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In this essay I will be analysing the role of independent bodies in holding the police accountable to those they serve. I will be focusing on two organisations and how they do this whilst working alongside the police service to make policing transparent, fair, and effective. The two organisations I will be discussing in this essay will be The Independent Office for Police Conduct (IOPC) and Her Majesty’s Inspectorate of Constabulary and Fire and Rescue Services (HMICFRS).
Firstly, I will be discussing the role of the IOPC. The IOPC investigates the most serious and sensitive incidents and allegations involving the police in England and Wales. The IOPC was originally the Independent Police Complaints Commission and became the IOPC in January 2018. This change was set out in the policing and Crime Act 2017. The IOPC is an independent organisation “Our operational decision making is independent of the police or government” (IOPC, 2020). By law, police forces must refer serious incidents to the IOPC regardless of if there is a complaint. These incidents could include corruption or serious assault by police officers, excessive use of force, death or serious injuries following police custody or police contact and police shootings. The investigations will have one of three outcomes this includes: No case to answer, the police force should instigate disciplinary proceedings, or the evidence is passed to the Crown Prosecution Service (CPS) for criminal charges to be considered. The aim in this is to protect the police services reputation in maintaining honesty and integrity of its police officers and showing to the public that police officers will be held accountable if the standard expected of them is not maintained. 
A recent case involving the IOPC and South Wales Police Service has been covered by the media and highlights that if police officers are thought to be acting outside of their powers then they will be investigated. This case was where an officer was alleged to have used excessive force during an arrest. The investigation took place over an eight-month period and evidence including body worn camera footage of the incident and accounts from the man arrested and officers present was passed to the CPS where a charge of assault was authorised. After a two-day trial the police officer was found not guilty of assault during the arrest however, the IOPC concluded that there was a disciplinary case for the police officer to answer for gross misconduct. “It will now be for the force to take forward disciplinary proceedings” (IOPC,2021). This highlights that although the officer was cleared of the charge of assault, the police force will now investigate the officer under their own policies and procedures for what was deemed to be an excessive use of force.
Next, I will be discussing the HMICFRS and their role alongside policing. The HMICFRS describe their principal role as “To promote improvements in policing and fire and rescue services to make everyone safer” (HMICFRS, 2018).
The HMICFRS inspects and monitors 43 police forces in England and Wales. Their role is to independently report on the efficiency and the effectiveness of the police and fire service. The aim is then that the public will have readily available information on how well the Fire service and the police service are performing. With a view that those who are seemingly underperforming will seek to make improvements and change to increase their effectiveness and efficiency. How the local police force has performed in areas comes from the information provided in a police effectiveness, efficiency, and legitimacy (PEEL) assessments. These PEEL assessments are then “comparable both across England and Wales, and year on year.” (HMICFRS, 2018). HMICFRS reports to the public on how well the police are doing their job. HMICFRS describe themselves as asking the questions “the citizens would ask and publish the answers in accessible form”. (HMICFRS). HMICFRS inspects police ethics and accountability, without which the police would no longer be able to “police by consent”. In order for the police to be able to police by the publics consent requires co-operation of the public, this can be achieved by “behaviour which secures and maintains for them the approval, respect and affection of the public” (Gov, 2012). The reports that the HMICFRS make available for the public increases the likelihood of maintaining the approval and respect of the public by being able to hold their local force accountable and being able to compare it with other forces in England and Wales. In addition to working alongside the police, the HMICFRS also included the inspection of the fire service in England in July 2017, reporting on the effectiveness in a similar way that they report on the police service. The region is split into five areas, each one overseen by the HMICFRS.
In conclusion, I have outlined in this essay the role of both the IOPC and HMICFRS and their roles in which they hold the police and the fire service accountable for those members of the public that they serve. Both the IOPC and the HMICFRS are in place to maintain public confidence in the police so that police forces in England and Wales can continue to police by consent. The public are reassured that if there are any wrongdoings or if any of the standards expected by police officers are not maintained, they will be dealt with independently. The South Wales Police case I highlighted in discussing the IOPC also shows that even if no criminal charges are brought, police officers can still be dealt with by their respective forces if their behaviour is deemed to be in appropriate in line with police ethics and accountability. Therefore, the aim is to reduce the possibility of professional malpractice and improve community confidence. I have also discussed how HMICFRS informs the public how well their police service is doing in comparison to others, therefore the public can continue to expect an improving service by these reports and challenge their local police force if necessary, with readily accessible data and reports. (1001).
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In this essay I will be discussing and examining the ethical dimension of “real time” operational decisions and how this is reflected within the police service. I will be discussing how the National Decision Model (NDM) has an influence on this. I will also be examining and discussing the threat and risk in making real time decisions and the accountability that comes from making operational decisions.
With regards to policing, real time reflects accurately how nearly every situation a police officer attends, they must deal with it by seeing what is in front of them, processing any background information that is available whilst also dealing with the incident in line with policies and procedures. This has sometimes got to be done within a short time and with immediate effect. 
The process that police officers use in making these decisions is known as the NDM. The NDM is an effective tool in policing as it allows officers to make decisions in planned or spontaneous incidents and to explain their process of thinking and actions after the event. The model consists of a circular shape, moving in a clockwise pattern allowing officers to constantly re-evaluate new information. There are six elements to the NDM. These are the code of ethics at the centre of the model, gather information and intelligence, assess threat, and risk and develop a working strategy, consider powers and policy, identify options and contingencies, and finally take action and review what happened. The code of ethics
 “sets out the policing principles that members of the police service are expected to uphold and the standards of behaviour they are expected to meet.” (College of Policing,2014). 
With every decision made focusing on the code of ethics at the centre of the decision making, police officers should be able to make decisions for the right reasons and be able to justify that decision making by following the NDM. As police officers, if we are thought to have make a decision not in line with The Code of Ethics, this can have a detrimental effect on how we are perceived by the public and damage any future trust. The role we have as police officers puts a lot of pressure on making the correct decision. Taking away someone’s liberty is a big decision to make that could have a potentially enormous impact on their life such as future jobs and family relationships. However, as police officers we should not be risk adverse from making these decisions if we can rationalise why that decision was made. The NDM can also be used as a debrief tool for analysing how as a police officer, I have dealt with a situation, what went well and what I could have done better. This in turn, helps to develop myself as an officer and to deal with similar situations with more developed experience in the future.
There are three processes that influence decision making. These are logic, using information available to make an informed choice based on knowledge and facts. Intuitive, planning quickly with information not readily available and lastly cognitive bias, a systematic error in processing and evaluating information. As police officers we sometimes have information and previous knowledge of the people we are dealing with so we can make informed decisions using logic. However, in some situations we may not have any prior knowledge of the people involved or very little information regarding the incident we are attending. In this instance decisions are made intuitively using experience of similar incidents and evaluating information as we receive it, again using the NDM. In some situations, incidents may be inadvertently dealt with in a cognitive bias, cognitive bias are
“unconscious errors in thinking that arise from problems related to memory, attention or other mental mistakes” (C Ruhl,2021).
 In my role as a police officer I can often attend many incidents a day. This can be going to a person suffering from mental health and is suicidal to then going straight to a road traffic accident. This puts a huge demand on myself as an officer mentally, switching from one way of dealing with an incident to another. As this happens, the risks of mistakes are greater from mental tiredness and could lead to creating unconscious errors. It is therefore important to recognise this and process information as we see it to make the best decisions. The risk officers take in making real time decisions can see officers later challenged on the decisions they made, however in correctly utilising the NDM, officers should always be able to justify their actions and decisions. Accountability is a professional requirement of police officers. The Universal Declaration on Human Rights 1948 “provides human rights principles and standards that underpin the accountability of the police.” (Mawby, Wright, Keele University.2005). As a police officer, I am accountable not only to the public but also to the organisation to act within the code of ethics and to uphold the laws in which I practice. This is what allows the police service to police by consent by maintaining public confidence that police officers are not above the law and are held accountable for any actions they take or do not take.
In conclusion, I have discussed the importance of the NDM in every decision a police officer makes, whilst it being a planned or a real time incident and how this tool can be used to fluidly deal with a situation and any new threat or information. I have also discussed how the NDM can also be used as a tool of reflection after an incident to greater increase officer’s knowledge and experiences and to identify why they made the decisions they made. I have discussed how officers are accountable for the decisions they make and how this could also have an impact on public confidence. Real time policing will always be challenging but with officers using the tools they have for information and the NDM decisions should always be able to be justified by the officers and learnt from for the future. (1006).
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In this essay I will be discussing the impact of organisational justice on the police agency. I will be discussing the potential impact of organisational justice on a police constable. I will be discussing the organisational culture within the police service and the strategies for dealing with the organisational culture within policing.
Organisational justice is a term applied to how employees feel within their workplace. It examines the links between employees being felt that they are treated with respect and fairly. This in turn produces a happier, healthier, and more productive work force. Or counteractively, produces a workforce that feels they are treated unfairly or are not represented by their organisation. Organisational justice was first brought into existence by Greenberg in 1987. It is divided into four categories: distributive, procedural, informational, and interactional. In terms of this in the police agency, organisational justice can also be broken down into organisational cultures and sub-cultures which I will go on to discuss.
Johnson and Coles describe organisational culture as:
“the deeper level of basic assumptions and beliefs that are shared by members of an organisation, that operate unconsciously and define, in a basic fashion, an organisation view of itself and its environment”. (MBA Knowledge Base, 2021).
This theory is broken down into six elements. These are stories, rituals and routines, symbols, organisational structure, control systems and power structures. The “stories” element describes how the older recruits tell of how things are to new recruits. The rituals and routine element place an emphasis on the way in which people progress and are trained and how people within the police agency behave with each other and have always acted. The symbols element includes the terminology of the organisation and, for example withing policing, badges, pips, and stripes. The organisational structure within policing can sometimes be seen as “the bosses” and “the bobbies”, again there are sub-cultures within this within departments for example firearms unit having their own subcultures and more recently there has been a sub-culture of the Police Education Qualification Network (PEQF). The introduction of the PEQF programme has also created its own sub-culture with some more experiences police officers stating that it’s a free degree and vocalising their concern recruits will leave once this is acquired. This again ties in with the routine element and sometimes the resistance to change within the police organisation. The element of the control system is the “reward” part of the system, placing emphasis on what is seen as good work and behaviour. The power structure relates to the groups of hierarchy, managers, senior officers and what is expected from each of these. Within these sub cultures “what has always been” may be expressed by more long serving officers, however, this may represent a challenge with how the organisation is developing with those of a lower rank or less service trying to conform with the sub cultures less willing to challenge. However, The Code of Ethics sets out that, 
“The Code of Ethics is about self-awareness, ensuring that everyone in policing feels able to always do the right thing and is confident to challenge colleagues irrespective of their rank, role or position”. (College of Policing, 2021).
Policing is in a constant process of change and in order for this change to be effective, police officers must feel that the changes are for the good of them and the organisation. Added to this by the very nature of a police officer’s role, sub-cultures are often used as a coping mechanism. Within the sub-cultures, officers are more likely to have shared experiences and therefore a shared understanding of what is expected within that subculture. For example, what is known as the “canteen” subculture with policing. This is a coping mechanism where police officers talk about their experiences as a stress coping mechanism. In order to have an effective workforce officers must maintain their mental and physical health and wellbeing and working in an organisation that is seen as fair will improve professionalism and commitment. One article describes the “canteen” sub culture as “expressive talk designed to give purpose and meaning to inherently problematic occupational experience” (PAJ Waddington, 1999).
Factors such as ethnicity, gender and sexuality all have an impact on organisational justice within the police. The perception of being represented within the police organisation by not just the workforce but also by the public can determine how fairly the police organisational justice can be viewed. Organisational justice can be split in to two categories: inwardly facing organisational justice and outwardly facing organisational justice. Inwardly facing organisational justice has implications on staff attitude, retention, relations, performance, and productivity. Outwardly facing organisational justice has implications on the interactions between the police organisation and the public. If staff feel represented, then this in turn provides a better workplace and a positive inwardly facing organisational justice. However, if this is not achieved then it could have a negative effect. Similarly, outwardly facing, if the police are seen to be representing different ethnic minorities and genders then it is more likely to have a positive effect on the public’s perception.
In conclusion for organisational justice within the police to be effective there must be an open environment where police officers feel that they can discuss ideas that work and do not work without the restraints of “what has always been” and that by challenging outdated views, they will be supported. The changes must be positive, to be most effective police officers must recognise that the changes are to develop them and the organisation in a positive way. The changes need to improve happiness and maximise overall wellbeing and the changes must close the gaps and represent the diversity that we have within our communities. Aiming to result in a better performance from staff, a better retention, a healthier workplace resulting in less overall sickness and a stronger relationship between the police and the communities they serve. Organisational justice is about fairness, respect, dignity and encompassing the code of ethics and professional standards for officers. (1000)
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In this essay I will be discussing and analysing the potential links between serious and organised crime and public protection issues. I will be discussing the current legislation and the policies that the police and other agencies use in dealing with these issues and the pros and cons that are identified around these.
The Home Office describes Serious and Organised Crime as “individuals planning, co-ordinating and committing serious offences, whether individually, in groups and/or as part of transnational networks.” (Home Office,2019). These types of crime include crimes such as modern slavery, human trafficking, organised immigration crime, Child Criminal exploitation (CCE) and Child sexual exploitation (CSE), money laundering, fraud and other economic crime, bribery, corruption, cybercrime, illegal firearms, and illegal drugs. A report by the Home Office into Tackling serious and organised crime identified 4500 plus organised crime groups operating in the UK with the government’s estimate of the social and economic cost of this being around 37 billion pounds “This included a cost of £20 billion resulting from drug crimes”. (The Comptroller and Auditor General,2019). Clearly raising an issue around serious and organised crime having a detrimental effect not only on the lives of those within it directly, but also the indirect effect from the financial implications to the country.
The Serious and Organised Crime Strategy 2018 sets out the collective efforts to disrupt and target serious crime. It focuses on partnership working “This is a cross-government strategy, not just a Home Office strategy” (Serious and Organised Crime Strategy, Pg5,2013). The aim of this is to incorporate all relevant agencies throughout the Government. The strategy follows that of the counter terrorism framework with the four Ps providing the framework on what the agencies follow. These four Ps are “prevent, pursue, protect and prepare”. The term “prevent” aims to prevent people getting involved in serious crime. Early identification of the individuals thought to be at risk of being targeted by organised crime groups can prevent some individuals from being drawn in, for example Gwent Police have dedicated operational teams where children at risk of CCE and CSE can be referred to, this often comes because of the children going missing and/ or showing signs of concerns such as receiving gifts such as jewellery and clothing or presenting with sexually transmitted infections or sexual behaviour or concerns. The aim is to identify these individuals early on so that safeguarding can be put in place and with an aim to disrupt the criminal network that use these children for drug running and other criminal activity that is often linked back to serious organised crime. The next P is “pursue”, the National Crime Agency (NCA), works with the police and other agencies to develop intelligence on organised crime and develops information from each agency to coordinate and develop a response. The next term is “protect”. This aims to reduce vulnerability, for example increasing security on our borders and improving anti-corruption systems that could be exploited by terrorism or human trafficking. The final stage is “prepare”, this means that when serious and organised crimes are committed we are able to mitigate its impact.
Section 325 to 327B of the Criminal Justice Act 2003 (CJA 2003) established multi agency public protection arrangements (MAPPA). 
“These arrangements are designed to protect the public, including victims of crime, from serious harm by sexual or violent and other dangerous offenders.” (College of Policing,2021).
 MAPPA categorises offenders into one of three categories. These are category one – all registered sexual offenders. Category two – violent or other sex offenders not subject to notification requirements. Category three – other dangerous offenders for example those that don’t fall into category one or two but still pose a risk to the public. The MAPPA responsible authority is the police, prison service and probation. Under a Duty to Co-operate (DTC), a number of other agencies are also required to assist in the process. These agencies are social services, health services, youth offending team, job centre plus and the local housing and education authorities. The aim is then to share information between each agency so that risk assessments can be put in place to identify and mitigate any identified. However, the MAPPA process has fallen under criticism for failing in basic principles that would effectively allow this process to work. For example, the terrorist attack at Fishmongers Hall in London on the 29th of November 2019, where two people were killed. An inquest into this “exposed a catalogue of failures on the part of virtually every organisation involved” (P Clark, 2021). The report highlights how information was not properly shared between agencies at MAPPA meetings including the intelligence to mount a terrorist attack. The report highlights how it was an avoidable tragedy that with the MAPPA meetings not being utilised to share the relevant information, this tragedy had cost two people their lives and opened the agencies up to criticism. The MAPPA system is supported by the Violent and Sex Offender Register (ViSOR), which has been fully functional since 2008. ViSOR is an IT system that allows all the service areas including the police, probation, and prison service to work off the same platform. It is therefore improving the way these service areas can share information in a timely manner to reduce reoffending and provide greater public protection from serious organised crime.
In conclusion whilst the concept of information sharing processes such as MAPPA should enable all agencies involved to effectively manage the threat, risk, and harm of offenders, this is not always the case and downfalls in the process such as the lack of information sharing, which I have highlighted in this essay, could result in tragedies that leave the police and other agencies open for criticism and the public at risk. This lack of effective information sharing could result in those involved in serious organised crime to be missed or not effectively managed. However, systems such as ViSOR are adapting with new technology to better manage the risk assessments of those involved in serious organised crime in order to increase public protection. (1005)
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