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Task 1: 

Organisational culture is an extremely important factor in the workplace; studies have shown that up to fifty percent of employees would leave their current position for a lesser paid, but better cultured job (Wong, 2021). In this assignment, I will explore the organisational culture within my current team on response policing and the impact it has on my mental health and wellbeing. 

To explore the impact of organisational culture within policing on my wellbeing, I wanted to first define and understand organisational culture. There is no set definition of organisational culture, however for this assignment I will use the definition proposed by the cultural geographer Haggett (1975, p238).
“Culture describes patterns of behaviour that form a durable template by which ideas and images can be transferred from one generation to another, or from one group to another”
I believe this definition provides a good description of the way organisational culture in policing is transferred from teams to new joiners.

So why is organisational culture important? Strong organisational cultures are said to create engaged and passionate employees, generating a happy working environment (Heinz, 2021). Edgar Schein proposed that there were three factors which directly and indirectly impacted cultures within an organisation. Figure 1 illustrates the layers of Schein’s model.
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Figure 1 – Edgar Schein’s Organisational Culture Triangle
)


‘Artifacts’ is the first layer to the model, it depicts the visible components of an organisation, for example, the uniform and the logo (World of Work Project, 2019). This top layer of the model is the least impactful to organisational culture and is the easiest to change (ToolsHero, 2017). The second layer is slightly more difficult to change and relates to ‘Espoused Values’. These values are what the organisation champions, for example, their mission statement (BusinessBalls, 2020). The final layer is ‘Underlying Beliefs’, these are the most difficult to change and refer to individuals’ subconscious beliefs, they are also the most impactful on an organisation (Boundless, 2018).

Understanding the dynamics of culture can assist in our daily roles by explaining behaviours of other employees which could otherwise be seen as unusual (Schein, 2004, p13). Schein also states that understanding culture can help individuals understand themselves better, as a reflection of the groups they are in and identify with (2004, p13). I have been fortunate enough to remain on the same team since I gained my independent patrol status (IPS). My team consists of two sergeants and eight constables, all of whom have varying amounts of service within the force. The team has changed considerably over the last year as many people have left for other opportunities within the force and new recruits have joined. Due to these factors, I have been able to actively see the transference of behaviours and beliefs from senior officers to new officers. In my case, the team has an excellent and positive culture, which is extremely nurturing and supportive. 

When reflecting over my team’s positive organisational culture, it made me consider why the team is the way it is. I believe there are two main reasons for this: Firstly, there is a lot of experience in response policing on my shift, so there is a lot of knowledge and skills, and secondly, we have three tutors on my team, so they are experienced in assisting new recruits and are up to date with new protocols and procedures. The team environment creates a positive atmosphere, where I feel comfortable to ask any question without the fear of embarrassment. In the same instance, the team welcomes open discussions where conflicting opinions are equally listened to, rebutted, and accepted.  These discussions can be of any topic, from opinions on legislation that is unclear to the great debate of what goes first on a scone, jam, or clotted cream? 

The safe and supportive culture has massively impacted my wellbeing as I feel very comfortable with my colleagues, which in turn, has created many friendships. The friendships I have made with my team members are beneficial for both my work and personal life. My team are very active and enjoy organising walks up mountains, going to the cinema and nights out when COVID permits. Exercising and keeping active can be extremely beneficial to mental health by reducing stress and anxiety and increasing positive mood (Mental Health Foundation, 2021). The strongest friendship I have made in work was with my tutor, in the initial twelve weeks we realised how many shared beliefs we have and a similar sense of humour. (Gallup, 2018) states that having a best friend in the workplace means you are seven times more likely to be engaged at your job. 

A coping strategy that I implemented during training was to create close friendships with colleagues. According to LaRocco et al. the formation of strong bonds and social support in the workplace can minimise the impact of stress (1980, p202). I have maintained my friendship with my colleagues from training, COVID restrictions have limited our interactions, however video calls have been a fun experience. As previously stated, I have also formed new friendships with the colleagues in my team, but also with other colleagues that I have met in my station. I was unfortunate in the sense that I joined my team in the height of COVID restrictions, however, I was able to provide some insight of my personality to my team early on. I suggested an interactive mobile phone game that we could all partake in whilst still adhering to social distancing. This was an excellent way to break the ice and assisted in me forming a better bond in difficult circumstances. 

Another strategy I created during training was identifying stressful triggers, enabling me to plan and prepare for stressful events. In practice, I have managed to continue with this custom as much as possible. I have purchased both a home calendar and a diary, where I note all important events. This habit enables preparation, minimising stress and promoting wellbeing. The second strategy I established during training was creating healthy sleep habits and achieving the recommended sleep time of six to nine hours (National Health Service, 2019). 

The final coping strategy I adopted was attaining the recommended amount of sleep. This was slightly more difficult when first starting on shift, however I have now discovered a routine which works for any start time. I have found that eight hours of sleep is best for me, and I can also do this in two four-hour sleeps for night shifts. I have maintained my black out blinds which assist with sleeping during daylight hours, and I have continued with no use of my mobile phone an hour before bed. I believe that since adopting these sleep habits I have had better sleeps and wake up feeling more refreshed than I have in previous job roles. 

Reflecting on my initial training through to now, there has been a very similar pattern of attitudes towards work. From the trainers to my now current colleagues, the wider organisational culture across the force seems to be that of the age-old adage, “Work Hard, Play Hard”. Every person I have met so far within the police force is extremely hard working and focussed on the job at hand. However, I have also had some of the most enjoyable and hilarious conversations with the same people. I believe that my colleagues have made my current role better than I expected before joining the police. The strategies I adopted throughout training and whilst on shift have aided in stress reduction and helped promote and maintain my wellbeing and resilience. 
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Task 2: 

To evaluate my use of the National Decision Model (NDM) and decision-making skills, I will reflect upon an incident which had both positive and negative outcomes. Describing the incident briefly, I will go on to explore the options that were available to me and discuss my thought processes and rationales. Applying Gibb’s reflective model, I will consider my ethical standpoints behind my decisions and the consequences to those decisions. 

My colleague and I responded to an emergency report of an assault, it is important to note that the call had been dropped and no further information was provided to us at this time. Whilst enroute to the call, the operators in the public service centre (PSC) provided us with warning markers that were linked to the address we were attending. One of the warning markers stated that there are many domestic related incidents that occur at that address. My colleague then advised me that he was aware of the male who lived at the address and had many past experiences with him. We arrive at a block of flats which have a communal entrance and requires fob access or to be allowed in. There was an intoxicated male (Male A) who opened the communal entrance and allowed us access. Male A was known to my colleague and was a resident at the address. 

My colleague went to the flat which had made the emergency call whilst I spoke with Male A in the hallway. It was very difficult to gain an insight as to what happened, as he was very up and down in his emotions. I was able to determine that another male, Male B, had attended the address, caused damage, and hit his ex-girlfriend with whom he lived with. Male A was continually repeating himself using expletives and stating that he would retaliate. Male A then decided to leave the building and exited the communal hallway. I quickly proceeded inside the flat to confirm with my colleague that Male A was not a suspect and was able to leave at will. This was confirmed and the female and another male, Male C, stated a similar story to Male A. Male C was a resident of another flat within the same building as Male A and the female. 

My colleague took details of the incident and all persons involved to progress the matter in a slow time manner. As we exited the flat into the communal hallway, Male A had returned and entered the building. The female and Male C stood in the hallway when Male A started shouting at Male C and became increasingly agitated. All parties were heavily intoxicated, and it was extremely difficult to make sense of the new situation arising. I stood in front of Male C who remained calm and was responding to Male A in a normal tone of voice. My colleague stood in front of Male A who was rising in aggression and shouting very loudly. I was able to determine that Male A believed that Male B was a friend of Male C, and due to this Male C was to blame for bringing him to the flat. 

My colleague began to physically hold back Male A by putting his hands on his chest and keeping him back against the wall. In what seemed like an instant, Male A used his right arm to make a punch towards Male C. My colleague pushed Male A further down the hallway, whilst I had to quickly grab hold of Male C’s arms to prevent him from retaliating. As I was restraining Male C, I noticed that he had a bottle of wine in his hand, causing me to pull as hard as I could to prevent it being used as a weapon. During this time, I heard my colleague say that he had just been punched in the face. 

Male C stopped resisting and backed away, allowing my hands to become free and call for additional units. I rushed to my colleague who had Male A on the floor but was struggling to place the second handcuff on. From the moment Male A went to punch Male C, the female was screaming and shouting at Male A. Whilst handcuffing Male A, the female was bending over and shouting directly at him. No matter how many times I raised my voice and told her to go away, back off or leave, she would not listen. An extra unit arrived and were all escorted Male A to custody, who then made racial slurs towards my colleague whilst being booked in. 

There were several decisions I made throughout the incident, all of which were done so using the NDM. To review and discuss them, I will first explain the NDM and how it can be used dynamically. Figure 2 illustrates the Code of Ethics being central to every stage of the NDM. 
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Figure 
2
 – National Decision Model
)



The NDM was created to place the code of ethics at the forefront of every decision made by police officers, ensuring consistent and ethical choices are made (College of Policing, 2014). There are six key components, which start with the Code of Ethics. The Code of Ethics is the first element, ensuring the policing principles and standards of professional behaviour are the basis to all decisions (South Yorkshire Police, 2019). The first stage is the collection of all available information and intelligence, in this incident, this process began whilst driving to call. The PSC operator provided us with all the intelligence we had available, and my colleague informed me that he was aware of persons at the address. 

The next stage is assessing the level of threat and risk and determining a strategy to follow. This threat and risk levels were up and down throughout this incident, leading to different considerations at different moments of time. The consideration of powers and policies, these ranged from considering the use of Common Law, Breach of the Peace to the requirement of a use of force. The identification of options and contingencies were limited until further units arrived at the incident. Take action and review, due to the aggravating factors of a physical altercation, every action was necessary and was constantly reviewed until the situation was subdued. 

Having briefly explained the NDM, the first decision I will evaluate in this incident is the decision for my colleague and I to separate at the very beginning. My colleague went inside the flat and I remained in the corridor with Male A. My colleague was the lead decision maker on this factor, as he was aware of all parties and of the property. I felt comfortable and confident with his decision as although Male A was intoxicated, I did not perceive the threat and risk level as high. The separation of my colleague and I was influenced by the intelligence received from the PSC. Due to the previous domestic concerns, it was important to have each party separate to establish the circumstances. I believe this decision was correct and a good use of resources with the information available at the time. 

Allowing Male A to leave was initially a difficult decision and I had to use the NDM and check with my colleague to confirm. The intelligence provided suggested that there could have been a domestic incident and Male A would be a suspect had this been the case. However, my colleague had approximately five minutes to communicate to me the requirement to detain and did not. At this point on the NDM, my powers were limited and the only consideration I had was to use common law to prevent a Breach of the Peace. Male A was not breaching the peace and therefore I had no powers. I believe at this time this was the right decision, however, I could have used my radio to communicate with my colleague quicker than entering the flat. 

The decision to stand in front of Male C rather than assist my colleague in holding Male A back is more difficult to evaluate. Knowing what happened next is an excellent advantage that would make me suggest I should have assisted my colleague rather than blocking Male C. However, the unpredictability could have resulted in Male C attacking my colleague and I from the back. I stand by my decision to block Male C; however, this is where I believe I should have requested for further units. It took the start of the physical altercation to occur for me to request assistance, which I believe was too late. 

Calling for additional units, I believe, was the best decision I made at the incident. Although as previously stated, it should have been made earlier. Still reasonably new in my role, I have only been involved in a handful of physical altercations. Each altercation has seen my more senior colleague requesting for assistance. This incident taught me the valuable lesson that it should not be expected and to actively consider assistance as soon as the threat and risk levels are raised. Whilst reviewing the incident with my colleague afterwards, he stated that he was totally unaware that I had asked for extra units, showing how involved in the situation he was. The delay in this decision could have had disastrous consequences and I was fortunate to be able to use this as a learning experience. 

The decision to grab Male C by the arms before he retaliated was an instinctive response rather than the thought-out process of the NDM. In retrospect, it was the best option available with the least use of force necessary. The powers to use for in this incident fell under several legislations: Section 3 of the Criminal Law Act 1967 (CLA) to prevent a crime from occurring, Section 117 of the Police and Criminal Evidence Act 1984 (PACE) use of force to conduct duties stated in PACE and Article 2 Human Rights Act 1998 (HRA) to right to protect life. In the time take to draw either my baton or incapacitant spray, Male C would have reached my colleague who was on top of Male A and potentially caused severe harm to both with the wine bottle. Considering the potential escalation that could have occurred had I drawn any of my accompaniments, I believe my decision to have been the best response in that scenario. 

The final decision I will evaluate was extremely difficult in the moment. To leave Male C and to assist my colleague struggling with Male A on the ground. This decision was made mainly on my ‘gut instinct’ and assessment of the situation. The threat and risk were still very high, even though Male C had put down the wine bottle, it would not take long to retrieve. I felt however that Male C had drastically calmed down and my efforts would be best placed in assisting my colleague. This decision ensured the Male A was securely placed in handcuffs and I was mindful to continue monitoring Male C.

Throughout the incident I utilised the NDM both before and after making decisions. In real time, potentially life-threatening events, human instinct may take over whilst the thought process catches up. The NDM is an excellent tool to ensure police officers keep the Code of Ethics at the forefront of every decision. Evaluating the decisions made throughout this incident has been a beneficial reflective practice. The evaluation has provided me with confidence in my use of the NDM and making decisions, whilst also providing me with important insight for future incidents.  
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Task 3:

To evaluate models and theories of team dynamics, the concept of a team must first be defined. A team can be described as a group of people working together to achieve a common goal. Team dynamics refers to the psychological and behavioural interactions between team members and team cohesion is the unity and strength of a team through setbacks and difficult situations. 

In preparing for this assignment, I discovered that there were many models and theories as to improve team development and cohesion. In this instance, I found myself asking, why? What is the necessity for the large quantities of team models? TenBoer (2020) states that cohesion in the workplace can result in high work satisfaction and team member self-esteem, decreased anxieties, and increased overall success. Therefore, the simplistic answer to my question, positive team cohesion can improve successes for both employees and employers. This discovery led to the first theory I evaluated, which according to Last (2019, p109) is potentially the most famous team development model of them all. ‘The Tuckman Team Model’ was proposed in 1965 by Doctor of Psychology, Bruce Tuckman. The model provides the framework to assess group cohesion and performance and therefore create opportunities to improve (MindTools, 2020). I will first explain the model and then discuss my opinions on the effectiveness of the model in promoting team cohesion.

The original Tuckman’s model published in 1965 had four stages, ‘Forming’, ‘Storming’, ‘Norming’ and ‘Performing’. Tuckman reviewed his theory and in 1977 added the fifth stage ‘Adjourning’ due to additional research which concerned the termination of the group (Tuckman & Jensen, 1977, pp 426). For the purpose of this assignment, I will be evaluating the original four stage model. The first stage of Tuckman’s model is called ‘Forming’, where groups orientate themselves by testing the boundaries of both people and the task (Smith, 2005). The team progresses to stage two, known as ‘Storming’, when interpersonal conflict starts to occur. (Culture At Work, 2020) describes storming as being the most difficult stage for all team members, with individuals attempting to prove themselves and voice their opinions, resulting in clashes of opinions and conflict. According to Tuckman’s model, the disagreements within the team are the separating factors between ‘storming’ and ‘norming’. The points to note of a team’s progression to stage three, ‘norming’ is the agreement within the team, particularly with big decisions (E-Learning Network, 2020). 

The ‘Norming’ stage shows the first signs of team cohesion, with resolution of interpersonal conflicts, however disagreements can re-emerge, and the team can revert to the ‘storming’ stage once again (Lumen Learning, 2016). It is at this stage of the model that I believe some people may succumb to peer influence to ensure they remain within the group. The sense of wanting to fit in and the need for acceptance are basic human instincts (Cannon, 2016). I believe a prime example of this would be new recruits joining into a team that are already in the ‘norming’ stage. I believe new recruits may be susceptible to bending the rules or not following protocol to mimic senior members of the team. Warr states that just the risk of being ridiculed by your peers is enough to entice participation in morally questionable and even illegal behaviours (2002, p46). 

The Police force in particular has had many red banner newspapers reporting instances with WhatsApp groups which contain inappropriate messages in a ‘Canteen Culture’ (Dearden, 2021). The ‘norming’ stage is where I believe this behaviour would emerge as team members become comfortable. This behaviour would require a strong and confident person to voice their disapproval and potentially ignite conflict. This would move the team back to ‘storming’ and should highlight to the leader that the team should be examined closely. A team could not move into the final stage unless all work together and all adhere to professional standards and protocols.

The final of the four original stages is ‘Performing’ is unfortunately not a stage which all groups reach (Westchester University, 2020). ‘Performing’ is the stage which both team members and companies will see the most productivity with flexible and functional roles, a supportive structure and synergy from the team (Bonebright, 2010, pp 114). The Tuckman model clearly sets out an understandable, step by step guide as to how progressed a team is and therefore their levels of cohesion. I determined that if used in a reflective practise, then Tuckman’s model would be beneficial in guiding teams to the ‘performing’ stage. 

The evidence to support my beliefs, comes in the form of recommendations for the leaders of the teams, which differentiate at each stage. Chapman explains the change of leadership style between each stage of Tuckman’s model. Ranging from directing team members in ‘forming’, to coaching them in ‘storming’, then facilitating and enabling and finally in ‘performing’ delegating and overseeing (Chapman, 2021). The guidance of the Tuckman model enables leaders to be reactive with an ever-changing team, enabling the growth of both interpersonal and behavioural skills of the team. 

(Stein, 2021) states that utilising Tuckman’s model to understand behaviours of teams at each stage can assist both leaders and team members in making informed changes to promote cohesion and progression through stages. I believe that a team with a leader who can observe, reflect, and react to team dynamics would benefit from using Tuckman’s model to develop cohesion amongst the team. This evaluation then led me to my next questions, how much influence does a leader have on team dynamics and what leadership models are there?

To answer the first question, I decided to take note on my personal experiences within working in teams over the last sixteen years. The most positive memories of team leaders were of people who I strongly respected, were approachable, gave me scope to work individually and lifted team morale when required. The reverse of this were apparent for the less favoured leaders in my past, micromanagement, the lack of trust in me to complete my role and harsh punishments or embarrassment when errors occurred. 

It is clear from my past that a leader must be adaptive to suit the current working environment, alongside being a strong support network for the team as individuals and together. Researching into leadership models, I discovered several leadership styles which supervisors can adopt. They ranged from ‘Laissez-Faire’, essentially the laid-back approach to management, ‘democratic’ where everyone has a voice, ‘autocratic’ similar to a dictatorship with only one in charge to ‘charismatic’ leadership involving good listening and motivational skills. Evaluating these styles led me to determine that for a leader to be successful, all styles are required, it is the timing used for each style which is the key. This adaptive style of leadership led me to Kurt Lewin’s Three step change management model (TSCMM).

The background information to TSCMM provides some explanation to leaders as to why there may be resistance to change within the team. Firstly, the reluctance to change customs or habits and secondly when an inner resistance is formed within the team (British Library, 2015). To assist with change and prevent team resistance, Lewin devised the TSCMM consisting of the steps, ‘Unfreeze’, ‘Change’ and ‘Refreeze’ (Gordon, 2021). (MindTools, 2006) provide an excellent analogy of the TSCMM, imagine needing to change a cube of ice into a cone of ice. The three steps you would take to complete this would be, Step one, ‘Unfreeze’ the cube. Step two, ‘Change’ by moulding the melted ice (water) into the new shape of a cone and finally step three ‘Refreeze’, the solidification of the water into the cone. 

Translated into team terms, the teams must ‘Unfreeze’ their opinions and views to be malleable to change. ‘Change’, adapting to the new opinions or procedures and finally ‘Refreeze’ by continuing with the new change and making it a standard practice. Lewin himself stated that a groups high performance is often short lived, and permanency must be confirmed as teams often return to their previous states (1947, pp34). Reviewing both the TSCMM and Tuckman’s model, I can see how these two could be utilised at the same time. In Tuckman’s model, when the team reaches the next stage, theoretically the leader could utilise Lewin’s TSCMM as their management style changes in preparation for the next stage. 

A merge between the two models could assist in changing the team dynamics for the desired length of time or until the next change is required. However, the two models seem to refer to team members displaying resistance, whilst presuming the leaders are open to change and progression. In my own personal experiences, I have noted that not every manager is in their role for the correct reasons and can be very resistant to change and or new protocols. This thought process led me to research common causes for negative team dynamics and group breakdowns? 

The Lencioni Model depicts the five qualities which prevent a working team from being effective (Udoagwu, 2020). Figure 3 depicts the 5 dysfunctions within the pyramid and the solutions for the leader on the outer right side of the pyramid. 





 (
Figure 
3
 – Lencioni Model
 and solutions.
)
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To improve the functioning of the team, each layer of the pyramid must be addressed and resolved, working from the base up (Executive Agenda, 2021). The Five behaviours model is a response to Lencioni’s model, providing suggestions to overcome the dysfunctions. These suggestions simplified are to learn to trust one another, when team members trust each other, they can then engage in constructive debates, or conflicts. This in turn encourages team members to commit to decisions and when all members commit to a single plan people become accountable. The goal is to achieve excellent results and through trust, confidence, commitment, and accountability, it is possible (The Five Behaviours, 2021).

Promoting team cohesion has been a focus of many businesses as positive team dynamics are said to impact productivity, customer satisfaction and lead to better work outcomes (Powderly, 2020). Tuckman’s model postulates that teams go through stages before reaching their best potential at the desired ‘performing’ stage. The ‘storming’ stage of Tuckman’s model is where conflict is most prevalent, whilst individuals attempt to make their voice heard. I proposed that police officers are most likely to breach professional standards by the need to fit in, through performing activities which they would, in alternative circumstances, not usually partake. Lewin’s TSCMM explains the need to for change and how best to engage the team through ‘unfreezing’, ‘change’ and ‘refreezing’. Lencioni’s model states there are 5 traits which lead to an ineffective team: lack of trust, fear of conflict, lack of commitment, avoidance of accountability and inattention to results. These models are an excellent tool for leaders to use in aid of promoting team cohesion, however all models do not consider the leader themselves. This assignment has highlighted to me the need for a more inclusive model, examining the team as an entirety. As the ever-popular saying goes, “A team is a reflection of its leader” (Hernandez, 2016). 

Word Count: 1818





Task 4: 

The (Home Office, 2018) states that serious and organised crime (SOC) has the largest impact on the United Kingdom over any other threat, costing more than £37 billion per year. With this expensive price tag, it is no surprise that a key focus of the 2018 Strategy for SOC is to utilise all available resources to target and disrupt SOC (Home Office, 2018). To explore the ways in which police agencies can target and interrupt SOC, law enforcement must first be aware of the crimes. This assignment will explore the ways information and intelligence is used in combination with proactive roads policing to disrupt and deter SOC.

SOC is often hidden and not always recognised by members of the public (MOP), resulting in crimes going unreported (CrimeStoppers, 2021). So how can police agencies collect information of SOC occurring when it is often missed by MOP? The starting point to all police investigations is the receipt of information. In an everyday occurrence this could be a 999-emergency call, where information is provided to a call handler regarding an accident that has just occurred. This information will then trigger a plethora of responses, depending on what has been said. As previously stated, MOP are unlikely to report SOC as it can often be hidden. So, what other options do police agencies have to collect the information required to tackle SOC? The (National Crime Agency, 2021) lists several alternative ways in which they collect information and intelligence: Undercover officers, Covert Human Intelligence Sources (CHIS), utilising the internet for publicly available open sources e.g., social media, other law enforcement agencies both overseas and within the UK, Intelligence and security agencies, technical interception of data communication and private sector reporting.

With the resources to collect information identified, it is important to clarify the terms of information and intelligence. (Palmieri, 2005, p.32) describes information as raw and unevaluated data, such as a statement made by a CHIS. (Innes & Sheptycki, 2004, p.6) states that intelligence is the operational use of information that has been analysed using relevant background knowledge by policing agencies. The process of information turning into intelligence is illustrated by the Intelligence Cycle, depicted in Figure 4. 

 (
Figure 
4
 – Intelligence Cycle
)
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The intelligence cycle depicts six stages of the process, starting with Direction. Direction provides the objectives for the task and determines the scope required. The steps of Collection and Collation are the gathering of and organisation of information relative to the task. The Evaluation stage determines whether the information is valid, useful, and reliable. Once the information has been evaluated, analysts can identify any informational gaps and develop inferences, which can result in recommendations. Dissemination is the communication of the outcome of analysis, in this stage the information is now intelligence and actions may be taken to progress the investigation.  

To better explain the stages of developing information from an operation point of view, I will call upon a recent personal experience. Information was provided to me by a CHIS, which completed the intelligence cycle and was disseminated as intelligence via our briefing reports across the sector. The information stated that a Class A drug line was being operated within my sector. The name of the person who oversaw the line and names of persons ‘running’ the drugs to sell were also provided. This was the collection stage of the intelligence cycle, as this was spontaneous, there was no specific ‘direction’ stage. However, it is standard procedure to be proactive in our role as police officers and always attempt to collect information to assist in the detection and prevention of crime. Upon receiving this information, I attempted to develop the information by completing police computer check on the persons involved and any further details available. I then completed an intelligence report, which uses the information management model of 3x5x2. Completing the intelligence report both collates and evaluates the information. 

The 3x5x2 model determines the reliability, validity, and legal sharing capabilities of the information (National Anti-Fraud Network (NAFN) Data Intelligence Services, 2021). Briefly described, the initial ‘3’ relates to whether the source is reliable. The three options are: 1.) Reliable, 2.) Untested, and 3.) Unreliable. The ‘5’ relates to the five options of how the information is known to determine the reliability: A.) Known directly to source, B.) Known indirectly to source but corroborated, C.) Known indirectly to source, D.) Not known, E.) Suspected to be false. The final ‘2’ of the 3x5x2 model determines the legal sharing capabilities of the information: 1.) Legal sharing permitted, 2.) Legal sharing permitted with conditions. This information is then received by the local intelligence officers (LIO’s) who analyse the information. A matrix is used alongside the 3x5x2 model to determine the confidence levels of disseminating intelligence. Figure 5 illustrates the matrix and varying confidence levels depending upon source and information reliability. 

 (
Figure 
5
 – Intelligence Confidence Matrix
)
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The analysis of the information provided to me involved using previous intelligence reports on persons and vehicles involved. The LIO’s also developed the information further and retrieved more open-source information to corroborate the information I submitted. The information was then disseminated via the base command unit briefings for my sector, providing intelligence on persons and vehicles. There were several recommendations made by LIO’s because of the information provided by the CHIS. The dissemination of intelligence provides further information for officers, e.g. vehicles which may be of interest, or they can provide recommendations, e.g. placing an action marker (ACT) on a vehicle. An ACT marker is placed on the Police National Computer (PNC) and can highlight to officers whether a vehicle is required to stop or for the situation to be assessed at the time (College of Policing, 2019). 

Intelligence is highly interlaced with roads policing, with many vehicle details linked to suspects, properties, and occurrences. Criminals often use the road network to facilitate crime, ranging from human trafficking to county lines (Department for Transport, 2020). The introduction of Automatic Number Plate Recognition (ANPR) cameras is an excellent example of intelligence led proactive roads policing. ANPR cameras operate by capturing still images, and in some cases video footage, of moving vehicles and their vehicle registration mark (VRM). VRM’s read by the ANPR are run through the database which stores all VRM’s on the ‘hot list’ (Sidhu et al. 2017). (The Royal Society for the Prevention of Accidents, 2004) states that the ‘hot list’ includes any vehicle purposely placed on the database due to being linked to crime, e.g., a stolen vehicle from a dwelling burglary. If a match is found, the ANPR system will alert the controller who can make an informed decision on the next appropriate actions. ANPR cameras fitted to mobile patrol vehicles can be used to gather intelligence by means of collecting data of the movements of VRM’s. This can be extremely useful in investigations by locating vehicles associated with known criminals in the area at the time of a crime being committed (National Police Chiefs’ Council, 2020). 

ANPR is a critical policing resource for detecting, deterring, and disrupting SOC on local, regional and national scales (National Police Chiefs’ Council, 2020a). ANPR is one of many technological resources which police forces currently use. According to the College of Policing (2019a), other resources which could be utilised include: Automatic Facial Recognition (AFR), Average Speed Cameras, Facial Images National Database (FIND), Smart water and Roadside fingerprinting. In the age of technology, it is important to not forget the use of tried and tested methods of policing, by means of proactive patrols. A recent example of traffic officers disrupting SOC was captured on video by West Midlands Police. The video footage shows a vehicle undertaking the police car on the hard shoulder to avoid queueing on the motorway. Police officers attempted to stop the vehicle, however the offenders made off and a high-speed pursuit ensued. Upon the successful stop of the vehicle, police officers discovered five 1kg bags of high purity cocaine, worth over £500,000 (#FAIL, Drug dealers unwittingly undertake police car – and get caught with £500k cocaine, 2021). 
Jeremy Broughton undertook interesting statistical analysis of the relationship between serious motoring offences and non-motoring offences using data from the Home Office and the Driving and Vehicle Licensing Agency (DVLA). (Broughton, 2007, pp283) determined that criminals with two convictions of theft of a motor vehicle, were on average 25 times more likely to commit serious motoring offences than drivers with no convictions of theft. An interesting takeaway from this research was that speeding offences decreased as the number of non-motoring offences increased. Broughton’s statistics therefore suggest that criminals who offend on multiple non-motoring offences are more likely to adhere to the speed limit (2007, pp282). 

A recent personal experience highlighted the importance of pursuing minor road offences, for use in the wider picture of disrupting SOC. My colleagues and I were performing mobile patrols around our sector during the early hours of the morning. Whilst having the usual 03:00 am breakfast food debate, the vehicle in front of us caught the attention of my colleague. In later discussions, my colleague stated that he noticed the vehicle was not preparing for the junction appropriately, e.g., slowing down and being correctly placed in the lane. As we approached the junction, the car in front went straight through the red light and turned across an extremely busy junction during usual business hours. My colleagues and I attempted to stop the vehicle using Section 163 of the Road Traffic Act (RTA) 1988. It became apparent after approximately 20 seconds and taking several left and right turns, that the vehicle did not intend to stop. 

As per force policy, we stood down as to not pursue and took a final right-hand turn. At this point, we noticed that the road was a dead end and the vehicle in front had stopped and the driver was making off on foot across a foot bridge. After approximately 5 minutes of pursuing on foot, my colleagues and I had separated and decided to return to the vehicle. Upon doing so, the offender unwittingly popped up from behind a hedge and straight into my two colleagues. Due to intelligence and quantities of drugs seized from the vehicle under Section 23 of the Misuse of Drugs Act 1971 (MoDA), a search under Section 18 of the Police and Criminal Evidence Act 1984 (PACE) on the drivers’ address was authorised by an Inspector. The search resulted in large quantities of cash and class A and class B drugs. The NCA (2021a) states that the objective of all information and intelligence is to create a wider picture, enabling law enforcement to prioritise action to target and disrupt SOC groups. The intelligence gathered from this minor offence of failing to stop at a red light is a prime example of using effective policing of the roads to tackle SOC. 

SOC has a huge negative impact on the United Kingdom, from the safety of our citizens to its economic wellbeing (Crown Prosecution Service, 2021). To tackle the largest threat to national security (NCA, 2021b) the SOC 2018 Strategy has directed law enforcement agencies to utilise all available resources. The collection of information plays an integral role in the disruption of SOC, which is often hidden from public view. Information must first be processed into intelligence by analysis and evaluation before it can be applied to proactive policing. An important resource to gather intelligence is ANPR, a camera which captures vehicle data and alerts when specific vehicles are observed. Effective roads policing is paramount in disrupting SOC, where minor offences can be an opening to a wider operation. 
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Task 5:
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 



   
    7
   
	High 
8-10 




    
	Low 
1-4 
	Med 
5-7 



   
    5
	High 
8-10 
	· I believe that my initial training provided me with a very strong initial knowledge base for my current role. However, I find that I seem to learn something new daily. From computer system workflows and casefile documents to new legislation. I believe that my knowledge on casefiles is below the level the force would like for me to be at. 
This is due to two main points: casefile documents have changed drastically since leaving my initial training and I have not had to complete many casefiles due to my minimal service length and types of cases in which I am lead investigator. 
· To improve on my casefile knowledge, I have an attachment in the ‘HUB’ which should hopefully be allocated in the next coming months. During this attachment, I will be solely tasked with interviewing suspects and proceeding casefiles through to CPS. This will enable practice, experience, and the opportunity to ask senior officers with an excellent knowledge base on casefiles. I will also further my knowledge on casefiles by discussing my development needs with my sergeant and requesting incidents which require CPS red cases to be completed.  

· Casefiles
· Workflows
· CPS Red Cases


	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7




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




  5 
	High 
8-10 
	· I would like to complete more interviews and of a more complex nature. I have completed several interviews; however, I would like to better my skills at posing questions, and responsive questions to comments made by suspects. 
· It is fast approaching my annual officer safety training and I do feel that my tactical skills require some renewing. I will be reading over the theory and completing my refresher training which should make me more confident in my officer safety skills. 

· Interviews

· Officer Safety Skills



	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 






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





   5
	High 
8-10 
	· Out of the three assessed areas, I believe experience is the most difficult to improve on. I am very fortunate to be working in a diverse sector which encounters many different criminal, mental health and assistance calls daily. There are some types of incidents which I would appreciate to have more experience in and learn from my more senior members of my team. 
· I have only been first on scene at a rape once, where myself and my colleague collected the initial form and swabs for forensics. I feel I need more experience in these situations, to build confidence in speaking with the victim whilst in an extremely vulnerable and horrendous situation. I have discussed this with my sergeant and if practicable I will be attending incidents of these nature with senior colleagues to assist in my learning. 
· I have also highlighted to my sergeant that although I have attended approximately 10 sudden deaths, I have not yet attended a hanging or someone who has jumped/fallen from a height. Although not something I personally wish to do, professionally I do want to attend to gain experience in dealing with more unsettling deaths. I have raised these with my supervisors, and should we have any of these calls, my sergeants are happy for me to further my experience and attend. 
·  I would also like to gain more experience in dealing with Traffic incidents as I feel I am weaker in this area. I do have a traffic attachment upcoming and this should build my confidence in dealing with the Road Traffic Act

· First on scene/more responsibility at Rape/Sexual Assault
· More sudden deaths.
· Traffic Incidents
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