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

In this essay, I will analyse the role of two independent bodies of the police, which hold them accountable to those that they serve: the public. I will provide a detailed introduction into these two bodies, along with their statutory purposes in promoting and monitoring best practice in policing, before concluding the essay with a summary. 

The two organisations I will be looking at are, the ‘IOCP’, which stands for ‘Independent Office for Police Conduct’, and ‘HMICFRS’, which is the abbreviation for ‘Her Majesty’s inspectorate of Constabulary and Fire & Rescue Services’. 
 
Firstly, the IOPC, as the name suggests, are an independent organisation of the government, the police and any interest groups, and is funded by the Home Office. The IOPC has been in operation since 8th January 2018, after it replaced ‘The IPCC’ (Independent Police Complaints Commission). The reason for this change was due to the amount of investigations doubling, which created a call for a structural adjustment, and this development was agreed by The Policing and Crime Act 2017.

The Policing and Crime Act 2017, also provided the IOPC with additional powers. These included the power to launch investigations without police referral, and the power to present cases at misconduct hearings. A new duty on police officers reinforced the need for them to co-operate fully with IOPC investigations. 

The purpose of the IOPC is to conduct investigations and to collect data on sensitive and serious incidents and allegations involving the police, which are within the public interest. Some examples are, deaths following police contact, complaints of discrimination, domestic abuse, child sexual abuse, use of force and armed policing, as well as police corruption and abuse of power.

In relation to overseeing complaints involving police, each police force has a separate department to deal with these, called ‘Professional Standards Departments’ (PSDs). However, it is set in law, that all forces must refer matters involving allegations of serious assault or corruption, or allegations of any type of police staff carrying out misconduct of serious offences or causing serious injury, to the IOPC. 

Post IOPC investigations, reports of results and findings are then developed. These reports set out what happened, what was investigated and how, and their analysis of the evidence. Also included in these reports are learning recommendations, which include:
· training of police officers, 
· updating or introducing policies and procedures,
· the use of powers,
· the proper testing and use of testing

The reports are then used as a learning tool, to influence the police to make positive and productive changes where required, ensuring best practice is used and high levels of customer service are delivered. If forces do not follow the recommendations suggested to them, then they must explain why to the IOPC. In most cases of investigations, summaries are published for the public to view. “We use what we learn during our investigation and reviews/appeals work to improve policing practice and public confidence in the complaints system, and to help prevent similar incidents happening again”, (IOPC, 2020). 

In turn, “The Independent Office for Police Conduct (IOPC) exists to increase public confidence in the police complaints system in England and Wales”, (Gov.Uk, 2021).

“Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS) independently assesses the effectiveness and efficiency of police forces and fire & rescue services – in the public interest”, (HMICFRS, 2018). 

In 1856, Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services was established. The HMICFRS is independent of the government and the police, and works in accordance with the Police Act 1966. It is the superior institution in the policing scene, as it oversees, inspects and reports upon the efficiency and effectiveness of all Home Office police forces in England and Wales, with it’s purpose being to “promote improvements in policing and fire & rescue services to make everyone safer”, (HMICFRS, 2018).

HMICFRS uses ‘PEEL’ assessments, which stands for ‘Police Effectiveness, Efficiency and Legitimacy. The content of the assessments are based on judgements by the HMICFRS, about what us in the public interest, risks to the public, the integrity of policing, and service quality. PEEL assessments are annually conducted inspections, where by forces are monitored, and areas of improvement are identified. To collect data during each inspection, police officers and staff are spoken to by the assessors through focus groups and interviews. Information gained from these assessments, is analysed and moderated, before being published into detailed reports. These reports are then updated on to each individual forces’ website, where the public can view, how well the police do their job. 

An agreement was set in 2014, between the IOPC, the HMICFRS and the College of Policing (who is responsible for setting standards of policing), aligning a common understanding and approach of each body in relation to their roles and responsibilities. This concordat, committed to work constructively and effectively together by:
· Regularly consulting one another on areas of mutual interest;
· Sharing information and analysis as appropriate to promote timely, well-informed decision-making, to assist the planning and prioritisation of work;
· Ensuring the data collection and inspection regimes for police forces minimise unnecessary bureaucracy and are the minimum necessary to meet the objective;
· Promoting clarity over their roles and responsibilities, recognising their separate, discrete and complementary jurisdictions; and
· Developing efficient working relationships between the three organisations.
(Justice Inspectorates, 2021)

In conclusion, of this essay, the IOCP and HMICFRS, are two independent statutory bodies, with oversight of the police. These organisations, along with the College of Policing, have complementary statutory purposes, albeit with different powers and areas of focus. 

All three organisations are collectively engaged in promoting and monitoring best practice and continuous improvement in policing, in order to ensure police forces are performing to the highest of standards and public confidence. (CoP, 2014)
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Essay Two: Examine the ethical dimension of ‘real time’ operational decisions. 


way they are taken. The study of ethics assists in the development of practitioners’ grasp of those standards, their ability to think critically, weigh up the consequences of their decisions and

In this essay, I will examine the ethical dimension of ‘real time’ operational decisions, in a policing context. I will look at the values of South Wales Police, and codes of practice, which they hold for operational and non-operational staff to abide by. I will also explore a model called ‘National Decision Model (NDM), used to aid making consistent and informed decisions, as well as looking at officers’ discretion.

The vision of South Wales Police is “To be the best at understanding and responding to our communities”, and the values are “To be proud, professional and positive in everything we do”, (South Wales Police, 2021). In aid of achieving this, South Wales Police operates via a shared guide of behavioural principles, amongst all other police forces in England and Wales, called ‘The Code of Ethics’.  

In 2014, The College of Policing produced ‘The Code of Ethics’, which defines the expected standards of behaviour for all persons who work within the policing field. “It is a supportive, positive, everyday decision-making framework and is a constant reinforcement of the values and standards that policing is proud of.” (College of Policing, 2021)

This code consists of ‘Nine Policing Principles’, and ‘Ten Standards of Professional Behaviour’, which are listed below.
Policing Principles:
1. Accountability
2. Fairness
3. Honesty
4. Integrity
5. Leadership
6. Objectivity
7. Openness
8. Respect  
9. Selflessness

Standards of Professional Behaviour
1. Honesty and Integrity
2. Authority, respect and courtesy
3. Equality and diversity
4. Use of force
5. Orders and Instructions
6. Duties and responsibilities
7. Confidentiality
8. Fitness for work
9. Conduct
10. Challenging and reporting improper behaviour

The Code of Ethics is at the heart of every police policy, procedure and decision. It’s purpose is to ensure that all police persons uphold the values and act in doing the right thing in all situations, delivering the highest level of professional service, gaining the public’s trust and confidence as a result.

As a police officer, you will often find yourself in unpredictable situations where difficult decisions must be made, sometimes in a matter of seconds. It is imperative that these decisions are professional, fair and appropriate to the people involved and the situation. 

There is an expectation on the police, from the public that the decisions they make are ethical, and not through any bias, prejudice or emotional response. Being ethical whilst decision-making will ensure the police are not undermined and increase public trust in the police and the law. An important factor for this is for officer’s personal morals to be aligned with the Code of Ethics, to ensure consistency of decision-making and support in the success of the forces’ vision.

This leads me on to the National Decision Model. “To help everyone in policing make decisions and to provide a framework in which decisions can be examined and challenged, both at the time and afterwards, the police service has adopted a single, national decision model”, (CoP,2014).

This model was introduced in 2012, and it was developed from another called ‘Conflict Management Model’. The two main differences are that the National Decision Model is centred around The Code of Ethics, and it has a ‘Review’ element. 

When making a decision to take action or not, these decisions should be informed and ethical. To achieve this, officers should consider the ‘Code’ during each stage. In addition, officers should think about the below questions:
· Is what I am considering consistent with the Code of Ethics?
· What would the victim or community affected expect of me in this situation?
· What does the police service expect of me in this situation?
· Is this action or decision likely to reflect positively on my professionalism and policing generally?
· Could I explain my action or decision in public?
(College of Policing, 2014)



Below is an image of the National Decision Model.
2[image: ]
(P.Dalton, 2018)

At the first stage, ‘Gather information and intelligence’, officers should access all that is available to them. For example, CCTV, witness accounts, exhibits, and utilising police computer systems such as Police National Computer (PNC) for legitimate policing purposes only, and not searching people or premises without grounds to do so. 

The second stage includes a risk management tool, known by the pneumonic ‘THRIVE’. The components of it are: 
· Threat
· Harm
· Risk 
· Investigation
· Vulnerability
· Engagement

After considering each aspect of THRIVE, an officer will be able to establish the present elements, identify vulnerability and risk, and then conduct a risk assessment to determine the most appropriate response.

The third element of the model covers the lawful aspect. Officers should be mindful of people’s right to liberty and freedom. They must adhere to The Human Rights Act 1998, Common Law, Police and Criminal Evidence Act (PACE) 1984, Criminal Law Act 1967, Criminal Justice and Immigration Act 2008, to name a few. 

An example of this element is making a lawful arrest. Code G of Section 24 PACE 1984, provides the power, if an officer at least suspects, that a person is involved in the event of an offence being committed, and the officer has reasonable grounds that the arrest of that person is necessary. 

Element four, relates to considering the best options to suit the incident. For example, the need to use force: only to be exercised if tactical communication skills are ineffective, and the minimum degree necessary to achieve the objective. 

Finally, take action and review. Conduct duties professionally and assess performance; was a victim contacted within a agreed timescale? Did officers utilise their Body Worn Videos, ensuring they were open and accountable? 

Finally, I will touch upon police discretion. This allows officers freedom to act in accordance with their individual professional judgement. For example, the police receive a 999 call, of a theft from a market. The offender is a confused, frail, old lady, who has walked out, carrying a basket of fruit, without making a payment. Technically, a crime has been committed, but in this scenario there are mitigating circumstances to consider before taking the most appropriate course of action. The lady’s circumstances must be considered to establish whether all of the points to prove of the offence have been committed. 

This example shows how it is not practicable to arrest for every offence. However, officers are accountable for every decision they make and they must be able to justify them by ensuring they are proportionate, legal, accountable, necessary and ethical (JPLANE). 

In conclusion, adhering to following the Code of Ethics, and utilising the National Decision Model, will aid all police staff and officers in making ethical decisions in real time policing. 
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Essay three title: Assess the impact of organisational justice on police agency. 

During this essay, I will assess the impact of organisational justice on police agency. Firstly, I will look at what organisational justice is, before continuing to assess and explain how organisational justice affects the policing organisation, including police officers and operational police staff. I will then explain what factors translate into legitimacy and policing by consent, before concluding my essay by summarising the content. 

From the research, I have conducted, the information gathered relates to ‘Jerald Greenberg 1987’, who introduced the concept of organisational justice. The meaning off this is how an employee judges the behaviour of the organisation, and the effect then this has on their attitude and behaviour. 

The College of Policing has referred to organisational justice, comprising of two points:
· Distributive justice – How fairly employees feel that inputs e.g. workload, resources and rewards, pay, recognition are allocated across the organisation.
· Procedural justice – Perceptions of procedural justice can be seen to consist of the following three elements:
1) How fairly employees feel decision-making processes are in the organisation e.g. the extent to which decisions are seen to be impartial, consistent, ethical, and informed by those affected by them. 
2) How open, honest and timely employees feel decisions are communicated.
3) How respectful and dignified contact is perceived to be between senior staff and employees on a personal level.
(College of Policing, 2015)

In relation to distributive justice, I have established that the model looks at the idea of ‘how much’ employees think they give or receive in relation to other people, whereas with procedural justice it refers to ‘how well’ people feel treated within the organisation they are employed in. 

It is evident that while some studies indicate that organisational justice has a direct impact on employee’s attitudes and behaviours there is also evidence to suggest that organisational justice helps employees to experience, fairness and respect at work  by exchanging signals amongst colleagues in relation to their status, and worth within the organisation, (Tyler and Blader 2009).  

Tyler and Blader 2009, note that organisational justice helps to foster a greater sense of inclusion and pride in the wider work place, which in return promotes a greater attachment and commitment to the organisation from the employees.

Tyler 2011, believes that these experiences act as ‘teachable moments’ for aiding employees to understand and internalise their organisation’s values and in return enables them to act in the interests of the organisation and the people it serves.

After reviewing the information gathered in relation to organisational justice, the importance for officers to identify with organisation vision, values and principles is vital in them gaining confidence in posing an integral part of the police subculture. 

This subculture depicted as the wider policing literature and is described as having a number of largely negative characteristics.

The policing organisation indicates for officers to identify and gain confidence from the police subculture. There are also a number of negative characteristics that define the  behaviours of employees within  public service  from cynicism, authoritarianism and prejudice which has led to debates as to whether these features are ‘universal’ in policing and shape the behaviour of police officers outside of the organisation.

Kelman and Hamilton 1989, also states that there is potential for employees, who strongly identify with the organisation, to comply with the instructions and rules without fail, even though they think they may be doing wrong. 

Therefore, the overall fair decision-making and respectful treatment by senior staff and officers play an integral role on behaviours displayed by policing staff and officers, which largely result in them fostering a stronger organisational identity, leading officers and staff to police legitimacy. (College of Policing, 2015) 

Police legitimacy has been identified as a concept that is well established within the UK, which is policing by consent and is crucial in a democratic society. 

Police officers have powers in order to act in ways that would be considered illegal by any other member of the public, as police officers have the powers to utilise force and deprive people of their liberty.  Therefore, it is vital that police officers use their powers fairly and treat people with respect and in accordance to their individual needs in the course of their policing duties. 

In order for police officers to conduct their roles lawfully, effectively and efficiently in line with the police legitimacy, officers are required to motivate the public to cooperate with the police and respect the law whilst encouraging them to become more socially responsible. Therefore, the more the public respect and support the police, the greater  intelligence gathering which in return will  lead the public to become more actively involved within policing activities, resulting in a reduction in demand on the overall police service. 

In order to achieve public support and ‘’consent’’ the public need to believe in the police and trust that they will be treated with respect and that fair decisions will be made. 

Officers in return also have the need to feel treated fairly and respectfully not only by the organisation but also by the public, and therefore it is imperative that officers keep up to date with all organisational policies and procedures, as well as any decisions made in relation to things that can affect their role. 

It has been documented, that one of the most important areas to which organisational justice and procedural justice principles come together, is in the way police services ensure their workforce behaves ethically and lawfully whilst acting with honesty and integrity at all times. (HMICFRS, 2017) 

In conclusion, the evidence suggests that perceptions of fairness and respect within police organisations have an important and consistently positive effect on the attitudes and reported behaviours, meaning that the impact of organisational justice has been shown to be stronger than traditionally used incentives.

Police officers and staff will take lead from supervisor and senior leaders in making decisions fairly and in return treat people with respect whilst delivering the highest level of service to the public. Police officers will also feel empowered to use their own professional judgement, due to the organisational justice system, which encourages officers and staff to feel part of, and valued by the organisation, and to internalise the values of the service. 

Research has shown that fairness and respect, particularly shown by supervisors, plays a crucial role in police officers development, along with the perceived risk of organisational sanctions. (College of Policing, 2014).
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Essay Four: Analyse potential links between serious and organised crime and public protection issues (1000 words)

During this essay, I will analyse the potential links between serious and organised crime and public protection issues. I will also explore the processes that are in place to aid tackling the growing problems.

Serious and organised crime is one of the deadliest threats facing the UK today, costing the UK at least £37 billion each year. “It affects more citizens, more often, than any other national security threat and leads to more deaths in the UK than terrorism, war and natural disasters combined,” (National Crime Agency, 2021).

The definition of serious and organised crime is “individuals planning, co-ordinating and committing serious offences, whether individually, in groups and/or as part of transnational networks”.  (Government, 2018)

The characteristics of organised crime are generally violence or threats of violence, bribery and corruption: where these types on criminals rely on help from negligent and corrupt professionals, with some examples being lawyers, accountants and bankers. Organised crime in this and other countries recognises neither national borders nor national interests. Many organised crime groups in this country maintain links to counterparts overseas to conduct their operations. (HM Government, 2013) 

These crime groups are responsible for offences such as, trafficking of drugs, people and firearms, organised illegal immigration, fraud and other financial crimes, counterfeit goods (including medicines), and cyber-crime. 

In 2018, the most recent ‘Serious and Organised Crime (SOC) Strategy’ was written by the HM Government, with the aim of targeting and disrupting this type of offender, in our communities including prisons, in order to significantly reduce the levels of crimes. This strategy states, “we will undermine and disrupt serious and organised crime in prisons and across probation provision. We will work with Law Enforcement Colleagues (e.g. Home Office, Police, National Crime Agency (NCA), Regional Organised Crime Unit (ROCU) and others) to prioritise, target and robustly manage SOC nominals through four strategic objectives. ” (Ministry of Justice, 2018)

These four objectives are known as the ‘4 P’s’, which means:
1. PROTECT - Prosecute and disrupt people engaged in serious and organised criminality
2. PREVENT - Prevent people from engaging in serious and organised crime
3. PURSUE - Increase protection against serious and organised crime
4. PREPARE - Reduce the impact of this criminality where it takes place
(HM Government, 20113)

The Serious Crime Act 2015, provides consequence to the ‘serious and organised crime strategy’. “It builds on the current criminal and civil law to ensure that the National Crime Agency, the police and other law enforcement agencies can continue effectively and relentlessly to pursue, disrupt and bring to justice serious and organised criminals”, (Gov.Uk, 2015).

Many agencies and departments are involved in the strategy and in support of the National Crime Agency (NCA) and the police. The Criminal Justice Act 2003, covers Multi-Agency Public Protection Arrangement, most commonly known as MAPPA. MAPPA is a facility who work with violent and sexual offenders, MAPPA enables agencies to work in a coordinated manner, by working together and sharing information. This facilities great aid to dealing with serious and organised crime.


In 2018, the Government published ‘Serious Violence Strategy’, where they identified strong connections between increases in violence and the exploitation of children and vulnerable adults by criminal drug dealers operating ‘county lines’, across the 43 forces in England and Wales. 

County lines, is defined by the National Police Chiefs’ Council (NPCC) as, “… a term used to describe gangs and organised criminal networks involved in exporting illegal drugs into one or more importing areas [within the UK], using dedicated mobile phone lines or other form of ‘deal line’. They are likely to exploit children and vulnerable adults to move [and store] the drugs and money and they will often use coercion, intimidation, violence (including sexual violence) and weapons.” (National Crime Agency, 2021).

Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services conducted an inspection on this strategy, and they noted some public protection issues in relation to county lines, which needed improving to protect the public. “Forces don’t understand enough about county lines criminality to tackle it as effectively as possible”, was a statement made by the HMICFRS, (HMICFRS, 2020).

The areas highlighted for improvement were:
· “Forces inconsistently identify vulnerable people – This is improving, but inconsistent. 

· Forces don’t prioritise attention on county lines - Compared with other serious offences, forces don’t tend to prioritise attention on county lines. 

· Intensification weeks are worthwhile - These are worthwhile events but should be more focused on those controlling multiple lines.

· Forces could work together more efficiently - The National Crime Agency already has legal powers to direct policing activity. It is making good use of them for county lines purposes. However, the national tasking arrangements are not sufficiently well developed to enable an efficient, effective single law enforcement system. A more coherent and integrated system of national tasking is required.

· Joint working is effective but doesn’t always happen - When done well, joint working involves the police and others recognising the risks and early warning signs of exploitation, before working together to put in place measures to safeguard vulnerable people. However, they don’t always work like this – and demand for services is often greater than supply. Funding for, and availability of, support services varies hugely from area to area. Also, there are often problems when forces arrest vulnerable people outside their local area. 

· Children can be at risk both in and out of school - Children excluded from school face heightened risk of exploitation, but those at school can be at risk too. Additionally children who go missing from home are vulnerable.”
(HMICFRS, 2020)

From this report, recommendations were put forward to specific bodies to revise and make improvements within specific timescales. 

In conclusion, of this essay, protecting vulnerable people should be a top priority for all forces but it is not possible for any police force to manage serious and organised crime groups alone. All 43 forces across England and Wales work closely with a wide range of public services from local authorities to social care providers; probation and community rehabilitation services; youth offending teams; healthcare providers; education; housing; and transport providers. Therefore, it is imperative that partnership working has clear set policies to follow. Each organisation should be accountable and take ownership of their responsibilities and obligations. Communication must be open, clear and concise; to achieve partnership based safeguarding of all vulnerable people, to ensure their protection.
[bookmark: _GoBack]Serious and organised crime has been explained, and public protection issues have been identified.
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