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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:

TEAM COHESION

A fully functioning and efficient team is vitally important to the role of police officers as it provides a positive work environment and a well organised workforce. It is essential that officers are self-aware and self-managing, and that they are able to take responsibility for their actions in order for them to communicate effectively as a team. This essay will set to outline the importance of both teamwork and leadership in a policing context and evaluate various theories on what makes teams flourish in the policing work-sphere. This essay will also provide an insight into inter-personal relationships and how these can be managed on shift to avoid conflict and enhance both personal and team performance. 

Policing has training dramatically in recent years, in almost all areas of the force. One section that gets overlooked but is the subject of dramatic change is recruitment.  The Winsor Report that was published over the period of 2011 and 2012 made a specific recommendation that a ‘Direct Entry’ (DE) scheme be introduced for the rank of Superintendent as well as a ‘Fast Track’ scheme allowing the most talented individuals to reach the rank of Inspector within three years of joining (Winsor, 2012). Although these new ideas were good in theory Rowe’s 2006 findings concluded that serving police officers felt that some current leadership was poor because some leaders had never experienced front line duties. 

I will now explore the dynamics of team cohesion, and the models that help breakdown this process. To start, the Merriam-Webster dictionary defines cohesion as ‘The act or state of sticking together tightly’ (Merriam-Webster, “Cohesion”), this is expanded upon in the Oxford Learner’s Dictionary which defines something ‘cohesive’ as ‘forming a united whole.’ This is an important distinction as a well functioning and cohesive team will be united in their goals. The team must have a competent leader at its head, the leader figure is just as much a member of the team as it someone who must oversee and advise the team. An effective leader will be committed to maintaining professionalism as well as upholding their own individual moral and ethical standards. The leader understands the team dynamic and values the staff based on their strengths and weaknesses. It is therefore important that the leader is able to communicate on a one to one basis with team members in order to discuss their progress and motivate them going forward. The leaders biggest challenge comes when conflict arises within the team and I will now explore Tuckman’s, Stages of Team Development as it ties in well to the pursue of team cohesion as well as understanding where team conflict may arise. Bruce Tuckman was a Psychological Researcher who in the 1960’s came up with theory known as ‘Tuckman’s stages of group development’. Tuckman’s model is divided into five categories, ‘Forming’, ‘Storming’, ‘Norming’, ‘Performing’ and ‘Adjourning’ (Tuckman, 1977). These occur in the order I have laid out, I will now go into more detail on the headings.

1. Forming
This initial stage is when the members are unknown to each other, they are viewed by each other as strangers. It is in these first stages that the ‘ground-rules’ are set out as the team slowly starts to establish a common goal. In this stage the leader must ensure proper guidance and be willing to provide answers in relation to the team’s philosophy going forward. At these early stages the leadership style must be much more hands on and direct, until the team can in many ways moderate themselves.

2. Storming
The team at this stage are still vastly aware of their own individuality, however the team are more open in communicating their feelings. Due to the fact that the team are still thinking like individuals at this stage there can be a resistance to the more outspoken and extroverted members and some hostility towards them. Confidence is gained in this stage and it is with this confidence that team members show much more of their interpersonal skills and personality. The leader’s role in this stage is to continue to bring the team together. The leader may receive pushback from team members but must remain focused on the goals of the team and direct them back to that when the conflict arises.

3. Norming
During this stage the team members realise the importance of teamwork in reaching their goals and that by accepting their difference in viewpoints they can still pull together to attain. During the ‘Norming’ phase team motivation begins to increase and so does team effectiveness. This is because the roles of each individual are clearly displayed and understood. At this point the leader is able to take a step back and allow the team to ‘police’ themselves in some sense.

4. Performing
In this stage the team performance improves drastically, and they start to engage and trust one another. The team can make decisions for themselves and the leader can start to delegate tasks.

5. Adjourning
This is a self-reflective stage and the team make plans to adapt in the future in order to progress once again. The team is ‘disassembled’ at this stage and the group will be looking to recover from the loss. The future looks uncertain and because of this motivation can decline. 


Having reflected on the stages of Tuckman’s model I realise that it revealed itself in my initial training period. During this first few weeks and months we relied heavily on the trainers to direct us. The leader/trainer will be responsible for the collective objectives that are set out. The leader/trainer will receive a lot of questions relating to the direction in which the team must be headed. This shows explicating the ‘Forming’ Stage of Tuckman’s model. The ‘Storming’ stage became apparent when the team has relaxed and personalities start to emerge, some team members may clash and may be looking to prove a point early in the training environment. Team ideas and perspectives get challenged and the team grows as a result. During initial training this appeared to show itself by the trainer receiving push back and more direct questioning from the more extroverted personalities within the group. As time moves, I saw my team become more comfortable in their roles, and this was motivating. The team became more independent and effective at solving problems thus entering the ‘Norming’ stage of Tuckman’s model. Around this stage the group began to socialise outside of work and engage in fun activities, another factor of the ‘Norming’ stage. During the ‘Performing’ stage we all pulled together and realised our shared goal of passing the PEQF programme, we would help each other with revision and challenge one another on various legislation. The last stage, ‘Adjourning’ came as we all passed through the course and completed the initial training phase. The team were all aware that now we would be joining the PDU unit and have a different ‘team’ and supervisor. We would now have a different goal and Tuckman’s model would restart.

Another model widely used for maximising team cohesion is the Lencioni Model alternatively referred to as ‘The Five Dysfunctions of a Team’. Lencioni’s five behaviours are Trust, Conflict, Commitment, Accountability and Results (Lencioni, 2002) with each behaviour building on the last characteristic. The first behaviour is ‘Trust’ and this plays a vital role in the team environment. Trust is at the foundation of the pyramid as without it it becomes hard to build any form of cohesiveness. With trust you can build vital relationships and without it you struggle to build any rapport whatsoever. The next stage on the pyramid is Conflict. This may seem counter-productive however as long as the base of trust has been established this allows for the conflict to be ‘constructive’ and provides vital feedback to team members. Commitment is the third stage of the pyramid and this relates to team members being clear and purposeful in their actions. Lencioni is clear to point out that commitment shouldn’t be a compromise. Every member must know why a certain direction has been given and should support that idea. Following up the pyramid the next step is Accountability, this is a difficult stage for the team to get to grips with. This stage demands that the team are cohesive and happy in their ability and role within the team. It requires team members to hold each other accountable for their actions. This may be difficult for some members to do and as a result can be overseen by the supervisor. Finally, at the peak of the pyramid is the ‘Results’ stage. This final stage gives a frame of reference on the progress of the team and whether the previous stages have yielding any benefit. Team members will start to feel rewarded as they achieve what they have set out to accomplish.





INTER-PERSONAL CONFLICT AND STRATEGIES 



There will also be inter-personal conflict in teams due to the nature of the difference between human beings. In the police however, there may be different ranks and roles in that team, some may be supervisor’s and some may be more specialist in their role. The team themselves must work together to overcome the differences. It is impossible for them to work together unless they all want to make it work. Supervisors may direct the team on the right path and may adapt the micro-teams within the team to better suit the atmosphere. If this does not happen the team remains in Tuckman’s ‘Storming’ phase.

The conflict within the team must be acknowledged and spoken about freely. This must be communicated well for everyone in the team to understand. The problem must then be defined, and a solution sought that can be agreed upon. In short that is the CUDSA model, which consists of the headings Confront, Understand, Define, Seek, Agree. The CUDSA model begins with a point of conflict that requires a solution. The conflict must be ‘confronted’, this confrontation is not necessarily one of aggression or hostility, it is one of awareness – in order for the conflict to be acknowledged. The conflict is broken down and processed within the team, with each person making their point of view clear, this stage is the ‘understanding’ section of the model. Next the problem is defined, it is examined and confirmed with the individual. The website, codeofgoodpractice.com displays the following example for the ‘Define’ stage, ‘I understand that you feel (x) and that you have an issue with (y) and that the reason behind this is (z). Is this correct? My position is (w[footnoteRef:1])’ (Volunteer Ireland). This example perfectly highlights the way in which the team must act professionally in addressing the differences in viewpoint, the dialogue is purposeful and aims to reach an understanding as opposed to being childish and defensive. The fourth stage of the model is, “Seek” and this is simply about the team striving to gain an appropriate solution to the conflict. The solution needs to be one which is able to give every team member the feeling that their point of view has been considered and that the outcome reflects this. The ‘Agree’ stage is a direct follow on of the ‘Seek’ stage as the group agree upon the most appropriate solution. The team now has clarity of role and purpose and can move forward without conflict. [1: ] 


With the CUDSA model in mind I would now like to look at a more complex conflict management model, namely The Thomas Kilmann Model (TKM). This model is set up to help individuals assess their course of action and to manage any conflict that could arise. The model was established in the 1970s by Kenneth Thomas and Ralph Kilmann, they both believed that every individual has their own approach to dealing with conflict. The model is set between the parameters of ‘Assertiveness’ and ‘Cooperativeness’ and inside these parameters are the Five Major Conflict Management Styles (Edwards, 2012). The first management style I will look at is the ‘Collaborating’ style. This comes at the highly ‘Cooperative’ and ‘Assertive’ end of the model. This style is perfect for finding suitable team solutions, the ‘collaborator’ will work well with others and isn’t afraid to avoid tasks. The next style to mention is the ‘Competing Style’, this individual is often high in ‘Assertiveness’ but uncooperative. They are more concerned with their own problems and individuals of this conflict style are poor at building and maintaining relationships. The style may be suitable for competing against companies in a business setting but within the police force when teamwork and interpersonal relationships are vital this is not the optimal style. Another style which is less desirable when forming good personal relationships is the ‘Avoiding Style’. This individual is both unassertive and uncooperative, however this can sometimes to necessary in the workplace, it may not be a proportionate response to call out a colleague about a certain bad habit or issue, as this may cause further conflict amongst the team. The fourth style to look at is the ‘Accommodating Style’, this person is self-less and is very agreeable towards his teammates. The ‘accommodator’ is happy to satisfy the needs of others. Walden University’s article on the TKM states that ‘while it may seem generous, it could take advantage of the weak and cause resentment’ (Benoliel, 2017). The final management style of the Thomas Kilmann Model is the ‘Compromising Style’, and this method is right in the centre of the spectrum between ‘Assertiveness’ and ‘Cooperativeness’. This conflict style is as the name suggests; it seeks a compromise for both parties, thus satisfying both parties. The only disadvantage is that the solution is often quickly processed, and the conflict fails to be examined deeper.I believe that these two models are imperative to tackling conflict within a policing environment, CUDSA is a more holistic model whereas TKM can be used to assess our individual characteristics. 


An effective team and a happy team will be far more productive and relaxed in their job role and that is needed especially in the policing world. Although the rank structure lends itself to a more disciplined environment, the team must also pull together toward the same goal and ‘police’ themselves. Every officer must also uphold the police Code of Ethics and the Standards of Professional Behaviour. If an officer falls short of these standards, they risk disciplinary action. The ten Standards of Professional Behaviour as outlined in the police Code of Ethics are as follows:

1. Honesty and Integrity 
2. Authority, respect and courtesy 
3. Equality and diversity
4. Use of force
5. Order and instructions
6. Duties and Responsibilities 
7. Confidentiality 
8. Fitness for Work 
9. Conduct
10. Challenging and reporting improper behaviour (College of Policing, 2019)

As we can see there are several standards that benefit greatly from strong interpersonal relationships. The second standard of ‘Authority, respect and courtesy’ extends not just to members of the public but to colleagues also. Standard number nine, ‘Conduct’ refers to the fact that officers must always act professionally  both on and off duty. This is mentioned because in some of the earlier models discussed in this essay that refer to team cohesion there are some stages that encourage the team to undertake extracurricular activities, especially the ‘Norming’ stage of Tuckman’s model.

Another important consideration around a police officer’s duty is the oath of allegation to the crown. Every officer must recite this oath and continue to uphold it throughout their career. The oath mentions several integral characteristics such as ‘fairness, integrity, diligence and impartiality, upholding fundamental human rights and according equal respect to all persons’(Police Federation of England and Wales, p.3)  and this again refers to colleagues and members of the public alike. Aside from disciplinary action officers who fail to meet the standard of behaviour and who fail to uphold the oath of allegation may end up losing their job as a result. 

This essay has sought to highlight the ways in which team cohesion can be analysed and improved by reflecting on various models. I have discussed Tuckman’s model in the light of my initial training period exploring a real-world example. I have also explored models relating to conflict management which is an inevitability within a team environment. Lastly, I have considered what it means to be a police officer and how legislative and organisational contexts reinforce the importance of team cohesion and respect among colleagues and members of the public.
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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:

During my brief time as a response officer I have been involved in several incidents of ASB in the area. I have also had the opportunity to work an attachment alongside the Neighbourhood team where I gained a specific insight into the various disposals associated with Anti-Social Behaviour that I was not familiar with on response. After my attachment I picked up a diary car appointment (a scheduled appointment with a member of the public) pertaining to a continuation of ASB from a young child in the area. The child had been involved in previous ASB towards the residents of the same address that were reporting this incident. Due to the child’s age I was initially unsure whether a voluntary attendance would be suitable. Age is a ‘Protected Characteristic’ in law and is covered by the Equality Act, therefore due to the child’s age this placed him in the vulnerable category and I was aware that a criminal outcome may not be proportionate or suitable on this occasion.  I remembered that on my Neighbourhood attachment that a young child had been disposed of by way of a Early Intervention Clinic (EIC) – this is usually the child’s first form of police contact, they usually meet with a Neighbourhood Sergeant and a member of Social Services and are spoken to about their behaviour and about how it is effecting the community. They are then briefed on the future consequences of their actions. In relation to this incident the child had been repeatedly targeting his old family address where new residents were now staying. At the time of my diary car appointment there had been a handful of incidents involving the child and this family, that had never been looked at by the police, either because there had been inconclusive evidence or because there was no formal complaint being made. The incidents involved the child allegedly throwing stones at the windows or tipping bins over. Due to the fact that the child had had no previous police contact I believed that the EIC would be a perfect way to deal with the situation without criminalising the child. 

The National Police Chief’s Council (NPCC) have even outlined a ‘National Vulnerability Action Plan’ containing the following seven points:

1. Early Intervention and Prevention
2. Protecting, supporting, safeguarding and managing risk
3. Information, Intelligence, data collection and management info.
4. Effective investigation and outcomes
5. Leadership
6. Learning and development
7. Communications

In relation to the EIC that I arranged for my subject this wouldn’t necessarily come of the above action plan covering the ‘Early Intervention’ side of things. This stage is where the initial spark of interest arises and approaches are considered in order to reduce this type of behaviour in the future. The second stage involves collating data and police and partner agencies liaising in order to develop a more thorough understanding of the situation. Thirdly the information and intelligence that has been processed and collated is used to start processing an appropriate and effective response to the needs of the individual or situation. The fourth stage is where the EIC fits in well. The title of this fourth stage is self-explanatory, ‘Effective Investigations and Outcomes’ – officers and partner agencies respond to the situation with an appropriate and effective response yielding a proportionate outcome. In my case the child was brought in and spoken to by the Neighbourhood Serjeant and a member of Social Services, the outcome wasn’t criminal yet it was the child’s first real police contact and at the time of writing he has not offended since, prior to the EIC he was a repeat offender toward the same victim. This disposal is proportionate and allows the child to face responsibility for his ages without receiving a criminal record. It is very easy to escalate the response if he was to persist with his offended yet a lot harder if the outcome was to criminalise him first and then decide to deescalate. The fifth stage of the model is entitled ‘Leadership’ however the scope is broad and the term is there to cover all officers. It is stressed at this stage that all officers are leaders and are able to use their professional judgement as a way of providing appropriate support. Once these decisions have been made stage six a developmental stage where officers and staff are required to learn from the decisions made and to continue to learn and improve their problem solving approaches. The final stage of the action plan is entitled ‘Communications’ and is there to stress the importance of discussion between internal and external agencies and the importance of actioning appropriate intelligence. It reminds staff and officers of their role when dealing with vulnerable individuals whether they be witnesses, subject or victims.

It is extremely important that some police contact is had during the child’s initial years of offending. Research has suggested that children who engage in criminal behaviour before the age of 14 are more likely to have a long criminal career and to potentially commit more violent crime. This goes hand in hand with drug abuse and being associated with gangs. ‘County Lines’ is something that has become a high priority for U.K police forces and this criminal operation is always out to target young and vulnerable people, luring them in with the image and money that the fleeting lifestyle promotes. There have also been a lot of new studies published on ‘Adverse Childhood Experiences (ACES) in recent years, and they can be defined as the following, ‘Adverse Childhood Experiences’ (ACEs) are stressful events occurring in childhood including
· domestic violence
· parental abandonment through separation or divorce
· a parent with a mental health condition
· being the victim of abuse (physical, sexual and/or emotional)
· being the victim of neglect (physical and emotional)
· a member of the household being in prison
· growing up in a household in which there are adults experiencing alcohol and drug use problems. (Police Scotland)
ACE’s have tried to comprehend how certain children experiences can predict a child’s future, Public Health Wales have published statistics that say the following, ‘adults who experienced 4 or more ACEs when compared to those with no ACEs, were: 

· 15 times more likely to have committed violence against another person; 
· 14 times more likely to have been a victim of violence; 
· 16 times more likely to have taken crack cocaine or heroin over the past 12 months; 
· 5 times more likely to have low mental well-being; 
· 3 times more likely to have attended Accident and Emergency units; and 
· 3 times more likely to have stayed overnight in hospital. (Police Scotland)

These figures quite clearly display the impact that the home life has on a child’s development and how an accumulation of ACE’s can predict a detrimental future for them. It is important, therefore that if children like the individual mentioned above are not in some way held responsible for their actions they may not perceive what is wrong, the behaviour that they display could be learnt behaviour from parents or guardians. 

It is not just the police who are able to intervene and develop prevention methods, Social Services also play an extremely vital role in maintaining contact with the child subjects. It is however, an officers responsibility to submit a Public Protection Notification (PPN) when attending any sort of incident with a child present. The PPN serves as a vital piece of information to Social Services. As mentioned above in the NPCC National Vulnerability Action Plan the communication between external agencies is vitally important. The PPN gives officers a direct link to Social Services and the type of PPN can be broken down into the following categories, ‘Child Concern, Vulnerable Adult, and Domestic Abuse Stalking Harassment risk assessments. 

Using the Gibbs reflective Cycle I will now reflect on the use of the EIC and whether I thought it worked well or otherwise. The model has six stages, ‘Description’, ‘Feelings’, ‘Evaluation’, ‘Analysis’, ‘Conclusion’ and ‘Action plan’ (Gibbs, 1988). I have already outlined the experience however I believe that the decision I made was proportionate and suitable for the situation. I felt like I had provided a good alternative to police action and was happy that the child was able to have police contact without becoming criminalised. My own Evaluation was that this was the correct outcome for this individual, but I can understand how several more prolific or unsupported children may not learn from an experience like this. I can also appreciate that another victim may be less tolerant and believe that police action is more suitable so there may be some pushback in that regard, however on this occasion it worked well and both victim and subject were satisfied. In the final analysis I was satisfied that this was the correct disposal on this occasion as the boy has not reoffended since the EIC has taken place. In conclusion this was good to carry out as it was the first EIC I had ever arranged, it was a useful tool to have and the partner agency approach was encouraging to see. If I was to devise an Action Plan for going forward, I would suggest considering other disposals, as it would never play out as smoothly once again. I must consider the disposal of Community Resolution, whereby I may have to impose conditions on the subject, I should also research the child’s background and give more consideration to the type of issue the child is causing before thinking of an appropriate disposal. As well as the advantage of not criminalising the child I can see how victims of the EIC may feel that a slap on the wrist isn’t justice for the torment that individual may have caused in their neighbourhood. 

As outlined age is a definite vulnerability and we as officers must be considerate when seeking an outcome or dealing with young offenders in general. This incident opened my eyes to new ways of disposals that are much more appropriate and effective for the situation. If we as police officers can understand these causes of childhood offending, we can address the causes of crime and by doing so deal with fewer victims, fewer offences and less demand. 
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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:  _ _ _ H.POWELL_ _ _ _ _ _ _ _ _ _ _ _ (Learner – electronic signature accepted.) 
 
Date: _ 28/04/2021_ _ _ _ _ _ _ 


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:



Intelligence and Information is the backbone of proactive policing across all forces. It allows Police forces to gather specific intelligence on a targeted subject and build a wide information base that can be acted on lawfully using warrants and other means. This essay will look to explain the intelligence model and how intelligence gets sanitised. I will then look to explain how this intelligence is vital in disrupting the most serious of criminal organisations and criminal activity. It will be important to cover the use of ANPR (Automatic Number Plate Recognition) when exploring this topic as the higher impact crime is extremely mobile and roads policing is of great importance to stopping these criminal endeavours. In recent times we have already seen the effect that ‘County Lines’ has had on policing in the U.K and how criminals are beginning to use the roads more and more in attempts to expand their criminal enterprises. Firstly, we must establish the difference between Intelligence and Information, Intelligence can be defined as ‘information that has been subject to a defined evaluation and risk assessment process in order to assist police decision making regarding crime‘ (West Yorkshire Police) it is also sanitised and tested. Information is the backbone of intelligence; information is all around us, but intelligence is more specific and useful information for a specific policing purpose.

The model for filtering Information and Intelligence is called quite simply, The National Intelligence Model (NIM), this model contains the components, ‘Tasking and Coordinating Process’ at its centre and is surrounded by various aspects of intelligence and information. The Tasking and Coordinating Process is divided into a series of three levels, they are the following:

Level 1 – (local BCU level) in relation to local crime capable of being managed by local resources (which may include the most serious crime) and anti-social behaviour.
Level 2 – (force and regional) in relation to force, inter-force, and regional criminal activity, usually requiring additional resources; and 
Level 3 – (national) in relation to the most serious and organised crime. (Bryant, p. 536)

As the intelligence and information is received it is reviewed with these three levels in mind, for example, tackling alcohol related crime in a particular force area could be managed at a Level 1 level, as it is related to local crime. At Level 2 this would be something linked to a forcewide approach, for example, gang related car thefts or break ins. A level 2 response could be appropriate operational planning and targeted operations. Level 3 would involve national agencies like the National Crime Agency (NCA) and would deal with Organised and Serious crime such as the running of ‘County Lines.’

There are several ways in which Intelligence is entered into the Force’s systems, for example, an officer may see or hear something of note and decide that an intelligence submission would be required due to the nature of the information, or this information could come from a CHIS (Covert Human Intelligence Source). The information is assessed by the officer on a ‘3 x 5 x 2’ basis each number donating the number of categories for each ‘quality’, the qualities being:

· Reliability of the source – Reliable, Untested, Not reliable 
· Reliability of the intelligence received – Known directly, Known indirectly but corroborated, Known indirectly, Not Known, Suspected to be false.
· Security level, ie, is sharing permitted or only with conditions.


The most common form of intelligence is ‘open source’ intelligence and this can come via members of the public. Whether it be neighbours who are constantly seeing or hearing things of note or business owners who are suspicious of clients and customers the general public are vigilant and will provide intelligence openly when then believe it to be of use. Criminals are all around us and a lot of the time bring disruption and chaos to communities, this in turn promotes residents reporting intelligence and information on that person in order to help see them brought to justice. Neighbours are able to tell the police the individual’s routine and can map out a lot of important intelligence. Another goldmine of ‘open source’ information is online. Many forums contain good information that can be used effectively.

As mentioned above a CHIS is another form of source that the police regularly use, Blackstone’s defines a CHIS as the following, ‘someone who cultivates another person to obtain information, or who provides access to information, or who discloses information’. The CHIS will have a handler who is a police officer or detective who supervises them, they will liaise with them and advise them on what information may be useful or required. The use of CHIS is authorised under Section 26(8) of RIPA. (Bryant, p.526) CHIS nominals are not used for petty crime but for more advanced and serious crime. The intelligence that is gathered is reviewed and then Disseminated across the force. This intelligence will be sanitised in order to protect the identity of the source.

With these forms of intelligence in mind we can evaluate how useful these strategies are when attempting to police the more serious and organised criminality in our society. The Level one stage of the NIM becomes increasing more valuable to police forces when tackling major crime. The fact that criminality is very mobile and capable of travelling large distances to facilitate their criminal enterprises means that local policing has never been more important. Intelligence from members of the public disclosing new people in the area or a pattern of behaviour involving individuals or vehicles helps to feed back into the broader scale of intelligence. These nuggets of information are essential in building a picture of organised crime and where it could be looking to target next.

An overlooked part of intelligence and information sharing is the safeguarding aspect. The individuals involved in ‘County Lines’ often target the vulnerable, most commonly young children/adolescents and those with learning difficulties or mental health conditions. It is vital that if an officer comes across a child or vulnerable adult who may be at risk of exploitation in any way, they input appropriate safeguarding in the form of a PPN (Public Protection Notification Report). These reports document the Circumstances of the incident, the Risk posed to the subject, the Strengths of the Subject, the Voice of the subject and finally the Officer’s Observations. These reports are then shared with partner agencies such as Social Services and Women’s Aid. These Multi-Agency approaches are an integral part of an officer’s responsibilities. Social Services may then be able to disrupt the contact with the child’s exploiters. Dr Ben Brewster is a Research Fellow in Modern Slavery Perpetration at Nottingham University and during the Covid-19 pandemic wrote an article for Rights Lab entitled, Hiding in plain sight: County Lines during Covid-19 in which he highlights the importance of face to face contact that the police have with children at risk of exploitation. Brewster writes that ‘Child protection services, the police, courts and other frontline services have also been disrupted by Covid-19. Where once professionals relied upon frequent face-to-face engagement to risk assess young people government restrictions have limited such interactions to phone calls, text messages and doorstep meetings’ (Brewster, 2020). This reinforces the point that the police officer may be the only individual able to input the appropriate intelligence or information. The National Crime Agency published a document entitled ‘County Lines Drug Supply, Vulnerability and Harm 2018’ which set out various findings relating to the growing County Lines enterprise such as the type of drugs being trafficked and the scale of the operations; it did however look at the vulnerabilities and harm to those involved. Section 17 of the report confirmed that the county lines business model’s are indeed seeking out children and vulnerable adults to deliver drugs as this distances those at the top of the chain from the supply transaction (NCA, 2018, pg. 2). Section 18 of the findings disclosed that individuals in the age bracket between 15 and 17 years of age are exploited because ‘they provide the level of criminal capability required by the offending model, but remain easier to control, exploit and reward than adults.’ (NCA, 2018, pg. 3) These findings confirm that the growth in serious and organised crime revolves around the recruitment of young people, officers must utilize the appropriate information sharing platforms so that agencies such as Social Services can themselves help to disrupt the growth of County Lines. 


The Use of ANPR

As discussed above this essay will also look to investigate the effectiveness of ANPR cameras on criminal activity and the benefits and consequences that this can have on organised crime. The function of an ANPR (Automatic Number Plate Recognition) camera is very self-explanatory in the sense that as a moving vehicle passes through its sight the number plate is picked up and checked on various systems. This is very useful as it can alert police to certain vehicles that they are looking for especially if there are looking to locate a potential Organised Crime member travelling across the country. The data of each car that passes the camera is stored and can be reviewed retrospectively, for example a car may pass the camera at a time when there is no police interest in it, however the police may return to that footage if it is able to assist them in a future enquiry. ANPR cameras are not always full of benefits, for example in bad weather conditions they can sometimes give inaccurate readings resulting in the loss of a vehicle that may have been under some sort of surveillance at the time. There are also national guidelines when it comes to the installation of these devices the website of the NPCC states that:

‘In addition to being mounted within police vehicles, ANPR cameras within police forces are used at fixed locations where they will help to detect, deter and disrupt criminality. In line with national policy, we do not disclose details of our fixed locations as this information is likely to be of benefit to offenders and if known could reduce the value of ANPR to policing.
National guidelines state that, if a police force proposes to install additional ANPR cameras, an assessment must be conducted that demonstrates a clear need, taking account of the following factors:
· national security and counter terrorism;
· serious, organised and major crime;
· local crime;
· community confidence and reassurance, and crime prevention and reduction.’ (NPCC, 2021)
A Data Protection request must also be made by that force.
The cameras come in a variety a systems, the most common being ‘Static’ ANPR cameras. These are viewed at a fixed position and their main purpose is to detect vehicle registrations. Moveable ANPR cameras also operate and are used for the same purpose as the static cameras, the only obvious difference being that they are usually in a temporary location and are often moved. ‘Multi-Lane’ cameras are next in the Home Office’s, National ANPR Standards for Policing and Law Enforcement; and these are able to read vehicle registrations for vehicles travelling in multiple lanes of a highway using a single camera (2020, p.18). There are also ‘CCTV Integrated ANPR’ cameras which double up as both CCTV cameras and ANPR cameras. The final system is the ‘Mobile ANPR’ System which can include vehicle-mounted cameras. All the systems mentioned must perform to a certain standard of competency and the Home Office lays out this standard as the following: ‘For vehicles travelling towards the camera, systems must capture 98% of all VRM that are visible to the human eye and accurately read 95% of captured VRM. For vehicles travelling away from the camera, the system must capture 90% of all VRM that are visible to the human eye and accurately read 95% of captured VRM’ (2020, p. 19) We can clearly see that the technology is held to a high standard and is only allowed exemptions in severe weather, the cameras are a valued tool and the importance is reflected in the standard of technology that is required to perform its task. 
The very nature of the ANPR cameras rely heavily on the intelligence that police forces receive. The ANPR cameras look for vehicles of note and can only be recognised if the information and intelligence has been processed correctly. The cameras can read approximately 3,600 vehicles per hour and can process the information within two seconds of the reading (Kirby, 2007, p. 36). The fact that the ANPR cameras are spread nationwide allows forces to track the movements of individuals under surveillance, pin point vehicles that are being used to commit crime and to formulate plans in order to disrupt the flow of major crime networks. This national approach to fighting crime places these cameras in the Level three stages of the National Intelligence Model aimed at fighting serious and organised criminality. 
To conclude it is evident how important various sources are to the police in gathering intelligence and information against serious and organised crime groups. Members of the public play a vital role in the reporting of information as well as the knowledge of an individual’s habits and daily routines. CHIS handlers are then also vital in this set up as they are directed by their handler to ascertain certain specific information. With the increase in county lines roads policing is becoming very important in deterring criminals. We have also reviewed how ANPR cameras can assist with this. The police can disrupt criminals with very minor offences, for example a car with no insurance may show up on the ANPR cameras and the car would be seized, suddenly the criminal is unable to travel to improve his criminal enterprise. This all links together very neatly in the big police puzzle.
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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 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 


	High 
8-10 

X
	Low 
1-4 
	Med 
5-7 

X
	High 
8-10 
	 I am still young in service but I believe that may working knowledge has improved dramatically since becoming independent on shift. I believe that I am progressing well and have attended a variety of calls in my short time on response. To improve I will continue to consult Blackstone’s and ask more experienced colleagues for help and guidance, I am not afraid to ask questions and will continue to do so in my pursuit of becoming a more well rounded officer 

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

x
	High 
8-10 
	Low 
1-4 
	Med 
5-7 

x
	High 
8-10 
	 My skills have once again improved and continue to improve. I will be mindful going forward of further course and developmental opportunities so that I can experience a more variety of calls which should in turn help me in my role of a police officer.

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

x
	High 
8-10 
	Low 
1-4 
	Med 
5-7 

x
	High 
8-10 
	 Simply given the length of service I would say that my experience is still very minimal, however working in Torfaen is very busy and I believe that I have been to much more of a variety of jobs that other areas
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