Student Name: Naomi Sheree Saunders 
Student ID: 2117856


What impact can personal bias have on response policing, and how effective are the measures in place to prevent this? Your answer must be based on academic research rather than personal experience. 

This assignment will explore the impact of personal bias specifically whilst on response policing and evaluate the effectiveness of the measures in place to prevent and mitigate bias. As it suggests in the word ‘personal’, a personal bias is indicant to an individual’s views and prejudices specific to matters such as religion, sexual orientation, race, ethnicity, and socioeconomic status. Unbeknown to the individual these attitudes and opinions are often learned familial behaviours and exist subconsciously. On the other hand, these biases can also be a conscious phenomenon for others. Personal bias can have a significant and catastrophic impact in the decision making process for Police Officers. Specifically, as a response officer, due to the high pressured nature of the role in attending emergency responses where dynamics can shift rapidly and the decision making occurs quicker than an investigation. Consequently, the lack of time to critically think and a presence of a subconscious bias can lead to unequal treatment or discrimination. This assignment aims to further explore the impacts holding a bias within policing has on the public and examine the measures in place for officers to challenge their biases and lastly their effectiveness in fostering a fair and impartial practice. 

Due to the subconscious mind being created at a young age, it is not mature enough in order to distinguish logical thought processes so as we grow into adulthood, our ideas on matters such as race and religion are impacted by other sources to fill the gap of knowledge (Kamble, 2021). An example would be stereotyping, whereby our mind seeks to establish a pattern and association to a particular subject matter in order to link and narrow down information. As well as bridging the gap by stereotyping, people are also affected by intimate environments such as family beliefs and social groups as well as the wider environment with media content and portrayal (MSEd, 2023). This is a natural occurrence within all humans therefore it isn’t until these belief systems are recognised and challenged that they lay deep rooted in the subconscious. Negatively, due to the unawareness of personal biases it can shape the views, actions and outcomes in a situation which may hinder reasoning and be unfair to the individuals’ or groups involved (Fridell, 2017). Although airing on dangerous grounds, subconscious unintended bias is not a deliberate act, unlike the conscious bias. A conscious bias differentiates in that the awareness is present and is an active chosen belief system. Although the main difference here is the awareness and intentional, the effects from implicit or conscious bias still have an equal outcome of unfairness. 
The existence of personal bias proves critical to response policing, especially when looking at race and ethnicity biases. The impact of racial bias according to Fridell (2017) “can lead officers to be over-vigilant with certain groups and under-vigilant with others”. There are two causes for concern directly from this issue. On one hand there is a direct alienation of one race who are being bombarded unjustly by officers which can be seen in the most recent issues regarding the police power of stop and search. According to law, the Police and Criminal Evidence Act of 1984 states under Code A that:

“1.4 The primary purpose of stop and search powers is to enable officers to allay or confirm suspicions about individuals without exercising their power of arrest.” (Goverment, 2023)

It has not gone unnoticed, due to being a highly publicized discussion, that police officers are purposely misusing this power in order to discriminate ethnic minorities. Designed to assist officers in stopping people that match the description of a suspected criminal or to detain those who have seen to be carrying out a criminal act. It has been argued that this isn’t what it is being used for and is a tool instead to racially profile and target black people specifically. Latest figures show that Black people are almost ten times more likely to be stopped than White people, with the Metropolitan Police being the largest issuer for stop searches (Government, 2023). Historically this argument was highlighted with the Brixton Riots which occurred in London 1981 which led the racial inequality discussion. ‘Operation Swamp’ saw the disproportionate use of stop and search on black communities and heavy handedness of Police on the public (Jefferson, 2012). Moreover, begs the question of Police being under-vigilant to other ethnicities which allows for crime to be undetected and continue. The impact of racial bias, whether conscious or subconscious leads to tension within communities which is evident in the push back against Police through rioting. Furthermore, it creates distrust and a lack of cooperation for future investigations. Ultimately, the weight of receiving a wall of silence from communities hinders bringing justice to victims and bringing those responsible to account.  This is a high price to pay. Therefore, what have the Police done in response to this?
First and foremost, in relation to Stop and Search, officers are bound by law to account for all stops. This is by way of recording the search by utilizing body cameras to capture the encounter as well as inputting data into their Police device. Each search will then be accounted to that specific officer as well as the data retrieved allowing for analysis which can identify patterns. Ultimately, any biases held by officers can be identified more effectively and individuals dealt with correctly. As far as monitoring a Force as a whole, external agencies can analyse data input and can document the statistics found on which groups are being stopped and at what frequency. Furthermore, the introduction of the Best Use of Stop Search or BUSS in 2014 saw the tightening of measures on recording searches but not explicit to. Additionally, it also allowed for public complaints which also trigger when a certain number of complaints are received relevant to specific groups (HMIC, 2016). Ground is being made to tackle those officers who are abusing powers and ‘rooting’ them out of a profession that exists through public consent.
Secondly, the recruitment process and vetting as Rick Muir (2022) argues is “full of holes”. Stricter regulations are urged in order to sift out any applicant with a conscious bias before they can enter the field and be armed with the powers that are entrusted to officers. Some argue that the recent uplift in officers has hindered the vetting process due to police forces rushing to meet the numbers required by government. A report by the Criminal Justice Inspectorates on the Police Uplift Programme outlines that:

“The size and speed of this programme carry risks that, if standards of recruitment practice (including vetting) are not high enough, some applicants who are unfit to serve as police officers may be recruited.” (HMICFRS, 2022)

In their study of vetting, Cubitt (2023) resulted in that Police needed to utilise the use of their Police National Computer and intelliegence databases in order to facilitate a streamline vetting. It was also concluded that although the process of vetting is poor, agencies are not being equpit with solutions to the problems being highlighted. It is inevitable that the vetting of applicants needs strict tightening but the tools also need to be present as well as forces taking responsibilty for taking the foot off the pedal in a race to recruit.
One measure that has been successfully implemented to irradicate bias in repsonse policing is the introduction of diveristy training prior to offiicer deployment to duty. College of Policing set out a framework of study for officers to undertake this during their initial training and it concentrates on education, recognising and challenging bias on any level (Policing, 2020). Research by Hoang,T, et al., (2023) has shown that this training is effective, but also argue that the training needs to be prolonged in order to take affect. Due to the requirement for individuals attention during the training calls issue on those diversity training programmes that are only one day inputs. It simply isnt enough to challenge personal bias and impact the awakening of recognisation and have lasting effects (Paluck EL, 2009). Resounding research from science resolves that indivuduals who are motivated can be trained in reduction and bias management (Fridell, 2017). With stringently chosen applicants who are driven in policing and are trained sufficiently, there is proof that personal bias can be effectively challenged for a more impartial service. 
Another measure introduced to close the gap between Police and diverse communities and develop healhy relations is the Neighbourhood/Community Policing model. The model was designed in order to reduce the image of oppressivness and reimagine Police on a personable level to the public as opposed to the overly hardened officer of the Brixton days. Following Erving Goffmans theory of ‘self-presentation’ which looks at how people present themselves publically which reinforces new ideas of the person (Goffman, 1959). Simply, if the police are more present in public, talking with the public socially and literally walking the streets then this is noticed and the word spread that the police are active but also approachable. Attempting to break barriers of Police vs Public, Community Policing was designed to listen to its communities and work with partnerships in order to be proactive in reducing crime through intelligence (Innes, 2020). Finally, as relationships are built with communities, with police having a deeper understanding of concerns, racial predjucides and biases reduce. 
The last measure to explore is the recruitment drive for more ethnic minorites to join police forces. Statistics from the Home Office reveal that since April 2020, 11.8% of new recruitments state they belong to an ethnic minority. The effectivness of recruiting a diverse police force is to be more representative to all. Research by the Police Foundation (2020) concludes that diversity within officers has increased. An inclusive police force can assist in reducing personal bias by having officers from different backgrounds and communties to educate on culture and improve understanding amongst others. Although still underrepresented, this drive has only positive outcomes in the move to effecting diversity. 

Concluding this assignment, there is evidence that steps are being taken to stamp out perosonal biases. With education being inccoperated into police officers initial training, there is a starting point and accessibility for those to gain understanding of their subconcious ideas and work on them. It is evident though that more work is to be done with initial recruitment and far harder stringencies need to be sort with tightening the belt on vetting. Continuous collaboration between the Police, Government and Policy makers is a necessity to find ways of doing so. Other meaures are proving effective with the drive to recruit diversity with the call for Black and Ethnic Minorites to join the Police. Collaborations between the Police, communities and advocacy groups remain paramount to continue the work of building relations and bridging gaps in underrepresented protected groups. This being the most effective way to share knowledge, create culture understanding and challenge bias.
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Critically analyse the role of police within joint emergency services operations and examine the potential impact of such incidents on officers’ mental wellbeing. Your answer must be based on academic research rather than personal experience, but you may refer to examples of high-profile critical and major incidents.

Police officers play a crucial role within joint emergency service operations, collaborating with other emergency service departments to manage critical/major incidents and ensure the safety of the public whilst doing so.  This assignment will critically analyse the role that the Police Service assume during a joint emergency operation, specifically referencing the Manchester Arena Bombing to highlight where there is margin for learning. Additionally, this essay will examine the potential impacts such incidents affect officers’ mental wellbeing as a result. It will highlight the challenges faced by police officers, the factors that contribute to mental ill health issues and the importance of addressing these concerns caused by exposure of major incident trauma.

Under the Civil Contingencies Act of 2004, clear guidelines were set in order to facilitate emergency services roles and responsibilities when jointly responding to a major incident declaration (Government, 2006). Category one responders are those with the heaviest responsibility when responding, and this is where the Police sit, at the forefront. Under this legislation is a requirement for emergency responders sitting at category one to prepare for unprecedented situations, before they have happened, in order to navigate a formulated response for reality. Unprecedented situations in these cases are described by the Cabinet Office (2013) as being “an event or situation which threatens serious damage to human welfare... damage to the environment... damage to the security of the UK”. The key to the effectiveness of responding is in the planning or ‘preparedness’ which is often the terminology seen used regarding this subject matter. This is not a small task. The preparedness itself requires planning undertaken by all category one responders and meetings are held to jointly coordinate assessments and responsibilities. Local resilience forums or LRFs are chaired in order for this process to happen and involve all emergency service chairpersons (Cabinet Office, 2013). The aim of LRFs is to establish potential risks, coordinate tactics on controlling the situation and reducing its effects and how to recover from them. Creating clear roles and responsibilities within the plan and ensuring that all information is shared and understood as well as training being appropriately disseminated for the personnel belonging to the organisation, who inevitably, will be the first responders. The detail and extent of planning, as well as sufficient organisation and training is the upmost importance for successful operations. 
The role of the Police in a Joint Emergency Response is to oversee the coordination and overall management of the incident. The initial Police response, usually by a single or double crewed constable, will hold the most responsibility at scene in order to communicate the scene. It is at this point and with this information and clear communication of circumstances whereby a major incident can be declared. Officers are trained in the use of the mnemonic M/ETHANE, explained in the table below, which was designed by the Joint Emergency Services Interoperability Principle or JESIP (JESIP, 2012):
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(Media, 2022)
Once a Bronze Commander has deemed incidents as major, they will attend the location and take over from the constable to be the lead or ‘Incident Officer’ (Harfield, 2014). To put this into better context, as mentioned in the introduction, the infamous Manchester Arena bombing will be a source of reference, specifically following the bomb detonation, on how Police responded within a joint emergency service response. Harfield (2014) puts forth that management are responsible ultimately for declaring a major incident via the control room, which initiates responses from other emergency services. The enormity of not carrying out this task means that it can potentially slow the response time, overall risking the ‘save lives’ contingency. An Inquiry Report on the Manchester Bombing found that British Transport Police officers communicated the event but did not deliver a M/ETHANE message (Saunders, 2022). Furthermore, the Police Inspector did not declare a major incident which devastatingly impacted the response time and described in the report as “an early example of many failures in communication that were to emerge across the multi-agency emergency response” (Saunders, 2022). Acknowledging in the report however, that the Inspector lacked training in JESIP and was not supported in a high pressured role. Referencing this point in their study on Police Commanders, Power and Alison (2017) agree that decision makers can face cognitive overload during high pressured stressful situations with critical time constraints which in turn can “derail plans of action”. Therefore, lack of training, which is not an individuals’ responsibility, has a significant impact during unprecedented times. Additionally, the Police Service sustained massive cuts according to the general trade union GMB (2019) 23,500 Police jobs were lost since 2010. Lack of numbers and lack of training is a fact that cannot be ignored. 

From each category one responder there will be a designated Incident Officer working together with the Police Commander (Harfield, 2014). Effective coordination may be hindered however with the understanding between Incident Officers. Although their responses are set out during the LRF phase, their understanding of these aims may differ which poses an imminent issue during a live incident. In their study of multi-agency response during major incidents, Power and Alison (2017) found that the goals of each emergency services were different when initially responding and furthermore that Police Commanders showed ‘goal conflict’. During the Manchester Bombings this was evident. Police are responsible for setting a point of meeting for all emergency responders and this was implemented but was hindered by the ambulance services changing of meeting points which caused confusion, resulting in a delayed response for paramedics. Additional to arranging rendezvous points, the Police take control over cordon to make safe and the initial ‘save life and limb’ ruling is implemented; therefore, casualties are prioritised, which Police did well with basic training. Similar scenes were apparent in the 2005 London Bombings, whereby in her inquiry Lady Justice Hallett (2013) recommended that emergency services lacked the knowledge in basic roles that each were required to fulfil. JESIP was introduced in 2012, and the Manchester Bombings occurred some 5 years later. From analysis, it is clear that the Police play a significant role in coordinating a joint response and do so with great intention and duty. However, it is when the entire joint response is scrutinised as a team effort where cracks are noticeable. JESIP as a guide and basic communication is the core function for a Joint response.

Moving on from the Police role in major incidents, this chapter will discuss the impacts such events have on the mental wellbeing of the Police personnel who attend them. Police officers often witness traumatic events and are exposed to suffering, violence, and death during their duty. These events can happen spontaneously which does not give the officers time to reflect and process in that moment the trauma that is displayed before them. Following the initial adrenaline spiked incident, officers may not be disturbed by the scenes experienced until time or considerable time has lapsed. The National Health Service (2022) define this as Post Traumatic Stress Disorder of PTSD, which is a nagative reponse of an individual taking trauma from a situation and reliving the experience resulting in a decline in mental health. It is not a surprise that in a study conducted by Cambridge University (2018) resulted in the discovery that 1 in 5 Police Officers reported symptoms of PTSD. Officers face repeated exposure to such incidents but is this mental health issue becoming an acceptance as being part of the job rather than a result of the job that Police do? 
Burnett ME, et al., (2019) describe this to be the case, that through discussing their mental health concerns may directly jeopardise their jobs or to be seen unfit or not competent in the role. Studying the topic of Police and mental health, researchers Foley, et al., (2022) blamed this silence on Police Culture and the masculinity ideas of ‘appearing weak’ if officers spoke out. Supporting this, Police Pyscologist Laurence Miller (1995) refers to the stigma culture of Officers thinking that “the idea of needing “mental help” implies weakness, cowardice, and lack of ability to do the job.” The dangers that Police officers face coupled with the aftermath it causes on mental health added with a ‘silence’ culture can have crippling affects. The Office for National Statistics  released information of Police Offciers who died of suicide, which equated to 163 (Taylor, 2022). With the awareness of mental health rising and more companies recognising the need to support colleagues and put in place referrals, the number of suicides can reduce and education of managing mental health such as PTSD can be accessible. Supportive leadership additionally play a crucial role in promoting their officers welfare by recognising signs or changes in behaviour and being proacctive in taking steps to help. Ultimately, leadership can be responsible for creating new cultures in Policing whereby open communication is encouraged and discussions of mental health are happening. 
Additionally, Papazoglou, & Tuttle, B. M (2018) argue that emphasis needs to also be placed onto the clinical field to independently research on material regarding Police culture, in order to familiarise with Police mentality to effectively treat officers. Establishing partnerships with mental health professionals can ultimately ensure that officers can have access to services tailored to their exclusive needs. Recognising the need for such services, in 2017 Oscar Kilo and in 2019 the National Police Wellbeing Service were established to tackle the rise and stigma of mental health. 

Concluding this assignment, the role of Police within a joint emergency operation is multifaceted and critical in effectively managing incidents. Their coordination, command, responsibilities contribute to public safety during crisis. However, challenges such as communication and interagency communication requires the most attention. Communication is the core of a Police Officer delivering their duty, and its never more critical when dealing with a major event which requires detail to allow for risk assessment and passing information for an immediate response. Enhanced training on communication, clearer guidelines in policy and roles will assist future development. Mainly, the understanding of duties, roles and policy is the epitome of the Police being able to respond effectively and work within a Joint Emergency effort. Directly as a result from this, officers can deal with the trauma of the incident itself without carrying the guilt of not being equipped with the tools to deliver a better service. The impact of major incidents on Police Officers is heavy, they are not superheroes but humans who happen to wear a uniform and run toward danger. The uniform does not act as a barrier or shield to the emotional affects taken away from the trauma witnessed during their shift. Many Police Officers will carry the affects for the rest of their lives through the form of PTSD or other mental health issues. They too can be victims of these events, in a sense. The aftercare to officers is paramount, and work is ongoing to ensure it is being provided to reduce stigma and facilitate support networks.
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