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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

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

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


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



ANSWER:

During this essay I will be reflecting on the impact of organisation culture within policing on wellbeing and resilience. I will then reflect on the impact this has had on me personally since I have achieved independent patrol status.

The College of Policing highlights the importance of a positive culture within policing and encourages chief officers to build trust with the public. It states, “They should take steps to ensure that all police contact with colleagues, partners and the public seeks to build trust and is consistent with procedural justice.” (College of Policing. 2021)

There are several key elements to this, which includes treating people fairly, with dignity and respect, giving people chance to express their views and opinions and being open and honest. (College of Policing. 2021) These elements are crucial to building relationships with police and the public. 

Policing is a unique and challenging role which requires a lot of resilience from officers. 
NHS (2021) defines resilience as, “our bounce-back ability in the face of difficulty or challenges. Resilience is the ability to adapt and grow following adversity.”
This can often be difficult in a policing role. This can be due to a number of factors such as long hours, change within the team/workplace, busy workloads, coping with stress and attending traumatic incidents.  This can make Police officers a higher risk to be suffering with mental health issues.

The Police Federation (2017) discusses how mental health for serving Police Officers is becoming an increasing concern. They state, “Resilience in the service is at an all time low and officers are being out under inordinate amounts of pressure which is taking it’s toll on their health and wellbeing.” This is believed to be because of recent policing cuts, meaning Police Officers are now being stretched further and more is expected of them on limited resources. 

In 2017, the Police Federation launched the ‘9 Point Stress Plan.’ The aim of this is to help prioritise the mental health of officers and improve their wellbeing. This template is broken down into 9 separate points. I will now discuss these points. 

The first point is, the organisation will sign up to the College of Policing and the National Police Chiefs Council’s workplace wellbeing framework, ‘Oscar Kilo’, ensuring there is commitment from all levels within the service. This framework encourages all levels of the organisation to follow and address wellbeing in the workplace. 

The second point discusses how all staff within the organisation will have the knowledge or awareness of the Health and Safety Executive’s ‘Stress Management Standards.’ These standards highlight the importance of managers making a commitment to a risk-assessment approach to wellbeing and stress within the workplace. 

Point 3 highlights the importance of identifying and understanding the sources of stress within the organisation and how these impact on its officers and staff members. 

The fourth point states, “There will be effective measures to share sickness data.” This point stresses the importance of early detection of issues officers may be facing and providing support. 

Point 5 discusses how Federation officers should have regular access to Chief officers so there can be discussions regarding issues with officer welfare within the organisation.

The sixth point highlights the importance of breaking down the stigma of stress. It recognises that early recognition of issues is the key to being able to provide support for officers and suggests that ‘champions’ are appointed to provide relevant help and support to those who may need it. 

Point 7 is “Ensure suitable training and empowerment of first line supervisors, managers and HR managers.” This point also highlights that 70% of line managers have not had any training in the identification and support in wellbeing matters. This is a staggering figure seeing as supervisors are likely to notice changes and issues within their staff members. This could be key to early recognition and providing support. 

The eighth point discusses how the organisation will need to provide suitable welfare support for officers. It states there should be funded and easily accessible schemes to provide support for those who require it.

The final point is, “The Police Federation will identify and train suitable advocates to support officers.”  These officers will be able to signpost officers to the relevant help and support and help to support officers through any absence management process’. 


Now I have researched the importance of welfare, wellbeing and resilience of within the organisation, I will now discuss how organisational culture has impacted me personally since achieving independent patrol status. During my initial 6 months of training and tutorship phase, I was initially using exercise as a tool to help minimise stress and improve wellbeing. However, I have found this harder to use since achieving independent patrol status. This is due to the ongoing changes within the workplace, such as tiredness linked to shift work and keeping up with the demand of workloads and increasingly low shift numbers.

Due to this I have had to use other methods to cope with stress and build resilience. During this time, I have relied heavily on my team. I have found that having a positive relationship with those on my team has allowed me to discuss any issues I may be having and helps me to deal with traumatic incidents which I have attended. This in turn has helped to minimise stress, built resilience and improve wellbeing as a whole.

The importance of having strong team connections is discussed by Mind Tools (2018). It highlights that the stronger a team connection and the more comfortable co-workers feel around each other, the more confident they will feel when it comes to voicing their opinions and feelings on certain topics. I find this highly important in a policing role as I feel this has helped me personally to discuss things with those on my team, rather than dwelling on things that may have gone wrong or not as planned. I find that being part of a strong team with a close relationship has helped me build resilience and made me more confident within my role. 

I will now discuss the risks of conforming to organisation culture. As a new police officer joining a team of officers who have been in the organisation for several years, it may be difficult to challenge certain behaviours that may be observed. New officers can often learn bad behaviours from more experienced officers or be unwilling to challenge these behaviours due to the fear of being excluded from the team. This can lead to the new officer submitting to peer pressure. 

Due to this, it can also be difficult for officers to retain personal values whilst also remaining impartial and professional. Officers need to remember that they are bound by the Code Of Ethics and they are required to adhere to this at all times. The Code of ethics reminds officers of the standards of behaviour that is always required of them and allows for a uniform ‘gold standard’ approach to professional policing.

In conclusion, During this essay I have defined resilience and discussed the importance of this in a policing role. I have identified the strategies I have used to cope with stress and improve wellbeing and reflected on how this has changed since I have achieved independent patrol status. I have also reflected on the impact of organisation culture within policing on my wellbeing and resilience and discussed the risks of conforming to organisation culture.
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Task 2

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

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

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

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





ANSWER:


During this essay, I will be outlining an incident which I have attended. I will then reflect on how I made decisions throughout this incident in complex and unpredictable circumstances using dynamic risk assessment and discuss how these decisions impacted the result of the incident.
The incident I have chosen to discuss is a domestic related incident. I attended an address after a call from a neighbour that there was shouting and screaming in the address next door. 

Upon attendance, an upset female answered the door and there was a male pacing back and forth inside the address. The female was initially reluctant to discuss anything with me and stated everything was fine. However, I could tell by the female’s body language that this was not the case. At this time, I made the decision to take the female to one side whilst my colleague spoke with the male. Initially I could hear the male talking with my colleague in the other room and every so often he would start to become irritated and was pacing around the room again. I found his behaviour to be very unpredictable, so I asked the female to stay in the room in a safe place whilst I went to assist my colleague. 

Once in a place of safety and away from the male, the female started crying and said she needed help. She disclosed to me that her partner had grabbed her by the arms and neck and showed me bruising to her arms. The female also disclosed me that her partner was ‘controlling’ her and would not let her see friends or family and wouldn’t let her have her own money.


The CPS defines Domestic Violence as:

“Any incident or pattern of incidents of controlling, coercive or threatening behaviour, violence or abuse between those ages 16 or over who are or have been intimate partners or family members, regardless of gender or sexuality. This can encompass, but is not limited to, the following types of abuse: psychological, physical, sexual, financial and emotional.”

This definition has been used widely for offences relating to domestic violence. However, it was decided that more needed to be done to protect those who were experiencing patterns of ‘controlling’ or ‘coercive’ behaviours. Due to this, on 29th December 2015, Section 76 of the Serious Crime Act 2015 came into force. The aim of this new act was to offer further legal protections to those who were suffering from patterns of coercive or controlling behaviours during an intimate relationship, former partners or family members. (Home Office, 2015a, p 3.)

The new ‘Working Definition’ defined Coercive Control as, “Any incident or pattern of incidents of controlling, coercive or threatening behaviour, violence or abuse between those aged 16 or over who are or have been intimate partners or family members regardless of gender or sexuality.” (UK Home Office, 2013)

With these offences in mind, I arrested the male for the offences of common assault and coercive control.
At this point, the male became very irate and began punching the wall. I quickly risk-assessed the situation and decided that due to the male’s unpredictable behaviour I needed to take immediate action and utilised Section 117 of the Police and Criminal Evidence Act (P.A.C.E)
This section gives Police Officers the power to use reasonable force, if necessary, whilst exercising any power in P.A.C.E. (legislation.gov. 2021.)
I handcuffed the male to the rear and with the assistance of my colleague, I escorted the male out of the address and placed him into the rear of the police van. I decided this action was necessary and proportionate as the male was becoming increasingly aggressive after arrest and I needed to ensure the safety of all parties involved, including other officers. I then escorted the male to custody.
 
After the suspect had been conveyed to custody, I returned to the victim’s address to discuss safeguarding and to provide support. I thoroughly explained to her the process after her partner had been arrested and encouraged her to provide a statement. The victim agreed to provide a statement as she felt that the behaviour from her partner had been going on for too long and she felt safer now he had been arrested.

After completing the witness’ statement with the victim, I explained to her that there are several agencies that are able to provide support going forward. I explained to her that I could go through a questionnaire called the DASH questionnaire that describes different behaviours that she may be familiar with. I then explained to her that by sharing the DASH questionnaire, this enables partner agencies to contact her and provide her support going forward.  

The Domestic Abuse, Stalking and Harassment (DASH) questionnaire is a risk identification and assessment tool which has been used by officers since 2009 at incidents of domestic violence. The DASH questionnaire consists of 27 questions at varying levels and is designed to highlight any behaviours that may indicate a victim is suffering or is at risk of suffering domestic violence/coercive control. 
DASH is filled out by attending officers with victims of domestic incidents. After this has been completed, attending officers are able to note their observations and then risk-assess the answers, using a category of low risk, medium risk or high risk. This is then submitted to a specialist department who will then review the answers and attending officer observations and then apply their own risk-assessment level. If deemed appropriate, this is then referred to multi-agency risk assessment conferences (MARAC). DASH questionnaires are often referred to MARAC in cases that involve vulnerable adults or children due to potential safeguarding issues. This ensures that all parties involved are safeguarded and any help and support can be offered to the victim.

After DASH had been completed, I explained to the victim that there is other support available if required. I provided her with the number for ‘Live Fear Free’ and explained to her that I was able to refer her to Victim Focus if she would like me to. Both of these agencies offer victims of crime help and support and gives them the opportunity to have someone to speak to. This support is crucial as it is common that victims of Domestic Abuse and Coercive control are isolated and do not have the support they may need. In my experience, this can often lead to victims of Domestic Abuse withdrawing their statements and cases collapsing due to lack of evidence. I believe this is due to victims not having the support they need to help them through the Criminal Justice System, which can often be a daunting experience. 

The introduction of DASH has shown that we are moving in the right direction when it comes to supporting victims of Domestic Abuse and Coercive Control. The use of DASH and a multi-agency approach ensures victim of these crimes are quickly identified and offered support from relevant agencies. However, there are some issues. 

In 2014, a review by Her Majesty’s Inspectorate of Constabulary (HMIC) highlighted some of these issues. It was found that whilst DASH was an effective tool in identifying those who are at risk from Domestic Abuse, this was not being applied consistently at the frontline. This review also highlighted that attending officers appeared to focus on any physical violence and offences which had taken place, and this could lead to them missing behaviours which fall under the category of Coercive and Controlling behaviours. It was shown that there appears to be a lack of understanding when it comes to coercive control and this may impact on the attending officer’s risk assessment on the DASH questionnaire. (A. Robinson, 2016) 

This then raises the question as to whether the DASH questionnaire is suitable for attending officers with limited knowledge or whether there should be a separate process where a specialist risk-assessor makes contact with the victim to complete these questions thoroughly. 
Another issue is that attending officers may not have the required time to spend with victims. This is due to attending officers being response officers, who then have to process any prisoners after an incident and paperwork that follows this. This could lead to the DASH questionnaire being rushed and behaviours being missed. This could then result in the assessment being assessed too low, which could have catastrophic results as a DASH questionnaire that is assessed too low is not as much as a priority as those which have been assessed higher. This will then take longer for the specialist assessor to make their own assessment and safeguarding issues may not have been raised. It is crucial to quickly identify any safeguarding issues regarding victims of crime. 

Victims of Domestic Abuse and Coercive Control have often been through a difficult and distressing experience. The DASH questionnaire contains 27 questions, some of which are irrelevant. This can lead to the victim feeling like they are being bombarded with questions and straight after an incident may not be the best time to ask these questions. It is understood that these questions highlight safeguarding issues, however, I feel this may be more suited at a later time with a specialist who fully understands these behaviours and is able to assess this more efficiently.

In conclusion, from reflecting on the actions I took during this incident, I believe I took quick, reasonable actions which ensured the safeguarding of the victim and the other officers at the address. I believe that by constantly risk-assessing the situation as it unfolded, I was able to take positive action to control the situation and remove the aggressive male from the address. I was able to provide the victim with necessary support and safeguarding which I believe provided her with the confidence to provide a statement and support a conviction against her partner. 
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Task 3

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

	
Evaluate theories of team dynamics as a means of developing team cohesion (reasons why some teams cannot function, theories and models relating to team dynamics, ways to improve team cohesion).

Consider why inter-personal conflict can occur within a team and outline what strategies can be adopted to enhance individual and team performance. 

Consider how team dynamics within the police service can result in failing to comply with professional standards requirements (Code of Ethics, policies, procedures, protocols or legislation).


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




ANSWER:

During this essay I will be discussing Team Dynamics. I will define what team dynamics is and evaluate theories of team dynamics as a means of developing team cohesion. I will also consider why inter-personal conflict can occur within a team and outline what strategies can be used to enhance individual and team performance. 

Optimist Minds (2021) defines team dynamics as, “the unconscious, psychological forces that influence the direction of a team’s behaviour and performance.” It goes on to discuss how the way a team behaves and communicates, has an impact on the outcome of teamwork. There are several key elements of a positive team dynamic. 

It is important for a team to have a shared purpose. This can help the team become more productive and adaptable as they are working towards a shared goal. Teams that are working towards a shared goal, are more likely to overcome problems and obstacles that may arise. 
There must be a sense of trust and openness within the team. Each member of the team must feel like they are able to discuss any issues they have and trust their colleagues. This is essential in a policing role as policing can be a very challenging role. Police teams are unique, they go through a lot together and need to feel confident in their team. They need to be open and feel like they are able to discuss issues and traumatic experiences that they may have been through together. If they are unable to do this, it can have a massive impact on their mental health and stress levels. 
There must be a sense of independence, as well as a sense of belonging within the team. A sense of independence can help to build confidence in themselves and their decision making. It is also important that team members feel included. This will help to build relationships within the team and help to improve communication and openness. 

There are many theories regarding team dynamics. I will discuss two of them below.
Team dynamics were studied by Tuckman in 1965. From his studies, Tuckman created ‘The Tuckman Model.’ This model concluded that groups develop through four stages. The first stage is the ‘Forming’ of the group. During this stage relationships between the team members are yet to be formed. Members of the team often rely on the leader and are unlikely to share their own thoughts and feelings. 
The second stage of this model is ‘Storming’. During this stage, there is often some form of conflict between those members of the group. Members of the team may begin to battle to get their feelings across to the leader and are not yet sure who will support them and who may undermine them within the team. This is the most unstable time for the team and is often the ‘make or break’ period.
The third stage is ‘Norming’. This stage is when members of the team find value of working together and develop strategies for working together. During this stage, relationships have usually been formed between members of the team and they are more likely to express their ideas and feelings. 
This then leads to the final stage, which is ‘Performing’. During this stage, the team is fully functioning and working well together, towards their shared goals. The members of the team are able to have some form of conflict but in a more productive way. This helps all members of the team to share their ideas and theories, which then leads to a more productive team.  (Knight. 2007)
In 1975, an extra stage was added to this theory, ‘Adjourning.’ This final stage discuss’ how the members of the team may have bonded and brings a sense of closure. Members of the team often reflect on their experiences during their time together and assess what went well and how they contributed to the success or failings of the team. This can have a lasting effect on them as they join into other teams in the future.  (Wilson. 2020)

Dr Meredith Belbin also studied team-work and published ‘Team Roles at Work.’ He stated, “The types of behaviour in which people engage are infinite. But the range of useful behaviours, which make an effective contribution to team performance, is finite. These behaviours are grouped into a set number of related clusters, to which the term ‘Team Role’ is applied.” (Belbin. 1993)
Belbin’s research concluded that the most successful teams were made up of diverse behaviours. He concluded that each team would need to include each of the nine Belbin team role behaviours to succeed. I will now discuss each of these behaviours and the roles they have within the team. 
The first behaviour is the resource investigator. This person is often outgoing and confident and uses this to explore ideas and opportunities. 
The team-worker and Co-ordinator roles are the more social roles within the team. They can help to build relationships within the team and help to avert friction that may arise, whilst bringing out the best in the members of the team. This can help the team gel and become more productive.
The Plant role is usually highly creative and a good problem solver. This behaviour is crucial to any team as they generate a lot of ideas and think of ways to solve difficult problems and issues. 
The Monitor Evaluator and specialist roles are also known as the ‘thinking roles.’ They provide a more in-depth knowledge and logical sense to the team and are good at making impartial judgements.
The ‘Shaper’ is usually the member of the team who keeps everyone focussed and on task. This person often thrives on pressure and has the ability to overcome problems. 
The roles of the implementer and completer finisher are also known as the action and task roles. These members of the team are able to efficiently plan and execute working strategies and ensure the work is of the highest standards. (Belbin. 2021)

Now I have researched different theories relating to team dynamics, I will now discuss the impact of poor team dynamics. I will then explore different strategies of how to overcome poor team dynamics. 
Poor team dynamics can happen for many reasons. All members of the team are different and have different ways of working. There can often be a mixture of personalities, including aggressive personalities and this can sometimes lead to an imbalance of the team. Some of the quieter members of the team may shy away and feel like they are overshadowed and not able to voice their opinion.
There are many behaviours which can cause poor team dynamics. These include, lack of trust, constant arguing, inappropriate or derogatory remarks and miscommunication.
These behaviours can cause inter-personal conflict within the team. This conflict can bring a sense of negativity to the team and affect their overall performance. It is important for members of the team to be able to be aware of this conflict and how conflict can arise. This will help them to put strategies in place to help avoid or overcome this obstacle.

There are many strategies which can be utilized to help to overcome poor team dynamics. Some of these strategies focus on the ‘leader’ and what they are able to do to improve team dynamics, however, most of these strategies can be used by all members of the team.
Getting to know your team is a crucial part of having a strong team dynamic. Teams that have a good relationship tend to work well together and are usually happier in their role. Research by Oxford University (2019) showed that happy workers are 13% more productive at work.  A good relationship can be built on shared experiences and interests and help to facilitate positive communication between the members of the team. 

It is important that leaders help to enhance team culture in a positive way. This can include ‘team building’ days and exercises that help to improve communication. Communication is the key to any positive relationship. It is important for members of the team to feel comfortable in discussing their views and opinions and know these are going to be listened to and acted upon. This in turn will help the members of the team to feel valued and supported. 

Members of the team should always pay attention to others. This can help to reinforce positive behaviours as well as bad behaviours. Honest and constructive feedback should be available to those who need it and negative behaviours should be noted. This ensures that all members of the team have clear expectations and are aware of their responsibilities within the team. (DeakinCo, 2017.)

I will now consider how team dynamics within the police service can result in failing to comply with professional standards requirements.
All police officers and staff are bound by the Code Of Ethics. These are a ‘gold standard’ of behaviours that were introduced in 2014, to ensure all members of the police service act and behave in a way that is expected from them by the force and the general public. 
The College Of Policing describes The Code Of Ethics as, “a supportive, positive, everyday decision-making framework and is a constant reinforcement of the values and standards that policing is proud of.” 
Team dynamics within the police force can result in failing to comply with professional standards requirements. Poor team dynamics may result in unprofessional behaviour from the team members. This could be due to constant arguing or lack of team-work that can look unprofessional from the general public. It Is important that members of the team do not dwell on personal issues and conflicts with the team and make sure they are following the Code Of Ethics at all times. 

If these standards are not followed, Police officers and staff may be investigated by the force’s Professional Standards Department (PSD.) The PSD investigates all police complaints and concerns regarding breaches of the Code Of Ethics. An investigation takes place and this may result in a hearing where the involved officer or staff member will receive the outcome of the investigation. This could include misconduct or gross misconduct and may result in the dismissal of the member of staff. The PSD helps to build confidence in the police force as it can be clearly seen that breaches of the standards of behaviour will not be tolerated. 

In conclusion, during this essay, I have defined and discussed team dynamics. I have outlined strategies to help improve team dynamics and the affect this can have on a team. I have also discussed team dynamic models and considered how team dynamics within the police service can result in failing to comply with professional standards.
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

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

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

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




ANSWER:

During this essay I will be discussing how information and intelligence can be used in the disruption of criminal activity. I will also outline how Automatic Number-Plate Recognition (ANPR) can be used as an investigative resource when disrupting criminal activity, such as ‘county lines.’

ANPR is a tool which is used by police forces throughout Wales, England, Scotland and Northern Ireland. ANPR is used to help detect, deter and disrupt criminal activity and organised crime groups, especially of travelling criminals, who often travel around the UK in an attempt to avoid being detected. 

ANPR works by detecting a number plate of a passing vehicle. The number plate is read by the ANPR camera and instantly checked against a database. This database will hold a record of vehicles of interest and will send an alert if the vehicle in question is part of this database. Police officers often use this as it will help them to locate people wanted or missing, stolen vehicles, uninsured vehicles and people of interest involved in major crime cases. (Police U.K. 2021)

ANPR is often used by Police to detect crimes relating to organised crime groups (OCG). The Crown Prosecution Service (CPS) defines OCG as, “a group which: has at it’s purpose, or one of it’s purposes, the carrying on of criminal activities and consists of three or more people who agree to act together to further that purpose.” (CPS, 2019) 

I will now discuss how ANPR can be used to disrupt OCG’s, relating to County Lines. The 2018 Home Office Serious Crime Strategy defines ‘County Lines’ as, “gangs and organised criminal networks involved in exporting illegal drugs into one or more importing areas (within the UK), using mobile phone lines or other form of ‘deal line’.” 

OCG’s often exploit young and vulnerable people to traffic drugs around the UK. They will prey on those who are isolated and suffering with poor metal health and addiction issues. These vulnerable people will then be encouraged to fit into groups and deal drugs around the UK. A lot of these vulnerable people do not see themselves as victims, they are showered with attention and gifts and due to their backgrounds, they may feel part of something and no longer isolated. Young females are often targeted by older males within OCGs under the pretence of being in a relationship. Children are often used for ‘county lines.’ This is because they are highly vulnerable and more easily manipulated. Children are trafficked around the UK using rail lines as a way of being undetected. Vehicles are easily traced, whereas children on a train may not always look suspicious. It is crucial that any information and intelligence gathered on individuals suspected in being offenders or victims of OCG’s is shared with the British Transport Police in order for them to look out for these individuals. 

The National Crime Agency published ‘County Lines Drug Supply, Vulnerability and Harm’ in 2018. This report outlined the issues regarding OCG’s and ‘county lines’ and how they operate. This report found that 91% of recorded offenders were male. This is a staggering figure and highlights the issue of gender-bias. It is likely that a lot more females, and particularly young females are involved in ‘county lines’, however they may be seen as less likely to be involved in criminal activity. This makes them more likely to be used by OCG’s as they are less likely to raise suspicions and remain undetected. 

‘Cuckooing’ is another method which is used by OCG’s. ‘Cuckooing’ is used to describe OCG’s who take over the home of vulnerable people to deal or store drugs or other criminal activities from their address. 
Victims of ‘cuckooing’ are often drug users themselves, however OCG’s may target older people, single mums, sex workers or those suffering from mental or physical health problems. Once OCG’s gain control of the property, gangs move in and there are risks of further crimes taking place such as sexual exploitation, domestic violence and child exploitation. 

Crimestoppers (2018) discuss’ the signs that ‘cuckooing’ may be going on inside a property. These can be, an increase in people entering and leaving a property, an increase in cars outside a property, anti-social behaviour issues, an increase of litter outside a property and signs of drug use.

It is important for any suspicions of ‘cuckooing’ to be noted and reported to Police. This enables Police Officers to submit intelligence reports into the intel department. The intel department is crucial in detecting and disrupting criminal activity. They hold a database of all intelligence reports submitted by officers. These intelligence reports are then assessed and passed on to relevant departments. This helps to build a bigger picture of criminal activity that may be happening at a certain address. These intelligence reports may include specific people or vehicles that are known to be involved in criminal activity such as ‘county lines’ and enables the use of ANPR to track these vehicles around the UK, exposing other potential locations and individuals involved in criminal activity.

There are many benefits for using ANPR systems to detect and deter criminal activities, including it is a live system so suspect vehicles can be tracked and their locations pinpointed very quickly. ANPR is a visual system, it captures video and stills which can be used as evidence in criminal cases. It would be very difficult to argue against evidence of this kind. ANPR can also act as a deterrent against criminal activities. It is widely known that this system is used across the UK and can be used as a method to trace and track suspect vehicles and people.

There are also downsides to the use of ANPR. OCG’s may use cloned plates on vehicles in an attempt to fool the ANPR system. Many of these ANPR cameras are not physically monitored so if a member of an OCG was to switch the plates on a vehicle whilst travelling to a location, this vehicle may not be picked up again and the person will not be located. ANPR can also be hindered by obstructions and weather conditions. Fixed cameras on main roads or motorways can often be affected by bad weather conditions such as heavy rain and fog.

I will now outline some of the Police Powers available to Police officers when a vehicle is identified as suspect by an ANPR system. 

Section 163 of the Road Traffic Act 1988 states “a person driving a mechanically propelled vehicle on a road must stop if required to do so by a constable.” Once stopped, the officer is able to ask the driver for their drivers licence and to ask the driver and any passengers in the vehicle questions. The vehicle may be searched if the officer has reasonable grounds to suspect that drugs or weapons are inside the vehicle. This could include intelligence that the vehicle is suspected to be involved in criminal activity such as ‘county lines’. If the officer does not suspect this, there is no power to search the vehicle. (College of Policing, 2021.)


Section 43, 4(B) of the Terrorism Act 2000 states a constable, “may search the vehicle and anything in or on it to discover whether there is anything which may constitute evidence that the person concerned is a terrorist.” This power can be used when an officer has intelligence that the vehicle or persons inside the vehicle may be involved in terrorism. This may be linked through the ANPR system and the officer notified as the number plate passes through the ANPR camera. (The National Archives, 2012.)

Section 60 of the Criminal Justice and Public Order Act 1994 provides officers with a power to stop and search after, or to prevent serious violence. This power does not require the officer to have suspicion and must be authorised by the rank of superintendent or above. This authorisation may be given to stop and search persons or vehicles in the locality for up to twenty-four hours. (Legislation.gov, 2021)

‘Project Lantern’ was created by the National Policing Improvement Agency (NPIA). Geoff Whitaker (2021), head of biometrics discussed how the objective of this programme was, “to provide the UK Police Service with the capability to perform real time mobile identity checks against the full national collection of 10 prints”
This programme was designed to work along existing ANPR systems with the view to ‘deny criminals the use of the roads.’ It involves officers taking the fingerprints of suspects with a hand held device who have been stopped following an ANPR ‘hit’. These prints are then compared with the national collection of 10 prints and potential matches are sent back to the officer within two minutes, with a 95% accuracy. Whitaker (2021) highlighted that 60% of drivers stopped as a result of an ANPR ‘hit’ gave or attempted to give false details. A system such as Project Lantern, will help to significantly reduce this figure.
Whilst this system certainly has its benefits, there are also a number of improvements which can be made. This system is not currently linked with the Police National Computer database, (PNC.) This would make it easier for officers to identify and apprehend suspects currently shown as suspect or wanted on police systems. This system would also benefit from using facial recognition or the ability to show officers previous pictures held for suspects on PNC. This would help to prevent any cases of misidentification. This system could also be linked with Police intelligence databases in order for officers to link potential suspects with intelligence reports that are currently held. 
In conclusion, during this essay, I have discussed how ANPR and intelligence can be used by the Police Service to detect and disrupt criminal activity. I have outlined how it is useful in detecting and disrupting OCG’s, including those relating to ‘County Lines’. I have also highlighted a number of Police Powers which can be used following information and intelligence and described how these can be used to apprehend suspects following ANPR hits. 
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Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
1) Awareness of out of court disposals.





2) Understand how submitting intelligence has a wider impact on detecting crime


3) More in-depth knowledge of Traffic offences 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 



8








8





9
	Low 
1-4 



3









4












	Med 
5-7 



















6 
	High 
8-10 
	 



1) Seek advice from colleagues and supervisors. Research this area.



2) Submit quality intelligence on a regular basis.




3) Liaise with traffic officers to gain more knowledge and regularly look out for traffic offences which TOR’s can be utilised.

	SKILLS 
 
 
 
 
1) Become more confident in my decision-making abilities.








2) Drink/drug driving sampling equipment






3) Standard response driving course
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 




	High 
8-10 




10










8







10
	Low 
1-4 

























1
	Med 
5-7 




6










5
	High 
8-10 
	 




1) Discuss any areas of improvement with my supervisor and gain confidence not to check before making a decision.



2) Observe traffic officers during attachment and frequently use this equipment eg. Breathalyser.



3) Book and attend a course when available.

	EXPERIENCE 
 
 
 
 
1) Knowing what relevant things to include in PPN so partner agencies are aware of safeguarding issues.

 

2) Understand the Role of CID and how response can support them.





3) Be more aware of the NPT role and how response officers can assist with regards to submitting intelligence.
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 



























	High 
8-10 




10










8







9
	Low 
1-4 
















	Med 
5-7 





5 









5








6
	High 
8-10 



























	 



1) Attend PPU attachment and discuss this further.








2)  Attend CID attachment and discuss this further.





3) Discuss this with NPT during attachment.
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