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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 is described as a set of values, beliefs, attitudes, systems, and rules that outline and influence employee behaviour within an organisation (Wong, 2020). I will be outlining in this essay the impact that organisational culture has had on my experiences and on my wellbeing and resilience. I will also be referring to the potential risks of conforming to organisational culture and outlining strategies of maintaining wellbeing. To reflect on my experience, I will be utilising Borton’s Reflective Tool. Borton uses three questions to aid reflection such as: what, so what and now what (Terry Burton, 1970).
	After my initial policing tutorship, I joined another team in another area. During this time, I became aware of many differences between the two teams, both positive and negative. My new team are lot more target focused, they closely monitor arrest numbers promoting what’s known as ‘market culture’, a sub-culture of organisational culture. Market culture is a workplace culture used to promote and highlight targets within an organisation whilst closely monitoring staff performance**. Gallagher, Brown and Brown (2008) outline the advantages of a strong market culture, stating that it will promote profit and business revenue. However, I think it is important to remember that policing cannot be compared to any other workplace. A policing organisation’s aim is to manage offenders, police communities and provide help and support for victims of crime. Therefore, I believe that comparing the performance of staff or officers cannot be measured in the same way; measuring arrests for example could be regarded as counter-productive due to the unpredictability of human behaviour and crime rates. 
	This was highlighted in my own experience, my new team monitor arrest records weekly, and they illustrate this on a tally chart in the parade room. This made me feel self-conscious as these numbers are on display for everyone to assess. On the one hand, this may boost productivity however, I feel it had a detrimental effect on my wellbeing and resilience. This also promotes the need to arrest individuals as a main disposal to boost numbers on the tally chart rather than considering more effective disposals such as restorative justice (Menkel-Meadow, 2007). My other colleagues had a different reaction to the tally chart, they seemed to enjoy the competitiveness, but I do not believe that monitoring these numbers in policing is helpful. 
	Borton’s Reflective Theory also covers the ‘so what’ aspect of reflection, this is used to analyse the experience. During the monitoring of arrest numbers, I felt very vulnerable because I felt as through my entire performance as a police officer was measured by how many people I had arrested. Whereas I believe that success in the job role should be measured more holistically. This has overall affected my wellbeing at work as I do feel under pressure to increase my arrest figures. 
	My thoughts and feeling have altered since I first joined the team, and I became aware of how they monitor their figures; I have since gained confidence in my performance. I have been trying to improve my self-confidence by reassuring myself that arrest figures are not substantive enough to measure my performance. I no longer allow the pressure to control how I behave at work; I am continuing to make sure I use the most appropriate crime disposal rather than focusing on my arrest numbers for the tally chart. I have also noticed an increase in productivity from my team, we do have one of the highest arrest record numbers in the central division. 
	I will now be covering the ‘now what’ aspect of Borton’s Reflective Theory. This aspect of reflection will cover any points of learning and any consequences of previous actions. The implications of measuring these factors meant I felt so much more exposed in work, I felt judged and at times I felt as though I was not good enough. I had developed the sense of Imposter Syndrome, this is where a person may feel incompetent to complete their role and they may believe that others are better at their job despite possessing the same qualifications and skills (Benzel, 2022). 
	However, I realised that this feeling was to be expected as the newest member of the team. I spoke to others with the same level of service as me and they corroborated that they felt the same way, very nervous, self-critical, and judged at times. I also realised that monitoring my arrest numbers was having a detrimental effect on me at work so for my own mental wellbeing I stopped checking them and thus stopped putting so much pressure on myself. The most important thing that I learnt from my reflection is to stop pressuring myself and my performance at work. I learnt that by doing so, it was only preventing me from easing into this new job, becoming comfortable in my role and preventing me from gaining confidence in my own ability. I do need help in to see results from these reflections from my line manager. I believe support from my Sergeant in the form of praise and alignment in belief that solely focusing on arrest numbers is unhelpful for team morale. 
	Organisational culture can elicit a group of individuals that all strive for the same ideals and all share similar opinions. However, this can be destructive for the workplace. Smith (2011) outlines that the consequences of organisational culture. He stated that because of this culture, individuals may not voice their opinions at work, out of fear of being singled out for having a differing perspective. He adds that due to this, there may be fewer dissenting opinions or ideas in the workplace and consequentially workplaces may be less efficient and less successful. 
	Another risk of organisational culture in the workplace is lack of individuality at work. Newton and Knight (2022) outline the risk of the loss of individuality such as conforming to the same dress, the way they speak, the body language they use and the attitude they present. They argue that diversity should be encouraged, and organisational culture sometimes prohibits this. Therefore, these shared attitudes and unconscious conformity can result in complacency at work and lack of ambition. 
	To maintain my wellbeing and resilience whilst doing a demanding job like policing I have to incorporate coping strategies. I have started running to maintain my physical and mental wellbeing. It is stated in research that running can be effective in reducing stress, depression, and anxiety (Skead and Rogers, 2016). Other research corroborates this adding that running is responsible for improving self-worth, and self-confidence along with uplifting general mood (Biddle and Mutrie, 2008). Thus, ratifying that since I started running a few times a week, my overall mood and resilience at work has improved. Much like the research has stated, I have noticed mostly positive outcomes since starting this hobby and I believe it is important to have an outlet that allows you to burn off excess stress and pressure. 
	To conclude, I feel that organisational culture has a lot to answer for when we think about pressures at work. Often, new employees feel extremely overwhelmed and self-critical when they start a new venture and this can sometimes be exacerbated by other colleagues that unconsciously inflict greater pressure by monitoring arrest figures, for example. In my experience, I had moments where I felt judged and unworthy in my new role. However, since conducting in depth reflection I have realised that with effective support at work and strategies to improve wellbeing and resilience, these negative emotions can be improved and this where we are able to see growth of character and tenacity. 
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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:

In this essay, I will be using Gibbs’ Reflective Model (1998) to reflect on an incident that I encountered a few months ago when I attended a domestic incident between a brother and sister. The Gibbs’ Reflective Model (1998) is made up of six stages namely: description, feelings, evaluation, analysis, conclusion, and action plan. I will also be referring to the National Decision-Making Model (NDM) throughout this essay, this tool can be very effective when applied to tackling policing incidents. It is an efficient way to explain decision-making during a policing incident (Roach, 2023).
Referring to the first stage of the Gibbs’ Reflective model (1998), the description phase, an emergency call was made to South Wales Police from the female victim. She has stated that she had been attacked by her brother whilst drinking alcohol with him and other friends at her property. The victim added that he became aggressive during the evening, and they had begun arguing. The perpetrator then severely assaulted the victim by punching her to face, attempting to strangle her and biting her. The victim also stated that the male perpetrator had since left her address and was walking down the street. She also told police that she believed he may be holding a weapon, but she wasn’t entirely sure. 
Using the NDM, the information and intelligence that was available was a potentially dangerous male had just severely assaulted his sister and was currently a danger to the rest of the public and potentially in possession of a weapon. The perpetrator was also reportedly intoxicated. I assessed the threat level and developed a strategy, I knew this male was potentially unpredictable, violent and could harm the public, my colleagues and myself. 
I also had to consider any impact and environmental factors and the offender behaviour. The offender’s height, build and alcohol levels were all factors that could increase the risk of the situation. I made sure to assess the offender’s behaviour too, especially when my colleague placed him in handcuffs. I evaluated whether he was being compliant, verbally resistant, passively resistant, actively resistant, aggressively resistant, or seriously aggravated resistance. These resistance types increased in severity and in this case, this offender was exhibiting passive resistance (College of Policing, 2020). 
Evaluating my powers and policies, I had the power of arrest based on the victim’s initial disclosure. I also had the power under Section 1 PACE (1984) to stop and search the male due to the intelligence that he was potentially carrying a weapon. Identifying the options and contingencies, it became imperative to find the perpetrator and apprehend him as quickly as possible with handcuffs. I also thought about the possibility of taser approved officers in case he did have a weapon. Another option that I considered was my use of tactical communication with the perpetrator, I was careful not to use language that may aggravate him, and I was aware of my body language. The use of language and posture when attending an incident are important factors and will determine the response you receive from offenders (Ivanovski and Nedev, 2018). My main concern was the safety of the public and to arrest the male based on the initial account. 
On attendance, I located the male walking without a shirt on, acting erratically and he was in the company of a female who I later found out was his girlfriend. I promptly exited the police van and handcuffed the male to the rear under Section 117 Police and Criminal Evidence Act (1984) for my male colleague to conduct a stop and search under Section 1 PACE (1984). 
Referring to NDM, I conducted an assessment on the situation and concluded that handcuffing the male and searching him would be the safest option to mitigate any potential risk. The offender could have easily reached for the reported weapon and harmed police so the action I took was proportionate. I also considered that I had the powers and policies to carry this out. As I was in company with a male officer, I felt it was best practice for a male officer to search a male offender (Novich, Kringen and Hunt, 2018).
	Considering all options and contingencies, I did consider handcuffing the male to the front to carry out the search. However, the offender was incredibly intoxicated and irate so to protect myself and my colleagues, I exhibited more force and handcuffed him to the rear. I also considered taking the offender to the hospital because it appeared that he had injuries too. However, upon further inspection his injuries were all superficial cuts and scratches that I believed did not require hospital treatment. The outcome of this incident was the offender was arrested for assault and non-fatal strangulation inflicted on the victim, his sister. 
	Referring to the next stage of Gibb’s Reflective Model (1998), how I felt during this incident, I did feel confident in my ability to restrain the male with handcuffs to the rear because I had the support of my three other colleagues at scene. The offender was being rowdy and aggressive, but I felt in control because I had used handcuffs to diffuse the situation. When the male began threatening me, I did start to become nervous as he was very irate. It was important to realise that the incident risk was increasing so I decided based on his escalating behaviour that the offender should be placed in the caged area of the marked vehicle. This was also the only viable option at this time to reduce any disruption for those living in proximity. Therefore, reducing overall risk to officers and the public.  
	The next stage of Gibbs’ Reflection Model (1998) is to evaluate the decisions made at the incident. I believe that my apprehension of the perpetrator went well however, in hindsight I think I could have placed him in the back of the marked police vehicle immediately after discovering that he had assaulted his sister. The perpetrator was extremely intoxicated, aggressive and he was shouting in the street, I think we could have acted with more efficiency as a group when deciding to remove him from the public area. By not doing so, this potentially caused distress to members of the public witnessing his behaviour. 
	I also believe that my use of the NDM was effective, I was consistent with my risk assessment of the situation, and I was able to safeguard the perpetrator, my colleagues, members of the public and myself. I also believe that I questioned the witness effectively. The perpetrator’s girlfriend was with him at the time of apprehension, and she had stated that she witnessed the assault. However, she was initially hesitant to provide me with any information but after questioning her for a few moments she had confirmed that there had been an altercation and that the perpetrator had assaulted his sister. Moreover, I was able to capture an initial account of evidence from the witness on my body worn video to assist with the investigation.  
	I will now be analysing my decisions in accordance with Gibbs’ Reflective Model (1998). I believe that the efficient apprehension of the perpetrator went well because the control room provided a comprehensive description of the male and attending officers were focused on locating him and safeguarding the public. Conversely, I believe that I didn’t secure the perpetrator in the marked vehicle quickly enough because I was too focused on obtaining an account from the witness. I also think that level of service of all officer’s in attendance impacted the situation, we all had less than two years police service. I think that if we had a more experienced officer at scene, the perpetrator would have been secured more efficiently. 
	The perpetrator and the victim had been drinking and taking drugs earlier that evening and it became apparent that this situation was exacerbated by the recreational use of drugs and alcohol. Evidence suggests that alcohol is a significant trigger for violent behaviour especially when combined with drugs (Haggård-Grann et al., 2006). This could explain why the assault on the victim was so severe and violent and why the perpetrator was so irate when officers arrived on scene. You could conclude that the alcohol and drugs had a significant impact on his behaviour.  
	To conclude my reflection in accordance with Gibbs’ Reflective Model I will be examining what I learned from this incident. The biggest thing I learned was to apprehend and contain the perpetrator as quickly as possible due to the threat to the public and officers. I also learned the importance of focusing on what information and intelligence is provided to you by the police control room. This was especially vital during this incident due to the intelligence that the perpetrator may have been in possession of a weapon. 
	For future incidences, I want to develop my stop and search skills because I had the opportunity to carry out the search of the male, but I feel that I shied away from the prospect. This was potentially due to my low level of service in the police and lower confidence in my ability. Conversely, I do feel I acted with professionalism at a time when the perpetrator was being verbally aggressive towards me and was threatening me. Furthermore, I feel it would have been easy to allow the male to affect me and my conduct however I did not. 
	Lastly, next time I will ensure that I take initiative at the scene and conduct the stop and search to gain further experience. I will also ensure that tasks are divided amongst the four officers at scene to conduct the essential ‘Golden Hour’ enquiries whilst we managed the perpetrator (Rose, 2021). By doing so, this would have allowed us to handle the incident more efficiently and with more control. It would have also allowed us to obtain a statement from the victim and conduct the relevant house to house and CCTV enquiries. This would have allowed us to collect best evidence and therefore assist further with the investigation into the domestic-related assault. 
	I will develop these skills by practicing more, so any time I can conduct a stop and search I will volunteer. I will also start taking the lead more at incidences by dividing tasks amongst my colleagues and voicing my opinion when problem solving at emergency calls. I also think it’s important to learn from my colleagues and watch how they conduct themselves at calls, this will allow me to develop more as a police officer.  
	I believe that one consequence of my decisions was a loss of control during some moments at this incident because of not securing the violent perpetrator quicker. By not securing the male sooner, the perpetrator might have believed we were not entirely competent, and this could have worsened his behaviour towards us. I could have exhibited more force on the male due to behaviour and this would have allowed me to gain more control over the situation and the perpetrator.





































Task 3

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

	
[bookmark: _Hlk151988734]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:

In this essay, I will be evaluating theories of team dynamics as a means of developing team cohesion. I will be analysing the Tuckman Team Model, the DISC theory and the GRIP theory and identifying the strengths and weaknesses of each theory. I will also be considering why inter-personal conflict arises, how these theories of team dynamics can be implemented into the policing sector and how they can explain improper behaviour by not abiding by police Code of Ethics (2014). 
The first team dynamic theory I will be evaluating is the Tuckman Team Model proposed by psychologist Bruce Tuckman in his book ‘Tuckman’s Stages of Group Development’ (1965). Tuckman describes four stages that teams progress through such as: forming, storming, norming and performing. He also reiterated that communication is key to progress through the next stage of this team development theory. 
The forming stage is where you establish a new team and collaborate on shared expectations. Strengths and weaknesses of each member of the team can also be established.  The next stage proposed is the storming stage whereby members of the team start brainstorming ideas and start learning more about the capabilities of each member of the team. Roles within the team are also determined at this stage and the potential of conflict is examined and prepared for. During the norming stage if previous inter-personal conflicts have been resolved and each member of the team is confident doing their role, this stage promotes team cohesion. There may be issues at this stage if individual members of the team are not confident fulfilling their role. The last stage, the performing stage arises when teams have worked well together previously, and projects are completed efficiently and effectively. Tuckman also states that when teams are at this stage, there can be less time focused on the forming, storming and norming stages of this theory. 
	One critique of this theory is that in principle this team development theory promotes successful team cohesion however in practice this theory does not account for the reality of forming a new team. Natvig and Stark (2016) outline in their case study the severe emotional tole that the consolidation of two University’s had on student nurses, when discussing the effects of implementing the Tuckman Model. They explain that due to the students having to form new working-relationships as part of the ‘forming stage’, work ethic decreased. Moreover, the theory fails to recognise the emotional strain of ‘forming’ new teams after bonds have already been made in other teams. 
	On the other hand, one positive of the Tuckman Team Model is that the ‘storming’ stage allows for new ideas and initiatives to be shared amongst a new team. Kamaludin et al (2022) corroborates this benefit stating that when students from different abilities are put together in a new team, there can be a ‘mutual exchange of ideas and knowledge enhancement’. They add that using the ‘storming’ stage can also allow positive effects externally, away from the classroom environment. Through participation, individuals can learn skills such as: communication, teamwork and leadership which will increase their confidence and overall productivity in the future. 
	 Conversely, a negative of the ‘storming’ stage is the likelihood of provoking inter-personal conflict at this stage. This stage is described as the one that may cause the most animosity within the new team due to the influx of new ideas and trying to get used to the new dynamics within the group. There may be opposing viewpoints at this stage which can cause difficulties when sharing ideas. In addition to this, there may be a lack of accountability from some members of the team that may lead to that internal conflict and thus, the formation of sub-groups. Individuals may feel resentment and lack of motivation due to the lack of accountability (Kamaludin et al 2022); overall decreasing the likelihood of team cohesion and a strong working environment. 
	However, another benefit of the ‘norming’ stage is that it allows job roles to be allocated to all members of the team. This would prevent any miscommunication and any potential confusion surrounding what tasks needed to be completed and by whom. Keane (2009) adds that this stage is vital to generate new standards within the team and preserve the identified shared goals. By allocating roles for each member, there is accountability for their completion of the assigned tasks. You could argue that this would increase team cohesion and overall results. 
	The next theory that I will be evaluating is the DISC theory (1928) which is effective in resolving conflict within teams. This theory was developed by an American Psychologist Dr William Moulton Marston in his book ‘Emotions of Normal People’ which outlines that people’s emotional responses. Within his book, Dr Marston explained behaviour is motivated by people’s character traits such as: dominance, influence, steadiness, and compliance, hence ‘DISC’ theory (William Moulton Marston, 1928). 
A dominant character is described as someone who is direct, decisive, a problem solver and driven by their ego. The influence character is described as someone who is enthusiastic, charismatic, optimistic, and emotional. Next, the steady character within the team is described as reliable, empathetic, and friendly and lastly, the compliant character is described as someone realistic, logical and has respect for authority (Last, 2019). Dr William Moulton Marston (1928) further explains that each of these character traits have their own strengths and weaknesses. He summarises that teams that are made up of these individuals will be the most successful and promotes efficient team dynamics. In modern society, Fortune 500 companies use the DISC model in personality tests to identify the best individuals to form the most effective teams based on the four identified characteristics. 
	Evaluating the DISC model, one strength highlighted by Beedu (2021) is that 75% of Fortune 500 companies rely on this model to discourage team conflict and promote efficient teamwork. They add that this high percentage is due to the accuracy of test results that is based on the DISC model. Despite this statistic, some would argue that 75% isn’t a high enough percentage to conclude that this model is effective. They also provide other strong statistical evidence of DISC in their report which outlined the effectiveness of the model. Beedu (2021) concluded that 89% of respondents confirmed that the personality profile generated due to DISC matched their personality. This further corroborates that effectiveness of this theory. 
	On the other hand, one disadvantage of the DISC model personality test is the propensity and likelihood of respondents submitting false or inaccurate responses (Price, 2015). Due to the subjective nature of this personality test, it is likely that individuals may not be entirely truthful when answering the multiple-choice questions. It could be argued that this reduces the validity of the DISC model and its effectiveness in practice. 
	 Another benefit of the DISC model personality test is the qualitative nature of the questions. Brohan et al (2013) states that the use of qualitative questions allows researchers a structured method to consider all experiences. It also allows researchers to determine the magnitude and frequency of all answers provided by respondents. Therefore, allowing organisations to effectively review all responses using the DISC theory and establish new teams based on results. Moreover, allowing for team cohesion and allowing for any team conflict to be resolved. 
	Lastly, the third theory that I will evaluating is the GRIP model. This theory is widely used in sport contexts to ensure highly effective teamwork. This theory was developed by Richard Beckhard in his published journal article ‘Optimizing Team-Building Efforts’ in 1972. Beckhard (1972) outlined four key areas that ensure effective teamwork: goals, roles, processes, and interpersonal relationships. He explained that shared goals, allocated job roles, effective interpersonal skills and established processes are key areas that promote teamwork. 
	Evaluating the GRIP model, one benefit of this theory is that it outlines and establishes a core, shared mission amongst team members. It also sets out a clear action plan to achieve the shared goal (Raue et al, 2013). This theory enables all team members to be aware of what the goals are and exactly how they can be achieved. The allocated job roles also allow for individuals to be clear on what they must do to achieve the outcome. It could be argued that by setting out these clear goals and allocating job roles, this theory reduces the risk of interpersonal conflict. 
	In addition to this Raue (2013) also explains that the GRIP theory sets priorities, and it identifies any potential issues by incorporating the interpersonal skills stage. This stage requires trust, and some would argue that this trust amongst team members takes time to develop. Therefore, reducing the validity of this theory to develop teamwork in new teams, as this bond would not have been established in the early stages. 
	Similarly, the shared goal aspect is essential and team conflict could severely affect the effectiveness of the GRIP theory. Tichy (2002) explained in his analysis of team conflict according to this theory that 80% of conflicts are due to unclear goals. He also added that the outstanding 20%, 80% of conflict is due to unassigned roles, he concluded that only 1% of team conflict arises from interpersonal relationships. Highlighting that if the goals, job roles and processes are not transparent enough then inter-personal conflict is likely to occur, limiting the effectiveness and stunting team progression. 
	On the other hand, the effective communication that will be developed in the interpersonal stage is a key advantage. This stage enables team members to develop their communication skills and utilise them when collaborating with other people. Hassall (2009) outlines the importance of effective communication and she found that overall humans can adapt in their communication when faced with varied tasks. With effective communication, the inter-personal conflict is avoided, and teamwork is promoted.
	It could be argued that when goals are not shared, there is conflict and professional standards may slip. This is especially evident in the policing sector. College of Policing (2018) outline the main roles of the police namely: protect life and property, preserve order, prevent commission of offences, and bring offenders to justice. Not sharing these core principles in policing have, in the past, resulted in controversial and public controversies within the police. 
	In conclusion, the Tuckman Team Model (1965) does not account for the reality of ‘forming’ a new team however, the ‘storming’ stage allows for people to share new innovative ideas. The DISC model (1928) is used by many Fortune 500 companies, emphasising its effectiveness in measuring personality types to form efficient teams. Conversely, it is easy to falsify the answers within the personality test. Lastly, the GRIP model (1972) allows for a shared goal to be pursued but, if the roles are not allocated properly or communication is not utilised, team progression is stunted. 













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:













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 
	 

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

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