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Task 1

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

	
Critically 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) and to what extent group dynamics are shaped by wider organisational cultural norms. 

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 demonstrating an understanding of organisational justice in a policing context (Code of Ethics, policies, procedures, protocols or legislation).

2500 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:


This essay is going to cover aspects of maintaining professional standards, leadership and team working and wellbeing and resilience. The essay will start by defining both team dynamics and team cohesion and go onto critically evaluate the theories of team dynamics as a means of developing team cohesion and how group dynamics can be shaped by the macro organisational cultural norms. The essay will then further consider why inter-personal conflict can occur within a team and what strategies can be adopted to enhance individual and team performance. The essay will conclude with how team dynamics within the police can result in failing to comply with professional standards regarding this code of ethics and policing principals.


Team dynamics can be defined as “the unconscious, psychological forces that influence the direction of a team’s behaviour and performance” (Myers 2013). The dynamics include personalities within the team, working relations with team members and superiors and the environment that they work in. This environment will have both positive and negatives.

Regarding team dynamics, we will focus on examples of negatives, including conflict between team members and supervisors. Internal team conflict could lead to less willingness to be proactive when asked to undertake tasks by superiors. Conflict between individuals can affect the team as a whole and lead to a lack of motivation for the team to achieve their set goals. Some teams cannot function together and research has found that “problems with coordination and motivation typically chip away at the benefits of collaboration. Even when you have a strong and cohesive team, it’s often in competition with other teams, and that dynamic can also get in the way of real progress” (Coutu, 2009). These negatives can happen within all levels of organisations. In large scale organisations there can be many levels of management leading to minimal communication and collaboration. This can lead to individuals ignoring the interest of the wider organisation and focusing on their own interests and goals. 


Bruce Tuckman’s stages of group development can be seen as the very basics of team management. In Tuckman’s research he stated that groups go through four stages of development. Teams must go through these stages to develop and form a cohesive team, one that works for a shared target. These are forming, storming, norming and performing (Paych, 2018). The forming stage of development is at the start of team development and this is when people are surrounded by new people and are unclear of what to expect and how to act around others. Teams learn about the opportunities and what challenges exist and from this agree on aims and objectives to succeed. Members of the team will be polite as they get to know people as cracks have yet to form. Members will follow the hierarchy and the leader as roles and responsibilities are yet unclear.

The next stage in the model is the storming stage. This part of the model states that
 
members of the team still see themselves as individuals and try to establish their positions.  Conflict arises usually down to team member’s different working styles. Proper communication and willingness to compromise are key to success. Also, conflict can occur when members of the team feel over confident and try to challenge the leader’s position and authority which can lead to small factions in the team being created.

The third stage of the model is the norming stage. This is the turning point when team members start to understand the leader’s authority and role. Team members also start to get to know the other members of the team and even ask for constructive feedback. Self-esteem and confidence within the team rises and responsibility is shared leading to a stronger team commitment and willingness.

The fourth stage of the model is the performing stage. This is the state where maximum efficiency and effectivity is evident. The whole team enjoys working together and all have a common shared objective/goal. This creates a sense of unity and togetherness.
 

When good team dynamics exist and a team is working towards a common goal, each individual will effectively achieve their goals and team cohesion as a whole will be positive. Team cohesion can be defined as the “tendency for group members to stick together and remain united in the pursuit of team goals” (Kirk et al, 2004:36). Team cohesion is the strength and extent of interpersonal connection existing among the members of a group. It is this interpersonal bond that causes members to participate readily and remain motivated to accomplish the set goals.  Team members who have shared interests, will share success and failure and ‘have each other backs.’ They all want to accomplish the same goal and will remain united throughout any challenges. Within any organisation,
team dynamics and cohesion are crucial for success. All issues and success ongoing in an organisation rely upon team dynamics to work appropriately. A positive working team who work for each other and for the organisation is the key for success. This is especially true for the police as a force and any organisation as a whole.

The police have been gifted powers which are prevalent to protect the public. The public rely on the police to work efficiently and effectively and team cohesion and dynamics are paramount for this to happen. Public safety and legitimacy are vital for police trust and partnerships.

Another theorist of team management and team dynamics is Peter Drucker. His theory went against the strict leadership which discouraged innovation. His theory was based on a more flexible, fluid and collaborative approach and developed what is now seen as ‘management by objectives’. Drucker implemented his model was to ensure power was delegated equally across the board. Even though there will still need to be a manager, members of the team should not feel below them. Every team member should have the opportunity to share their ideas. When people are treated equally it will lead to people being more motivated to succeed and feel more appreciated (Caramela, 2018). Mistakes being made should be highlighted as normal and to not worry about them.

Unlike Tuckerman and Drucker, Peter Lencioni’ conducted a study into why teams are dysfunctional. He has stated that all teams have the capability to be dysfunctional and to stop this from happening it is important to understand what dysfunction is and the different levels of it. In his study he found that that there is a hierarchal model like a pyramid which has five levels of dysfunctions (Management Models, 2010).

The first level (base level) of dysfunction is the Absence of trust. This occurs when team members are reluctant and unwilling to admit to their mistakes, weaknesses or ask for any help. If members of the team are not open with one another then there cannot be any foundation of trust.

The second level is the Fear of conflict. Teams who lack trust are incapable of engagement due to not openly airing their opinions. Due to a lack of communication inferior decisions may be made and decisions end up going back to leaders, causing lack of communication and a decline in confidence.

The third level in the model is the Lack of commitment section. Due to the lack of healthy conflict within the teams, without opinions being aired and a lack of direction, team members do not commit to decisions and end up feeling disgruntled and unaccounted for. 

The fourth level of the model is the Avoidance of accountability level which occurs due to the lack of real commitment and a clear action plan. Members of the team become hesitant to speak with other team members and become unproductive. This results in poor performances and with the leader being the only source of discipline. This can lead to team members segregating into small groups (clicks) from the superior, causing any conflicts to become unresolved.

The fifth and final level of the model is the Inattention to team objectives. This occurs when team members put their own needs and goals ahead of any collective or team goals and are not held accountable. The team loses sight of the need to achieve and succeed, leading to the organisation suffering as a whole (Management Models, 2010). Team members work for themselves and nobody else.

Lencioni’s study highlights that where a team lacks trust and will not work in collaboration, then conflict will occur and problems will arise. All issues rely upon team dynamics to work appropriately.
This is where leaders and organisations need to focus if they want to succeed and have a team that works together, for each other and for the success of the organisation. 

The following segment of this essay will consider why inter-personal conflicts occur within a team and what strategies there are available to enhance team dynamics. Within any organisation there will exist inter-personal conflict. Teams are diverse with people who share completely different beliefs and ideologies and display many different characteristics. There are many advantages to having a diverse team over a single individual, such as diverse resources, information and ideas. People are socialised in different ways and are brought up with different ways of thinking of how they see and act in certain situations.  However, diversity can produce conflict. When people share contrasting values, this can be when conflicts within the work place occur. 

Inter-personal conflict within the workplace can have a massive negative effect on work productivity and quality. Team dynamics, as stated above, are crucial for success and a positive working environment. A team that works together and aims on achieving the same goal, succeeds and their efficiency sky rockets.

Varney (1989) believed that conflict can arise from all sources, however, tend to fall under three categories. These are communication factors, structural factors and personal factors. Communication factors are seen as the most important factors to conflict. Communication is key for collaboration, people expressing beliefs and success. If there are problems with communication, then a business cannot move forward. Workers will not know where they stand and can feel unappreciated, thus leading to a lack of willingness and incentive to work towards the shared goal.

Another inter-personal conflict is the structural factors, which can include the size of teams, levels of participation and levels of independence. Regarding team size, Finn, Currie and Martin (2010) stated that ‘greater sized teams generate more relationships which can be problematic for communication and leads to teams splitting into ‘clicks’.’ They stated that smaller groups showed better levels of cohesion. This can however lead to people not working for the whole team but just their sub groups and not working towards the team’s goals. This could lead to reduced trust and feelings of betrayal when working together. It might also lead to people purely working for the sub group’s goals and not listening to the leader, which goes against team dynamics. Personal factors can include peoples own personal goals and not following the teams aims and objectives.

Some examples of inter-personal conflict include constant judging. This can be associated with a person’s personal characteristics and due to these, people act in a particular way which can ignite the existing tension between people. When conflict occurs it is usually tailed with feelings of hurt, anger, confusion and judgement. Another example of inter-personal conflict is rigidity. This happens when a person refuses to accept others explanations or hypothesis to situations. They will not budge or even listen to any compromise. Lastly conflict can occur when people within the team do not take a full share of the workload and not respond promptly to requests to help other colleagues (Bryant and Bryant, 2019:115).

Rayeski and Bryant (1994) stated in their research that confronting conflict through healthy discussion and communication can help improve team effectiveness and cohesion. Listening is so important and from that, evaluations are required. They stated that it will lead to better team efficiency due to better managing of conflict and the team will focus on their goals. Healthy expression of other ideas creates positive interactions and involvement which will lead to high levels of performance and cohesion.

Other ways to help solve the problem of inter-personal conflict can be seen in Brett Coopers’ work of ‘How to improve team effectiveness and performance.’ He states, that to start off with you need to clarify goals, roles and responsibilities. Accountability makes people feel valued and feel they are providing for the team to succeed. Cooper also suggests that exchanging feedback is extremely useful to help team dynamics and effectiveness. It can save valuable time and also show team members how they can improve in the future (Cooper). The need for the supervisor to intervene to help solve conflict is crucial.

Lastly Karl Burton did research into strategies to resolve inter-personal conflict. He stated that like Rayeski and Bryant that listening is a key skill. Active listening is an essential skill as well as letting people speak without any interruption, He also stated that finding a common ground will help massively and making sure there are no individual winners. The team should work together to achieve a combined objective.

Organisational justice was introduced by Greenberg in 1987 and regarded the person’s perception of their organisations decision and behaviours, influences their own behaviours at work. (HRZONE).The concept is connected with fairness and will judge the organisations decision whether on a small or large scale as either fair or unfair. It can concern all matters including gender equality, workplace attitudes to pay. It, is important to ensure organisational justice is evident to reduce any work place counter productivity and make sure officers behaviours in work are mirrored when dealing with the public.

Within the police exists team dynamics where people work for one another and share common goals and ideas. Team members can be seen as family with strong bonds and will protect them against anything. Research by Skolnik (1966) stated that “police officers face the problem of constant pressure for results, combined with the difficult position of being symbols of social authority in a way which sets them apart from their fellow citizens” (Skolnick 19666 in Hale et al 2013:480). Today’s police force is totally different to the past. Officers are now expected to understand cultural sensitivities, inappropriate language and be professionals in mental health. However, if officers disregard these “it undermines the police service and policies, code of ethics and legislation and can put officers and the public at risk” (Bryant and Bryant, 2019).
Police officers do have the power of discretion. Police discretion is the “freedom of the individual officer to act according to his or her own judgement in particular situations” (Newburn and Neyroud 2008:82). Police officers are gatekeepers to the criminal justice system and have the power to decide whether someone goes through it. Discretion is unsupervised and can inevitably be selective in some instances. It can lead to unfair decisions being made. In Newburn’s and Reiner research they found that police discretion led to racial discrimination and disproportionality being exercised against those from ethnic minorities (Newburn and Reiner 2007). This highlights how team dynamics within the police can lead to officers failing to comply with professional standards.

Occupational cultures can also lead to officers not complying with professional standards. Occupational police cultures can be defined as, “as beliefs, norms, working practices and informal rules that help police officers to make sense of their world (Reiner, 2010 in Hale et al 2013 :480).Within forces there has been research suggesting there exists a ‘cop culture’ This culture is an informal culture that shapes the way  officers use their discretion. The culture has a list of characteristics such as a sense of mission, machismo and racial prejudice (Reiner 2010 in Hale et al 2013:480/481). This can allow experienced officers passing this culture onto new members of the team, leading to a continued stereotypical and discriminatory culture which will affect how they in the future conduct their duties as a police officer.


In conclusion teams need to be flexible, fluid and willing to collaborate. Everyone needs to listen to on another and be able to express their opinions. With this, organisations can excel. If conflict occurs there needs to be some mediation and especially the police, they need to make sure the way they conduct their duties is lawful and legitimate so guarantee public partnerships. 
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Task 2

Relevant areas of the National Policing Curriculum: 
Vulnerability and Risk 

You must choose a policing incident in which you played a significant role with a victim of crime or anti-social behaviour and reflect on what happened. 

	
Give a brief description of the incident including social and legislative contexts and any relevant cultural, ethnicity and language issues. 

Critically evaluate the appropriateness of different approaches (by professionals and the police) in supporting or managing vulnerable people or people at risk of harm. 

Explore what works in relation to tackling repeat victimisation and repeat offending. 

1500 words (+/- 10%: include your actual word count at the end of each section)





ANSWER:



This essay will reflect on a policing incident where I played a significant role with a victim of crime or anti-social behaviour and reflect on what happened. The essay will firstly give a brief description of an incident that I have been to which covers the relevant areas of vulnerability and risk. Within this section it will outline the social and legislative contexts and see whether there were cultural, ethnicity or language issues. It will further lead onto critically evaluating the appropriateness of different approaches in supporting or managing vulnerable people or people at risk of harm. Finally the essay with explore what methods work in relation to tackling repeat victimisation and repeat offending.

On patrol I was asked to attend an ongoing domestic. En route it was informed that the male person linked to the address had a warning marker recorded against his name for violent behaviour and being a DV aggressor against his girlfriend. It was also relayed that the male linked to the address had bail conditions recorded against him being with his partner and that if he was with her, he should be arrested. Upon arrival I was provided access to the flat by a male who introduced himself as the tenant of the flat linked to the incident. Other officers had already entered the flat and upon entering I could hear a female crying upstairs. When looking inside the kitchen, there were plates smashed and items out of place.

I went upstairs to where the female was. She confirmed herself to be the partner of the male who had bail conditions in place stating that they should have no contact. The female was visually very upset and initially refused to engage with ourselves. When the female did start to open up, it was clear that there was a language barrier. The female stated that she couldn’t speak much English having only moved to Wales three months previously from India. 

The female managed to disclose to me that she and her partner had had a verbal argument over the last few days and that on the previous night he had become physically abusive.  She stated that the male had grabbed her by the hair, pushed her to the floor and then slapped her. The male had then thrown a plate directly at her leading it to smash. The pair had eventually gone to bed but when they had woken up, the argument had re started.

The male was arrested for breach of his bail conditions and domestic related common assault. He was conveyed to custody. Later, officers returned to the address to obtain any further details. When speaking with the victim she stated that she did not want to make any formal complaint against her partner and would not change her mind. However, when speaking with the victim it became apparent that there were a number of issues. The main issue was that the female was not recorded on the tenancy agreement relating the property concerned. The male was on bail from a previous domestic related incident which also involved the same victim in this incident. Because the incident occurred at this address, which was recorded as the bail address, the female was required to vacate the property as she had no legal right to remain living there. However she did not have an alternative fixed abode, nor any family or friends she could live with. The female stated that as she had had nowhere else to go, this was why she returned to the suspect following the previous incident. She stated that she felt stuck. It demonstrated that the female needed to find somewhere to stay urgently otherwise she would remain trapped in this cycle. I knew that I had to act quickly and find a place of safety for the victim. I called all the local homeless shelters. Regrettably, nowhere had a vacancy. The next step was to speak with Women’s Aid to enquire whether they could find a place for the victim to stay. Fortunately, they were able to assist. I conveyed the female to this place of safety and left her in the care of the employees of Women’s Aid.

Due to the nature of the offence it was considered appropriate to submit a Public Protection Notification (PPN) on behalf of the victim. This would be a focal path in supporting the victim as it would introduce her to the multi-agency partnerships available to the police who would be able to provide her with guidance and support. However, the victim refused to answer the DASH questions in the PPN so I was unable to provide any historic information about the domestic abuse between herself and her partner.


The victim also refused to provide a victim personal statement (VPS) and a victim support referral. I explained that I needed to find her housing and that I would be speaking with Women’s Aid and other organisations which she was happy about. I explained that I would be submitting a Public Protection Notification (PPN) however she refused to answer the DASH questions.


This incident highlighted that the victim was a vulnerable adult. A vulnerable adult is defined by the Department of Health, “as a person over the age of 18 who is or may be unable to take care of him or herself, or unable to protect him or herself against significant harm or exploitation” (Department of Health). The way that vulnerable people are treated is crucial as it may affect their willingness to work with the police in the future. Trust in the police is vital for public partnerships and with victims’ communication with the police. Creating a “good relationship with victims increases the chances that they will cooperate effectively with the investigation and prosecution” (Bryant and Bryant, 2019:298). The type of support required will be different depending on the incident and could range from simply providing verbal reassurance, to the stress of attending court. Police officers are not professionals when it comes to these situations and this highlights the need for partner agencies. Bryant and Bryant state that “A multiagency approach to communication and decision-making may safeguard the victim and prevent further abuse by addressing the immediate protection needs of the victim at the earliest opportunities.” (Bryant and Bryant, 2019:297). Through Victim Support, PPN’s are completed and other agencies become engaged. Professionals such as those from Multi-agency Risk Assessment Conference (MARAC) have been put in place to reduce the risk of domestic violence. Women’s Aid is another multi-agency that works alongside the police to provide advice and suitable help for vulnerable victims. Both these institutions are instrumental in helping victims of domestic abuse. As stated previously, Women’s Aid were contacted in this incident as I deemed it essential due to the issues surrounding the victim.

Victims could have poor relationships with the police from past experiences, so may not want to cooperate. This is when multi-agencies like Women’s Aid can be introduced, as they work independently from the police and are there solely for the support of the victim.  Due to the victim not wanting to deal with the police in this instance, Women’s Aid were essential in helping to house the victim and monitor her emotional wellbeing. Also as people come from different cultures, their beliefs and needs should be taken into consideration. Something that we may consider acceptable in British culture may not fit within the remit of alternative cultures. If there is not adequate communication between agencies the victim could be placed in danger.


The Home Office would describe a repeat victim as “A victim of the same type of crime more than once in the last year” (Bridgeman and Hobbs, 1997). These people are very vulnerable and need to be protected. To get these citizens to communicate and support police investigations, it is essential to establish a good relationship and gain a rapport. This hopefully will encourage victims to open up.  For a high risk victim of domestic violence, they live with the abuse for on average 2.3 years (SafeLives). These victims may fear reprisal, believe the police won’t take them seriously, are too embarrassed etc, so will not report it. This highlights the need for helping victims at the first possible chance. 


Multi agencies are required to engage with victims and to provide long term support. Without these agencies, police can find themselves having to deal with repeat victims. (College of policing.) It can be argued that the multi-agency approach is one of the best methods to help stop repeat victimisation, and particularly domestic violence. The multi-agency approach can be recommended, “to provide protection and support to the victim and his or her dependents with the police having its own specialist investigatory units. (Bryant and Bryant, 2019:35). With specialist agencies, victims can get the help they need who are independent from the police and focus solely on them.

Victim codes were introduced by the Domestic Violence, Crime and Victims Act 2004. This informed what every agency should do for victims when going through the Criminal Justice system and gives timeframes during which they must be done (Victim Support). Some of these codes include special measures which are there to help protect the victim, who are given enhanced entitlements to assist them through the criminal justice process. This can lead to positive prosecutions and convictions due to protecting the victim and reducing their fear of reprisal.

Ways to tackle repeat victimisation can include conducting frequent patrols in know areas that the victim frequents. Also, when conducting patrols to “visit vulnerable victims to check on their welfare” (Bryant and Bryant, 2019:299). In Blackstones it also states that simple advice and education on ways to prevent crime can help, such as ideas on alarm activations and working with Neighbourhood Policing teams which can promote engagement (Bryant and Bryant, 2019:299)
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Task 3 
Recognition and confirmation of progress on the Occupational Competency Portfolio (OCP). 
  
 
 
By signing the section below you are acknowledging your continuing progress on O.C.P.  
This is recognised by the university as work that is fully supporting this module BMPP 6001D; Policing in the Workplace 3 and in signing it will be equivalent to 1000 words towards the 5000 words equivalent total for component 1. 
 
 
 
 
Confirmation of the progress on the Occupational Competency Portfolio (OCP). 
 
I confirm that I am progressing with the Occupational Competency Portfolio (OCP) in accordance to the regulations.  
 
Signed:  _ William Juniper_ _ _ _ _ _ _ _ _ _ _ _ _ _ (Learner – electronic signature accepted.) 
 
Date: _ _ 23/8/20_ _ _ _ _ _ _ _ 


Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads and conducting investigations. 

	
Critically evaluate 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. 

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


2500 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:




This essay will cover policing the roads and conducting investigations which are relevant areas of the National Policing Curriculum and will commence by defining information and intelligence and explain the process of gathering them. It will further proceed to highlight the management, processing and use of intelligence within the police force. The essay will then lead onto critically evaluating how information and intelligence can be used in the disruption of the more prevalent criminal activity by effective policing of the roads. This can be done by looking into the National Intelligence Model and the use of intelligence-led policing. This includes drug trafficking, child sexual exploitation, county lines etc. Following this, the essay will analyse how Automatic Number Plate Recognition (ANPR) can be used as an investigative resource when disrupting criminal activity and look into how surveillance is crucial in this topic.

Initially, there is a need to define the difference between intelligence and information. People may think that these are the same, however, when it comes to policing they are not. Information can be defined as “coming from a source that needs no confidentiality constraints or protection. It is overt information, such as a call from the public advising the police of an occurrence” (Bryant and Bryant, 2019:511). Information is raw ungraded material. Intelligence is harder to define. In Blackstones it is defined as, “information derived from many sources that has been recorded, graded and evaluated” (Bryant and Bryant, 2019:511). Information and intelligence are both crucial to help police conduct their duties. This is due to increased mobility of criminals, changes in the nature of crime and international and domestic offences. Intelligence and information do not just relate to crime but involve all areas of operational policing. If the intelligence is accurate it may predict possible disorder.

When information and intelligence are collected they need to be managed, processed and subsequently analysed. By doing this, it can effectively be used in the disruption of criminal activity, especially through effective policing of the roads. When intelligence is reported by the police is it analysed by the 3 x 5 x 2 model/cycle. The model starts with part 3 which represents the reliability of the source. It then follows to part 5 of the model which looks into the reliability of the intelligence. It then concludes with the 2 element which considers the distribution and whether the intelligence can be submitted to everyone or whether it needs conditions. This is where the legal basis comes into play and whether it should be shared with partner agencies. These include Data Protection Act 2018, Human Rights Act 1998 and Regulation Powers Act 2000. These Acts all relate to the gathering, managing and sharing of the information and intelligence collected by the police and highlights the purpose of obtaining information and intelligence. The emphasis relates to the integrity in the use of intelligence and through the process of the model it establishes the reliability and accuracy of the intelligence identifying who it should be disseminated to.


Information and intelligence are obtained from multiple sources. These range from members of the public, victims / witnesses, CCTV to specialised covert operations and should be collected for a policing purpose. Information can be very useful and can become intelligence so could be retained for future use. Intelligence is recorded on the Police National Computer (PNC) which is accessible 24 hours a day and 7 days a week, 365 days a year and can provide the police with vital knowledge prior to action. The knowledge of potential warning markers, records of wanted or missing persons and anything that may need seizing for evidential purposes. With this, Police forces can also share and collate information and intelligence with other forces which will help disrupt crime at all levels. 


Information and intelligence prove useful during investigations. They provide officers with crucial evidence needed to finalise investigations and guide officers throughout incidents. One of the ways the police obtain information and intelligence is through open sources. The most obvious open source known is the general public who can act as the police’s eyes and ears within society. Criminals live amongst the general population, so the public see and hear things daily which help with police investigations. The public can help build profiles of people involved in certain crimes especially the ones named above in the title of the question. Criminals may divulge information to a member of the public which is evidential information/intelligence that can be used to disrupt the criminal activity. The general public see a lot more than the police do and through working together can intercept and disrupt the criminal activity. Open sources are “cheap and available and constantly up to date and can be useful, to support creation of long-term strategies for a variety of business goals” (Expert System, 2017). Working in partnership with the police, the open sources can communicate effectively and provide details of car registrations used by previously unknown perpetrators. These number plates can help provide information of potential owners, vehicle registration addresses and potential driving routes taken. Markers can be put against these cars which may aid in identifying these vehicles and this could lead to disrupting organised crime gangs, the transportation of counter fit goods and county lines etc. Information and intelligence gives the police greater knowledge of how these criminal organisations/activities operate which can lead to a well thought out strategic plan of how to dissemble them.


Using information and intelligence to disrupt criminal activity by policing roads effectively can have its disadvantages. As stated above, information is not graded so may be used incorrectly. Open sources are widely available and easy to obtain, however information provided may not always be correct. The college of policing stated that open sources are “freely available but may not be accurate, reliable or valid. It is not subject to the same quality standards” (College of Policing, 2013). This information and intelligence may not have been evaluated or graded so may be false and be used to intentionally lead the police down the wrong path, steering them away from potential criminal activity. When conducting road policing this may lead to vehicles being stopped due to the information and intelligence that have nothing to do with any criminal activity. This can be a massive negative leading to a decline in public confidence and legitimacy. Fair and respectful treatment of the public is linked to trust in the police. Reisig stated that “Legitimacy and confidence are, in turn, associated with greater willingness to cooperate with the police and assist in preventing and responding to crime and greater compliance with the law” (Reising 2007 in Myhill and Beak 2008).  Public confidence and legitimacy are vital to police operations. Without police confidence and legitimacy there would be no trust and no working partnership, leading to no information and no intelligence. 

An alternative way the police obtain information and intelligence that could help disrupt criminal activity is through the use of Covert Human Intelligence Sources (CHIS).  These are people who are involved in the criminal organisations. It is stated in Blackstones that “Many intelligence sources are themselves criminals as they are normally the only people with real access to criminals, their plans and their activities” (Bryant and Bryant, 2019:12). These people provide access or disclose information. Many government agencies are allowed to use these sources to obtain intelligence under the Regulation of Investigatory Powers Act 2000 (RIPA). Under RIPA a person is considered a ‘source’ if they establish or maintain a personal or other relationship with a person for the covert purpose of obtaining information or providing access to information of another person or disclosing information obtained through the relationship or as a consequence of the relationship (Bryant and Bryant, 2019:513). These people are covert, so hidden or unknown and can be useful when it comes to helping disrupt criminal activity. These individuals have an insight into who, where and when the criminal activities happen. They have more knowledge and more reliable information than the open sources due to being submerged in affairs daily. Their identity must remain confidential to try and disguise their role.

However CHIS does have negatives when it comes to providing information and intelligence that will help disrupt criminal activity. The police cannot be 100% certain that the source can be reliable and will act in the best interests of the police. In Billingsley’s work he stated that, “If an agency is unable to clearly identify the origin of any piece of information, how can that information be safely used in any judicial process?” (Billingsley, 2009). This is a miscarriage of justice. Another disadvantage of using CHIS as providing intelligence is that individuals are not always freely available. Due to having involvement in the vicinity of potential criminal activity these sources may not be as visible as much as open sources. This can lead to infrequent or delayed intelligence. Lastly, it may be difficult to keep identities anonymous when going to court, so it is the role of the police to protect the CHIS. This can has its challenges, (Billingsley, 2009). This may lead to negative results when using information and intelligence when policing the roads.

 
One way the police has adopted using intelligence to help with criminal activities has been the introduction of intelligence-led policing (ILP). Ratcliffe defines ILP as, “holding out the promise of a more objective basis for deciding priorities and resource allocation” (Ratcliffe, 2016). ILP helps the police use intelligence more efficiently, to direct police resources to targets and criminal hot spots. James stated that “ILP was an operational tactic that would reduce crime through proactive policing targeted by criminal intelligence” (James, 2003). With this style of policing it can lead to target hardening, targeted patrols and crime prevention, demonstrating the importance of information and intelligence in disrupting criminal activity. This can be used by utilising the resources available to the police such as unmarked vehicles and conducting plain clothes operations where there are hot spots for criminal activity - for example drug dealing. When conducting patrols, officers may witness deals which may not have been the case had they been in a marked vehicle.

There are further disadvantages to the information and intelligence that is provided by the police to help disrupt criminality, especially via the roads. This is crime displacement. This highlights the need for intelligence to be graded and evaluated. In Cohen and Felsons’ study it highlights the routine activity theory which argues that crime has the potential due to three factors. These are motivated offenders, suitable targets and the absence of capable guardians. If all three factors are apparent then crime will happen. The theory states that to do so, the police need to focus on the root cause. However, if the information and intelligence does not do this it will lead to crime displacement. In the communities and local government report it states that, “if activity is not focused on reducing the propensity for motivated offenders to commit crimes then it might be expected that these offenders will recast their target area and commit offences in the surrounding non-programmed neighbourhoods, thus leading to a displacement of crime” (McLennan and Whitworth,2008:14). This could be regarded as a big negative for information and intelligence, as by displacing the crime, the police will lose what they previously knew and ‘leave them in the dark’, thus leading to ineffective road policing.



The National Intelligence Model (NIM) was launched in 2000 and its aim was to use intelligence to determine the priorities of the police service and to focus on these. The Home Office defined the NIM as “a validated model of policing approved and represents best practice in the use of intelligence to fight crime” (Home Office 2001:45). The NIM indicates that there are four main areas in which intelligence analysis should be undertaken. They are strategic assessments, (likely future developments in crime), tactical assessments (management and recommendation of where to deploy resources), target/subject profiles, (analysing actions of suspected criminals) and problem profiles, (identifying the hot spots for criminal activity). With all forces adopting the above, it would greatly help the cooperation between forces at   local, regional and national levels to disrupt and intercept crime. Additionally, the model works at three different levels. Level one is the Local Level. The second level is the Regional Level, with the third being the National Level. The classification of how a particular crime is categorised is significant for the provision of resources to disrupt it. Another important intervention similar to NIM is the Management of Police Intelligence 2005 (MOPI). This was introduced after the Soham Murders and highlighted the need for improving management and sharing of information and intelligence between police force at national and local levels. The NIM and MOPI have many benefits, including the improvement in integration with partner agencies and with other forces. As stated above, the nature of crime is changing. Criminals are becoming more aware of police tactics and are mirroring this with different ways of committing crime. When it comes to road policing and organised crime groups, criminals are buying cars frequently, changing routes and using cloned registration plates. This highlights the importance of collecting intelligence and it being accurate to ensure the right people are caught. The sharing of intelligence and forces working together shows how proactive and cross-border policing can disrupt criminal activity.


ANPR is a contemporary surveillance system that the police have adopted. It is a new technology that acts as a deterrent and is used to help detect and disrupt criminality at a local, regional and national level. ANPR works when a vehicle drives past a specific camera and the number plate is read and subsequently checked against the police’s national database. If the vehicle is of interest, the police, via effective road policing, can intercept and stop vehicles. Even details of vehicles that are not presently of interest can be stored on the system and may prove useful in the future. The use of ANPR is important in the detection and interception of many criminal activities especially on the roads, including organised crime (National Police Chiefs Council). With information and intelligence provided from sources, markers can be registered on vehicles and stored on the police database. When vehicles pass ANPR cameras police can effectively utilise their powers on the road and disrupt and intercept criminality. The ANPR cameras can be accessed easily and provide accurate patterns of movements of criminals. The cameras can “Identify the movements of a vehicle involved in a crime and information associated with the vehicle” (College of Policing, 2013). 

ANPR does however have its limitations. ANPR is fixed and over time criminals may learn exactly where each camera is thus varying their routes. A further problem of ANPR is the cloning of registration plates. When the vehicle with the cloned plates commits an offence it may lead to the car with the actual registration plate being stopped for a crime they did not commit. Even if their car is completely different, ANPR will identify the car as a car that requires investigation. (Henry 2010). Lastly, if the weather is poor, or there is inadequate lighting, ANPR may not identify the entire VRM, leading to it not being logged onto the Police National Database effectively.

The most widely known method of open surveillance is CCTV. CCTV monitors the general public in both public areas and on private premises. CCTV gives the police and other agencies the benefit of 24/7 coverage of an area, with images and footage that are retrievable and downloadable.  It is like ‘Big Brother is watching you’ and UK is the country with the most cameras in the world. These cameras can help catch people in the act of criminal activity. These cameras are however fixed. Cameras, “cannot follow a target round a corner and are also easy to identify so criminals will avoid them or wear something which disguises their features” (Bryant and Bryant, 2019:516). In turn, however, CCTV is one of the most used evidential material in interviews that leads to convictions so it is a very important investigative resource - a good example being the James Bulger case.

In conclusion information and intelligence are vital to policing and help effectively police the roads. It provides officers with knowledge they would not have, however this knowledge must be evaluated before moving forward. Also ANPR can also be very useful in challenging organised crimes groups as it can be a significant tool aiding the police.


Word Count: 2748
	













Task 5
Personal Study programme / Individual Learning Plan 
 
 
The first learning outcome identified in the accompanying module descriptor (BMPP 6001D) asks that you formulate and implement a personal study programme to further enhance the development of your professional police practice. A template has been added for an ‘Individual Learning Plan’ that you can use for this task.  
[bookmark: _GoBack] 
This task differs from the PDP that you have completed in your previous workbook 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. 
 
2500 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 5000 words equivalent total for component 2. 
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 Knowledge of Traffic Laws
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 


5
	High 
8-10 
	Low 
1-4 


3
	Med 
5-7 
	High 
8-10 
	 

Conduct more proactive checks on vehicles. When out on patrol.
Familiarise myself wit, the highway code and organise my traffic attachments to gain the knowledge needed.



	SKILLS 
 
 Improve Stop searches 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
9
	Low 
1-4 
	Med 
5-7 
6

	High 
8-10 
	 Need to make sure that when conducting searches to complete GOWISLEY. I need to take my time and guarantee these are ticked off.
Need to make sure that persons are given a full explanation of the reason for the search, and conduct a full quadrant search,.

	EXPERIENCE 
 

 Completing full GAP FILES
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

8
	Low 
1-4 
	Med 
5-7 

5
	High 
8-10 
	 

I need to refresh, my knowledge of what reports need to be completed and how much, detail needs to be put into them. 

Forms especially bail applications which, are not frequently done when on response. 

Due to not, having been in the hub yet, I know I will learn a lot when there. But I would like to gain as much, experience wit, them now so when needed I can complete them without any assistance.
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