[bookmark: TITUS1HeaderFirstPage] 

[bookmark: TITUS1HeaderEvenPages] 


[bookmark: TITUS1HeaderPrimary] 

Ryan Evans
PCDA Cohort 1/21
Student number: 2023880

Essay one title:
Analyse the role of independent bodies (i.e., IOPC/HMICFRS) in holding the police accountable to those they serve. (1000 words)

The UK Police are held accountable by various independent bodies. There are a number main governing bodies but the main, and well known bodies that hold the police accountable to the public, are The Independent Office for Police Conduct (IOPC), HMICFRS also known as Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Service. HMICFRS and IOPC are two independent statutory bodies that oversee the police in England and Wales and have responsibilities to achieve best practice and continuous improvement to ensure public confidence. 

The role of the Independent Office for Police Conduct (IOPC) is to oversee the police complaints system, look into and investigate any complaints or serious incidents that any police officers or staff are involved in. This can even include investigations of allegations against Police and Crime Commissioners and their deputies and contractors who carry out work within the police force. (Independent Office for Police Conduct , 2020)
They will investigate any serious conduct matters involving police and deem whether their actions had been justified, proportionate, necessary, and legal at the time of that specific incident which could include the death or serious injury of another person following police contact. The IOPC are independent from the police, and they produce a report that provides recommendations on next steps and what should happen to those involved in the incident. For example, if any gross misconduct or disciplinary hearings are needed or if only further training is appropriate. The IOPC will look for any learning opportunities for the police force and will work with other agencies to promote improvement and best practices within police forces. Their aim is to bring attention to cases and complaints brought to them and make sure the learnings from the investigations are positively impacting the service the police provide the public which therefore will bring about public confidence in the police complaints system. (Independent Police Complaints Commission, 2014)

The IOPC does have a positive factor and it ensures Police are held accountable through fully independent investigations which they evidence through reports. They conduct hundreds of investigations a year which are then fed back to police to give advice and learning recommendations on improving police practices or in certain areas within policing roles. For example, the IOPC create reports on several topics ranging from police misconduct when conducting stop and searches, traffic pursuits or use of Taser. 
Naturally, police are held to a higher standard than normal civilians and it is expected that all police officers and staff abide to the standards of professional behaviour and are to be held responsible for any of their actions, either on or off duty. This is because police have been given the responsibility and authority to maintain law and order, protect and serve their communities above anything else and the public have clear expectations of this. “The standards of professional behaviour, as reflected in the Code of Ethics, are a statement of the expectations that the police and the public have of how police officers should behave” (Police & Crime Commissioner for Leicester , 2021)

There are however issues within the IOPC in terms of how the IOPC look at and deal with police complaints. The people that work within the IOPC may not have any policing background and so may not fully understand the job which can often result in opinions and outcomes from an investigation that can be bias as they haven’t got enough knowledge. This means that the system is not always fair. Police are held to be transparent and accountability but often the IOPC is not audited in the same way. In an article by Police Federation this was criticised by them and the National Federation’s conduct and performance chair, Philip Matthews. He stated that, “Police are dealing with some of the most chaotic and dangerous individuals in society - and they are put in confrontational situations with those individuals. It is inevitable that there will be complaints made against officers, but just because there is complaint doesn’t mean an officer has done something wrong.” (Matthews, 2021) The IOPC often make certain police officers feel like that have done something wrong after they have been told they are being investigated and also they don’t have deadlines set on when they must inform officers of the outcome of their investigations, therefore this is another concern for the IOPC in holding the police accountable. “There is absolutely no incentive for the IOPC, or appropriate authority, to deal with things promptly and properly. Disciplinary investigations that drag on have a devastating impact on the officers involved, affecting their mental and often their physical health.  There needs to be a timely and efficient system for dealing with complaints with consequences for breaching a time limit. A delay doesn’t serve complainants or our members at all.” (Matthews, 2021)

Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS) are another independent body who independently assess and report to the public and their elected representatives how well the Police and Fire & Rescue Service carry out their day to day role. In this case, through information they receive it allows the public to compare their specific Police force with others across the country and through using evidence-based information it helps to drive improvements in the service the police provide to the public and highlight key areas of good practice. 
The public want the Police to carry out their duties correctly to enable people to feel safe and secure. It is in the public interest that the quality of policing across the United Kingdom keeps improving. The purpose of the HMICFRS is to make equality and diversity a consistent feature in everything they do and to inspect Police forces and act in the public interest, treatment of staff or holding forces to account. (Her Majesty's Inspectorate of Constabulary and Fire & Resuce Services, 2018)

In 2014 the HMICFRS started using a new approach to inspect and assess performances of police forces across England and Wales called the PEEL assessments. (Her Majesty's Inspectorate of Constabulary and Fire & Rescue Services, 2022)
PEEL stands for Police Efficiency, Effectiveness and Legitimacy and what it essentially does is systematically inspect all 43 police forces 2-3 times per year.
However in 2021-2022 HMICFRS made significant changes to the PEEL process, moving to a more intelligence led approach where there is a constant assessment of police forces rather than an annual inspection that was used previously.
The new approach now sees police forces being assessed against characteristics of good presentation and performance.

However, the HMICFRS has a set criteria and this means that not every issue or concern can be looked at, addressed and evaluated unless it is commissioned to do so within the Home secretary’s business plan commitments which means certain important aspects can be overlooked. They will only criticise the performances of police forces and solely base their recommendations on data provided.
These government bodies hold the police accountable and ensures that they are always adhering to their set principles and behaviours when carrying their acts of duties which is of the upmost importance as it ensures police officers are acting within the expectations set by members of the public and they are acting in line with how the public want them to be. These bodies are needed as they ultimately showcase any failings within the force that is not in keeping with the public’s expectations and the perception of the public is highly regarded due to the philosophy of policing by consent introduced by Sir Robert Peel.  
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Essay two title: 
Examine the ethical dimension of ‘real time’ operational decisions. (1000 words)

Decision making is often complex and something that is not thought about or reflected upon until after the decision is made. There are various aspects that contribute to making a successful decision and this is often influenced by various things such as experience and knowledge, as well as a person’s own values, beliefs, and ethics. All these factors will be used together in a person’s day to day life without truly thinking about it as it can often happen ‘naturally’ as evolution has caused humans to instantly decision make. This is referred to as ‘Intuition’. “Research at the University of South Wales confirmed that intuition significantly benefits decision making while adding that non-conscious information can increase decision accuracy, speed, and confidence”, (Lufityanto, Donkin, & Pearson, 2016)
Experience and knowledge will come from the training officers received and how they were taught to make the decisions when faced with certain circumstances. Decision making in an occupation such as policing, is multifaceted and complex as an officer will have to contend with a range of concerns before making a decision and will also have to be accountable for this decision. An officer can’t just make a ‘right’ or ‘wrong’ choice as policing is not as black and white as that due to the multitude of decisions on a daily basis. These decisions and choices can be minor and inconsequential or sometimes life-changing for both the officer and the public, which is why decision making when being an operational police officer will have to be influenced by a combination of a person’s morals and ethics, legal and procedural duties, and what resources they have been utilised with. (Charlton, 2013)
Police officers will also have to consider the expectations set upon them by their own community as well as their occupation. Due to the nature of police work, officers will be required to make quick decisions and choices whilst taking into consideration risk assessments of the current situation without having much time to deliberate upon it. (Palone, E. A, & Terrill, W, 2007) 

Therefore, Police officers are given training and certain tools to help guide them and one of the tools is the National Decision-Making Model, or otherwise abbreviated to NDM. 
The NDM is a framework utilised by police officers which was created by the College of Policing (College of Policing, 2022) to aid and provide assistance when they are attending police incidents. This framework gives the officer prompts which helps them to think about certain elements they may not consider during that time such as what powers, policies, and procedures they could consider giving an alternative outcome, as well as considering the level of threat and risk that is presented during a high-pressured situation or circumstances and making decisions. 
The model is made up of six elements – Gather information and Intelligence, assess threat, risk and develop a working strategy, consider powers and policies, identify options and contingencies, take action and review what happened. 
Within the centre of this framework is an important element that strengthens the overall foundation of the model, and this is the Code of Ethics, “The NDM puts the Code of Ethics at the heart of all police decision making. This distinguishes the NDM from other decision-making models and recognises the need for all police decisions to be consistent with the principles and standards of behaviour set out in the Code”. (College of Policing, 2014)

This is considered ‘The heart of the National Decision Model’ as it has become an integral part of decision making within policing. When officers are often under pressure to make decisions during difficult and highly pressured incidents, the code of ethics reminds officers that the decisions they make should adhere and always remain in line with the principles and standards of behaviour set out in the code. 
“Police decision making is often complex. Decisions are required in difficult circumstances and are often made based on incomplete or contradictory information. In addition, police officers and police staff are sometimes required to make decisions in circumstances where those involved deliberately mislead or try to mislead them. It is, therefore, not surprising that sometimes the decision does not achieve the best outcome” (College of Policing, 2015). Police officer’s decision making can be difficult, and these decisions are more often than not based on contradictory or unreliable information so following each element of the NDM can help with making the right decision at the time, even when police officers and police staff are deliberately mislead in certain circumstances, and by doing this can achieve the outcome they were hoping for is achieved.

The National Decision model or NDM is used force wide and is a values-based tool. Its main benefit is that it provides officers with a logical, simple and evidence-based approach to all their policing decisions.
Not only does it give officers greater confidence when making an important decision, but it makes them evaluate and question a situation when they are confronted by it which in turn helps challenge themselves during incidents as well as help them become more victim focussed.
Because police officers often have to make important decisions in real life situations and there will be times when the officer’s ethics will be tested.
Some police officers can become caught in situations where they will have to make ethical decisions and it will come down to the ethics of that particular officer whether they make the right decision or not, and because of this their final decision can have a significant impact on their work life, home life and can also affect the members of the public. Therefore, the factors that assist officers in making ethical decisions within the police world such as their own value and beliefs, The National Decision Model and The Code of Ethics, is all needed and beneficial and proves to be invaluable to an officer when they are doing their duties.

Although the NDM can be useful and beneficial in certain situations where there is time to review all of the information and make a decision slowly, the model cannot always be relied upon to make a decision and analyse what to do next and therefore it might have to be ‘off the cuff’ decision due to there not being enough time to assess and evaluate every part of the NDM. 

Word count: 1050 (including references)
  


Essay three title: 
Assess the impact of organisational justice on police agency. (1000 words)


Organisational justice is needed in the workplace to ensure there is a happy and productive environment. Having a positive workplace environment can positively influence attitudes and behaviours and in turn will have an impact on an employee’s performance and on an organisation’s success. 
In a journal written by Muhammad Jawad where he talks about the importance of organisational justice he states, “Employees who feel that their organization is treating them fairly enjoy greater job satisfaction and thus are generally more committed towards their work and the organization” (Jawad, 2012). Ultimately this is saying that if an employee is happy then this will lead to more motivation within their workplace.
Organisational justice is a term that was first introduced as a concept by Jerald Greenberg, on “how employees judge the behaviour of the organisation and the employee’s resulting attitude and behaviour” (Greenberg, 1987). Greenberg is stating that dependant on how the organisation treats their employees, this can result in how the employee performs in their roles and what their productivity is like. Ultimately it is the perception of justice within the organisation’s behaviours, decisions and actions. 
“Organisational justice is the study of people’s perceptions of fairness in organizational contexts.” (Paul E. Levy, Christina Norris-Watts, 2004). Organisational Justice is often seen as the extent to which an organisation’s employees distinguish workplace procedures, interactions and outcomes to be completely fair across the board.  If an employee perceives an organisation as having good organisational justice, it can provide powerful benefits for the organisation and for the employees. Some of the benefits include better trust, respect and commitment, improved job satisfaction and performance and can also help to reduce conflict within the working environment.
There are three foundations that are considered to be the main components that are connected to organisational justice, which are Disruptive justice, Procedural justice and Interactional justice.  
Disruptive justice is about the ideas surrounding the amount of fairness given to employees in regard to pay and rewards from their employer. People who provide more for the organisation generally prefer equity however some prefer equality as they believe everyone should earn or be given the same amount regardless of their input or they want needs based compensation where people’s needs are greater than others e.g., they have a sick child at home, childcare issues etc., and if they feel that their needs are not being met it may make them feel a sense of injustice that the rewards are not being distributed fairly across the board.
Procedural justice is about the process that leads to a certain outcome. It’s said that if an employee has a say and can make decisions when it comes to processes and making sure the process has things like consistency, accuracy, ethical decisions are being made along with a lack of bias, then employees think procedural has been met and enhanced. (Leventhal, 1980). However, there are several sources of low procedural justice including favouritism, unwillingness to listen to other points of view and also the unwillingness to consider all the information that is available to them.
And then Interactional justice is about referring to the treatment of employees and should be being treated with respect, dignity and politeness when implementing procedures or outcomes. There is also two sub parts to interactional justice, these are called Interpersonal justice and informational justice. 
Interpersonal justice reduces the effects of distributive injustice e.g., pay cuts. It is similar to the concept of leadership whereby the leader, employee or employer seeks the wellbeing of another employee by helping them and doing what is best for them at the time. 
The other is informational justice where people look at whether the information used is being shared fairly. They are provided with explanations about why certain procedures were used and why they were used in that way and why the final outcomes were distributed in a certain way. 
The Police however sometimes feel a lack of justice and must be fully aware of some cognitive biases that humans naturally have. These biases can make certain things worse than they realistically are. Faulty thinking could prevent officers from making rational conclusions, for example ‘Self-serving Biases’ can be when we interpret information in certain ways that benefit ourselves and also there are “Fundamental Attribution Errors’. “The fundamental attribution error (also known as correspondence bias or over-attribution effect) is the tendency for people to over-emphasize dispositional, or personality-based explanations for behaviours observed in others while under-emphasizing situational explanations.” (McLeod, S. A., 2018)
Everybody runs into difficulties; everybody observes other people’s behaviours including their own and there is a tendency to attribute motives to other people and ourselves. So, the Fundamental Attribution Error occurs when we blame difficulties in other person’s lives on their character or personality and blame difficulties in our own lives on the circumstances.
We can see injustice committed by others much easier than we see injustice that we have committed and we can interpret ambiguous information in a way that we feel like the victim of injustice.

The disruptive justice element is lacking within the organisation of the police force. There is limited organisational justice within the police force because the pay does not seem good enough for the amount of workload being carried by officers and the risk and dangers they face in their day-to-day role as a response officer. There is too much being expected of officers in such little time and with little thanks from anyone, so the rewards and benefits are not there to make them as an employee feel valued. The moral across the police forces is low and the officers’ welfare is not being taken as seriously as it should and this can cause the depletion of emotional energy. It is found, “Depletion of emotional energy occurs when job demands are high and job resources are limited.” (Bakker, A. B., Demerouti, E., and Euwema, M. C., 2005). The occurrence of low levels of emotional energy is indicative of individuals facing substantial strain and warrants attention.” (Wright, T. A., and Bonett, D. G., 1997).  “When individuals’ emotional energy is low, they feel overextended and exhausted, and find it difficult to meet the daily challenges and demands of their job. Low levels of emotional energy have been found to have serious negative consequences for both individuals and organisations.” (Zellars, K. L., Perrewe, P. L., and Hochwarter, W. A., 2000).
In order for this to improve, Police forces need to start focusing on organisational justice in order to increase productivity, ensure their employees are feeling valued and appreciated and in returns produces a happier environment where more people will want to join the organisation.  
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Essay four title: 
Analyse potential links between serious and organised crime and public protection issues (1000 words)

Serious and organised crime in the UK is one of many national security threats that the government must respond to and address due to the scale and impact it can cause on communities and individuals.  However, it has become one of the UK government’s main priorities in recent years because of the public protection issues in regard to exploiting young and vulnerable individuals. “According to the National Crime Agency’s (NCA) Strategic Assessment of Serious and Organised Crime (2016) nearly 50,000 people are known to be involved in SOC in the UK, operating in over 6,000 groups” ( Home Office, 2017).

Organised crime and public protection issues are linked together as they will use individuals to benefit for themselves and most commonly used for profit through illegal means and consists of crimes such as human and drug trafficking, firearms, weapons, bribery and corruption, child sexual exploitation (CSE) and child criminal exploitation (CCE).
Serious and Organised Crime is led by Organised Crime Groups (OCG) who are criminals that work together partake in criminal activities through deceit, intimidation, corruption and power to make a gain for themselves. The Home Office, UK Government and the National Crime Agency (NCA) all have similar definitions to Serious and Organised Crime Groups. Home Office state that “Individual’s plan, co-ordinate and commit serious offences by all working together, whether individually, in groups or as part of transnational networks, who will share common motivation for financial gain or some sort of benefit for themselves.” (Home Office, GOV.UK, 2014).

Serious and organised crime tends to be looked at as being on a regional, national, and international scale however the impact of these crime groups is mostly felt through individuals, families, local communities and even businesses. Violence, bribery, and corruption is used to gain personal gratification whilst their victims suffer the consequences. (Local Government Association, 2015)
OCGs prey on vulnerable individuals and communities and are involved in several criminal activities that feed off each other which keeps it’s contacts and links at hand, they do not discriminate against who they harm or target.

Vulnerability is an impacting factor for these gangs, and they regularly target vulnerable persons where they have had disadvantaged upbringings/backgrounds in a community that is of less wealth. There is strong evidence to suggest that Adverse Childhood Experiences (ACEs) lead to vulnerability in a person, impact health and life chances and also contribute to adverse life outcomes. (Violence Prevention Wales, 2022).
ACEs can increase an individual’s risk of developing health-harming behaviours’ and are more likely to ‘engage in harming behaviour’ which is commonly criminal behaviour. This is stated in a report by Lambeth Early Action Partnership (LEAP) written by Geraldine McCormick who is a Public Health specialist that specialises in ACEs. (McCormick, 2019) Children who have ACEs are more likely to be a victim of criminal exploitation as they can be easily enticed by financial and material bribery or with a feeling of belonging or being loved.  
According to South Wales Police the definition of vulnerability is “A person is vulnerable if, as a result of their situation or circumstances they are unable to take care of or protect themselves from harm or exploitation”.  (South Wales Police, 2021). 
Organised Crime Groups will frequently exploit these individuals to commit or assist in criminal activities, but it is not just vulnerable adults that are targeted, Children are also used by these gangs to commit criminality as they can be easily influenced and manipulated into committing offences through bribes, intimidation, and violence. These criminal gangs will target children in broken homes and those that are vulnerable as they are considered easy targets and will be easier to bribe with money, clothes, affection, and attention. There will be some Organised Crime Groups that exploit children to carry out their criminal activities and this is known as Child Sexual Exploitation (CSE) and Child Criminal Exploitation (CCE). These are terms used to describe situations, context or relationships that involve children being taken advantaged of through manipulation, coercion, or intimidation. They both share similar factors of coercion, violence and intimidation, however CSE is defined as, “A form of child sexual abuse where individuals or a group take advantage of an imbalance of power with a child or young person under the age of 18 into sexual activity, in exchange for (a) something the victim needs or wants and/or (b) for the financial advantage or increased status of the perpetrator or facilitator” (College of Policing , 2021). Whereas CCE is the coercive control of a child in order for them to commit crimes on the behalf of another. 
Organised Crime Groups will use children in the movement of drugs through a term called ‘County Lines’. Government UK have defined this term as, “Urban gangs supplying drugs to suburban areas, as well as market and coastal towns, by using dedicated mobile phone lines or “deal lines”. Gangs use children and vulnerable people to move drugs and money to these areas. Once caught up in county lines, exploited individuals are at risk of extreme physical and/or sexual violence, gang recriminations and trafficking”. (Home Office, Gov.UK, 2018)
Child Criminal Exploitation within County Lines is common occurrence between organised crime groups, where mainly young males who are targets being forced into dealing drugs and being used as ‘mules’ and ‘transporters. (National Crime Agency, 2021). People will be exploited and these victims of CCE are often too scared, afraid and even embarrassed to report this abuse and they can even be forced into persuading other children into this abuse by pretending and lying to them.
‘County Lines’ create an enormous public protection issue due to vulnerable children being used and exploited to carry out criminality and is a major factor in crime within communities. The Home Office states in a report written by them that CCE is increasingly being used to describe a type of exploitation. “Child Criminal Exploitation is common in county lines and occurs where an individual or group takes advantage of an imbalance of power to coerce, control, manipulate or deceive a child or young person under the age of 18. The victim may have been criminally exploited even if the activity appears consensual. Child criminal exploitation does not always involve physical contact; it can also occur through the use of technology.” (Home Office, Gov.UK, 2020)
In summary, there is a link between organised crime groups and public protection issues as these groups will target people who are lonely, isolated or have issues such as addiction so there is not one without the other. Tackling organised crime can reduce the extensive harm caused to the community and individuals. 
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