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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:

According to (Bryant & Bryant, 2020), achieving independent patrol status (IPS) “is a key milestone in the professional development of a trainee constable”.  I will use the 5 R Framework developed by (Bain et al., 2002), to reflect on the impact of organisational culture within policing and what effect it has had on my well-being and resilience.  This framework guides users through five sections: Reporting, Responding, Relating, Reasoning, and Reconstructing.

From the commencement of my tutorship period, I was encouraged to think for myself and not to be led by the views of others.  I was given increasing responsibilities throughout tutorship in readiness for single patrol status which I achieved in June 2022.  According to (Inciardi, J.A, 1990), police officers have evolved coping mechanisms to mitigate perceived isolation from the public and their communities as a result of being a police officer.  Inciardi further develops his theory, stating that common attributes of organisational culture are “protective, supportive and shared attitudes, values, understandings and views of the world.”   (Scaramella, 2011), suggests the administrators of police and law set constraints in which officers operate, however, organisational culture directs officers on their work ethic, how to operate, relationships with colleagues and the public, and influences their opinions of bosses, practices, and effectiveness of the law. 

(Champoux, 2010), argues police training of probationers is in some measure responsible for organisational culture, and is a necessity for the job, where recruits rapidly learn police jargon, how to address higher ranks, radio communication, statement writing styles, and a plethora of associated behaviours distinct to the police force.  In an effort to counter negative aspects of organisational culture within the police force, (The College of Policing, 2014), published a code of ethics to which all police officers must adhere.  These guidelines of required standards cover ten aspects, from honesty and integrity to challenging and reporting improper conduct, and are instilled in police recruits during the initial training phase.  Initially, I did not feel any pressure to conform to the ways and thoughts of colleagues.  My first experience of organisational culture came when a new colleague on my shift suggested I should “forget everything I learned in training as it’s different out here in the real world”.  (Bayley & Bittner, 1984), argue that organisational culture has an impact from the beginning of the new officer's career when more seasoned officers inform them that "training provided in police academies is irrelevant to 'real' police work”, and further suggest that more experienced officers tell probationer officers to forget everything from  training school and start learning about actual police work instead. 

As my length of service increased, I became more aware of some  officers who would moan about low pay, treatment by bosses, tiredness, workload, ‘nonsense’ crimes, and the public’s low opinion of the police.  I have experienced similar attitudes from colleagues in previous roles outside of the police force.  Negative attitudes and cynicism can often be explained by colleagues' disenchantment with their careers and it is imperative that one should shun this behaviour as it only seeks to draw oneself into dissatisfaction.  (Niederhoffer, 1969), illustrates this point, where he highlighted four stages of cynicism throughout a police officer's career.  Stage one is where new recruits exhibit idealism, enthusiasm, and a desire to engage with and help the public.  Stage two is termed as ‘romantic cynicism’ involving officers within the first five years of service, stating these officers are more at risk of succumbing to cynicism.  Stage three involves officers who have around ten years of service.  It is suggested that these exhibit ‘aggressive cynicism’ whereby animosity, resentment, dissatisfaction, and bitterness are exhibited.  Stage four is termed resigned cynicism, where remoteness, acquiescence, and ultimate acceptance of the areas which are failing within policing.  (Sparrow et al., 1992), state that organisational culture creates a list of ‘rules’ dictating the way officers are expected to live suggesting that only police officers understand the work of a police officer, loyalty to fellow officers is paramount over everything, it is impossible to police without rule-bending, the public is unsupportive and make unreasonable demands and don’t trust bosses.”  These unwritten ‘rules’ make the integration between police and the public unachievable. 

(Westley, 1953), argues that organisational culture explains police behaviour and attitudes.  Organisational culture in his opinion distinguishes the public as antagonistic, un-trustworthy, and possibly violent. (Manning, 1977), states that the intrinsic unpredictability of policing leads to teamwork which subsequently produces strong ties and reliance on colleagues.  I felt that I was part of a team, although I did not feel fully accepted or ‘trusted’ by some colleagues.  This was highlighted by my initial exclusion from the shift WhatsApp group.  (Bittner, 1984) believes new recruits are held at arm's length by more seasoned colleagues who are already part of the group until they are checked out and it is felt that they can be trusted.
 
As a result of this behaviour, I doubted my own ability to make decisions and felt as though I wasn’t trusted by my peers. My workload was increasing and I was struggling to cope. From the culture I was experiencing, I felt as though my initial police training had been a waste of time.  I did feel that I needed to conform to the attitudes that were exhibited by some colleagues in an effort to be accepted.
Looking after my well-being was fundamental to my performance at work, my happiness, and my ability to overcome any hurdles in my career.  (Demou et al., 2020), argues that organisational culture is an obstacle to well-being within the police force.  (Maran et al., 2022), states that pressure on individuals from the organisational culture of the police leads to cynicism and burnout.  To combat this, I spoke to my supervisor and tutor at length.  Both agreed that I was fulfilling my role as a probationer and was meeting and exceeding the performance expected of me.  It was explained to me that the way I was feeling was normal and every probationer would be experiencing similar feelings of self-doubt.  I had already spoken to my colleagues from initial training and they concurred that they too were experiencing similar issues. 
(Paoline, 2004), argues that although the influence of organisational culture has created a subculture of some police officers who exhibit negative attitudes, other police officers demonstrate opinions and beliefs that would be looked upon by colleagues as completely contradictory.  As the police force has become more diversified, a unified organisational subculture could be anticipated to divide and morph into being more tolerant and accepting.

In conclusion, through reflecting upon past experiences, I have become aware that organisational culture exists not only in the police force but in many organisations.  The culture in some instances can help educate a new recruit in the ways of the organisation, however the negative and often misleading subculture should be identified and shunned at the earliest opportunity.  I have learned that thinking for oneself and standing apart from negative group influence is of utmost importance, not only for your own integrity but for your own well-being.  (Matheson, 2021), argues for the importance of individual thinking and highlights the motto of enlightenment “Have the courage to use your own reason”. 

I raised the issue regarding exclusion from the shift WhatsApp group with my supervisor and it was explained to me that this was an oversight and not intended to isolate me from the group.  Although I wanted to be accepted as part of the group, I was aware that it was dangerous practice to put aside standards to seek this at all costs.  (Scaramella, 2011), states that the most controlling influence in regard to this is the one relating to craving group acceptance.  Sadly, one of the ways in which this aspiration is met is by turning a blind eye to the misconduct of their colleagues.  As my career progresses, I will continue to hold the Police Code of Ethics at the centre of my continuing development.
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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:



Domestic incidents are unpredictable and complex.  Each situation is unique and proportionate responses have to be taken to effectively assess the vulnerability and needs of all those involved.  (The Home Office, 2013), defines domestic abuse as “'Any incident or pattern of incidents of controlling, coercive or threatening behaviour, violence or abuse between those aged 16 or over who are or have been intimate partners or family members regardless of gender or sexuality”.  In the course of this essay, I will be using the CARL framework of reflection.  Developed in 2018, it covers four main areas: Context, Action, Results, and Learning (Edinburgh University, 2018).

Putting the incident into context, our police control room received a 999 call from a male alleging that he had been assaulted by his female partner.  The male domestic abuse charity (ManKind, 2021), provides statistics stating that nearly half of all male victims fail to tell anyone about the abuse they suffer. ‌ It is important to understand that some men find it difficult to report abuses.  (Tsui, et al., 2010), discovered that "societal obstacles against men and lack of support", prevent men from seeking help.  Denial, fear, shame and embarrassment, stigmatization, and what the authors note as being the most significant barrier - the fact that they weren't treated equally as a service target are among the challenges noted. 
On attendance at the address, my primary action was to activate my body-worn video (BWV).  The College of Policing (COP, 2022), states that when attending domestic-related incidents, BWV must be activated in order to provide the ‘best evidence’.  We were met by a highly intoxicated male, who was the victim, a distressed and emotional female who was the male’s partner, along with the female's two children, a twelve-year-old boy, and a fourteen-year-old girl.  The female was the biological mother of the two children and the male was the stepfather.  The female had recently moved into the area with her children and had no friends or family nearby.  The male was local to the area and had close family living a short distance away.  There were no relevant cultural, ethnic or language issues to take into consideration during the incident.

	The actions which I performed and the decisions which I took were underpinned by the National Decision Making Model (NDM).  (The College of Policing, 2012), introduced the NDM in 2012 and this has become a cornerstone of British Policing, providing assisted ethical decision making including ‘review’ as a key element.  To enable easier recall of the NDM, a mnemonic called ‘CIAPOAR’ has been employed which relates to the seven principles of the NDM.  These are C: Code of Ethics, I: Information, A: Assessment, P: Powers and Policy, O: options and contingencies, A: action, and R: review.  These principles help to encourage, support, and standardise professional judgment within the police force.

The current Chief Constable of South Wales Police (Vaughan, 2021), states that victims are at the heart of the South Wales Police approach, this aligns with the first section of the NDM, in reference to the code of ethics (College of Policing, 2014) which provides a detailed list of behaviours expected from a professional police officer.  In line with the College of Policing guidelines on attending domestic incidents (College of Policing, 2015), the safeguarding of all parties was ensured by separating the family.  The female was taken to a lounge area with her children whilst the male was taken to a kitchen at the other end of the house.  Officers accompanied all of the parties and stayed with them, ensuring that no further arguments or assaults could take place.  All parties were then spoken to in the confidence that all were afforded privacy when speaking about the incident.  Referring back to the NDM, the second step is ‘Information’, this is where all of the relevant accounts regarding the incident are recorded.  The male who was alleging he had been assaulted was extremely intoxicated and the female had also consumed alcohol.  (Graham et al., 2011), argue that domestic assaults are more likely to occur when partners have been drinking alcohol.  The male was initially reticent to disclose to me that he had been assaulted by his partner and was unsure if he wanted to pursue a prosecution against her.  (Steinmatz, 1977), explored the ‘battered husband’ phenomenon and found that it was present in relationships as far back as the early 1970s, and it is still a taboo in the modern era.  (Battered Me: Hidden Lives, 2006) found that despite the fact that the violence has damaged their self-esteem and confidence, male victims feel reluctant to seek treatment because they still want to appear 'manly' to others.  I reassured the victim that we would take his allegations seriously and would support him through the process.  I made the male aware of the Mankind Charity which helps and supports male victims of domestic abuse.  The victim subsequently gave a full disclosure of the incident.
	
I referred back to the NDM and assessed the situation.  The male had provided me with the details of the alleged assault and had detailed how it had occurred.  Moving through the NDM, I considered the powers and policies which were available to me as a police officer.  Under code G of the Police And Criminal Evidence Act (PACE, 1984), I had the power to arrest the female as she had allegedly committed an assault and in legislation, section 39 of the Criminal Justice Act 1988 (Legislation.gov.uk, 2018), states common assault is a summary-only arrestable offence. Referring to South Wales Police’s policy on taking positive action (South Wales Police’s approach to tackling domestic abuse, no date) and protecting victims, acting on the information given to me, I arrested the female for common assault.  After the arrest, the female made me aware that her children couldn’t stay at home with the male in her absence as they did not get on.  Her daughter suffered from Autism and both children were in a highly emotional state.  The daughter of the female stated that if she was left with the male overnight, then she would run away.  There were no family members or friends available to look after the children for the night. It was disclosed to me that the male had parents living a short drive away which he could stay with for the night.  This left me with a quandary as I had to ensure that all parties were safeguarded.  I referred back to the NDM and considered the options available to me. Section 30, subsection (7) and (7A) of the Police and Criminal Evidence Act 1984 (Legislation.gov.uk, 2012), provide the powers to de-arrest "a person who has been arrested under any act of law at a place other than a police station, shall be released before reaching a police station if a constable is satisfied that there are no grounds for keeping him under arrest”.  As a S39 assault is summary-only, I could potentially de-arrest the female and instead require that she attended the police station the following day for a voluntary attendance interview.  The male could be conveyed to his parent's home for the night, ensuring that all parties were safeguarded.  
I spoke with my supervisor and he agreed that given the circumstances, to de-arrest would be the most appropriate action.  As police officers, we are afforded a certain amount of discretion.  Jones states that police discretion is the “Freedom of the individual officer to act accordingly to his or her own judgement in particular situations” (as cited in Newburn and Neyroud, 2008, p 82).  (Scarman, 1981, para 4.58), further argues that discretion lies at the heart of policing and that successful policing relies on the discretion of how the law is enforced.

Using the ND, having reviewed the incident and available outcomes, I took action and de-arrested the female, with the intention of transporting the male to his parents' home.  The male was conveyed to his parents' home and arrangements were made to take a statement from him the following day when he was sober.  I also completed a Public Protection Notification report (PPN) for domestic abuse with the victim to identify his vulnerabilities and needs.  (HMIC, 2015), states that officers who attend domestic incidents should as a matter of force policy, complete PPN’s with the victim.  The force's public protection unit (PPU) receives this notice and utilises the data to determine the risk.  On the online intelligence system, a marker is made for each victim that details their specific risk level.
I used the NDM to review my actions and found that all of the decisions I had taken were necessary, proportionate, and lawful. 

The result of my decision-making safeguarded both parties, particularly a vulnerable male who was initially too frightened to disclose offences that his ex-partner had perpetrated against him. I safeguarded the victim by taking him to a place of safety for the night and treated all concerned ethically and professionally. The females’ children - especially her autistic daughter - were safeguarded by being able to stay within the family home. My rationale for this is highlighted by (Howlin, 2004, p137), who states that “to an autistic person, the reality is a confusing mass of events, people, and places. Set routines, times, and rituals all help to get order into an unbearably chaotic life.” 

In conclusion, looking back over the incident there are some decisions in which I could have considered a different path.  Whereas I took the decision to remove the male from the home, I could have decided to take the female and her children to a hotel for the night to safeguard them, however taking into account the daughter's autism, this would have caused undue stress and anxiety to her, potentially creating a highly charged emotional situation.  I could have considered following through with the arrest of the female and transported her to custody to carry out our investigation into her ex-partners' allegations.  Due to the time of night, it would not have been proportionate to have conducted house-to-house and CCTV inquiries with neighbours.  This was compounded by the daughter's threat to run away if left in the charge of her stepfather.  I also felt that I could not risk leaving the children with the stepfather as this could potentially create another domestic situation as the children did not like or get on with the stepfather.  The stepfather was in a relatively new relationship of some six months with their mother and had not garnered the confidence or respect of the children.  Safeguarding was a key issue in this respect and I believe that I took the correct course of action in making alternative arrangements for their immediate care.  Therefore, my rationale to de-arrest and deal with the matter on a voluntary attendance basis was correct.  Throughout all of my decision-making and rationale, I employed the NDM and code of ethics.  In hindsight, I would not change my actions or decisions and I believe that the correct outcome in a challenging and emotionally charged situation was reached. 
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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:


To assist us in understanding what the terms ‘team’ and ‘teamwork’ mean, Collins dictionary defines a team as “a group of people organised to work together”, and teamwork is defined as a “cooperative or coordinated effort on the part of a group of persons acting together as a team or in the interests of a common cause” (Team definition and meaning | Collins English Dictionary, no date).  (Carron et al,. 2005), argues that teams and groups are distinct from one another in that members of a team work together towards a common objective, whereas members of a group do not.  (Filho, 2018), states that teams play a crucial role in both civilization and the natural world.  Individual team members are able to take on smaller tasks in order to complete complex tasks that cannot be completed by people working alone.  

(LePine, et al,. 2008) states that team dynamics and cohesion are some of the most researched and studied topics, and (Beal, et al,. 2003), argue that they are the most consistent indicators of team success.  There are numerous definitions of cohesion, (Pescosolido, A,T. and Saavedra, R. 2012), refer to the notion that people gather together and stick with each other to pursue tasks or socially interdependent goals.  (Festinger, et al,. 1950), believe that the social and task factors that bind and maintain interdependence are referred to as cohesion. 

(Gençer, 2019), discusses how psychologist Kurt Lewin referred to changes that happen within a group as “group dynamics”. He found that these dynamics influence the reactions of other members of the group.  (Braun, et al,. 2020), states that numerous crucial emergent states and behavioural processes have been recognised throughout the more than six decades of study on team performance. 

The Tuckman Model (Tuckman, 1965), represents today's most widely used model. He developed the five-stage model of team dynamics which centre on teams developing through a series of distinct phases.  Forming, storming, norming, performing, and adjourning.  It acknowledges that groups are not born completely formed and functional.  (Norton, 2019) argues that the Tuckman model does not work as intended and that teams may never emerge from the storming stage or sometimes transition into norming, returning to the storming stage to languish for long periods. 
Poor transition through the Tuckman stages could be attributed to factors such as new colleagues joining teams who may not be aware of existing team dynamics and therefore, may feel excluded from groups already formed by longer-term colleagues.  (Bittner, 1984), argues that new colleagues entering a group are often shunned until it is accepted that they can be trusted.  The Tuckman model offers methods to progress through these stages and improve team cohesion.  The team leader has a direct role to play, forming the structure and direction of the team, providing positive reinforcement, assertiveness, and ensuring role clarity. New leaders need to gain trust and show leadership to enable them to move the team into the next phase.  (Knight, 2007), published data showing that only 2% of the teams studied went through all the phases in linear progressions. Knight states that storming is not a phase, but is a continuing process that happens frequently when teams are performing well.  The Tuckman model, however, is a conceptual assertion and the data indicated has not been empirically supported.  (Tuckman, 1965). (Haydn, et al,. 1997), state that despite growing interest in teamwork, a large portion of the literature on the topic is contradictory and frequently based on anecdote rather than original research.

In contrast to Tuckman’s model, (Hackman, 1983) produced The Hackman Model in which he believed that the conditions that allow a collection of people to function well are more important than the collaboration being based on the personalities or behaviours of particular team members.  His model comprises five factors which are: being a real team, compelling direction, enabling structure, supportive context, and expert coaching.  Hackman’s theory further differs from Tuckman’s model in as much that it introduces ‘expert coaching’.  This phase suggests how a team can improve its cohesion through managerial reviews and appraisals and this can help identify additional training requirements and provide motivation for those that require it.  (Crowson, et al,. 2004), argues for Hackman’s Theory stating the fact that the ability to achieve the desired and expected results in addition to task output makes Hackman's model appealing.  In addition, Hackman lists the team's continued ability to collaborate as well as the satisfaction of each member's particular requirements as pertinent outcomes.

(Katzenbach and Smith, 2015), provide a differing model for explaining the theory of team dynamics.  A working group, a pseudo-team, a real team, a potential team, and a high-performing team, which is the standard for which all businesses strive, were suggested as the five levels of teamwork.  Katzenbach and Smith argue that members of a high-performing team go above and beyond by simply cooperating.  From this model, there are three potential outcomes: Collective work products, Performance results, and Personal growth.  (Jay, no date), argues that this model only functions with small teams that can gather frequently, which is a drawback.  Additionally, if the team is caught up in an early dispute, they will never gel into a cohesive unit and will remain in the stage of the pseudo-team.  This is similar to the storming phase of Tuckman’s model, however Katzenbach and Smith say that being unable to move on from the pseudo-team is down to incompliance with the team basics including not focusing on goals and not identifying individual and team contributions.

Acting on the basics of skills, commitment, and accountability is thought to be more important than team building which is in contrast to the model created by Lafasto and Larson, (Lafasto and Larson, 2001).  Their theory suggests five areas exist: team members, team relationships, team problem solving, team leadership, and organisational environment.  Lafasto and Larson theorise that if the culture of the surrounding environment does not align with the team's, no team will be able to stand alone within it. Positive team and individual behavior must be supported and encouraged by the organisation's climate and ethos.  Team members will likely experience low morale, a sense of futility, and a lessened commitment if there is no clear reward structure and recognition for accomplishments,  (Grove and Paccagnella, 1992).
Lafasto and Larson touch on similar theories to those mentioned above, identifying clear roles and providing effective communication, as in Tuckman’s model, and accountability of actions as noted by Katzenbach and Smith, monitoring and feedback as per Hackman's reviews and appraisals.  The models I have looked at provide theories of what makes teams function proficiently, and give some indication of why teams cannot function however Lencioni’s model details this further. 

Lencioni’s model (Lencioni, 2002), highlights five dysfunctions of a team.  Lencioni details the five stages as the absence of trust, fear of conflict, lack of commitment, avoidance of accountability, and Inattention to results.  All teams have the capacity to be dysfunctional, this can result in conflict and ultimately have a negative impact on team dynamics.
 (Jehn, et al,. 2010), state that different team members' perceptions of the degree of conflict within the group often exist.  Understanding the nature and severity of interpersonal conflict is essential to enhancing team performance.  (Pondy, 1989), suggests that conflicts are a regular occurrence at work and are a natural part of the environment.  (Davey, 2019), argues that it can be useful to “start by normalizing conflicts by framing them as productive, role-based tensions”, and the “ability to get issues on the table and work through them constructively is critical to having a healthy culture.”

(Mannin, 1977), states that there are strong systems of hierarchy within the police and (Reiner, 2010), claims that this shapes intra-group dynamics and how team dynamics within the police service need to be optimum to ensure compliance with professional standards and requirements.  A breakdown in team dynamics can contribute to failure in meeting these, and a failure in providing a professional service to the public.

Interpersonal conflict can hinder the formation of a strong team, and the introduction of new recruits and leadership changes within the established response team can have a detrimental effect.

It takes time for new colleagues to embed themselves within the team by gaining trust and failure to challenge and report improper conduct could be attributed to wanting to conform to the to be thought of as part of the team.
(Westmarland and Conway, 2005), state “Observational studies have shown that officers use the power with which they are entrusted by the public to cover up, or fail to report, colleagues’ misdeeds”.  (Reiner, 2010) and also suggests that team camaraderie and the high risk of police work can lead to deviation from compliance with the rules.  The Police force is a competitive environment and this can lead to interpersonal conflict, perceived unfair promotion, ignoring poor performance, and stepping on toes to further one’s career.  To counter the risk of this, (The College of Policing, 2014), published a ten-point plan that sets out the required and expected standards of a police officer.  These are 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.

In conclusion,  policing is a highly pressured and often dangerous environment that can lead to problems in team cohesion and interpersonal conflict.  Research of differing theories of team dynamics has shown that teams and groups are different and how teams will work together towards a common objective.  Cohesion is referred to as the notion that people stick together to pursue tasks or interdependent goals.  Comparison of the theories of team dynamics shows that Tuckman’s Model suggests five phases that teams must pass through to achieve goals.  Hackman theorises notions of expert coaching to improve cohesion through review and appraisal.  Katzenbach and Smith argue that the inability of teams to progress to the next level is down to incompliance with team basics and a lack of focus.  Lafasto and Larson suggest team members suffer low morale, a sense of futility, and a lack of commitment if there is no reward and recognition for accomplishments.  Lencioni highlights the reasons why teams fail to function and suggests that a lack of trust, fear of conflict, no commitment, avoidance of accountability inattention to detail result in conflict.  Pondy and Davey each look at conflict as a positive in the workplace and believe that role-based tensions and the ability to work through disagreements lead to a healthy culture.  Manning states that there are strong systems of hierarchy within policing and Reiner suggests that this shapes intra-group dynamics highlighting how team dynamics need to be optimum within policing to ensure compliance with professional standards.  Westmarland and Conway describe how craving acceptance into a team could lead to a failure to report and challenge improper conduct by colleagues.  Reiner explored this further suggesting that camaraderie and the high risk of police work can lead to deviation from compliance with the rules.  The College of Policing has created a code of ethics to intercept any such behaviour at the earliest opportunity.  The police force is a diverse mix of extensive departments and teams, serving the public amongst vastly contrasting cultures. 
Understanding the influencing factors of team dynamics to develop team cohesion has played an important role in creating positive strategies employed within the police to ensure cohesion within a team and between 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:


(The National Crime Agency, 2019), states that Intelligence is referred to as Information that has been examined to determine its credibility, accuracy, and relevance.  Intelligence-led policing (ILP), is an innovative model which was introduced into policing in the UK in the 1990’s.  (Stelfox, 2008, in Newburn and Reynoud, 2008, p146) states that the purpose of combining intelligence from numerous agencies is to ostensibly disrupt, disable, and undermine criminal activity.  (Ratcliffe, 2016), argues in his definition of intelligence-led policing states that an objective, decision-making framework that supports crime and problem reduction, disruption, and prevention through both strategic management and efficient enforcement techniques that target major and frequent offenders is dependent on data analysis and crime intelligence.  (Thornton, 2007, p 3), states that all policing activities, from neighbourhood patrols to the examination of major and organised crime and terrorism, are based on the idea of intelligence-led policing.  The (NCA, 2017), argues that there are three areas of intelligence which are: strategic intelligence - information that shows us and our partners where to allocate our resources to combat the greatest threats, tactical intelligence - which gives us information on new threats and techniques used by organised crime groups with an impact on the UK.  This might include, as an illustration, the routes that a gang of organised criminals takes to smuggle weapons into the UK and their strategies for avoiding border inspection.  Lastly, operational intelligence allows police to conduct or direct operations and resources against known organised crime organisations by highlighting their activities.  This might, for instance, include the description of a vehicle transporting drugs.

A thriving industry depends on a reliable road system.  UK roads handle 80% of all household goods transportation.  Unfortunately, what is effective for business is also effective for criminals.  Criminals and organised crime groups (OCG’s), use the road network to further their unlawful activities, from smuggling, smuggling, committing violent crimes, enabling burglaries, distributing counterfeit goods, furthering county lines exploitation, engaging in people smuggling,  sex trafficking, and child sexual exploitation (Department for Transport, 2020).  Understanding how these crimes are enabled by vehicles assists the police in tackling the gangs responsible by effectively detecting and highlighting the associated vehicular behaviours.

(Interpol, no date), states that vehicle theft, trafficking, and the smuggling of spare parts are all considered vehicle crimes.  Across the world, these activities have impacted on people's personal property, businesses, the economy, and public safety.  The purchase, shipping, and trading of stolen vehicles is a low-risk way for organised criminal gangs to generate income.  Theft of vehicles is used to finance and carry out other illegal activities, such as international terrorism, human smuggling, drug trafficking, and the sale of guns.
	
(N8 Policing Research Partnership, 2021), states that domestic servitude, child criminal exploitation, work exploitation, and sexual exploitation are the four forms of contemporary slavery that involve the use of a vehicle at some point.  A notable overlap between human trafficking and modern slavery was the regular daily movement of victims from a residence to a city centre location, such as a brothel or hub of on-street sex work activity.  Other examples of patterned vehicle use in the commission of modern slavery offences included regular attendance at transport hubs, such as meeting the same bus, train, or plane each week to collect new slaves, and regular collection of victims from multiple residences.

(The Childrens Society, no date) states that Young people are occasionally transported in taxis, ride-sharing services, and private rental cars for sexual abuse and exploitation.  Fast food restaurants, malls, and parks are places where young people are targeted. They are compelled to use roadside services for rest stops and to travel on trains, buses, and coaches. 

Between 2011 and 2013, figures published on methods of distribution of counterfeit goods showed that 7% was represented by car transport. Data showed that most vehicular distribution of counterfeit goods occurred locally, where goods have typically been collected from a transport hub and shipped short distances by road. (OECD/EUIPO, 2017).

The use of vehicles in county lines for illegal drug distribution has been highlighted in data from (The National Crime Agency, 2017), stating that 67% of forces reported the use of rail, 51% of forces reported the use of hire vehicles, 42% reported owned vehicles being used and 33% reported use of taxis.  Four forces also reported that the use of hire cars was increasing.

Vehicles have frequently been used as weapons in terrorist attacks. Recent terrorist attacks show that those who want to harm people are still using vehicles as weapons.  In congested areas with weak visible protection, attacks of this kind can have deadly effects with little preparation.  There are sometimes little or no obvious signs that a vehicle is being used as a weapon, but seeing and reporting suspicious activity may help in spotting a potential plot to carry out a vehicle-ramming attack. One example of this form of terrorism is the 2017 attack on Westminster Bridge, London where four people were killed and 40 injured when an extremist used a rental car to target pedestrians.  The car was abandoned at Parliament, where the terrorist went on to kill a police officer. (US Department for Homeland Security, no date). 

The police have a range of powers for stopping and seizing vehicles. (Legislation.gov.uk, 2020) states that Section 163 of the Road Traffic Act 1988 provides that “a person driving a vehicle on a road must stop the vehicle when required to do so by a constable in uniform”.  Vehicles may be seized in circumstances such as if the driver has no license, insurance, MOT, or under Section 59 for driving in a manner causing or likely to cause alarm, distress, or nuisance to the public.  These are relatively low-scale offences compared to the criminality which we have discussed so far.
(Rose, 2000), states that drivers who commit offences such as drink driving, driving whilst disqualified, and dangerous driving had involvement in more serious crimes such as burglary, robbery, theft and handling, criminal damage, and supply of drugs.  Thus, proactive visible roads policing often results in more serious offences and crimes being uncovered after a relatively low key traffic stop.

The disruption of such criminal activity relies a great deal on investigative resources.  (Shiner, 2021) argues that ANPR is a highly efficient investigative resource employed by police forces across the UK, with the majority of criminal activity enabled by the road network, making them a primary target for the police.  (N8 Policing Research Partnership, 2021), states that the network of ANPR cameras spread throughout the UK is a useful instrument for traffic enforcement and crime prevention.  A "read" from ANPR cameras, which can be stationary, mobile, or mounted on a vehicle, records the time, date, location, and vehicle registration mark (VRM), as well as taking a picture of any vehicle that passes the camera. The National ANPR Service and the owning police force's central database both receive "read" data.  In the UK, there are approximately 14,000 police-operated ANPR cameras that are operational and that record about 10 billion reads annually.  The average distance between each camera is 27 miles, but this figure is likely to be higher when vehicle-mounted cameras are taken into account, as well as the fact that cameras are frequently grouped together near busy junctions.  As a result, one failing of ANPR is that coverage is limited or nonexistent for many trips in rural areas.

According to (The College of Policing, 2013), ANPR is an efficient method of identifying vehicles and matching them against preset indices or flags and is a proactive policing tool for investigation and response policing that can stop crime by focusing on criminals who use the roads. ​​ ANPR is a valuable source of data for investigations.  When little information on the targeted vehicle is known, ANPR should always be taken into account if it is known or presumed that a vehicle is engaged in criminality.  In conjunction with other information sources including crime and incident data, intelligence, CCTV, and DNA data, ANPR data can produce information that supports an investigation's overall direction or particular areas of inquiry.  It can improve the intelligence picture, show where and when a vehicle has been, and provide opportunities for enforcement.  Additionally, ANPR can support witness and suspect methods, identify cars and prospective persons of interest, and aid in reactive as well as proactive investigations.  It can also allow for suspects to be eliminated from enquiries should the ANPR support their alibi, however, the chance of a car or even a person being present at a certain location at a specific time does not eliminate the suspect from enquiries just because a vehicle is not detected by an ANPR system.  Reconstructing a route described in an alibi may be necessary in complicated or serious cases.

(Kirby, 2007), details six areas of ANPR data analysis.  These are analysis of vehicle patterns, geographic profiling, location time, sequential pattern, and post-incident analysis.  Vehicle pattern analysis obtained through ANPR  is used to indicate movement patterns for a specific vehicle or group of vehicles by providing information about them.  This was demonstrated by the investigation into the November 2005 shooting death of Constable Beshenivsky.  The use of ANPR helped identify the car used  when a witness pointed out one specific vehicle.  As investigations continued, other suspects were found, and ANPR was once more used to demonstrate the relationship between these vehicles as well as their use in Bradford during crucial moments prior and immediately after the incident. Geographic profiling is how ANPR data from a car is plotted on a map to display trends or particular travels that might be compared to particular crimes.  For instance, it might be possible to match up a suspicious vehicle's movements with the peak times and places for burglaries. Location time analysis makes it possible to study ANPR data and find probable stolen vehicles as well as cloned licence plates.  An ANPR camera search for a car of interest, for instance, could find that it travelled through Cardiff at 23:00hrs and Newport at 23.20hrs.  Sequential pattern analysis can be used to explore any deviations from expected patterns and determine the behavioural patterns for a vehicle of interest.  For instance, a vehicle of interest could typically pass five ANPR cameras every weekday between 05.00 a.m. and 7.20 a.m.  The vehicle does not pass these cameras on the day of the crime, a change in behaviour that gives the detectives important information.  Post-incident analysis is the process of identifying possible offenders and witnesses to crimes that have already occurred by analysing ANPR data from specific cameras at specific times.  Convoy analysis identifies a number of vehicles that are travelling together.

In conclusion, I have found that ANPR technology is an effective tool that can assist in many areas of crime disruption such as CSE, human trafficking, county lines drug smuggling, counterfeit goods, and OCGs.  It is a valuable investigative resource with capabilities in tracking vehicles and the ability for the information to be analysed to provide a vehicle's geographical, pattern, location time, and sequential movements along with post-incident analysis far exceed its initial expectations. One failing of the system was identified and this related to the lack of ANPR cameras in rural areas.  The information and intelligence that can be harvested from ANPR is significant in assisting police in the disruption and detection of a wide range of criminal activity, and instrumental in bringing offenders to justice as has been evidenced in high-profile investigations such as the 2005 murder of PC Sharon Beshenivsky.
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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 
 
 
 Domestic related incidents. I believe that I am knowledgeable in the area of domestic related incidents. Since I completed my tutorship, I have dealt with numerous varying incidents. I am familiar an proficient in completing PPNS and assessing the vulnerability of victims.
 Road Traffic related Legislation.
Roads policing is a vast and complicated area. I feel that I have a sufficient knowledge to enable me to conduct traffic stops. Issue TORS and perform roadside breath tests. 
 
Case file building. I have a medium level of case file building. I can competently complete IMD’s, MG forms and redact footage on Nice.
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

















6
	High 
8-10 

8















	Low 
1-4 
	Med 
5-7 

7







7
	High 
8-10 
	 Keep on top of changes in legislation, processes and policies.

Keep topping up levels of traffic legislation.




I am looking forward to my hub attachment which is due to start on the 26th April and I am relishing picking up more knowledge and skills surrounding caswew files and CPS decision making.

	SKILLS 
 
 
 
 
 I feel that I have a good skill level in dealing with conflict. I regularly take part in the NTE patrols in Merthyr and Pontypridd and I have developed my skill set in dealing with intoxicated and violent people.
I am mindful of my own safety and that of my own colleagues, I don’t’t take risks when dealing with potentially violent offenders.
 
 I have developed my techniques in dealing with bereaved family members when attending sudden deaths and I believe that I am able to deal with the situations with a great deal of empathy and professionalism.
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10






9 



















9
	Low 
1-4 
	Med 
5-7 
	High 
8-10 





9



















9
	 
To keep on top of officer safety techniques and training. I’m looking forward to completing my taser course in October.




Keep on top of force policies in dealing with sudden deaths.

	EXPERIENCE 
 
 
 
 
 Since my tutorship, I have dealt with a wide range of incidents from rapes to assaults, sudden deaths, suicidal and mental health calls along with drink drivers.
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 







7
	High 
8-10 
	Low 
1-4 
	Med 
5-7 








7
	High 
8-10 
	 


I feel that my knowledge base has helped me gain a lot of experience in a short frame of time.
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