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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

In this essay, I will be writing about the impact of the police’s organisational culture on my wellbeing and resilience since I achieved Independent Patrol Status. 

I will be reflecting upon how police culture has affected me using Borton’s reflection model. I will consider the risks of conforming to a new organisational culture and how I am expected to adhere to these standards whilst maintaining my values (John Dabell, 2018).

Organisational culture

All organisations will have their own cultures and though they may be similar in structures, they can be quite different in how they operate.  This is because they will have their histories, personnel and environment.  Organisational cultures should consist of shared values and beliefs which are communicated down from management to employees which determine behaviours and the way that staff perform (Chartered Management Institute, 2015).

Within the police, all officers are bound to work within the Code of Ethics and this influences how employees within the police act, failure to not conform to these ethics could result in termination of employment. This is a police minimum requirement in how to behave.
[bookmark: _Hlk97400021]
The Code of Ethics is honesty and integrity, authority, respect and courtesy, equality and diversity, use of force, orders and instructions, duties and responsibilities, confidentiality fitness for work, conduct and challenging and reporting improper behaviour (College of Policing, 2021).




Risks of conforming to organisational culture

Benefits of conforming to organisational culture can include a better work environment and enhanced employee productivity and performance. 

Negative traits of conforming include falling into the same bad habits as current employees, deep-seated beliefs and values, becoming resistant to change and effectively leading to failure of the organisation. 

Stated case

The Metropolitan Police force was famously branded “institutionally racist” in a report by Sir William Macpherson (1999) who led the public inquiry into the fatal stabbing of black teenager Stephen Lawrence in 1993.
It was stated that the police failed to bring justice for the murder of Stephen because he was black.  An enquiry was launched which concluded that because Stephen Lawrence was a black person, the police downplayed the whole incident and Stephen and his family were failed by police. The enquiry found that the case was not investigated effectively and that there were massive failings from the police. This subsequently caused an uproar from communities demanding change.
I recognise that joining a new team could change how new people act to “fit in”.  I believe that if I found myself in a team that did not share my beliefs and values and did not follow the Code of Ethics I would struggle to stay in this role. I feel I would speak up but suspect that I could be victimised, harassed and ostracised. Lucky this is not the case and I have not experienced institutional racism. 
Biggs (2016) suggests that there are five features of police culture, these are the police family, control, us versus them, masculinity and subcultural differences. 

The Police Family.

The police family is a collective identity between police officers as a result of common experiences, understandings and ways of working, which is gained by experience and time spent in the role and as part of the team.

Immediately from joining a new team I found that you are expected to fit in and act and behave as part of an established group. I felt the need to conform and not disturb the current team dynamics. The reasoning behind this is that I did not want to draw undue attention to myself until I understood the team dynamics, I gained additional experience and the respect of my colleagues and senior officer as I integrated into the new team. Reflecting on this I found that trust had to be earned and If I were to give advice now, I would tell new staff to keep their heads down and not be arrogant as it would upset the current team dynamic. 





Trust, Loyalty Support and Protection.

Trust, loyalty, support and protection is an important concept between police officers who work within a team, this is gained as a result of shared experiences and working practices. This applies to all officers regardless of rank. 

Since joining a new team I have found that I have preferences for working with particular people, this is because due to the nature of the role, there are difficult tasks that can be considered hazardous to team members.  During these circumstances, I feel more comfortable knowing that I have the support of a teammate that I can rely on. 

I have experienced those officers who talk behind other backs can be subject to being ostracized or given the cold shoulder. This creates an environment where rumours tend to be rife between other teams as opposed to inside the team. This creates a risk where it’s easy to fall into the category of conforming to this type of behaviour where teams discuss rumours about other teams, however failing to comply could bring a team member’s loyalty into question. 

Wellbeing and Resilience

Wellbeing is described as the means to feel comfortable and happy. It is a state of having high self-esteem and comfortability. Resilience is described as the ability to cope with challenges and cope with stress (British Red Cross, 2022).

Upon joining a new team, a new culture and a new type of work I initially found it difficult to deal with incidents, settle in and meet new people, I found myself being witness to traumatic and life-changing events which could have had a serious effect on my overall mental health (Mental Health Foundation, 2022).

I have personally witnessed some of my colleagues suffer from stress and anxiety since being in post whilst we have attended the same incident. 

Through my experience, I have discovered that difficult and life-changing incidents have an adverse effect on police officers’ mental health. An example of this is that one of my teammates has suffered from Post-Traumatic Stress Disorder after an extreme sudden death. It is stated that one in five police officers suffer from PTSD (University of Cambridge, 2021).

My colleague was supported by South Wales Police as he was given access to a mental health worker and therapist through the Trauma Risk Incident Management service. My viewpoint immediately changed and I concluded that I would need to take measures to reduce stress and focus on my health and wellbeing.

Strategies for maintaining wellbeing and resilience. 

The Mind organisation states that there are numerous strategies for developing resilience and wellbeing, these include hobbies, taking time to relax, eating and exercising effectively and developing a strong support network (Mind, 2022).

[bookmark: _Hlk97403146]I have developed strategies for my own wellbeing and resilience, this includes making friends within my team creating a strong support network, focusing on getting an effective amount of sleep and regularly attending the gym and eating healthy. I have found attending the gym to be my personal most effective approach as it reduces stress and anxiety (Mental Health Foundation, 2022). 

[bookmark: _Hlk97403284]Secondly, I found communicating effectively with team members after difficult and challenging incidents and reflecting upon what has happened helps us to learn from the circumstances and develop resistance as it breaks the silence and it allows us to unload stress (Cumbria Police Federation, 2021).

Conclusion

In my experience I found joining a new team and new culture to be daunting however I have overcome this by accepting and integrating into a new culture whilst maintaining my original ethics, I recognise the risks and have defined a mental line of what’s ok and what is not. 

I have learned that attending the gym and gaining friendships have improved my wellbeing and resilience allowing me to manage my own stress and have a method of de-loading.  I have found it important to learn from and support each other and build up trust within the team.  

I have adapted to a new organisational culture where I have needed to change to a new lifestyle to what the role requires whilst maintaining my wellbeing and resilience. My strategies have given me the mental strength to adapt to new workloads and this culture. 

I plan on actively reflecting and will continue to effectively maintain my wellbeing and resilience through my career by using my strategies. 

1375 words 



















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

In this essay, I will be describing a domestic-related incident that I attended and I will reflect on how I made decisions in a complex and unpredictable circumstance. 

I will be writing about what domestic abuse is, the National Decision Model (NDM) and a step-by-step account of the dynamic risk assessment I undertook to resolve the incident. I will evaluate and write about my ethical approach and the considerations I took when recording the incident while taking into account any social, ethical and legislative contexts.  

The National Decision Model

The Code of Ethics is always central to any decision making and any interventions carried out by a police officer to ensure consistency in standards and principles.  The National Decision Model or NDM consist of six components which are to gather intelligence and information.  Risk assess the threat and develop a strategy. Consider policies and powers. Identify options and contingencies and take action and review what happened (College of Policing, 2021).

Domestic Abuse 

Domestic abuse can be defined as not only violence toward a victim but emotional abuse, financial abuse, threatening or intimidating behaviour, sexual abuse, coercive control and gaslighting.  The term domestic abuse is used when people are over the age of 16 and will affect those in a family or relationship (South Wales Police, 2021).

It was found from the beginning of the first lockdown there was a 12 per cent increase in the number of domestic abuse incidents referred to Victim’s Support and an increase of 65 per cent in overall calls to the National Domestic Abuse Helpline from May 2020 until June 2020 (Havard, 2021). What this data shows us is that the longer lockdown continues the higher the domestic-related incidents occurred. 

During the last lockdown and from my own experience of working as a police officer it was evident that due to couples being together for extended amounts of time, the absence of work and people working from home, domestic violence and abuse was at an all-time high. Reasons for this include the anxiety of a pandemic or the loss of family members, isolation with domestic perpetrators for long lengths of time in the same buildings which affects people’s mental health. 

In a survey of 130 countries, 60 per cent of countries reported a disruption to access to mental health services due to COVID 19 (World Health Organisation, 2020).

In reflection, the negative implications of isolation and disruption in mental health services create an increase in the risk of domestic abuse, which results in more domestic incidents likely to be reported to the police. 

Incident

I will now discuss the incident I attended and how this content relates to my example.  A report was recorded of an ongoing assault between a male and female couple in the street during the pandemic lockdown. On arrival at the address of the reported incident, my colleague and I found the building locked up and the reporting person was adamant that an assault had taken place and that they were both inside the building. The assault that was reported sounded very serious and there were other witnesses present in the street to corroborate this.

It was at this point I started to make decisions with the influence of the National Decision Model also known as the NDM (College of Policing, 2021).  This is a method used by police officers to make a dynamic risk assessment during any incident and this is what I used to make my decision in this situation. I use a mnemonic named CIAPOAR as referenced from (Suffolk Police, 2018), as a method of how I remember to implement the Code of Ethics, Information, Assessment, Powers and Policy, Options and contingencies and I take action and review what happened.

The Code of Ethics in this incident relates to standards of professionalism that all officers must be accountable for the decisions they make based on the National Decision Model.

The information and intelligence that was given to me were that a serious assault had taken place and that there was a potentially wounded person which could be at risk of further offences. There was no answer at the door even though it was obvious that people were inside as there was loud shouting and screaming coming from inside the building. We also noticed stains that appeared to be blood on the doorstep.

My assessment was that if the police were not to intervene then the outcome could be very serious for the potential victim. I then completed a dynamic assessment to which it was obvious that a person inside needed help. 

It was at this point I considered my powers and policies and my colleague and I took the action of entering the building using the method of an entry ram. The legislation that allowed us to do this was Section 17 of the Policing and Criminal Evidence Act 1984 known as “PACE”. Section 17 of PACE allowed me as a constable to enter the address for purpose of arresting the defendant for a suspected indictable offence or in the purpose of saving the victim’s life (National Archives, 2020).

[bookmark: _Hlk97405091]In these circumstances, we did believe that a very serious assault such as grievous bodily harm (GBH) had occurred. This was suspected due to the reporting person’s account and the blood that was on the doorstep of the address. I know that GBH is an indictable offence that when suspected gives us the power of entry into a property so we took immediate action (Crown Prosecution Service, 2020). 

When we entered the property, it was obvious something serious had occurred as the female victim was bleeding from her nose. My feeling was that I made the right decision to enter due to the circumstances known.

My colleague and I needed to separate the couple to enable us to get a separate account from both people and to prevent any collaboration or intimidation. This is important as it allows us to detect any possible offences, to obtain
independent accounts and to safeguard a victim if applicable. 

I spoke to the male which was suspected to be the offender. The male did not acknowledge the injuries or admit to how they were sustained.  Whilst my colleague was inside with the female, the male informed me that no offences had taken place and then said he wanted to go back into the property.  I informed him that he could not enter and he started to become aggressive. I prevented the male from going back into the house as I had reasonable suspicion and that the male was lying about the circumstances. 

I knew that if the male entered the property, he could cause either further offences or intimidate the victim into not giving a true account. He could possibly disrupt any efforts to safeguard or not allow us to investigate the matter effectively.

The male tried to push past me so under common law I arrested the male with the assistance of my colleague to prevent a breach of the peace.  I did consider the offence of obstructing a police officer (Crown Prosecution Service 2021), however, as the male was aggressive and overall abusive, we just wanted to get the first account from the victim and he was escorted in handcuffs to the police van. 

Approximately five minutes later I received contact from my colleague who informed me that the female was, in fact, a victim of multiple assaults but she would not provide a statement or make a formal complaint, however, her first account was captured on body-worn video. The recording of incidents is compulsory as this allows the investigation of the offence and can capture initial accounts. It was at this point I knew I had to make a decision to take positive action and prevent any further harm to the victim even though she was reluctant to engage with officers. I then further arrested the offender for the assault. 

Evaluating my decisions

The alleged offence was a suspected broken nose, I knew my powers and policies and knew this was an arrestable offence under section 24 of PACE.

My rationale for making this decision was; if I did not arrest this male I would not be safeguarding the victim; the victim was classed as vulnerable and there was a disclosure made regardless of a complaint or not; there was evidence that a serious offence had taken place and this would need to be investigated; this is in the public’s interest as this was a third party report of this incident; if I did not deal with this incident appropriately it could cause loss of support and trust which would damage public opinion of the police.

I considered what could potentially happen if I did not arrest the male and he was allowed to re-enter the property unsupervised and this could potentially make him more aggressive and risk further offences toward the female. 

Later upon attending the police station I recorded my decision making on the police occurrence, which is a system police record updates on and I explored this within my statement. I made sure that my update was in-depth to make it easier for third parties to understand my decisions and the events leading up to them and to take responsibility for my actions as underlined in the Code of Ethics. I also recorded my decision-making process using the National Decision Model as to what my decisions were during the incident and why. 

It is important that Police record information in accordance with the national standards as it ensures that police are accountable, it shows decision making and its intelligence progress and givens clarity in relation to it being audited. Furthermore, it shows progression and transparency if it is required to be shared for disclosure with the Crown Prosecution Service (College of Policing, 2013). 

Conclusion

I believe that with the National Decision Model I made the right decision and considerations by firstly protecting the victim and secondly knowing the rates of domestic violence and their link with current murder rates. Following the code of ethics in dealing with this incident allowed me to make lawful ethical decisions as it continuously allows me to consult my options and possible contingencies allowing me to make a decision based on the weight of effectiveness. 

It was later established that the female was too afraid to make a formal complaint so the aftercare provided was essential to the female. I made an application for bail conditions, public protection notices, referral to the Police Domestic Violence Team and provided relevant support helpline numbers. During the separation time from the offender and from the support given, the female accepted help from Woman’s Aid and ended the relationship with the male so the abusive cycle was broken. 

On reflection this is a good outcome however this is a good case scenario; I recognise that this will not always be the outcome but I will continue to make decisions in the best interest of safeguarding. 

I did recognise that the female victim did find it more difficult to speak to me being a male officer however, the referrals helped with building a bridge to support networks and giving the victim support.  I have learned the importance of a multi-agency approach as sometimes the Police are not the final answer and must often work together with other agencies to progress the best possible outcome. 
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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

Within this essay, I will be discussing different team dynamic theories, models and how they relate to my role within the police. I will be further evaluating why some team dynamics are unable to function effectively and efficiently. 

I will be writing about strategies that can be developed to address inter-personal conflict within teams and how this creates better performance and cohesiveness for individuals and the teams as a whole.

I will also consider the impact of when teams fail to work together and how they would fail to comply with the police Code of Ethics, boundaries, policies and procedures.

Team Cohesion

Team Cohesion is a process that reflects the tendency of a team to work together and remain united to complete its goal or objective (Oxford University Press, 2022).

Team cohesion is important and crucial to the success of the team as strong cohesiveness leads to improved performance, belonging and personal satisfaction which creates an environment where employees want to excel resulting in the goal being reached as opposed to poor team cohesion (Podium, 2021). 


Theories and Team Models

The first theory I will be discussing is Belbin’s theory of team roles. According to Belbin (2021), there are nine team roles and these nine roles are divided into three categories.

1. Social roles – The resource investor, team worker, and co-ordinator, 
2. Thinking roles - The plant, the monitor evaluator and specialist. 
3. The action roles - The shaper, the implementer and the complete finisher. 

Belbin (2021) outlines that within these 9 roles there are strengths and negatives of each type of team member.  There is a classification of allowable weaknesses that are acceptable that come with their strengths and a “don’t be surprised to find that” where negative traits can overshadow their strengths. There are action focussed team members, thought focused and people-focused team members. It is clarified that although there are nine roles some individuals can fill multiple roles.  

Action focused people are described as challenging, dynamic and thrive under pressure, they have an extrovert type mindset and are better suited to be leaders.
The focused thought people tend to be more creative and free-thinking, these people are more of a steady ground and can be either introverts or extroverts, although they can tend to be slow in making decisions. The people-focused team members are more introverted and can be people pleasers. It is worth noting that a good team is more effective if it contains a mix of all these categories. Too many of the same roles can contradict its effectiveness.  This could lead to too many confident leader types causing conflict due to them all trying to compete but also on the other hand too many introverts and no leaders could cause a loss in direction and motive.

The Team Worker is a person who is “co-operative, perceptive and listens and averts friction. They can be indecisive in crunch situations and tend to avoid confrontation”. This role in relation to the police is described as neither to be an extrovert nor an introvert but will go steadily with the flow.  This type of person is stated to not be able to deal with crunch decisions and hesitant to make unpopular decisions. On one side of the argument, it’s good to have a person on the team that is cooperative but according to the Code of Ethics, a police officer is required to be a leader and to be confident within their role (College of Policing, 2021).

Belbin’s dynamic theory of teams can be further separated into people who are either extroverts or introverts.  Extroverts are outgoing people who thrive in dynamic situations and want to maximise social interaction. Introverts prefer calm situations; they limit social interaction and prefer individual activities.

People who demonstrate leadership roles often tend to be more of an extrovert and display confidence as opposed to a person who is an introvert that would often prefer to work alone. A mix of both leaders and workers add weight in effectiveness with different perspectives and strengths and weaknesses that other team members can implement for the effectiveness of the team. Good dynamics within the police service require many levels of skills. The police are a regimented and controlled organisation that works on the structure of taking orders from higher-ranked officers (Belbin, 2021).

In Evaluation, it is important to have a diversity of each team quality type and the ability to recognise roles within the team. A good team leader or sergeant would know the strengths and weaknesses of all their team members and be able to make decisions on how to support and meet the team’s needs. 

Tuckman’s Teamwork Model.

The next team dynamic theory I will be discussing within my essay is Tuckman’s Teamwork Model. This model is known as forming, storming, norming and performing and describe the path that teams follow to success. With a final stage of adjourning (Tuckman, 1965).

The initial stage is forming, people don’t usually know each other and all come from different backgrounds with different experiences.  The team at this point usually look to the sergeant for guidance as many may be feeling anxious and nervous about their role as a police officer.  I can understand this as I certainly felt very anxious and overwhelmed as I did not know what to expect when I joined my team.

Storming is described as where the group establish boundaries and find conflict and friction within the group.  During this stage members of the team identify goals and attempt to make the group function.  The group members get to know each other, relationships are developed and the team are aware of each other’s roles. 

Norming is described as where team members resolve and attempt to bond, connect with each other and work together as a team. Norming is the progression and settling of team cohesion where they get to know each other and know each member’s weaknesses and strengths. At this point, I knew which members of my team I felt comfortable with and this is when my personal friendships started to develop.

Performing is where the group focus on the success of completing goals and delegating tasks and projects. The team at this point should be performing their roles effectively and efficiently.  At this stage, I was aware of my own and my colleagues’ strengths and weaknesses and tasks were allocated to the team member best suited for the job.  

I interpret this model as the team will form an idea that is led by the leader, the leader concludes the information and chooses a direction to resolve the matter, the leader then focuses and facilitates a plan known as “norming” and then allocates and takes action known as “performing”.  The team will then complete the task of adjourning where the team review their work and reflect on their goals and if they have achieved the right outcome. 

In the evaluation of this, if members can’t agree on ideas or are unable to solve their conflicting issues in the storming process, the team will not progress further and will remain the same resulting in the failure of the team. This can be aided by strategies to enhance the team’s performance or ensuring in the storming that all members of the team have the same ethics as it’s important that each member shares similar agreed on ethics so conflict does not develop. 

Why some teams don’t work. 

Reasons why a team doesn’t work include that the purpose is unknown to the team, there is no leadership, “too many cooks in the kitchen”, inconsistent membership and being scared to rock the boat or annoy leadership (Kippure Estate, 2021).

Teams can fail to be successful because often team members who have different ethics are unable to trust and have different experiences, for example, failure to storm together due to conflicting ethics which can cause problems as officers have to work in accordance with the Policing Code of Ethics. Leadership is a trait that all officers must have, however having only leaders can be detrimental to a group. 

Strategies to enhance team performance 

Applying strategies that help resolve team conflicts is important as it allows teams to focus on the goal and put differences aside. A known strategy for this is referred to as the CUDSA five-step approach (Nelson-Jones, 1986), which assists teams in identifying conflict and working out and understanding each other’s conflict in agreeing on the best solution. 

CUDSA is a mnemonic that stands for Confronting the conflict, Understanding each other’s position, Defining the problem, Searching and evaluating the options and solutions and then finally Agreeing upon and implementing the best solution. 

Interpersonal Relationships and Cohesion 

Cohesion is a social process that character group members to interact and refers to the operation of a group becoming more effective. An Interpersonal relationship is defined as a close relationship between individuals which can include close friendships and romantic relationships (Cherry, 2021).

[bookmark: _Hlk97409156]Team cohesion does not come naturally and often teams work together to build trust and strength.  The benefits of interpersonal relationships are that they allow for interpersonal skills, they include increased confidence, it increases the overall chemistry of the team, the ability to communicate more effectively and a high level of reliability between each other (Veljanovska, 2018).

Negative impacts of interpersonal relationships include if the relationship or friendship was to end or an argument occurred, it could have a massive impact on the team which could result in the team dividing or taking sides (All Things Talent, 2019).



Team Dynamics within the Police failing to comply with code of ethics
Having an effective team is essential as this improves interpersonal relationships and builds trust within the team. An effective, well-rounded team would enable police officers to reach their full potential, succeed and would build confidence in each other.
Failure to build a good team can be detrimental to the success in completing and meeting what’s expected of the role, failing to comply with the Code of Ethics, policies and procedures, legislation and protocols result in failing to provide a good service to the community. 
The code of ethics sets a standard for officers to behave and sets a minimum requirement for police to act. For example, a racist officer would result in different ethics to other team members and would cause friction within the team, this could cause confrontation or stressful situations which could reduce productivity and the team avoiding working directly with them.
Conclusion 
The benefits of good team cohesion allow for an effective team with shared goals and values. Negatives of bad team cohesion can result in a team failing to reach their goals and disbanding.
Team cohesion can be improved by encouraging communication, implementing team building activities, having a set goal, applying a framework such as the CUDSA model. Team members that are properly trained and have agreed ethics such as the code of ethics allow members to be competent within the job knowing that their team think and work within the same principles and standards.
A team is at its most effective when it has multiple team dynamics and roles as stated by Belbin, (2021).  A good leader will know the team’s strengths and weaknesses and be able to meet the needs and create a well-rounded effective team.
Communication is extremely important with any role and especially within the police as failing to communicate could cause serious consequences and even cause loss of life. 
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

	
[bookmark: _Hlk97463643]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

Within this essay, I will be writing about how the use of information and intelligence can be used to disrupt criminal activity. I will explain the benefits of intelligence used by the police and other agencies. I will be further discussing how the police use ANPR and how it can be used as an investigative tool.

I will explain the 3 x 5 x 2 model (College of Policing, 2019) used by the police to screen information given which evaluates the reliability of the source and discuss which agencies share this intelligence. 

Prevalent criminal activities refer to crimes that are usually involving gangs and include child sexual exploitation, people trafficking, counterfeit goods and drug dealing/smuggling and ‘county lines’ – where drugs are transported to different parts of the country (National Crime Agency, 2021).

Information and Intelligence

Any information received by the police needs to go through a process that is sanitised and vetted before it can be used as intelligence to disrupt criminal activity. 

Information is described as raw data that has not been vetted through a system. Intelligence is collated and is processed information that has been vetted and graded (Stark, 2016). In summary, once information is vetted and made reliable it can be graded as intelligence (Office of Justice programs 2021).


Intelligence Management Model

The system that the police use to process information is the Intelligence Management Model or the three by five by two (3 x 5 x 2) (College of Policing, 2015).

The source of the information is either reliable, untested, or not reliable and this source is graded on a scale from 1 to 3, reliable to unreliable.  An example of this would be that a police officer is seen to be a reliable source. An unreliable source could be a person who has previous offences such as theft as this is classed as a dishonest trait. An unreliable source could also be an anonymous tip-off or a person that is known to be untrustworthy. 

The next part of the 3 x 5 x 2 model is the grading on how the information itself is known to that source. The information is graded as either; known directly to the source; known indirectly but corroborated by the source and other providers; known indirectly; not known and lastly suspected to be false. 

Information known directly to the source is the most reliable as opposed to the others in dissenting order. This grades the source from one to five so for example, the person providing the information has first-hand knowledge as a witness (College of Policing, 2021).

The last part of the model, it’s how information is shared and this is divided into two options, lawful sharing permitted and lawfully permitted with conditions.

Lawfully permitted is shared within the police and chosen agencies freely open within the role, lawful sharing with permitted conditions relates to when the intelligence is higher risk and will only be permitted with users that are trusted with this sensitive information. This will be the focus on how intelligence is used in disrupting crime (College of Policing, 2021).

The overall grading of the intelligence through this system ensures that information is relevant to the data it is about and the more intelligence that police have, the more effective the police are in disrupting and preventing crime. This will be more of the picture that the police have access to resulting in more conclusions and evidence that can be pieced together. 

There are other agencies and partners that the police corroborate and share intelligence within their efforts of preventing and disrupting prevalent crime. Agencies that work in partnership with the police include Organised Crime Units; Border Force; Counter-Terrorism; International Law Enforcers; HM Revenue and Customs and other Regional Police Services.

Sharing information can create risks, some agencies may be deemed untrustworthy and when trying to investigate serious incidents the police do not want the suspects that they are investing to know. This Is because it could result in the destruction of evidence or risk to employee’s lively hood through the breach of confidentiality.

From my own experience information can sometimes be trivial and perceived to be unrelated to other incidents, however over time, just like a puzzle different information can corroborate and link patterns together.  This can then be used to establish a modus operandi for the offender and locate their movements in relation to the bigger picture and offences. This intelligence can be adapted and reflected upon to develop a style of policing known as Intelligence-Led Policing or ILP. 
Intelligence-led policing
Intelligence-led policing is a model style of policing where intelligence is pooled together and acted upon with the intention to disrupt and undermine criminal behaviour (Bryant and Bryant, 2020). 
Information no matter how trivial can then be developed as ILP and referred to major crime units within police forces and other related agencies. These major crime departments collaborate this information in relation to tackling bigger and more serious organised crime groups such as drug smuggling; human trafficking; child sexual exploitation; counterfeit goods; organised crime groups and ‘county lines.  Having these small intelligence inputs by front servicing officers can be vital in progressing and corroborating information and intelligence in more detail. 
Intelligence can be gathered in many ways but an extremely effective aid includes the use of Automatic Number Plate Recognition. 
Automatic Number Plate Recognition
Automatic number plate recognition also referred to as ANPR are cameras that are placed on roads that are capable of storing data on passing vehicles. This includes the time, date and location that they were observed and if they have insurance or road tax (The National Police Chief’s Council, 2021).
ANPR can be used in three different ways, to identify and disrupt criminals, to gather intelligence and to assist in investigating crime. ANPR consists of a camera that takes a photo when activated by a linked licence number reading computer. This photo and data are compared against the criminal database records (National Police Chief’s Council, 2021)
ANPR and intelligence
ANPR can assist with intelligence by markers being placed on suspected cars that are peddling illegal substances or taking part in organised crime. This can include registrations being marked and their travels evidenced. Often authorities need to be informed to allow lawful surveillance, an example of this legislation includes the Regulation of Investigatory Powers Act 2000 (RIPA) (The National Archives, 2000).

ANPR intelligence and Police officers

[bookmark: _Hlk94361877]Police officers and road policing officers that focus primarily on crimes that relate to the roads use ANPR to deter and detect crime by preventing, investigating and prosecuting offences through intelligence-led policing and bringing offenders into the justice system. ANPR assists this by being able to “Ping” vehicles travelling throughout the UK. These can then be used to provide patterns or allow officers to investigate in developing intelligence to evidence any allegation in question related to particular vehicles. This Ping generates and a marker is placed on a vehicle of interest with the use of a “PNC Action marker”, PNC is a mnemonic for the Police National Computer that is used by all constabularies throughout the UK. This is where all data, information and intelligence are shared between police services. According to the Automatic Number Plate Recognition Regulation 109, police forces create ACT reports which identify vehicles of interest (VOI) requiring attention. The vehicles identified are placed on a PNC which is the primary database for national circulation.  The ACT marker contains three primary parts, the priority level, the action to be taken and the reason. The priority level is broken down into three levels, high – to stop the vehicle immediately, the medium is to monitor and follow and low is to assess.  Reasons for the marker could include serious crime; cloned vehicle; low crime; drugs; intelligence sexual; intelligence low crime; no insurance; disqualified driver and other reasons. An action marker can include a requirement to stop a vehicle immediately and take action as instructed (National Police Chief’s Council, 2021).

Effective policing of roads and the tool of ANPR can assist in preventing prevalent crimes by providing grounds for lawful stops of vehicles.

Smaller offences can often lead to major offences being discovered such as organised crime, officers acting pro-actively can stop vehicles lawfully from intelligence and upon speaking to potential offenders can bridge the gap between a small offence being linked to something larger

Legislation 
Once officers have intelligence, ANPR cameras can be placed into specialist police cars that work with the officer in testing and utilising the intelligence. 
This can be as simple as an officer having a vehicle ping with no insurance, the officer can then under section 163 of the Road Traffic Act 1988, stop the vehicle (The National Archives, 1988).  Upon stopping the vehicle, the officer might discover the registered owner is not the driver or that the male has intelligence for supplying drugs in that area, if the officer has grounds, he can conduct a section 23 search under the Misuse of Drugs Act 1971 to find further evidence. All were discovered from a simple ping and disrupt criminal activity (The National Archives, 1971).  
Example Incident
This intelligence and information once in the police database can be acted upon leading to vehicles being stopped for a policing purpose. For example, an incident relating to this includes a stop by Merseyside Police of a suspicious vehicle pinged for having no insurance resulting in a large quantity of cannabis being seized (Nicholson, 2022).  This is just one example of many and this supports the effectiveness of this policing. 




Conclusion
In conclusion, organised crime groups are not limited to only one area within the country and often travel throughout the UK by means of motorways, roads, and any other forms of transport. Police use the ANPR to evidence where a vehicle is and the routes that it’s travelling, this can involve the frequency and the locations that it travels between. 
This intelligence can be utilised in the means of intelligence lead policing where the police can test this intelligence to use it in disrupting and preventing prevalent crime, this can include as simple as active patrols or routine stops of vehicles that are not insured. This can lead to a ladder of suspicion that can effectively progress into a further investigation. 
Effective policing of the road requires the sharing of information and intelligence between police services as organised crimes do not operate in one sole area. ANPR is a powerful tool and with the corroboration of all different police services, this results in effective policing.  
ANPR can assist with grounds to stop a vehicle for small offences which can lead to uncovering larger-scale criminal activity. Information and intelligence assist in further effective policing and investigating in disrupting prevalent criminal activity on the roads.
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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 needs. 
  
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: 
 
Within my answer, I will be addressing my current knowledge, my skill level, and my current experience levels. The method I will be using to review these will be the SMART method. The SMART mnemonic stands for Specific, measurable, achievable, relevant and time-bound. 


Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
Knowledge in regards to traffic legislation 
 
 
 
 
 
 
 
 
 
	Low 
1-4 


	Med 
5-7 


	High 
8-10

8 
	Low 
1-4 

4
	Med 
5-7 
	High 
8-10 
	Currently, I would rate my current knowledge of traffic legislation as quite low.

My specific goal is to become more knowledgeable in traffic legislation prior to my blue light course.

This is measurable I will be able to review my own knowledge personally and be able to confidently deal with traffic incidents the more advanced I get.

This is attainable by being exposed to more and new different traffic scenarios. Without a tutor this has subsequently helped my development as I have had to learn by either making mistakes or by making contact with the assistance of my supervisor, this has allowed me to learn about new offences. 

My target is realistic as I am currently still learning and to reach a higher level of knowledge, I can continue to attend incidents as they are disbranched. Legislations and protocols will be more effectively learned by continuing to attend these incidents.  I can further develop my skills by being proactive during downtime by focusing on traffic incidents such as lawful stops. 

This is time-bound as through experience and learning in the role over time I will experience different traffic cases and scenarios. It is relevant and reasonable as my goal will motivate me to continue to work hard, as of currently I enjoy being proactive with my role and enjoy learning. This assessment is time-bound as when I review my own knowledge in my new work plan, I will know if I have progressed. 

I will take note of incidents I have attended and make note of what I have learned as a result of this. 

Since becoming independent I have become confident in my own skills and feel happy knowing that I can deal with more than most incidents, I feel reassured knowing that my sergeant is only a call away if needed to clarify any questions, 

I can further measure my progression by requiring feedback on my actions from my supervisor/sergeant. 
 

	SKILLS 

Upskill my knowledge of conflict and the National Decision Model before upskilling in a Taser course. 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

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

9 
	  
My specific goal is to become more upskilled in qualities that will improve my abilities as an officer when dealing with conflict and conflict management in relation to using a taser.

This goal is specific as to carry a Taser, a series of tests are required on the knowledge of decision making and conflict manager to be permitted to carry a Taser.  

This goal is measurable as the development that is needed can be my confidence when dealing with conflict. 

In a review of my skills, I am currently satisfied with the basics however have not had the opportunity to upskill since leaving basic training. 

This specific goal is measurable as I can review this individual action plan in the future and see if my completed goal to upskill is completed. 

This goal is achievable by booking courses with the support of my supervisor. 

This goal is attainable as I have had a professional conversation with my sergeant and discussed attending this course. I have been given revision content as a result of this and with the permission of my sergeant, I can attend this course. 

This goal is realistic and relevant as being upskilled will allow me to do my role more effectively and ensure that I can protect myself, my colleagues, and the public more effectively in extreme violent circumstances. 

This goal is timebound as I have agreed with my supervisor that we will revisit my knowledge prior to attending the next available course. 



	EXPERIENCE 
 
To be more confident in stop searches and complete the use of GOWISLEY. 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7

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

9
	My specific goal is to improve my experience in relation to being more fluent and effective when conducting a stop search.

This experience is measurable by performing more stop searches, revising and familiarising me with GOWISLEY and stop search legislation. 

This is achievable by performing my role and by achieving my other goals such as conducting more traffic-related investigations. These incidents can also result in searches of persons and vehicles adding to my experience and overall knowledge.

This goal is relevant for the completion of my OCP, one of the requirements is to do two stop searches and searches of vehicles.  This is realistic as being proactive is an essential part of policing. 

This goal is time-bound as OCPS are related to my success in year two.  This motivates me to conduct as many lawful searches as possible to evidence my work and show that I am hardworking in regard to my review. 


 




Bibliography 

All Things Talent (2019) Interpersonal Relationship at Workplace.
Available at: https://allthingstalent.org/2019/04/08/interpersonal-relationship-at-workplace/
(Accessed: 1 March 2022).

Belbin, M. (2021) The Nine Belbin Team Roles.
Available at: https://www.belbin.com/about/belbin-team-roles.
(Accessed: 10 December 2021).

Biggs, A. (2016) ‘You don’t want people knowing you’re a copper!’, A contemporary assessment of police organisational culture. International journal of police science and management. 1. 
Available at: https://journals.sagepub.com/doi/full/10.1177/1461355716638361
(Accessed: 1 November 2021).

British Red Cross (2022) What is resilience and wellbeing?
Available at: https://www.redcross.org.uk/get-help/get-help-with-loneliness/support-and-resources-for-adults/your-wellbeing-and-resilience-toolkit
(Accessed: 26 February 2022).

Bryant, R. and Bryant, S. (2020) Blackstone’s Handbook for policing students 2020. 14th ed. Oxford: Oxford University press, p27.
ISBN: 0198848641

Chartered Management Institute (2015) Understanding Organisation Culture.
Available at: https://www.managers.org.uk/~/media/Files/PDF/Checklists/CHK-232-Understanding-organisational-culture.pdf
(Accessed: 1 November 2021).

Cherry, K. (2021) How to Maintain Interpersonal Relationships.
Available at: https://www.verywellmind.com/how-to-maintain-interpersonal-relationships-5204856
(Accessed: 1 November 2021).

College of Policing (2013) Information management: Collection and recording.
Available at: https://www.app.college.police.uk/app-content/information-management/management-of-police-information/collection-and-recording/#:~:text=Recording%20police%20information%20in%20accordance,an%20auditable%20decision%2Dmaking%20process
(Accessed: 28 February 2022).

College of Policing (2013) Information management: Evaluation.
Available at: https://www.app.college.police.uk/app-content/information-management/management-of-police-information/evaluation/
(Accessed: 1 March 2022).



College of Policing (2015) Information management: Intelligence report.
https://www.app.college.police.uk/app-content/intelligence-management/intelligence-report/
(Accessed: 1 December 2021).

College of Policing (2019) Intelligence management.
Available at: https://www.app.college.police.uk/app-content/intelligence-management/#:~:text=The%20Intelligence%20Report%20(%20IR%20)%20reference,is%20graded%20under%20this%20system. 
(Accessed: 13 December 2021).

College of Policing (2021) Code of Ethics. 
Available at: https://assets.college.police.uk/s3fs-public/2021-02/code_of_ethics.pdf 
(Accessed: 1 November 2021).

College of Policing (2021) National Decision Model.
Available at: https://www.app.college.police.uk/app-content/national-decision-model/the-national-decision-model/
(Accessed: 2 November 2021).

Crown Prosecution Service (2020) Offences against the Person, incorporating the Charging Standard.
Available at: https://www.cps.gov.uk/legal-guidance/offences-against-person-incorporating-charging-standard 
(Accessed: 28 November 2021).

Crown Prosecution Service (2021) Offences Concerning the Police
Available at: https://www.cps.gov.uk/legal-guidance/public-justice-offences-incorporating-charging-standard#_Toc536105683
(Accessed: 28 November 2021).

Cumbria Police Federation (2021) Structured debriefing after traumatic incidents is vital to protect officers’ mental health.
Available at: https://www.polfed.org/cumbria/news/2021/structured-debriefing-after-traumatic-incidents-is-vital-to-protect-officers-mental-health/
(Accessed: 28 February 2021).

Dabell, J. (2018) Borton’s Model of Reflection citing Borton, T. (1970) Reach Touch and Teach: student concerns and process education. New York, McGraw-Hill’
Available at: https://johndabell.com/2018/08/05/models-of-reflection/
(Accessed: 26 February 2022).

Havard, T. (2021) Domestic abuse and Covid-19: A year into the pandemic. Available at: https://commonslibrary.parliament.uk/domestic-abuse-and-covid-19-a-year-into-the-pandemic/’
(Accessed: 27 November 2021).

Kippure Estate (2021) 5 Reasons Why Teams Don’t Work.
Available at: https://teambuildingireland.com/why-teams-dont-work/
(Accessed: 12 December 2021).

Mental Health Foundation (2022) How to look after your mental health using exercise.
Available at: https://www.mentalhealth.org.uk/publications/how-to-using-exercise
(Accessed: 28 February 2021).

Metal Health Foundation (2022) The impact of traumatic events on mental health.
Available at: https://www.mentalhealth.org.uk/publications/impact-traumatic-events-mental-health
(Accessed: 26 February 2022).

Mind (2022) How to manage stress.
Available at: https://www.mind.org.uk/information-support/types-of-mental-health-problems/stress/developing-resilience/
(Accessed: 28 February 2021).

National Archives (1988) Road Traffic Act 1988. 
Available at: https://www.legislation.gov.uk/ukpga/1988/52/contents
(Accessed: 28 November 2021).

National Archives (1971) Misuse of Drugs Act 1971. 
Available at: https://www.legislation.gov.uk/ukpga/1971/38/contents
(Accessed: 28 November 2021).

National Archives (2000) Regulation of Investigatory Powers Act 2000
Available at: https://www.legislation.gov.uk/ukpga/2000/23/contents. 
(Accessed: 28 November 2021).

National Archives (2020) Policing and criminal evidence act 1984.
Available at: https://www.legislation.gov.uk/ukpga/1984/60/section/17. 
(Accessed: 28 November 2021).

National Crime Agency (2021) County Lines.
Available at: ‘https://www.nationalcrimeagency.gov.uk/what-we-do/crime-threats/drug-trafficking/county-lines 
(Accessed: 2 December 2021).

National Police Chiefs Council (2021) ANPR Factsheet
Available at: https://www.npcc.police.uk/documents/ANPR%20Factsheet.pdf
(Accessed: 14 December 2021).






Nelson-Jones, R. (1986) Human Relationship Skills; London and New York, Routledge.
Available at:
https://books.google.co.uk/books?id=LfW2B_ORNWEC&pg=PT175&lpg=PT175&dq=The+five+step+CUDSA+framework:&source=bl&ots=fbgbFqAeHH&sig=ACfU3U13I_uec8iZQ8oqQsPusp8fh-jyzg&hl=en&sa=X&ved=2ahUKEwjqrf2L86_2AhXknFwKHaVxAIAQ6AF6BAg9EAM#v=onepage&q=The%20five%20step%20CUDSA%20framework%3A&f=false
(Accessed: 28 February 2022).

Office of Justice Programs (2021) Information vs. Intelligence: What Police Executives Need to Know.
Available at: https://www.ojp.gov/ncjrs/virtual-library/abstracts/information-vs-intelligence-what-police-executives-need-know
(Accessed: 1 December 2021).

Oxford University Press (2022) Team cohesion.
Available at: https://www.oxfordreference.com/view/10.1093/oi/authority.20110803102757913
(Accessed: 28 February 2022).

Podium (2021) 6 steps to improve team cohesion and achieve goals faster.
Available at: https://www.podium.com/article/team-cohesion/
(Accessed: 1 March 2022).

Nicholson, A. (2022) ‘Suspected drug dealer named by police as man, 22, in custody’.’, The Liverpool Echo, 22nd February.
Available at: https://www.liverpoolecho.co.uk/news/liverpool-news/suspected-drug-dealer-named-police-23197382
(Accessed: 3 March 2022).

Sir William Macpherson (1999) The Stephen Lawrence Inquiry.
Available at: https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/277111/4262.pdf
(Accessed: 1 November 2021).

South Wales Police (2021) What is domestic abuse?
Available at: https://www.south-wales.police.uk/advice/advice-and-information/daa/domestic-abuse/what-is-domestic-abuse/
(Accessed: 21 February 2022).

Stark, B (2016) Information vs. Intelligence.
Available at: https://www.intelligence101.com/information-vs-intelligence
(Accessed: 2 March 2022).




Suffolk Police (2018) What is the NDM.
Available at: https://view.officeapps.live.com/op/view.aspx?src=https%3A%2F%2Fwww.suffolk.police.uk%2Fsites%2Fsuffolk%2Ffiles%2F000395-19_-_the_ndm_and_thrive.pptx
(Accessed: 28 November 2018).

Tuckman, B. (1965) Developmental sequence in small groups.
Available at: http://web.mit.edu/curhan/www/docs/Articles/15341_Readings/Group_Dynamics/Tuckman_1965_Developmental_sequence_in_small_groups.pdf?fbclid=IwAR1qB4mn2g_crRUsNe_2AKMmy-B9_bQSUkLS4KfZETxUt46klywCmjm3rkQ
(Accessed: 21 February 2021).

University of Cambridge (2021) POLICE WORKFORCE: ALMOST ONE IN FIVE SUFFER WITH A FORM OF PTSD.
Available at: https://www.cam.ac.uk/policeptsd
(Accessed: 28 February 2021).
Veljanovska (2018) 15 interpersonal skills that will make you better at your job.
https://www.perkbox.com/uk/resources/blog/15-interpersonal-skills-that-will-make-you-better-at-your-job
(Accessed: 1 March 2021).

World Health Organization (2020) COVID-19 disrupting mental health services in most countries.
Available at: https://www.who.int/news/item/05-10-2020-covid-19-disrupting-mental-health-services-in-most-countries-who-survey.
(Accessed: 28 November 2021).






1

image1.png
Prifysgol Cymru
% Y Drindod Dewi Sant

N University of Wales
Trinity Saint David

%





