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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:



During this task I will be reflecting on the impact of organisation culture within policing on my wellbeing and resilience since obtaining Independent Patrol Status. I will discuss the risk of conforming to the sub organisational cultures in the police. Finally, I will illustrate my strategies for maintaining wellbeing and resilience through the application of exercise. 

What is organisational culture?


Every organisation has a unique culture which it defines itself by. As stated by Edgar Schein - “Organizational culture is defined as a set of beliefs, values, and assumptions that are shared by members of an organization” (Denison, 1991). The culture can often be the reason an organisation will be successful or unsuccessful in what it sets out to achieve. In the Journal of Business Research (Gregory, 2009), it discusses the work of Siehl and Martin from their book titled “Organizational culture: a key to financial performance?” (1990).  It states that organizational culture influences employees’ attitudes which directly impacts organisational effectiveness. This highlights the importance of organisational culture because an impact on the effectiveness of its workers will ultimately have a bearing on whether the company achieves their goals or not. 


The impact of organisation culture within policing on my wellbeing and resilience

Within the policing culture, police officers are governed by the Code of Ethics (College of Policing , 2021). As a police officer, you are expected to exemplify the highest order of behaviour and policing values stated in the Code of Ethics at all times; this also extends into your personal life. This factor impacts all the decisions you make, which is unlike any other professional organisations. The ramifications of not adhering to the Code of Ethics could ultimately result in losing your job as a police officer.  This is something I feel is a great responsibility, one that I am always conscious of. 


Additionally, the impact of the policing culture can often be challenging in other ways. An example of this is the late notice of a cancelled rest day which essentially means having to work on a non-working day as a result of there being a lack of resources on shift which is a regular occurrence as of late. Although it cannot be helped, it does have an impact on my wellbeing as it means I have been unable to attend pre-arranged plans with friends and family. 

However, the biggest impact on my personal wellbeing since achieving independent patrol status is the work-load that each police officer is responsible for completing. The policing culture as a Response Officer means that your role is to respond to emergency calls; due to the significant volume of these calls, along with low staffing levels, it makes it more difficult to allocate time to deal with an already large personal work-load. I feel this creates constant pressure as the work-load is ever growing. It appears that the pressure is felt by many other police officers across the country, as highlighted in an article written by Hannah Hale (2020) stating the main stress indicator for police officers was their work-load which had an impact on their mental well-being.



. 
Risks to conforming to organisational Culture 

In a Policing environment, conforming to organisational culture ultimately holds little to no risk, but rather, promotes positive behaviours. The policing culture is built upon the behaviours and standards set out in the Code of Ethics (College of Policing , 2021). Further to what is outlined in the Code of Ethics, behaviours such as arriving to work on time, dressing correctly, or even being an effective contributing member of the team are behaviours that are influenced and guided by the policing organisational culture. In cases such of these, no risk is posed to those who conform. However, sub-cultures within the policing organisations have the potential to slip away from the standards and behaviours that have been previously mentioned. In these cases, risk to conforming does pose a danger to the overall alignment of the organisations goals and ethics. 


Sub Culture is defined as “a cultural group within a larger culture, often having beliefs or interests at variance with those of the larger culture” (Oxford Lexico, 2021).


There are potential risks for police officers conforming to the behaviours of a sub-culture within the policing organisation. An example of this is when a team’s behaviours and actions are influenced in a manner which are contrary to the standards set by the policing organisation.  This can be done by one or two of the team’s police officers. This could be as a result of these officers having a strong social influence over other members. This influence could arise from factors such as: senior in service, dominant personality, or being unfairly favoured by senior managers. With such individuals, they can often have the influence to form a culture that suits their agenda on a team, and can be counterproductive to the police organisation’s goals and values. 

 

These individuals, according to an article called “The Bases of Social Power” (French, 1959)  which discusses the key behaviours for influencing a social group, are referred to as the “Base of Power”. This consists of five behaviours, one of which is called “Coercive Power”. This is when an individual utilises their power by influencing others by the use of threats, and the use of punishment in the form of socially degrading their character to gain compliance. This kind of individual has the potential to influence other police officers to act in a manner that is contradictory to what is set out in the Code of Ethics. This can become more problematic when the individual proves to have more influence over the team than that of the team supervisor. Their influence can potentially cause a power struggle with the team’s supervisor whose role is to delegate jobs to Police Constables.  The individual could have the backing and following of the majority of the team which will often bring a host of problems when the influential police officer disagrees with an order from the team’s supervisor.




Strategies for maintaining wellbeing and resilience

My main strategy for maintaining wellbeing and resilience is the utilisation of exercise; this is in the form of running and resistance training. I have systematically implemented an exercise regiment to my schedule to help maintain my wellbeing and resilience when dealing with the challenges of being a police officer. The relationship between exercise and well-being has been a much studied topic over recent decades; The British Journal of Sports Medicine (Scully, 1998) makes reference to the benefits of exercise through peer-reviewed studies, which draws direct links with benefits to well-being and resilience.  It states noticeable improvement of a person’s mood after exercise declaring “acute aerobic exercise has been shown to be associated with significant positive mood changes”. Further to the mood enhancing benefits, the British Journal of Sports Medicine goes on to discuss that research has concluded the increased physical condition of an individual is known to improve their ability to deal with stress. 

When I reflect on recent times when I have been feeling overwhelmed and stressed with the challenges of being a police officer, I would consciously spend an hour conducting a form of exercise. By doing this I would feel the benefits immediately. It would allow me to feel that the challenges in front of me are much more manageable, and place me in a positive mind set to attack the problem. 

Throughout this task I have reflected on topics such as the impact of the policing culture, how it can affect the wellbeing and resilience of a police officer for example, due to the challenges of having shift changes and the responsibility of upholding the standards of what is outlined in the Code of Ethics. Also, I have considered that the policing culture has sub cultures which can be a positive however, consideration must be taken when the culture has become a negative one due to overpowering individuals. Furthermore, I have discussed how exercise has proven to be a vital tool for my wellbeing and resilience when dealing with the stresses and challenges that the policing role presents.
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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 task I am going to reflect on an incident that relates to a domestic assault. I will evaluate the decisions I made during the incident and explain how I applied the National Decision Model. I will also explain the rationale behind my decisions. For this task, I will be using the Gibbs Reflective Model (Gibbs, 1988) to structure my reflection.



The National Decision Model


The National Decision Model (College of Policing, 2014) also referred to as the NDM, is considered in every decision making process that a police officer makes during an operational situation. The NDM is a five stage systematic approach to assess a situation and configure a risk assessed response. A police officer will work their way through the NDM one stage at a time. This dynamic process assists the police officer in making the best operational decision with the information they have in that moment in time. As detailed in the Blackstone’s Hand Book for Policing Student “The NDM seeks to provide the policy and basis and ethical underpinning for taking action, or deciding not to act” (Bryant R and Bryant S, 2020).


Below is an image outlining the five stages of the NDM. The five stages are governed by the Code of Ethics which is shown in the centre of image. As stated by the College of Policing, “The NDM places the behaviours and standards set out in the Code of Ethics at the core of its decision making process” (2014).


[image: https://www.app.college.police.uk/wp-content/uploads/2014/12/NEW-National-decision-model1.png]

Figure 1: The NDM (College of Policing, 2014)


Description 


My colleague and I responded to an incident at a hotel in the city centre, where it was reported that a member of the community had witnessed a male assaulting a female in the middle of the street, just outside the hotel itself. The caller stated he last saw the male walk into the hotel and believed they could have been in a relationship. When we arrived at the hotel I immediately saw a male standing at the entrance who fitted the description given by the caller. As a result, I activated my body worn camera which is South Wales Police policy when attending any domestic related incident (SWP, 2019).

I exited the police vehicle and made my way to engage with the male to ascertain if he had been involved in the reported incident, or if he knew anything about it. The male informed me that he had an argument with his partner, but assured me that no assault had taken place. Contrary to the male’s declaration of innocence, his demeanour and behaviour caused me concern. At his stage, I begun the first part of the National Decision Mode, “Gather information and intelligence”.

I asked the male a series of open questions which the male was not effectively answering, therefore, I started asking closed questions which included enquiring about the whereabouts of the female; this proved to progress the situation as he informed me that the female was in their hotel room. At this stage, I asked my colleague to find and speak with the female, while I remained with the male. This was a matter of urgency as our priority now was to ensure that the female was safe, and secondly ascertain the female’s account of what had happened without the male prompting her. The safety of the victim is of significance in situation like this. The core of policing responsibilities, as stated by the College of Policing (2018) is: “Protecting life and property”. As a result, my main concern was to decipher if any medical treatment was needed as I would radio and request an ambulance instantly.  



Whilst still considering the first stage of the NDM, I continued to gather further information and intelligence; I took the details of the male and recorded them on the incident log. I then requested a person check over the radio; according to the Control Room, the male had numerous warning markers for domestic violence. This included a more recent marker that related to the female who was currently involved with this particular incident. Furthermore, the male had warning markers for assaulting an emergency worker. Having become aware of this intelligence, I was able to begin working through the second stage of the NDM, “Asses threat and risk and develop a working strategy”. Having gained this valuable information and responding to the current behaviour displayed by the male, who was increasingly becoming evasive and attempting to leave the scene, I made the decision to detain him and place handcuffs on him. This was for my personal safety and to prevent escape while I was able to further investigate the allegation. 


I was then able to address the third stage of the NDM, “Consider powers and policy”.  Based on the report from the independent witness, who had seen the male assault the female in the street, there was potential for this male to be arrested on suspicion of assault. The policy and legislation in domestic related assault like this is to arrest the suspect to begin a prompt and effective investigation and to prevent any further harm to the victim as a safeguarding measure which I was considering. This course of action was confirmed when my colleague informed me over the radio that the female had disclosed that the male did assault her, and had visible injuries to support this allegation. 

This led me into the fourth stage of the NDM, “Identify options and contingencies”. Understanding the male’s history of assaulting the female, the account from the independent witness, and the statement given by the female, I decided to arrest the male. Consequently, I then moved to the fifth stage of the NDM,  “Take action and review what happened”; I made the lawful decision to effect the arrest of the male for Common Assault, section 39 of the Criminal Justice Act 1988 (Legislatoin.gov.uk, 2018).

Due to the vulnerable state of the female, I radioed for one further unit to arrive to convey her to a family member’s house. My colleague and I then escorted the male to custody.



Feelings

I felt quite tentative responding to this incident due to the ambiguity of the report; the witness could not name the suspect which meant I was unable to ascertain any vital intelligence about those involved until we arrived. Having this intelligence before arrival would have allowed me to work through the NDM more efficiently.

On arrival I felt encouraged as we made contact with the male immediately; I expected that we might have to take a more protracted approach to locate the male due to the vagueness of his whereabouts and personal information. However, discovering him instantly allowed us to deal with the situation and provide the necessary support and care to the female promptly; we were now being effective in our responsibilities. 

During the incident I felt frustrated and slightly unsure what to do next when the male would not answer my questions; the male increasingly become evasive to the point where I needed to detain him in handcuffs to prevent him walking away. Detaining him resolved this issue and I was able to focus more clearly on my decision making process.




Evaluation

I felt the experience was positive on the whole. I was able to take a leading role on the decision making process throughout. An example of this was when I had requested a further unit to attend so they could remain with the victim, while myself and my colleague would convey the male to custody. This was a decision I made without any guidance and proved to be beneficial in providing the care needed for the female.  Another aspect I felt went well was my decision to detain the male and handcuff him. As soon as I done this I felt that I gained control of the situation and allowed me to consider my options going forward. Prior to detaining the male, I felt the male was becoming increasingly difficult, which caused me to feel uneasy as my attention was diverted to dealing with him instead of the incident.  

One issue that we faced was that my colleague and I were separated by a considerable distance; I was at the entrance with the male and my colleague was with the female on the 7th floor. Ideally in a situation like this, we would have more police officers on arrival; two officers to engage with the female and another two officers to engage with the male. 

I felt confident with my handling of the incident; this was the first domestic related assault where I took control without any guidance and made effective decisions to bring the incident to a successful conclusion.


Analysis 


I feel the main contributor to its success was due to the experience gained from prior incidents. Those incidents had all been valuable learning experiences which I was able to apply during this incident, allowing me to confidently make effective decisions.

An additional reason that led to the success of the incident was when I Initially spoke to the male I asked a series of open-questions, but this proved to be unsuccessful. The male was appearing to avoid directly answering my questions, and was re-directing the conversation to irrelevant topics. Therefore, I changed my approach and started asking closed questions. Closed questions provoke a response that is usually answered in one or few words. Research supports the effectiveness of asking closed questions when trying to establish facts and negate the chances of an individual fabricating a lie. This is supported by a study titled  “Eliciting the truth, the whole truth, and nothing but the truth: The effect of question phrasing on deception” (Minson, 2018) where it is discusses that general, or open style questioning are not effective styles of questioning to elicit honest disclosures, but rather offers opportunity for the individual to lie and redirect the conversation. By adapting my questioning, I was able to ascertain where the female was. This allowed us to ensure that she was safe and establish her account of what had happened. This was a pivotal point during the incident as, having confirmed with the female that the male had assaulted her, I had grounds to effect the arrest of the male.


Conclusion


Reflecting of this incident highlighted how deceptive the male was when I initially questioned him. The male appeared to be very adamant and confident with his version of events, stating he only had a verbal argument with the female. The learning points I have taken away from this experience is understanding the potential for an individual to lie and fabricate a believable story even to a police officer. For future incidents, I will be more aware that individuals are willing to tell any account to avoid getting into trouble and factor this in to my NDM process instantly.


Action Plan


If I were to change anything about how I dealt with this incident, I would be more assertive with the male to ascertain the information I required. I allowed the male to drift off topic for too long; next time I would have more urgency in acquiring the information by being more direct with my line of questioning.
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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 task will evaluate the Tuckman’s Model and how it relates to team dynamics. Also, why there is inter-personal conflict within teams and the positives and negative aspects of this. Finally, it will evaluate the Five Behaviours Model which outlines the behaviours that are the necessary building blocks for team cohesion.


Team Dynamics

Team dynamics is centred on factors such as: individuals’ personalities, working relationships, individual work ethic, and individual’s attributes. Team dynamics can have a significant impact on how effective and efficient a team is in achieving their goal. A team with an effective dynamic can bring out the best in the individuals in that team - increasing the chances of achieving the given goal. As where, with a team that has a ineffective team dynamic, which have individuals who are unable to work together harmoniously; the effectiveness of that team is significantly compromised – reducing the chances of achieving the given goal (Myers, 2013).


Team Cohesion


Team cohesion is the strength of the relationships between members of the team. Where there is strong interpersonal relationships, it increases the chances that the team will remain united in the face of adversity when trying to achieve a goal. Members of a highly cohesive team focus on the process and not the person. As a result of highly cohesive teams, individuals with-in that team experience increased self-esteem, which thereby increases individuals’ moral - as a result of this, there is increased performance – this being coined as the cohesiveness to performance (Molnau, 2013).




Tuckman’s Model

When looking at models that relate to team dynamics, Bruce Tuckman constructed the “Group Development Model” (Bonebright, 2010). This model is made up of five stages that consist of: Forming, Storming, Norming, Performing, and Adjourning. This focuses on the time when a team is initially formed and the phases the team will experience during the course of completing their task (The Team Building Company, 2021). Tuckman’s model helps managers, leaders, and team members assist with identifying what stage the team is currently at in the teams’ development journey. This allows for everyone to be aware of what challenges the team can expect during each stage, so it can be more effectively dealt with. As a result, team members can afford each other compassion and faster accelerate through each of the stages that are mentioned in the Group Development Model (Elsey, 2021).
The five stages have been explained in an article written by Mara Calvello (2021) where she gives a brief summary on each stage:
Forming – this is when the group first comes together and gets to know each other. Along with trying to learn about the strengths and weakness of the other team members’ .Also, individuals will try to establish and understand what the team goal is. 
Storming – this stage is where personalities and working styles are likely to experience conflict - as a result, team performance will likely dip. This is also the stage where sub groups and cliques can form. Any conflict or disagreement should be addressed, so that it does not hinder the group at a later stage.
Norming – here the team have become comfortable with each other and have established a working balance. The team has established who the leaders are and what everyone’s role is. The now has a sense of bonding and team members sense of humours emerge. Constructive feedback is widely accepted and team members are happy to ask for help.
Performing – team members are motivated and performance is at its best – everyone is committed to achieving the goal. Conflict and problems can still emerge, but at this stage it can be handled in a constructive and honest manner. As a result of the friendships and bonds build during this time, positive resolutions can be achieved.
Adjourning – the goal has been achieved and it is at this stage things are drawing to an end and the team starts to disband.

However, it should be taken into account that there are narratives that disagree with Tuckman’s theory. According to an article published by Doc Norton (2017), who states many studies have since been conducted to see if Tuckman’s model is correct. However, these studies don’t on the whole support Tuckman’s theory. Doc Norton draws particular attention to a study that was conducted by the US military, where it was discovered many teams skipped stages of Tuckman’s model – and universally it was unclear what stage the teams which were being observed where currently in. Doc Martin refers to the study quoting - “Storming, they concluded, is not a stage at all, but a consistent occurrence” (Norton, 2017).

I personally agree with Tuckman’s model - whereby when I went to Afghanistan in my previous job role, as part of a newly formed 15 person team, I can reflect on that time and directly relate to the Tuckman’s Group Development Model. If I was aware of this model at that time, I believe it would have better prepared me to deal with a lot of the challenges I experienced that Tuckman stipulates happens through the course of new teams forming and pursuing their goal.


Why is there Inter-personal conflict in a team? 

Inter-personal conflict can be defined as – “The manifestation of incompatibility, disagreement, or difference between two or more interacting individuals” (IPL, 2019). Inter-personal conflict can arise due to reasons such as a difference in opinions, personality clashes, a lack of trust and a difference in goals; to name a few. To refer back to Tuckman’s Group Development Model, conflict will commonly occur during the “Storming” stage”.

Conflict is often perceived to be a negative occurrence, especially if not approached correctly by those involved. The negative fallout of inter-personnel conflict can seriously harm a team’s cohesion (Social Sciences, 2020). For example, individuals are not able to effectively work together, communication between those individuals breaks down, and the attention of those individuals is now diverted to the conflict. This results in attention and time taken away from achieving the goal.  Further to this, tension can be felt by other team members which can have an effect on the whole group’s morale, increase frustration, and decision making abilities – and possibly cause other members of the team to leave.

Although, conflict can sometimes be positive for a team’s performance. Issues can often be brought up through frustration that would not have been brought up otherwise, issues such as procedures and routine. By doing this it creates a broader awareness and creative solutions (Social Sciences, 2020).

It appears that conflict can have it benefits when the conflict can be handled in a mature way. However, conflict appears to be more damaging to the team more often than not. Having worked on a team where occasional conflict would arise, no real benefit ever arose from it. This has been highlighted by what was mentioned by the Social Sciences when making reference to how conflict has a harmful effect on team cohesion.


Ways to improve team cohesion 

The Five Behaviours Model (Disk Profile , 2018) has been constructed out of the findings that was published in a book called “The Five Dysfunctions of a Team” by Patrick Lencioni. The Five behaviours are: Trust, Conflict, Commitment, Accountability, and Results. The Five Behaviours Model states that if all the behaviours listed are maximized, then the team will operate to its full potential. The behaviours are ranked in a hieratical list. Each behaviour builds onto the next behaviour, which is supported by the previous behaviour. These 5 behaviours have been modelled in a pyramid format, with Trust being the foundation of the pyramid.

[image: Trust is the foundation of The Five Behaviors model] Fig 1 (Disk Profile , 2018)

Trust – this is the foundation of the model for achieving team cohesion. This behaviour allows individuals to express their weaknesses and ask for help. It also allows individuals feel that everyone is looking after each other.
Conflict – this behaviour is often a negative occurrence. However, if the previous behaviour, Trust is of a high level, conflict can be a positive. Trust allows for individuals to feel secure enough to be honest and for people to listen not feel attacked. Therefore, conflict can be constructive.
Commitment – this is when there are a number of ideas presented by individuals on the team to tackle a task or problem – with positive conflict, the team can democratically chose the idea they want to move forwards with. As the decision has been chosen through positive conflict, every member understands why it has been chosen, and therefore, can be committed to the decision.
Accountability – This is where team members hold themselves and others in the team accountable for their actions and behaviours. This behaviour is said to be the most difficult to master within the model. Achieving this behaviour to a high standard will depend on how well the previous behaviours have been mastered by the team.
Results – this outcome is what the team was brought together to achieve. If all the previous behaviours are implemented to a high standard, then each member of the team is focused on the team goal, which has precedence over any ones individual goals. This allows everyone to feel like they play an important role in the team and creates a strong feeling of team cohesion.
 
The Five Behaviours Model states that the foundation in which team cohesion is built on is trust. This statement is also supported by a study which was conducted at Google (Rozovsky, 2015), which spanned over two years and conducted over 200 interviews with active Google teams. The results of this study also stated that Trust is the number one factor in what makes a cohesive team. Julia Rozovsky, the analyst of Google People Operations quoted - “Psychological safety was far and away the most important of the five dynamics we found in having team cohesion”. 

Team dynamics within the police force can sometimes fail. An example of this could be someone on a team who steps up to fill the role of Supervisor in place of an absent Sergeant – commonly known as Acting Police Sergeant (APS). As a result of this, the person who is now in the position to lead the team and delegate tasking’s might not hold the respect of other members of the team. Therefore, their authority may not be taken seriously and their orders not always acted upon. This behaviour would breach The Standards and Behaviours – no. 5 Orders and Instructions, which is outlined in the Code of Ethics (College of Policing , 2021), as they don’t trust the judgement of the APS and so decide to do what they want. This behaviour has devastating consequences on team cohesion. 

During this Task it have evaluated the Tuckmans Model which outlined the stages a team that is newly formed will experience during the course of achieving its goal. The task also evaluated why a team might have inter-personnel conflict and why it is often a negative occurrence, but if the team has a strong team cohesion it can often be productive to the team achieving its goal. Finally, the Task evaluated the elements that make team cohesion by looking at the Five Behaviours Model that stated that ultimately trust is the foundation of off all effective and efficient teams.
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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 task will explain what information and intelligence is, and how it is collected and graded to be used by police officers. It will also explain how this information and intelligence can disrupt criminal activity by targeted vehicles that have been linked to criminal activity which use the roads to facilitate their operations. Finally, the task will outline what Automatic Number Plate Recognition (ANPR) is, and how it is used, and describe the positive and negative aspects of this technology 


What is information and intelligence? 


Intelligence is information that has been obtained through a number of different forms, which has then been analysed and categorised in relation to its relevance and reliability (Robin Bryant, 2020). When the information is obtained by police it is graded on its reliability using the 3x5x2 system. (Robin Bryant, 2020) 

The reliability and accurate grading of intelligence is paramount to the individuals who are looking to utilise that information. Before information becomes useable intelligence, it goes through a grading process known as the 3x5x2 system. A handling code is then attached - this code reflects the risk assessment that has undergone on its reliability. This information then undergoes a sanitation process which removes details that has potential to reveal who the source is. The 3x5x2 system is universally understood amongst police forces in the UK, which is fundamental in intelligence being effectively shared. The numbers in the 3x5x2 represent the: information evaluation, source evaluation, and intelligence handing rules (Adams, 2020).  


[image: ]
Fig.1 – 3x5x2 table (Adams, 2020)



The police collate information in a number of ways which have been categorised into three areas: Routine, Tasked, and Volunteered. This information is collected and refined for the purpose to gain useable intelligence to target criminal activity (College of Policing 2013).

Tasked – focused collection of information that is in relation to specific problems or individuals. This comes in forms such as: CCTV, covert human intelligence sources (CHIS), internal and external databases, and automatic number plate recognition systems (College of Policing , 2015).

Routine – this collected during routine policing operations. The information is collected for its policing purpose. Examples of when Police officers will have gathered this kind of information will be: arresting a suspect, targeted patrols, and stop and search (College of Policing, 2019)
 
Volunteered – this type of information is obtained from the public or partner agencies like the Social Services. This type of information is often received due to that particular member of the public wanting something done about it. It can be reported in different ways, for example a person attending a police station to inform a police officer; via Crimestoppers, or through a partner agency like a care worker (College of Policing, 2019)


Gathering information and intelligence is not an exclusive responsibility to the Police forces in the UK - the National Crime Agency (NCA, 2021) outline that they use and produce intelligence which they categorise as follows:

Strategic – informs those it is relevant to, where resources and assets should be deployed to.

[bookmark: _GoBack]Tactical – this form of intelligence informs agency’s where they expect threats to emerge from and the methods in which are being used by criminals. 

Operational – when specific information is obtained about a target which results in a direct action being taken. 






How information can disrupt Criminal Activity by effectively policing the roads.


Operation Trivium (EuroPol, 2018) is an ongoing operation that originally launched in 2013 with the aim to tackle criminal activity that occurs in countries in the European Union (EU). Its purpose is to target organised crime that utilise the road networks across these countries within the EU to facilitate criminal operations. These organised gangs will often cross boarders into different countries and run their operations. Therefore, the joint targeted effort to tackle these organisations is required from all the native police forces - who in turn can provide their collocation of intelligence and instant access to their countries Police national database to effectively target these operations (Miller, 2016). At the core of these crimes see the most serious of offenses – such as drug related “county lines” activity, human trafficking, gun smuggling, and child exploitation.


During Operation Trivium 6 which took place in June 2015 in the UK, saw police officers from a variety of different countries across the EU come to the UK to support British Police in tackling foreign criminal activity. These targeted criminals were suspected of sheltering and running criminal operations in the UK.  The priority during this operations was to target specifically drug trafficking and human trafficking.

Aside from conducting direct raids on properties where these organised gangs are believed to be located - traffic operations was the central focus. The road network plays a pivotal role in the function of organised crime. Therefore, it is important to effectively target this area to add considerable pressure and disruption to these crime operations. 

According to the National police Council (National Police of Chiefs Council, 2015) – it is estimated that there are approximately 350,000 foreign registered vehicles within the UK at any given time. In preparation for Operation Trivium, Europol supplied the Central Motorway Police Group (CMPG) with information and intelligence of 3,000 plus vehicles that is suspected to be on UK roads involved with organised crime activity (National Police of Chiefs Council, 2015). As a result of this intelligence, it allows all the Automatic Number Plate Readers (ANPR) which are positioned across the UK roads recognise particular number plates that have been linked with these organised crime groups. When ANPR spots a number plate that is in relation to organised crime, it can notify officers who then can conduct a traffic stop and carry out the relevant actions. 

The intelligence gathering is paramount to the success of these kinds of operations. This is a multi-agency approach which includes the involvement of many different Police Forces spanning across the EU, along with the National Crime Agency and Europol. All these organisations contribute vital intelligence that leads to the disruption of criminal activity and ultimately the arrest of those involved. For example, having a variety of police officers from different nations in the EU allows them to refer to their police data base, which aids in obtaining necessary intelligence (Gov.uk, 2016). During the week long operation in June 2015, it resulted in a total of 7,151 vehicles being stopped - of that total number, 1,200 vehicles were stopped by ANPR (Birmingham Mail, 2015) -555 vehicles were seized, and 800 people were arrested. A further 3,458 people were summoned to court or given fixed penalty fines.  


ANPR 

Automatic Number Plate Recognition (ANPR) cameras played a pivotal role during Operation Trivium in 2015, where it was responsible for police officers locating and stopping 1,200 vehicles. This piece of technology plays a big part in assisting with the policing of UK roads. ANPR cameras makes between 35 and 40 million detections of vehicle licence plates a day, and 30 billion a year (Gov.uk, 2017).  There are approximately 13000 ANPR cameras in the UK. All the data that is collected is stored together on one database for a time period of 12 months (National Police Chiefs' Council, 2021). ANPR camera technology is designed to read vehicle licence plate numbers of vehicles that travel on UK roads. When the camera detects a number plate, it immediately runs a check using a database to ascertain if the vehicle is listed as stolen, if it has valid M.O.T , if car insurance is held, or if the car is wanted for whatever policing purpose. Part of the ANPR checks is run alongside the Police National Computer (PNC). This allows police officers to utilise this capability to locate vulnerable missing persons with more accuracy if they are using a vehicle that is known to police. These cameras have been proven to disrupt criminal activity, and due to the cameras not requiring to advertise they are present, it does not allow criminals to easily avoid them.



In a bid to tackle high levels of burglary, Nottinghamshire utilised ANPR technology by setting up cameras overtly on roads in know areas where there was high levels of burglary. The research concluded that in the first year of the ANPR being installed in these areas, burglaries reduced by 36%, and a further drop of 41% the following year. This was attributed to the aid of ANPR technology (Mav, 2021). Another example of the use of ANPR in effectively tackling crime was During Operation Bluewater. In 2008 Kent Police utilised ANPR technology to monitor vehicles driving into Bluewater shopping centre, Greenhithe, this resulted in 220 vehicles being stopped and spoken to in relation to outstanding crimes. This led to three arrest of wanted individuals who were involved with serious criminal activity and 4,400 pound in unpaid fines were recovered (Kent News, 2008). The BBC (2010) also reported that when the former aide to the Duchess of York, Jane Andrews, who was jailed for killing her partner had gone on the run from prison. She was tracked and found having been discovered by an ANPR in Kent.

Although there are many positives advantages to ANPR technology, it is not widely accepted by everyone. There are pockets of people who consider ANPR technology, a violation of privacy and are concerned that the data collected could be misused (Total Parking Solutions, 2021). This concern is supported by an incident that occurred involving Sheffield City Council ANPR network which got reported in an online article by Hugo Griffiths (2020) whereby it stated that the ANPR database was unsecured – allowing 8.6 million pieces of private data accessible to anyone to view it at any time. A further consideration to be aware of is that ANPR cameras are not perfect - they have been known to encounter problems reading number plates during adverse weather conditions. An example of this during heavy rain or snow. These conditions can obscure the number plate of vehicles resulting in either not reading the plate number, or misreading the plate and wrongly identifying the vehicle (Total Parking Solutions, 2021). Also, if the number plate is foreign or is dirty this can also prevent the number plate being correctly read by the ANPR cameras.

Although ANPR cameras are not perfect, it appears that the positives out way the negatives and ANPR has been proven to be an effective tool in targeting criminal activity. Also, this technology has allowed police to stop up to 5 times more driving offences which as a result, has often lead to solving far more serious crimes (Dorset Police, 2020).

This task has explained the different forms of intelligence and the grading system that is used so that police officers are able to universally understand the reliability of that intelligence - this is known as the 3x5x2 Grading System. This task has also explained how information and intelligence can be effectively used to target criminal activity on the road network. I have highlighting Operation Trivium, whereby Europol supplied the Central Motorway Police Group (CMPG) with information and intelligence of 3,000 plus vehicles, believed to be involved with criminal activity. This information and intelligence resulted in a number of arrests. Finally, the task has outlined how ANPR is used as an investigative resource when disrupting criminal activity 
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Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 

Road Traffic Legislation















Case Files

 
 
 
 
 
 
 
 
	Low 
1-4 


















  


	Med
5-7


















    8


	High 
8-10 

8
	Low 
1-4 
	Med 
5-7 

  5
















   5
	High 
8-10 
	 I need to address some of my knowledge gaps in relation to Traffic legislation. This is something I will intend to improve by taking a proactive approach to learning different parts of the legislation in the Road Traffic Act – with particular attention relating to areas where someone is suspected of being under the influence and in charge of vehicle, and the actions required to deal with that particular incident. 

My knowledge with Case Files requires more attention. Due to not having done many Case Files that go to Crown or Magistrates Court, my knowledge is not where it should be. As a result, I will take action to improve this area by volunteering to do any Case Files that requiring going to Court. 

	SKILLS 
 
 

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

	Low 
1-4 
	Med 
5-7 
	High 
8-10 
  8
	 My ability to communicate all the mandatory information to the individual when conducting a Stop Search is good – however, an area that requires improving is to apply a methodical approach when conducting a search on the individual. This will help to ensure that I do not miss any items. I will improve this aspect by conducting online training.

	EXPERIENCE 
 
 
 
 
 
Niche – Victim codes on the Occurrence
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 




9
	Low 
1-4 
	Med 
5-7 




 6
	High 
8-10




    
	 
I need to be more aware to place the Victim Codes on the Occurrence. I will be focused on making sure to address this by making it a priority – I will make it the first action I conduct with all my Occurrences.
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