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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:

Organisational culture can be defined as a set of expected behaviours, beliefs, values, attitudes, and ethics, that are expected to be upheld within the workplace. The College of Policing have developed the Code of Practice, created for England and Wales police forces, which implements how chief officers should abide by these practices to ensure their staff are feeling supported, maintaining professional behaviours, and making informed decisions, as well as identifying misconduct and how to correctly act on it when required to do so. (College of Policing, 2023)

Achieving independent patrol status was a significant moment in my policing career and comes as a time to reflect on the hard work that has been put into learning what is required of an officer, within those first crucial months, and the realisation setting in that it has finally paid off. However initially, it can also be nerve-wracking, and quite frankly, it can be intimidating. With achieving independent patrol status, student officers are expected to maintain their professional standards, behaviours and ethical values that are encouraged by senior staff, to maintain a positive organisational culture, as well as put all we have learnt, into practice. In research conducted on student officers by Millie and Hirschler (2023), its purpose was to test the moral judgement of the officers after 6 months of exposure to policing, whereby their research shows that most student officers re-interviewed after those 6 months, kept their empathetic approach that they had joined with.

In contrast to this, the idea of sustaining a positive culture in such a large organisation can be challenging for senior officers to filter down to their staff, as us as staff lower down the hierarchy sometimes feel that there is a lack of support from our senior officers, or are struggling to maintain a positive mindset due to the physical and mental demand that is required of us, in a time where officers are under extreme scrutiny by the media and public, increased pressure from the public, with increased demand and volume of calls, (Purba and Demou, 2019). This can impact younger, less experienced officers, which I have witnessed myself. It can be extremely difficult to maintain a positive morale as a less experienced officer, when your senior officers are feeling the strain from pressure of what is expected by both the public and from the organisation. I found it very daunting; landing on shift as a new starter, excited to finally be public facing after a long 6 months of classroom-based training, to find that my shift felt under extreme pressure and there was a general low morale as officers were facing an increased demand, with not enough staff to respond to the demand, with officers also feeling a lack of support from senior staff. In a recent study conducted by (www.polfed.org, 2024), the figures clarify this, with a staggering 86% of participants stating they felt there was not enough staff to support the call demand, with 82% of participants reporting that their mental health and wellbeing has been affected by work related issues. 

However, in contrast to this, policing is a career like no other. Although it is easy to fall into a rut, stressing over workloads, call demands and everything else required from us as police officers, I quickly realised that your co-workers become some form of an extension of your family. This may seem bizarre to others, but as police officers, sometimes we’re spending more time with our shift than our own family, and we are exposed to things that your general 9-5 jobs may never be exposed to. I believe we become so closely bonded as a collective because of these factors, but also because we can understand one another when we feel things are getting a bit tough (Seppälä and McNichols, 2022). Overall, the unique nature of policing often leads to strong bonds between colleagues.

Personally, I have learnt the importance of speaking to those close to me, reaching out for help and realising that it is ok, to not be fully ok. I have felt first hand that things are getting on top of me, and I’ve struggled with maintaining a positive work-life balance. In the past year, I have experienced a massive burnout, which really affected my mental health and wellbeing. I think it can be easy for us to put on a front, and try to carry on as normal, but ultimately it only makes things worse long-term. Having healthy relationships with people I could talk to about my situation, inside and outside of work, really helped me when I was struggling, and I found it helpful speaking with my colleagues, because we share an understanding of the role and the difficulties we can be faced with (Foley and Massey, 2020).

Furthermore, having a line manager who is easy to approach, who is supportive and understanding, massively helped me when I needed it, as work was one of the main stressors that was impacting my mental health. For me, it brought comfort having such a supportive line-manager, who understood what I was going through, and got me the help that I needed to be able to continue doing the career I’ve worked so hard for. Having that support from line managers and more senior officers, really aided in boosting my morale. Mental health in the workplace is much more recognised now than it has ever been, and I believe that this helps build a positive organisational culture, which helps build resilience and more positive outcomes for organisations, when their staff feel that they are supported. (Wu et al., 2021).

I am fortunate enough to have supportive family and friends around me, and I found that being able to talk to them and tell them when things are feeling quite difficult, has massively helped me. I think I am a very resilient person, and I have determination to keep going when it gets hard. One of the ways I have built up my resilience, especially since being a single parent and becoming a police officer, is allowing myself to understand that not every day is going to be as easy as I’d like, and it is normal to have days that are more challenging, but being kinder to myself and understanding my emotions better has helped me through those periods (Mind, 2022). 

Furthermore, I’ve found that having a hobby has really helped build my resilience and benefitted my mental health. I enjoy working out in the gym, hiking and outdoor running. Even if I only manage to do it two to three times per week, it gives me a sense of achievement, whilst also taking time for myself and doing something I enjoy. According to the research (Arida and Teixeira-Machado, 2021), we can determine that physical activity has multiple benefits, such as bettering our mental health, building resilience, and helping our brains adapt to changes in our lives more easily.

Taking everything into account, I think positive organisational culture is hugely important, especially for emergency services. We work tirelessly and in difficult dynamics, but having a supportive organisation who cares for our mental health and wellbeing, makes every bit of difference. Granted, it can be difficult to remain positive, because of the difficulties and pressures we face as officers, but having resilience to keep going, practicing positive thinking, staying true to ourselves and the ethics and behaviours we began our careers with, is key to ensuring a positive organisational 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:

Whilst working as a response police officer, there are many incidents in which I have had to make difficult decisions and be able to rationalise them, often in complex situations. As police officers, we are faced with making decisions based on the information we have been given at the scene of an incident, as well as what we have seen, and then using our professional judgment to make such decisions, which requires us to risk assess the situation we are faced with (Independent Office for Police Conduct, 2011).

Recently, I attended a call which had come through as a concern for safety, the report was made by a friend, who had concerns for her friend’s safety as she was aware that the victim was in an abusive, controlling relationship. On this occasion, concerns were raised from the reporting person after the alleged victim had deleted a picture and messages that she had sent to the reporting person prior in the day, and messages were not delivering to the victim’s phone. Due to these concerns, the call was graded as an emergency, whereby me and a colleague attended the home address passed by the reporting person, double crewed for our safe

As we attended the address, the victim, and her partner both came to the door and were confused as to why we had been called out. I noticed that the victim had a red, swollen cheekbone and glassy eyes. As per any domestic incident, we separated both parties and spoke with them both individually. As I was speaking with the victim, she was refusing to disclose any crimes to me and was telling me that she was ok, however she was unable to account for the red swollen cheekbone. I could tell that she was extremely frightened of her partner, and I knew that I would have to safeguard the victim, even though she was requesting that we left it alone and was refusing to engage with me. Whilst engaging in conversation with me, the victim explained some very concerning behaviours from her partner, such as she is not allowed to speak with any persons on the phone whilst in the presence of her partner, because he gets angry and accuses her of infidelity, as well as he does not allow her to be in her work group chat on WhatsApp. The behaviours she was relaying to me mounted to controlling and coercive behaviour, which is a criminal offence, furthermore, due to the victim being unable to account for the swelling of her cheekbone, I had reason to believe that there had been an assault prior to us attending the address. Although against the victims wishes, I risk assessed the situation using the National Decision Model based on the information I had at present, and ultimately made the decision that the subject needed to be arrested for the offences of assault and controlling and coercive behaviour, to protect the victim from any further harm. 

I requested for back-up from my colleagues, as we needed further units to be able to arrest the subject. Upon their arrival, I liaised with my colleagues and concluded that due to the rapport I had made with the victim, I would have the responsibility of taking her to an alternative address as the home was the subject’s residence, whilst my colleagues arrested the subject and conveyed him to custody. Upon discussing an alternative address with the victim, I identified that she has no family in the UK due to her migrating from Malaysia to the UK alone. This concerned me even further, as I was worried that she was isolated from family and friends, and vulnerable with very little support system around her. 

The National Decision Model is a form of dynamic risk assessment, it has six key elements to consider, which allows police officers to make informed decisions, and can be used in every situation that we are presented with. It allows for officers to make decisions which are logical, consistent, and ethical, as it includes the use of the Code of Ethics within the assessment. By following the assessment of the national decision model, it ensures that the decisions we are making have been carefully considered and are fair, justified, and lawful (Police Service of Northern Ireland, n.d.).

Whilst I was dealing with this situation, I used the Code of Ethics, which is the first step of the risk assessment. I ensured that the decisions I made I was able to account for, the decisions I made were based on evidence and professional judgment and that I was acting in the public interest. The second step of the risk assessment is gathering information and intelligence, I achieved this by gathering all the information available to me, by considering the evidence I had been presented with. This information consisted of what I had been told during the incident, and what was visible in front of me. My main priority here was to safeguard the victim following the disclosures she had made about her partners behaviours, and the concern regarding the injury to her eye. I was also made aware of the subject’s extensive history regarding domestic violence, which also impacted my decision as there was an increased concern for the victim’s safety following the disclosure of the subject’s history (Avon and Somerset Police, 2021).

This information then led me onto the third step of the NDM, which is assessing the threat and risk, and developing a working strategy. I concluded that there was a significant risk of harm to the victim’s safety, and there were indicators that there was a potential for the incident to escalate if no action was taken to safeguard her. Also, considering that the victim was vulnerable in the sense that she would be unable to protect herself from domestic violence, and she was isolated from friends and family. Furthermore, I also carefully considered potential outcomes regarding the victim’s safety, if we left the address without intervention, and I was not satisfied with the risk this would have posed to her safety (Fisher, 2021).

The fourth step of the NDM is to consider my powers and policies, in domestic situations we must take positive action, we cannot do nothing. I did consider the separation of both the victim and the subject for the evening, to prevent any further incidents from occurring. I could have achieved this by taking the victim to a separate address, however I was prioritising the safety of the victim when making this decision, and did not feel this outcome was proportionate, taking into consideration the concern of the victim being coerced by the subject to return home later in the evening. Moreover, I was confident that I had reasonable grounds to arrest the subject on suspicion of assault and controlling and coercive behaviour due to the information and evidence I had gathered prior (College of Policing, 2015a).

The fifth step of the assessment is to identify options and contingencies. I made the decision that it was proportionate and lawful to arrest the subject for the offences and concluded that this was the best course of action to take when considering the victims safety. Whilst my colleagues conveyed the subject to custody, I was then able to identify a safe place for the victim to stay. Whilst we were at the safe location, I was able to obtain a Domestic Abuse Stalking and Harassment risk assessment from her, which is a series of questions that analyses and helps identify the danger and allows me to share this information with partner agencies for the victim to obtain further support (Richards, 2009). Furthermore, by arresting the subject and taking the victim to a place of safety, it gave her a chance to think clearly. Once the victim felt safe and secure, I gave her the opportunity to disclose any crimes to me again, and I was able to ascertain a statement documenting the domestic abuse, with her consent.

The final stage of the assessment is to take action, and review what happened. Following the subjects arrest, I was able to place police bail conditions on the subject upon his release from custody. The pre-charge bail conditions help protect the victim following the subjects release from custody, whilst the investigation is ongoing. The bail conditions I had imposed prevented the subject from contacting the victim by any means, and if these conditions are breached, the subject can be arrested. These conditions also allowed me to safeguard the victim by taking her to a safe place away from the subject and gave her reassurance of her safety whilst the investigation was ongoing (College of Policing, 2021). 

Upon reviewing the decisions I made throughout this incident, I feel confident in my choices. I feel I made the justified and proportionate decision to arrest the subject, and I was able to safeguard the victim promptly, reducing the chances of another incident occurring and ensuring her safety. I believe that I assessed the risk well and identified the best course of action in safeguarding the victim. However, I am aware that because of the subject’s arrest, the victim may feel alone, and she may blame herself for the events, due to the trauma bond. Furthermore, I understand the implications of arresting the subject. There is still a risk that the victim may return to her relationship and disregard the police bail for several reasons, such as a trauma-bond, or being coerced by the subject. Although I am unable to stop this from happening, I feel confident that I have prevented it as best as I can. Furthermore, there is a chance that the victim may retract her complaint to the police, which could hinder the investigation due to lack of evidence. Ultimately, I feel confident in my use of the national decision model throughout this incident, and I am satisfied that I risk assessed the incident to the best of my ability.
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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:

Team cohesion is where members of a team work together effectively and are united by means of each team member striving to achieve the same common goals. Team cohesion is built by the strengths of relationships amongst the team, as well as the ability to work together well, to reach the objectives and goals the team are working toward. Good team cohesion can lead to improved morale, communication, and trust within the team, which can result in better team performance and dynamic. However, team cohesion can be difficult to achieve, as each member has their unique skills and characteristics, which can often result in disagreements between members (Grossman et al., 2021). 

According to Natvig and Stark (2016), the Tuckman’s Team Development model consists of five life-cycle stages in which a team goes through to achieve good team cohesion. The first stage of the model being ‘forming’, this is an important stage, as it is where team members identify common goals, begin to build trust, identify similarities, and a leader is appointed within this stage. The second stage is ‘storming’, here the model demonstrates issues, building communication and expressing difference of opinions. This is generally where the most conflict occurs as team members are identifying their differences and issues. Furthermore, the third stage of the model is ‘norming’. In this stage, the team are working through identified problems, agreeing on the roles within the team and processes for problem solving, and deciding how decisions are going to be made. The fourth stage of the model is ‘performing’, in this stage the team are achieving goals, working in collaboration, finding solutions within the team, and care for one another’s wellbeing. The final stage is ‘adjourning’, this is where the cycle concludes, ready to begin again. Here, staff experience a loss of members, have completed their objectives, and celebrate their successes. 

Tuckman’s model consists of what could work, theoretically. However, this could be much more difficult to achieve because inevitably, there is always going to be conflict and disagreements within the workplace for several reasons. According to Lencioni (2002), “Five Dysfunctions of a Team” model, it illustrates multiple ways in which teams may find it difficult to achieve team cohesion. The first dysfunctions highlighted in the book, is lack of trust. Without trusting team members, it can be difficult to be vulnerable and ask for help or advice (Hudnut, 2017). I have experienced this myself, after being put onto a new team in a completely new area, I struggled to ask for help from colleagues because I didn’t want to feel judged or be ridiculed, but also; I did not know them. This made me feel uncomfortable, it wasn’t a nice feeling, and I felt deflated being far out of my depth. However, since I have gotten to know them, and built-up trust with my team, I feel confident in asking for help when needed.

The second dysfunction in Lencioni’s model is the fear of conflict, and as police officers we are used to dealing and managing conflict, however it can be difficult to manage this within your own team, which can sometimes lead to members avoiding raising their concerns or opinions, because it is difficult to work in an uncomfortable atmosphere. However, it is good to have healthy conflict which can aid in better decision making, and helps others feel their opinions are heard. (Suff, 2020)

Furthermore, the third dysfunction in the theory is lack of commitment. This dysfunction is difficult to manage, because although we each share the same common goals, we also have our own individual goals, one of these being our own workloads, which can sometimes be overwhelming when we are unable to progress them. Lack of commitment in policing can be difficult, we work in a fast-paced environment where teamwork is essential, so this can have an impact on our goals as a team and prevents other team members from achieving the objectives (Whitworth, 2023).

The fourth dysfunction is failure of admitting accountability. Team members can fail to hold themselves and other members accountable for their actions, which can impact team trust and cohesion. Although it is difficult admitting to making mistakes, understanding that mistakes are normal, and learning from them, helps make us better people and better officers (Wiley, 2021).

Moreover, the fifth dysfunction highlighted in the model is lack of attention to results. Team members who focus on their individual goals as opposed to the teams’ goals can affect the overall success of the team. Although, again this can be difficult to manage in a team of police officers, as we each carry our own goals with individual workloads (Henry, 2017).

According to American Psychological Association (2022), a person’s personality is made of characteristics, individual traits, patterns of thinking and behaviours that define us as individuals. Our personalities are unique, how we interact with others, respond to situations, and perceive the world around us, is different for each person. Personality traits can be genetic; however, they can be influenced by environment, upbringing, and personal experiences.

There are many theories and models of personality, such as the Big Five personality traits. This theory is made up of five broad traits and outlines the differences of each person’s personality. The first trait is openness, the model works by assessing how high a person is in willing to try new things, being open to new experiences and thinking creatively. The second trait is conscientiousness, being highly conscientious is where individuals tend to be more organised, responsible, and reliable, and are generally goal oriented. The third trait outlined in the theory is extraversion, a person that is high in this trait is known for being outgoing, highly sociable and enjoy social interactions, however when a person is scored lowly in this, they are known as an introvert. The fourth trait is agreeableness, this trait reflects on how considerate a person is, and if a person is high in this trait, they’re generally friendly, cooperative, compassionate, and empathetic. The final trait is neuroticism, and it relates to emotional instability and negative emotions. People with high neuroticism tend to experience more anxiety, stress, and mood swings than those who are low in this trait. (Soto, 2018).

Personality clashes are inevitable within the workplace, as each person has their own values and personality traits. According to Wu and Lei (2013), personality-based conflict generally occurs when two or more people share different opinions or beliefs. This can be for a multitude of reason, such as being different ages, different backgrounds, ethnicity, their gender, race, or education levels. The source states that within a team, if there are more people that share the same values, there is an increased chance of the team working collaboratively to meet the same goals and objectives. Moreover, the source suggests that there are two types of conflict within a team. The first being task led conflict, where there are disagreements throughout the team regarding their tasks, by having different views, opinions, and beliefs in how the task should be carried out. Furthermore, relationship-based conflict within a team is where there is tensions or annoyance between colleagues, which can cause animosity within the workplace and can impact the result of the team’s objectives. 

I have found that effective communication within the workplace has helped my performance. Having support and good professional relationships with line managers and colleagues, being able to communicate efficiently with them, especially within my first year, has helped increase my learning and development. If I am unsure of something, or if I feel I need some advice, being provided with that support has helped increase my knowledge, confidence, and relationships within the workplace, which ultimately has improved my performance. Moreover, having a line manager who is competent and concise, gives us targets that are realistic and obtainable, is understanding and empathetic and gives regular and good feedback, has helped both me and my colleagues develop our knowledge, feel more confident and increased our team performance (Gavin, 2020).

Team dynamics within the police can lead to challenges in complying with professional standards. In a difficult and high-pressure environment such as policing, many factors can influence one’s behaviours. For example, if there is a leader who does not encourage communication between the team and does not encourage the ability for staff to provide constructive feedback to their colleagues in a safe and controlled environment, it can affect confidence in leaders, hinder performance, and make staff feel fearful, or reluctant to report any misconduct. In addition to this, when team members prioritise relationships and unanimity, it can prevent the identification and correction of ethical behaviours and values (Han, 2023). To prevent these issues from arising, police officers receive regular training, both online and in person, which emphasises the importance of ethical behaviours, encourages officers to speak up without fearing repercussions from their colleagues or line-managers, and encourages the importance of reporting misconduct, as well as furthering our learning.

As per the College of Policing (2024), there are principles which have been created for police officers to use, which act as a guide to promoting correct ethical behaviours. These principles are courage, respect and empathy, and public service. Within these principles, it demonstrates the importance of securing trust and maintaining public confidence, maintaining professional standards and being open and honest with our actions, as well as holding ourselves accountable and working within the realms of the law. Furthermore, the principles demonstrate how we should support one another, and how we should respect and behave in a way which is professional, trustworthy and reinforce the standards expected by us as police officers. 

However, if an officer identifies a colleague who is not acting appropriately, and there is a concern regarding their behaviours and ethics, there is a policy which allows officers to make a confidential report regarding the misconduct of the officer, without identifying who has made the report. The ability to make a confidential report should give officers the confidence, knowing they can remain anonymous to others, whilst acting with honesty and integrity (Regan, 2021). 
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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:

Information in policing refers to all the information which is obtained, recorded, or processed for a policing purpose. This information includes data such as personal data, and information which has gone through a process of evaluation and into intelligence. Accurate assessments along with prompt analysis of the information is essential for effective and efficient policing. Police information is collected by means of three ways, routine collection, tasked information, and volunteered information. Routine collection is where information is collected as part of operational policing activity, such as proactive patrols and stop searches. Volunteered information is generally collected from the public and partner agencies. Lastly, tasked information is accessed by means of databases, CCTV, ANPR and human intelligence sources (College of Policing, 2013).

Intelligence is information which has been gathered and has gone through a process of evaluation which gets assessed for its reliability and threat or risk of harm. This information is crucial in policing as it helps protect the community and disturb criminal patterns and behaviours and prevent crime. This information can be provided from a variety of sources such as open sources, this information should always be tested for its reliability and should be corroborated with supporting information, as well as closed sources, which is generally information from partner agencies and is already assessed as reliable. Intelligence allows for decisions to be made regarding tactical options and priorities (College of Policing, 2015b).

Information and intelligence play a crucial role within policing and aids in the disruption of criminal activity. Police forces gather information to identify criminal patterns, anticipate behaviours and prevent crimes from occurring. Understanding criminals, their networks, and operations, it allows for us to take proactive measures to disrupt the illegal activities and make arrests, which helps in reducing crime rates and enhances public safety (Skidmore, 2022). 

Automatic Number Plate Recognition (ANPR) is a technology that reads and recognises vehicle registration plates. ANPR enhances the capability of monitoring the roads by the automatic process of collecting vehicle information and data, which allows for quicker identification of vehicles of interest. The use of ANPR allows police to automatically monitor road users, including organised crime groups, travelling criminals and terrorists. ANPR is useful in providing lines of enquiries and investigations and helps in crime prevention and detection. ANPR can identify and flag stolen vehicles, as well as vehicles involved in criminal activity and other offences such as driving a vehicle with no insurance. Furthermore, ANPR can be used to track movements of persons using vehicles, relating to suspicious activities or those who are on a watchlist. The technology of the ANPR camera allows police officers to stop a vehicle of interest, and make arrests if required (College Of Policing, 2023).

Organised crime groups (OCG) are a group of three or more people who agree to carry out criminal activities, these individuals are generally involved in the supply and distribution of drugs, as well as child sexual exploitation, human trafficking, county lines and the supply of firearms and weapons. The motivation behind this is often financial gain (Local Government Association, 2015).
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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. Exploitation of children - county lines, CCE/CSE in my area
 
 
 
 
 
 
 
 
	Low 
1-4          



         
	Med 
5-7



	High 
8-10


10 
	Low 
1-4 
	Med 
5-7


6 
	High 
8-10 
	 
I would like to increase my knowledge of the children in my policing area who are of concern due to county lines, CCE and CSE concerns. I will accomplish this by making myself familiar with these children via our intelligence bulletins and building rapport with them. I will also attend a PPU attachment which deals with these children.

	SKILLS 

1. Investigation skills - Dealing with more complex crimes.
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

9
	Low 
1-4 
	Med 
5-7 

5
	High 
8-10 
	 


I will achieve these skills by furthering my learning on conducting complex investigations. I will do this by having attachments with the SOC team, as well as CID and PPU.

	EXPERIENCE 
 
 
 
1. The ability to be able to complete casefiles competently.
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4



 
	Med 
5-7 
	High 
8-10 


8
	Low 
1-4 


4
	Med 
5-7 
	High 
8-10 
	 



I will achieve this through practicing different casefiles and increasing my knowledge in what is required for each file.
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