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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:

In this assignment, I will reflect on how organisational culture may have influenced my practice as an officer exercising independent patrol status and the risks that conforming to organisational culture may have on my own well-being. Through reflection, I will illustrate strategies that I use to maintain well-being and resilience as research indicates that ‘organisational structures and cultures influence beliefs, attitudes and identities’ that can affect officer’s ‘ability to undertake their roles or their response to stressors’ (Garbarino et al., 2013 as cited by Demou, 2020). I will also consider how I have retained personal values when responding to stressors embedded within police culture.

The Cultural Web identifies six related elements of organisational culture that include stories, rituals and routines, symbols, organisational structure, control systems and power structures (Johnson and Scholes, 1992 as cited by Chartered Management Institute, 2015). I will use some of the components of organisational culture to reflect on the current influences I am immersed to and consider their impact on my own well-being. On reflection, there have been instances where senior officers have shared ‘stories’ relating to previous events and employees for a variety of reasons, usually for the purpose of demonstrating how much the organisation has changed (Johnson and Scholes, 1992). Some of these stories have referred to times when officers had more autonomy and when there was less bureaucracy which on occasions, has caused me to feel discouraged and resentful of current working practices. 

Atherton (2012) refers to ‘alternative spaces’ where ‘negative aspects of police culture’ such as cynicism and anti-bureaucracy are expressed (Atherton as cited by Charman, 2017). This suggests that officers can create environments where feelings such as these are welcomed which in my experience can affect an officer’s attitude towards current working practices and their overall work ethic. The risk of conforming to this aspect of organisational culture is evidenced by research that identifies that police officers who experience sources of stress such as ‘low morale’ are at greater risk of producing lower quality work (Manzoni & Eisner, 2006; Richardsen & Burke, 2007 as cited by Demou, 2019). 

To avoid the attitudes of some officers affecting my feelings of morale and work ethic, I reflect on the reasons why officers may have developed negative attitudes towards current working practices and ‘reframe unhelpful thoughts’ (NHS, n.d). This method of improving well-being enables me to identify that negative thoughts, sometimes encouraged by the attitudes of my colleagues are unhelpful, so by recognising them and thinking differently, I can improve my mood and performance in work. In order to think differently about thoughts encouraged by cynicism, I consider the fact that I have only been subjected to current working practices so know no different, and recognise that it is unhelpful to think about past times where policing was regarded by some as sites of ‘masculine hegemony, prejudice, discrimination and exclusion’ (Charman, 2017). 

When experiencing stressors such as cynicism and anti-bureaucracy, personal values such as integrity, compassion and appreciation have supported my understanding of organisational change, the attitudes towards change and reasons why change was necessary in the first place. Bernthal (1962) claims that ‘values’ help individuals ‘evaluate the dynamics of an organisational culture’ (Bernthal, 1962 as cited by Ertosun and Adiguzel, 2018) which suggests that individuals may retain their own personal values by using them to understand the organisational culture that they work within. I have retained personal values such as compassion and integrity when experiencing low morale by considering how senior officers have had to adapt to new ways of working, and by also appreciating that issues such as bureaucracy have arisen overtime to ensure professionalism and accountability. 

Rituals and routines are defined as ‘the daily behaviour and actions of people that signal acceptable behaviour’ and within my current team I have become aware of both positive and negative forms of this type of organisational culture (Johnson and Scholes, 1992 as cited by Chartered Management Institute, 2015). A negative action that I have observed on shift is how some officers are favoured due to their affiliation with sport. I have come to recognise that officers who play rugby are more likely to have annual leave agreed and given time to watch sport on shift and this has caused me to feel frustrated and excluded from the shift on some occasions. Despite it being unfair for officers to be given privileges such as these when other officers are not, this behaviour has become accepted by the majority. The risks of conforming to this behaviour is that it excludes others and supports the view that a ‘masculine culture’ exists within the police (Manning, 1978 as cited by Silvestri, 2017). 

Manning (1978) points out that a masculine culture exists within the police that emphasises ‘virility, toughness’ and masculine interests such as sport (Manning, 1978 as cited by Silvestri, 2017). In addition to officers being favoured who participate in sport, I have also experienced what it is like to be regarded as tough due to my height and build. Being regarded in this way, makes me feel like I cannot express emotions such as fear or uncertainty and I am aware that supressing my emotions in this way, will likely result in my mental health becoming compromised. Angehrn et al (2021) produced research which investigated gender disparities in policing and noted that a masculine culture negatively affects both male and female officers and that ‘as part of hegemonic masculinity, expressing emotions is seen as feminine, not valued…’. 

A strategy that I have utilised to avoid the impact of masculine culture has been raising issues with supervisors which I am aware has been outlined as method for improving well-being in the Blue Light Well-being Framework (2020). In contrast to the findings published by Angehrn et al (2021), the Blue Light Well-being Framework (2020) identifies that employees should be encouraged to raise issues with their supervisors that cause stress in the workplace. This was not an easy decision for me to make as I ran the risk of alienating myself from colleagues in receipt of the aforementioned privileges and potentially isolating myself further from the shift. Evidence that supports the likelihood of this outcome is the ‘blue code of silence’ which refers to the solidarity exhibited amongst officers during circumstances of misconduct (Charman, 2017). However, Charman (2019) more recently points out that despite there still being a strong sense of comradeship amongst officers, ‘it is not unqualified’ and that there are now ‘limits to the solidarity’. Charman (2019) explains this shift in attitude as relating to new recruits now perceiving police work as a ‘job’ rather than a ‘lifestyle’.

I realise that the expectations held by other officers due to my stature is something that is likely to continue and is not something that I can change, so maintaining my resilience will be key to managing this issue in the future. In addition to raising issues with supervisors, I have found speaking to colleagues and supervisors who present as more positive and resilient to be beneficial for my ability to cope with stress. Cunha, Cunha and Rigo (2009) support the view that positive leaders who provide recognition, engagement and openness create atmospheres ‘where there is an enhanced level of resilience’ (Cunha, Cunha and Rigo, 2019 as cited by Hesketh and Tehrani, 2017). 

Overall, I feel that shift dynamic and the behaviour of my supervisors are both extremely influential in determining my sense of well-being. I think that I am focussing on aspects of organisational culture such as stories, routines and rituals because of their impact on my performance and progression as an officer. I understand that in order to reduce their influence, I must utilise strategies that can lessen their impact such as reframing unhelpful thoughts, raising issues with supervisors and speaking to positive and resilient colleagues. I also appreciate the significance of retaining personal values as they support me in understanding the dynamics of police culture and adapting to my new identity as a police officer. 
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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:

In this assignment, I will reflect on decisions that I made when dealing with a domestic incident and explain the rationale behind these decisions using the National Decision Model (College of Policing, 2020). I will reflect on instances where I assessed risk when dealing with this incident and the information and intelligence that I used to recognise the level of threat and risk of harm present. I will also demonstrate how I used my discretion and understanding of ethical policing principles when making decisions that affected both the victim and suspect and considerations that I made when recording details of the incident.

I have chosen to reflect on an incident involving domestic violence for the purpose of this assignment that first came to police attention when the female victim reported that her boyfriend had assaulted her by dragging her around the bedroom and strangling her. The victim had informed the call handler that the suspect had assaulted her because she had told him that she wanted to end the relationship. As the call had been graded an emergency, I travelled to the address using my blue lights and when I arrived there, the victim confirmed that the suspect had left. I assessed the injuries present on the victim and was able to conclude that they were minor and did not require immediate medical attention. The victim did not know where the suspect had gone but could confirm that he had left in his vehicle and was in possession of his mobile phone. 

The first stage of the National Decision Model (NDM) requires the decision maker to ‘define what is happening or has happened’ and ascertain information relating to the initial report that has been made (College of Policing, 2014). In respect of this incident, at the time that the initial report was made, I could confirm that the male had assaulted the female and was still at the offence location. On route to the address, I asked the control room to carry out local and police national computer checks for both parties and as a result, I was able to ascertain that there had been no history of domestic violence or relevant convictions however, this did not give any further indication of the nature of the threat. With limited information concerning the victim or the suspect on police systems, I based my initial risk assessment on the information reported by the caller. The College of Policing (COP) state that ‘static factors’ such as previous criminality or convictions do not provide a full and accurate picture of the likelihood to cause harm (COP, 2020). This suggests that with limited information, officers must consider other factors when risk assessing incidents. The College of Policing (COP, 2022) state that when officers attend domestic incidents, they should consider that it may not be the first incident experienced by the victim despite them not having reported anything previously. This suggests that officers should consider the behaviour of victim’s who experience domestic abuse when risk assessing incidents of this nature and not just rely on information and intelligence. Although the limited history of domestic violence mitigated the risk of harm, as outlined by COP, I considered previous unreported incidents when assessing the threat and risk of harm present (COP,2022). 

The second stage of the NDM requires the decision maker to assess the situation, ‘including the specific threat, the risk of harm and the potential for benefits’ and develop a working strategy (COP, 2014). The Society for Risk Analysis (SRA, 2018) support this view, stating that risk assessments are ‘systematic processes’ which require identifying ‘risk sources, threats, hazards and opportunities’. In respect of this incident, as this was the first domestic incident reported by the victim, I considered how this may also be an opportunity to provide the appropriate intervention to safeguard her which could ‘benefit’ her situation in the long run (COP,2022). The ‘risk source’ in this scenario was the victim’s partner and whilst he remained at the location, the risk of harm was high, as it was probable that he would continue to harm her. The threat level was also high due to the suspect attempting to strangle the victim. Given that the level of threat and risk of harm were high, I decided that immediate action was required and developed a working strategy that included confirming the welfare of the victim and detaining the suspect (COP, 2014). However, due to the suspect having left the location when I attended, I was forced to conduct a ‘dynamic risk assessment’ (DRA) which is recognised as step two by the JESIP interoperability framework (2021). JESIP (2021) explain that DRAs should be carried out to reflect the task objective, the hazards present and level of harm posed by the hazard. I had formed my objective for dealing with the incident based on the information that had been reported by the victim which was to take immediate action to contain the threat and prevent any further harm being caused. The ‘hazard’ in this situation was the suspect still being at large making it a possibility that he could return to harm the victim (JESIP, 2021). 

The next part of the NDM dictates that the decision maker identifies the powers, policies and legislation relevant to the incident (COP, 2014). The victim had stated that she had been ‘dragged around a room’ by the suspect and that he had strangled her which meant that the offences of Common Assault and Strangulation were made out (Criminal Justice Act 1988 and Offences Against the Person Act 1995). I considered my power to arrest the suspect as I was presented with enough information to suspect that he had committed the aforementioned offences and in addition to legislative powers, I also thought about guidance that makes reference to taking ‘positive action’ when dealing with incidents of domestic abuse (COP, 2018 and Police and Criminal Evidence Act 1984). In order to take positive action, I continued to make efforts to locate the suspect after he had left the address, despite the victim no longer being at imminent risk.  

In order to make an informed decision, the NDM states that officers must consider several options and contingencies so that a decision is made which presents the least risk of harm (COP, 2014). Due to the suspect leaving the address, there were several options that I considered when deciding upon how best to proceed with the investigation. The options I considered were to conduct arrest enquiries for the suspect, put the suspect out as a wanted person or the least preferred option of arranging for the suspect to complete a voluntary interview. In order to prevent physical injury from being caused to another person and to allow for a prompt and effective investigation, I decided that conducting arrest enquiries was an opportune solution to the problem (Police and Criminal Evidence Act 1984). Deciding to conduct arrest enquiries presented further options such as ANPR checks, previous and associate address checks and contacting the suspect directly by phone. As the suspect had minimal offending history and information on police systems for him was limited, I decided to contact the suspect by phone and ask him to meet with me. 

When making this decision, I considered demonstrating an ethical approach towards decision making and on reflection, I can recall contemplating what information to provide the suspect with. I was conscious of not appearing naïve, prioritising safety, preserving evidence and ‘doing the right thing’ (COP, 2014). I realised that asking the suspect to meet me under false pretences or through omission would be unethical and would be acting against policing principles such as fairness, honesty, integrity, openness and objectivity (COP, 2014). I decided that informing the suspect of my plans to arrest him would not cause any further harm to the victim or compromise the investigation and would be considered ethical decision making. This decision was also ‘proportionate’ given the allegation, nature of the incident and the duty that I had to take positive action (COP, 2014). However, I did consider possible ‘contingencies’ that may arise when implementing this decision, such as the suspect not agreeing to inform me of his whereabouts once he was told that he would be arrested (COP, 2020). I thought about the consequences of this happening and felt that it could be easily remedied by conducting other arrest enquiries that I initially considered. I also considered resources that were available to me in acting upon this decision in the form of another officer accompanying the victim to preserve her safety, obtain her account and complete the domestic abuse risk assessment (COP, 2014). 

The action and review stage of the NRM requires the decision maker to have implemented an action and indicates that officers should review the decision made and reflect on the consequences (COP, 2020). The decision I made to contact the suspect and inform him of his arrest proved to be successful and resulted in his arrest, detention and questioning via interview. I used my body worn camera to capture how the victim presented when I initially attended her address and when arresting the suspect and asked the officer who remained with the victim to take an account from her via an electronic pocket notebook entry. I did this to preserve evidence that may be required if the victim were to refuse to give a formal account. HMICFRS (2020) state that when in the public interest, officers should endeavour to progress cases of domestic abuse ‘even if this means doing so without the support of the victim’. In instances such as these, ‘robust cases’ must be built to reduce the reliance on the victim’s account (HMICFRS, 2020). In respect of this incident, I also considered further evidential enquiries such as house to house, medical evidence and obtaining the 999 recording to help build a stronger case if a victimless prosecution was to be pursued. 

The victim however, refused to make a complaint but did consent to the sharing of information concerning her circumstances with multi-agencies. I felt concerned that the victim did not wish to pursue a complaint and considered whether there was anything that I could have done differently when dealing with her (COP, 2014). On reflection, I feel as though I prioritised the victim’s safety from the time that I arrived at the address until the suspect was detained and ensured that she was provided within an opportunity to give her account as early on in the investigation as possible. I also feel like she was always kept informed of police actions and given safety advice relevant to her circumstances. However, I am aware that reasons such as economic dependence, embarrassment, privacy of family and victim blaming attitudes contribute to why victims of domestic abuse do not proceed with investigations and understand that some of these are beyond my control (Shrader and Sagot, 2000 as cited by Gracia, 2004). Nevertheless, arranging for the victim to complete a domestic abuse risk assessment may have resulted in other agencies signposting support that could reduce other factors that may have caused her to withdraw from the investigation.

To conclude, I have learnt that officers must consider various sources of information to make competent and ethical decisions and that decisions should not be made solely on information made available on police systems. This reflection has also served as a reminder to develop my awareness of guidance relevant to offences that I am investigating and the necessity to review decision making so that it is a skill that I continuously develop throughout my career.
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Task 3

Relevant areas of the National Policing Curriculum: 
Maintaining Professional Standards, Leadership and Team-working

	
Evaluate theories of team dynamics as a means of developing team cohesion (reasons why some teams cannot function, theories and models relating to team dynamics, ways to improve team cohesion).

Consider why inter-personal conflict can occur within a team and outline what strategies can be adopted to enhance individual and team performance. 

Consider how team dynamics within the police service can result in failing to comply with professional standards requirements (Code of Ethics, policies, procedures, protocols or legislation).


1750 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

This assignment will explore theories of team dynamics and evaluate how they can be used to explain the development of team cohesion. The impact of interpersonal conflict on team cohesion will also be explored as well as possible strategies that can be used to improve team performance. The assignment will also contain examples of how team dynamics within the police service can result in failing to comply with legislation and standards of professional behaviour such as the Code of Ethics (COP, 2014). 

A team can be defined to as ‘… two or more people who interact, dynamically, interdependently, and adaptively toward a common and valued goal-objective-mission, who have each been assigned specific roles or functions to perform…’ (Salas, Dickinson, Converse, & Tannenbaum, 1992 as cited by Fletcher and Major, 2006). The notion that team work relates to allocated roles and functions is supported by Belbin’s group role theory where it is claimed that particular individuals take on specific roles within a team and that ‘role balance’ has a vital effect on the outcome of work produced by a group (Belbin 1969 as cited by Belbin 2010). This suggests that in order for teams to work cohesively, individual roles must be assigned that are balanced in respect of the requirements of the task. Belbin (2010) identify ‘nine team roles’ that are likely to exist within a team that include; plant, resource investigator, co-ordinator, shaper, monitor evaluator, teamworker, implementer, completer finisher and specialist. Belbin’s theory suggests that team cohesion can be achieved if individuals have their own role to perform and with each role having unique strengths, the outcome achieved of the task will be much more successful (Belbin, 2010). 

However, each of the nine team roles identified by Belbin, carry ‘allowable weaknesses’ that may jeopardise team cohesion (Belbin, 2010). For example, Belbin (2010) claim that ‘completer finishers’ have a tendency to worry unnecessarily, demonstrate reluctance when delegating tasks and can ‘nit-pick’. Whereas, plants have the propensity to ignore details and can become ‘too preoccupied to communicate effectively’ (2010). With such contrast in weaknesses, there is a suggestion that completer finishers may become frustrated with the plants’ tendencies to ignore details and the lack of communication could cause them to worry more. On the other hand, a plant may become annoyed with the completer finishers tendency to ‘nit-pick’ as they are not concerned with details. This theory recognises that delegated team roles promote efficient outcomes however, it could be argued that conflict will still exist within teams, despite team members having separate responsibilities due to ‘allowed weaknesses’ (Belbin, 2010). 

CIPD (2015) state that ‘interpersonal friction’ can be caused by both annoyance and frustration related to ‘industrial disputes’ and conflict that occurs on an individual level. This suggests that team cohesion can be impacted by conflict derived from both the workplace and individual differences which introduces the idea that strategies that are to be used to promote team cohesion must be targeted at both forms of conflict.  Conflict management may be a useful tool in promoting team cohesion, but consideration should be given for behaviour that does not conform to standards of professional behaviour. When considering team dynamic within the police service, engaging in conflict that is based on professional and personal issues may result in failing to comply with the Competency and Values Framework for policing (College of Policing, 2016). The College of Policing state that officers should try to understand colleagues, listen to others and make efforts to understand the needs, perspectives and concerns of others (COP, 2016). Therefore, it could be argued that instances of conflict amongst officers that result in ‘disputes’ may not demonstrate the requirement for officers to be ‘emotionally aware’ (College of Policing, 2016) 

Tuckman’s theory of group development focusses on both ‘interpersonal relationships’ and ‘task activity’ (Tuckman 1965 as cited by Bonebright, 2010). Tuckman (1965) claimed that groups must pass through a four-stage model comprising of forming, storming, norming, performing in order to reach ‘effective group functioning’ and later introduced the stage ‘adjourning’ (Tuckman 1965 as cited by Bonebright 2010). Once the team have passed through the ‘forming’ stage and have formed relationships with others, they are then likely to experience the ‘storming’ stage which can be characterized by divisions caused by interpersonal issues. Tuckman (1965) explained that in this stage, group members may be forced to seek security and can become hostile because of their need to maintain individuality, thus resisting group formation. Tuckman’s theory suggests that team cohesion may be affected by differences in interpersonal beliefs and behaviour and that because of this, individuals may isolate themselves and withdraw from the group. However, the theory does not evidence what types of differences can cause the conflict present in the storming stage.

Interpersonal conflict is defined as a ‘dynamic process’ between individuals which involves ‘negative emotions’ that can occur as a result of ‘real or perceived disagreement’, a difference in interests and needs, and varied perceptions towards goal attainment (Barki & Hartwick, 2004; Taylor & Moghaddam, 1994 as cited by Beitler, 2018). This suggests that team cohesion may be affected by individuals within a group perceiving that their interests and beliefs do not align with others even if they do in reality. It also suggests that conflict can arise because of group members requiring varying levels of support for personal needs and due to them seeking to achieve different goals in comparison to others in the group. This suggests that intervention targeted at improving team dynamics must consider differences such as these when aiming to resolve interpersonal conflict. 

Tuckman’s theory suggests that interpersonal differences must be worked through in order to move into the ‘norming’ stage where team members are reported to have accepted each other’s ‘idiosyncrasies’ and feel like they can ‘express personal opinions’ (Tuckman 1965 as cited by Bonebright, 2010). This stage of the model is described as a time where the ‘group develops cohesion’ however, strategies for promoting acceptance and creating harmony amongst group members is not presented within this theory. Tuckman’s theory has been the subject of criticism in respect of the group’s development from ‘storming’ to ‘norming’ and arguments have been out forward for clarity over what happens if the team remain in the ‘storming’ phase (Rickards and Moger, 2002). If this scenario were to be applied to a group of colleagues and attempts to manage conflict had been unsuccessful, alternative methods such as action taken by senior management or disciplinary procedures may need to be considered. If a team of police officers were unable to resolve their differences, behave in a calm and professional manner and work as part of a team, they may not be adhering to standards of professional behaviour such as the Code of Ethics (COP, 2014). The Code of Ethics dictates that officers must maintain ‘authority, respect and courtesy’ by demonstrating ‘self-control’ and ‘tolerance’ towards colleagues and by ensuring that their behaviour could not be perceived as ‘abusive, oppressive or offensive’ (COP, 2014). 

Tuckman introduced the ‘adjourning’ stage in 1977 which sought to address ‘the group life cycle’, introducing the reality of separation and individuals dispersing from the group (Tuckman, 1965 as cited by Bonebright, 2010). When referring to a group of employees, members of staff leaving the team or new members joining may be viewed as the ‘reality of separation’, and this may result in the team needing to re-formulate roles due to the change in dynamic. If roles within a team had already been assigned, new members joining the team or old members leaving may disrupt the team dynamic and affect the team’s performance (Belbin, 2010). In relation to Tuckman and Belbin’s theories, strategies used to enhance team performance would need to focus on processes used to recruit or move staff into new teams and these would need to be based on the current dynamic and roles within the team. This could be viewed as a strategy to mitigate interpersonal conflict and conflict caused by the reality of separation.

Research aimed at investigating team cohesion differentiates cohesion into two types, ‘task cohesion’ and ‘social cohesion’ which suggests that strategies used to enhance team cohesion would need to be targeted at both forms for interventions to be successful (Salas et al, 2017). According to Demireva (2019) the term ‘social cohesion’ refers to ‘solidarity’ and ‘togetherness’ so may be a form of cohesion that is needed in the initial stages of group formation where individuals are getting to know each other’s differences and form relationships (Tuckman, 1965). It could be argued that if individuals were to experience a sense of solidarity, they may reach the ‘norming stage’, be more accepting of group ‘norms’ and work together cohesively (Tuckman, 1965). However, in relation to team dynamic within the police service, officers conforming to group ‘norms’ is not always considered to improve performance and encourage positive outcomes. Police organisational culture is a topic that has been widely investigated and findings overtime have indicated that it can be the cause of ‘negative practices including the misuse of authority, sexual harassment, discrimination, and excessive force (Brown and Biggs, 2016; Brown, 1998 as cited by Brough et al, 2016). Findings such as this, provoke the idea that officers can behave in ways that is in breach of legislation that governs policing practice such as PACE and may even exhibit behaviour that could be considered criminal (Police and Criminal Evidence Act, 1984). With this in mind, adhering to group norms may benefit team cohesion in some capacity but team members would need to be cautious of norms that do not promote professional behaviour.

Research suggests that effective leadership is a strategy that can be used to promote social and task cohesion and methods that should be considered include, ‘fostering acceptance of group goals’, ‘promoting teamwork’, ‘high performance expectations’ and ‘individual consideration’ (Callow et al, 2009). Demonstrating leadership traits such as this may help to alleviate interpersonal conflict and withdrawal from the group which may result in progression onto the ‘performing’ stage of group development (Tuckman, 1965). At this stage, the group are described as a ‘problem solving instrument’, consisting of a ‘structure that is supportive of task performance’ (Tuckman, 1965 as cited by Bonebright, 2010). The demonstration of effective leadership traits could serve as a useful strategy in promoting individual and team performance, as they could result in higher levels of productivity and a team which is self-managed. 

To conclude, theories indicate that team cohesion can be achieved through delegating job roles according to members strengths, and there is also an indication that team cohesion can be achieved once the group have passed through developmental stages relating to their ability to form relationships and resolve differences. There is some acknowledgement within theoretical understanding of team dynamic for interpersonal conflict but little suggestion of how team members can overcome it. Research indicates that effective leadership, conflict management and the promotion of social cohesion are useful tools that can be used to resolve interpersonal conflict and promote team cohesion. Standards of professional behaviour should be utilised in instances where interpersonal conflict cannot be resolved and when group norms are being adhered to that are likely to promote unprofessional behaviour.  
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

	
Explain how information and intelligence can be used in the disruption of the more prevalent criminal activity (e.g. drug smuggling, human trafficking, child sexual exploitation, counterfeit goods, organised crime groups and ‘county lines’) by effective policing of the roads. 

Outline how ANPR can be used as investigative resource when disrupting criminal activity. 

1750 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

This assignment will include an explanation of how information and intelligence can be used to disrupt prevalent criminal activity such as organised crime groups (OCG), human trafficking and child exploitation by effective policing of the roads. Despite there being an emphasis on road safety, the police have also introduced strategies aimed at targeting wider crime on the roads, where the aim is to deny ‘criminals the used of the road’ who are involved in organised crime, trafficking and county lines (NPCC, 2018). This assignment will also outline how ANPR can be used as an investigative resource to deny criminal’s the opportunity to use the roads in the commission of offences. 

Halkon and Muir (2022) identify that policing the ‘road network’ can lead to officers intercepting criminals linked to organised crime who may be involved in the trafficking of ‘illicit items or people’, vulnerable children involved in county lines operations and victims and perpetrators of modern slavery. This suggests that ‘wider crimes’ associated with roads policing are related to serious and organised crime and that road use is necessary for the commission of these types of offences. The UK Government (2020) state that an ‘efficient road network is essential to a thriving economy’ and point out that ‘what works for commerce also works for criminals’ as they use road networks to 
facilitate the commission of crimes that involve the ‘illegal trafficking of people, drugs or other 
contraband’. 

The UK Government (2018) define organised crime as ‘individuals planning, coordinating and committing serious offences, whether individually, in groups and/or as part of transnational networks’. The term ‘transnational’ suggests that OCG members rely on the movement of items or people across the UK to function, which is actioned through using public transport or the roads. Children involved in county lines are often manipulated into drug dealing where they are expected to deliver drugs ‘to towns outside their home county’ (The Children’s Society, 2022). This suggests that transportation is also required for children to be able to distribute drugs to different locations and this is a well-known tactic used by OCG. The UK Government (2017) describe modern slavery as the ‘recruitment, movement, harbouring or receiving’ of people through ‘force, coercion, abuse of vulnerability’, and state that it can include ‘facilitating travel with the intention of exploiting them soon after’. Perpetrators of modern slavery offences, therefore, are likely to use the roads to move people for the purpose of exploiting them. The nature of serious and organised crime as outlined above, suggests that offences such as these, are clandestine in nature due the vulnerability of the victims involved and will require proactive policing techniques to disrupt organised crime and bring offenders to justice. 

The College of Policing (2021) identify that vulnerable people are those who as a result of their circumstances, are incapable of taking care of and protecting themselves or others from harm. COP (2021) also claim that because of vulnerability, people become involved in criminality and may not disclose information that could help to protect them from harm. With this in mind, it is probable that criminals target vulnerable people because of their tendency to not disclose information to others. The National Vulnerability Action Plan (NVAP) identifies the need for officers to form ‘good working relationships’ with other services that are in touch with vulnerable people, ‘to enable a good information exchange both ways’ (NPCC, 2020). This suggests that services in touch with vulnerable people may be able to share information that is relevant to their involvement in offences such as human trafficking, exploitation and modern slavery so officers should consider this a viable option when attempting to disrupt serious and organised crime. The NVAP (2020) also dictates that forces must ensure that information or intelligence relating to vulnerable people drives ‘intelligence uplift and tasking processes’ and the plan instructs forces to develop capabilities that highlight areas of vulnerability which require intervention or prevention activity such as modern slavery (NPCC, 2020). This indicates that information sharing is recognised as an effective method that can be utilised in tackling serious and organised crimes due to the likelihood of there being victims involved that are not willing to come forward and provide evidence formally.

The National Crime Agency (NCA, n.d) also highlight the need for gathering intelligence when tackling serious and organised crime as it builds an ‘accurate intelligence picture’, that enables them to prioritise intervention against greater threats and target disruption methods effectively. The NCA state that intelligence can be used to disrupt serious crime through identifying routes that are being used by OCG to traffic prohibited items such as firearms or drugs, vehicles used to distribute these items and what tactics they may be using to avoid detection. This suggests that intelligence can be used by agencies to identify the modus operandi of those involved in the commission of serious crime and introduce policing measures that instigate actions such as stopping and searching vehicles linked to organised crime. West Midlands Police were highlighted by HMICFRS for their innovative use of ‘analytical resources’ used to reduce the criminal use of the roads (HMICFRS, 2020). They demonstrated that by using data from partners effectively, hosting intelligence briefings and using the ANPR database, they were able to target repeat offenders by identifying their regular routes and implementing roads policing patrols, resulting in them disrupting criminal activity (HMICFRS, 2020). This suggests that when information and intelligence is shared effectively, and further analytical resources are used such as ANPR; outcomes for disrupting those involved in serious and organised crime are substantial. It also suggests that a collaborative approach is needed when planning and implementing actions that may require the assistance of partners as well those in force.

However, the sharing of intelligence and information related to policing the roads has been the subject of scrutiny. In addition to finding examples of good practice, the HMICFRS (2020) also report findings of ‘a lack of effective use of analytical products or targeted enforcement activity to support road policing’. Findings have indicated that officers have described the intelligence process used for policing the roads as ‘broken’ and have raised issues relating to how they have needed to share information amongst themselves via ‘social media apps’ due to not receiving intelligence that will enable them to target offenders (HMICFRS, 2020). On the other hand, there is evidence to suggest that intelligence-led policing of the ‘strategic road network’ has resulted in the ‘seizure of large quantities of cash, illicit drugs and other illegal goods’ which suggests that when forces are sharing information and planning police intervention based on intelligence, successful outcomes are being attained when tackling serious crime (Police Scotland, 2016). Nevertheless, there is further criticism in existence that relates to the capacity of forces to prioritise wider crimes committed using the road network over road safety. It has been argued that if forces were to prioritise tackling wider crimes committed on roads, this may be at the detriment of ‘casualty reduction’ (The Police Foundation and DriveTech, 2021).  Despite this, there are actions that can be completed at a response level that can help to disrupt serious criminality as pointed out by Halkon and Muir (2022) who state that officers intervening on road safety grounds are sometimes able to uncover wider crimes. 

The College of Policing (COP, 2019) state that officers should use ‘intelligence and enforcement to disrupt criminality’ through policing the roads and identify options that can be considered by officers such as powers to stop and seize vehicles and the use of Automatic Number Plate Recognition (ANPR). COP (2019) describe ANPR as a system that is used to identify vehicles and link them to ‘predetermined indices or flags’ and is regarded as a ‘proactive policing tool’ that can be used to reduce crime by targeting criminals who use the roads to commit offences. ANPR has facilities that include reading ‘vehicle registration marks’ through the use of Number Plate Reading Devices (NRD) which can then be compared against information held on ‘database records’ (COP. 2019). COP (2016) list ANPR as a tactical option that should be considered when disrupting serious and organised criminals and identify its uses for recognising vehicles from their make and model or partial registrations, association with PNC markers flagged against the vehicle and ability to identify vehicles that are being used as part of a convoy. This suggests that ANPR can be used for investigating the routes travelled by those involved in serious and organised crime and may indicate locations where people, drugs or other illicit items are being taken. It may help to establish locations where known organised crime nominals are attending or counties that children and people may be travelling between to deliver drugs or to be exploited. 

However, there are some disadvantages that relate to the effectiveness of ANPR that include; criminals using hire cars, treating or obscuring number plates and using stolen vehicles or cloned plates instead of those registered to them (COP, 2016). Despite some NRD’s containing cameras which can help to capture images of the driver and passengers of vehicles, criminals have been known to cover their faces when they are aware of a camera’s location (COP, 2016). Overall, ANPR is effective when information or intelligence is received that links the vehicle to criminality. Therefore, information needs to be gained initially to optimise its functioning as a means of disrupting serious crime. 

In conclusion, there is a wealth of evidence available that indicates the reliance that those involved in serious and organised crime have on road networks. Without the opportunity to travel on roads to move people, items or drugs, criminals are not likely to succeed in the commission of offences which is why roads policing is imperative in preventing serious and organised crime. Those involved in the commission of serious and organised crime often use people who are vulnerable and less likely to disclose information which instigates the need for professionals to recognise vulnerability and share information on their behalf. Information gained from victims of serious and organised crime and other sources should be developed collaboratively, to build a picture of the tactics used by those involved in organised crime to enable targeted disruption techniques to be deployed. Using information and analytical resources such as ANPR is crucial when investigating and disrupting serious and organised crime and despite criticism, officers must consider the need to police wider crime committed on roads in addition to road safety. 
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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 
 

	[bookmark: _Hlk99912639]KNOWLEDGE 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

6
	High 
8-10 
	Low 
1-4 
	Med 
5-7 

7
	High 
8-10 
	Since achieving independent patrol status (IPS), I would say that I have gained enough knowledge to perform my duties as a police constable to a competent level. I have developed my understanding of policies, procedures and legislation relevant to my role as a police constable with IPS and performing my role independently has allowed me to gain more context of how theory is demonstrated practically. I am keen to attend calls and complete handovers so that my knowledge of how to manage and investigate different offences is enhanced. 
However, I have identified several areas of police and evidence-based knowledge that I will need to develop in order to score a higher rating overall. 
Since achieving IPS, I have completed several case files relating to driving offences, possession of a bladed article and those that involve violent disorder. However, the case files I have submitted have referred to either summary or either way offences, meaning that I have only been required to complete a case file for magistrate’s court. This has meant that I have not gained knowledge of some of the MG forms needed for crown court. In order to improve my knowledge in this area, I will book myself onto the case file submission workshop as this will increase my knowledge of all the MG forms/series needed for crown court files. Before completing the course, if I am to become officer in case for a investigation that is likely to be heard in crown court, I will ask experienced officers for support or speak with officers in the Criminal Investigation Department as I am aware that they investigate serious crime so are likely to complete crown court files more frequently.
I have also identified that my knowledge of serious crimes is lacking due to the limited exposure that I have had with these sorts of offences on response. This is of concern to me because of the number of serious incidents where I am required to provide an initial response. Although, I appreciate that serious crimes are more likely to be investigated by the criminal investigations department, I want to make sure that as the first officer on scene, I preserve evidence and do not do anything that could compromise the investigation. In order to develop my understanding of offences that are more serious, I will arrange to complete an attachment within the criminal investigations department or Gravitas which is a department that focusses on investigating serious crimes that are considered a local policing priority. I have reminded myself of the golden hour principles and consider this when dealing with all incidents.

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7

5 
	High 
8-10 
	Low 
1-4 
	Med 
5-7

 7
	High 
8-10 
	I have scored myself at the higher end of medium due to the concerted effort that I have made to complete training that has developed my skill set as a police constable. The courses that I have completed so far have included initial response driving, method of entry and tier 2 interviewing. These courses have encouraged me to feel more independent as a police officer and have resulted in situations where I need to use my own agency as a police constable to make decisions. I have used them to assist colleagues in their duties which has made me feel more valued by colleagues and more equipped to deal with investigations.
However, there are skills that I would like to develop which include use of force. I have felt comfortable when using force since achieving IPS due to my former job role, but I have wanted to advance my skills in this area to become a taser trained officer. I have applied for the course and I am currently waiting for a date to complete training. Becoming a taser trained officer will support me in joining the roads policing specialist operations (RPSO) unit which is a department that I am keen to move onto after my time on response. Additional courses that I have arranged to complete include stop stick training which is a technique that can be used to stop vehicles that are being pursued and I am also due to complete my category D1 Licence training.
Since completing my tier 2 interview training, I have become better at conducting suspect interviews however, interviewing is a skill of mine that requires improvement. Interviewing is an aspect of police work that I lack confidence in and after reflecting on past experiences, I have come to note that I worry about my questioning technique and whether the information I have retrieved, is relevant to the offence. In order to develop this skill, I am taking time to evaluate my performance at interview by watching them once completed and making a note of things that went well and not so well. I have asked my supervisor to watch one of my interviews and offer feedback on what I can improve on and have also enquired about completing an ABE interviewing course. I know that this style of interviewing is only relevant to intimated or vulnerable victims but I am told that it teaches officers skills that can help them to complete more structured interview plans and ask questions that are open and likely to gain detailed responses. Receiving ABE interview training would also benefit my performance and ability to obtain accounts from victims. 

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7

 6
	High 
8-10 
	Low 
1-4 
	Med 
5-7 

7
	High 
8-10 
	I have scored myself highly within the medium category for experience due to the number of incidents that I have attended since achieving IPS. All officers on response are having to  experience higher demand due to lower levels of staffing and although this will have negative implications on officers performance, it has meant that I have gained a vast amount of experience within a relatively short length of service. 
However, there are aspects of my role that I feel that I have limited experience, and this includes investigating missing people. I have not had a lot of experience of dealing with the initial response to missing person reports and would like to gain more experience with conducting preliminary enquiries such as obtaining details of their whereabouts prior to going missing, conducting room and area searches and identifying relevant enquiries relating to the missing episode. In order to gain this experience, I have asked my sergeant to task missing person reports to me when appropriate and I have made an effort to review missing person investigations that are being dealt with by colleagues on shift. 
I would also like to gain more experience with dealing with handovers.
Despite having a reasonable level of experience of handovers, I still feel that this is something that I will benefit from having further involvement with. I have already gained experience of working within custody clocks to complete outstanding enquiries, interview plans and have implemented various disposal methods. Nonetheless, the time that it takes to action each task, is something that I would like to become more efficient in. Some actions that I have needed to complete during handover have been new to me and because of having no experience, I think it has taken longer than necessary. For example, I recently had to complete a Domestic Violence Protection Notice prior to someone leaving custody and because I had not done one before, I needed to ask a colleague to talk me through how to do it. Through completing more handovers, I will become used to alterative disposals and safeguarding measures and will not require assistance from others. In addition to experience that I will need to gain in order to improve areas of my performance that require attention, I would also like to gain experience related to my career goal which is to join the RPSO unit. As previously mentioned, I have completed training that will promote my eligibility to work within the RPSO unit but in addition to this, I am going to arrange to complete an attachment in the department to advance my chances of being successful in my application in the future.
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