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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:


In almost every job involves some form of team working, whether this be working with someone on a day to day basis, or working for someone alone to achieve a common goal or objective.  This essay explores the concept of team working within the organisation of South Wales Police.  The essay continues to look at the impact that poor leadership can have on team cohesion and developing teams, analysing theories and strategies to why this may occur.  The essay explores the role of each individual and how values and personality traits could be a considered a barrier to group dynamics while demonstrating an understanding of organisational justice.

To understand team dynamics we must first understand what a team is.  Teams are defined ‘as complex entities which have two or more people who interact, share common goals and hold reasonable task interdependencies’ (Sales et.al, 2007, P189).  This does not necessarily have to link to a paid establishment, but teams are evident everywhere you look.  For example there are football teams, children playing games in teams or even relationships could be considered a team.  You could even argue that teams are just two or more people together, its team cohesiveness that people share common goals.  
Cohesiveness is ‘the member’s commitment to the task’ (Kozlowksi & Ilgen, 2006, PP 87-88), and the best of teams will visibly and evidentially have high team cohesiveness, and maybe considered real teams.  ‘Dynamic or real teams have clarity of purpose so that everyone understands the team objectives and their roles in delivering them’ (Thelma, 2005, P7).  As an organisation, a police officer, and an individual I strive to work in a team of high cohesiveness, focusing on the same objectives as my colleagues; bringing people to justice and preventing crime.  In order to do this we must explore ways of improving team dynamics and focusing on how strong teams are formed. 
  
Tuckman (1965) defined a theory of group dynamics, illustrating how he believed each team could be identified.  He identified five stages to which groups develop:

1. Forming –I joined South Wales Police team 4 in March 2019.  Look to trainers for guidance. 
2. Storming – Staff trainers recognised clashes within the team and addressed the conflict early when my colleagues clashed over what’s app messages.  Team members clashed over ideas. 
3. Norming – as the weeks went on and each team member recognised and accepted each other.  Culture becomes the norm and people started to socialise together. 
4. Performing – group has practised and can now perform with little help, we passed out in September 2019
5. Adjourning  - each member of the group went to different sectors to begin our journeys as response officers.


Fundamentally, team dynamics are set by the wider organisational hierarchy.  On response this is set by the sergeant and it is important for managers ‘to emerge as leaders so that they understand team member’s needs and expectations, which drive the organisations culture’ (Rahbi, et.al, 2017, P3).  ‘In general terms, cohesiveness will be affected by such things as the manner in which the manager gives guidance and encouragement to the group’ (Mullins, 2010, P317).  The manager essentially sets the tone for the rest of the shift and so in order to build cohesiveness, the manager must strive to motivate each officer within the team.  

On the contrary, ‘very often individuals in the team have different beliefs, values and different goals and expectations’ (Rahbi, et al., 2017, P3).  Social and outside life pressures may influence an individual’s capabilities to stay motivated, which in turn may impact on the wider organisations team cohesiveness and goals.  A good manager will be supportive of any factors which may influence an individual’s ability to stay motivated and committed to the team.

To take this further, a bad manager or leader who is not supportive and de motivating could be considered a reason why some teams fail.  In essence this could be down to the style of management conducted such as autocratic, democratic or laissez faire.  To summarise these styles, an autocratic leader could be considered strict, a democratic involving the team in decision making and a laissez faire being relaxed.  Furthermore there are additional leadership styles however most are extensions to the three already mentioned.

In the example of the station that I am based our sergeant follows a supportive leadership style where he listens to officers, helps deal with stress and personal problems.  This helps to maintain motivation which furthermore helps build team cohesiveness.  Each officer wants to help one another no matter what the task is and each officer trusts the sergeant.  This is imperative because ‘research has shown that supervisors play a substantial role in building trust of employees on organisations by building relational contracts, which in turn fulfils the perceptions of employees regarding the obligations of the organisation’ (Whitener, 1997 as cited in Maryam et.al, 2016, P172).  Therefore, if there is no trust then perhaps there would be no cohesiveness.  This is because the decisions being made by the sergeant would not be respected and followed.    

In addition to this, a bad management style can also lead to conflict within a team. This type of conflict usually occurs due to the decisions being made by the hierarchy, or ‘due to disagreements about how the work should be done’ (Anonymous, 1996, P2) and can be described as task conflict.  ‘Task conflict describes disagreements among team members related to the content of their decisions and differences in viewpoints, ideas, and opinions about the task’ (Jehn, et.al., 2013, P352).  A manager may make decisions or instruct officers to carry out tasks to which they may disagree with.  This can cause conflict within the team because each individual has different viewpoints and the viewpoint of one officer may be in different to another, and also a team member may agree with the manager’s viewpoint which can cause tension within the team. 

Furthermore good managers may be able to resolve this by explaining their decisions or point of view and allowing an officer to express their opinions.  However the manager is the leader and the organisation that we find ourselves in is one of an autocratic and authoritative style of management.  Therefore as officers we should accept any instructions or decisions being made by the hierarchy unless of course this is ethically or morally wrong. 

Having said this, these decisions might be shaped by the wider organisational hierarchy, which in theory pass down the chain of command.  The sergeant style of leadership and decision making could in practice be shaped by the hierarchy, and so one may argue that team dynamics and organisational culture is set by the top of command.  

Fortunately for South Wales Police we have a good chief constable who demonstrates cultural values and role models the correct attitudes and behaviours.  This should pass through each officer and through the ranks which in my experience of the role so far evidentially does, and ‘the way things are done around here’ (Deal & Kennedy, 1992) is role modelled from the top.  The culture set allows each officer to perform their role to the highest standards within the team however, the impact of this does reflect on individual values, and would only take one individual in the chain of command for it to impact on team dynamics and decision making.  A bad manager due to reasons such as lack of respect for officers, or poor decision making at any level can lead to an increase in conflict within a team, and furthermore poor performances amongst officers.  

Ideally as managers of this organisation, teams would ideally be at the performing stage of Tuckman’s theory however, leaders may have to work hard to motivate and build team cohesiveness in order to get to this stage.  Essentially teams may be newly formed at the beginning of the theory or in contrast there maybe individuals at the norming stage of the model, stubborn and unwilling to change.  A good leader will be able to identify, coach, motivate and drive a team to the performing stage of the theory however this process may take time depending what level the team is at and if any issues, such as conflict is evident, and needing to be managed.  


Thus, if there is evidence of team conflict, it is fundamentally important that managers control and diminish the spread within the team over time at all levels of the organisation.  This can be described using the model ‘Conflict contagion: the spread of conflict over time’ (Jehn et. al., 2013, P353).  Jehn describes the model as a scale in relation to how many team members are involved in the conflict.  For example, if only a few members are demonstrating conflict then they would be described as having ‘low intrateam conflict’.  Essentially this is where the manager needs to interact and resolve any conflict before it gets to the stage of ‘high intrateam conflict’.  Jehn furthermore describes the impact of the conflict and the types of behaviours shown such as avoidance, threats which could essentially involve other team members and increase the conflict, disturb the team, or create a hostile environment.  

To prevent this from happening, strategies need to be taken to manage any conflict and furthermore enhance individual and team performance.  This should start with the leader of the team, at the earliest of opportunities and ideally before it gets further than the ‘low intrateam conflict’ stage as described above.  Capozzoli, 1995, P29 highlights a six step process to manage and resolve the conflict.  The steps defined include:

1. Explore the reasons for the disagreement
2. Advance solutions once the reasons have been established
3. People involved need to agree on the most appropriate solution
4. Implement the solution 
5. Evaluate the solution 
6. Practice the conflict resolution process

The process can be used to resolve conflict as well as other models such as CUDSA. It is important that leaders step in and prevent any unnecessary conflict throughout the team which could in essence lead to poor performance or even employee absenteeism.  When we as a new team experienced conflict between the girls during training, the team trainers and inspector identified the issues and put into place a plan, given a talk and clear instructions to eliminate any team animosity.

On the other hand, it is important that individuals accept the decisions being made and furthermore agree to any practices put in place by the hierarchy.  Human beings have values, opinions, and different personality traits, and so the success of the model above put in place by the leader of the organisation depends on the resilience of the individual.  Therefore as police officers it is important that we become resilient and accept that people have their own way of thinking.  Despite this, we do not necessarily have to agree with it, and it is important to note that ‘there is no one way to do something’ (Touart, 2013, P34).  

However, we all have a responsibility to work towards the same goal and therefore it can be argued that the elimination of team conflict may necessary not be at fault of the leader but the responsibility of the individual to adapt to each person’s needs.  

In essence this may support the view that conflict cannot be completely eliminated, but it can be controlled by the leader and each officer.  Part of this may be utilising an effective’ reflective practice model as introduced by John Dewey (citied in Moodle, 2019).  If decisions are not going away we should evaluate how we feel and reflect on what has happened, create an action plan going forward, ensuring we avoid a repeat of the situation.   In summary the action plan should aim to keep conflict at the low end and the team work together to ensure this does not progress and cause behavioural responses which could impact on performances. 

What's more, one may argue that we all have a code of conduct and responsibility to maintain professional standards within our roles.  Part of this conduct could be considered having the professionalism and values to avoid any unnecessary conflict within the organisation. When we as police officers were attested into the force we all signed a formal declaration.  Part of this declaration was to have ‘equal respect to all people’ (Bryant & Bryant, 2019, P92).  In addition to this, the ten standards of professional behaviour highlights the role we play as police officers, the values and behaviours we must follow at all times.  

Some may argue that if we are adhering to these professional standards then surely conflict would not arise? However, each individual may choose to which standards they follow which could be considered why some team dynamics struggle.  For example, a police officer resigned after responding to an initial response of a suicidal female.   The police officer encountered a sexual act at the victim’s house, and colleagues were told about it but choose not to say. (IPCC, 2012, P3).  
Some may recognise that this has occurred however they choose not to challenge the behaviour or report the act of improper conduct.  This immediately causes a discrepancy within the team dynamics because the officer performing the dishonest act continues and the other officers break the professional standards by choosing to ignore the situation. The others involved may have choose not to say due to loyalty to the team or perhaps they were worried about the impact on them.  There have been a number of cases falling below the standards of police officers, but if everyone is working towards the same goal then are we breaking the team philosophy if we report improper conduct?  The answer is no, we all know what is morally correct and if one team member breaks the ethics then they are the ones being disloyal to the team.  
If all officers within the team adhere to the professional standards then this form of conflict is eliminated and the team dynamics improve because everyone is on the same page of thinking and behaving. 

To simplify this, the art of choice that an officer has essentially defines whether or not they are following the correct code of ethics.  ‘The criteria for choice are fairly constant- following the rules and regulations and adhering to the voice of tradition’ (Souryal, 2015, P47).   Not only will following a code of ethics defined to an officer at the beginning of their career diminish team conflict but it is also ethically the correct path to follow.  
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The National Decision Making Model


[Image taken from The College of Policing (2019).]


The code of ethics is the centre of the national decision making model and therefore, when an officer makes any decision they should evaluate the decision around what is ethically the right thing to do, and take action on reviewing their decision making after, reflecting on what went good and what went bad in order to improve and justify the decision making.  In essence not only will the national decision making model help an officer to conclude to a decision, it will also help improve the team dynamics.  This is because if all officers follow this decision making process and consider the code of ethics with all that they do then surely this would mean that all officers are on the same page. 

In summary we should all be working within a real team, where everyone works towards the same goals, and ‘recognising that they will achieve more by working together than as individuals’ (Moodle, 2020, P6).  This will not only help improve performances within the organisation but essentially improve morale and motivation of an individual.  

Happy teams perform and this is the responsibility of each person as well as the leader to help drive and intervene when things go wrong.  The essay has highlighted the importance of the hierarchy, suggesting how following the wrong leadership style can disrupt the overall team dynamics.  The leader must adapt to each individual needs and each individual must respect the beliefs and values of each other.  Tuckman’s theory illustrated the categories that each team falls under, and the leader and team members should all strive to hit the ‘perform’ stage where team dynamics will be evidentially at its highest level.  This will demonstrate a team of police officers where conflict is low or managed and ethically the decisions being made are the right ones. Professional standards are as they should be, adhered to by all police officers which in turn demonstrates a well cohesive, dynamic police force.  This is South Wales Police. 
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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:


Police officers must be consistent with their approach, treating and dealing with every person in the same way. We must learn from experiences and ensure we are proactive. This will eliminate the risk of past failings, such as the 2007 Pilkington case, or as Knight cited in Holton (2004, P4) ‘the probability’ of it happening 

As police we must reduce the probability of risk, helping to avoid repeat victimisation; when the same person suffers from more than one incident.  ‘Households in which the same victim is attacked repeatedly are termed repeat victimisation households’ (Goodlin & Dunn, 2010, P107).  This essay analyses the strategies that we use to support victims, repeat victims, and the vulnerable. By discussing a case of domestic violence we can then deliberate on how we can work together to identify victims, prevent repeat offending, and identifying some possible causes of criminal activity. 

In order to avoid repeat victimisation, it is important that victims also make changes to the way they do things.  Turnavoc (2018 ,P252) argued that some people have barriers which ‘get in the way of the ability of some victims to make the kinds of behavioural changes that would be helpful in reducing the risk of repeat victimisation’. These people are vulnerable; being unable to protect from harm. This is explained with the example of a household domestic.  

‘My parents fought. Well, no. My dad fought.  Mom just sat there and took it.  Sometimes he’d beat her up, storm out of the house and go get drunk.  Those nights were the worst because after dad left, she’d come to my room and beat on me.  I can still hear her saying “I staying with him because of you. This is all your fault”’ (Haley & Braun-Hayley, 2000, P107).  

For the parent, they have become accustomed to domestic abuse and the mother has started to become an abuser herself, introducing a form of abuse onto their son or daughter.  There is a danger of future ‘violent victimisation, especially from the son or daughter which can inflict a wide array of negative personal and social consequences’ (Agenew, 2006 et al cited in Turnaovic et al, 2018, P252).  

The acceptance from all parties make repeat victimisation inevitable, especially due to the environmental element which means domestic violence may occur ‘due to personal, situational and sociocultural factors’ (Goodlin & Dunn, 2010, P108).  It becomes a barrier against escaping what they have been exposed to.  The son and daughter will likely continue the violence later on in life because they have been brought up in a culture they see as ‘normal’, similar to the Acer’s theory, after having been exposed to adverse events at a young age.  

We, must act to prevent this risk and treat every incident as a serious one. Putting in place an action plan when responding to these victims tackles repeat victimisation, interfering and ensuring we avert this form of abuse continuing within the household, and better still, preventing incidents in the first place. 

We also must be able to identify the behaviours being shown by individuals who may be exposed to domestic violence, common traits being:

· Physical abuse - injuries
· Mental abuse – controlling all parts of the partners life

These are not always visible to the human eye.  As a police officer we must use open questions to establish and identify these traits.  I considered this when attending the following incident using the Gibbs reflective model. 

Prior to police attendance, the female disclosed that she had been assaulted and thrown out of the house by her partner.  The initial PNC check established that there was a short history of domestic abuse between the pair, predominantly verbal arguments, however no violence. The controller conducts a THRIVE risk assessment and will establish the vulnerability of the victim, as well as highlighting any warning markers against the persons involved or linked to the address.  This helps officers prepare and can help identify patterns of repeat victimisation. My initial feelings were that the male was more than likely going to be arrested, so we made our way to the property in a van.

On arrival I could see a distressed female in the street waving us down.  She looked visibly upset and was in close proximity to the house where the call was made. I activated my body-worn video, exited the van and calmed her down.  The body-worn helps assist the vulnerable by capturing the best evidence possible to support the investigation and stop re-offending.  The female informed me she had an argument with her partner, who proceeded to grab her by the hair and push her out of the house, assaulting her to the face.  She claimed he had run away from the house because she was phoning the police.

I relayed this information to colleagues, who conducted an area search for the offender, the result of which was negative.  The female told me she lived in a different area so I transported her to her home address to safeguard her.  On reflection I felt this was the best thing to do because it avoids the risk of a repeat attack and potentially the female withdrawing her complaint.

At the home address the female confirmed that she wanted to make a formal complaint and so I acquired a statement from her.  The female raised concerns about going to court so I explained the special measures of support we can provide.  The apprehension of attending court is a common concern amongst victims and may also be part of the reason many suffer repeat victimisation. Therefore it is vital that we, as police officers, identify the concerns as early as possible and fully explain how we can help, and how giving a statement is the right thing to do.

The safeguarding measures from the Youth and Criminal evidence act 1999 include:

1. Screening from the defendant
2. Removal of hats and gowns 
3. Evidence by live TV link
4. Evidence given in private – can ask people to leave 
5. Aids to communication 
6. Video recording to give evidence 

It is important that these are explained to all witnesses and victims, and to remember that ‘not all witnesses are physiologically or psychologically capable of performing under the guise of “orality”’ (Ewin, 2015, P33). Some may be vulnerable (section 16) and some may be scared (section 17).  It was evident that the female was intimidated by the abuser.  She repeatedly stated she was afraid that he “may come for her” and that he “knows a lot of people”.  This made me feel the importance of arresting him immediately.  

I sympathised with the victim, informing her that if she does nothing, nothing will change.  I explained the process of the DASH risk assessment, and that I would like to ask her a series of questions that would be shared with partner agencies so we could start addressing the abuse she has received.  This tool allows a vulnerability risk assessment grade to be generated, aiding a plan of action.  A high risk score would automatically trigger referrals such as MARC, meetings where high risk cases are discussed and managed between agencies.   

The female told me that she had only been with the male a short period of time and did not know too much about what he was like.  She stated she had witnessed a different side to him that day and wouldn’t have entered into a relationship with him if she had known of his past.  I explained the use of Clare’s law which will allow females to discover any domestic abuse traits before any incidents occur.  

I also discussed and considered a domestic violence protection notice (DVPN). This would place restrictions on the perpetrator to avoid contact and not attend the address. However, the female does not live with the male and the incident occurred at his home address.  She also stated that she did not believe he would attend her home address and so the decision was made that this type of protection was not required.  

I explained that the next step was to arrest the perpetrator. I gave my contact number to the female and checked that she didn’t need any extra support.  Until the male was located PCSO’S were tasked with conducting a reassurance check.  The perpetrator was placed on a high priority suspect list and was subsequently arrested the next day.

On reflection, the incident was handled well.  The victim was identified and safeguarded, a statement was obtained and support was offered.  A public protection notice was submitted however the victim referral was refused.  I think next time I would focus on explaining this referral better which would then enhance the level of protection for the victim. The perpetrator was eventually arrested and dealt with by the HUB, however, the female redacted her statement and the case result was NFA.  Therefore, next time it would be beneficial to search and arrest the same day to avoid a victimless case.  

Avoiding repeat victimisation is key and as discussed it is our job as first responders to spot all the signs and take positive action.   We must ensure that we are not cutting corners and ensuring every incident is dealt with correctly, asking the right questions and protecting the vulnerable.  Furthermore we must recognise the impact of Acer’s events and intervene before individuals accept abuse as a normal way of life. 

There are plenty of tools at our disposal.  We must analyse each case individually, from the controller taking the call and conducting a risk assessment, to us, as response officers, gathering all the information prior to attendance and during attendance.  We must ask open questions, establish who the victim is, and who the perpetrator is.  We must take positive action, whether arresting or separating the parties.  We must work together as one team, to support the vulnerable and aim to stop crime and prevent re-offences occurring. 
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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:  _ _J.D.GREEN _ _ _ _ _ _ _ _ _ _ _ _ _ (Learner – electronic signature accepted.) 
 
Date: _ 28/05/2020_ _ _ _ _ _ _ _ _ 


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:


Information is gathered in a number of ways.  As police officers we are dealing with information constantly, derived from a number of different sources.  This essay discusses the use of information and how it can be used to produce intelligence in the wider form of criminal activity, demonstrating through a range of sources.  The essay introduces the National intelligence model (NIM), discussing how it is used in policing before drawing on the criticisms of its usage and the need for other models to be used.  The essay continues to draw on criminal activities such as terrorism, trafficking and how the use of surveillance can be used to disrupt and reduce criminal activity, reflecting on how we can learn from this.  

Information is the foundations to policing.  The information can be original and generated by ourselves or it can be gathered from sources such as the public.  Without information we would not be able to police.  We need information to respond to public reports, progress an investigation, and essentially to police.

‘Intelligence is information that is analysed and converted into a product to support a particular customer’ (Hughbank & Githens, 2010, P31).  In this case the customer would be South Wales Police, the public, or any stakeholder involved in bringing criminals to justice.  It is essentially information that has taken on a special meaning.

Intelligence can help deter criminal activity before it occurs and allows police to be proactive in reducing crime and protecting people.  Police can effectively use intelligence to take action and address a problem.  Nowadays probably more than ever intelligence is needed due to the changes in the nature of crime, increased mobility of criminals through sources such as the internet and the protection of their human rights. 

‘Since the 1990s, many law enforcement agencies around the world have been using some form of intelligence- led policing (ILP) for crime prevention’ (Police chief magazine, 2020).  As Bullock cited in Carter & Fox (2019, P45) states that ILP ‘is a philosophy where intelligence and data are used to objectively identify crime threats and effectively address them’.  The way in which this intelligence is organised has become standardised amongst all police forces in the United Kingdom.  

The standardised framework, launched in 2000 by the National Criminal Intelligence Service ensures that the information is fully researched and developed before providing the intelligence to stakeholders who require it.  The model is ‘described as a model for policing, defines a process for setting priorities and a framework in which problem solving can be applied’ (Kirby & McPherson, 2004, P36).  The model ‘is a means of organising knowledge and information in such a way that the best possible decisions can be made about how to deploy resource’ (John & Maguire, 2003, P38).  

As with all models, decisions that are made can then be reflected on and inputted into the system to encourage learning.  


[image: ]
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One criticism of NIM is that it doesn’t solve the problem or suggest decision making strategies to act on the intelligence that has been submitted.  In essence, police use further models to act on the intelligence and utilise it in a way which is seen fit.  Therefore, once the problem has been identified and organised, further work needs to be conducted to act on the intelligence and ultimately prevent or stop the crime from occurring. 

For example, models such as Scanning, Analysis, Response and Assessment (SARA) or the Problem Analysis Triangle (PAT) can be analysed to evaluate the best approach to tackle the problem.  Furthermore, the model does not take into account the strength of the intelligence being submitted.  The intelligence maybe inaccurate and so a considerable amount of resources and time may be spent on developing intelligence which is of poor reliability.  In summary, this can have an impact on the actions going forward and consequently the ‘problem’ may not be resolved. 

Despite this, information and intelligence, and the use of the model has proved vital in bringing offenders to justice.  One example can be seen in the case of Shannon Matthews. 

The case demonstrates the importance of information and intelligence in disrupting criminal activity.  Information was published to the public with facts to the disappearance, which raised the awareness to help police with the investigation.  Furthermore the information in exchange for a reward allowed intelligence to be gathered from a call suggesting to ‘take a look at Michaels flat’ Hayley, M (Mirror Online, 2017) to which police responded to, which led to the discovery of the bodies.  

Consequently without this, Shannon Matthews may not have been found.  The model is used to gather and organise the intelligence however, as discussed previously the actions taken, and how the intelligence is used is not decided with this model, but perhaps by other models or strategies used to act on the intelligence provided. What we can learn from this is no matter how irrelevant the intelligence is we should follow the leads and act on the information provided. 

In essence, the idea of policing is to prevent a crime before it occurs. Furthermore, this can be achieved by effective policing of the roads or even being covert rather than visible to the human eye.  To explain this further we can use an example of hot spot criminal activity.  ‘Hot spot policing- crudely a tactic of placing cops on the dots’ (Barak & Henry, 2017, P832) has proven to reduce the risk of activity.  Examples of this maybe a patrol of a housing estate that has been recently targeted for burglaries. Police may show a presence at certain points in the area or at certain times to reduce the risk of criminal activity.  Some may argue that this is a reactive tactic however if criminals know that police are in the area, this tactic can help prevent further activity from occurring. 

Using the same example, intelligence suggests a white ford fiesta index ABC 123 has been seen in the area by a member of the public and officers spot the vehicle in the local area.  Officers may then choose to stop the vehicle and conduct a search / checks before any further activity occurs, or with the view of investigating previous burglaries and perhaps finding evidence to link to the crime.  These powers allow police officers to be proactive in policing and the Road Traffic Act gives police the power to stop any vehicle to check documents under section 163.  

By being proactive in roads policing and simply conducting checks on vehicles is good way of disrupting criminal activity, as a police officer may stumble on other offences by a simple routine stop.  For example, I stopped a vehicle due to erratic driving.  The intelligence suggested the three males involved had warning markers for drugs and supply.  On conducting a section 1 of PACE search, each person was found with drugs, cash and burner phones and subsequently arrested.  What I learned from this is a simply stop and intelligence can help deter criminal activity and keep these people off the streets.   Thus, if I hadn’t stopped the vehicle these people may have continued to deal drugs or even caused injury through their style of driving.  On reflection the result proved to be the right one. 

Having a good police based intelligence system will allow police to ‘more effectively and efficiently suppress crime, allocate police resources more appropriately and evaluate the effectiveness of crime control strategies’ (Ratcliffe, 2009 cited in Cheon et al.,  P978, 2019).  This can be seen in human trafficking where many people choose to do the work but more importantly many people are exploited into it, especially with children.  ‘In 2018 potential modern slavery and human trafficking victims were identified a 36% increase since 2017, up from 5,142’ (Jones, 2020, Moodle).  This number is increasing and demonstrates a high number of vulnerable people exposed to trafficking.  An effective system, such as NIM, allows police to allocate resources and investigate to ensure that we can stop human trafficking before it is too late.

This information is then managed using MOPI to ensure that this is shared across the forces.  This was introduced after the failings of the Ian Huntley case involving the disappearance of two young girls.  By managing intelligence correctly, storing in the right way, the validity of the information provided increases, and police have a greater chance of bringing people to justice.  If however the information isn’t managed correctly, there becomes a risk of information being exposed to the wrong people.  

Having said this, although MOPI allows the sharing of information across forces, police still need to ensure that any information accessed or shared is only used for a policing purpose.  Failing to do so could breach additional laws such as data protection.  Therefore it’s important that security measures are in place such as passwords to prevent any unlawful access.   

Furthermore, when using intelligence sources, it’s important that users are mindful of people’s rights, especially with article 8 of the human rights act.  This is equally as important with the relationship with police and the use of Covert Human Intelligence Sources (CHIS), where people submit intelligence secretly in exchange for some form of reward.  This is covered using the Regulation of Investigatory Powers Act (RIPA) 2000 which details the rules on how we can manage this and work lawfully. 

These sources are vital when it comes to tackling terrorism and so it is important that these regulations are followed so police can continue to obtain vital information.  Hughbank & Githens (2010, P32) discuss the use of intelligence in terrorism and although different forms of intelligence won’t stop terrorism, it can be a crucial step in preventing one.  Both academics identify intelligence in two key categories:

1. Strategic Intelligence - Long term planning / prediction of terrorist attacks 
2. Tactical Intelligence -   Human submission, witnessed

Furthermore, the use of a CHIS would help identify ‘tactical intelligence’ and ensure that the information is managed using NIM, allowing managers to plan and potentially stop the attack before lives are lost.  Without the use of a CHIS, this information may not be available and so rather than be proactive and work as crime preventers, we would simply be reactors and responding to incidents.  

Consequently, trust must be established between the CHIS and the police.  If trust is broken then there is a risk that the CHIS may become a victim of serious organised crime groups (SOCG), especially if the information they provide leads to the capture of serious offenders such as terrorists.   In essence, any powers and policies that are in place must be understood and followed so that police safely protect all parties involved.  Home Office (2014, P52) states that authorising officers must ensure compliance with data protection and any relevant codes of practice when managing a CHIS.

In summary, this code of practice, pursuant to Section 71(4) of the Regulations of Investigatory Powers Act 2000, allow any intelligence obtained to be acted upon.  Police may choose to use surveillance, or perhaps with terrorism, covert surveillance, where a person identified from the CHIS is closely monitored or followed secretly.  ‘The use of covert surveillance is tightly controlled by the Regulation of Investigatory Powers Act 2000’ (Bryant & Bryant, 2019, P516) due to the human rights act and so again, any action taken must be decided with caution.  

A terrorist could then be monitored which may lead to other sources such as a leader or an act in progress, just like the discovery of Osama Bin Laden.  By acting covertly increases the chances of offenders being captured during criminal activity.  A CHIS is also considered part of covert surveillance as they are less likely to be discovered however, as said before, if a CHIS is exposed then their lives could be at risk.  A CHIS is likely to have been used with the Bin Laden discovery however, the media suggested the location was given away by ‘phone connection’ (Daily News Online, 2019).  Consequently other sources suggest an associate was followed and monitored covertly which led to the discovery and capture.  Despite these theories, what is evident is without intelligence led policing, Bin Laden may still be alive.   

Further to covert surveillance, there are other technologies which can equally be used to deter criminal activity.  ‘Automatic Number Plate Recognition (ANPR) system is a technology solution that takes photographs of vehicles and by extracting the number plate from the whole image it segments the characters present on the number plate and then by using the template matching scheme, it translates the licence number of pixel value into numerical or string’ (Kaur, 2014, P43).  It is essentially ‘an intelligent system which has the capability to recognise the character on vehicle number plate’ (Gunawan et. al, 2017, P1973).

‘At present around 11,000 ANPR cameras nationally, submit around 50 million ANPR read records to national ANPR systems daily’ (NPCC, 2020) and in the UK alone has ‘led to over 11 billion detections of illegal vehicles using motorways and other large roads’ (Rogers & Scally, 2018, P102) in 2016.  They can produce quality images even under hazardous conditions, and can be used to monitor offenders, track there locations, ‘disrupt criminality at local, force, regional and national level, including tackling travelling criminals, organised crime groups and terrorists’ (NPCC, 2020) and perhaps build intelligence.  ANPR is a source of intelligence, similarly as discussed earlier, the information obtained can be used by police to create an action plan and proactively seek to deter criminal activity.

Despite the benefits of ANPR, more and more criminals are finding ways to avoid detection.  Criminals have been known to transfer number plates, especially with stolen vehicles.  This would not be detected by the system as the system will compare the number plate to the DVLA system data.  On the other hand, the system can capture the driver as well as the vehicle and so this may help identify individuals and put a face to the criminal activity that is taking place, by linking up with the Police National Computer. 

There is a contrast of public opinion with the use of ANPR and the debate about whether or not it is legal.  ‘The police claim that ANPR is legal by virtue of Section 163 of the Road Traffic Act 1988’ (No CCTV, 2013, P6).  Furthermore, it can be argued that this is an invasion of people’s private life and contrary of the human rights.  Ethically, some may agree that capturing photographs of people in vehicles without their consent maybe morally wrong however, without this police may not be able to deter criminal activity.  Therefore, ANPR, CCTV, has a mass range of benefits as long as it is used for legitimate purposes and not abused by the users.  

Thus, if ANPR is used for this reason only then perhaps more systems should be introduced in more areas.  Some theorists highlight a concern that having ANPR may stop crime in those areas but it causes the problem to move to other areas that do not have the technology (Rogers & Scally, 2018, P103).  It can be debated that if criminals are aware of ANPR they simply avoid those areas and take different routes or move to different locations.  In essence, ANPR is then perhaps only a target hardening tool in the area that it is present, as well as other forms of security such as CCTV and alarm systems.  To take this further, if ANPR was available everywhere then perhaps crime would reduce significantly.  In reality, this isn’t practical due to costs and can be widely debated.

Having said all this, what is clear, is from a policing point of view we need these systems to satisfy public demand.  In practice, we can monitor offenders through information and intelligence and use a range of technologies such as ANPR and CCTV to find these people and bring justice to victims of crime.  As police officers we should respect the policies and procedures in place and ensure that we use any forms of information, intelligence, or systems ethically, for a policing purpose.  We must capture details from all people we lease with and learn from information that is presented to us.  

[bookmark: _GoBack]The essay has discussed a number of different tools at our disposal and we must utilise what we have available, such as ANPR, NIM.  We must submit intelligence and work as a team, analysis the intelligence using models such as SARA to add value to this information.  We must share with different departments and work as one team.  By doing so we can help protect victims of crime, keep the public safe and disrupt any future criminal activity. 

Word Count 2773 / 2750












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.  
 
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 
 
 
 Manage cases / workload, offences and understand which investigations require time and development
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


8
	Low 
1-4 


4
	Med 
5-7 
	High 
8-10 
	 


I need to manage my workload better, ask open questions early in response to a report and gather enough information to understand which investigations require more time and research and which do not

	SKILLS 


Assess the existing evidence, undertake further investigation where required and reach a conclusion
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 


7
	High 
8-10 



	Low 
1-4 


4
	Med 
5-7 
	High 
8-10 
	 


Utilise questioning techniques such as TED questioning and communicate with Sgt to establish an outcome to an investigation within a reasonable time frame

	EXPERIENCE 




Deal with more cases to help grow experience and reach an investigation outcome quicker
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 



7
	High 
8-10 




	Low 
1-4 
	Med 
5-7 



5
	High 
8-10 
	 




Knowledge is power and practice makes perfect.  Gather regular cases, ask open questions to establish an outcome
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