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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:

There has been a certain focus and interest rising over the years regarding the identification and attention to mental health. It has become a massive factor within society and organisations and workplaces have been quite interested on addressing issues with mental health within their work force with the aim of building resilience and mental wellbeing. Studies have shown that levels of mental health especially in the emergency services are the lower than majority of other workplaces. 

The definition of wellbeing is best defined as an idea that includes a healthy lifestyle, positive thinking and overall happiness to everyday life. This is supported by a report stating that emotional wellbeing is the satisfaction of life (Langeland, 2022).

The definition of resilience is any situation that you are able to recover quickly from and any difficulties that you are able to overcome (Cambridge Dictionary, 2024). 

This is something I knew before joining the police but not something I felt I was ready for. Therefore, I have had to change my way towards certain parts of the job to be able to cope better with the stress of it. I will talk about this in the below essay. 
There is a gap in the work-life balance. From a personal perspective I find it very difficult to switch off from the job as I am coming home, and I continue to think about what I could have done differently or what I could do next time. These thoughts that race through my mind have had a massive effect not only on my ability to sleep but has caused me to gain weight. This is caused by the stresses of the job. Before joining the job I believed that my mental resilience was strong. This has changed over time in my short career due to this constant over thinking. Therefore, I have had to develop new strategies and coping mechanisms to regain my mental stability and ability to separate my personal life away from my job. Studies have shown that emergency services workers are at higher risk of PTSD (post-traumatic stress disorder) than those who do not work in emergency services in regular jobs. This same study also showed that emergency service workers are more likely to experience alcohol abuse, depression and anxiety as a result of the working conditions and experiencing traumatic events (Stevelink et al., 2020). As a result of all this I have had to develop alternatives to prevent me from following this path and developing bad coping strategies. 

The local area I police is known for not being able to maintain numbers on shift and also, it’s management. In my short time in my career, I have had different sergeants come and go a total of 3 times. When I look back at this, I can see that this is much more than the other areas. This instability of management has caused my workload to go up massively. Without any real of understanding as to why management has come and gone, it has resulted in further difficulty in closing down jobs and made it hard to maintain relationships with whoever comes in next. Studies have shown that consistency in management has a positive effect on staff as being productive and morale increases (Abernathy, 2011). At the minute the change in the organisation that is so often the movement of management staff, I have been forced to become used to these changes. The coping mechanism I have adopted to build resilience to this is to be open minded. There have been studies that show being open minded has a positive effect on the ability to accept organisational change (Fu, Zhang and Leung, 2016). This shows that not forming an opinion before seeing if the change in staff has a positive effect is more useful than going into it with a negative view. This also shows that I am sticking to the qualities that are expected of a police officer as it shows resilience to my workplace and adapting to whatever I face. Having openness is also one principle of the police code of ethics (College of Policing, 2024). This quality is something I always knew I had and formed part of my reasoning for joining the police. The benefit of this is now I am able to strengthen this quality by applying it to my everyday role. On the other hand, because of how regular the management changes, there is risk that my workload will not decrease. The further risk to this is that members of the public will feel that I am not looking after them or providing the best service I can to them, further adding to the stress.

The fast paced nature of the job means that learning quickly is really important. At the moment, the tutorship period is only 10 weeks long. While that seems like a long time, it is only about 10 working sets. When there is so much to learn in terms of legislation, processes, policies and how to talk to and manage members of the public, to eventually come out of that tutorship period with such a small amount of experience can be really intimidating. The police as an organisation are consistently changing the way that it wants police to work. Quite often, these changes are not communicated very clearly and new changes and policies. One strategy I use of coping with the fast pace is by organising my work in the best way possible. I do this by making a list of the most important jobs, using the National Decision Making Model or NDM (College of Policing, 2024) to assess the threat, risk and harm levels in each one to see which job requires my most immediate attention. To cope with the sudden changes that come from higher up, my coping strategy here is to rely on the information passed down to me by a sargeant. My current sargeant has a very simple way of explaining these changes in a way that I can understand. However, as explained above, my sergeants come and go faster than most other sections and therefore I will need to adapt this strategy if another sargeant comes in.
	
To conclude, a combination of my strategies and the acceptance that this job, whether it be new policies or staff changes, will always be prone to change is the best way to cope with stress. If I combine my strategy with acceptance and continue to do this job to best of my ability, it will make a good base for strengthening my resilience and overall mental wellbeing. I know that no matter what manager comes in next, they will always have my best interests as a priority. Therefore, if I can continue to keep an open mind and take a more relaxed approach towards the changes that this job brings, this will only benefit me more.
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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:

The national decision model (NDM) is a model used in policing that is made up of a total of 5 areas, with the police code of ethics located in the centre, that helps officers make professional decisions (College of Policing, 2023). The 5 areas include gathering information and intelligence, assess threat and risk, consideration of police powers and policies, consider options and contingencies and finally take action and review the outcome (Spooner and Cooper, 2023). The structure of the model does not change and therefore stays consistent for the use of officers during any incident. It can be used to make decisions in high pressure incidents and acts as a risk assessment, where the results of a decision can be predicted, assessed and changed. 

In my local policing area, there is a facility that houses individuals that require support in the form of assisted living. The complex is called home to some 15 individuals that are looked after by the local authority. Some of the residents at this facility suffer with some level of mental health concerns that often results in them having episodes of depression and anxiety. When these episodes occur, there have been a few individual’s that that leave the facility and are reported as missing. When a person is reported as missing, there is a process that was be followed in order to get all of the details and information possible that may help in locating the missing person. Based on the information gathered, it will determine a grading level that is applied to the missing person. This is graded as either standard, medium or high risk, the threshold required to meet the high risk grading is, amongst other things, a threat made to their own life or someone else’s. I have attended a number of high risk graded missing person incidents since I started my career as a police officer. This particular incident, however, was different than others I had attended. This was because the female that was declared missing, had made previous attempts on her life inside the facility. This caused a change where the staff had to make regular checks om her using a master key card. Information gathered from the staff during this process, in the form of a missing person report. 

The staff had disclosed that the female that she has had enough of everything and that she is going to end it all, she also told the staff she had a rope in her bag. Unfortunately, due to the facilities own policies, the staff are unable to stop her from leaving and instead call the police. The female was also under the age of 18 years old. This formed the first stage of the NDM. It was important that fast action was taken to reduce the chances of a catastrophe happening where she my end up taking her own life. 

This is where the NDM proved to be so important. With so many enquiries that needed to be done and how unpredictable this situation was, the use of the NDM allowed me to keep a clear plan and continuously assess the risks as the investigation progressed. The risk at present was clearly very high and remained high for the duration of the investigation. There is research that shows that people are more likely to commit suicide when they are feeling depressed compared to people who are not. With this in mind, I knew that each decision I made would be crucial. I quickly attempted to seek authorisation to use a specialist department that can track her phone to a round about location, this would give me an idea of her surroundings and what level of risk that could pose. For example, given the information that she was in possession of a rope, if the result of tracking her phone took us to a forest area, then an immediate area search would have to be conducted. This shows parts 1,2,4, and 5 of the NDM working together to predict a result and therefore, change the approach. Unfortunately, at this stage authorisation was not given, for the reason that she was still in contact with the staff at the facility via text. My plan had changed, and I now wanted to work as a team with the staff at the facility to try and get a location out of her, without the use of the specialist department. Therefore, I decided to go back down to the facility to give the staff my number so that they could contact me directly. On reflection, this could be seen as a waste of valuable time because I could have easily requested that force control contact the facility to provide this, then whilst doing so in the background, I could be progressing with the other enquiries. 

I had also considered that due to the female being under the age of 18, I had use of force powers under the Children’s Act 1989 which because of the circumstances, I was ready to use proportionate levels of force to ensure that the female could be kept safe and not pose a threat to herself or anyone else. If I was able to find her. It also meant that a public protection notification would be submitted to social services. Even though there was nothing to say that the female wanted help, I decided to provide a detailed report on her mental health and wellbeing in the notification and request additional support to be put in place for her mental health, with the aim that this would help her greatly in the future. Research shows that people with support for their mental health cope better with day to day life and so the decision to include her history of suicide attempts and concerns with social services was made in her best interests. In a legislative context, making this decision on behalf of someone who might lack the ability to decide she needs to help herself is detailed in the Mental Capacity Act 2005. 

Another piece of legislation available to me that I considered using was section 136 of the Mental Health Act 1983. This would allow me to detain the female under this act and take her to a place of safety, or a hospital where she can be treated for her mental health. This power however can only be used in a public place and therefore I needed to be sure that I had a back-up plan if she was not in a public place. This is relevant to my incident due to the mental health nature of it, I had to constantly consider the powers and policies section of the NDM and justify the use of any of these powers. Again, this could be done with this incident because it was clear that the female was in crisis and required professional help. This was a judgement I made based on my own professional judgement.

Another important point of the process when gathering information at the very beginning is finding out if there are any cultural or language barriers that I may need to be aware of. I am aware that with language barrier issues, I can use the language line system. I had considered this as an option before I left to take this information. My rationale behind this is that speaking to someone that understands her language could be really important in saving her life. She might have thought that I am not listening to her or that I don’t care because I am unable to understand. Therefore, it was important to consider this option. In terms of understanding if there were any cultural needs, this was also really important. This is shown in a study whereby deaf people were asked to provide reviews of their experience with police through interviews and the results were negative (Lumsden and Black, 2019). This again is important because the study shows that even though the police are fully aware of vulnerable victims, there is still not enough protection in place for them through training or through policies. With this in mind, I had to make sure I was prepared to adapt to her needs. This was my first encounter with this particular female, so I was unsure on how she would react to me. With this in mind, I had decided to print out my intentions and any questions I had for her so that she might feel more comfortable writing things down instead of talking to me directly.

In conclusion, I have found the use of the NDM in high pressure situation really useful and reliable in order to make very tough decisions. Multi-agency working as part of a team is also very beneficial in situations that are as unpredictable as the one above, because valuable information can be gathered as well as further ideas that can be brainstormed in order to make better decisions. It is important to reflect on these high pressure situations because it will make for great learning as well as finding where I can improve my decision making. It will also improve my composure and reduce the chance of making risky decisions that could be life or death. I will continue to use the NDM in all aspects of my role to make sure I provide the best service I can, to the people of the community. 
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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:

Working as part of a team can be a very beneficial and very valuable way of getting things done. Whether that be in the workplace, at home or in sport. Teamwork is often associated with sports, but the lessons learned here can quite simply and easily be transferred into the workplace. Research shows that children who participate in sport are much more likely to gain confidence and maintain relationships a lot better than people that don’t from a young age. A study in 2019 shows that children that have participated in sports as a team have reported better mental health in adulthood (Easterlin et al, 2019). Therefore, it is in the best interests of any workplace to make sure that the team is working well together. Teamwork can be defined as the activity of working together in a group (Cambridge Dictionary, 2024). This is even more true in policing, because of the responsibility a police officer has when dealing with serious matters, on behalf of members of the public. This is even more important when dealing with the vulnerable people. There are many theories and lots of research that has been done into making sure that people work well together.
The first theory of team dynamics that will be spoken about is the Tuckman Team Model. This model was made by a psychologist called Bruce Tuckman in the year of 1965. The model explains that teams will go through multiple stages of development while in the workplace. These stages are known as forming, storming, norming and performing. There were originally only 4 stages, but a 5th stage was later added called adjourning. It states that being a leader within a team is important and integral to team bonding and the leaders actions could affect the whole team (Bart Krawczyk, 2023). The forming stage is where the shift will be getting to know a new member of the team. The storming stage is where there is conflict that starts between the members of the team after they become more comfortable with each other, shift members will feel more comfortable in challenging each other. The norming stage happens next when the conflict is sorted, the shift will now their place in the shift. The performing stage is next which is the most hoped for by any shift manager, this is where the shift are all getting along and working well together. The final stage is the adjourning stage which can occur if shift members leave for other departments or leave the role for good. Sometimes this can be difficult for the shift members especially if they get on really well together.
The second theory of team dynamics that will be spoken about is the theory known as DISC. This is an acronym for dominance, influence, steadiness and compliance. This theory was made in the year of 1928 by Dr William Marston, and it is used to try and put an individual’s personality into one of the categories. This can help give a clearer look into what type of people are on the shift and it can be used by everyone. By finding this out, managers will be able to manage the team better by giving tasks to people that are able to handle them better. For example, a member who has more personality traits that fit into the steadiness category are more likely to have empathy, therefore the manager might task them to more sensitive incidents like domestics. Compared to someone who might have more traits that fit into the dominance category, who may be better off at a conflict incident as they tend to be more stubborn and resilient.
The third theory of team dynamics that will be spoken about is a model called the Lencioni Model. This is a more recent model that shows there are 5 most common problems that affect how well the team work together. These are lack of trust, fear of conflict, lack of commitment, avoidance of accountability and inattention to results. This can lead to a dysfunctional team that stated will be become a sickness (Shelley Smith, 2019). This model is beneficial because it is simple and easy to use. Each member of the shift, including the manager, will be able to easily see what issue on the shift, sits where in the model.
There are some occasions where teamwork is not for everyone and people in a team can begin to argue with each other and clash with each other. This can make the workplace a very difficult and awkward place to work. One of the things that people may argue or clash about is the decisions that have been made by the other person. Sometimes, this can be difficult because another officer might not have been at the same incident and might have a different opinion on how they would’ve handled the incident. It is important to understand that there will always be officers who would do things differently and this is usually because of the levels of experience. With experience, age can also be a factor to consider. This is because people of all ages can join the police and sometimes an older person may join who has less experience of the role than a younger officer. There is research that suggest older members of a workplace are less likely to take orders or respect decisions made by younger members of a workplace (Corinna E.Lockenhoff, 2017). One of the many areas of the code of ethics is being open minded (College of Policing, 2024). This means that officers joining the role must make sure they have the right mindset when joining, understanding how hard this role is and that there are colleagues there to help. If an officer is open minded, it might make them less likely to become annoyed or frustrated when decisions are made by younger officers. The strategy for this is already in place through the recruitment process. This process is very good at making sure that new recruits already have these qualities.
A more internal factor to consider is the fact that people have different personalities. This may cause some people to clash with each other. Some officers might be much more laid back in their approach to work whereas other officers may struggle with the difficulty of the work. This can cause officers to become frustrated, especially when they can see that another officer is managing a lot better. There are studies that show jealous colleges (Indeed Editorial team, 2022). This might mean the shift are in the storming stage of the Tuckman Team Model. If this can be seen quickly by the sergeant on shift, a strategy they could use is to separate the team with certain tasks that will distract them from this stage. When those tasks are finished the shift members might have a feeling of achievement and push them into the next stage.
One factor considered when working as part of a team that can be seen as a negative is the level of friendship that can occur on shift. It is not an unlikely thing that people will become very good friends whilst in the role of a response officer because the incidents they attend can sometimes be traumatic. There are studies that show people who have been through a traumatic experience together have a better relationship because they have that shared experience together (Carol Tosone et al, 2012). Though this can be seen as a good thing because it might mean that they help each other out often with paperwork or mean that they are happier on shift, there may also be a problem. The problem is that when something bad happens at a job, for example, one person may have said something inappropriate or acted inappropriate, then the friend may not raise this to the line manager. As a result, this means that both of the officers are at risk of failing to comply with the standards that are expected of them. Research to show this explains that friends are much less likely to report something bad about another out of worry that they will get them in to trouble. One of the Gwent Police code of ethics areas is honesty and integrity (College of Policing, 2024). This means that all officers who are part of Gwent Police are expected to be open and honest about their actions and their behaviour. There is a risk that these officers might fail to keep these standards. Another area of the Gwent Police code of ethics is to challenge unprofessional behaviour (College of Policing, 2024), this can be done by speaking with a line manager or saying there and then, that that officer is not acting or behaving as expected. To reduce the risk of these standards dropping, line management can look to step in and create space between the officers. This can be done by simply by double crewing one officer with another on shift that may not be in that friendship group. The benefit of this is that more relationships can be built on shift, creating an overall better atmosphere on shift. Research shows that happy staff means more hard-working staff and more productivity.
In conclusion, there are lots of different factors that can affect team dynamics and the togetherness of a team. Some of these factors can be easily sorted out through the line manager being involved and understanding the team better. This will mean the line manager makes better decisions that will benefit the team. The research also shows how important it is that a team works together well. Having knowledge of the theories above can mean that there can be a better understanding of how people work and how effective different types of people can be in different situations. It will be beneficial for the entire team to be made aware of the models, so they don’t feel like they are being treated unfairly or picked on by a manager. This will then improve the team cohesion overall and cause less arguments and tension.
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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 and intelligence is used throughout the whole of the policing system. It is important that it is submitted by all departments as it gives anyone that is reading it beforehand the insider knowledge and safety before either conducting an operation or even arrest attempts of a certain individual. It can be submitted by anyone within Gwent police and is usually obtained either from attending jobs whereby members of the public have provided this information and then it is developed into intelligence. Information can be gathered either by observations at incidents, Police National Checks or PNC which is conducted by an officer to see if there are any details recorded of the individual, and local intelligence departments that have provided the information or photos obtained or sent in. Intelligence is then information that has been processed and analysed. This can either be sensitive, non-sensitive or confidential. 

One of the models that Gwent police use is the National Intelligence Model or NIM. This is a model that is split into 3 groups or categories that are used to determine the level of reliability, testing of that reliability and the sensitivity whether it can be shared lawfully or shared lawfully with conditions. This is known as the 3x5x2 system. NIM provides tactical decision making when reducing crime in the local area. There are 3 levels of NIM. The first level is local intelligence, whereby this is provided by an operational officer and is submitted through any local intelligence departments. Officers can then create warning markers or flags for that specific individual which can be accessed by any officer for their awareness. This is for safety and to provide the officer with information before dealing with the individual. The second level is regional intelligence. This is where, there are issues that are affecting multiple forces and are monitored by the Force Intelligence Bureau or FIB. This is classed as serious intelligence. The last level is national intelligence whereby it is monitored by the National Crime Agency or NCA and border control. The NCA deals with any serious or organised crime groups that may be effecting the UK.

Intelligence goes through a cycle which is never ending. This is split up into 5 groups. The direction of intelligence which can be passed from officer all the way to the NCA. The collection of intelligence. The evaluation of intelligence whether it is reliable, untested or not reliable. The analysis of the intelligence to provide officers an insight into the individual that they are searching for and the dissemination of intelligence where force control can provide officers with information about a individual when at a scene or incident. 

There are a few sources of information that can assist with the submission of intelligence. These include open and closed sources. Open sources is information that is open to everyone but may not be reliable or accurate. Open sources are to help identify any lines of enquiry or to assist in the development of an investigation. Also, to identify any factors that may impact any crime or concerns amongst the community. Closed sources is information that is restricted and reliable. It is information that s shared between agencies such as the prison service, other police forces and her majesty’s revenue and customs or HMRC (College of policing, 2013).
Other sources is the Police National Computer or PNC, the Police National Database that can identify any new lines of enquiries, improved risk assessment and decision making and new patterns of crime. Community intelligence and Covert Human Intelligence Sources or CHIS. These are used more for organised crime. The use of the CHIS has proved to be a very beneficial resource in obtaining intelligence. One study has found that there has been a huge impact on obtaining intelligence from the CHIS by building rapport. The study found that the police officer that was handling the CHIS was able to obtain high amounts of intelligence by showing them attention and being coordinated (Nunan et al, 2020). This study alone shows how important it is to maintain relationships with people in order to obtain intelligence. This is especially important when dealing with the CHIS, not only because of the danger they are in, but because this is a closed source.

Automated Number Plate Recognition or ANPR can assist with roads policing when dealing with criminal activity as it can provide up to date BOF hits of any vehicles that may be involved in criminal activity. That is why it is important for officers to provide information or intelligence of any person or vehicle that may be suspected of being involved in any criminal activity. It can also provide where the vehicle has been, what date it has last hit a camera and where the activation has occurred. This can assist in Roads policing officers or RPSO to locate the vehicle and communicate with other units for tactics on how to take down said vehicle. It can also be used to locate a possible missing person and if they have left an area via a vehicle. Also, that if officers provide information on individuals that may be possibly involved in drug trafficking, then any vehicles that are associated with them will have markers on the vehicles for drugs that can be passed to RPSO so the vehicle can be intercepted and stopped. 

The advantages of using ANPR are that it is an easy and accessible system that can allow the operator to monitor several vehicles at the same time. Also, it can produce an accurate location of any vehicle that is searched (College of Policing, 2013). The government has now introduced new measures to assist police officers when dealing with county lines. This is where ANPR will now be able to track vehicles involved in possible county lines that may be transporting drugs, offenders, victims, cash and weapons (GOV UK, 2019). Whilst having ANPR is clearly beneficial, it is important that there is clear communication between neighbouring forces and even in the local force between the different area. There are multiple radio channels that can be accessed by officers in order to pass observations for certain vehicles. Officers are also able to inform their local force control room operator about any incidents or vehicles they come across on the road, that may be acting in a suspicious way or requires specialist department involvement, such as the RPSO. The benefit of this is that the force control room operator is able to quickly access different radio channels to pass these observations. They are also able to break current communications to pass an emergency message. Another benefit of this is that the local force area will all be made aware as well as the specialist departments. To make sure there is no interruptions RPSO can then create their own channel to operate effectively.

When looking at reducing the amount of criminal activity this is an important point. This is because the local force area can work together as a whole, which increases the amount of support for specialist departments. There have been studies that show how important teamwork is in achieving a goal. One study looked at the difference between debriefing a team with individual goals compared to debriefing a team that had no goals set for them. The result of this study were that the team with the goals set had much better work performance compared to the team that were not set goals (Gardner et al, 2017). This shows that working together as one force is much more effective than leaving operations just to specialist departments like RPSO. Though RPSO have special training in things like tactical pursuit and boxing cars in to immobilise them, they could also educate the local police officers in managing the scene around the incident itself. Therefore, it might be possible to further reduce crime on the roads.

ANPR is however not accessible to all officers and can only be accessed either via the force control when asking about a vehicle that the officer knows the registration of, or RPSO that have ANPR fitted into their vehicles that can provide information such as insurance, MOT or if the vehicle is wanted for any crime. Again, this is why it is important for officers that are either frontline or in response, to provide information on vehicles that may be suspected of being used for criminal activity. 

A report from North Yorkshire Police has stated that ANPR assisted with the arrest of 55 individuals that have been suspected of being involved in criminal activity. Also, that in 2018 alone it assisted in 727 arrests, helped to safeguard 36 vulnerable people, provides evidence in criminal prosecutions and over 1000 storm logs tagged for ANPR a month (North Yorkshire Police, 2019). This shows the importance of ANPR in the assistance of stopping criminal activity and protecting vulnerable people.

In conclusion, ANPR is effective when dealing with criminal activity and the assurance of protecting vulnerable people as its assists officers to locate vehicles involved in criminal activity. At the moment the use of ANPR is only for specialist departments and it would benefit the wider force if it was made available to all departments to further reduce crime on the road. It is also important to understand that building and maintaining relationships with people is a very important part of being able to obtain intelligence. Further training could be given to new and existing officers to improve their skills for relationship building, through workshops.
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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 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 6 – I believe that my knowledge of current legislation and previous legislation is at a good standard but can be improved. To achieve this would be to further understand new powers and policies that the force introduces and to conduct my own learning time to make sure I am up to date with any legislation. 

I believe my knowledge of NICHE, our system used for Gwent Police when writing up jobs, has also improved as i am able to put in the relevant forms required for occurrences and incidents. However, again I can improve this by understanding case files more in depth as this is where I believe I struggle with by not knowing to the full extent of what to include with certain files. 

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 6 – I believe my skills are of a good standard and always make sure that any use of force that is used is proportionate. I have had to improve this however due to a few incidents, that I have been involved in, that could have been better dealt with. This did knock my confidence.

I have been put on a support plan issued by Learning and Development with support from a tutor to support me involving conflict in incidents. This was to make sure that any incidents that involves conflict I am able to deal with to the best of my ability and to make sure that everyone present, both victims and colleagues are safe. 

I am nearing the end of my support plan and I believe that this has been beneficial to my development of conflict and communication skills, and I have now grown more in confidence and am able to the risk of what is in front of me more clearly. 

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 5 – I have experienced very diverse incidents, some being low risk to others being of high risk. In the area that I police, it is very busy and could result you jumping from incident to incident. 

Although it is busy, I still believe my experience is limited and there is room for improvement always. That is why I have only graded my experience as 5 as there is still a lot to improve on. I have experienced traumatic incidents where I have needed support through our TRIM practitioners. However, this has enabled me to understand how to deal with the situation/incident if something like that was to ever occur again. 

I have experienced colleagues on shift that also provide support and knowledge of how to deal with indents and always give feedback. 
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