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What is the workbook for?

The purpose of this workbook is to enable learners to demonstrate and provide evidence of how they meet the learning outcomes set by the College of Policing, for the BSc programme. Essentially, you are being asked to outline your experiential learning based upon your theoretical understanding in a range of operational situations. 

· Wellbeing and Resilience
· Criminal Justice
· Conducting Investigations
· Decision making and discretion
· Maintaining Professional Standards
· Leadership and Team working
· Policing the roads
· Information and Intelligence

You may wish to use the same incidents as you’ve outlined in the Occupational Competence Portfolio. 
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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:

To fully understand how a team works, it is best to first define what is meant by the term ‘TEAM’. 
A team is commonly agreed to occur when a number of people have a common and shared goal, as opposed to a group, where people still have something in common with one another, but do not have a particular shared goal. 

Within this ‘team’, people recognise that to advance in their role or career, the success of their peers is just as important as their own success. They recognise that by working together they will achieve more than working as an individual and acknowledges that this behaviour reflects on them as a whole, i.e. if one person wins, the whole team wins, but if one person loses, it is accepted that the whole team loses. 

One model which looks at this idea is that of Meredith Belbin (1981) who defines “team role” as a tendency to behave, contribute and interrelate with others in a particular way (https://www.businessballs.com/leading-teams/team-roles-meredith-belbin/) and places them into 3 main groups: Action orientated roles (the shaper, the implementer, and the completer finisher), People orientated roles (the co-ordinator, the team-worker, and the resource investigator) and Cerebral roles (the plant, the monitor evaluator, and the specialist). 

These roles were categorised by Belbin to define and predict potential success within teams, recognising that some of the strongest teams have a diversity of personalities and characters. Belbin also recognised that duplicate roles carry as much danger as those roles not being carried out, often leading to a waste in resources.

It is viewed by Belbin that strength in one team role is often at the expense of what might be seen as a weakness in another and therefore an ideal team would consist of a healthy balance of all 9 of these psychologically defined roles. 
These 9 team roles are noted to develop over time and may often change with experience and a level of conscious attention, which if absent is often filled by someone else who may not have been considered for this role originally. Members within this model will often find their own strengths and weaknesses and adapt according to what is required of them to achieve the desired outcome. 

Within the team structure noted above are the team dynamics. These dynamics are often unconscious and can influence the team’s behaviour and performance (https://www.teamtechnology.co.uk/team/dynamics/definition/). The personalities within the team, the working relationships each individual has with others in their own team, the working relationships built with other teams, the working relationships with their superiors, the environment the team works in and the nature of the work the team undertakes will have both positive and negative effects. 

One example of a negative effect could be a conflict that occurs between team members, such as staff and their leader. This conflict could cause a lack of willingness to be productive and achieve what is asked of them by their superior, thus bringing down the overall motivation of the team to achieve their goals. As noted above, if one fails, the team fails.

Team dynamics can also be affected by external factors such as general leadership and management processes, which can include things such as appraisal, reward and/or recognition, as well as information sharing, overall communication, collective problem solving and decisions/restructuring made on a hierarchical level. 
Should team members feel valued within their team and feel that they are part of the bigger picture within their company, they are more inclined to strive to achieve their common goals, not just for themselves but for the benefit of the company (or in this case, police force) as a whole. 

It is often these bigger changes within the company that the teams have no control over, that have the most significant impact on a team’s work ethic, with details often being filtered down through the ranks and disseminated to teams and individuals in such a way as to cause confusion or create issue(s). If a team feels that they are undervalued or underappreciated, the team may choose to act in its own interests and ignore the interests of the wider company.   

Bruce Tuckman in his 1965 article for the Psychological Bulletin “developmental sequence in small groups” (63, 384-299) explained the idea of team dynamics in 4 stages. These are: (1) Forming, (2) Storming, (3) Norming and (4) Performing. The model is based on the idea that a team must go through each one of these stages to form a truly cohesive unit. 
In essence, teams begin with a directing style, moving through a coaching style, into a participating style, and finally into a delegating and detachment style. These are broken down in more detail below.

Forming looks at the beginning of the team at which stage members are still treated as strangers to one another and ground rules are established by a single leader, in this case, the sergeant. Members require time to adjust to their new environment and understand each person’s role within the team, often testing the tolerance of the system and leaders. Often there will be a high dependence on the leader to provide guidance and direction to team members.
 
Storming looks at the start of team communication, however members still view themselves as individuals at this point, rather than part of a bigger unit and members will still be looking to show supremacy, establish their position and achieve their own individual goals, which often leads to conflict with members stating how things are done or should be done. In this phase, it is important to consider the need for compromises to enable some degree of progress. In this stage, there is always a danger of factions forming and some members becoming isolated. 

Norming looks at the turning point of the team where members realise that objectives can be achieved by accepting the views and input of others, at which point team spirit and respect can develop. A common goal is also established which creates a sense of unity and cooperation, with big decision being made by group agreement. Team members should now begin to feel comfortable with one another to give honest feedback, allowing a development of processes and working styles. Some conflicts may still occur, but at this stage, they should be greatly reduced. The leader is able to take a step back and begin sharing leadership responsibilities throughout the team. 

Finally, performing looks at the team now as a cohesive unit, where open discussions are welcome and trust has been built up with each member understanding his/her role and that there is now a shared vision. It is this stage that is key in enabling members to support one another in challenging environments. Each member of the team feels that they now have a purpose and thus feel valued. Risks which would not have been considered previously can now be taken if members believe it to be for the benefit of the team. The leader is also able to take a further step back and trust in the decisions made by their team, providing help and advice only when necessary. The leader is now able to delegate tasks and oversee projects to the team without the need for them to be instructed or assisted. 

Team cohesion is defined as the strength and extent of interpersonal connection existing amongst its members (https://www.isixsigma.com/implementation/teams/high-performance-teams-understanding-team-cohesiveness/#:~:text=Cohesiveness%20is%20the%20extent%20to%20which%20team%20members,another%20and%20to%20the%20team%20as%20a%20whole.), which could come in the form of shared interests, shared successes, shared failures or even the threat of external factors such as criminality. It is this connection which causes members to participate readily and remain motivated to accomplish the same goal time and time again, rather than focusing on their own individual progress and motivations. Ultimately, teams that remain united are far more likely to succeed in the goals they have set out to achieve and will do so more fluidly and much quicker than teams who do not. 

It therefore stands to reason that the more time team members spend with one another, the stronger the bonds between them become. Whilst learning the strengths and skills of one another may become beneficial should a task require it, it is also important for the team to understand one another’s weaknesses to ensure they are able to help and develop those that may need it. The ability for the members to bond and learn one another’s traits also takes away a level of pressure from the leader (sergeant) as they can delegate a task to those they feel will deal with the matter most efficiently, thus freeing them up for other matters of importance. A truly cohesive unit often causes the members to remain more optimistic even in trying times and suffers less social problems than those teams who are not as cohesive. Ultimately, a happy team is a productive team, and a strong team is a formidable team. 

It is therefore also important to consider what happens when the team does not work as a cohesive unit. Patrick Lencioni in his book ‘the five dysfunctions of a team’ (2002) notes there to be five dysfunctions which may occur within a team. These dysfunctions are stacked in a pyramid and are hierarchical in their nature. 
Lencioni notes that without a team trying to build a strong foundation, there is no achieving the higher level goals. (https://medium.com/taskworld-blog/lencionis-5-dysfunctions-of-a-team-330d58b2cd81)

The base of the pyramid looks at the absence of trust, which occurs when team members are reluctant to admit their mistakes and weaknesses to one another, or do not ask for help from their colleagues. This could be viewed as a matter of pride, but also fear that showing signs of weakness may cause others within the team to no longer include that team member within any bigger decisions. 

The next level looks at fear of conflict, which occurs when teams do not openly air their opinions and therefore a lot of precious time is wasted, resulting in inferior decisions being made. By choosing not to voice an opinion for fear of veiled discussions or back-handed comments from other members of the team, it often falls to the strongest voice to drown out the weakest. Eventually, decisions fall back to the leader to make, causing a further lack of communication and confidence within the team. 

The next level looks at lack of commitment, which occurs when there has been a lack of conflict between team members, often making it difficult for team members to commit to a single decision and therefore creates an environment full of ambiguity. This lack of direction and meaning will often make even the most willing of members within the team feel disgruntled. Eventually an open forum to discuss matters without fear of repercussions will cease to exist within the team. The leader will then be forced to prompt the team to make a decision which could be rushed or full of possible issues and risks that may be overlooked or simply not considered. 

The next level looks at avoidance of team accountability, which occurs when teams cannot commit to a clear plan of action, causing mediocrity of work and skills, a lack of communication between members regarding work ethic for fear of it appearing to be a personal attack and resulting in the leader (or sergeant) often being the sole source of discipline. This level of discipline by just one person may then lead to feelings of negativity towards the leader by the rest of the team, often causing some form of passive rebellion. The leader, though wishing to allow a more democratic approach to tasks and decisions by the team, does not always have this opportunity and must make a decision for fear of nothing being accomplished. Teams become more segregated from the leader, causing requests by the leader to often go unresolved. 

Finally, the top level of the pyramid looks at inattention to team objectives, which occurs when individuals aren’t held accountable for their actions and put their own needs ahead of the collective goal. In the case of the police, this could be an officer not acting with the interests of their team in mind and instead choosing to act only for themselves. Take for example recent events involving officer safety training, where an officer has taken it upon themselves to take action against a potential suspect that does not reflect advice taught to their fellow officers. These actions have resulted in wider consequences and repercussions which have spread far wider than just the officer and their team. As a result of these actions, decisions made then need to be considered further up the chain of command rather than within the team itself, i.e. the leader (or sergeant) no longer chooses the punishment, now it goes to the hierarchy to decide. This decision making then rules out any input from officers who are on the front line, which in turn causes negative feelings to return to the officers and change the dynamic of the team. In some cases, those feelings may become so negative that the officer in question may no longer be accepted on that team and will look to move departments or leave the police force altogether. 

Another model that looks into the behaviour of individuals and the team as a whole is The Human Element Approach by Will Schutz PhD who in 1980 looked at how companies could reduce unproductive behaviour and achieve better results by dealing with the root cause of issues, rather than focusing on people’s superficial behaviours. The model is broken down into 3 main principles: Truth, Choice and Awareness.
 
The Truth Principle focuses on the idea that being more open and honest with colleagues, rather than choosing not to speak out due to worries of causing feelings to be hurt or creating resentment, allows a person to stop imagining what they believe is going on and instead deal with the issues at hand. This behaviour naturally makes everyone more efficient. 

The Choice Principle focuses on the idea that though some things are out of a person’s control, the ability to choose their own beliefs, thoughts, intentions and behaviours empowers them. Essentially, a person’s mind set and attitude are what creates results and so a positive mind set produces positive results. Also, it has been proven time and time again that having a positive attitude can cause others to have a more positive outlook. It is also important to consider that negativity stems negativity. 

The Awareness Principle focuses on the idea that if a person increases their own self-awareness they are able to better control their behaviour and decision making process. How a person is perceived and how that person believes they are perceived, greatly changes how they deal with situations. It is taking the time to step back and realise this point that allows an officer to understand how their actions during an arrest, for example, will affect the views of members of the public who do not always get to see the bigger picture. 
A recent example of this would be in regards to the Covid-19 lockdown. Members of the public may view the actions of the police as almost bullish in nature, with officers appearing to try to stop people from being outside in the sunshine, enjoying time with their family and friends. Often, many do not realise that the Police are acting to protect the public and avoid a wider risk of spread of infection. Arrest is considered by officers to be a last resort, but often the public will not see this and it is important for officers to be transparent. 

So, let us consider the above in a policing context, in which team members often work very closely with one another and are shaped by the decisions they make. Officers are scrutinised for how they may act within a particular scenario and how those actions will often reflect upon their team as a whole. One example of this, is a poorly made case file created by an officer to allow the interview of a prisoner. This officer is now rushing the paperwork due to finishing their shift soon and the file is to be passed onto the next shift to deal with. As a result, the officer’s work could be perceived to be a reflection of their sergeant’s work ethic and/or teaching style and potentially put into question the ability of their sergeant to lead their team. 

It will not be seen to be a failure of the officer for wanting to go home, but instead seen as a failure of the Sergeant for not asking the officer to stay on for a while to ensure the file is completed satisfactorily and that there will be very few or ideally zero outstanding actions required by the next team prior to interview. The better the file is created and completed, the more likely it will be for the next team to agree to take work from the officer in the future.  

In this regard, it is important to note that officers should not be afraid to express their views and opinions to other members in their team, having the knowledge that those members will actively listen, acknowledge and consider those viewpoints without fear of repercussions should they be valid, but also be prepared for honest feedback from their peers should the other team members feel it necessary. It should be noted that teams will often form strong bonds and friendships and will look to protect one another when required against outside sources which may impact the team, or simply form their own way of dealing with matters should they arise, whether that be how they deal with a scene, a person, or a particular type of crime. 

As a result, one team may not work the same way another team does and their way of dealing with things may not always comply with the professional standards required by officers to deal with certain aspects of organisational justice.

Organisational Justice, which was postulated by Greenberg in 1987 is originally derived from the Equity Theory which suggests fairness is judged on what a person gets back in return for what they put in. In this case, it is defined as the degree to which officers and staff perceive their organisation’s behaviour, decisions and actions that affect them as being fair and justifiable. This relates to all matters of workplace behaviour, from treatment of their superiors, to pay, access to training and gender equality. That is to say that a team’s actions and behaviours at work being fair and respectful towards the public will often reflect how the team is being treated by their own force. 

Within South Wales Police, teams are often split up based upon their shift patterns and each of those teams are monitored and governed by a different inspector per BCU, i.e. all Team 1 officers within Eastern Division will have Inspector A, Team 2 will have Inspector B, and so on. Each Inspector may work differently with their respective teams and may unintentionally cause some animosity between different shifts who feel that they are not being treated as fairly as others. In this sense, the group dynamic will change not only between shifts, but also between departments, with many specialist teams such as firearms, dog unit or road policing unit often appearing not to interact with other departments until necessary/required. 

As such, some of these specialist teams are seen to keep to themselves and opinions are quickly formed by others outside of these teams. Questions are then asked as to why these specialist teams may not be interacting with other teams, causing negative feelings which may make interactions in the future more difficult. It is important then for the Police to aim to be as transparent as possible with what is happening in all areas of the force to avoid any feelings that, as Lencioni notes above, the chain of command cannot be trusted or that the chain of command is not working in the best interests of all officers and staff. 
























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:

A recent policing incident in which I played a significant role to the victim was in regards to a domestic assault which occurred between two family members. 

The suspect and victim have got into a verbal altercation due to the suspect being told to calm down by the victim after the suspect has shouted at the victim’s son who is much younger than the suspect. Due to the suspect’s mental health conditions, the suspect has failed to control his emotions and has become very angry and upset towards the victim. Initially the suspect began shouting verbal abuse at the victim, which escalated to the suspect striking the victim across the face with their hand using a reasonable amount of force, causing reddening, but no bruising. 

The suspect has remained at a highly uncontrolled emotional state of both anger and aggression, resulting in continued verbal abuse and the victim being struck again. The strike has been to the left side of the body and stomach area via a kick from the suspect. The victim has reacted to this by standing up and attempting to leave the immediate area and return inside the house, rather than attempting to fight with the suspect. This behaviour has angered the suspect more, causing the victim to be placed in a headlock before both parties were broken up by the witness who had remained at a safe distance throughout the incident. Shortly after, officers have attended and arrested the suspect on suspicion of Domestic Related Common Assault. 

The suspect and victim are brother and sister accordingly and it became apparent to officers that the victim was very emotional following the incident, unsure of why this incident occurred and appeared conflicted in her decision as to how the matter should be dealt with. At first, the victim did not want the suspect dealt with in the same manner as most offenders, i.e. being handcuffed, placed in a marked police vehicle and taken to custody due to be being close family. Initially the victim wished for the suspect to be spoken to by officers upon his return to the location and warned regarding his behaviour. 

It was important to manage the victim’s expectations at this stage, explaining that positive action would need to be taken by officers due to the nature of the incident with the suspect having to be removed from the property and taken elsewhere. Officers also explained that minor injuries had been caused by the suspect and though the victim did not wish to make a formal complaint, these should be taken into consideration within the victim’s decision of what she would like to happen next. Officers explained to the victim that South Wales Police is victim led in these matters. The victim explained that she did not wish to attend court in regards to this matter, nor did she wish to aid prosecution, but did want the suspect locked up to teach him a lesson. 

Upon returning to the property, the suspect was clearly upset by his actions, crying and shaking and became very apologetic towards the victim. The suspect explained to officers what had happened, confirming the allegations made by the victim and a decision was made by officers to formally arrest the suspect and convey him to custody. This would allow officers time to speak with the victim and witness without worry of further incident between both parties. 

Once the suspect had been detained and conveyed to custody, officers were able to return to the victim’s location and obtain further details from the victim regarding the incident and clarify if her stance had changed regarding a more formal complaint. The victim explained that she was pregnant, so officers immediately queried if she would like to be taken to UHW to be checked out due to the kick to her stomach area. 
The victim explained that she was fine and would go later if there were any concerns. Officers checked once more and repeated she was fine and would go later if necessary. Officers made sure to explain that third party agencies were available to help should the victim require them in regards to this incident and any other help she may require once she has had time to process the incident. A PPN was filled out and explained to the victim that this information could also be shared with other agencies.

In this instance, it was clear that the victim was certain of her answers to officers that she did not require any support at the time of attendance. The victim explained to officers that she had been told of these agencies previously when being dealt with for other matters, but did not feel them necessary on this occasion. 

Even if not required, it is always important for officers to re-iterate the availability of help to victims. Often victims may be too afraid to seek help for fear of being viewed as weak by others, sometimes feeling they may not deserve help, feeling afraid that seeking help will not make a difference to their situation or being afraid of some kind of repercussions from the suspect should they be released. 

For those that are vulnerable, officers should ensure they do everything they can to support the victim and create a sense of self-confidence to allow the victim to feel they can move forward from the incident and seek help. Vulnerable people will often be coerced and manipulated by the suspect in their decisions, so may begin to seek help, but choose not to attend their first appointment or answer phone calls. In these instances, it is important that officers and agencies do all they can to communicate with the victim, whether that be through different lines of communication or finding a way to meet the victim in a safe location, away from the suspect, explaining this will be of great benefit to them.  

Some of these approaches could be in the installation of security systems such as CCTV cameras, motion activated security lights or placing a critical marker on the property to allow the victim to feel safe in the knowledge that officers will respond immediately. 
Other approaches may be more subtle, such as recognising and providing help for drink and/or drug habits that may be making a victim more susceptible to being manipulated or coerced. For example a drug addict could have such a strong addiction that they will often fail to think logically, and instead seek their next fix. If this fix can be provided by County Lines members for example, the victim may allow these groups to utilise their homes without considering the consequences of their actions.  

Victims often have a number of risk factors which increase the likelihood of them becoming repeat victims. These include things such as behavioural and learning difficulties, alcohol or substance misuse, family breakdown and neglect, unsafe or violent communities, homelessness or poor housing and a difficulty in accessing services when required. 

When dealing with repeat victims, it is important to explain to victims that there are options available to them via the police and the courts which can be utilised should they feel them necessary. Restraining orders or non-molestation orders are available to keep the suspect away from the victim and any family members involved. These orders can include multiple conditions and can run indefinitely if required to ensure safeguarding.  

In these cases, a history of the victim and suspect(s)’s relationship must be obtained to build a picture of any physical, mental and/or psychological trauma. Officers will also seek to obtain as much information of what will be required within these orders. A victim may not understand they are a victim, being unable to see past the doubt and fears the suspect has created, and feel better staying with the suspect rather than trying to build a life for themselves. 
Enabling the victim to see this pattern of behaviour, including a chronological history of trauma caused by the suspect, will hopefully break this pattern. 

It is important throughout the entire policing process that the victim feels that any decisions made are their own and that they do not feel pressured into making decisions during the initial interaction with officers or during the initial statement taking process. Often if the victim feels that they are being forced into making a decision, they may feel less inclined to take action or feel more negatively towards the police force as a whole. 

Alternatively, some victims may be so vulnerable or at risk of harm due to age, race or one of the protected characteristics that an officer may decide to put in a referral for the victim themselves, explaining within their observations that without this referral, the victim may not choose to seek out help, or be of an age where they are unable to ask for it, potentially putting them at greater risk of abuse further down the line.  

It is therefore imperative for officers to recognise these signs in victims to avoid any chance of repeat victimisation, whether now, or as they get older. Often tackling the issues early on, will avoid the victim making bad choices or being led down the wrong path into a life that envelops them to the point of possibly dire consequences, such as prison or worse. Officers should be aware that utilising a multi-agency approach is also beneficial in supporting the victim and managing their needs. 









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:  Robert Barry (Learner – electronic signature accepted.) 
 
Date: 23/04/2020 


Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads and conducting investigations. 

	
Critically evaluate how information and intelligence can be used in the disruption of the more prevalent criminal activity (e.g. drug smuggling, human trafficking, child sexual exploitation, counterfeit goods, organised crime groups and ‘county lines’) by effective policing of the roads. 

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


2500 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

Information and Intelligence are key within the Police Force.  

In regards to information, this can be explained as any piece of knowledge that has been communicated to or received by officers or those in the Public Service Centre (PSC) either internally or externally concerning a particular fact or circumstance provided to them. Internal can include Police National Database, Open Sources, Social Media, or Specialist Departments. External can include House to house enquiries, partner agencies such as local authorities, or youth offending teams.

This information can often come from multiple, unreliable sources, which requires no confidentiality, constraints or protection. This information is collected if deemed relevant for a policing purpose. This provides a legal bias should it be shared and recorded with partner agencies, etc. Criminal Procedure and Investigations Act (CPIA 1996), Data Protection Act (DPA 2018), Human Rights Act (HRA 1998), Freedom of Information Act (FoIA 2000) and Regulation of Investigatory Powers Act (RIPA 2000) all relate to the gathering and use of information. 

It is important to note, Information remains unfiltered at this stage. 

Intelligence can therefore be considered to be the filtered version of the information noted above, which has been analysed against known databases or via local intelligence units and has a level of validity which officers can use towards lines of enquiry and investigation going forwards. This information has been recorded, graded and evaluated. It is important to note that this is not necessarily evidence but used to indicate possible offenders or predict future events.  

Intelligence is recorded on software such as the Police National Computer (PNC). 
The Police National Computer is accessible 24/7, 365 days a year and has been utilised since 1974 to facilitate investigations and the sharing of information on both a local and national level. This software allows checks to be done in real time on people, vehicles, property and previous crimes. It is often also seen as the primary Automatic Number Plate Recognition (ANPR) database due to the ability for this information to be identified by ANPR cameras as soon as a report is created on PNC. 

It is also linked to the European-wide IT system called ‘Schengen Information System (SIS II)’ which enables all participating member states to share approximately 76.5 million records in real time regarding persons/objects of interests via a series of alerts. These alerts include persons wanted for extradition, missing persons, those wanted for judicial purposes, anything requiring discreet checks and any lost, stolen or misappropriated items required for seizure or evidential purposes. These alerts also provide instructions for the authorities on what to do when the person or object is found. 

It therefore stands to reason that the more officers available to police the roads, the more information and subsequent intelligence can be obtained. Officers are able to build up a rogue’s gallery of possible suspects, as well as any potential hot spots of crime within their area. Officers have the ability to track vehicles utilised by those criminals, including any potential locations the vehicles are being kept overnight, any points of interest attended and time spans those vehicles are being utilised that may define a pattern of behaviour for a subject of interest. 

It also means officers are able to consider how best to deal with these individuals should they wish to stop them for questioning or search. For example, some individuals may have warning markers for carrying or concealing weapons on their person or within vehicles and will need to be dealt with differently. Knowing this intelligence means officers will not be putting themselves in danger unnecessarily. 

This intelligence allows officers to adapt their patrol strategies and successfully intercept suspect vehicles prior to the commission of an offence using a pre-planned operation. 
It also allows officers to avoid losing key evidence that could be tampered with or even destroyed should criminals become aware of an officer’s actions. An example of this could be the utilisation of an unmarked vehicle by officers to patrol a known drug dealing area. During this patrol, officers may witness potential deals that would not occur should a marked vehicle be driven down the same street.

Criminals are currently becoming more aware of the tactics utilised by police officers and are beginning to change how they conduct their activities, whether that be using newer vehicles so as not to be as conspicuous or using driving routes that do not raise suspicion. 
Vehicles once utilised by criminals would be old and noticed by officers when patrolling an area. A search would then be made via PNC of the vehicle and enquiries made, often with the vehicle being safely pulled over and searched. 
A visible police presence on some of these major roads that criminals are now utilising could be used to focus enforcement activity to detect, disrupt and challenge criminality.  

Larger activities such as county lines or drug smuggling, will often occur across multiple towns and cities up and down the country, with vehicles moving large quantities of materials over large distances in a period of weeks or months, usually by the wider trade routes such as motorways. It is estimated that between 18-23 tonnes of heroin and 25-30 tonnes of cocaine are imported annually into the UK. Therefore by utilising a wide ranging intelligence database, vehicles can be tracked across different police forces and road networks, creating opportunities for investigation and evidence gathering whilst maintaining safety of the officers and wider public. 

Disrupting prolific offenders and Organised Crime Groups (OCGs) who will often work together in a planned and co-ordinated manner for financial gain, is one of the main focuses of the police at this time, by cracking down on minor offences and the use of uninsured vehicles. This behaviour of disruption supports proactive and cross border operations. Accurate intelligence may predict possible disorder and crimes, and so resources can be deployed to prevent them from ever occurring or to arrest offenders should the offence still be committed. 

Having such a vast linked network of officers and police forces means that these individuals can be monitored and tracked without fear of endangering officers or those travelling with the suspect(s). One example of this could be human trafficking, where some of the most vulnerable people are recruited, moved and harboured for the purpose of exploitation, often under threats of use of force, fraudulent schemes, deception or abuse of power. In this case it is far safer to monitor the suspect’s journey at a safe distance so as not to cause the driver to change their behaviour. This behaviour could mean the difference between persons being found safe or coming to harm. 

Criminals have also found the ability to clone number plates via illegal suppliers or by stealing them off the vehicle itself. This can allow criminals to commit offences in multiple vehicles, across different locations, often miles away from the registered keeper’s address and using an innocent person’s details. Cloned plates are often linked to organised crime groups who, as noted previously, will involve multiple people working in a co-ordinated manner for financial gain, not considering the impact to the victim. 

These groups will often use vehicles that roughly match the original vehicle that the plate is registered, sometimes because the vehicle has been posted onto Social Media and the criminals are able to clearly see the make, model, colour and style etc. and copy it, however there may be some subtle differences with the vehicle used that may raise concerns to officers if spotted. These differences could be a newer number plate on an older vehicle, the specification of the vehicle itself, such as trim levels, or the driver themselves. If for example the register owner is a female and there are no other authorised drivers, it would raise suspicion to see a male within the driver’s seat. Often though, if officers do not have the availability of ANPR in their police vehicles and their manner of driving is such as to not cause concern, these criminal vehicles will often go unnoticed driving past them if their manner of driving does not cause any concern. Suspect vehicle can therefore be lost and potential criminal activity goes unpunished. 

As a result, intelligence on these vehicles is key to ensuring the right people are caught, dealt with and in many cases, prosecuted. It also means that vehicles can be checked whilst officers are out on routine patrol without raising suspicion and allows officers to use their own discretion should they wish to pull a vehicle over to perform any searches. Officers have multiple powers to allow the stopping and searching of a vehicle such as S.163 Road Traffic Act 1988, S.4 Police and Criminal Evidence Act 1984. 
Officers do not wish to put themselves or members of the public at risk if they do not have to, so it is crucial that officers are aware of the nature of the occupant(s). Anything found within these searches, regarding the vehicle or the occupants can then be noted, added to intelligence and a bigger picture created for other officers to utilise.  

To aid the development of this intelligence, the police force are able to use a wide range of technology such as vehicle tracking, roadside fingerprinting, facial recognition and average speed safety cameras. 
One other form of technology which is used is Automatic Number Plate Recognition (ANPR). ANPR can be used to help detect, deter and disrupt crime by automatically reading a vehicle’s registration mark (or VRM) by taking a picture of the number plate and running it through an optical character recognition (OCR) software. This VRM is then compared against database records and provided back to the officer in seconds. 
The system is able to provide time, date and location via GPS coordinates of the capture, as well as a digitalised picture of the number plate, allowing officers to track a vehicle in real time over vast distances. Also, with advancements in technology, certain cameras utilise infrared technology allowing them to function over a 24-hour period. 

ANPR provides a quick and effective means of identifying vehicles that might otherwise not be identified due to their nature of driving, style of vehicle or potential lack of resources, with officers being tied up at jobs and therefore not able to have a presence on the road networks. 
ANPR provides a greater impact by the police on addressing criminal use of vehicles and has proved most effective on high volume roads such as motorways, which may often lead to or away from crime hotspots. 
As noted above, criminals are no longer remaining within their own postcodes and are instead finding new routes and locations far from their previous offences. In these new places, these criminals may not be known to local forces and can remain under the radar long after the crime is committed. 

ANPR also has the ability to read several thousand different number plates over a single hour period and is multi-versatile in its ability to be not just statically mounted, but also mobile, such as in a roads policing unit vehicle. This allows vehicles to be checked even in the most remote of places, where static mounted systems may not be available due to space, visibility, cost etc. 

One benefit of this system is in the tracking of a vehicle that is involved within higher levels of criminality, such as organised crime, avoiding the need for uniformed officers to be in close proximity to the vehicle, risking their own safety or the safety of members of the public. If seen, drivers may change their behaviour or deviate from their intended destination. This allows officers, as noted above, to build up intelligence regarding routes, vehicles, drivers, times and direction of journeys, allowing officers and specialised units to put a stop to criminality at the source before key evidence could be lost or tampered with. 

This level of Number Plate Recognition can be done on a local, regional or even national level when required and is able to work across multiple law enforcement agencies (LEAs) across all sectors of the UK, meaning that information, intelligence and evidence can be collected to allow potential lines of enquiry. 
Prior to this, once on a motorway out of force area, criminals involved in county lines (as an example) could remain almost untraced. Should the criminals behave in a way that does not cause suspicion, police action would end up being reactive to events, as opposed to proactive. 

One potential drawback with a fixed ANPR camera system on a motorway however, is that criminals may memorise the placement of the camera and therefore change their route to account for this. Local knowledge of alternate routes by officers may aid in counter-acting this behaviour. 
The greater presence that officers can present on UK road networks, the less inclined suspects may be to utilise their vehicles in criminality. Disruption of just a few days to a county lines or organised crime group could massively impact their sales and therefore their hold over an area.  

Also, it should be noted that ANPR data can be used in combination with other sources of information, such as CCTV, witness statements, phone records, financial data and intelligence reports to progress investigation, prove an offence and permit the arrest of an individual. 
It also helps to further develop the placement of ANPR resources to ensure the most efficient and effective use of the data collected, as any data obtained must allow accurate and current intelligence to be created. This can be used for not only intelligence, but also analysis and post-incident investigation or to create specific lines of enquiry. 

In essence, ANPR offers officers both within the control room and out on mobile patrol an easily searchable system, providing accurate GPS data, which can be used at a moment’s notice to monitor multiple vehicles simultaneously if required, often in locations where large static cameras would not be viable. ANPR can also be used both reactively and proactively. 
Reactively following the discovery of a crime and uncovering evidence to identify suspects. Proactively following intelligence analysis which identifies a particular individual or group. 

However, ANPR does of course have its limitations when faced with elements out of its control such as poor weather or poor lighting, obscured or dirty number plates or those placed on dashboards and even the speed of the vehicle which may cause blurry images. 

ANPR can be used to build a picture of journeys of a vehicle and determine which routes are used routinely, and which routes could be used in connection to criminality. Police vehicles can be alerted real time and, as discussed previously, as long as officers are available, these suspect vehicles can be intercepted and stopped safely. 
ANPR is used to supplement the officer’s own skills by providing a quick and effective means of identifying vehicles that would otherwise not be identified. ANPR does not and should not ever replace proper enquiries by officers. 












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 
 
 
 Giving evidence as a police officer including Officer in Case.
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 


Understanding the differences and rules of hearsay evidence and opinion. 

	SKILLS 
 

Assessing existing evidence and undertaking research with regards to Evidence Based Policing. 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 


Research the different methods of assessing evidence. 

	EXPERIENCE 
 
 
Effectively utilising all 3 parts of the caution: 
“When”
“Now”
“Restricted”
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 


By utilising the caution, understand how the use and exercise of powers should be consistent with the Human Rights Act ’98, Police and Criminal Evidence Act ’84 and the associated codes of practice. 
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