transferrable in corporate or policing settings (Last, 2021).

Inter-personal Conflict
Conflict occurs due to clashes in personalities, difference in opinions, lack of leadership and due to organisational culture. Specifically in policing, conflict occurs within teams, across departments, with members of the public and frequently at domestic incidents with both victims and suspects. Conflict should be addressed and not avoided; It should be handled in a mature and constructive way however, making this the norm in the workplace is the challenging part (Nixon, 2018). As such, models and strategies have been developed to help address and resolve team conflicts. 



Thomas-Kilmann Model
There are several ways employees and teams can try to resolve conflicts (Sagepub, 2021) The Thomas-Kilmann Conflict Mode Model outlines the five main approaches for dealing with and managing team conflict (Thomas and Kilmann, 1974):
1. Competing
2. Accommodating
3. Compromising
4. Avoiding
5. Collaborating 
Competing is a defensive mechanism where an individual stands up for their own beliefs, is domineering and non-cooperative and is simply trying to win (Harappa, 2021). In policing, this can sometimes be seen in people who ‘act up’ in higher positions e.g. sergeant or inspector and feel they have something to prove. This can cause rifts within the lower ranks and leave everyone unsure on their position within the group and their ability to make decisions independently.  

Accommodating essentially means being unassertive. Individuals try and satisfy other people’s concerns and expectations at the expense of their own (Chaplain, 2020). This is often seen in policing where students just ‘go along’ with whatever their tutor says without challenging or asking questions. 

Compromise is seen as the ‘lose-lose’ scenario as neither party truly achieves what they want and can only generate a temporary solution. Compromising is seen as the easy way out when collaboration could yield a better result (Meier, 2011).

Whilst avoidance can sometimes be perceived as a diplomatic move, bypassing or ignoring the issue means individuals don’t address their own issues or problems with others (Harappa, 2021).

Lastly, collaborating is the mode you are most likely to find a ‘win-win’ solution that completely satisfies both parties. Individuals are both assertive and cooperative and all concerns are met, listened to and addressed to produce a functioning solution (Chaplain, 2020). 

There is no single best way to handle every conflict, each of the five modes has its own pros and cons and can be effective if utilised in the right circumstances (Chaplain, 2020).

Despite the above, the obvious limitations of this model are that it doesn’t take into account cultural backgrounds, age or that peoples responses and therefore conflict styles can change  when they are stressed compared to when they are calm (Riverhouse Press, 2017).

Team Dynamics in Policing
Specifically in policing, conflict within a team can be observed in an officer’s use of discretion or decision making. For example, one officer may decide on a course of action such as providing ‘suitable words of advice’ to a motorist seen on their mobile phone whilst driving. Another officer may decide to give a fine for the same offence. This can lead to differences in opinion and cause rifts between members of a team who each think their own way of doing something is right and the other person is not abiding to the police ‘code’. This can lead to the ‘every man for himself’ mentality which can lead to more ‘competitors’ and fewer ‘collaborators’, as seen in the Thomas-Kilmann Model (Drury, 2021). 

If a team can’t get past the ‘storming’ phase (Tuckman, 1965) and constantly disagree on things and what to do at incidents, this could potentially lead to a decrease in the service provided by those officers to a victim of crime. This goes against not only the Code of Ethics, where officers should be ‘open to change’ (College of Policing, 2014) but also goes against the Victims Code where officers have a duty of care to provide a good service and to safeguard victims (Ministry of Justice, 2020).

Officers are taught how to resolve conflict when dealing with the public and have options such as the National Decision Model, Betari’s Box and the Five Stage Appeal (College of Policing, 2021). However, there is no training or input given to officers to help resolve conflict within their own teams or departments. This can ultimately lead to a decline in professionalism, decrease in public confidence and a decrease in overall targets met (e.g. calls attended, number of arrests or number of people stopped and searched etc.).

Conclusion
Teams are the workhorses in today’s organisations and regardless of size, location or department, teams are complex and often encounter problems that prevent them from performing their best (Tartell, 2016). Models such as Tuckman’s and Beckhard’s both help us understand how a team can work optimally whilst Thomas-Kilmann’s shows us that conflict and dysfunction can be overcome in the right environment. 

Whilst the majority of team dynamics research has been conducted in sports teams, health care organisations and corporate environments (Lanken, 2010), more research is needed to see how models, like the ones mentioned above, can be applied in policing and how this effects ethics and professional standards.

It is important to note that team dynamics have been effected by the Covid-19 pandemic with many employees and police personnel having to work from home and liaise collaboratively with people over vast geographical distances. There is already research emerging which highlights the implications this is having on team communication, work transparency and work standards (Morrison-Smith and Ruiz, 2020).
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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:


Introduction
The number of dedicated roads policing officers has declined in recent years, while their responsibilities in supporting general response policing has increased (HMICFRS, 2020). Despite this, criminals continue to utilise the British road network to facilitate the commission of their crimes including the illegal trafficking of people, drugs and contraband as well as county lines exploitations and burglaries. Local police forces, the National Crime Agency (NCA) and other enforcement agencies are focused on detecting and prosecuting these offenders (Department for Transport, 2020) through the use of information and intelligence.

This essay will explore how information and intelligence is used to disrupt criminals, with particular emphasis on the road network and technologies such as Automatic Number Plate Recognition (ANPR).


Information
Information is essentially raw data and facts that have been collected which lack context or analysis (Stark, 2016). In policing this could include a statement made by a Covert Human Intelligence Source (CHIS) or an observation made by a police officer at a traffic stop (Palmieri, 2005). Information is gathered for a policing purpose and is collected in three ways: routine collection, tasked information and volunteered information (College of Policing, 2015). Routine collection is what officers physically observe on their daily patrols, through stop and searches and at incidents they attend. Tasked information is obtained through CCTV systems and databases whilst volunteered information usually comes from the public through sources such as Neighbourhood Watch and Crimestoppers (College of Polciing, 2013)



Intelligence
Intelligence is information that has undergone evaluation, grading, sanitisation and dissemination using the 3x5x2 model to assess its worth (Nafn.gov, 2021). The accurate and timely management of intelligence is the cornerstone of policing and ensures a tailored approach to reducing and eliminating threats or harm (Devon and Cornwall Police, 2020). The Association of Chief Police Officers (ACPO) states that criminals use of the roads can be detected and prevented by the use of appropriate intelligence (National Policing Improvement Agency, 2007). The National Intelligence Model is a framework that assists us in the process as it effects local, cross border and international issues (National Criminal Intelligence Service, 2000).

Information and intelligence can then be used to assist decision making on a strategic, tactical and operational level (National Crime Agency, 2021). In relation to serious organised crimes, tactical intelligence could include the routes an Organised Crime Group (OCG) is using to traffic drugs into the country and how they avoid detection at the border. Operation intelligence could include the description of the actual vehicle and drivers that are carrying the drugs (National Crime Agency, 2021). Strategically, more roads policing resources could then be assigned to patrol and identify the vehicle.

Intelligence Sharing and Multi-Agency Working
Intelligence is not limited to the police alone. The police require information and intelligence from a variety of partner agencies including the NCA, Highways England, Driver and Vehicle Licensing Agency (DVLA) and border agencies to help identify offenders and safeguard victims of crimes. 

This aspect of policing has been highlighted by Avon and Somerset Police who have enforced a number of recommendations following Her Majesty’s Inspectorate of Constabulary and Fire and Rescue Services (HMICFRS) roads policing report in 2020 (HMICFRS, 2020). Recommendation number 10 states that their force should ensure they have effective partnership arrangements including the appropriate intelligence sharing agreements with relevant highways agencies (Avon and Somerset, 2020). 

In addition, the Asset Protection Unit and Merseyside Police force have established an information sharing agreement in an attempt to tackle organised crime (Fleet News, 2014). This will facilitate the transfer of information and intelligence in order to disrupt and decrease fraud more efficiently. 


Intelligence-led policing
Rather than reacting to events as they happen, intelligence-led policing (ILP) uses knowledge already acquired to determine crime trends and patterns to influence police actions and resources (House of Lords, 2008). It seeks to use crime intelligence for more than just individual cases and ensures investigative action is used to target the right offenders and predict future criminality; it is seen as a holistic approach to crime control (Radcliffe, 2008). 

ILP has traditionally been used in roads policing to lead intelligence-led campaigns to target drink drivers at Christmas time or to tackle speeding drivers to help raise awareness of key road safety messages (The Royal Society for the Prevention of Accidents, 2004). Intelligence-led operations for serious and organised crime are explored in more detail below. 


County Lines
County lines is where illegal drugs are transported from one area to another, usually from larger cities to smaller towns, by children or vulnerable people who are exploited by large gangs (NCA, 2021). These individuals are often threatened with violence and are unable to escape or are bribed with cash, designer clothes or drugs (Hampshire Constabulary, 2021). County lines is a major issue for traffic officers who have to be on the ball at identifying vehicles making regular trips from major cities and must use their training and technology to disrupt this type of crime. 

Operation Flood
This operation was an intelligence-led initiative which combined with its multi-agency approach, aimed to dismantle the 200 county lines drugs supply chains in the Greater Manchester region (Mulligan, 2021).

Police and partner agencies entered an information sharing agreement in order to disrupt the county lines network to reduce the amount of illegal drugs entering the city and identifying vulnerable persons exploited for illicit gains (Keeling, 2021).

The police used a variety of intelligence collecting tactics that were both overt and covert and included plain clothes officers and undercover vehicles which, combined with information received from the community, led to the arrest of 12 persons, 8 vehicle seizures and the recovery of a multitude of class A, B and C drugs (Whittingham, 2021).

In this case, Intelligence led to traffic officer resources being distributed and utilised effectively in order to identify offenders involved in criminality and to ensure the appropriate safeguarding of vulnerable citizens through the effective use of roads policing and stop search powers. 


Human Trafficking
Human trafficking can take many forms, but they all involve coercion and exploitation of individuals forced into work, sex, domestic servitude and is often combined with inhumane and degrading treatment (HMICFRS, 2017). According to the National Police Chiefs’ Council, focus is on the police’s ability to identify, rescue and support victims and ensure perpetrators are brought to justice (NPCC, 2021). They aim to do this by improving ways the police and partner agencies gather and manage data and develop greater strategic understanding locally and nationally to improve their tactical response (NPCC, 2021). This will ultimately mean that traffic officers will have a bigger input into modern slavery, training into signs to look out for and briefings on which criminals to target.

Bedfordshire Police
An operation was established by Bedfordshire Police to tackle illegal immigrants and human trafficking. The police had received intelligence and reports from a variety of sources which stated that people had been entering the country illegally in lorries and dismounting at Toddington Services (Bedfordshire Police, 2021). 

As such, officers teamed up with Border Force, the NCA and Central Bedfordshire Council to establish a proactive, intelligence led operation targeting lorries at the service station which has resulted in several arrests, fines and seizures. However, their main concern was to protect and safeguard vulnerable people at risk of exploitation (Bedfordshire Police, 2021) through processes such as the National Referral Mechanism (NRM).


ANPR
Automatic Number Plate Recognition technology reads and instantly checks registration numbers against database records of vehicles of interest (Police.uk, 2021). ANPR technology is used in the prevention, investigation and detections of criminal activity (Home Office, 2020). Proactively, it allows officers to respond instantly and stop a vehicle, speak with the occupants, search the persons or vehicle if they have the grounds and facilitate any arrests if there is the necessity. 

ANPR also has benefits in investigations. It can be used to verify a suspect’s defence in interview by checking where they were at a specific date and time. It can also identify potential witnesses whose vehicles were present during a major incident (College of Policing, 2013). In missing person investigations, ANPR can be used to try and trace high risk or vulnerable people who have fled and are a serious risk to themselves. Dorset police claim that the aim of ANPR is to reduce crime and disorder, increase detection rates of crimes, discourage counter terrorism, uphold public reassurance, develop intelligence and improve overall road safety (Dorset Police, 2021).

Operation Pandilla
This three day operation used ANPR and intelligence to target vehicles on arterial routes and motorways in England to tackle county lines drugs activity. This successful operation resulted in over 200 arrests, weapons and drugs seizures as well as identifying vulnerable drugs runners (Sky News, 2020). This operation combined officers from various police forces and the British Transport Police (BTP) where officers drove along motorways around the London area using static and built-in-ANPR cameras in vehicles to scan several number plates at once to gather intelligence about the travelling criminals which ultimately assisted in bringing down the OCG (Surrey Police, 2020).

Despite the clear benefits of ANPR and technology in policing, technology cannot replace the “observant, experience and highly trained traffic police officer” (House of Commons, 2006). Also, ANPR intelligence is limited to roads who have the cameras installed, criminals are adapting to this technology and are starting to use B-roads where they are less likely to have their number plate recognised. 

Conclusion
Information and intelligence is essential in modern day roads policing to help tackle offences ranging from speeding and drink driving to serious and organised crime such as county lines and modern slavery. Through the use of the 3x5x2 model, Intelligence Model and information sharing agreements, intelligence is disseminated to the appropriate departments such as traffic officers who are able to facilitate a proactive response through patrols, stop and search and protracted investigations with partner agencies. ANPR is a useful tool in combating criminality and allows resources to be deployed in the right areas to tackle serious and volume crime offences (Dorset Police, 2021).

It is worth noting that the coronavirus pandemic caused a change in response and demand to policing the roads (Avon and Somerset Police, 2020) as rail networks were disrupted so criminals had to use the roads. Specifically in intelligence, findings show that during the pandemic, intelligence sharing was reduced due to school closures and other frontline agencies which meant referrals and identification of vulnerable children were reduced (University of Nottingham, 2021).
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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.Understanding the different offences and what constitutes an offence














2. Understanding the roles of other departments

 



















3. Understanding what MG forms go with NGAP and GAP files.

 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7






















6 
	High 
8-10 
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	Low 
1-4 






















4
	Med 
5-7 


5











































5
	High 
8-10 
	 



I make use of my Pocket Sargent book whilst quickly going to calls I’ve never been to before so I can understand what offences we could be dealing with. I try to learn about a wide range of offences and especially the new offences such as Offensive weapons ACT 2019 – Possession in Private section 46 which lists the different weapons you are no longer allowed to possess even in private. 



Knowing how other departments work is something that I need to gather more information on. I have completed my HUB and CID attachment, but still feel I know very little in these roles. However, I have not yet completed my intelligence, traffic and NPT attachments. I am hoping to gain further knowledge on the different type of cases they deal with. Knowing how other departments work will give me a better understanding if these departments are able to assist me in future calls.



I have recently completed my time in the HUB shadowing experienced HUB officers who deal with the MG forms everyday. Since leaving the HUB the forms required to go into GAP and NGAP files have changed. I am now arranging to go into the HUB in my spare time in order to understand the new requirements for the case files. The CPS now require redactions and MG3 forms have been replaced with a new CM01 etc. Knowledge in this line of work is definitely power. The more knowledgeable you are the more the easier the job is and as a new officer I feel like I know a bit, but nowhere near where I want to be. 



	SKILLS 
 
 
 
 1. Developing my conflict skills





























2. To improve my searching skills on a person and/or building/ vehicle 

 
 
 
 
 
 














3. Improve my investigative skills in fraud cases
 
	Low 
1-4 
	Med 
5-7 



























































7
	High 
8-10 
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	Low 
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4
	Med 
5-7 
	High 
8-10 
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As a new officer I have to undertake the OST every year. This allows me to gain more knowledge in what I am able to do when I have to use force on someone. I feel like my previous jobs in the Army and Prison Service has helped me manage a high level of skill when it comes to using force or when to be able to use my communication skills. I understand massively that being able to defuse any situation before it becomes physical by only using words is the best thing to try and do, but on occasions I am not able to do this and have to use force. When using force I understand the guidelines that SWP put out in order to protect myself and also the subjects I am using force on.

Again, due to my previous role I feel that I have a huge advantage on other new officers who were on the same intake as me. I feel like my searching abilities are one of my strong points in the job whether that be a person, vehicle, building or searching for a missing person. When a missing person comes in I am quickly able to identify all avenues that I would need to go down. It does require a lot of time and effort and this is where coming into buildings searching for people plays its part. I identify quickly the places where a suspect or missing person may be hiding.

I have recently been assigned some slow time fraud investigations where nearly £5000 has been taken by an ex-employee. I have had to work with economic investigators and submit charter applications. I aim to improve my knowledge in this area by liaising with investigators and partner agencies including the CPS to hopefully get a charging decision and to ensure any future investigations are dealt with sufficiently to support victims of fraud.

	EXPERIENCE 
 
 
 
 
 
 1.Gaining experience in a large scale public order event, protest or riot.


















2. To experience a critical or major incident.


 
 
 
 
 
 
 
 









3. To experience giving evidence in court
 
	Low 
1-4 
	Med 
5-7


























7 





















7
	High 
8-10
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	Low 
1-4 


























2





















2
	Med 
5-7 




5
	High 
8-10 
	




When the incidents were happening down Cardiff Bay where there was a large scale public order which involved subjects throwing bottles at officers and led to a number of arrests. I have wanted to gain further experience in how to deal with these kind of disorders. I have recently joined PSU and have gained further knowledge of how to deal with public order events. So I am looking to gain experience in upcoming events such as Football matches and protests. 


I have been to incidents where a number of police sectors are used such as, TST, dog units, fire arms and external units such as paramedics (ambulance, first responder and medical helicopter). Also I have worked with the fire station in regards to a car being petrol bombed. I would like to see all these units work as one. Due to our low number on shift it is difficult for me to attend a critical incident just to observe other sectors working together.


I have been on response for over a year now so I know I will eventually be called to court either as an arresting officer or OIC for a case which can be very important for the prosecution’s case. I have yet to experience what it is like giving evidence in both Magistrates and Crown Court. I didn’t get the opportunity to go whilst in my HUB or CID attachment but once Covid regulations have relaxed my aim is to watch a case in the public gallery. 
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