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Essay one title:

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

Her Majesty's Inspectorate of Constabulary and Fire & Rescue Services, formerly Her Majesty's Inspectorate of Constabulary (HMICFRS) inspects and reports to the public and their elected representatives on how well the police and fire and rescue services do their job (HMICFRS, 2021). Their purpose is to promote improvements in policing and keep everyone safe. They provide information to allow the public to compare the performance of their police force against others around the country (HMICFRS, 2021). The primary framework in which police forces are inspected is called the PEEL assessment (Police, Effectiveness, Efficiency and Legitimacy) (HMICFRS, 2018). PEEL assessments look at the whole performance of a single police force. The evidence that is gathered is used to promote and drive improvements in the services that are already provided and to highlight any good practice that is found (HMICFRS, 2018). During these inspections areas are highlighted where improvement is needed. The HMICFRS make recommendations and then monitor the improvements as they are implemented. They can also make note of any areas where they have noted forces to be commended for innovation or good performance (HMICFRS, 2019). The HMICFRS also uses their findings at force level to create a picture of how all forces are performing in a particular aspect of policing at a national level. These can be implemented by HMICFRS or can be asked for by the Home Secretary to analyse a specific area (HMICFRS, 2021). HMICFRS does not investigate individual complaints. They do however, as part of their role in assessing police forces, have a duty to keep themselves informed on how individual police forces handle and deal with complaints. In the first instance, all complaints are directed to the police force in which the complaint is being made. If the complainant wishes to take this further, then they can contact the Police and Crime Commissioner (PCC) who can hold the police force and if necessary, has the legal power to hold the Chief Constable to account (Association of Police and Crime Commissioners, 2021; HM Government, 2011). The Independent Office for Police Conduct (IOPC), formerly the Independent Police Complaints Commission (IPCC) considers any appeals that are made to them from the public who are dissatisfied with the way a police force has dealt with the complaint that has been made to them (Independent Office for Police Conduct, 2020). The IPCC was a non-departmental public body founded in April 2004 in England and Wales. It was responsible for overseeing the system for handling complaints made against police forces. In January 2018, the IPCC was replaced by the IOPC. The IOPC oversees the police complaints system in England and Wales. They investigate the most serious matters, including deaths following police contact, and set the standards by which the police should handle complaints (National Audit Office, 2008). Police forces and the PCC are bound by law to refer certain complaints to the IOPC. HMICFRS and the IOPC have a duty to cooperate with each other to hold police forces accountable for their actions (HMICFRS, 2014). The arrangements to resolve complaints around the conduct from individual officers is set out in legislation. The PCC monitors complaints made against officers and staff within each individual police force, while having the responsibility for any complaints that are made against the Chief Constable (Independent Police Complaints Commission, 2015). The institution uses learning from its work to inﬂuence changes in policing. All its work is done independently of the police, government, complainants, and interest groups (Independent Office for Police Conduct, 2020b). Police forces deal with most less serious matters and complaints against police officers and police staﬀ through their Professional Standards department and these investigations would be conducted in a similar way to any other police enquiry. However, forces must refer the most serious cases to the IOPC, regardless of whether someone has made a complaint (Independent Office for Police Conduct, 2016). An IOPC investigation is used for complaints or allegations of misconduct which are of considerable significance and cause public concern. In general, this will be supervised by the IOPC, but the investigation will be conducted, directed and controlled by the police. For the most serious incidents that are likely to cause the greatest levels of public concern, have the greatest impact on communities or where they have serious implications for the reputation of the police service (e.g., the Wayne Couzens case) the IOPC will manage and run the whole investigation entirely separate of the police with their own staff (Independent Office for Police Conduct, 2018). The IOPC also investigates criminal allegations against PCCs and their deputies and contractors working for the police (Independent Office for Police Conduct, 2021). The IOPC has an oversight role for the police complaints system as a whole and their main role is to increase public confidence in the complaints system that police forces use nationally. The IOPC aims to promote confidence in the police complaints system firstly by demonstrating accountability when things have gone wrong, and secondly, by bringing about change by learning from complaints (Independent Office for Police Conduct, 2021). It regularly makes learning recommendations to police forces that come about because of investigations and sometimes these recommendations are made nationally, to improve policing practice across England and Wales (Independent Office for Police Conduct, 2020a). They can influence changes to policies and policing. This ensures that there is independent accountability and spreading best practice throughout the police forces in England and Wales (Independent Office for Police Conduct, 2021). 
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Essay two title: 

Examine the ethical dimension of ‘real time’ operational decisions. (1000 words)

The legitimacy and effectiveness of the police relies upon the use of ethical decision making. This means that there is an expectation from the public that decisions will be made along ethical principles and not in an emotional or prejudiced way. Ethics are important for all officers because if high standards are not maintained then the polices’ authority will be undermined, and the public trust will be lost. The expected standards are clearly defined to officers but ethics is also about personal ideas and choices. For an officer’s actions to be correct, their own moral compass must fall in line with the forces policies and directives (University of Birmingham, 2021). Police officers are often required to deal with situations of aggression and conflict. The careful and mindful use of words and the officer’s actions can resolve many situations. Others will necessarily involve the use of varying degrees of physical force. In making these decisions, officers are reminded that they are accountable through the law for their actions. Aside from criminal law, complaints may be made against individual officers, and in cases where death has occurred, a public inquest or IOPC enquiry may be held to establish the facts and hold them responsible (Independent Office for Police Conduct, 2020). All officers should strive to resolve conflict without resorting to the use of force. However, the nature of policing is that it can sometimes not be avoided. This can range from verbal abuse, minor assault, serious public disorder or an assault with a lethal weapon (Police Service of Northern Ireland, 2013). The appropriate police response in these situations will vary considerably. In some circumstances, a police officer’s presence alone may be sufficient, on other occasions it may be necessary to resort to the deployment of large numbers of officers or even the use of lethal force if this becomes necessary. Decision making is often complex and comes down to professional judgement and choice of individual officers (Association of Chief Police Officers, 2011). Decisions are needed in difficult circumstances, often in quick time and they are open to review and challenge. To assist officers in making these decisions an accepted standard model has been adopted. The ‘National Decision Model’ (NDM) is a well-established and necessary approach to managing conflict in today’s communities (College of Policing, 2013a). Ethical decision making in the police is driven by the NDM, which has been used to help officers act in accordance with the force’s values, enhancing the use of discretion, reducing risk aversion, and supporting the appropriate allocation of limited policing resources as the demand for them increases (College of Policing, 2013a). It is made of several elements but at its centre and involved in every decision is the Code of Ethics (College of Policing, 2014). Officers need to keep this at the core of every decision that they make, recognising the necessity to take risks and protect human rights. It is this central element that differentiates the NDM from other decision-making models (Association of Chief Police Officers, 2011). The NDM has six key elements. Each element provides the user with an area for focus and consideration and each value connects to and supports the other stages of the decision-making process (College of Policing, 2013a). The process around the model is logical, but it allows for continual re-assessment of a situation and the return to former steps when required. This allows for the use of the NDM with a degree of flexibility helping with the dynamic risk assessment and decision-making process. The NDM may be applied before, during or after an incident or set of circumstances as the officer deems necessary (Police Service of Northern Ireland, 2013). Officers regularly make difficult decisions in fast moving situations, often where the information is incomplete. In a fast-moving incident, officers recognise that it may not always be possible to choose between thinking or a reaction according to each phase of the model. In cases such as these, the main priority of the decision maker is to keep in mind their main role, to ensure the safety of themselves, their colleagues, and members of the public (College of Policing, 2013b). Another factor can be that members of the public may try to mislead officers or deliberately undermine the police response. Understanding and using the NDM helps officers to develop the professional judgement necessary to make effective policing decisions (Police Service of Northern Ireland, 2013). It also helps them to learn from decisions that have had a successful outcome and those that had a negative outcome. Officers will receive the support of their force in all instances where they can demonstrate that their decisions were assessed and managed in line with the NDM in the circumstances and with the information that existed at the time. This is applicable even when a negative outcome or injury results from their decisions and actions (Police Service of Northern Ireland, 2013). The NDM is suitable for all decisions and situations that officers may find themselves in. It can be applied to planned operations or live incidents and to both operational and non-operational situations (College of Policing, 2013a). Officers can use the model to structure a rationale for what they did during an incident and why. The NDM can also be used by supervisors to review decisions and any actions that members of their team have taken. The flexibility of the NDM means that it can be used easily for all areas of policing, from more general roles through to specialist teams (College of Policing, 2013a). In every circumstance, the model stays the same, but users must decide for themselves what questions and considerations they should apply at each stage. If an officer stays true to the model, then this will assist them when it comes to writing reports after an incident and if they are subsequently required to justify their actions. The NDM has been adopted to support and assist decision making as to the most appropriate response when dealing with a situation. 
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Essay three title: 

Assess the impact of organisational justice on police agency. (1000 words)

The concept of organisational justice focuses on how employees judge the behaviour of the organisation and how this behaviour is related to employees’ attitudes and behaviours regarding the force (Greenberg, 1987). Organisational justice refers to employee perceptions of fairness in the workplace. These perceptions can be divided into four categories: distributive, procedural, informational, and interactional (Rupp and Thornton-Lugo, 2015). Organisational justice as a term refers to the magnitude at which employees perceive workplace procedures, interactions, and outcomes to be fair in nature (Baldwin, 2006). These perceptions can influence attitudes and behaviour and can have a positive or negative influence on the performance of employees. Fairness is a largely subjective idea, that captures more basic elements of social structure in which these characteristics operate (Baldwin, 2006). Generally, organisational justice will only become relevant when a violation of it occurs. Distributive justice reflects perceptions regarding fairness of outcomes. This type of justice refers to outcomes being distributed proportionally to inputs and is referred to as the equity principle (Adams, 1965). Outcomes may be pay, social approval, job security, promotion and career opportunities. Inputs to this justice could also be experience, training and education. As it can be difficult to establish what is an agreed level of reward for a particular level of input, most people tend to make their own judgement on this, looking for a reward similar to their peers for the input they have given (Baldwin, 2006). The equity principle should already be upheld within the force by standard policies, such as predetermined job roles, pay bands, training and career opportunities. However, there may be times when officers feel that there has been an unfair distribution of benefits. An example of this would be when an employee has the same service and experience as another, but they are promoted to a higher pay band. These decisions are made by the senior management team (SMT) on things other than length of service alone but may not be visible to outside observers as to the reasons why. Procedural justice reflects the perceptions of the fairness of the processes that lead to these outcomes (Rupp and Thornton-Lugo, 2015). Procedural justice can outweigh distributive justice, employees may be willing to accept an unwanted outcome if they believe that the process was conducted according to organisational justice. As well as being given a voice in organisational procedures, a number of further points may play a part in an employee’s perceptions of a fair decision being made (Leventhal et al., 1980). Consistency, neutrality, accuracy, correctability, representativeness, morality and ethicality are all points that an employee will view as making the system fairer for themselves, even if they do not agree with the decision that has been made (Baldwin, 2006). There is also informational justice, which centres on whether employers provide satisfactory explanations to employees, with an emphasis on timeliness, specificity, and truthfulness (Colquitt, 2001; Towler, 2019). Finally, interpersonal justice reflects perceptions of interpersonal interactions and treatment by the SMT when they are making formal decisions. Research has shown some key aspects of interpersonal justice, which can improve peoples’ perceptions of fair treatment, truthfulness, respect, propriety and justification (Bies and Moag, 1986). The perception of managerial authority can impact on certain outcomes. Three aspects of authority that have a bearing on this judgement are trust, neutrality and standing (Tyler and Lind, 1992). Managers will be thought of as trustworthy if their intentions and actions are clear and fair. If they are using facts to make an unbiased decision, then they would be considered to be neutral. Standing would imply that they are treating those they oversee with dignity, politeness and respect (Baldwin, 2006). Well-designed systems enhance the workplace for both the individual and the employer. The individual will be satisfied they have been fairly treated and the employer will maintain control over challenges and threats from its employees. Research has shown that organisational justice is linked to positive outcomes such as trust, job performance and satisfaction, organisational commitment, and organisational behaviours (Colquitt et al., 2013; Towler, 2019). Organisational justice is also linked to negative outcomes such as counterproductive behaviours, turnover, and burnout (Towler, 2019). This can be a factor but employees who perceive fairness in outcomes tend to engage less in these negative behaviours. As such, if the force, as an organisation, can install the correct behaviours into its structure, then on the whole the outcomes will be positive from its employees (Colquitt et al., 2013). Research has demonstrated that, although correlated, these specific justice judgments are each worker related outcomes (Greenberg, 1987). They reflect historically relevant theories that attempted to identify criteria or decision rules and were used to determine the fairness of outcomes, procedures and interpersonal treatment. More recent perspectives have come up with a different theory (Charman, 2018). Contemporary justice research explores the reasons employees care about justice and the processes that lead to both the formation of fairness perceptions, as well as individual reactions to perceived injustice. Much of the justice literature to date has concentrated on the degree to which employees view themselves as fairly treated, however, more recent theories examine how employees react to the treatment of others (Charman, 2018). As a result, researchers have been led to take into consideration the reaction of employees to corporate social responsibility. Lastly, the increasingly multi-level justice research has led to investigations into how shared perceptions of justice form within work groups and organisations such as the police.
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Essay four title: 

Analyse potential links between serious and organised crime and public protection issues (1000 words)

The National Crime Agency defines serious and organised crime as ‘serious crime planned, co-ordinated and conducted by individuals working together on a continuing basis’ (HM Government, 2013). Their motivation is usually, but not always, financial gain. Organised criminals working together for a particular criminal activity or activities are called an organised crime group (OCG) (Local Government Association, 2015). OCGs are involved in various forms of criminality that include the supply and distribution of drugs, sophisticated theft and robbery, organised child sexual exploitation (CSE), the facilitation of human trafficking and modern slavery, fraud and other forms of financial gain, the supply of firearms and other weapons, cyber crime and cyber enabled crime such as grooming, harassment and stalking (National Crime Agency, 2018). Serious and organised crime is usually considered in a regional, national or international context, but local communities feel the impact most. It harms individuals, families and local businesses and the implications are felt even in small or rural communities (Local Government Association, 2015). The profound impact experienced is especially prevalent when the individuals, families and communities demonstrate vulnerability, as OCGs frequently prey on and are more likely to exploit those who are the most vulnerable. The OCGs that control the serious and organised crime notoriously use intimidation tactics and corruption for unlawful gain and use deceit and the harm of others in their pursuit of power, money or personal gratification (Local Government Association, 2015). The profile and prevalence of OCG activity differs considerably from area to area and community to community. For example, some areas may be more vulnerable to the supply and distribution of drugs while other areas may have hidden victims of modern slavery or trafficking (National Crime Agency, 2019). It is being increasingly recognised that the crime committed by OCGs can take place in all communities, in public spaces and in private homes. To combat this, officers have access to critical community intelligence and various powers that can be used to disrupt this criminality and protect the local communities (Local Government Association, 2015). There is no specific pathway that will lead an individual to become involved in serious and organised crime. However, there are factors that will increase the probability of someone becoming involved. These include identity, individual, networks and ability (National Crime Agency, 2016; 2019). A person’s identity can be connected to their upbringing and lifestyle and can have a significant impact on them. This increases their vulnerability to becoming involved in organised crime. Other factors include lacking a sense of belonging, poverty, experiencing a lifestyle change, holding a positive attitude towards criminality and its impact, experiencing financial difficulties, the feeling of dis-empowerment and being a victim of exploitation (National Crime Agency, 2016; 2019). Young and vulnerable people can be manipulated into taking part in organised crime. They are frequently invited to do a small bit of work for what appears to be an insignificant and often innocent reward. This can then lead to entrapment within an OCG due to debt. Others become involved because it offers a lifestyle of risk, glamour and reward. Other people become involved because they have access to criminal networks, through family, friends, intimate relationships or associates providing significant opportunity to become engaged in criminal activity (Local Government Association, 2015). OCGs seek out specialist skills, including those who are experts in their professional positions. Professionals with specialist skills or employees with access to valuable information or property are at risk of corruption or bribery (Local Government Association, 2015). OCGs often use county lines to further exploit vulnerable individuals. The OCG will move from an urban area into a more rural area, crossing county and force borders, in order to establish or take over the local drugs market. Local vulnerable people, many of whom are addicted to drugs themselves, are exploited by these gangs who move into their homes to use as a base for dealing drugs. This form of exploitation is referred to as ‘cuckooing’. The gangs use intimidation and aggression to exert control over the individual, so they have a base in the locality (Dyfed Powys Police, 2021). There are various teams and panels that assess gang offending and risk. All members of gangs where risk passes a certain threshold, as assessed by the Multi Agency Public Protection Assessment (MAPPA) support unit, are known and managed (HM Government, 2020; HM Prison and Probation Service, 2014; Home Office, 2010). There is also monitoring of individuals, of any age, who are known through the police, partner agencies or community intelligence to be gang affiliated and involved in serious crime. A similar specialised response by the Youth Offending Services (YOS) is the gang case planning forum, which becomes involved in cases where there are concerns of vulnerability, harm and offending (Manchester Youth Justice, 2017). Many of those individuals involved in OCGs will already be familiar to officers and their partners because of their previous lower-level offending. Existing partnership arrangements, such as Integrated Offender Management (IOM), provide a means of managing the risk of previous offenders in the community. IOM brings a cross-agency response to manage and monitor those who present a risk to community safety (Home Office, 2015). These agencies very much rely on cross-agency communications, protocols around information sharing and a commitment to working together. It is vital that there is a range of forums to talk about individuals and they rely heavily on information from agencies other than those within the criminal justice system such as schools, youth services and health providers (Local Government Association, 2015). Police Officers work in partnership with these various agencies to identify and safeguard vulnerable adults, tackle organised criminality and to protect the public.
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