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Task 1

Organisations are developed systems, goal oriented with an established bedrock of rules where roles and responsibilities are assigned (Kenton, 2021).  Cole (2019) explains that culture is innate, a social structure coordinated through a shared belief system. Wellbeing has been described as a feeling, something personal to oneself (Jones, 2017), it is not merely the external presentation of health, it is also the internal complexities that cannot be seen (Better Health Channel, n.d.).  Where reliance is the ability to recover or battle influences that effect welling (Harms, Brady, Wood and Silard, 2018). This essay will give a personal account of factors effecting my welling, my ability to be resilient but also arguing the challenges of joining a formed group, an established culture, set prior to my integration to it. 

Organisational culture is a “term used to describe the values, objectives, mission and expectations” it develops over time (Virtual College, 2021). A theory supported by Chartered Management Institute (2015) stating that this is established from “shared values, beliefs and assumptions”. Organisational culture within policing is described as “police culture” (Writer, 2020) or “canteen culture” (Waddington, 1999). Brough, Chataway, and Biggs, (2016) suggest police organisational culture consists of five leading cultural characteristics: the police family, control, us versus them, masculinity, and subcultural differences. It could be interpreted that the findings of this research describe negative and positive cultures within policing; however, Brough, Chataway, and Biggs (2016) suggest the notion of ‘police family’ is a leading cultural characteristic. An idea supported by UKEssays (2018a), proposing police culture as a family offering emotional support and protection, suggesting as a new officer I have a family of officers that can offer emotional support.
Marsh (2021) explains that the College of Policing shape the standards by which all officers must hold themselves, including the code of ethics; moreover, new officers can promote cultural change that “fit the challenges and expectations of Britain today”. This could suggest that personal wellbeing is the responsibility of the individual police officer and that new officers can deliver cultural change. Deetz, Tracy and Simpson (2000) portray cultural change as either extrinsic or intrinsic, where a culture can be both a liability or an asset and cultural change takes effect in the long term.  This could suggest that cultural change is difficult, and that the policing organisation focusing on internal influences trying to change culture at the embryonic phase of a police officer’s career.  However, Tuckman (1965) explains that there are four stages of group development: forming, storming, norming and preforming and since I have achieved independent patrol status, I have joined a formed group. A formed group has defined roles and responsibilities, with an established leader, storming is described as the challenging period whereby conflict and power struggles can emerge. Tuckman (1965) further explains that the storming phase is overcome by the norming stage where the team come together ending the conflict and clarify team aims and goals before working together to optimise progress. Finally, Tuckman (1965) describes the final stage of preforming when the team are preforming efficiently with little guidance. This could suggest that policing culture is established through the norming stage and that police cultural characteristics has already been set. It could further suggest that I joined a performing group as they had already transitioned the forming, storming and norming stages. Therefore, as a new officer espousing organisation cultural changes, I could find it difficult to have an effective intrinsic cultural influence. Marsh (2021) infers the public expect a certain standard of service from the police and that the public will not accept the notion of protection by police culture and that new police recruits will be expected to challenge police culture and bring about a cultural change within policing. Janis (1972) infers that groupthink is a psychological phenomenon that can occur when a group of people set aside personal decision making, replacing this with group decisions that can result in unchallenged and poor decision making due to group pressures. These theories could support the challenging prospect of joining an established group where a new member to a group may accept cultural norms.  This could be as a result of believing the group culture is correct or by trying to fit in. Pichère, Cadiat and Probert (2015) refer to Maslow’s hierarchy of needs as a pyramid consisting of five levels that are based on an individual’s personal needs: physiological, security, love and belonging, esteem and self-actualisation.  Security is described as: “personal safety and employment” (Pichère, Cadiat and Probert, 2015). Therefore, it is suggested as new independent patrol officer, joining an established group could be challenging and cultural norms may be difficult to contest whilst trying to be an effective member and maintain the standards expected.
Marsh (2021) suggests police officers have a difficult job, the extensive hours and demand of an officer increase the challenges faced in the role. Moreover, Birch et al. (2017) suggest that the wellbeing of officers is at risk when attending an incident of a distressing nature. Since gaining independent patrol status and joining my shift, I have benefited from the knowledge and strong work ethos that exist within my team; however, I have faced personal challenges that have added strain. I have also attended incidents that have made me question my ability to perform as a Police Constable and if I have the strength to continue. As a mother, I find certain elements of my job difficult such as a recent incident involving an unresponsive baby, which resulted in the baby not surviving. This pushed me to my personal limits and forced me to step back and consider how to move forward, not only in the job but also in my personal life as each time I closed my eyes, I could see the tragedy I had witnessed. I struggled to sleep, cried if I saw a baby and whilst on duty suffered anxiety of attending calls concerning children. My first process was accepting a Trauma Risk Management (TRiM) meeting offered by my force. Strongmind Resilience (n.d) explains TRiM as an ongoing risk assessment carried out by one’s peers in order to ascertain any required action around referrals. However, when I asked for help by accepting a TRiM referral, none of the TRiM trained officers in my force responded and I felt I had to deal with issues around that incident myself. Despite feeling this way and the lack of TRiM engagement, my colleagues helped me through the challenges I faced. This suggests that the notion of police family is not completely negative and there are elements of this that are helpful and constructive. 
Brepoels, Smit, and Slagmolen (2016) suggest that resilience has no definite ending, it is an ongoing process. Additionally, Mind (2017) define resilience as “capacity to adapt in the face of challenging circumstances, whilst maintaining a stable mental wellbeing”. (Cobo‐Rendón et al., 2020) infer that wellbeing can improve student performance whilst Birch et al. (2017) suggest that attending a traumatic incident can have a negative impact on one’s personal wellbeing. Furthermore, Mind (2017) suggest resilience can be manageable if action is taken to ensure that a healthy personal wellbeing is maintained. To maintain my personal wellbeing and build resilience I have reached out to my colleagues and benefitted from the knowledge and personal coping strategies they have developed over their careers. This suggests that I am not alone and that there are ways of moving on from incidents that I find particularly challenging.

In summary, organisational culture evolves with time (Virtual College, 2021) and has shared beliefs (Chartered Management Institute, 2015). Brough, Chataway, and Biggs, (2016) suggest negative and positive aspects of police culture where a sense of a police family outweighs the negatives. I have explained the challenges of group dynamics, where Tuckman’s (1965) model places me in an established group, where groupthink presents dangers (Janis, 1972). My wellbeing has been tested, despite formalised processes failing to help me, my police family, with the culture of supporting one another, has aided my ability to function and rebound.  However, there is a risk that this culture of relying on each other to cope instead of trying to change a failing TRiM process could set a cultural precedent that I may pass to new police officers.
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Task 2 

The moment of decision is a navigated journey, made with information analysed and selected from a myriad of options (Eilon, 1969). Taylor (2021) suggests that whilst not the best course of action, to not make a decision is a decision within itself. However, the College of Policing (2022) argue that Police Officers are duty bound to make decisions and must do so whilst at risk. Brown, S.G. and Daus, C.S. (2015) regard training as paramount to arm police officers with the ability to make decisions; particularly, dynamic risk making decision. This essay will describe a developing risk-based situation where historic information could have comprised my ability to conduct a fair assessment where both the victim and I were in potential danger and the strategy I used to control the situation through good decision making.  Additionally, a potential language barrier between the suspect and myself could have led to escalation of risk if poor judgement was used. An unethical approach to culture or language is believed to have potential negative consequences that could undermine a hazardous position (Eadie, 2009).

I recently responded to a domestic emergency whereby the victim reported her ex-partner (further referred to as the offender), had attended the address and kicked the door through in order to gain access to the property before damaging various items, assaulting her and leaving the property in possession of a large kitchen knife. Additionally, the victim also reported that the door was heavily damaged and was unable to be secured. This suggested that if the offender returned to the address before the police could attend, the victim could be at further risk. I immediately began to consider the National Decision Making Model (NDM) to ascertain what action to take whilst considering the potential risks. The NDM is a cyclical model built of five stages that holds the Code of Ethics at the centre of its structure (College of Policing, 2013). The NDM assists the user in arriving at a balanced decision when dealing with a particular matter (Lax, 2014). Furthermore, it can allow the constant assessment of potential and new risk factors and allow the user to reconsider or adapt any action required (College of Policing, 2013).  
On route to the incident, I considered first stage of the NDM: Gather Information and Intelligence (College of Policing, 2013). I asked the force control room to conduct person and address checks through our local systems called NICHE prior to my arrival. I supplemented this with the further checks on the Police National Computer (PNC) database to inform me of any additional risks. I received information that the offender had markers as a domestic violence aggressor, assault to police, self-harm, weapons and drugs. I was also informed that the offender had recently been released from prison for previously assaulting the victim. This intelligence suggested that both the victim and I could be at risk if he returned whilst I was in attendance. At this point, I was able move to the second stage of the NDM: Assess the Threat and Risk (College of Policing, 2013).  I was aware that the offender had left the property and made the assessment that the risk was not immediately high; however, I asked the control room if there were any officers armed with tasers available to assist with an area search.
On attendance, the victim further reported that the offender had strangled and threaten to kill her; additionally, he had self-harmed, leaving blood splatter in the hallway and left with the knife in his possession. The victim added that the offender had taken crack cocaine and was able to give a description of him; including, that the offender was Russian and could not speak English fluently. The victim also stated that she had CCTV footage of the incident. I passed the relevant information over the radio to inform the officers conducting the area search. I then entered the next stage of the NDM: Consider Powers and Policy (College of Policing, 2013). With the information the victim had disclosed, I felt the correct course of action was to arrest him for criminal damage, threats to kill and common assault. However, I now had concerns for the welfare of the offender and the level of self-inflicted injuries he had received. I was also concerned that the offender may hurt himself further if he was not located soon. 
Colleagues conducted an area search and as the door was heavily damaged, I made the decision to stay with the victim in order to safeguard her should the offender return to the address. As I was in the property, I could see various things that concerned me. I had concerns for the victim, as she appeared to be a hoarder. Mind (2022) depict hoarding as a mental health disorder whereby an individual may find it hard to dispose of items and that it can affect a person’s day-to-day life. The house was heavily built up of various items including animals, and it appeared dirty. It was difficult to move around and I had concerns the victim was struggling to manage. This suggested that the victim was struggling with mental health and was finding it difficult to manage within the home. Furthermore, I felt the victim needed additional support. 
As the victim has reported that she suspected the offender had left with a knife, I looked around the property for a discarded knife. As I searched the hallway leading to the front door, the offender returned to the property and now stood blocking the exit; this left me in a particularly vulnerable position. I returned to the second stage of the NDM and began to Assess the Threat and Risk (College of Policing, 2013) of the position I was in and I considered the impact factors between the offender and myself. College of Policing (2022) describe impact factors as factors that cause conflict situations to be of a greater risk. Owing to the fact the offender was blocking the exit, I was concerned that if I spoke on my radio to ask for further units, whether he understood English or not, it may cause him to panic and go into fight or flight mode. Cherry (2017) defines fight or flight mode as a “response triggered by the release of hormones that prepare your body to either stay and deal with a threat or to run away to safety”. In order to not alarm the offender by talking on the radio, I discreetly activated my emergency button and asked the offender if we could step outside into the daylight and talk. As the offender turned, I ran forwards and handcuffed him in order to safeguard the victim, the offender and myself before I arrested him. This enabled me to explain what was happening safely and assess his injuries; I could see multiple cuts as well as old scars. One of the wounds caused me concern as fatty tissue was exposed and looked as though it required stitches. The offender spoke English very well and was able to tell me that he had been self-harming for several years. Millard (2015) portrays self-harm as a mental health concern that can be displayed in various behaviours such as cutting or burning oneself in order to “regulate feelings of intolerable tension, sadness or emotional numbness”.  I transported the offender to hospital for treatment before taking him to custody where the Custody Sergeant granted detention. 
I later returned to the victims address to take a statement; however, I felt there were inconsistencies with what she was reporting. The victim had changed her account and refused to give me the CCTV footage she had earlier stated would show the offences taking place. I felt she was not being honest with me at this time and whilst I knew that the offender had been previously violent towards her, I was not sure it had happened at this occasion. The Custody Sergeant agreed and after being interviewed, the offender was granted no further action. 
At this stage I was able to enter the final stage of the NDM: Take Action and Review What Happened (College of Policing, 2013). I still had concerns for the issues I had identified for both the victim and the offender. I wanted to ensure safety measures and support networks were in place, so I considered a number of safeguarding options available to me. Home Office (2022) describe a Domestic Violence Protection Notice (DVPN) as a protection notice issued by the police. Furthermore, it will order the perpetrator to “leave the victim’s home” and be “heard by a Magistrates Court within 48 hours” (Home Office, 2022). Finally, the police will then apply for a Domestic Violence Protection Order (DVPO) where prohibitions can be extended for a period between 14- 28 days (Home Office, 2022). 
Grant (2022) describes a Public Protection Notice (PPN) as a way for officers who have concerns for vulnerable people to make referrals through local police systems. Furthermore, officers can make a risk assessment based on their concerns before sharing with partner agencies. 
SafeLives (2010) describe Multi-Agency Risk Assessment Conference (MARAC) as “a meeting where information is shared on the highest risk domestic abuse cases between representatives of local police, health, child protection, housing practitioners, Independent Domestic Violence Advisors (IDVAs), probation and other specialists from the statutory and voluntary sectors”. Furthermore, during the meetings, a plan will be designed for all appropriate actions of support.
I submitted a PPN in order to offer them both support around issues such as the hoarding and self-harm; in addition, I applied for a DVPN in order to safeguard the victim. Finally, I submitted a referral to MARAC to ensure the victim was offered help through partner agencies. Upon reflection, I felt I the overall outcome for this incident was appropriate and that the decisions I made around the process, were proportionate and justified. 

To summarise, I have described a domestic incident where the offender had precedence for violence and the risk was escalated due to the report of a knife. The NDM provides a staged approach to risk (College of Policing, 2013) where the evolving picture required dynamic risk assessments. I could not substantiate the language barrier; hence, the decision to request for help utilising the emergency button and handcuffing the offender to control the situation and lower risk factors that were present. Tangible factors: hoarding (Mind, 2022) and self-harm (Millard, 2015) suggested links to mental health concerns for offender and victim. Whilst navigating through the NDM, I decided positive action was required for the benefit of the victim and offender, not only immediate medical attention for the offender but also longer-term support through via a PPN. I also elected to apply for a DPVN to provide the victim with the security that the offender was legally obliged to leave the property.  My decision process was balanced whilst dynamic due to the immediate threat, history, language and mental issues where I used formal process to support, control and resolve a high-risk situation.
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Task 3

[bookmark: _GoBack]“A team is any group of people organized to work together, both interdependently and cooperatively to accomplish a purpose or a goal” (The Balance Careers, n.d.).  Teamwork is required to succeed and achieve the goal or organisation’s objectives (Indeed Editorial Team, 2022). Team performance has been linked to cohesion (Piper, et al., 1993). Team dynamics have been described as unconscious (Optimist Minds, 2022) and can affect the performance of a team (Dawdy, McGuffin and Fegan, 2022). Conflict within a team restricts performance where theory of team dynamics is a core management function (Roche, Roche, Teague and Colvin, 2014). This essay will briefly describe four theories: Belbin (2022) roles within a team, Tuckman (1965) development of a team, Betari Box (Mind Tools, 2022) suggesting awareness of individuals mindset is important and Handy (1995) arguing understanding of team cultures can aid performance and cohesion. The theories are subsequently evaluated, compared and reflected within the police as a team and an example of failure to uphold professional standards within the team resulted in the resignation of the highest-ranking officer within the police.

The construct of a team has been described as a group of individuals set on the path with mutual recognition (UKEssays, 2018b) in order to achieve the same goal (Lumen, n.d). It can be broken down into four stages: dependency and inclusion, counter dependency and fighting, trust and structure and finally, work (UKEssays, 2018b). This is in accord with Tuckman’s (1965) theory of the formation of a team: forming, storming, norming and performing. However, not all teams cooperate or act as a team (Management Study Guide, n.d.). This suggests that the formation of a team, or possibly with addition of new members, there is a period of six prior to focus on the objective or potentially have a counter effect.
The dynamics of a team is influenced by the construct at the personal level, where specific roles attribute success or failure depending on the makeup of personalities and abilities (Eubanks, et al., 2016). The emotional state of a team member can affect the dynamics of the group in positive and negative ways, a team member can be a “mood conductor” or “bad apple”.  They can be infectious, motivating the team and keeping morale high or drive dissent and disintegrate team cohesion (Barsade, 2002). The dynamics of a team are unconscious, they are personality driven, again having positive of negative connotations (Myers, 2013) influenced by “behavioural and emotional forces” (UKEssays, 2018c). Therefore, it could be argued that the dynamics of a group is transient based on personalities at the subconscious level, the removal or addition of a team member, their personality and/or agenda can influence the team in either direction.
Cohesion of a team has been argued as the most important factor for a team to achieve the common goal (Salas, E. et al., 2015). Fetinger (1950) explains that there are forces at work to bind a cohesive team, a functioning successful team warrants members to remain and particate, and outsiders anxious to join, where the opposite could drive the cohesive team apart. The Corporate Finance Institute (n.d.) link the strength of team cohesion to its team members and the relationships they build and develop. Furthermore, a sense of belonging bonds a cohesive team and constructive criticism between members builds the cohesiveness and should be encouraged; however, being able to differentiate between low level disputes and value adding debate is paramount to avoid dismembering cohesiveness. This theory is aligned within police culture, a sense of esprit de corps with shared experiences binding the team together (UkEssays, 2018d). Much like team dynamics, this suggests that cohesion of a team is personality driven and the cohesiveness can be strengthened or diminished based on individual traits. 
Bowden (2022) states that Dame Cressida Dick, the Metropolitan Police Commissioner, resigned form her position as the lead and first woman to sit as the head of the largest police force in the United Kingdom due to pressure from the Mayor of London. Bowden (2022) further claims that this was as a result of a number of high-profile failings under her leadership, namely: the murder of Sarah Everard by a serving officer as well as "disgraceful" misogyny, discrimination and sex harassment among some Met PCs. This suggests that the Mayor of London held Dame Cressida Dick accountable for the failings of the team she leads, and it could suggest that there is a sense of team dynamics that either engenders this type of behaviour or there is lack of cohesiveness to change what could be the cultural norm. 
Imperial College London (n.d,) point to the theory of Meredith Belbin that, the cohesiveness and dynamics of a team can only be effective if key roles are fulfilled. Belbin (2022a) suggests that it is not simply a theory but a tool that can be effective for a team to function. Belbin (2022c) identified that the roles of a team can be broken down in to nine roles of: “Resource Investigator, Team worker and Co-ordinator (the social roles); Plant, Monitor Evaluator and Specialist (the Thinking roles), and Shaper, Implementer and Completer Finisher (the Action or Task roles)”. Eubanks, D.L. et al. (2016) tend to Belbin’s theory, arguing that high functioning teams consist of: “Project Coordinator, Implementer and Completer-Finisher” Belbin (2022b) suggested a team can develop if his theory is utilised to recognise “behavioural strengths and weaknesses in the workplace” with a mix of roles within a team and avoiding a team with the same traits. Belbin (2010) does suggest that it is beneficial to have the gifted figurehead at the lead of an organisation but for a large organisation, they can be used as the scapegoat for a failing team or specific team failures.  This suggests that the police could benefit, and teams could develop from understanding where individuals fit within the nine roles not only at the PC level but at the middle and upper managerial levels too. However, it could be argued that this would be impractical due to staff resource and disruption to police staff to re structure teams in the short term.  Moreover, this theory may be best suited in the formation of a team, understanding which roles people fall in, building the team from that perspective. 
Conflict exists where individuals focus on personal gain when in a situation with apposing objectives (Donohue et al., 1992). It predates history, success of a team is dependent on the ability to manage conflict (Jeong, 2008). Sam (2013) suggest conflict is a part of life. Police officers are trained to avoid physical conflict, instead resorting to “non-physical aspects of conflict management” (College of Policing, 2022) Therefore, it suggests conflict is a human reaction to a situation where police are trained in conflict resolution which could be transferable to team conflict. Interpersonal conflict consists of two or more members (Raypole, 2020), linked to six sources: “Lack of role clarification, poor processes, communication problems, lack of performance standards, lack of resources and unreasonable time constraints” (Psychology Answers, 2022). Conflict within a team can occur if the team feel aggrieved by the organisation’s objective and methods to achieve the goal (Indeed Editorial Team, 2021).  It could be contended that that the team dynamics within the police could be affected and forced into conflict if the police are faced with complying with legislation that is not in accord with the certain members of the public or individual officers’ personal belief. Mind Tools (2022) describe a theory known as Betari Box, arguing that the frame of mind effects conflict and the performance of the team.  A negative state of mind perpetuates discord amongst a team, conversely a positive frame of mind builds rapport and motivation. Nelson (1995) suggests that leadership is key to team performance, balancing the organisations objectives, managing conflict, developing team and individual. Therefore, it is proposed to counter conflict within the police, leadership is required to understand the objectives of the organisation, motivating and developing the team.  However, it is suggested that knowledge of a theory adds benefit if it is put to practice. Tuckman’s (1965) fourth stage of functioning team: performing, also requires continued team development and team building for a team to reach peak performance. It is suggested whilst team building is a recognised strategy for developing teams and individuals; theoretically to understand the nature of conflict and how to resolve it but also the physical aspects of building rapport is at the expense of the organisation via the resource of time and finance.  As the police are publicly funded organisation (Home Office, 2022), the ability to facilitate such endeavours could be difficult to achieve, resulting in dynamic team building whilst on duty where team conflicts are resolved internally at a personal or managerial level. Handy (1995) proposed a theory of recognising cultures within a team and metaphorically linked them to Greek Gods: Zeus – the power culture, Apollo – the bureaucratic culture, Athena – the task culture and Dionysus – the existential culture. Handy (1995) suggested that is it the organisational culture that affects the dynamics of a team. However, whilst it is argued that an academic understanding of where an organisation sits in terms of culture, as a strategy, it does not offer a great deal unless the organisation knows the type of dynamic is wishes to develop.  Therefore, it is suggested that for a team to perform an understanding of organisational culture is required to develop team cohesion and performance. Within the police, it could be argued that to be in a leadership or managerial role where team performance or cohesion can be developed, an academic appreciation of team dynamics allied with empowerment to engage in team and individual development is required.  

To conclude, a team of individuals (UKEssays, 2018b) is influenced through a staged process of development (UKEssays, 2018b; Tuckman, 1965) and the dynamics of the team is attributed to individual personalities (Eubanks, et al., 2016).  Cohesion of a team is paramount to success (Salas, et al., 2015) that is at risk if a team member is considered a “bad apple” (Barsade, 2002).  Belbin (2022a) developed a theory that assigns roles based on personalities that can aid cohesion within a team. However, conflict within a team can be a result of contradictory objectives: individual versus organisation (Donohue et al., 1992; Indeed Editorial Team, 2021). Mind Tools (2002) present the theory: Betari Box as a method of understanding the mind set of an individual to prevent conflict. Moreover, Handy (1995) theorised that an understanding of team cultures and how they function can aid cohesion and enhance performance. Failure to comply with professional standards of the Police, as a team or actions of an individual, can be linked to leadership and team dynamics which resulted in the resignation of the head of the Met Police force.
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Task 4

“Information and intelligence is now clearly recognized to be crucial in preventing and combating transnational crime” (Cocq, 2017). Serious and Organised Crime targets the most vulnerable members of society that has far reaching effects locally as well as nationally or internationally (Local Government Association, 2015). The Crown Prosecution (n.d.) state that under section 45(9) of the Serious Crime Act 2015, members of Organised Crime Groups can be imprisoned for a maximum of 5 years, a fine or both.  This essay explains some methods, including the stages of the Intelligence Report, amongst other strategies, that are employed to gather information and intelligence to prevent and prosecute criminal activity and suggest where failure to utilise intelligence can lead to failure to disrupt and protect. RoSPA (2004) suggest that the responsibility of law enforcement on the roads is the duty of the police. This essay will further explain how Automatic Number Plate Recognition (ANPR) technology is key to gaining intelligence but also the benefit of it during live criminal activity.

Children’s Commissioner (2019) explains that children in the United Kingdom are at risk of recruitment by Organised Crime Gangs (OCG). Furthermore, gang members will “prey on vulnerable children and to exploit their weaknesses” (Children’s Commissioner, 2019) whilst HM Government (2016) claim that children who are “known to social care or youth offending teams are at risk of being exploited and used by gangs”. Pyrooz, et al. (2016) state: “crime and delinquency are more likely to occur in the company of peers”. Frisby-Osman and Wood (2020) infer that youths that are involved with criminal activity connected to organised crime gangs are potentially inclined to do so due to experiencing mental health issues such as “anxiety and depression, conduct problems, and emotional maladjustment”. This suggests that active gang members themselves could been seen as vulnerable as well as the victims of crimes involving OCG offences. 
Crown Prosecution Service (n.d.) describe OCG as a co-ordinated and as a criminal group, motivated by financial gain whilst not recognising “national borders nor national interests”. Crown Prosecution Service (n.d.) further suggest that OCG can be responsible for offences such as “firearms trafficking, human trafficking (including modern slavery) and child sexual exploitation”. Additionally, HM Government (2016) acknowledged the role of gangs for their involvement in criminal activity such as exploiting the vulnerable and the trafficking and sale drugs (county lines).
Karn (2013) explains intelligence provided community engagement is vital to police to assist in combating criminal activity and OCG. Furthermore, Karn (2013) implies that information and intelligence led policing enables resources to be allocated to the most at risk areas and people whilst it helps to identify “hotspots of criminal activity”. 
Sparrow (1993) deduces that information is a crucial part of modern day policing, as it is influential in shaping how issues are outlined and development is assessed. The National Crime Agency (n.d.) define intelligence as: “information that has been analysed to assess its relevance and reliability”. Furthermore, National Crime Agency (n.d) and Sparrow (2013) both suggest information is crucial with intelligence at the core of all policing activity as it allows police to consider the most serious threats whilst prioritising positive action to tackle serious organised crime. College of Policing (2022) explain that intelligence is formed when information is collected and taken through a process to understand the value and importance. Additionally, College of Policing (2022) describe the process, known as the Intelligence Report, as an evaluation and assessment of its origin whilst ensuring the source remains anonymous. 
College of Policing (2022) outline the Intelligence Report in three stages. The first stage of the report considers the reliability of the source, classifying the source into three different categories: “reliable, untested and not reliable”. The second stage assesses “reliability of the information based on how it became known to the source and from other available intelligence”. During this stage, the source is categorised into one of five categories: “known directly to the source, known indirectly to the source but corroborated, known indirectly to the source, not known and suspected to be false”. Lastly, the final stage considers the risk around sharing or not sharing the information and to whether or not there should be conditions when doing so (College of Policing, 2022). This suggests the process of grading the source will be beneficial in aiding police to understand the risks to the source and to gain a better understanding of the necessity to respond to the intelligence received.  
The Home Secretary at the time of the Manchester Terror Attack declared it a “barbaric attack” on “some of the most vulnerable in our society” (Rudd, 2017). The succeeding Home Secretary announced a public enquiry in to the 2017 Manchester Arena terror attack that resulted in the deaths of 22 people in order to help provide answers for loved ones of the victims (Patel, 2019). The enquiry found that police received intelligence for one of the persons responsible for the attack: Salman Ramadan Abedi, that was not properly investigated and no referrals were made to the police counter terrorist investigation team (De Simone, 2022). Furthermore, a former senior detective accepted police failed to fully investigate 1300 text messages on a mobile phone belonging to another convicted terrorist, Abdalraouf Abdallah, these messages were sent by Abedi who was one of the terrorists responsible for the Manchester Attack (De Simone, 2022). This suggests that intelligence plays a huge part in protecting society and the country from all aspects of criminal activity. Moreover, it could also be suggested that if the initial intelligence received on Abedi had been thoroughly investigated, the Manchester attack may have been prevented. 
In addition to the Intelligence Report, information can also be gathered from other resources such as Covert Human Intelligence Sources (CHIS) and Automatic Number Plate Recognition (APNR) System (College of Policing, 2022). Tudor (2021) explains that CHIS as an individual who engages in authorised criminal activity for the benefit of gaining information and intelligence for policing purposes. Furthermore, Tudor (2021) suggest that a CHIS can be a “police officer, an individual holding a position in a public authority who is acting undercover, or a member of the public recruited by a public authority”. Home Office and Atkins (2018) explain that OCG move Class A drugs from “urban cities to market towns, coastal areas and rural locations”. HM Government (2020) suggest that criminals us the road networks to facilitate criminal activity such as county lines drug trafficking. This suggests that to make an impact to those responsible for OCG criminal activity, it would be beneficial to pay particular attention on road networks, preventing drugs arriving in communities and the exploitation of vulnerable people. National Police Chief's Council (2022) explain Automatic Number Plate Recognition (ANPR) as technology used by police forces across the United Kingdom to “detect, deter and disrupt criminality at a local, regional and national level, including Organised Crime Groups, people traffickers, serious sexual offenders and terrorists”.  Furthermore, National Police Chief's Council (2022) suggest that ANPR assists police forces in identifying those that are using the road network for criminal gain at the same time ensuring that those who use the roads for a legitimate reason can do so safely and without their privacy breached. Police.UK (2022) explains ANPR technology will read a vehicle registration plate as it passes an ANPR camera, the information is processed and should the vehicle or person registered to the vehicle be identified as connected to any potential offences, police will be informed. This allows police to stop the vehicle, speak with occupants and conduct any arrests if required to do so. Furthermore, Police.UK (2022) report that data collected on all vehicles detected by ANPR is stored and access to such information is only accessible with the correct authority and within 90 days from the original date collected. However, for any investigations involving a serious offence, the information will be available one year (Police.UK). Crown Prosecution Service (2020) explain how ANPR was used to help prosecute eighteen OCG members who were responsible for running a £2 million county lines drug operation which operated from North Wales and Merseyside and as far as Anglesey, Cornwall and Scotland (Crown Prosecution Service, 2020). Furthermore, using ANPR and mobile phone data a case was made which showed the full range of the criminal organisation that resulted in the offenders being sentenced to a total of 147 years imprisonment (Crown Prosecution Service, 2020). This suggests that without the use of ANPR, it may not have been possible to understand the scale of the operation leaving areas the gang committed the drug offences in to remain vulnerable.

OCG prey on and exploit the vulnerable (Children’s commissioner, 2019; HM Government, 2016) they are coordinated, financially motivated and operate without border restrictions (Crown Prosecution Service, n.d.). Community engagement is a key intelligence source (Karn, 2013; Sparrow, 1993). However, intelligence needs to be both relevant and reliable (National Crime Agency, n.d.) and information can identify criminal hotspots (Karn, 2013). College of Policing (2022) detail a process known as the Intelligence Report that breaks intelligence into stages in order to understand and exploit to the information to disrupt criminal activity. Information and intelligence can be gained through multiple sources such as CHIS or ANPR (College of Policing, 2022). Failure to utilise intelligence can have cataphoric consequences as evidenced through the Manchester attacks (De Simone, 2022). However, well exploited information can have positive outcomes. ANPR utilises technology and real time intelligence gathering to identify criminals linked to OCG (National Police Chief's Council, 2022). ANPR is a proven means to support live information supported by intelligence to locate, arrest and used as evidence to prosecute criminals operating within OCG.
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Task 5
 
	
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 


	KNOWLEDGE 
 
 
 
1. The role and responsibility of a SOLO officer. 
 
 
 
 
 
 
 

 2. Giving evidence in court as a police officer. 
 




3. Building case files for CPS. 



4. DVPN/DVP0 process including Superintendents authorisation and court process. 
	Low 
1-4


	Med 
5-7 
	High 
8-10


   8








 

10







 10




 10
	Low 
1-4


   3








 
 
3 







   4


	Med 
5-7


























 5 
	High 
8-10 
	



Familiarise myself with the expectations of victims of sexual offences. Additionally, research and prepare for the requirements of a SOLO officer within the force whilst ensuring that my personal well-being is maintained.  

Understand the role of an officer in court whilst developing resilience to anxieties that I have developed as a result or personal experiences.  


Developing techniques and coping strategies for the personal challenges caused by dyslexia.  

Build confidence during application process through to court whilst gaining knowledge from peers. 

	SKILLS 
 
 
 
 1. The development of suspect interviewing.  
 
 
 
 
 
 
 

2. Decision making risk assessment in dynamic situations to prepare for the responsibility and role of a taser officer.


3. Standard driving course including blue light emergency training that will cover road safety.


4. Gain more confidence with Road Traffic Act 1988 including issuing a Traffic Offence Report.  


	Low 
1-4 
	Med 
5-7


  



	High 
8-10 


  10









 10







 10






 8
	Low 
1-4 
	Med 
5-7 


  6









 5







 7






 4
	High 
8-10 
	



Continue with research around strategies of interview techniques. In addition, when assisting a colleague, consider stronger points of the interview to develop my own technique. 


Continual development around risk assessment and dynamic incidents whilst familiarising myself with the policies as a taser officer.




Prepare for driving course by utilising information available through Road Craft books. 



Familiarise myself with the process of a Traffic Offence Report process and consider a detachment to Roads Policing department within the force. 

	EXPERIENCE 
 
 
 
1. Understanding the variances of outcomes to an incident. Consider alternative options to arrest such as community resolutions and the benefits to victims and offender. 



2. Gain an understanding around bail application and extensions. 



3. Operations with Roads Policing Department. 



4. Public Protection Unit (PPU).




	Low 
1-4 
	Med 
5-7 



	High 
8-10 


  8











  10






 8





 9
	Low 
1-4 














  4






 4





 
	Med 
5-7 


 5
























 6
	High 
8-10 
	



Practice the process of community resolution and gain understanding of the needs of victims of crime. 








Gain knowledge through peers and research. Familiarise myself with the process in an effort to gain confidence. 


Consider operations with Roads Poling Department to gain a wider knowledge of vehicle and driving offences.  

Detachment with PPU in order to enhanced perspective on protection of the vulnerable within communities. 
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