Assignment 2 
Essay 1:
This essay will seek to explore the challenges and complications that diversity adds to operational policing. It will define what is meant by diversity within this context as well as exploring whether a diverse police workforce is better suited to serving the multi-faceted society present in modern day Britain. The essay will consider the benefits of paying consideration to diversity and inclusion as well as the risks of overlooking or ignoring them. In order to achieve this, this essay will draw from available academic research, current legislation, approved practice, and policing models relevant to the subject. 
The Oxford English Dictionary (2023) defines diversity as a state of being different or diverse, which is clearly a broad explanation of the term. In the context of this essay the term ‘social diversity’ provides a much more suitable definition of diversity. Social diversity refers to the variations present amongst a particular society in terms of culture, religion, race, gender, sexuality, age and disability (Ezati, 2022). Diversity can also be held to mean the act of including or involving persons from a variety of different backgrounds (Cambridge Dictionary, 2023), however this definition may be more aptly applied to the term ‘inclusion’. Inclusion is where opportunities are afforded to those within society who might have been excluded, perhaps due to physical or mental impairment or membership of minority groups (Oxford English Dictionary, 2023). 
The first challenge that is posed by diversity on operational policing is the disparity between diversity within the police’ work force and the general population. Taking ethnicity as an indicator of diversity, as of 2022 there were 136,274 police officers in home office forces with a stated ethnicity. 91.9 percent of those officers identified as white, meaning that there were only 8.1 percent of officers that identified as Asian, Black, Mixed or ‘other’. In comparison, as of the 2021 census, the population of the United Kingdom was 59,597,542 with 81.7 percent of that number identifying as white, meaning that 18.3 percent of the general population identified as Asian, Black, Mixed or ‘other’ (gov.uk, 2023). This 10.2 percent difference may seem like an arbitrary amount however the implications of this figure are widespread. 
This figure highlights that the workforce within British policing is predominantly formed of White officers, and therefore not very culturally diverse. Martin (2014) states that a culturally diverse workforce is beneficial in that employees that are from different cultures have different viewpoints and ways of thinking which can aid in analysis of problems and tasks posed. However Martin also highlights that there are risks involved in a culturally diverse workforce, in that employees with different values, thoughts and beliefs may struggle to unify and these differences of opinion may lead to interpersonal conflicts. Some of these benefits are echoed by Greenberg (2004), in which he states that some of the benefits of a diverse workforce include an increased adaptability due to the presence of employees from a broad spectrum of society having varying talents and experiences. Greenberg goes on to suggest that a more diverse workforce enables an organisation to provide services to a wider range of persons, in that the diverse workforce benefits from differing skills such as languages and enables organisations to breakdown cultural barriers. Like Martin, Greenberg suggests that another benefit of a diverse workforce is their varying viewpoints, allowing an organisation to draw from a more varied pool of experience when it comes to problem solving. Greenberg does however suggest similar challenges posed by a diverse workforce. He states communication can be hindered whether through cultural or language barriers, resulting in confusion, poor morale, or a lack of teamwork. Greenberg also suggests that another challenge posed can be a resistance to change from an already established workforce. Where employees who decline to accept that the cultural makeup of an organisation is changing refuse to accept new ideas and stop development.
Historically there has been a large amount of mistrust between the police and minority ethnic communities in the United Kingdom, with three core themes being highlighted as recurring causes of this mistrust and lack of confidence. Firstly minority ethnic communities have felt over-policed in some areas, such as stop and search. Secondly that the police service has under-policed these same communities in terms of their handling of race hate crime, such as the murder of Stephen Lawrence and lastly that these issues lead to those of a minority ethnic background being discouraged from joining the police, with those that do take this step having a difficult experience when doing so (Holland, 2007).
In order to address issues of racism within policing and with the aim of building trust within Black minority ethnic communities, The College of Policing and The National Police Chiefs Council have produced a mandate called ‘The Police Race Action Plan’. This document sets out goals and expectations to build trust and eliminate racism from policing. It sets out four key areas or ‘workstreams’ to improve relationships between the police and Black communities. Workstream one focuses on inclusivity and proper representation of Black people within the policing family. Workstream two states that Black people and communities are to be treated fairly and with respect. Workstream three aims to routinely include Black communities in the governance of policing. Workstream four aims to properly support Black people when they find themselves the victims of crime (College of Policing, 2022). Workstream one is particularly relevant in terms of challenges posed by diversity to operational policing. Police services are to be held more responsible than ever when it comes to ensuring that its Black officers, staff, and volunteers are supported and included. Services must ensure that there are clear and fair avenues into policing for Black people, and once employed that those Black employees have an equitable experience to other officers and want to stay in the police (College of Policing, 2022).
The successful application of this plan should lead to the disparity in representation of Black officers within the police and the general population, which is currently at 2.7 percent (gov.uk, 2023), reducing to a point whereby the police service is much more representative of the communities that it serves.
In these circumstances however police forces should be mindful that their recruitment up-lift methods for ethnic minority staff does not stray into ‘positive discrimination’. This is where a person with a protected characteristic is treated more favourably than someone who does not have a protected characteristic despite being less qualified for a position (gov.uk, 2010). Positive discrimination is unlawful under the terms of the Equality Act 2010 (Legislation.Gov.Uk, 2023). 
Research conducted by NatCen in 2018 suggests however that there is a lack of real community engagement within the policing diversity agenda and the focus is to heavily weighted on the police workforce itself (Bury, et al., 2018). This suggests that while ensuring that the police workforce is representative of the communities it serves is vital in building trust and service satisfaction, forces should be mindful of the impact of a lack of actual community engagement.

Another area of diversity that poses challenges and complexities to operational policing that is specific to the four Welsh police forces is that of the Welsh language. In the year ending in March 2023, the annual population survey estimated that 29.7 percent of the Welsh population aged three and over were able to speak Welsh, a figure of roughly 906,800 people (Gov.Wales, 2023). The Welsh Language Act ensures that the Welsh and English languages are given equal consideration in the conduct of public business within Wales (Law Wales, 2020). The standards set out by the act include that all publications produced by the Welsh forces must be available in Welsh and English, persons who come into contact with staff from these forces should be provided the opportunity to correspond in their preferred language and all signage must also be in both Languages (Welsh Language Commissioner, 2023). Therefore the Welsh forces must ensure that all staff who come into contact with the public or produce publications available to the public have at least a basic ability to converse in Welsh. The Welsh police forces must also ensure that any identifiers on vehicle liveries or uniforms are bilingual to maintain compliance with the terms of the act.
Another challenge diversity poses to operational policing in the United Kingdom is that of traditionally male populated roles struggling to recruit and retain female staff. Such roles would likely include roads policing and firearms teams. For example a freedom of information request submitted to North Yorkshire Police in 2022 asked what the gender breakdown was among their authorised firearms officers, to which they were able to respond that the firearms unit consisted of 63 male officers and 5 female officers (North Yorkshire Police, 2022), therefore female firearms officers in this force made up just over 7 percent of all firearms officers within the force. The same request was made to Northamptonshire police who returned an even lower percentage of just over 4 percent of their firearms officers being female (Northants Police, 2022), with other forces posting similar values to the same request. Considering the work cited above by Martin (2014) and Greenberg (2004) it would be surmisable that forces are at risk of experiencing challenges posed by a lack of diversity in that they are failing to broaden the viewpoints and pool of talent and experience that could be achieved by creating a more gender balanced workforce in these specialised teams, as well as hindering the ability to relate to a wider section of the community. Several forces have uplift programmes in place to address this imbalance in male/female officers in firearms roles. The charity HeforShe in its 2022 report ‘Gender Equality in UK Policing’ (HeforShe, 2022) recognises South Wales Police, West Mercia Police and Wiltshire Constabulary for having particularly effective programmes aimed at increasing the applications of female officers to firearms positions. It also recognises The Police Service of Northern Ireland and the Civil Nuclear Constabulary for their programmes, however these forces routinely carry firearms so although their achievements should not go unrecognised, this uplift may coincide with an overall uplift in recruitment of female officers. 
In conclusion, it would appear that the challenges and complexities added to operational policing by diversity are largely centred on ensuring that the workforce is representative of the communities that the police serve. The figures shown here represent a large shortfall in the ethnic diversification of operational policing. However, the recognition of the large disparity between the number of White officers and non-White officers, and the programmes being implemented to address this misrepresentation between police and the community is a positive move in the right direction. The same can be said for gender diversity within the police workforce, specifically within traditionally male dominated roles, with multiple forces having, again, recognised the disadvantages posed by this lack of diversity and implemented schemes to address this. Diversification of the police workforce should enable the police to have a broader pool of experiences and knowledge to draw from, allowing for a better service provision across a broader spectrum of society. Achieving this should ensure that when people come into contact with a diverse police workforce, they feel that there are officers that share their experiences and understand their viewpoints. In turn this should equate to an increased level of trust between the communities and the police.
(Word Count – 1893)

Essay 2:
This essay will seek to explore the role that response officers have in counter-terrorism policing. The essay will highlight what is meant by counter-terrorism and the law enforcement work streams that are responsible for managing this. It will look at the role response officers have in the recognition of extremist ideologies among the people that they encounter, and what their ongoing role is in diversion, prevention, and intervention strategies to prevent people from becoming involved in terror related activities. The essay will explore the role that response officers have when terror attacks take place, as well as any limitations on that role. This will be achieved through reference to academic research, counter terror policies and literature available on the subject. 
The general role of the response police officer is varied, they provide a frontline response to all manner of incidents. The College of Policing (2023) highlights several key responsibilities. These include, responding to and taking control of incidents while assessing threat, risk, and vulnerability. Providing support to the vulnerable, victims and witnesses, and to gather and record information and intelligence in line with approved standards.
Terrorism is defined as, the use of violence to instil fear within a population with the aim of bringing about a particular agenda. Dramatic, violent terror attacks are carried out by groups to garner and maintain the level of publicity required to generate fear and decrease the sense of security within a population (Jenkins, 2023). The most prevalent of these terror attacks were those of September the 11th 2001, whereby four highjacked commercial aeroplanes were crashed into the World Trade Centre’ Twin Towers complex in New York and the Pentagon in Washington D.C. The resulting death toll of over 3000 people made this the bloodiest terror attack in recorded history (Lewis, 2016). The threat of terrorism in the UK is primarily from Islamist extremism which accounts for around 67 percent of attacks from 2018 – 2023, with the remainder of attacks within the same time period being made up almost entirely of extreme right-wing terrorism, accounting for 22 percent of attacks (HM Government, 2023). 
The term ‘Counter Terrorism’ is used to describe the policies and initiatives in place to oppose, prevent and reduce acts of terrorism (Kruglanski, et al., 2007). In the United Kingdom the responsibility for carrying out counter terrorism initiatives falls to the intelligence services, such as GCHQ, MI5 and MI6, and the police service, who work in collaboration to protect the public and national security (Counter Terrorism Policing, 2023). In the United Kingdom, the counter terror strategy is called ‘CONTEST’ which is separated into four key elements, they are prepare, pursue, prevent and protect (Grieve, 2019). 
Response police officers are likely to have a direct involvement in the ‘Prevent’ strand of CONTEST. Prevent is a referral and assessment model that enables those vulnerable to radicalisation to be assessed on a case-by-case basis, following which the person in question may be offered diversionary intervention and rehabilitation (Gov.Uk, 2022). The aim of Prevent is to reduce the likelihood of vulnerable persons becoming involved in or radicalised by terror groups or from forming and maintaining extreme ideological viewpoints which they may later go on to act upon (Gov.Uk, 2022). Response officers come into contact with vulnerable people on a daily basis and recognising the signs that a person may be susceptible to radicalisation is important. Response and neighbourhood officers are ideally situated within their communities to make Prevent referrals, which safeguard the vulnerable and protect those communities. Prevent referrals are triaged by specially trained officers and in some cases, this may lead to further actions being needing to be taken by police. Response officers may be involved in implementing these further actions, for example if arrests need to be made or if an intelligence gathering requirement is identified. Walker (2019), based on his experiences of teaching in a predominantly Muslim school proposes that the Prevent model is more likely to incite violence than to prevent it. Walker states that after the introduction of the Prevent strategy, his young Muslim students were less likely to engage in political debate for fear of being reported to the security services, which had previously been useful in stemming radical views, leading to radical ideology being allowed to grow unchecked. Walkers sentiments are echoed by Taylor (2018) who poses and concludes that the Prevent model fosters alienation among Muslim communities who are deemed at risk and actually damages counter terrorism aims. 
Another area of counter terrorism policing in which response officers have a role is that of Project Servator. Servator is an initiative, launched in the City of London in 2014, in which police officers conduct unpredictable, intelligence-led, high visibility deployments alongside targeted media campaigns with the aim of improving the reporting of suspicious activity, by providing reassurance and building resilience, this leads to an increased level of opportunities for detection of potential threats, and criminal activity, including those posed by terrorism (Aplin & Rogers, 2019). Response and Neighbourhood officers along with officers from specialist departments receive additional training to enable them to recognise the signs of persons likely to be subject to radicalisation, as well as the signs that someone may be carrying out hostile reconnaissance with a view to carrying out criminal or terrorist activity (Counter Terrorism Policing, 2023). Uniformed officers conducting deployments under the auspices of Operation Servator will also engage with the public in order to provide them with information and secure their assistance in reporting suspicious activity. The intent being to bolster the stream of intelligence that enables detection of terrorism related activity. 
A further area in which response officers have a role in counter terrorism policing is the collection of information and intelligence. Karmon (2009) states that intelligence is a vital component in tackling terrorism, reducing its effects and political impact. Wagner (2011) poses that the requirement for operational intelligence should not be overlooked, as this enables data to be gathered on terror organisations, their infrastructure, and objectives. Karmon (2009) adds that this is especially important as terror groups like Al ’Qaeda change their methodology to supporting franchised domestic cells rather than their traditional hierarchical structure. Response officers, along with their neighbourhood counterparts, are at the front line of policing operations and are therefore ideally placed to gather good quality information from a wide variety of sources. This information can then be disseminated into usable intelligence that can be acted upon. Response officers are likely to come across information through their daily operations, this is known as ‘routine collection’. Information could also be volunteered by members of the public or partner agencies. There may also be ‘tasked information’ which is gathered as part of an intelligence requirement set by a police force’ ‘information management strategy’(IMS) (College of Policing, 2019). Response officers in gathering and submitting this information should do so in the form of the ‘3x5x2 model’. This model is utilised to ensure that the source of the information is protected. The model allows the source to be graded on its reliability, either reliable, untested, or not-reliable. It then allows submitting officers to grade the information on how the source knows the information, whether it is known directly, known indirectly to the source but corroborated, known indirectly to the source, not known, or suspected to be false. The final element of the model is the handling conditions, these are either lawful sharing with conditions permitted, or lawful sharing permitted (College of Policing, 2022). Once information has been graded in line with the 3x5x2 model it is then forwarded to the local intelligence officer (LIO) for that local borough, who will further analyse the information for its usefulness in line with the IMS and the National Intelligence Model, the LIO will then either use the intelligence to inform the policing agenda at their level or pass this along the chain to be managed at a force or inter-force level, from here intelligence can again be actioned or progressed to a national or international level dependent upon its content (Wood, et al., 2022). It is therefore surmisable that response officers, through the gathering of quality intelligence, have the ability to effect policing priorities in relation to counter terrorism from a local to an international level. 
Police officers in the United Kingdom also have the ability to Stop and Search individuals and vehicles using powers under section one of the Police and Criminal Evidence Act (PACE). This legislation allows that a “constable may stop and search any person or vehicle, or anything which is in or on a vehicle for stolen or prohibited articles, if the constable has reasonable grounds for suspecting that he will find such articles, and that a constable may detain any person or vehicle for the purpose of such a search” (Legislation.Gov.Uk, 2023). This power enables officers to detect crime and is a further opportunity to gather intelligence which can be submitted as detailed previously. There are further provisions under which a police officer may stop and search persons and vehicles that are conferred by the Terrorism Act 2000. Section 43, Subsection 1 of the Act allows that “a constable may stop and search a person whom he reasonably suspects to be a terrorist to discover whether he has in his possession anything which may constitute evidence that he is a terrorist” (Legislation.Gov.Uk, 2023). Section 43A of the same act allows the same but with regard for vehicles. Officers in utilising these powers should ensure that the same process is followed as for the implementation of Section 1 of PACE stop and searches to ensure the legality of the search. Here we can see that the provision of powers under section 1 of PACE and Section 43/43A of the Terrorism act give response (and other officers) the ability to combat crime and specifically terror-based offences. Where searches result in no criminality being detected, it provides officers another source of information that can be submitted as intelligence to aide in counter terror policing initiatives.
Another role of response officers in counter terrorism policing is that of attending incidents where a terror attack has already materialised. Response officers will likely be the first emergency service personnel to arrive at the scene of a terror attack and will be responsible for the management of that incident until specialist resources can be deployed. Response officers in attending terror related incidents will be responsible for protecting the public, providing first aid, and preventing further loss of life and injury, often while placing themselves at risk of personal injury or death. Officers attending these incidents should consider the Joint Emergency Services Interoperability Programme (JESIP). Established in 2012, JESIP aims to ensure that the emergency services are capable of working together, in an effective manner when responding to complex incidents (Daniels, 2019). Officers can utilise the ‘METHANE’ reporting framework as described within the JESIP principles to ensure that they are able to organise an appropriate response from partner agencies. METHANE stands for, Major Incident, Exact Location, Type of Incident, Hazards, Access, Number of Casualties and Emergency Services. The METHANE format is designed to be dynamic and can be updated as situations evolve (JESIP, 2023). First responders at the scene of a terror attack also have an obligation under the Article two of the Human Rights Act 1998 to provide first aid to victims. Article two states that every person has a right to life which is protected by the law (Legislation.Gov.UK, 2023), this should only be upheld where it is safe to do so. Where an attacker is still active, dependant on the weapons used and the response officers training and provision of personal protective equipment, an officer responding to this kind of attack may decide to confront and detain the attacker. In doing so the response officer would likely need to use some level of force. The following legislation could be appropriate in this situation; Section 117 of PACE, the power of an officer to use reasonable force in conducting an arrest, Section 3(1) of the Criminal Law Act 1967, an any person power to use force to prevent crime, affect an arrest and apprehend those unlawfully at large, and Common Law, which allows that a person may use force to protect themselves or others from an attack (Wood, et al., 2022).
In summary response police officers can be involved in safeguarding those that are vulnerable to becoming involved in terrorism. Response officers also bear a responsibility to gather and submit information to be assessed as intelligence to aid in the detection and prevention of terror related activities. Police constables are also likely to detect terror related activity when conducting stop and searches. Response officers are also likely to play a role in protect the public and preventing further loss of life and injury when attacks do occur. 
In conclusion police response officers have a multi-faceted role within counter terrorism policing. Their position on the front line of policing means that they are instrumental in protecting the public, safeguarding the vulnerable and assisting with the detection and prevention of threats. 
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