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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

	Having achieved Independent Patrol Status, reflect on the impact of organisation culture within policing on your wellbeing and resilience (organisation change, retaining personal values in a wider organisational culture). 

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


1250 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

In this essay I am going to reflect on the impact of organisation culture within the police service on my wellbeing and resilience since achieving Independent Patrol Status. As part of this reflection I will be looking at change within the organisation; plus if and how I have retained my personal values within the wider organisational structure, whilst considering the risks of abandoning my values and conforming to the more common organisational culture. I will also illustrate my strategies for maintaining my wellbeing and resilience following it being tested by working this demanding job.
Whilst achieving Independent Patrol Status is something to be proud of and excited about, it also comes with its challenges. I was tutored within the Profession Development Unit (PDU) for 12 weeks with people that I had made good relationships with and then upon finishing my tutorship, and achieving Independent Patrol Status, I left the PDU and moved to my permanent station with a new team.

Some may find it exciting, but joining a new team isn’t usually an easy thing to do (Kelly Services, n.d). Through time working and even socialising with each other, teams acquire a culture and develop often unspoken ways to do things and entering into that environment without knowledge of those, can prove to be difficult (Kelly Services, n.d). Whilst being in the police for 9 months, through initial training and my time in the PDU, I knew that my real learning would start when I joined my permanent shift. I knew that my learning would not be limited to my role as a Police Officer but also that I would be exposed to the actual organisation culture of the police, that I wasn’t previously.

“Organisational culture consists of norms, values, rules, procedures, symbols, and beliefs, all organised in a system, deeply embedded in the collective conscience of the members of the organisation, thereby influencing their cognitive and affective behaviours, and even their performance in an indirect way.” (Farkas, Sallai and Krauzer, 2020). It is said that organisational culture is much like the iceberg theory (Farkas, Sallai and Krauzer, 2020); suggesting that the culture within the police service that can be seen from the outside makes up only a small percentage of the overall police culture, with the majority laying beneath the surface (Hanley, 2011). 

The main aspect of policing culture that has taken me by surprise after arriving onto my permanent shift is the lack of motivation of my colleagues. Whether it be to answer calls, take statements from victims, investigate crimes, or just a general lack of motivation for the job. Turning up to work is met with a sigh and an attitude of “I don’t want to be here” from my colleagues, rather than the sense of enthusiasm I have and expect from others. I quickly learned that it wasn’t just the opinion of a couple of officers; more like the majority of officers I spoke to, as if it was imbedded into the culture. Motivation is a key part of success in all walks of life and a lack of it can have an adverse effect on the quality of work of those without it (Mack, 2011). Despite every officer being aware and attesting to comply with the code of ethics and the standards of professional behaviour; which includes being “diligent in the exercise of their duties and responsibilities” (Bryant and Bryant, 2019a, p. 75), I have found that there are many officers that lack the motivation to respond to calls; even emergencies. An emergency call will be passed, and officers will do various things such as, finish their cup of tea, finish their admin work and a number of other things before actually responding to an emergency. This is something that took me by surprise as my personal opinion is when an emergency call is allocated, the officer(s) should drop what they’re doing and respond immediately. As well as this, officers regularly ignore when an emergency is passed over the radio, in the hope that another member of the team picks it up. This was a trait that I found was applied by not only those longer in service, but also by those who had a few months longer in service than myself. These are great examples where I can say that I have not conformed to the culture. If an emergency call is passed over the air, and there is a tumbleweed of silence as officer’s are trying to avoid going to it, I will answer it; even if I am busy with another task. I will also respond immediately to emergency calls and when double crewed, I will encourage my colleague to do the same. Should I not have this attitude and conformed to the culture within the police service, I risk not complying with the standards of behaviour expected of me; and even worse, by not answering emergency calls, I could be putting people’s lives at risk.
There are various reasons why officers can lack motivation; as a result of 23,500 police officer cuts since 2010 (GMB Union, 2019), the modern officer is often overworked. Any person’s, whether a police officer or other employee’s, motivation for their job will decrease if they’re consistently overworked (Knight, 2015).

As my personal values won’t allow me to follow the example set by the other members of my team, I have found myself bombarded with work; as all the calls require actions following the initial attendance, and at the very least need to be updated. This overwhelming workload has meant that I have been working at home and going into work early, as well as staying late to ensure the work is completed; which in tern has put a strain on my wellbeing. I was at a point where I felt that all I did was work and this was making me feel more stressed and anxious, as well as effecting my relationship with my partner, as we weren’t spending much time together. In order to maintain my wellbeing and resilience, I started taking annual leave. Time away from work is proven to improve the wellbeing of those at risk of burnout from work (Clarabut, 2019). In order to make the most of the time I had taken off work; me and my partner bought a van, which we converted and we spent the time off travelling around the country camping. Camping for me is a great stress reliever as I find that being in the open air, where I exercise more and can explore new places, really boosts my mood. This has enabled me to go back into work with a clear head and in-tern helped maintain my motivation.
Another aspect of organisational culture within the police, is the large turnover of officers on response. Whether it’s officers getting promoted or moving into different roles such us, Traffic and CID, or even resigning from the job completely. This can also arise by a lack of motivation in their role and wanting to look for something new. However, it does mean that a response team can become almost unrecognisable, in terms of personnel, in a short space of time. For example; in the 9 months that I have been on my permanent team, 3 officers have left, 4 have joined and we’ve had a change in Sergeant.

Using this essay to reflect on the time since achieving Independent Patrol Status has allowed me to examine the impact the organisational culture of the police service has had on my wellbeing and resilience. During that time my eyes were opened to certain cultures within the police that I was not expecting and I have considered the risks of complying with the more common organisational cultures; as well as how I retained my personal values even when conforming to the “norm” could have possibly been easier and wouldn’t have added as much stress onto me. Due to the added stress of working a demanding job, whilst trying not to conform with a culture I did not agree, my wellbeing and resilience has been tested and I have illustrated strategies that I have used and helped me to maintain it.
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Task 2

Relevant areas of the National Policing Curriculum: 
Decision-making and Discretion, Vulnerability and Risk, Public Protection.  
 
You must choose an incident, for example a domestic related incident, and reflect on how you made decisions in complex and unpredictable circumstances using dynamic risk assessment. 

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

Evaluate decisions made during the incident and your use (or otherwise) of the National Decision Model. Explain the rationale behind your decisions and your considerations when recording details of the incident. Consider your ethical approach to the decision. Outline the consequences of your decision making. 

1750 words (+/- 10%: include your actual word count at the end of each section)





ANSWER:

In this essay I am going to give an explanation of a domestic incident I attended and reflect on the decisions I made in the unpredictable circumstances that arose. As part of my reflection, I will explain the rationale behind the decisions I made during the incident by evaluating the use of a dynamic risk assessment and my use of the National Decision Making Model. As a result of reflecting on the decisions I made and the process in doing so, will allow me to outline the consequences of the decisions; as well as the what could have happened if different decisions were made.
In the early hours of the morning, a colleague and I attended a domestic incident, where it was reported that a male had assaulted his girlfriend. Upon arriving at the location the victim of the assault explained to us that she and her partner had a verbal argument whilst at her address and as a result she decided to walk him across the street to his mother’s address. Whilst en route to his mother’s address, the male assaulted the female by punching her to the head and face. Then once at his mother’s address, he has thrown a wine bottle at the door, causing the glass to smash, before smashing his mother’s house phone to pieces following the call being made to police and then leaving the location. As a result of the assault, the female suffered serval hematomas to her forehead; as well as significant bruising to her leg. I instantly knew that her level of injury was consistent with that of Actual Bodily Harm (Bryant and Bryant, 2019b, p.335). Despite stating to us that, due to her injuries, she was feeling sick; the female refused to attend hospital and instead was adamant about returning home. My colleague returned home with her and I arranged for an ambulance to attend her address. I remained at the male’s mother’s address to issue her with safety advice and arrange for a glazier to attend in order to repair the door, before I made my way to the female’s address. My colleague and I attempted to convince the female to attend hospital due to how she was feeling, however, when it came apparent that she had no intention of doing so, we safeguarded her and left. Upon leaving the address, the male appeared at the top of the steps outside the female’s property. My colleague informed the male he was under arrest and as I attempted to handcuff him, he assaulted both my colleague and I. I used as much force that was proportionate to control the male in order to effect his arrest and prevent him from assaulting us further (College of Policing, 2020b).

The dynamics of this incident changed very quickly and that required that the decisions I made, to be made in a split-second, that’s why I am thankful for the National Decision Making Model (NDM). 
The NDM is a cycle-like process that is used by officers to aid in making quick decisions, in unpredictable circumstances, while ensuring they are lawful and can be rationally justified (PSNI, 2013). The NDM consists of five component stages with the code of ethics at its centre. The first stage involves gathering information and intelligence; this will invoke utilising a number of sources to establish what has happened or is happening in a current situation. This information can then be used in the next stage of the NDM to assess possible threat, risk and harm factors during which officers will need to consider how both their actions and the subjects own actions will directly impact the safety of those involved actively or passively in the incident. This then helps develop of working strategy or a plan on what action to take, focusing on keeping people safe and making the correct decisions for that particular incident. Officers must then consider the legal powers and policies that support the decision they are making, to ensure that the action they take is reasonable, proportionate, justified and within the confines of their legal powers. Officers will then consider their options and contingencies. It is paramount to have considered a range of different plans and be able to prioritise them dependant on their efficiency for that particular situation, as well as plan what you would do should something go wrong or not go to plan. The final stage is to take action and review what has happened. The importance of this is to ensure that officers are continually adapting their response based on what impact their actions have had; whether that be positive or negative. From this, lessons can be learnt, and the model can be “re-spun” based on any new or developing information (College of Policing, 2013b).

During this incident, the first cycle of the NDM started whilst en route to the dispatch address. Due to there being very limited information passed to the call taker from the reporting person, I requested the force control room do a search on the contact number that the call was received from in order to see who it was linked to. Once the details of the reporting person were established, the control room conducted police system checks on her. This allowed my colleague and I to gain information that the female has a history of being a domestic abuse victim from her current partner. This information enabled us to be aware of the warning markers of the female’s boyfriend which aided us in assessing the threat and risk and develop a working strategy should he be present on our arrival.
Upon arriving at the address, it became quickly apparent that the perpetrator had left the location. Knowledge of this information meant my cycle of the NDM had subconsciously reset. Speaking to the victim(s), I gained in-depth information regarding the details of the incident. Hearing what had happened from the victim(s), in addition to seeing the several lumps of swelling on the head of the reporting person, I knew that the level of assault that had be caused was that of Actual Bodily Harm (ABH) (Offences against a Persons Act 1861). It then also became clear that the male had also caused criminal damage to his mother’s property, as he smashed the glass in the front door and broke her house phone (Criminal Damage Act 1971). Although, the victim of the assault had suffered a head injury and was suffering from effects of that, she refused to go to the hospital; and as we don’t have any powers to force her to attend, I made the decision to call an ambulance to attend her address in order for her to be checked over. 

Following my colleague and the victim of the assault returning to her address, I remained in the address of the perpetrator’s mother. Whilst at the address I went through a new cycle of the NDM when making the decision whether to remain at the address with her to ensure her son doesn’t return, or join my colleague with the victim of the assault. After examining the information I had obtained whilst at the call using that to help me assess the potential threat and risk to both parties, I developed my working strategy. I decided that I would issue the perpetrator’s mother with safety advice and ensure that a glazier had been contacted to fix her door, before leaving and joining my colleague.
Upon returning to my colleague, we continued to try and convince the female that had been assaulted to attend hospital. However, she continued to refuse and as she was in the care of her mother and mid-twenties daughter, we decided to leave after issuing them all with safety advice.
After leaving the address the circumstances of the incident changed rapidly. As we were walking down the path, the perpetrator appeared at the top of the steps. My colleague approached him and informed him he was under arrest, while I simultaneously attempted to apply handcuffs to him. I made the decision to immediately handcuff him as I assessed the threat and risk he posed to my colleague and I from the impact factors I was aware of from the information I had previously gathered; i.e, the fact he has a history of violence, including occasioning ABH on his partner earlier in the morning and he was heavily intoxicated (College of Policing, 2020a). Upon me attempting to place a handcuff on him, the male began to resist arrest and we ended up in a scuffle where I took him to the floor. Whilst on the floor, the male attempted to gouge my eyes, headbutt me, strangle me, as well as kicking my colleague and I had to press my emergency button. As I was effecting an arrest, plus the fact the male had assaulted my colleague and I; I used as much force on the male that was proportionate in that moment in order to control him and detain him until further colleagues arrived. (College of Policing, 2020b).

Whilst being something I considered at the time, leaving the perpetrator’s mothers address to join my colleague with the victim of the assault is a decision I am glad I made. If I had opted to remain with his mother, then his return to his partner’s address and his violent behaviour would have meant my colleague would’ve been assaulted and I would not have been able to assist her. I also believe the decision I made regarding how much force I used on the male was aided by the NDM. I believe that a person not familiar with the NDM, who was thrust into the situation we faced, could have used more force on the male than was proportionate for that situation.

As a result of using the National Decision Making Model throughout every incident I have attended, the use of it has now become a predominantly unconscious thought process. Whilst it may be a thought process going on in the background of my mind, it’s a tool that aides in making each and every decision in line with the code of ethics and ensures I consider all options before making a decision. It also allows the best decisions to be made with least consequences, and I believe it did just this during the unpredictable circumstances my colleague and I faced during this incident. Reflecting on this incident I don’t believe I could have made any decision differently and that is mainly down to the use of the NDM, as well as conducting a dynamic risk assessment throughout.
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Task 3

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

	
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).

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 (Code of Ethics, policies, procedures, protocols or legislation).


1750 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:
In this essay I am going to research theories of team dynamics and evaluate them as means of developing team cohesion. Teams consist of a number of individuals, meaning that there are numerous personalities that could conflict with each other and in tern have an adverse effect on the team and its performance. I am going to consider how different or, possibly even, similar personalities can conflict with each other and what could be implemented in order to enhance the team’s performance. These negative interpersonal relationships, and alternatively, positive relationships, as well as other dynamics within the team environment could result in breaches in aspects of the professional standard requirements within policing and I will consider how this could occur.
Teamwork, is where a group of individuals work together in order to achieve a mutual beneficial objective (Salas, 2013. p. 4), or to perform tasks that are relevant to the organisation they are involved with (Kozolowski and Ilgen, 2006). People have been working in teams for hundreds of years, for different purposes, as it is seen as an effective way of achieving a goal by combining things such as: methods, resources and knowledge can accomplish the task more efficiently (Kozolowski and Ilgen, 2006). Whilst the benefits of teamwork are clear when it comes to accomplishing a goal, it is only realistically achievable when the team is cohesive (Salas et al, 2015).

Cohesion is where those in a team share a bond which is more likely to mean they will remain together as one, which in tern, enhancing  the performance of the team (Casey-Campbell and Martens, 2009). Whereas teams which contain little or no cohesion between members, are less likely to reap the rewards that cohesive teams do (Salas et al, 2015).

One reason why teams don’t succeed and aren’t as cohesive as those that do, is because of conflict within (Kozolowski and Ilgen, 2006). Conflict within a working environment is somewhat unavoidable (Lebowitz, 2015) and isn’t particularly surprising when you factor in people of different backgrounds/cultures, with different morals and personalities are working closely together (Scuderi, 2012). Where there is a clash of personalities, and conflict as a result, it is problematic as working together becomes unmanageable (Scuderi, 2012). Whilst conflict is often deemed as a negative, the “Tuckman’s Stages of Group Development” model theorises that conflict is in fact a key stage to a group’s development (Tuckman, 1965). Tuckman states that after a team forms, the initial stage of its development is where the members meet and establish the objective of the group. This is called “Forming”. The second stage of the model is the “Storming” phase, where the members of the group get to know each other and their personalities and this is where conflict usually arises. The “Norming” phase is where rules and roles are implemented among the team members. The team then undergoes the “Performing” phase, and this is where the team members perform their role in order to achieve the goal. Following the completion of the goal, comes the “Adjourning” phase of the model and this is where team members leave the team. Tuckman’s model of group development can be seen below:
Forming
Tuckman’s model of group development
Storming
Adjourning
Performing
Norming


















(Simon, Grimes, Roch, 2018)

As well as clashing with each other, other types of relationships can develop between members of a team, including those of an interpersonal nature. Interpersonal relationships are very common within the workplace (Reich and Hershcovis, 2011) and mean those working in a team, go from being colleagues to friends and even romantic partners (Montijo, 2020). In fact, interpersonal relationships of a romantic nature within an organisation are widespread (Mainiero, 2014) and there are a number of reasons for this. Commonly, people work for an organisation because they share similar, if not the same, morals and interests; this alone can be a reason for colleagues to become romantically involved with each other (Mainiero, 2014), never mind the fact that most colleagues spend more time together in work than they spend with their own families. Colleagues being romantically involved with each other can cause various issues for their employers, including:

· A decline in the overall job productivity of those employees involved in romantic relationships with each other (Mainiero, 2014)
· Reduced morale of other employees within the team (Mainiero, 2014)
· A lack of work related motivation for those members of the team in romantic relationships with each other as they can be more concerned about spending time with each other than to actually do their work (Pierce, Byrne and Aguinis, 1996)
· Those employees within the first stages of their romantic relationship with their co-worker may show less job involvement and become more involved with their new partner (Pierce, Byrne and Aguinis, 1996)
· Newly formed romantic relationships within a team are going to cause team members to gossip and therefore will take their attention away from their work (Pierce, Byrne and Aguinis, 1996)
It’s not only whilst colleagues are in a romantic relationship with each other that can have a negative impact on their work. What happens when the relationship ends? One of the most upsetting and difficult times in life is experiencing a relationship breakup (Rama et al, 2014), so imagine how difficult it is when you have to work with that person you have just broken up with. When romantic relationships between colleagues do breakdown, it can mean that those involved are even more distracted from their work than they were previously; it can also create tension and awkwardness within the team and the workplace (Smith, 2013).

Just like in other working environments, Interpersonal relationships, including those of a romantic nature also occur within the police service. However, unlike employees of other organisations, Police Officers are holders of public office; which means that whilst both on duty and off duty, they have to abide by the code of ethics as well as the standards of professional behaviour (Bryan and Bryant, 2019a, p. 75). But just like in other organisations, conflict can occur between the interests of the officers involved in relationships with another officer on their team and the code of ethics. This was evidenced in (Giordano, 2021), where it was reported that a Police Sergeant and a Police Constable on her team ignored a number of emergency calls in order to engage in sexual activity with each other in a police car whilst on duty. This shows how getting into a romantic interpersonal relationship with a Police Officer on the same team can lead to a  breach of duties as Police Officers as well as breaches of various aspects of the standards of professional behaviour, and the code of ethics (Bryan and Bryant, 2019a, p. 75). This is why it is not widely accepted for officers who are in a romantic relationship with each other to work closely together on the same team.

As stated above, there are reasons why cohesion sometimes doesn’t exist within teams, which in effect prevents them from functioning successfully; but as stated in (Huhman, 2013) there are a number of methods that can establish and help build cohesion within a team. These include, but are not exclusive to:

· Ensure members of the team have diverse skills and experience than each other and utilise these to ensure each member knows their role and responsibilities.
· Communication is a vital component of team cohesion and a successful team must ensure its members communicate effectively.
· As previously mentioned, a major reason for successful team performance is a shared bond between those within the team. A popular method of creating and/or improving the bond between team members is through team-building exercises. These exercise will not only improve the bond within the team but also highlight the strengths of individuals, as well as those who are natural leaders and how the team work with each other.
As well as potentially causing issues, having interpersonal relationships within a team environment can also be a positive (Yadav et al, 2021). It is commonly thought that having positive interpersonal relationships with those you work with will benefit the team and increase performance (Junega, 2015). Benefits of positive interpersonal relationships include:

· Working together means that responsibility can be shared and means that less people are overloaded with work, which will increase employee morale
· Having positive trustworthy relationships with those you work with will allow praise as well as constructive criticism to be shared without any conflict 
· Human beings are naturally sociable and having positive relationships with colleagues can make their job more enjoyable
(Junega, 2015)

In conclusion, there are many factors that make up team dynamics and several reasons as to why conflict can occur within a team, as well as cohesion. Being part of a team consists of working closely with your colleagues, this sometimes mean that the colleague dynamic may develop into more interpersonal relationships, including those of a romantic nature. Whilst positive interpersonal relationships can be a benefit to the team, those of a romantic nature within the work place can have a negative impact on the organisation as conflicts of interests can occur between the organisational interests and those of the employees involved in a romantic interpersonal relationship with their colleagues. When these conflicts of interests occur within the police service, it can result in those involved breaching aspects of the professional standard requirements of the service. However, people working closely together within a team with different attitudes, morals and personalities to their colleagues can cause conflict and mean that the team won’t perform to it’s full potential. I have examined methods that can be used to minimise conflict and increase team cohesion in order to maximise performance. 
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

	
Explain 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. 

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

1750 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

There are many forms of organised crime, within this essay I aim to explain the difference between information and intelligence, and how it can be used in the disruption of serious and organised crime through policing the road networks. I will explore the scale of organised crime within the UK and the threat it poses thus delving into why intelligence plays an integral role in successful prosecutions of offenders. I will also outline what ANPR is, what it is used for and how it can, similarly, be used as a resource when investigating and disrupting criminal activity. I have supported this by giving an example of a case where intelligence and ANPR data, along with other intelligence gathering methods, have assisted police make a successful prosecution of those running an organised criminal enterprise. Finally, I will examine the role of a CHIS and explain how their role can lead to the gathering of intelligence.

Organised crime is an umbrella term used for various areas of criminality that are planned and arranged by groups who are predominately motivated by monetary rewards (CrimeStoppers, 2020). This kind of criminality involves the most serious of crimes and has a massive impact on the UK, both financially, on the lives of people, and even on national security (CPS, 2019). The cost of organised crime on the UK economy is estimated to be over £37 billion (Home Office, 2019) and the risk to national security caused by these acquisitive crimes is greater than any other threat (Home Office, 2018). As well as this, organised crime causes significant threat, risk and harm to individuals, communities and businesses. The harm caused can be in many different forms; whether it be physical, emotional or even financial and is often seen as collateral damage to those infiltrated in organised crime gangs (Home Office, 2013). Due to various impacting factors, whilst the general crime level has reduced since 2010, the criminality which causes the most harm is on the rise (Home Office, 2018). Human Trafficking and Modern Slavery, Drugs Supply, Child Sexual Exploitation, Fraud, Money Laundering (National Crime Agency, 2019b) and other acquisitive crimes such as; Distraction Burglaries (Home Office, 2013) are all types of criminality that fall within the organised crime remit. Criminals integrated within organised crime gangs frequently cross borders, of counties and countries, in order to facilitate their criminal activity (CPS, 2019). Owing to its nature, and whilst the impact of organised crime can be estimated, its true extent is unknown (Home Office, 2018). This is why police rely on information and intelligence from members of the public; in order to provide a greater insight into organised crime and the dealings of its offenders (CrimeStoppers, 2020).

It is very rare that a successful prosecution of an organised crime case originates without the use and assistance of intelligence (Bryant and Bryant, 2019). But what is the difference between information and intelligence? Information within a policing context relates to “information obtained, recorded or processed for a policing purpose” (College of Policing, 2013a) in essence this is what is known or has been presented in its rawest form; while intelligence is “information that has been analysed to assess its relevance and reliability” (National Crime Agency, 2019a). There are various different ways in which the police can receive intelligence, these can include:
· Directly from members of the public
· Undercover officers/operations
· Open sources (Social media profiles)
· Covert Human Intelligence Sources (CHIS)
· Surveillance
(Bryant and Bryant, 2019)

As mentioned previously, organised criminals often carry out their offending by operating throughout the country and in certain cases, throughout the world (CPS, 2019). This is for a number of reasons such as: it gives them a larger market to exploit; meaning the profits will be greater, but cross-border offending also gives them less chance of getting caught as they are working within the jurisdiction of different police forces and historically police forces have lacked efficiency in sharing information and intelligence with each other. However, as a result of the Bichard inquiry into the Soham murders, which stated that there should be a well-defined system in place for intelligence and the sharing of it amongst police forces (Bichard, 2004); today, information and intelligence is shared between police forces far more frequently and can be done through the Police National Database (PND) (Bryant and Bryant, 2019). This poses an added risk to those within organised crime, working throughout the country, as it means their enterprises can be detected far easier than in previous years (College of Policing, 2016). 

One way information, could be turned into intelligence, and can be shared between police forces in the UK, is Automatic Number Plate Recognition (ANPR).

ANPR is technology, involving a large number of cameras, that captures the number plates of those vehicles that pass each device. When a vehicle passes an ANPR camera, the camera takes a photo of each vehicle, as well as reading its number plate; this information is then recorded on a database that is available to all police forces in England and Wales. These records can be cross-referenced with each other; meaning the times and movements of a vehicle can be developed into a pattern (RAC, 2020). The ability to cross-reference vehicle records and create patterns of its movements can be converted into intelligence and assist police in the investigation of organised crime. This means that should the police have intelligence about an organised criminal or their vehicle, Police can access the ANPR database as part of the investigation and see what cameras they have activated; this can give the Police a greater insight into their movements and activity. When a pattern of movement can be identified, an arrest strategy can be put into place and Police can intercept the subject vehicles (National Police Chief’s Council, n.d.). A list of “vehicles of interest” can also be created and should one of these vehicles activate an ANPR camera, an alert will be generated. Police will then be made aware of the ANPR activation of the vehicle of interest and this allows the vehicle to be stopped and, if appropriate, searched for evidence and arrests of its occupants to be made (National Police Chief’s Council, n.d.).

An interesting example of how intelligence and ANPR can be utilised in the disruption of organised crime is (Taken: Hunting the Sex Offenders, 2021). The case originates from an anonymous member of the public providing intelligence to police regarding two men being involved in sex trafficking. This intelligence built on work already undertaken by police in the tackling of modern slavery and shows how beneficial it can be in leading to a prosecution. Intelligence is also gathered by a Police Intelligence Analyst regarding the mobile phone contact of the subject and certain sex workers. This aided the Police in building the biggest picture possible of the subject’s criminal activity. The Intelligence Analyst also utilised the use of ANPR data. He does this by searching the ANPR database for the subject vehicle and as a result can see which ANPR cameras the vehicle has activated. This allowed the Police to analyse the pattern of the vehicle’s journeys and allowed them to see that the subject was visiting one part of the country on a regular basis, as well as the time patterns of the journeys. The Police then cross-referenced the ANPR data, to the phone intelligence they had gathered and could see that whilst in a specific location, the subject would be in contact with numerous sex workers. In order to facilitate their criminal enterprise the subjects would travel to Brazil in order to traffic vulnerable females to the UK; and whilst here, they would force them to work as prostitutes in a brothel that they run. As well as the original anonymous intelligence received and the ANPR data, the police also utilised the use of covert surveillance in bringing the subjects to justice. This case culminated in the main conspirator being sentenced to 5 years and 9 months in prison. From the above it is evident that without the use of ANPR data, Police would not have been able to make the vital links between people and locations, in order to disrupt organised criminal activity.
Another effective method of police obtaining intelligence is through the use of Covert Human Intelligence Sources (CHIS) (National Crime Agency, 2019a). A CHIS is a member of public, who is often known to police themselves, that infiltrates themselves into criminal enterprises and relays information they’ve gained on the criminality to police (Bryant and Bryant, 2019). Due to usually being part of an organised crime gang, this means that a CHIS may even commit crime, with the knowledge of the police (Bryant and Bryant, 2019). Authorisation may even be given for the CHIS to commit criminal activity, should it be deemed “necessary and proportionate” and the activity:

· “Be in the interest of national security
· Prevent or detect crime or prevent disorder
· Be in the interests of the economic well-being of the UK”
(Home Office, 2021)

Just like all other intelligence, all information gained by a CHIS goes through the National Intelligence Model (NIM) process, in order to asses it’s reliability (Bryant and Bryant, 2019). If caught passing information and intelligence to the police, by those in organised crime gangs, there is a considerable risk of the CHIS being subjected to serious physical harm (Police Service Northern Ireland, 2001); that is why each CHIS and their safety is overseen by a police officer, known as a “CHIS Handler” (College of Policing, n.d.).

Organised crime is clearly a growing threat to the economy, as well as national security. With their criminal enterprises largely motivated by money, those at the head of organised crime gangs, clearly believe that the risk of being caught is smaller than the reward for committing organised crime; and try to lower the chance of being caught by crossing of both counties and countries in order to conduct their business Organised criminals also try to keep their ventures under the radar as much as possible and that’s why police rely on numerous different sources in order to gather intelligence on those involved. I have supported this by evidencing a case in which organised criminals that were crossing country and county borders were brought to justice with the help of a number of intelligence sources, including ANPR data. Intelligence is a crucial piece of the jigsaw when it comes to police obtaining a successful prosecution for any aspect of organised criminality. In this essay I have looked at Covert Human Intelligence Sources (CHIS) and explained the role they can play in the intelligence gathering process. As well as CHIS’, I have also explored how information from Automatic Number Plate Recognition cameras can be turned into intelligence and used to investigate and disrupt criminal activity.
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Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks 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. 
 
 
1500 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 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 It is very easy to forget what was learnt in training when you’re out on shift and I’m honest enough with myself to say that I haven’t retained all knowledge I need to.
In order to gain and retain information needed to as knowledgeable as possible, I will go through my training notes, as well as the various Black stones books that I have.

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 As it stands at present, I am confident with my skills as an officer, however I have not been trained with any specific skills.
I am already booked on several courses including, intoxiliser, PNC and Taser. In addition to this, I should receive my blue light driving course shortly.
These courses will mean that I will have a larger skillset

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 Experience is a term in the police, usually relating to length of service. However, I believe an officer of 2 years’ service can be as/more experienced than an officer of 10, depending on what incidents they have been to and what they have dealt with.

That being said, I believe that in my short service thus far, I have experienced a wide range of incidents, of different complexities. However, I am aware that I still have a long way to go, and will continue throwing myself into anything in order to gain as much experience as possible
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