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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. 


1000 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

Upon achieving independent patrol status, I am able to reflect on organisational culture within the police force and how this has affected my wellbeing and resilience.
Organisational culture is defined as “A system of shared values, beliefs and assumptions”, (Torben, 2015). By being part of an organisation such as the South Wales Police I am expected to abide by and represent the values required in this force. Organisational culture is often described as having 7 key characteristics of values. Which are innovation and risk taking, attention to detail, show precision in work and preform regular analysis on task/outcomes with a focus on the end result rather than individual cases. Management should make decision with considerations being made to the effects this will have on employees (Robbins et al, 2003). 
When reviewing my time working for South Wales Police over the past 18 months, I have been able to highlight how my personal experiences have helped me develop my resilience. Dealing with difficult situations such as domestics, suicide and deaths have put me into circumstances that I have not been exposed to before, it has been extremely important to develop communication skills with those involved but also with my team and family to be able to express my feelings after having dealt with tough or challenging shifts. I have found that being able to talk about how these situations have affected me emotionally has not only created a stronger bond with my team but also has enabled me to be a more supportive officer to those I work with but also more empathetic in my personal life.  
Being part of this organisational culture has given me a sense of purpose and pride to be part of a big well-established group, I have strict expectations to adhere to and follow for example showing respect, courtesy and authority and I know I am able to rely on my team in a professional matter and in a wellbeing and supportive manner. It has been particularly interesting to be part of such a large organisation where people from all different backgrounds and lifestyles are working together for a common goal, to prevent life and limb.
There are potential risks of organisation culture, for example the expectation to conform to the expectations and normalities when these might be outdated. It is common that in a large organisation the rules and standards are set by those high up who might not be working in the environment with those who are expected to carry these out, sometimes it is possible that something is put in place that in paper sounds fantastic but in reality, has very little positive influence. This can be overcome by maintaining good regular communication links with everyone involved in the organisation, gaining regular feedback to keep up to date and ensuring current practice represents the demographic of the general public. Organisational culture can mean that those within the organisation will not be encouraged to have their own independent opinion or handle a situation in an alternative way to that set out in the teachings of protocols to be followed. The Police work has many occupational stressors and exposures that can lead to increased risk for mental health, and it is often classed as one of the most stressful occupations. It is often suggested that police officers coping mechanisms can be within their personalities which allows them to cope and accept stressful situations and become more resilient to stress than civilians. (Purba and Demou, 2019) 

“Wellbeing can be understood as how people feel and how they function, both on a personal and a social level, and how they evaluate their lives as a whole.”  A guide for practitioners (2012). 
South Wales Police promotes ways to ensure officers wellbeing is safeguarded, for instance they offer TRIM which is a counselling therapy to support officers through difficult experience on shifts and situations dealt with while on the job. This is aimed at preventing officers from experiencing and suffering from anxiety and depression. Should I even need to access this support I am aware this is on offer. Strategies I use to maintain my wellbeing include making sure I take part regular exercise, eating healthy and having a regular 7 hours of sleep each night, I also feel it is extremely important to me to make time with my family as they are a fantastic support system to me. I find this is challenging as the shift pattern is varied but I know this helps me to maintain a work life balance.
Resilience is often described as “the ability to adapt and grow” (Resilience Development Company, 2021). 
Strategies used to develop and maintain resilience are quite dependent on my wellbeing, when I am happy and healthy, I find my level of resilience is significantly higher, I know that dealing with tasks a day at a time helps me to have manageable goals and that my confidence has grown to know that I am making good, informed decisions. I have found a sense of purpose within the police and being actively involved in my team and the wider community we work with makes the job feel rewarding. One of the biggest lessons of resilience has been to embrace change, we have had lots of changes to the team I work with on shift which has meant getting to know lots of different people and adapting to working with them. 
In my opinion the positives of conforming to organisation culture certainly outweigh the risks, being part of a large team who share the same end goal unites us and creates a family mentality. I think wellbeing and resilience are something that needs to be reviewed regularly and should not be assumed that this will remain as it is, I will continue to monitor these to ensure I am the best I can be both for my job and in my personal life. In my opinion, organisational culture is needed in the police service to ensure the same practices, views and representation of the core values of policing are happening not just in the local area but nationally. 
Word Count 1017
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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. 

1500 words (+/- 10%: include your actual word count at the end of each section)





ANSWER:

Reflecting on decisions is common practice in policing, we are often presented with complex and unpredictable circumstances and have to use dynamic risk assessments to make good decisions, McCarthy, (2020) stated that "Our frontline crews perform dynamic risk assessments at the scene of incidents before they do anything else".

Use of the nation decision model and Gibbs reflective cycle allows formative and summative reflection, I use during these to help make decisions and reflect on situations most shifts. This is best shown in a recent example of a call I attended involving a suicidal male.

A call came through that there was a suicidal male who had left hospital where he had been being treated for his mental health, he was sad to be in his factory warehouse where he had sent a message saying good bye to his loved ones.
 I was requested to attend along with my team while on route I requested paramedics to be on standby. Once we arrived, I realised we were unable to enter the factory due to the metal shutter doors, I contacted the firearms unit who were also unable to access the door. All of the family were present at this time who were naturally distressed. I took the decision to contact the fire department to ask for assistance. Once inside the building it took us all over 5 minutes to locate the male. He was very intoxicated and lying on the floor, with a noose above him and a ladder. The male had stated he become too drunk to climb the ladder to end his life.

The national decision model (NDM) states gathering information and intelligence in the situation, this has involved knowing the location of where the male was, any warning markers, family, preparing by getting an ambulance on standby etc.
It might have been useful to have known that his family were present and watching which increased the pressure, this could have possibly been indicted by speaking to the reporting person directly before arriving at scene.
The next step of the NDM is to assess the threat and develop a plan, I requested firearms assistance as I knew I would be unable to enter the door.  I also felt it was necessary to have an ambulance on standby. As the situation progressed, I ended up requesting a fire brigade which I had not planned on doing. They were needed to gain entry through the metal shutters with specialised equipment.
 This was extremely successful as it helped officers enter into the property. While considering powers and policies, I used section 17 of pace to gained entry under to save life and limb.
This was interesting as I have little experience of applying this power of section 17 of pace but I was confident in knowing it was the correct call and ultimately it saved the man's life.

There were lots of uncontrollable factors in this situation and I felt proactive and confident in  identifying options or contingencies, it is important to be prepared and adapt to potential outcomes. I made sure the family were away from the main entrance of the factory in case the male was dead. This was to prevent them having to witness their family member in a distressing situation and protecting all parties involved from being treated in an undignified manner.

Finally, I acted and ensured the male was given the right help which resulted in him being sectioned him under section 136 of the mental health act. On reflection of the situation, I was able to revisit bodycam footage discuss the case with other officers and check notes I had made by viewing the body cam and speaking to the family and other officers. If I was to do anything differently, I would of make sure once the male was found that he was sectioned immediately because he had volunteered himself to the hospital previous, rather than taken under section 136 of the mental health act.

Reflecting on the situation using Gibbs Model during this incident, I felt nervous and frustrated at times as I knew the pressure was on me as I was one of the more experiences officers with a fairly new team on shift at the point that the shutters weren’t opening I was anxious as I believed the male could of caused serious harm to himself and we needed to act quickly (G, 2020).
 Once I located the male within the warehouse, I felt relieved and a level of satisfaction that our actions meant that he was still alive. While evaluating this incident, I felt the incident was dealt with swiftly positively, I pre-planned for an ambulance and once I had completed my initial assessment of the situation, I requested firearms and fire department quickly. This man had originally been in hospital for his mental health and this incident occurred when the male took it upon himself to run away from the hospital. A decision had been made that police presence was not needed at the hospital as he was with professionals and family who provided him with the help required. On reflection had we known he was a potential flight risk we might have benefited by placing an officer with him for his own protection? If this incident occurred again, I would stay with the male at the hospital to prevent opportunity to harm himself.

This incident required using multiple agencies such as ambulance, fire, mental health team, nurses and doctors which eventually all came together to support the male. I believe the way I carried out this incident was ethical and legal as I used the correct powers to protect life and limb. I also felt that I made ethical decisions to ensure I valued life, I was sensitive to the situation and made fair decisions. I recognised it was a highly emotional situation for the family of whom I offered my support and guidance, building trust and good communication to be a positive influence in a difficult situation. This is part of the come purpose of a police officer to create positive links with the community in difficult times.
Male suicide rates have increased during the past few years according to the Office for National Statistics (ONS). Men accounted for three quarters of UK deaths by suicide in 2019. (Suicide prevention: how you can make a difference, 2021) It was also found that suicide rates for men in England and Wales is the highest for two decades. It is clear there is obviously an issue and these men are not being provided the support and help they need (Brookman and Windsor-Shellard, 2020). ONS highlighted that the impact of the global pandemic this year has taken a huge toll in people's mental health and wellbeing which has significantly increased causes for concern. There is no direct impact of COVID 19 leading to higher suicide rates, what the pandemic did do was exacerbate known risk factors for those who are already vulnerable. Samaritans stated that suicide prevent must be a priority right now so "we can save lives" and the national suicide prevention lifeline.  Samaritans (2020) 
 Sher (2019), Suggests that's suicide in men is a "silent epidemic" which is worldwide, some factors which increase male suicides are, work related stress, impulsivity, divorced, alcohol and drug use, employment and income is of a significance. Certain strategies should be formed such as early intervention in adolescent males and young men to prevent suicidality in the future. Sher also suggestions that public health awareness needs to be improved for mental health, and how to better understand the phenomenon of male suicides and how to prevent these tragedies should be discussed more often with medical professions, scientists, stake holders and policy makers.
In this situation thankfully quick decision making, multi organisational effort and a little luck prevented a male being another number added to the continually increasing suicide statistics. Recognising this issue is going to be important going forward. Treating each case as an individual case and recognizing our role in helping these people to avoid anyone involved thinking that this "just another suicide call".
We need to continue to make decisions based on the National Decision Model and to continue to reflect on these decisions to develop and grow and improve practice as individuals, teams and the police service. 
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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).


1500 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

There are many theories of team dynamics, I will explore some of these as a way to develop team cohesion. Team cohesion is defined as “the strength and extent of interpersonal connection existing among the members of a group. It is this interpersonal bond that causes members to participate readily and remain motivated to accomplish the set goals.” (Team Cohesion - Overview, Examples, Strategies for Team Bonding, 2021).

One theory of team dynamics to develop team cohesion is the Bruce Tuckman Model, which is a 5-stage approach of a team from the start of their journey into developing as a team which is referred as forming, storming, norming, performing and adjourning. What Tuckman shows is that the first stage of his model is forming which is when everyone is well behaved, there is a positive and polite atmosphere as no-one knows each other, strong guidance is needed by the line manager or facilitator as groups are clearly not defended yet (Stein, 2021).
The second stage is referred to as storming, when boundaries becoming contested and conflict may happen, and often frustration as there may be lack of any progression, and guidance is often still needed. The third stage is norming where certain team members try and resolve their differences, look at strengths and weakness and respect the leader’s authority. The four stage is performing, and which is when hard work goes together with satisfaction about the team’s progress. Confidence may occur and often more tasks can be delegated, and problems are often prevented when they occur. 
The final stage of Tuckman’s model suggests that adjourning is when all tasks are complete, to see the positive in the result and allowing the group structure to let off due to the intensive of teamwork.
In my own experience often the first stages of forming any team are tricky, spending time trying to work out everyone’s place within the team and getting to know people, it is important to work out each team members strengths and weaknesses. When there is lots of change in a team during this early stage it can mean the team has to start the process again from the start and have to begin forming again, this is something I have noticed as we have had a few people gaining promotions and therefore have had new members of the team joining as frequently. 
 
Another theory of team dynamic is Myers and Briggs personality test, this is a theory that categorises people into 16 different personality types. Myers believes that the 16 types of personality mean you are either one style more than the other and this has led to companies such as South Wales Police using personality tests prior to us joining the training course to try and see what types of learning styles and personality traits individuals have to best match them with a team or a style of teaching. This allows the facilitator to adapt their type of teaching to best fit the personality type (JUNG, 1977).

An older theory which was first proposed by Rubin, Plovnick & Fry in 1977 focuses on as GRPI which means Goals, Roles, Processes and Interpersonal relationships usually represented in a pyramid diagram. This model indicates that a team should always begin with goals, once they are defined the roles and responsibilities will become clear, eventually the work together will become processes, and their roles and responsibilities will then be redefined and therefore will create conflict, decision making, and this will only develop interpersonal relationships further.
The theory is similar to Tuckman’s theory which identifies roles and responsibilities and can create opportunities to avoid conflict. In contrast to these Myers Briggs theory is based on personality tests and how these bests represent an individual, these are then used to create group dynamics by pairing complimenting personality types together.
  
It can often be hard for a team who work together all the time and can sometimes cause interpersonal conflict.
Interpersonal conflict is described as direct or indirect, for instance the perception that another person’s interests, values, needs or goals clash with your own, this would often result in a disagreement or have a hostile situation between parties. Interpersonal conflict is normal and often inevitable especially when working within a confined space. Interpersonal conflict is often expressed verbally or nonverbally such as an eye roll or cold shoulder or a full argument/blowout.
There are likely to be many reasons why this conflict could occur, depending on different peoples work ethics, respect levels, age, different personalities. Failing to resolve these conflicts could damage productivity and overall morale.
 Interpersonal conflict within a team can occur especially within close relationships it isn’t always bad and often studies show that quantity of conflict in a relationship is not as important as how the conflict is handled (Markman et al., 1993).
When conflict is well managed, it has the potential to lead to more rewarding and satisfactory relationships (Canary & Messman, 2000).
  
Strategies that a team might be able to adopt to reduce conflict and improve team productivity, morale and performance could include communication. This communication might benefit from being in private to discuss conflict and allow all parties involved to share their sides and listen to others but to also allow individual relationships to form. Another suggestion that a team could attempt to reduce conflict might be to have clear roles and expectations.  Making sure everyone within the team knows what they should be doing in their position so task can be accomplished efficiently and prior to the deadline this helps to reduce stress and improve cohesion. 
Ensuring a good team leader is part of the management of a team can be crucial, as a leader it would be beneficial to have an awareness of your leadership style and the team’s individual personalities, it is important to appreciate the similarities and differences within this team. If personality clashes are the issue then it is important to understand why and learn how to work together peacefully and productively, ensuring misunderstandings and a lack of communication is reduced.
 
Within our team we recently decided to have a daily team briefing to help improve good communication and ensure clarity of roles and responsibilities for that shift, delegating certain task for the day. As a team we would also come together at the end of the shift to discuss the outcomes of the shift and be able to offer support and improve wellbeing within the team.

Individual strategies that can help team performance might include setting clear objectives and goals. Ensuring that you plan and prioritise what’s important and completing the task you less want to do first instead of delegate or postponing Another strategy would be to make sure effective communication is a key focus, two-way conversation where listening and talking are equally important. Always acknowledge your strengths and weaknesses. I recently found the best way for me to improve my individual practices to benefit my team was to make a list at the start of my shift, with the minimum expectation to complete 75% of the list before the end of the shift. I know that if I am seen as proactive and organised that this will benefit my team as suggested by Four Common Types of Team Conflict and How to Resolve Them (2021).
 
Team dynamics within the police service can sometimes result in failing to comply with professional standards such as the code of ethics treating everyone with respect, fairness and most important regarding team dynamics following orders and instructions. As police officers we are bound to these codes of ethics from the first day within the job and therefore have to comply to these rules and regulations and also should challenge and report any improper behaviour. If officers don’t meet these rules, then they may be subject to misconduct meetings and a potential to be disciplined (A Code of Practice for the Principles and Standards of Professional Behaviour for the Policing Profession of England and Wale, 2014)
I believe that if team dynamics don’t meet the results within the police force then I would describe it was a failing to be profession and meet all the police standards there might be opportunities for officers to cross the boundaries with other members of a team potentially becoming too familiar or pushing the acceptable limits that other general members of the public might not need to have such clear lines they must not cross. A case where police have displayed this idea of pushing the boundaries was when two officers were caught breaching covid regulations and rules while having a house party (Williets, 2021). 

Most often police officers stick to the rules and regulations, however an issue with forces are some officers are too lazy, they could simply agree with someone to avoid conflict, they might meet outside of work and encourage drinking and partying.  Some people within the team might not get on as well as others and therefore chose to avoid working with certain team members, this might help to avoid conflict however this should be tackled and recognised by leadership to try and encourage these relationships.
 
Regardless of all of this it is our responsibility as police officers to ensure professional relationships, we must be proactive in our teams and resolve conflict quickly to ensure we do not only contribute positively within our team but also represent the kind of police service the public expect to see.
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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. 

1500 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:


This essay explores how information and intelligence is a key component to ensure police officers are able to keep roads safe but also prevent more prevalent criminal activity.
Information is often described as facts provided or learnt about something or someone. Intelligence is described as the ability to acquire and apply knowledge and skills.
Some of the most common offences on the road are speeding, drink driving, using your phone while driving and not stopping after an accident. While not all of these offences are committed by people with a previous cautions or convictions, the roads in the UK are a method of travel for those involved in other criminal activity and this provides the police chance to observe and potentially catch those involved in these crimes.  

Roads Policing (2008) indicated that policing of roads is generally seen as being an chance to create police presence for the public, often those who have not called on the police for help will not have had much interaction with the service but by seeing this presence of officers out on the roads and performing roadside duties members of the public can be develop confidence that active policing is happening. This will often be referred to as opportunity policing. The initial increase of police present will eventually prevent or deter more vehicles committing major crimes, for example Sheffield police stopped a vehicle March 2021 due to a defective brake light which eventually found to be an uninsured driver with no licence and two illegal immigrants within the vehicle (Lewis, 2021). 
 
Roads traffic laws (Road Traffic Act 1988) are important in allowing police officers to promote the safe use of roads, reduce the number and severity of road accidents and enforce searches and provide words of advice. It is unlikely that someone persistently breaking a road traffic law is going to hand themselves in and if they get away with breaking that law once there will be a temptation to commit that offence again. The likelihood of offenders being caught often depends on the amount of policing on the roads, whether this policing is seen as a deterrent, persuades potential offenders to observe traffic laws or even means being caught having committed a criminal offence.


Police are able to use information and intelligence to look at certain trends. This could be looking into what type of crime is taking place and if a “hot spot” for crime has formed that need to be targeted, it also might mean tracking what type of vehicles are being stolen or used for certain illegal activities. Software and equipment such as ANPR or traffic cameras enhance the police to continue with proactive policing. Policing also rely on information being immediately available which can be retrieved using the Police National Computer (PNC) or Police National Data (PND) which allows police to monitor vehicles and the public across bounders of other police forces and countries with instant response. 

When police are provided with information it is important that this is followed up on, on the rare occasion that this does not happen it can be serious. In October 2019, BBC (2020) reported a case where 39 Vietnamese migrants lost their lives while trapped inside the back of the lorry. The gang responsible for this human trafficking had completed successful runs prior to this situation and the police had a report from a member of the public about a parked lorry which was seen unloading people down a country lane in Essex. For some reason police did not attend, did not seize CCTV and did not question the driver, 12 days later the migrants were found dead .this information should have been followed up by the police and this more prevalent criminal activity could have been prevented.  

Operations organised by the police to specifically target road crime are common, an example of this is Tramline, an undercover campaign conducted by Surry and Sussex Police. This campaign targeted road users where police conducted observations from a HVG Lorry which enabled them to look down on cars and other motor vehicles, due to the high position of officers in the lorry they were able to see clearly if offences such as driving while using a mobile phone were occurring. In total 233 offences were dealt with; these were committed by 188 drivers. Surry and Sussex Police used this operation to target distracted drivers, educate them on the risks of driving while distracted and indirectly reduce the chance of accidents (Smith, 2021).

I have personal experience of successful use of information and intelligence to prevent a more prevalent crime, while on shift I used information from PNC and niche regarding a vehicle that had caught my attention and started to follow. I already had intelligence that this vehicle was being used for drugs and was registered in Liverpool. I stopped this vehicle and completed the necessary checks. I had found that the subjects were carrying drugs and it was highly likely they might have been involved in larger organised crimes groups such as county lines. The suspects were arrested, and the vehicle was seized. One of the suspects was further arrested for outstanding crime in another area. By seizing the vehicle and arresting these suspects. It is probable that more prevalent criminal activity has been prevented due to effective policing of the roads. (Corbett, 2007)

Automatic number plate recognition is often used by the DVSA and the police to ensure safety is a paramount on the roads of the UK. The ANPR technology is used at local, regional and national level to help detect, deter and disrupt criminality, including tackling organised crime groups and terrorists.
ANPR uses optical character recognition to identify the numbers and letters on a number plate, when a vehicle passes it, it reads the registration number and instantly checked against the database records of vehicles of interest. A record of all vehicles passing is stored including those vehicles that are not of interest at that moment in time, as it may be used for future investigative purposes. On average 50 million ANPR reads are stored on the records daily. ANPR has often proved to detect offences and often draws officer’s attention to offending vehicles.
Other benefits are that ANPR can be used to monitor more than one vehicle at once and they can create crime patterns to analysis hot spots and identify trends, which can also be used as static, moveable, multi land, mobile or covert.
ANPR can be used as an investigative resource, as it works 24 hours a day 7 days a week, it can produce a accurate location and often seen as cheap systems to install and monitor and can be seen as a deterrent.  ANPR monitors movement between certain locations as nearly all the major roads and motorways within the UK have ANPR,  tracking vehicles and monitors vehicles which aren’t insurance, taxed, mot. ANRP also investigated vehicles which aren’t known to the certain area. The Police often look at where the last ANPR hit was and create a map to try and investigate and solve investigations. (Automatic Number Plate Recognition (ANPR), 2021)
 
In my own experience I have used ANPR cameras to monitor and detect a stolen vehicle which was used in a hit and run, I was able to locate where the vehicle had driven from and to and eventually followed the vehicle. Having access to this information helped find the vehicle and subjects who were questioned for there actions and prosecuted based on collective information including ANPR. (ANPR | Automatic Number Plate Recognition, 2021).

Newark have found that within a few weeks of installing there new ANPR cameras, more than 500,000 readings in connection to offences were detected (including criminal damage, theft and burglary) which had contributed to and supported serval high profile investigations. They were overwhelmed with this “State of the art automatic number place recognition” (Churcher, 2021). Red light cameras have also been found to reduce accidents and causalities by an estimated 25-30% (Corbett, 2007). 
 
Relying on up-to-date information and intelligence to catch criminal activity is vital, without these efforts could be wasted in chasing dead ends. Police presence on roads helps to act as a deterrent and creates a more high-profile perception to the public. The chances of pulling someone over due to a lower-level offence like using a mobile while driving could potentially lead to more serious offence by chance as seen in Sheffield, Surry and Sussex. We must continue to proactively police roads and use all information and intelligence provided. 

 WORD COUNT 1421
 

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


8 
	Low 
1-4 
	Med 
5-7


6 
	High 
8-10 



	 My knowledge in certain areas has massively improved since becoming independent. I would rate my knowledge in both fields as medium, as I’m my spare time I often research new areas and new laws, regulations to gain as much new knowledge as possible. I have completed my Hub attachment which has given me a huge understanding in building case files and completing GAP/NGAP files as I would describe myself as having an eye for detail. So much, my colleagues within my team ask for my advice. To further my knowledge, I often research case file management and documents on our systems such as bob/NCALTS. I am looking and progressing my skills further by completing PNC courses, Red box to enhance my learning.

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


9 
	Low 
1-4 
	Med 
5-7


5 
	High 
8-10 
	 I believe my level of skill on both rates is medium, as I feel my academic work aspect and reflective practice has progressed over the past year however with more practice by writing more essays and workbooks will increase this. However, my skills within the workplace have increased and I would describe it was a high 5 as I feel I am gaining a lot of skills by attending a lot of varied calls within our BCU.

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



9
	Low 
1-4 
	Med 
5-7



6 
	High 
8-10 
	 I believe my rate for experience is medium and this is because I believe the varied and unpredictable calls I have to attend over the past year on response has left me with varied and detailed experiences especially when dealing with suicidal cases and domestic incidents. I often work as a proactive police officer and often find more work than others, but this overall has given me more experience. I often find myself guidance others who are less experienced in ensuring the correct practices and regulations are followed. 


  
Task 6
Recognition and confirmation of progress on the Occupational Competency Portfolio (OCP). 
  
 
 
By signing the section below, you are acknowledging your continuing progress on O.C.P.  

This is recognised by the university as work that is fully supporting this module BMPP 5000D; Professional Police Practice 2 and in signing it will be equivalent to 1000 words towards the 8000 words equivalent total. 
 
 
 
 
Confirmation of the progress on the Occupational Competency Portfolio (OCP). 
 
I confirm that I am progressing with the Occupational Competency Portfolio (OCP) in accordance to the regulations.  
 
Signed:  _ SAM BELLINGHAM 1910715 (Learner – electronic signature accepted.) 
 
Date: 04/04/2021
Bibliography
The bibliography should only include sources referenced within the workbook using the Harvard referencing system. Information about referencing in written assignments and how to avoid plagiarism can be found on Moodle. It is important that you are aware of the importance of ensuring that the work submitted is your original work.
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