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In this answer, I reflect on the impact of Organisational Culture within policing, on my wellbeing and resilience. I will consider the risks of conforming to Organisational Culture and illustrate strategies for maintaining wellbeing and resilience. Resilience being “the ability to bounce back”. (Ackerman, 2021). Organisational Culture is “the way things are done around here” (Gotham Culture, 2021). I will use Kolb’s reflective model to structure my answer (Brown, n.d).
A risk of conforming to Organisational Culture could be, listening to longer serving officers who speak negatively of progression and promotion opportunities in the Police Service, in turn demotivating my ambitions for personal development. Anger, resentment and feelings of hurt pride of longer serving officers being unsuccessful in promotion, are impressed onto new starters (Tzafrir and Hareli, 2009). I am often told that certain training opportunities are a waste of time and that promotion can be few and far between. If I listened to the views of those colleagues who had been impacted by organisational injustice, I would not look to develop myself or have ambitions for promotion in the future. Going forward, I will try to understand their reasons for not obtaining promotion and learn from those mistakes or injustices. I will continue to seek out training opportunities that arise and not let other opinions hinder my development. “Negativity in the workplace can create counter-productive work behaviour” (Penney and Spector, 2005) for this reason, it is important for wellbeing and resilience to minimise negativity to boost morale for a better working environment and to ensure that I continue to work hard to achieve my goals. 
 
Another risk could be following the opinion that the longer serving officer should take the lead at an incident. This could cause me to lose skill and confidence in handling incidents, in turn not feeling part of the team which affects my wellbeing and resilience. I am often working alone, managing situations and decision making competently. When I am crewed with a longer serving officer on a night shift, I am often pushed to the back and not trusted with taking the lead at an incident. I considered why this may occur and one reason may be the longer serving officer feeling they should be more knowledgeable and capable in the situation than I am. I also considered how they may not yet have seen my way of working or understand my thought processes, so instead jump in and use methods that have previously worked for them. Caless stated “He found that senior officers believe that there is an exclusivity in policing that can only be understood if you have done the job and where credibility depends on experience of hard-learned and hard-earned knowledge” (Caless, 2011). The way I can overcome this is by getting to know each team member better, showing them my strengths and weaknesses to allow trust at future incidents. (Stack, 2015) If I continue to be the supporting officer, I may lose skills and begin to doubt my own abilities going forward. In future, I will step forward more to utilise my up to date training and knowledge, incorporating my colleague’s guidance if needed. If I fail, I will learn from the experience whilst my colleague is there for support and if I succeed then I will build my own confidence and my colleagues’ confidence in my ability. In addition, if we do not utilise new officers training, we will not be progressive in the way we engage with the public and tackle new issues. We are becoming more diverse as a police service for a reason, to reflect the communities we serve and to build trust. I must remember that I am trained to do the role, as my longer serving colleague is. (Diversity Encouraged in UK Police Forces, 2016)
One of the strategies I have used for maintaining wellbeing and resilience, has been putting myself forward for training courses which develop my learning. Within tutorship I had limited experience of completing casefiles which caused me to feel stressed, when faced with the possibility of completing a casefile alone, when I moved on to my response team. By accepting that the stress was having a negative effect on my body and causing me to feel anxiety before and during work, I realised I needed to take action to resolve the problem. (Romas and Sharma, 2017). I identified the person on my team who had the most experience completing casefiles and asked for their support. I attended incidents likely to result in a casefile to build on my experience and tackle my issue head on. I then applied for further casefile training, that I had seen within the training development section on the intranet. By experiencing casefiles, requesting support from my colleagues and putting myself forward for training, I was able to overcome this hurdle and minimise the issue. “By continuing to learn, you become more emotionally resilient as a person” (Cooper, 2021). This helped my wellbeing and resilience, as I was no longer feeling stressed at work from worrying about my lack of experience in this area. 
To tackle this issue further, I considered what other areas of policing I found daunting and realised I had been shying away from the traffic element of the job role. Taking on board what I had previously learnt, I have had an attachment with the traffic department to practice traffic related tasks with the support and guidance from an expert in that field. Tucker advises the reason for working with experts being valuable is due to “The time they have put into their careers is something that will reflect directly in the knowledge they can share with you, and this type of information is valuable in any scenario”. (Tucker, 2020) Again, utilising what had worked before has assisted my learning and development but has also removed that stress I used to feel prior to attending a traffic related call. Furthermore, the attachment has provided me with expert contacts, who I can contact if I am faced with questions relating to their field, at the same time building important rapport with colleagues. When faced with that feeling of anxiety in the future, I now know a way in which to tackle the issue, feeling more in control of my stressors. 
In conclusion, Organisational Culture can mould the way new starters can feel about the organisation and their opportunities to progress. It is important to not let the beliefs and experiences of others, influence your ambition as this negativity can impact your wellbeing and resilience, as you may think what is the point in trying? At times, it may seem that I am pushed to the back during live incidents and other longer serving officers take the lead. It is my responsibility in those situations to step forward and show my colleagues my ability to deal with situations. Additionally, I could get to know them one on one, so they can understand my way of working. There are theories in place whereby senior officers believe that time served refers to hard earned experience, which I can respect but cannot allow it to affect my involvement at incidents. Regarding strategies to maintain wellbeing and resilience, I have found managing feelings of anxiety caused by dealing with casefiles and traffic related calls, can be achieved by tackling the issue head on and asking for help from colleagues, further training and attachments with specialist departments. Going forward, I look to uncover further techniques to combat stress to maintain my wellbeing and resilience.
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In this answer, I will discuss a Domestic incident I responded to, including social and legislative contexts and any relevant cultural, ethnicity and language issues. I will evaluate the decisions I made during this incident, referring to my use of the National Decision Model. I shall explain my rationale behind my decision making and how I recorded incident details. I will consider how I approached my decision making ethically and outline consequences of decision making. I will use Kolb’s Reflective model to structure my answer (Brown, n.d).


I responded to a call, relating to a female who reported her husband for assaulting her. There was a commotion in the background of the call, according to the control room, therefore this was attended as an emergency response. On arrival, both parties came to the front door and I requested the male to come outside of the address, to stand with my colleagues whilst I conversed with the female victim. The female would not allow me into her address, concerned about the mess within the property. She disclosed that the male had hit her on the head, whilst she had tried to phone police. She was going to originally report him to police for not taking proper care of her as her carer. Although the female and male are in a marriage, the female is disabled and required full time care from her husband. 
After thirty minutes of persuasion, I was allowed into the address accompanied by a neighbour. The house was in a diabolical state and it soon became apparent that the female had been the victim of coercive and controlling behaviour and had been seriously neglected by her husband over the years, with no other persons entering the address for five years. Over two hours, I obtained details of the abuse the victim suffered and provided the victim with a safety plan and support agency details. Whilst in custody the male was further arrested for coercive and controlling behaviour and the investigation was handed to CID for progression due to the seriousness of the incident. 
The legislation I considered whilst responding to this incident initially was the offence of common assault, according to Section 39 of the Criminal Justice Act 1988. (Gov.uk, 1988) This is due to the first allegation made by the victim about being hit on the head by her husband. Another piece of legislation considered after speaking more in depth with the victim, was the offence of Section 76 of the Serious Crime Act 2015 - Controlling or Coercive Behaviour in an Intimate or Family Relationship, whereby abuse occurs between intimate partners, aged 16 or over that is “psychological, physical, sexual, financial and emotional”. (CPS,2021) The victim is disabled and disclosed to me that her husband had left her in a bath for hours, in cold water as well as blocking the kitchen to prevent her from getting her own meals. These are only a couple of the examples that I was given, which indicated to me that she had suffered psychological and physical abuse meeting the definition of the above offence. Further to this, I thought about the husband as a carer and whether any offences were committed by him with regards to his lack of care for the victim. The offence of “Ill-treatment or wilful neglect offences - Sections 20 to 25 of the Criminal Justice and Courts Act 2015” was later considered but not used due to the coercive and controlling behaviour offence being the higher offence. (CPS, 2017). As always at Domestic incidents, I considered the safeguarding that was required for the victim. We completed a Domestic Abuse Stalking and Harassment risk assessment, to assess the level of risk the relationship posed to the victim. DASH was created as “a more proactive risk-based approach was need to keep victims safe”. (Richards, 2020). After the incident, I also considered a Clare’s Law application which would tell the victim about the offender’s previous violent history. Clare’s law or Domestic Violence Disclosure Scheme was introduced in 2012 when Clare Wood was murdered by her partner George Appleton. (Wangmann, 2016)
The National Decision Model is “a police framework designed to make the decision-making process easier and standardised”. (Open Learn, 2020). When I make any decision, I am considering all information and intelligence, assessing the risk, considering powers and policies, identifying options before then taking action. On arrival at the address, asking the male to step outside the address to create distance between him and the victim, was a conscious decision. I considered the threat, risk and harm to the victim who appeared withdrawn, nervous and had just made an allegation of assault. I considered impact factors, which are “associated with the Subject or Location which informed the decision of the recording Officer to use force on the Subject”. (Cambridgeshire Constabulary, n.d) The impact factors specific to this incident, included a small hallway space, the build of the male and the allegation made involving violence against a female. These factors guided my decision to place handcuffs on the male, which is a use of force.

Once the male had been arrested and taken to custody, I was faced with the challenge of gaining entry to the address to speak with the female about today’s incident. The female was so against me entering the property, that I felt very concerned about what I may find inside the address. We engaged on the doorstep for thirty minutes before she began to open-up and explained that the high visibility part of my stab vest caused her anxiety from post-traumatic stress. Post-traumatic stress disorder (PTSD) is a mental health problem you may develop after experiencing traumatic events. (Mind, 2021). I made the ethical decision to take this part of my uniform off, as being faced with PTSD and the stress of the current incident, it would have been very overwhelming for her. After gaining her trust, she allowed me entry into the address. 

I recorded this incident on my body worn camera, to capture the victims first account. I removed the camera from my high visibility part of the stab vest and took it into the address with me to gather evidence. I also utilised my Samsung device to record the answers to the DASH questionnaire and the victims initial account, listening to her personal concerns as well as the answers to the DASH risk assessment. In a study into ‘The importance of survivor’s predictions’, Weisz discusses how a range of risk assessments are better for understanding the risk of repeat victimization, as the victim can often predict when her abuser will next be violent. (Weisz et al, 2000) I asked the victim to sign her first account in my pocket notebook, as she was uncertain about completing a statement at this time, due to fear of repercussions. Police can complete an evidence led prosecution, if the victim does not provide evidence. Bearing this in mind, it was critical that I captured her first account and considered other evidence such as photographs of the kitchen being blocked off, preventing her access. All in aid of proving the offence of coercive and controlling behaviour. (HMICFRS, 2020). Once back at the station, I recorded the incident details on the crime recording system, in line with National Crime Recording standards. Furthermore, I completed a Public Protection Notification report to Adult Social Services and the Domestic Abuse Safeguarding Team, to ensure that the victim was provided with ongoing support from services.

The victim was distraught at the fact people were seeing the state of her home and was less concerned with the abuse that she had suffered so long. It was imperative that I continually reassured her that we were not there to see the condition of her home and that she was my only priority. I considered who would take care of the victim, whilst the offender was in custody. The victim would rather have suffered further violence at the hands of the offender, so that someone was there to assist with taking her to the toilet. I contacted adult social services and a neighbour to the victim, arranging support for her whilst the offender was in custody. I soon found that the victim had limited friends and family, which put her at greater risk of being abused again. Gregory completed a study on the importance of informal support for survivors. “Support from these relatives, friends, neighbours, and colleagues can provide a buffer against effects on the survivor’s physical health, mental health, and quality of life, and has been shown to be protective against future abuse” (Gregory et al, 2016). The victim has no support network in her personal life, so I realised how important referrals were to put her in touch with support agencies in order to protect the victim from future harm.

In addition to Mental Health issues, the victim advised she is physically disabled, caused by a brain condition which causes her issues with processing information properly and limiting her mobility. The CPS advises that disabled persons are three and a half times more likely to be the victim of violent crime. (CPS,2021). I did not want to overload the victim with information as she was already very distressed, however I mentioned that as she is a vulnerable victim, that special measures were an option to allow her to give evidence comfortably. I said this, in hope that she would feel more comfortable talking to me, knowing that we were putting her needs first.

In conclusion, I feel that by using the National Decision Model to guide my decision making, I was able to safely arrest the male, considering impact factors relevant to the incident. In turn, building trust and rapport with the victim and gaining vital entry to address. By building this rapport, I was able to uncover more than just the surface issue presented to us at first, being the Common Assault. By discovering the whole issue, I was able to safeguard the victim fully. Once back at the station, I accurately recorded information provided to me, to ascertain the level of risk and be able to provide the victim with the correct level of support. The outcome of the decision making, allowed me to keep the victim safe and make services aware of the females need for help. 
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In this answer, I will evaluate theories of team dynamics as a means of developing cohesion within a team. Considering why inter-personal conflict can happen within a team and what technique can be used to develop performance individually but also within a team. Considering how team dynamics within the police service can fail to comply with professional standards at times. 

Team Dynamics are “the behavioural and emotional forces that influence a team’s performance and direction.” (UK Essays, 2019)

Firstly, I considered Belbin’s theory of team dynamics, whose research shows; to have a cohesive team, you must have access to nine team roles within the team. These roles are “Resource Investigator, Team worker and Co-ordinator (the Social roles); Plant, Monitor Evaluator and Specialist (the Thinking roles), and Shaper, Implementer and Completer Finisher (the Action or Task roles).” (Belbin, 2021). If everyone within a team is aware of their strengths and weaknesses and where they fit in within a team, there will be less friction. This is like Kurt Lewin’s theory, which is “people often take on distinct roles and behaviours when they work in a group.” (Mind tools, 2021)

Some teams may struggle to function, if there are multiple persons fighting for the same role within a team. Using Belbin’s theory as an example, if there were three persons who thought of themselves as the co-ordinator, there would be a power struggle preventing the team from working cohesively. Within a hierarchical organisation such as the Police Service, it is clear as to who is the Co-ordinator on the team, taking that power struggle away from within the team. In Organisations or teams where there is no assigned leader, the onus is on the team to assign themselves roles and identify a leader. When a Sergeant is absent from a team, the onus is then given to the longest serving officer to lead the team. There can be power struggles in this scenario, as this employee is changing from a colleague to someone giving orders. That change in dynamic may cause unrest on the team, if this person is not trusted by their peers to lead the team. 

In order to improve team cohesion, I considered the recruitment of individuals into a team, based on the nine team roles discussed by Belbin. Prichard states “teams can operate most effectively if the right combinations of roles are present”. (Prichard,2001) This could be time consuming to recruit specific personality traits and it may not be possible to identify their work ethic until they have settled onto the team. If it was possible to use team roles to guide recruitment, according to Belbin’s theory the team would work harmoniously, as all nine team roles would be catered for and everyone would have something different to bring to the team. (Belbin, 2021) 

Another team dynamic theory is Tuckman’s Model. “In the Tuckman Model, teams progress through five stages of forming, storming, norming, performing, and sometimes adjourning and reforming. (UK Essays, 2021). 

Again, teams may struggle to function, if in the storming stage they are unable to get over their differences and reach the norming stage. This could occur if persons have difference in opinion and priorities. Hearn agrees that “when people think they have the “right” answer to something, they tend to stop listening to other perspectives, knowledge, experience and ideas.” (Hearn, 2016). 

In order to improve team cohesion, teams must value each other opinions and try to see from the other persons perspective. Policing is becoming more diverse and naturally you will work with persons different to you with different ideas and opinions. It is important to find commonality and embrace new ideas. Although it is easy to say that persons should respect one another, CIPD advises “overcoming prejudice and changing entrenched negative attitudes can be difficult”. (CIPD, 2021) Organisations need to work harder to ensure diversity and equality policies are adhered to, to ensure teams are functioning fairly. 

Interpersonal conflict is “a negative interpersonal encounter characterized by a contentious exchange, hostility or aggression”. (Llies, 2010) Interpersonal conflict can occur within a team because there is “Competitiveness instead of co-operation” (Llies, 2010). I think that Remus is referring to persons having similar personalities and or ability, trying to settle into their role on the team. If someone is like you, it is harder to offer your strengths to the team and show your unique worth when someone is offering the same. 

Interpersonal Conflict may occur due to stress within the team, from workload distribution. If a team member is deemed not to be pulling their weight, it can put stress on the rest of the team.  Barnes would argue that backing-up behaviour, supports the colleague with a larger workload, increasing team productivity overall. I would argue that by continuously helping a person with the larger workload it may decrease the efficiency of the person being helped, as that person will be aware of help that will be offered if their workload mounts up. In addition, own workload would be left to one side, whilst you may be helping and supporting others on the team. I fear that the person backing up would become resentful of the help they are providing and the lack of help they are receiving in return. (Barnes, 2008)


Strategies that can be adopted to enhance individual performance can include incentives. This may be incentives to perform well in order to be recognised for promotion or specialist training. This could also come with a monetary incentive if you obtain expert skills or reach promotion. Reward incentives, such as an annual award ceremony for notable great work, could also promote healthy competition amongst the team, as there is an incentive to achieve high. Garber’s study into “the effect of financial incentives on performance: A quantitative review of individual and team-based financial incentives” would argue that employees prefer the whole team are rewarded equally for good work, rather than singled out and rewarded individually. (Garbers et al, 2013) This way, they can celebrate and enjoy the reward with others around them, instead of being seen as competition and not a team player. 


A strategy to enhance team performance could be identifying each team member as a champion of a specific topic. This could encourage the employee to learn more about their given topic area and gain confidence when people on the team approach them for help. Alexander Street created a video on how to encourage workplace champions, advising that enthusiastic staff should be made into champions, therefore able to channel their time and effort productively into their passions. (Street, N.d) This is beneficial to the team, as you are giving the team roles that they enjoy, and it improves the overall expertise of the team. The negative of this, is someone focusing too much time on their topic of choice, neglecting other importance duties. 

Another way to enhance team performance, is to allow opportunities to all persons on the team for development. When certain employees are treated more favourably it can cause unrest amongst the team and resentment towards the colleague who is successful. Menon agrees, stating “Envy damages relationships, disrupts teams, and undermines organizational performance”. (Menon et al, 2010). If all team members are perceived as equal, working towards the same goals, they are more likely to succeed. Ryba states “Employees who have the support they need to succeed are better positioned to set and achieve goals that strategically align their work with company goals” (Ryba, 2021) 

Team dynamics within the Police Service can result in failing to comply with professional standards requirements. When I look at Belbin’s team dynamic theory, focusing on the weaknesses of some of the nine roles, I can see “lack of drive” when looking at the evaluator team role or “ignoring incidentals” for the plant role (Belbin, 2021). As all team roles do not have to be occupied, there may be two or three team roles fulfilled on a team and their combined weaknesses may cause them to cut corners as detailed above, if they are not monitored or a co-ordinator is not present. 


Focusing on Tuckman’s theory, professional standards may not be met if the team are in the “storming” stage and not getting along. If they are arguing in front of victims or presenting a negative mood from not getting along with the team at work, this impacts on the community who may feel the tension. This can also link to Betaris’s Box, whereby the attitude of the officer, can impact the attitude and behaviours of the member of the public (Mind Tools, n.d). Comparatively, if the team are in the “performing” stage, they may be protective of one another, not being honest about mistakes made or willing to upset team dynamics in fear of it reverting back to the “storming” stage. This can be related to cases such as Ian Tomlinson’s death or the Hillsborough Disaster, whereby police officers overtly lied in statements to cover the true events. (Turnball et al, 2016). Regardless of whether a team is in the early stages or have been performing well for some time, there are opportunities for professional standards not to be met. 


In conclusion, team dynamic theories are useful in understanding how a team works and operates. Although It would be difficult to recruit specific personalities into job roles, it would be interesting to see if a team would work with more cohesion with all nine roles being occupied, relevant to Belbin’s Team Dynamic Theory. To enhance individual and team performance, the use of incentives to boost the team’s productivity is a useful tool, more so if the reward is shared by the team. It is important that all employees are given the same opportunities for progression and development, to prevent tension on the team, towards persons being successful in development. 
Having considered why teams may fall foul of professional standards, the issue of not wanting to rock the boat and covering up mistakes seems most prevalent, as it can be related to major incidents in history, where teams have worked together to cover up mistakes. It is interesting that on both the storming and performing stage of a team building, that persons can fall foul to professional standards for different reasons. 
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ANSWER:

In this answer, I will look at how information and intelligence is used to disrupt criminal activity by effective policing of the road network. Additionally, I will outline how ANPR can be used as an investigative resource when disrupting criminal activity and serious organised crime. Serious Organised Crime is “individuals planning, coordinating and committing serious offences, whether individually, in groups and/or as part of transnational networks. The main categories of serious and organised crime are: Child Sexual Abuse; Modern Slavery and Human Trafficking, Organised Immigration Crime; Drugs; Firearms; Organised Acquisitive Crime ' Cyber Crime; Fraud; Money Laundering and Bribery, Corruption and Sanctions Evasion.” (National Crime Agency, 2021)


Firstly, if we looked at what intelligence is “‘intelligence’ is information. Also known as ‘Intel’, this type information is usually sent in from members of the public or gathered by officers and investigative staff” (Avon and Somerset Police, 2018). The more intelligence gathered relating to criminal activity, the better picture we can build, helping us to decide which tactics are best place to tackle the criminal activity. Intelligence may start small, relating to a drug deal seen from a vehicle, later expanding to this vehicle being used by Organised Crime Groups, spanning across county’s or further afield across the UK in the supply of drugs. 


Intelligence is vital to policing, as it allows us to be one step ahead of the criminal, acting when they least expect it. Intelligence can lead to the use of stop and search powers, such as Section 1 PACE 1984 or Section 23 Misuse of Drugs Act 2003. Intelligence on the vehicle having no insurance, could lead to use of the Road Traffic Act 1988, to stop a vehicle, check documentation and ultimately seizure the vehicle for no insurance. “MIB data provided exclusively by UK police forces showed in January 2020, more than 2 million uninsured vehicles had been seized since powers to stop and seize uninsured vehicles were introduced in 2005.” (MIB, 2020)


On a smaller scale for disrupting criminal activity on the road network, intelligence could be provided, detailing a driver has no insurance or is driving whilst disqualified, therefore also making his insurance invalid. By considering the direction of travel of the driver and looking at where he may be driving to, such as returning to a home address, allows us to intercept that vehicle, seizing it for no insurance under section 165 of the Road Traffic Act 1988. (Legislation.gov, 2021) If we are following the vehicle back to a home address, it may identify addresses suitable for conducting warrants, obtained under Section 23(3) of the Misuse of Drugs Act which grants police “at any time or times within one month from the date of the warrant, to enter the premises named in the warrant, and to search the premises and any persons found therein.” (PNLD, 2021)

ANPR may also lead us to addresses of vulnerable persons that are being cuckooed by the Organised Crime Group. “Victims of ‘cuckooing’ are often drug users but can include older people, those suffering from mental or physical health problems, female sex workers, single mums and those living in poverty. Victims may suffer from other forms of addiction, such as alcoholism, and are often already known to the police. Dealers often approach the victim offering free drugs to use their home for dealing.” (Manchester Safeguarding Partnership, 2021). Identifying vulnerable persons caught up in Organised Crime Groups, can be given protection from them. It takes away the facility from the Organised Crime Group, slowing down their activity. This may move them on to another vulnerable person, which is why it is important to continually develop intelligence received. 


Intelligence received of potential violence in the Cardiff area in March 2021, saw the use of a section 60 notice being place on the Wentloog Road area. A section 60 notice is another tool that can be used by police officers, to search all persons and vehicles in a area whereby violent crime may occur. (Deacon et al, 2021) This is a proactive approach, to try and prevent violence from occurring in an area. 

Intelligence may be obtained by a stop and search conducted on a vehicle. If as a result of that stop and search, drugs are in the vehicle or it is found to be transporting children at risk of child sexual exploitation, markers can be placed onto the driver and vehicle, to be stopped and search as routine. This stops the criminal moving across the road network undetected, as the vehicle will be picked up by ANPR or Police Officers. Act markers can request different outcomes, such as providing intelligence on the vehicle covertly or stopping the vehicle and obtaining details of occupants. 


ANPR is “Automatic Number Plate Recognition (ANPR) technology is used to help detect, deter and disrupt criminality at a local, force, regional and national level, including tackling traveling criminals, Organised Crime Groups and terrorists”. (NPCC, 2020)

ANPR checks each vehicles number plate against a database, flagging to Police Officers vehicles that need to be stopped and checked due to information or intelligence placed onto the vehicle. The ANPR camera will store the time, date, location of the camera you activated, which can be accessed and used for a later court case. Although not a secret, general ANPR positioning is not advertised as they are often discrete and will not be noticed by criminals, giving the police more chance to monitor them without them realising detection.

ANPR is a useful tool, as it allows us to monitor vehicle movements and better safeguard. “Although criticized for their limited scope and quality (Haines, 2009), the existing evaluations of ANPR (Home Office, 2004, 2006, 2007) show this as a very successful policing tool, generating an average of six to seven times the national average arrest rate per officer, compared to conventional policing.” (Haines et al, 2011). I think the success rate is high, due to the amount of vehicle monitored and compared against a database during at 24-hour period. With 9000 ANPR camera’s operating in the United Kingdom every day and 35 million number plates photographed daily, it is no wonder that police are provided with positive outcomes from ANPR stops. (Big brother watch, 2015)

I recently had an attachment with the Roads Policing unit, who showed me the ANPR system. They advised they were watching a stolen vehicle on ANPR and were paying attention to the vehicles in front of and behind the stolen vehicle. The vehicle directly behind the stolen vehicle, had been captured on ANPR multiple times behind vehicles that had been stolen from a area and that were being transported out of force area. From this, we were able to identify the address of where the vehicle is likely to be taken. 


The use of ANPR against Organised Crime Groups is important as it identifies routes used by the criminals as well as the distance and frequency of their journeys. During a live incident such as the child abduction of Megan Stammers by her teacher Jeremy Forrest, ANPR played a role with identifying the vehicle location in Paris. (BBC,2013). In this instance, police would have had an ACT marker on the vehicle, so that Police Forces know to stop the vehicle and identify the occupants.
After an incident, such as the 39 Migrants who were killed in the back of a Lorry, located in Essex, an investigation ensued whereby ANPR was viewed to find the route taken by the lorry to identify CCTV opportunities to capture persons involved in the Human Trafficking. (Stephens, 2020)

The negative side of ANPR could be that criminals become aware of the camera placement and find routes around the ANPR cameras. New ANPR camera placement and modernising the ANPR system could work around this issue. With ANPR being fitted within Police vehicles, it allows covert vehicles to monitor vehicles undetected, with the same results as a static ANPR camera. 

Another negative of ANPR, is members of public feeling the ANPR cameras are intrusive to monitoring their day to day activity. Some disagree with this viewpoint, that if you have nothing to hide, you have nothing to be worried about. ANPR allows us to disregard vehicles that are acting lawfully, removing them from our investigations after checking their movements on ANPR without being intrusive or approaching them for information. (Humberside, n.d). Without ANPR I fear that investigation would be slowed down and opportunities to safeguard would be missed. 

Focusing on Organised Crime Groups and how ANPR could be used to disrupt their activity, could include identifying vehicles regularly hitting ANPR cameras on known County Lines routes. This could identify vehicles that may be carrying drugs or potential addresses where the vehicles are registered to. I considered whether the COVID 19 pandemic hindered Organised Crime Group activity, however the National Crime Agency suggests that criminal activity was unlikely to be stopped and new methods of transport would have been identified. (National Crime Agency, 2021) Criminals are continually adapting to new ways of committing crime, which brings the Police new challenges each year. 


In conclusion, intelligence and information is vital to stopping criminal activity on the roads. Police can use intelligence to act against criminal activity, whether that be through stop and search or vehicle seizures. Intelligence may also be developed, monitoring the vehicle and creating strategies to tackle the issue. Intelligence can be shared between forces, preventing criminal activity from crossing into other counties un-noticed. ANPR is an effective investigative tool in disrupting criminal activity, as it can be used during an incident or retrospectively. This ability to monitor a vast number of vehicles using a database, gives the Police the ability to better safeguard persons who are vulnerable to Organised Crime Groups coming into the force area, by identifying the offending vehicles and deterring them. With the amount of camera’s increasing each year and the number of registration plates, it is not wonder that ANPR has a high success rate of positive outcomes when vehicles are stopped by Police Officers. I agree that it can feel like we are being monitored on a large scale, however the positives outweigh the negative. 





































Q5)
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
In depth knowledge surrounding the offence of Malicious Communications.
 
 
 




Improve my understanding around ABP 
















How to complete casefiles competently, especially NGAP file.











How to successfully liaise with the CADRO and partner agencies when identifying repeat victims of Anti-social behaviour. 









Improve knowledge relating to National Crime Recording Standards, to identify the need for additional crimes to be recorded.
 
	Low 
1-4 
	Med 
5-7 
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	High 
8-10 
	 A large amount of calls refers to the offence of malicious communications. I would like to understand 1(a) of the Malicious Communications act 1988 and be able to confidently identify what meets the threshold for this offence.




I need to understand when the applicable bail period ends and when I am required to take action in relation to the suspects bail being renewed. I am currently unclear on the process. The importance of understanding the ABP, is 10 due to the victim requiring protection from the suspect, which can not happen if the bail has expired. 

Each month I am improving my ability to complete casefiles, most recently completing a CPS advice file. Although I have gained this experience, I am yet to complete a Not guilty anticipated plea file. I need to specifically focus on correctly completing the documents in the format required by the CPS.



Although I understand that occurrences are viewed by the crime and disorder reduction officers, I am unsure which officers are on the team and what their role entails. I would be beneficial to myself, when attending incidents of anti-social behaviour to understand what support is available from the police in preventing reoccurring anti-social behaviour.

I am beginning to identify when certain incidents have the need for two crimes to be recorded, to be in line with National Crime recording standards. There are occasions when I disagree with the recording of a crime, whether that may be the crime type or whether it should have been recorded as a crime. I would like to have more confidence in reporting my findings and requesting that it is amended to the correct crime type.  


	SKILLS 
 
Use of the pre interview briefing and considerations for the MG6A












Identifying opportunities for CSI and forensics at any scene of crime











Ability to apply for a search warrant, relating to theft… (research)










Correct use of the streamlined disclosure certificate







Identifying relevant bad character evidence.
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I often re-use a template for what I would like to include in a pre-interview briefing. I often feel I give too much information to the legal representative and learning the skill of staged disclosure may be beneficial to more complex investigations that may require more than one interview.


Whilst I am confident at the scene of a Burglary in identifying forensic opportunities. I would like to learn more about what other types of evidence could be considered, to better preserve forensics opportunities and enhance the investigation.



A search warrant would allow me to be proactive on the response team. Knowledge on completing the paperwork and what amount of evidence would be required to obtain a warrant.  



I recently was asked to change information from a MG6 Series to a SDC on a casefile. In future I would like to have the ability to identify when one is used instead of the other. 

I practiced introducing bad character evidence in a recent interview. I had to question colleagues on whether certain history was relevant bad character evidence. I would like to approach this decision making alone next time, to ensure I understand what meets the criteria for bad character evidence. 


	EXPERIENCE 
 
 
 Utilising my Stop and Search powers
 
 






Completing traffic offence reports 






Using alternative sanctions














Witness investigation booklet completion, relating to children and vulnerable persons


















Responding confidently to the scene of a road traffic collision
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I understand the use of GO WISELY. However I would like more practice on conducting a systematic search and identifying what would be evidence of an offence. 


I have completed a few traffic offence report forms, however I would like to try alternate offences to the few offences that I am confidently identifying. 


Although I understand there are alternate sanctions to charging someone with an offence, I have not yet been met with the opportunity to utilise something else other than charge. I would like to practice issuing out an alternate sanction, to understand fully when they can be utilised. 


We are lucky enough to have achieving best evidence trained officers within the team, who often take on crime reports relating to child victims and witnesses. I have completed the witness investigation book for a child reporting an assault from a carer. However, I am not confident, that I would know how to progress an investigation with a child victim/witness in the future. 




I understand what information needs to be exchanged (quote) at the scene of a traffic collision. However, the control of the scene, positioning of cones and paperwork required is unknown to me. I would like to experience managing a road closure or reporting of a road traffic collision, to understand the process. 
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