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Essay one: Response policing – Why is it important to manage mental wellbeing in policing? What can be the consequences if mental wellbeing is not managed appropriately?
Response policing consists of multiple teams, each made up of police officers, a sergeant, and an inspector. These officers, sometimes along with their sergeant, will respond to emergency and non-emergency calls from the public (1). Officers can be repeatedly exposed to violence, stress, and trauma from dealing with a multitude of incidents daily, ranging from low-level theft and anti-social behaviour (ASB) to sudden deaths and grievous bodily harm (GBH). Due to officers consistently using their emotional resources to deal with incidents, it is paramount that officers manage their mental well-being, as neglecting this can lead to many problems such as depression, anxiety, burnout, fatigue, and post-traumatic stress disorder. (2)

Mental wellbeing is multifaceted; it is a state of success in various areas of a person’s life, such as psychological, emotional, and social, despite the negatives that come with everyday life. Good mental well-being can ensure that a person can deal with stress, work, and relationships. It is the understanding that we can deal with our problems as they are separate from us. (3) Managing your mental wellbeing does not mean that you do not get stressed, have no problems, or do not suffer from mental health. It is the understanding that despite the challenges of life, we have the confidence and ability to respond positively and deal with the problem. (4) 

Managing mental well-being for officers ensures that they can perform in their job role to the best of their abilities. Good mental well-being, and therefore emotional intelligence, means officers can be better equipped for dealing with high-pressure incidents; their communication, empathy, and resilience will be improved (5). As well as ensuring officers can approach high-stress situations with better decision-making, communicate more effectively, and de-escalate situations. This in turn will lead to less force being used, a more harmonious resolution, better relationships with officers and the public, and a better working and personal life for the officer. 

Mental well-being and emotional intelligence are very closely linked. As stated, emotional well-being is a person’s ability to recognise their own and others’ emotions, whereas emotional intelligence is the ability to identify and manage yours and others’ emotions (6). Having emotional intelligence requires a person to be able to regulate their emotions, use their emotions to problem solve and have emotional awareness. This is paramount for a police officer to have these skills when dealing with the complex incidents they go to daily, as it allows them to maintain order, understand, manage and express their emotions properly and problem solve when they are in a tense, high stress situation. Emotional intelligence is linked to better mental health and therefore mental wellbeing (7). 

There are many consequences if an officer does not manage their mental well-being appropriately as stated above, both for themselves, the public, and the organisation they work for. One of the most impactful consequences is officers being off work due to poor well-being. In 2022, 13,263 officers were absent due to stress, depression, anxiety, or post-traumatic stress disorder. (8) As well as this, it is estimated that one in five officers has PTSD. (9) With more officers off work, the strain is left on remaining officers to pick up more work, respond to more calls, and deal with dangerous and stressful situations alone. Furthermore, the lack of officers has a knock-on effect on members of the public, increasing waiting times for officers to arrive and reducing satisfactory service due to officers being overworked, under-rested, and pushed to deal with calls quicker. 

Furthermore, due to the nature of policing, officers are very hypervigilant; they must be on high alert when working due to possible dangers (10). While being hypervigilant is essential, if other factors, such as an officer’s mental state, are not managed, officers may feel under threat and act out irrationally due to an inability to regulate emotions, their body’s natural reaction to danger, and social disconnection (11). For example, an officer who has a good mental state and emotional intelligence will be able to understand the threat in front of them and mentally work through rational steps to deescalate the situation; an officer with a poor mental state may naturally go into fight or flight and escalate the situation unknowingly (12). This can lead to an escalation in both the officer’s and the subject’s behaviour, force being used when not needed, a breakdown of the relationship and trust between police and the public, and more trauma for the officer to deal with. (13)

Dealing with emotionally demanding situations is not the only reason an officer may struggle with their mental well-being. There are many different reasons, such as money issues, public perception, assaults sustained at work, demands of the workload, feeling underappreciated, shift work, and not enough downtime. (14) In 1987, Greenberg postulated organisational justice; this refers to an employee’s perceptions of the fairness of their organisation’s actions regarding decisions, actions, and attitudes. Distributive justice, procedural justice, interpersonal justice, and informational justice are the four facets of justice that can influence a person’s perception about fairness. (15)

There are services available to officers to help with trauma, stress, or upset due to incidents, such as Trauma Risk Management (TRiM) (16), Emergency Services Trauma Intervention Programme (ESTIP) (17), or Critical Incident Stress Management (CISM) (18). However, it is important to recognise the impact the organisation can have on officers’ well-being. Organisational justice is paramount to the health and well-being of individuals and, in turn, the professionalism, dedication, and commitment of employees; this should ensure a quality service to the public and communities. If organisations are committed to developing good policies, procedures, and practices, employees are more likely to have greater job satisfaction and therefore feel better equipped in dealing with the stresses of the job. (19)

While it is an individual’s responsibility to ensure their well-being by being aware of their thoughts and feelings, speaking with their supervisors, utilising services offered, and being mindful. It is also important for organisations to ensure a safe, fair, understanding, committed, and professional culture for officers to work in. If the organisation and the individual work towards the same goal, mental well-being will improve, and in turn, better community relations, job satisfaction, reduced misconduct, increased emotional resilience, and reduced stress levels will follow. 
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Essay two: How effectively has the police service adapted to accommodate diversity within the UK? Consider the police force itself and/or the way police engage with diverse communities.
In 2019 His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS) published a review into the disproportionate use of police power. This report identified that people from ethnic minority backgrounds in policing were significantly under-represented, as well as people from ethnic minority backgrounds were over four times more likely to be stopped and searched by police (1). 

Some members of the public have the perception that there is culture of discrimination within the police service, this was evident from the recent protests and riots in the UK after the 2022 killing of George Floyd in America. From inspections done by HMICFRS it was concluded that services do not understand how the use of police powers impact individuals and communities (2). The HMICFRS and many police services have identified that there is a problem with diversity and have made changes to ensure this issue is addressed. One being the Home Office Uplift Programme, which aims to increase the number of police officers by 20,000 by 2025, this increases the opportunity of recruiting people that are more reflective of the communities that they will go on to police (3). 

The police service is trying to become more representative of the communities that they service. In South Wales Police (SWP), and other forces, there is a focus on recruiting females, black, Asian and minority ethnic (BAME). These individuals would be invited to recruitment events, offered support and advocacy throughout the joining process, as well as targeted community recruitment events being used to promote vacancies. (4). Statists from March 2020 showed that there was an increase of BAME officers over the years from 4.8% in 2011 to 7.3% in 2020. While it is good that there has been an increase in BAME officers, these figures are still considerably low. As well as this, there has been a population increase, based on the 2011 Census the BAME population was 14% and 15.6% in 2019, therefore it could be argued that the increase in BAME officers reflects the increase in population (5).

In March 2023 there were 529,474 stop and searches of this there were 24.5 for every 1,000 black people, and 5.9 for every 1,000 white people (6). Home Office Data from 2019 to 2020 showed that BAME people were 4 times more likely, and black people were 9 times more likely to be stopped and searched compared to white people (7). This shows a clear discrepancy in how people from different ethic backgrounds are being treated in comparison to white people. In March 2023 statistics showed that “people from the black Caribbean (49%), mixed white and black Caribbean (49%) and black 'other' (48%) ethnic groups had lower than average rates of confidence in their local police” (8). These figures could be attributed to the fact that the public believe police use their powers unfairly and disproportionately, in turn causing the public to have less faith and confidence in the police. Services are providing more training on stop searches and educating officers of the importance of using the power correctly, as well as offering training to supervisors around monitoring the stop search information to if the power used was fair and just. While this has had a positive effect whereby services were monitoring data better, there is still many services that don’t do this (9). 

Training alone will not fix the current issues around diversity however there are many organisations committed to changing this. In 2020 the Police Race Action Plan was developed jointly by the National Police Chiefs’ Council (NPCC) and the College of Policing. The aim of the actin plan is to address the issue of a lack of trust and confidence hat some black people have in the police service and any disparities affecting black people (10). 

In conclusion, the police service has adapted to accommodate diversity within the UK, however the effectiveness varies. The service has improved their understanding of the importance of diversity not only within the communities they police but also within the service itself. From what has been discussed it is evident the service is trying to find ways to tackle diversity, from conducting reviews and creating action plans, to targeted recruitments and further training. However, from the limited amount of evidence available it shows that this is only having a small impact overall. The service needs to continue its efforts and find more ways to improve on a larger scale to ensure the service is representative of the communities that they police. 


https://assets.college.police.uk/s3fs-public/Police-Race-Action-Plan.pdf 
Police Race Action Plan | College of Policing 
Race and Policing: A review of the police service’s leadership and governance arrangements for race-related matters - His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services 
Diversity, equality and inclusion strategy 2021-2024 
Disproportionate use of police powers: A spotlight on stop and search and the use of force 




Essay three: Outline potential links between serious and organised crime and public protection issues. What characteristics make some people more vulnerable to exploitation by serious and organised crime gangs?
Word limit: 1000 words +/- 10% per essay
 

Essay four: How effective is early intervention an effective means of preventing young people from offending or re-offending?
Word limit: 1000 words +/- 10% per essay
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