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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:

The following paper will look at teams working together within an organisation. It will cover examples of team dynamic models, what can lead to a team’s success and what can contribute to their failure through looking at why inter-personal conflict can occur and what can be done to improve the performance of individuals and the team as a whole. 

Finally the paper will look at how team dynamics within the police force can result in failings to comply with professional standard. 

Firstly thought a brief understanding of what team cohesion is and why it is important. 
Team cohesion is the strength and extent of interpersonal connection existing among the members of a group. It is this interpersonal bond that causes member to participate readily and remain motivated to accomplish the set goals. Team cohesion is important as the success of the team depends on how well they work together. There are various aspects that will stop a team from working well together and throughout the paper I will look at some of those reason further on. I will also look at the steps that can be taken to limit the impact poor team cohesion has on a team and how to improve how a team works together.

To understand team cohesion and how to achieve it, it is important to understand how team dynamics works. 

Understanding team dynamics is important for leaders and organisations as it allows them to understand how effective a team can be in success or how to make changes to a team that will lead to success. 
Team dynamics are often seen as what influences a team’s direction, purpose and performance. The dynamics of a team are created by the teams work, the personalities within the team, the working relationship of the people included in the team and the environment in which the team are working. 
If a team dynamic are working in the team’s favour, the result can be good, for example, the overall performance of the team can be better and the team can obtain best results as a whole and for individual members of the team. 

However if the dynamics are working against the team, the result can be bad, causing the team to underperform, become demotivated and cause conflict amongst the team. 

During researching the topic of team dynamics I have concentrated on two models. These models are called the Fundamental Interpersonal Relations Orientation (FIRO) which was developed by Dr Schutz in 1958 and the Tuckman Model developed by Bruce Tuckman in 1965.

The Tuckman Model developed by Bruce Tuckman in 1965 states that a team will progress through four stages while on their way to becoming an effective team. These stages are, forming, storming, norming and performing. Tuckman stated that all these stages are necessary and are inevitable in order for a team to grow, face challenges and deliver results. 

Forming – the forming stage of the model is early on in the team’s development. The team members have high expectations and are excited for what is to come. At this point there is a higher input from leaders. Leaders are seen to be directing supporting and guiding the team. Team members are individuals and have concerns over their involvement, where they fit and how they can best contribute. Individuals are also reserved in showing their true selves, they are overly polite as not enough time has passed for the person to be comfortable to show their true selves. As a result, as the demands increase, the possibility of conflict increased. It is the leader’s responsibility to manage the conflict as it can take energy away from the team’s goal. 

Storming – the storming stage is where a team start to communicate their feelings, however still see themselves as individuals. At this point the team have a better understanding of their purpose. Many see the storming stage as the point that sees most conflict amongst the team. This is due to the fact that individuals become more vocal and operating styles are more obvious. At this stage there is also conflict avoidance, which sees leaders and team members chose to ignore the conflict. This can lead to future issues. However if handled correctly, conflict can allow for innovation and forward moving. 

Norming – the norming stage is were individuals start to feel part of the team, they realise that by working as a team and accepting views of others they can achieve more. Offering and receiving feedback is valuable and can help develop confidence. The team see conversations develop and responsibilities shared. You will also see a shift from a leader driven team to a team that is self-driven. At this point the leader will take less of an active role. 

Performing – the performing stage sees collaboration turn into an integral part of the team’s strength. The role of leader is less obvious and is shared more among the team. There is a sense of confidence and positivity amongst the team. Along with the team essentially trusting in each other.

The FIRO theory on the other hand looks more at the individual and their own self-awareness that allows them to for an effective member of the team. The FIRO theory identifies three basic needs that all humans share. These being the need to feel significant, competent and likable, which are expressed over three levels of human interaction, which are, behaviour, feelings and self-concept and within each level there are three main areas of human concern, inclusion, control and openness.

A Brief Summary of FIRO Theory by Celeste Blackman, BCon WSA International, Inc. summaries the FIRO theory as the following – Self-concept drives feelings, feelings drive behaviour, and behaviours drives results.  

The paper goes on to suggest that the FIRO theory provides the foundation for understanding how to develop sustainable, high-trusting relationships. Which when applied to working within a team of an organisation is key to success. The paper suggests that, knowing and managing your own self-esteem helps you appreciate and respect other, which allows you to learn and flex your style to accommodate others. 

There are many different ways to develop team cohesion and some of these include – 
· Value everyone’s contribution – it is said that teams will experience greater success by drawing from the expertise of each team member. For example some team members have a strong technical expertise while other team members have a better administrative background.
· Resolve conflicts within the group – conflicts within a team are inevitable, how they are dealt with and how they are perceived can help develop the team cohesion further. Constructive conflict that develop among team members can be seen as an indication of a healthy group, where the group are comfortable to challenge each other. However no team member should be made to feel that they have to agree to something to avoid upsetting the team. They should be made to feel confident to voice their own opinions on a matter. 
However where conflict arises which are not relevant to the task at hand, a manager needs to step in and work for a solution.
· Goal setting – is vitally important for any team, it will ensure that everyone involved in the team is working towards the same objective. Goal setting can help towards a team become more productive and achieve their end goal quicker and with greater results. 
· Role Clarification – a team who do not know their direction or role are a team that are likely to fail. Having conversations within the team or at a management level with individuals to set out their roles in the team can help focus that person and the team as a whole. Consideration needs to be given to the person’s skills and experiences when distributing duties to individuals. A leader or a team need to understand that to obtain the best results, the team’s skills as a whole need to be utilised. Consideration should also be given to the development of the team and the individuals involved. For example when discussing the roles within a team, it could be counterproductive to simply give the role exclusively to the person who has the skills or experience. If a leader takes the time to identify if any other team members have an active interest in that role and would like to develop their skills, the leader could make adjustments to include that team member in that specific role. This would improve the self-worth of that person and improve overall performance and input.
· Team meetings / Feedback – feedback is a vitally important task to carry out from time to time. As a leader it allows you to gauge your effectiveness as a leader and how invested your team are. It also gives a leader the opportunity to provide the team with feedback on all aspects of their work and involvement. Feedback needs to be constructive and developmental as well as positive. Giving and receiving feedback needs to be taken with care as it can be seen in a negative light by members of the team if not managed correctly. Team meetings also allows for the team to have a stage to discuss in a group their needs, concerns and expectations. It can also be used to tie in with the goal setting phase of developing a team. It can allow a leader time to set out the goals and objectives, but it can also give the leader opportunity to understand the team’s feelings on the required goal and can allow for the team to be involved in the goal setting stage. 
· Take time to understand your own emotional intelligence (betari’s box) – as an individual looking to build team cohesion within a well-established team which I am a new member of, I can take time to consider my own emotional intelligence. Emotional intelligence helps a person look at their, self-awareness, social awareness, and self-management and social skills. It could allow me to empathise with members of the team and allow me to be aware of my self-worth and give me the confidence in my ability, or the confidence to ask for support from the team

On the other hand it is important to understand why teams fail. Here are some of the examples of why teams fail.
· Purpose unknown – this ties into the leadership of the team. The leader needs to be clear early on what the goal of the team is and how they are going to achieve that goal. Without a purpose the team have nothing to work towards and are therefore ineffective. 
· No leadership – if a team do not know what their purpose or goal is, then they have nothing to work towards. This comes down to the leadership of the team. If you have a strong leader who sets out goals and expectations early on and who also keeps close focus on that goal and hold the team accountable to achieving that goal, the theory is that the team will overall achieve and perform. The leader also has a vital part to play in bringing the team together through valuing the team’s ideas and inputs. A leader who adopts a “my way or the highway” mentality runs the risk of switching the team of to the end goal and they will feel undervalued if their opinions and views are not taken into consideration. 
· Inconsistent members of the team – this can cover a large spectrum of traits that a person displays which cause for a team to fail. Poor time keeping, working in isolation, a negative attitude are some of the traits that a persons can display that would have a negative impact on the rest of the team. 
· Backstabbing – understanding that having a good team relationship if extremely important and that it is the key to a successful team, it is also important to appreciate that not all teams will “get on” 100% of the time. However if you have a constant issue with “backstabbing” the team will most certainly always fail. It will leave the team feeling as if it cannot trust each other and it will cast doubt on the ability of the leader to control team. 

Fairness and respect
(Blader and Tyler 2003; Tyler and Blader 2009) suggested that organisational justice has a positive impact on employees as it helps them to identify with the organisation. When an employee experiences fairness and respect in the work place it reinforces their status and worth within the organisation. This is linked back into helping foster a greater sense of inclusion and pride in the wider work group as well as a better attachment to the group. Simply put if an individual is treated with fairness and respect they are more likely to be invested in the group they are working with and working towards the goal that group is set. 

I will go on to look at how being treated unfairly can have a negative impact on a team next.  

Effecting team dynamics in the police force can come down to unfairness. According to the paper Fair cop 2: organisational justice, behaviour and ethical policing evidence suggests that officers who feel like they have been treated unfairly tend to become disengaged from the force, they see less value in delivering a quality service and become more cynical in the views and as a result become less committed to ethical policing. 

An example of this – a new member of the team is working with an established member of the team who over years believes they have been treated unfairly and therefore has become disengaged in delivering on their tasks. As a team they are asked to conduct arrest enquiries for an outstanding suspect. It is early hours of the morning and the established member of the team does not want to arrest anyone due to wanting to finish on time. Instead they drive to the address and the established member of the team tells the new member of the team, “We will just sit here a moment and wont knock”.

When they return to the station and the supervisor asks if they knocked at the address the established member of the team informs the supervisor that they had and there was no answer, the new member of the team feels they have no other option other than to go along with what was said. In the eye of the new member of the team they have not acted with honesty and integrity. However did not feel comfortable with challenging and reporting improper conduct. And has therefore broken two of the policing principles. 


The above example can fit into the policing principle of Challenging and reporting improper conduct. 
When considering how team dynamics can result in failings to comply with professional standards I gave consideration to challenging and reporting improper conduct, one of the 10 standards of professional behaviour which was highlighted in the example above. The college of policing states that officers are to report, challenge or take action against the conduct of colleagues which has fallen below the standards of professional behaviour. 

As a new member of a well-established team, integration was always going to be difficult for myself. I had various concerns regarding challenging improper behaviour. As a new member of a team you look to be accepted early on. You worry about the team not including you or liking you. Mixed in with these concerns are the added fact that you will be working with people who you have never worked with before and who have their own style of working. 

Thinking about this and how “their own style of working” might not necessarily be correct and could be seen to fall into improper conduct. Also giving consideration into what a well unified team find acceptable to what you find acceptable may be differ.

As a new member of a team challenging improper behaviour can be extremely difficult. As I could have a detrimental effect on your place in the team. However as a police officer you are duty bound to uphold the standard of professional behaviour. Thinking back to the Tuckman 1965 model it would be important to settling into the storming stage early on, as this would give you the confidence to speak about concerns you have if you were to experience improper behaviour. 

In conclusion as an individual it is important to understand your own self-worth and understand your limits. This will help integrate you into a team. Look to ask for support and offer support were you can. Be open an honest with those in your team as they will be able to tell when you are not. These are key in developing a successful team. 

Word Count - 2772
















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:

While on duty I was notified of an emergency response call where the victim had stated that two persons known to them had attended at their address, they had been verbally abusive towards the victim and had kicked the victim’s front door causing damage to the lower panel. 

The victim in the incident was a transgender female and felt that the incident was fuelled by this fact as she lived in a small town where she felt she was being discriminated against. 

On route the call I gave consideration to the actions that I would have to carry out at the scene. I reviewed on my mobile device previous incidents that the victim had reported as to build a picture of victim and the issues that they were facing. 

Reviewing briefly previous occurrences allowed me to understand the victim’s situation and the fact that the victim could be identified as a repeat victim of anti-social behaviour due to the number of previous incidents. 

I also considered the victim as an individual and how I could ensure that I spoke appropriately to them. 

Whilst at the address it was important to give the victim time to speak freely about the incident. It was important that the victim did not feel rushed and that they felt they were being listened to. Letting the victim do this also gave me time to process what I was being told and start to identify the different courses of action that I could consider. 

Letting the victim tell me about the incident also gave me a better idea of how it was effecting them. With the emotional stress clear when they spoke. 

Once the victim explained what had happened and I had gathered the relevant evidence and accounts from witnesses at the scene I asked the victim what they wanted us to do for them. From experience this helps the victim feel more empowered and involved in the process.
I have then attended the address where the suspect was supposedly residing at. The suspect was located and arrested on suspicion of criminal damage. 

From a policing perspective the police response to the incident and the appropriateness of the approach was guided by the victim, as we as a force are victim led. It was clear that the victim wanted to take positive action on this instance. 

The different approaches that I could have considered at the time where, to discuss restorative justice with the victim, to speak to the offender and request they attend the police station on a voluntary basis to be questioned regarding the incident and finally to arrest the suspect in order to protect the vulnerable and investigate the matter. 

Considering restorative justice would have been less intrusive to the victim in terms of the court process and the strain put on the victim having to go to court and provide evidence if the matter required. The suspect would have a record on the police system and would have admitted to the crime committed. Restorative justice is seen as an out of court disposal method which supports the victim and helps the suspect see the bigger picture of the consequences of their actions and the effect it has on the victim. 

Voluntary attendance for an interview lets the suspect know that they need to answer for the allegation. It does not place the person under arrest so therefore is a less forceful way of progressing the investigation. However it can leave the victim open to further persecution and allows the suspect to tamper with evidence relating to the matter. 

Arresting the suspect is, in modern day policing seen as the final resort. In this incident however I felt it would be proportionate as the suspect and victim were living approximately three doors away from each other and there was still an element of harm involved, either from further actions by the suspect or a retaliation by the victim. Arresting the suspect also allowed for me to seize evidence relating to the incident. 

The outcome for the victim was also satisfactory. Having explained the restorative justice approach to the victim it was clear that they would not support the method. They felt that it was too lenient and that it would not solve the issue. They were prepared to go to court if the matter needed as they felt strongly about their right not to be victimised for their choices. 

Following on from the incident the additional support that would and could be offered to the victim is crucial. It helps the victim move forward from the incident and helps them feel empowered. The level of support can be determined by the victim themselves. For example in this incident I made the community safety team aware of the incident which triggered a call from the hate crime team who were able to offer the victim additional support. I also made a referral to the victim focus department who would also contact the victim and offer additional support. Putting actions like this in place helps the victim know that once the incident has been dealt with, they are not forgotten about. 

The next step in supporting a victim is the time after an incident has occurred. As mentioned above it is important that the victim does not feel like they have been forgotten about. There are a number of things that can be done following on from an incident. 

Police watch packages can be put in place, which tasks local neighbourhood officers, often PCSO’s. Police watch packages are put in place to ensure there is ongoing contact with a victim. It shows the victim that they are still important to the force and that the force are there if they are needed. 

There are a number of websites and agencies that a victim can be directed towards as well. The national crime agency have a website which offers support and information for victims of crime. 

As an officer I was also able to submit a public protection notification form. Which informs partner agencies of incidents and the details of those involved. This allows these partner agencies to support the victim in ways that the police cannot, for example where a referral to the housing association could support the victim by offering an alternative location or offering security advice for their house.  

Moving forward from the incident does not only mean supporting the victim. Ensuring that the suspect does not reoffend can often have a massive impact. The average cost to the UK caused by re-offending is between £7 million and £10 million with 39.2% of juvenile offenders re-offending. Supporting the offender to not re-offend can be achieved in many different ways. In this example a referral to a youth offending team would have helped. Youth offending teams are run by local authorities and look to bring together and coordinate a multi-agency approach. It is aimed to support the offender through education, employment, mentoring along with other methods. 
In this example where the offender was aged 17. The use of the governments CAPRICORN framework could be a good example of how to stop reoffending. The framework looks to offer support at an individual, family and community level. It aims to give the best start in life by promoting a stable environment and addressing the root causes for offending.  

In conclusion I feel that the incident at the time and with the level of experience I had at the time was handled well from a process perspective. From receiving the initial report, understanding the officer outlined, speaking to the victim and obtaining the details, carrying out the arrest and finally completing the package of evidence for the investigation to progress. 

Having written this paper now with the further experience that I have gained, the only stage that I may have changed out have been the arresting of the suspect. Given the age of the offender and the fact that it was late at night and there was little risk of there being a repeat incident that night I feel that the arrest may not have been proportionate.
If I were to be faced with a similar incident in the future given similar circumstances, I would look to utilise a voluntary attendance by the suspect to be interviewed at a police station at a later date. Again this would be dependent on the situation and people involved at the time.

Word Count - 1369





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:  G Williams _ (Learner – electronic signature accepted.) 
 
Date: 20/08/2020 


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:

The following paper will look at how information and intelligence is used to disrupt more prevalent organised crime through the effective use of the roads policing unit. The paper will look at the difference between information and intelligence, what intelligence-led policing is and how it is used in modern day policing. Moving on then to what the roads policing unit of a police force entails and how they use intelligence-led policing and the use of automatic number plate recognition (ANPR) to proactively disturb and disrupt organised crime. 

What is information / intelligence, what the difference is and how the police use both?

Information is often seen as the life line of policing and can come from a number of sources. For example a member of the public phoning into the control room to report an incident is seen as information. Information in policing context is collected overtly and must be for a legitimate policing purpose. 

Intelligence is a processed piece of information, it can be seen as information that has been converted into state that can allow the police to act. 

Information that has been developed into intelligence can go on to help formulate action plans and policies to support action. Intelligence can be seen as the evidence needed to take action against individuals, groups or addressed as an example. 

Intelligence can help identify trends in criminality and can assist forces deploying their resources accordingly. Further on in the paper I will look at this more in depth as it is key to intelligence-led policing. 

Intelligence is sometimes obtained covertly through surveillance for example. 

The need for intelligence!

The evolution of crime and criminality has seen that criminals are much more mobile of late, with criminals traveling from their local area to neighbouring arears to commit offences. 

What is intelligence led policing?

Intelligence-led policing was introduced into police forces in the UK in the 1990s and was seen as a new model of policing. Intelligence-led policing within the policing model is were intelligence from a number of different agencies is polled with the direct intention to disrupt, disable and undermine criminal behaviour (Stelfox, 2008, in Newburn and Neyroud 2008)

(Ratcliffe 2008) stated that intelligence-led policing should be seen as a business model and managerial philosophy where data analysis and crime intelligence are pivotal to an objective.

(Thornton 2007) claims that the concept of intelligence-led policing underpins all aspects of policing, from neighbourhood policing to the investigation of serious and organised crime. 

Intelligence-led policing from the outset was a crime-focused model of policing which was focused on tackling crime through detection and disruption. Intelligence-led policing works from the principle idea that crime and criminality can be understood at some level in terms of the persons involved in the crime and that patterns and trends can be identified. 

Intelligence-led policing is seen as a proactive approach to policing instead of a reactive approach such as the approach of a response officer. The logic of intelligence-led policing was that the majority of crimes were committed by the minority of individuals. Through this logic it was thought that through resources such as paid informants the minority could be identified and subsequently targeted, then through detection and prosecution be removed from criminality. 

Through the use of intelligence-led policing, forces were able to identify patters of crimes, which allowed them to link crimes together. It is an important feature of intelligence-led policing as it allows police forces to deploy their resources more effectively. Forces working with partner agencies help improve the success of intelligence led policing by sharing intelligence. The multi-agency approach can further ensure that resources are deployed accordingly. 

What is roads policing?

Roads policing unit officers are responsible for main motorways and large roads throughout their force area, they are tasked with casualty reduction, counter-terrorism, denying criminals the use of the roads along with other responsibilities.

Examples of criminality involving roads policing. 

With the change in the behaviours of criminals and the advanced road network at their disposal, roads policing units are dealing with a larger variety of crimes. Over the last few years the increase in the movement of drugs from larger cities to smaller towns and villages has become more prevalent, known as county lines, it is one example of the challenges facing the road policing unit. 

Another example which in the past few years has been relevant to South-Wales police force is the use of stolen vehicles to commit crime. Were a vehicle is stolen, driven to a location to commit an offence such as burglary and is then used to make good the perpetrators escape. 

What is ANPR and how is it used?

Automatic number plate recognition is technology that uses optical character recognition on images of vehicles to read the registration plates and is aimed to create vehicle location data. The Home Office states that the use of automatic number plate recognition assists police forces to detect and disrupt criminality, organised crime gangs and terrorism. 

There are over 11,000 ANPR cameras on the roads of the UK, which 50 million “reads” per day to the national ANPR system.

A basic view of how the automatic number plate recognition system works is, the ANPR camera takes a picture of a vehicle traveling on the road, the photo is then electronically cross referenced to the databases used by police forces, for example the police national computer, PNC. If for example the owner of the car is wanted by police, the ANPR system creates a ‘hit’ on the vehicle and sends the information to the police national computer. The information is passed to the police force almost instantly and can allow the force the opportunity intercept the vehicle and effect the arrest. 
ANPR can be used to build intelligence on the movements of a known criminal through the use of their car. As discussed earlier intelligence-led policing looks to build trends and patterns in the movements of criminals which can help better deploy resources. The ANPR system allows users to flag a registration for example. The database then builds intelligence on the movements of that registration over time. So a force will know for example that on Monday at 08:00hrs the car will travel along a certain stretch of road, take a certain exit and allows the force to build a map of the cars likely route. Once the intelligence has been build the roads policing team are able to deploy resources to that area on a given day at a given time to proactively stop and search the vehicle. 

Kent police force have taken the lead in developing intelligent policing automatic number plate recognition (IP ANPR). It looks to use ANPR as a strategic and tactical assessment tool as a means to identify and target hotspots, trends and nominal. 

Police.UK state that ANPR is used to help detect, deter and disrupt criminality at a local, force and national level, including tackling travelling criminals, organised crime groups and terrorists. ANPR provides lines of enquiries and evidence in the investigation of crime and is used by LEA throughout England, Wales, Scotland and Northern Ireland. 

Examples of roads policing operations.

More recently Suffolk police force have created a unit of roads policing officers working under the title “Operation Sentinel” where the team conduct a front foot approach to disrupting organised crime. The team look to utilise policing tactics along with the use of ANPR to identify and intercept criminals. The team’s goal was not traffic enforcement, rather to targets and disrupt drug dealing, human trafficking and exploitation and gangs involved in criminality that were using the road network.

https://www.dailypost.co.uk/news/north-wales-news/police-find-substantial-amount-drugs-18235957

The above news article highlighted how the road policing unit ‘swooped’ in on a car involved in county lines and as a result seized a large quantity of drugs. This is a good example of how a pre-planned operation based on intelligence-led policing has had a good result. 

Failings of ANPR use by the police. 

With any system or process there are sometimes failings and flaws. In October of 2009 the ANPR system used by the County of Durham police force registered ‘hits’ on a vehicle registered to a known sex offender, who was outstanding as wanted by police for a number of offences including being in breach his sex offender registration and arson. These ‘hits’ where registered on the ANPR system between the 23rd of October and the 26th of October counting a total of 16 ‘hits’. The vehicle was eventually stopped and the driver, Peter Chapman, was arrested for the outstanding offences. During interview Chapman disclosed to officers that he had killed a young girl on the 25th of October 2009. 
The independent police complaints commission highlighted what they described as ‘serious flaws’ in the ANPR system. Stating that the quality of data being passed by the ANPR system will vary greatly, where the system is being over loaded and over used for minor issues and the more prevalent or serious issues being overlooked. The investigation looked to stress the importance of effective management of the monitoring of the database. 

Another example of a poor use of ANPR data which resulted in the death of 16 year old Hayley Adamson. While on patrol a vehicle traveling in the opposite direction activated the on board ANPR camera of a roads policing vehicle. The officer without checking the data correctly quickly performed a U-turn and started to purse the vehicle. The traffic officer had lost sight of the vehicle and increased his speed to 93 miles per hour in a residential area when Hayley Adamson was crossing the road. The traffic officer struck Hayley killing her instantly. The data on the vehicle that the traffic officer was pursing was found to be out of date and referred to the previous owner. 

The IPCC’s investigation into the incident recommended that the force should look at how information is held on the database and that the information remains relevant and up to date. It also recommended that there is guidance for officers to assist in making informed decisions on how to best respond to an ANPR activation. 

The Benefits of ANPR

Police forces around the UK believe that access to the information provided by the ANPR systems enables them to identify suspected offenders and vulnerable people more efficiently. With the changing of crime and the ever increasing demand on police forces and the need to produce more with fewer resources, police forces see the use of ANPR as an aid in increasing the efficiency of the policing teams in crime prevention. Police forces also state that the use of ANPR can lead to early resolution of serious cases and can help to reduce costs. 

A report by the Association of chief police officers – the police use of Automatic number plate recognition lists three principal benefits of the police using ANPR. These are – 
1. Increase the information and intelligence available to identify criminals,
2. Enable the police to deploy resources to respond to vehicles of interest in real time,
3. Improve investigations after crimes have been committed. #
As discussed previously the report highlights the benefits of ANPR for information and intelligence, stating that they can combat crimes within police force areas and table those affecting more than one force. 

The report also recognises the need for the information to be used in a proportionate and responsible manner with effective safeguarding in place. This is key to ensure public confidence in the system as the system has the potential to hold billions of bits of data on the public where the majority of the information held is on innocent law abiding members of the public. 

To conclude the effective use of information and intelligence which adds to intelligence led policing, allows police forces to better utilise their officers and resources to deter and disrupt criminal activity. The use of roads policing and the effective use of the national ANPR system allows for officers to be deployed and respond to incidents, almost instantly due to the speed to the technology being used.
The important factor to remember for forces is that the data be used correctly and that the more serious of incidents be prioritised over the minor offences or incidents. This was highlighted earlier where the traffic officer pursued a vehicle that activated an ANPR system resulting in the death of a pedestrian. The data was later found to be out of date and irrelevant.  
It is also important to remember that ANPR is not only used to detect and disrupt crime. ANPR can be used to help vulnerable people. It can be used to trace the movements of a suicidal person and as mentioned above can assist officers to locate the person before it is too late. 
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Task 5
Personal Study programme / Individual Learning Plan 
 
 
The first learning outcome identified in the accompanying module descriptor (BMPP 6001D) asks that you formulate and implement a personal study programme to further enhance the development of your professional police practice. A template has been added for an ‘Individual Learning Plan’ that you can use for this task.  
 
This task differs from the PDP that you have completed in your previous workbook in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
2500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 5000 words equivalent total for component 2. 
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7






5 
	High 
8-10 
	 I feel that I need to develop in my application of knowledge and my overall confidence to use by existing knowledge. 
I feel that more attention to the detail of laws and legislations will come with time and through extra study which the degree course will allow me to do. 
For my own development I look to study the context of calls that I respond to and try and identify the points to prove and the possible offences that are being committed. I then check these before arriving at the incident. 
I also give consideration to what I have done in the past at incidents and what I can implement at each call. 

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 





6
	High 
8-10 
	Statement writing – looking at the detail needed and the detail I actually put into a statement is key. I ask that other officers have a quick check over my statements to ensure they read correctly and that they cover all the points. 
Communication – learning what to say and what not to say to victims/suspects to get the best reaction out of them. 

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 





7
	High 
8-10 
	 Not being led by others as to what calls I attend, having the confidence to answer the radio when they are requesting units attend calls. 
Also when there are calls to attend make sure that if there is a call that I have not had a great deal of experience with or I feel I need development in, making sure that I attend that call. 
I feel that I have had a good exposure to a wide variety of calls to date.  
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