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Essay one: “Inclusion is increasingly recognised as essential to support and achieve diversity improvement” (Durham University, 2020). Examine the role of organisational culture in creating an inclusive and diverse workforce within policing. 
Answer:
This essay is going to examine the organisational culture in policing, more specifically within South Wales Police and how the workforce is inclusive and diverse, whilst referring to the definition of inclusion as defined by Durham University.
Organisational culture is the values and assumptions that are believed throughout a workforce, influencing their behaviours and performance (Kerr and Slocum, 2005, cited in Principles of Management, 2015). Therefore, it is evident that within workforces, it is believed that many people who work together and associate with each other, share the same beliefs due to there being an organisational culture. This is largely known in policing and is often reported on through media sources, to notify the public (Muir, 2022). 
South Wales Police’s Chief Constable, Jeremy Vaughan recently spoke at a National Black Police Association conference in Cardiff between the dates of 10 – 12th October 2023. Jeremy admitted that racism occurs within South Wales Police and that their response to conscious awareness, poor representation, disproportionate decisions and outcomes and the response to experiences of their own workforce proves South Wales Police has recognised the challenge and their problem (Vaughan, 2023). Jeremy Vaughan (2023) further stated that due to recognising these challenges and problems, the force has launched a strategic equality team and created a dedicated Equality, Diversion and Inclusion (EDI) team as ways to seek to influence and change South Wales Police’s organisational culture. Jeremy Vaughan and the Police and Crime Commissioner, Alun Michael created an action plan that would include listening and actively involving communities and networks in decisions that are mad regarding any policies and procedures and coordinate any actions taken with these members of the community (Vaughan, 2023). This proves that to improve the organisational culture around inclusion and diversity within South Wales Police, they have pledged to involve members of the EDI community within their decision making to ensure the inclusion that is introduced supports and achieves improvement within any diversity. 
To continue to show their commitment of diversity within the force, Vaughan (2023) has mentioned within his speech, that there is an award for equality, diversity and inclusion at their annual awards event, in memory of Derrick Hassan, who was South Wales Police’s first black police officer in 1972.
It is evident that the organisational culture within South Wales Police is significantly improving and adapting to change to include all cultures and prove that the organisation is becoming a lot more diverse and that it is a place for everyone to be a part of. This is shown by Sergeant Siobhan Aldridge from South Wales Police who informed colleagues and members of the public at a recent speech she spoke at, that previously South Wales Police did not issue any religious headwear or accessories to officers or members of staff within the force. Instead, people of certain religions that wished to wear such items, such as hijabs were required to purchase their own. However, most recently, Siobhan and other members of the force have worked together to implement a change in the uniform policy to ensure that if staff wished to wear a hijab, they were able to have one issued to them by the force instead of having to purchase their own. This is shown in Aldridge (2023) speech, “visibility is important – for colleagues and for those who might be considering joining the force, it shows that the job and the organisation is for everyone, helping to demonstrate that the force is taking time and effort to do something for members of the community who might wear a hijab…we want to be able to give colleagues the option of being issued a hijab if they choose to wear one.”
This demonstrates a clear improvement in how the force is adapting their ways and improving their own organisational culture around the workforce.
It is essential now to examine how the role of organisational culture in creating an inclusive and diverse workforce is within policing as a whole across the United Kingdom. The College of Policing has clearly identified a need for a change in the organisational culture within policing around diversity and inclusion, “we want to create an organisational culture where colleagues from diverse backgrounds respect and behave appropriately towards each other” (College of Policing, 2020). 
The College of Policing (no date) has also published what methods they are taking to create a more diverse and inclusive workforce within policing and improving its organisational culture. The ways within which they are attempting to do this is by creating a police race action plan, a NPCC toolkit that would help educate officers and members of staff within policing around diversity; they would take positive action around recruitment, to promote equality of opportunity during this stage of a person’s journey within policing. Other ways is by introducing flexible working, they allows police officers, staff and managers to work flexibly where possible to suit their needs. The College of Policing has also created guidance for forces across England and Wales to request workforce data about their officers and staff’s protected characteristics and personal information. They have also stated that forces are required to make adjustments to remove any obstacles for people with disabilities, religious requirements – such as a place to worship or clothing that is required to be worn. These steps would allow forces to be aware of what requirements are needed to allow their officers and staff to feel comfortable at work and evident that the organisational culture within policing is a positive one.
In conclusion, it is evident that through the College of Policing deciding to make changes to the organisational culture within policing around diversity and inclusion as well as other forces, such as South Wales Police that it is obvious that, “inclusion is increasingly recognised as essential to support and achieve diversity improvement” (Durham University, 2020). Changes have been made and are continuing to be made throughout forces across the United Kingdom in relation to creating a more diverse and accepting organisational culture to ensure every person feels equal and accepted in the workforce.
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Essay two: “Covert Human Intelligence Sources (CHIS) are crucial in preventing and safeguarding victims from many serious crimes” (Home Office, 2021). Critically evaluate the use of CHIS in the investigation of serious and organised crimes. Your answer must be based on academic research, but you may refer to relevant, recent examples.
Answer:
This essay is going to define Covert Human Intelligence Sources (CHIS) and what its use is in assisting police investigations and how it prevents such serious crimes from occurring and how these victims can be safeguarded through the use of CHIS. It will look at examples whereby the use of CHIS has successfully assisted investigations and helped to safeguard those victims.
Covert Human Intelligence Sources (CHIS) has been defined under the Regulation of Investigatory Powers Act 2000 as a person who begins a relationship with another person to facilitate covert tasks and to gather information or allow access to such information for the purpose of preventing crimes and safeguarding victims (Home Office, 2021). Within England and Wales, the CHIS would gather their information and intelligence and relay this to dedicated law enforcement officers, who would be held accountable for the safety of their CHIS (Nunan et al. 2022). CHIS operate from three different levels, depending on what information or intelligence they have received. These three levels that they operate out of would be local, regional, or national. Local would-be units such as basic command or force units; regional would-be counterterrorism units, whereas, national would be the National Crime Agency (Nunan et al. 2022).
An example of an organisations that have dedicated law enforcement officers to support CHIS staff are the MI5, a security service with the purpose of keeping the United Kingdom safe by preventing serious and organised crimes (MI5, no date, A). The MI5 state that they refer to their CHIS as ‘agents’ – they’re required to share information that they are already aware of or would be assigned a case officer who would then assist the agent on how they would be able to gather information that is needed to try to prevent any criminal acts such as terrorism or espionage (MI5, no date, B).
In September 2020, the Covery Human Intelligence Sources (Criminal Conduct) Bill was brought into parliament, allowing it to become a law in 2021. Prior to this time, it was only the MI5 who was able to authorise criminal conduct in the way within which the agents were able to engage in conduct that would amount to a criminal offence. However, since this law was passed, other public bodies are now able to possess these powers (Scott, 2022, p.1218)
Some people may argue that the use of CHIS is an intrusive method of identifying criminal behaviours within people, and should not be allowed (Chesterman, 2006). However, most recently the Home Office (2021B) demonstrated some examples whereby the use of CHIS has successfully assisted in police investigations and allowed criminals to be prosecuted for acts that they were committing, that would have been difficult to identify without the use of a CHIS. These examples given relate to offences such as murder, Child Sexual Exploitation (CSE), Organised Crime Groups (OCG), as well as offences under the Medicines and Healthcare Products Regulatory Agency (MHRA). An overwhelming example that was given was in 2018, where a man had communicated with, who he believed was a child – a 15-year-old boy but was actually a CHIS; an agent working undercover as a child to identify persons who communicate with children and commit offences in relation to this. Within this example, the man had shared indecent images with who he believed was a child and agreed to meet them. The man was later found guilty of attempting to meet a child under the age of 16 following sexual grooming, attempting to engage in sexual communication with a child under the age of 16, attempting to cause a child under 16 to watch a sexual act and the distribution and making of indecent images of children (Home Office, 2021B). This then required the CHIS agent to provide evidence in the trial at Court.
Looking specifically at the Metropolitan Police, between November 2018 – 2019, CHIS operations amounted to, “3500 arrests, recovery of over 100 firearms and 400 other weapons, seizure of over 400 kg of Class A drugs and over £2.5m cash” (Home Office, 2021B). This would not have been accomplished without the use of CHIS, showing its value within policing. 
CHIS agents do not necessarily need to be police officers. They can be volunteers who wish to assist in police investigations to bring offenders to justice and safeguard victims and help prevent serious and organised crime (Tudor, 2021). CHIS operatives would implement the National Intelligence Model in every bit of information that they encounter. This would enable them to take the next appropriate step, to inform the relevant authority that would achieve the best outcome for the potential victim, members of public and the person responsible (Moffett, et al. 2021). The National Intelligence Model allows individuals and forces to make the most effective decisions after gathering, evaluating and managing the information they receive (HMICFRS, 2023). This would clearly need to be an essential skill for CHIS operators to use, to ensure that information they obtain is dealt with efficiently and in the correct manner in order for victims to be safeguarded and offenders to be dealt with correctly. 
In conclusion, it is evident that, “CHIS are a ‘core part’ of security, intelligence and policing work…a key tactic in protecting national security and investigating serious crime” (Tudor, 2021R). Without the use of CHIS, there are many offenders that would not be identified due to some victims being too afraid to speak to a person about the acts they have become a victim of, or they are subjected to harm before any person has been made known of these acts. This would be shown in the example given by the Home Office (2021B) in relation to the offence of murder, whereby a female had got in contact with and recruited a person who she believed was a contract murderer to kill her husband. This man was in fact an undercover police operative, acting as a CHIS. This resulted in the husband being safeguarded to protect him from the woman and any other woman who may have subjected him to any harm. The woman was then arrested and sentenced to six years imprisonment. This proves that if the person she recruited was in fact a contract killer, the husband would have been significantly at risk of harm and potentially being killed. However, due to the interception of the CHIS, they were able to prevent this and safeguard the victim instead and make the female responsible for her actions.
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