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Essay one title:
Analyse the role of independent bodies (i.e., IOPC/HMICFRS) in holding the police accountable to those they serve. (1000 words)

In this assignment, I will describe the role of both the Independent Office for Police Conduct (IOPC) and Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS). I will analyse how the IOPC hold the police accountable for those they serve. I will refer to one investigation run by the IOPC to show how the learning ensured police professionalism and accountability was upheld. The importance of these bodies within policing will be evaluated, showing how their role is vital in ensuring the conduct of police is maintained throughout. I will compare the roles of IOPC and HMICFRS from research that I have done on both bodies to show how their individual role holds the Police accountable.
The IOPC are the main independent body that investigate police conduct. As an independent investigative body, they work separate from the police, with their decisions being made objectively. They state that their mission is “to improve public confidence in policing by ensuring police officers are accountable for their actions and lessons are learnt” (IOPC, 2020, p. 7). Their role oversees the complaints system within all police forces across England and Wales. They become involved in investigations either by The Professional Standards Department making referrals or by mandatory referrals based on the seriousness of an incident. They investigate matters which include death after police contact, excessive use of force and any gross misconduct within the workplace. The IOPC set out the standards for which police complaints should be dealt with, ensuring to uphold a professional standard to build a better public perception. They use the findings in their investigations to make changes to policing practices, in order to provide a good service to the public (IOPC, 2020).
HMICFRS inspect and monitor the 43 territorial police forces in England and Wales, based on public interest. They report annually on the forces effectiveness, efficiency and legitimacy via the PEEL assessment (HMICFRS, 2017). Each force is marked based on a four elements, outstanding, good, requires improvement or inadequate. Whilst inspecting police forces and creating their annual report, HMICFRS also publicise the report and feedback, allowing transparency and openness in holding the police accountable to those they serve. Further to this, they also conduct reviews on how the police conducting their investigations. HMICFRS state that they work in different ways to hold those accountable:
In addition to the three core PEEL pillar, HMICFRS carries out inspections of a wide range of policing activity throughout the year. Some of these are conducted alongside the PEEL inspections; other are joint inspections.
(HMICFRS, 2020)
One investigation opened by the IOPC was in relation to a complaint made by a 27 year old male, following him being stopped and searched by a Metropolitan police officer. This complaint was referred to the IOPC by the Metropolitan Police due the nature of the complaint made. The male alleged that he was mistreated by officers and that they stop and search him with inadequate grounds to do so, based on a racial profile the officers had made against him. The investigation also looked into excessive use of force, damage caused by officers to personal property, breaching of data protection and officers failing to adhere to social distancing rules whilst dealing with those involved in the incident (IOPC, 2021).
The investigation by the IOPC was heavily reliant on gathering all evidence to prove or disprove the complaint made against the officers. The main role was to provide an impartial investigation into the conduct of the police officers, in order to hold any person responsible for their actions in the incident. The evidence gathered in this case were statements from witnesses of the incident (including police officers involved), CCTV and body worn footage. Whilst reviewing the evidence, the IOPC also reviewed the Metropolitan Police’s policies for stop and search and the correct use of PPE. This enabled them to analyse the actions taken by the officers, against what their force expected of them. 
From the investigation, the IOPC upheld 3 out of the 6 complaints made by the male. One of the cases found was for misconduct, due to the officer racially profiling the male based on a bias and not adhering to the college of policing guidance for stop and search. The finding was that the officer did not have adequate grounds for the stop and search. The College of Policing guidance sets out that you must have reasonable grounds to stop and search and says “the use of stop and search also means officers adopting a ‘procedural justice’ approach, ie, making decisions fairly and treating people respectfully” (College of Policing, 2017). The force took responsibility and agreed that the officer should conduct reflective learning. This involved the officer reviewing what constitutes good grounds for stop and search, and considering the impact of disproportionate stop and search and how it can impact on the black and minority ethnic communities. 
Another case found that an officer did not adhere to the forces policy of the correct use of PPE whilst dealing with the public during the current pandemic. The IOPC address that this was a matter dealt with in house by the force addressing this with the officer concerned (IOPC, 2021). 
The final case was of an officer’s use of force when they utilised the ‘red-dot’ application on their taser and following this utilised handcuffs. It was identified by the IOPC’s investigation that the officer in question could have used their training to implement de-escalation tactics as an alternative. However, whilst this was investigated, there were no findings to upheld ‘excessive use of force’. 
Although no policy or procedural changes were identified, it is clear that the officers involved did not uphold their professional and accountable manner whilst conducting their duties. The result of this investigation enabled this behaviour to be identified and sought for them to have extra training/professional discussion in the areas which they failed on.
In conclusion, the IOPC and the HMICFRS are both essential in holding the police accountable for those they serve and keeping them in line with any laws, policies and procedures. The IOPC and HMICFRS hold similar roles however approach identifying accountability differently. The IOPC deal with specific investigations, to hold police officers individually accountable for the actions they took in that investigation. In contrast, the HMICFRS will do reports on how police forces specifically respond to certain incidents, holding the force accountable for the actions they took during their investigations. HMICFRS also review the learning of a police force from specific IOPC investigations and asses how they respond to any learning identified.
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Essay two title: 
Examine the ethical dimension of ‘real time’ operational decisions. (1000 words)

In this assignment I will review different types of ‘real time’ decisions made by police officers whilst conducting their duty. Officers are faced with many volatile and upfront situations requiring them to make on the spot decisions. Police are trained to use the National Decision Making Model (NDM) when they are making decisions and implementing this ensures that all decisions are based on risk assessments, whilst remaining both ethical and lawful. For officers to ensure this, they implement the NDM to their thought process, allowing them to make smarter and more difficult decisions when situations are not straight forward, within a short time (College of Policing, 2019, p. 96). I will look at real time decisions made during Police pursuits, by reflecting on the impact of these decisions and the effect this can have on the individual involved, the wider public and the organisation.
When making the real time decision of whether to pursue a vehicle, the first stage would be to gather information and intelligence. When a vehicle fails to stop, the officer must alert the control room at first instance. Officers must inform the Force Incident Manager (FIM) of the intended pursuit. The initial phase can also be authorised by a police driver who is suitably trained, driving an authorised vehicle. At this point, it is important to utilise the NDM to make a decision on whether the pursuit is proportionate in the circumstances. As stated by Roads Safety Trust (n.d.) “Police and staff are encouraged to use their discretion where appropriate as long as they can justify their decisions using the NDM”. Not only should you work out what you do know, but also what you do not know (Open University, 2021). This allows an assessment of the risk to the driver, the subject and the wider public. The decision maker’s priority is to act with integrity in order to protect and serve the public (Avon and Somerset Police, 2021). At this stage, some considerations could be establishing whether any offences have been committed, if the driver is known and how many occupants are within the vehicle. This could ensures the real time decision is based on the likelihood of the offender being caught, the necessity to apprehend them as well as the duty to protect the public.
The second stage is assessing threat and risk, whilst developing a working strategy. It is important to risk assess if the vehicle is driving dangerously and how it can be stopped safely. Identifying at this point whether immediate action should be taken by means of a pursuit, or whether it’s safer to withdraw. At this stage some of the considerations could be the manner of driving, footfall in that area, visibility and weather conditions. Considerations would then be balanced against the risk that the subject posed. Often pursuits are completed safely and the offender is apprehended. Pursuits often initiate from a vehicle failing to stop spontaneously. Although it may be suspected that the driver could be involved in criminality because of their actions, it needs to be weighed up whether it is proportionate to continue the pursuit. 
The third stage is considering powers and policies, including legislation and powers available when making a decision. Police have a power to require a vehicle to stop and it is the responsibility of any person to stop when being required to do so by a police officer in uniform. Police pursuits come with dangers and can result in death or injury. For this reason, intensive training is given and officers utilise the NDM when making their decisions. Hill (2002) states that police pursuits are increasing, as well as the number of pursuit-related injuries and deaths. This supports the importance of ensuring decision making is the right one under the circumstances.
The fourth stage is identifying options and contingencies. It is important that the decision is made to achieve the objective whilst minimising risk. According to Hill (2002) high-speed police pursuits and the inherent risk of injury and death can result constitute an important law enforcement and public safety issues. Some of the considerations could be what options are available to bring the vehicle to a stop, and consideration of other tactics and resources available. Whilst being involved in a police pursuit you can often turn to tunnel vision. Pirro (2009) writes an article about police pursuits, which states “You are so charged that your decision-making capacity may be hindered”. This more so can impact on your performance if your ability to make decisions is hindered. 
The fifth stage is taking action and reviewing what happened. The action taken must always be within the interest of saving life and preventing injury. As well as this, following the incident it is always vital to review what happened to see the benefits and disadvantages of the actions taken and identify any learning. Decision makers make and implement appropriate decisions, followed by reviewing any decisions made when the incident is completed (ACPO, 2021). Ultimately the actions you should be taking are those of which you have a duty to do so as a police constable. 
Whilst the dangers of pursuits are rising, misconduct investigations following the incidents are also increasing. Officers are often investigated due to the responsibilities they carry coming with high scrutiny and publicity. Investigations can prove or disprove the actions of police as being ethical or unethical, which can also lead to good public relations. 
South Wales Police have an example of good doing in pursuing a vehicle back in 2012. A major incident was declared for a man drove around erratically knocking over pedestrians. However, officers brought the vehicle to a stop safely and apprehended the offender. In an article by Hutchinson (2013) Chief Superintendent Davies praised officers’ by saying “They put their own safety to the side to resolve this incident. They knew they had to stop this individual to prevent serious injury or death and they were prepared”.
From examining the ethical dimensions of ‘real time’ decisions surrounding pursuits, it is evident that even with decisions being made ethically, it is still easy for those decision to have a negative outcome. On reviewing the research conducted in this assignment it shows the importance of utilising the NDM whilst making decisions, to ensure that you can justify what you have done both during and after the incident. Specifically with police pursuits it has been proven that there are more considerations that hinder the decision making process and result of a pursuit than there are positive outcomes, even when decisions are made that are believed to be right at the time.
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Essay three title: 
Assess the impact of organisational justice on police agency. (1000 words)

In this assignment I will explore organisational justice and how it impacts on Police employees and the organisation. Police officers are the forefront of formal social control. Their role is not only to enforce law and protect the public, but they are also entrusted to represent order and justice in society (Wolfe and Piquero, 2011, p. 332). Organisational Justice is known as the extent to which employees perceive workplace procedures, interactions and outcomes to be fair in nature (Baldwin, 2006). Employee’s perceptions have a large impact on the organisations they work for. Their perceptions can impact their own behaviour in work and this will have either a positive or negative influence on the organisation or other workers. Organisational justice comes down to fair treating, if an employer acts in a way which the employee perceives to be unfair, this can affect productivity and success. The Betari Box model “illustrates how our attitudes and behaviours directly affect the attitudes and behaviours of people around us” (MindTools, n.d.). Within the police force, positive relationships with the communities, greater achievements and a good worth ethic typically fits in with officers having a good rapport and respect from senior management. Wolfe et al. (2018) supports this theory as they go on to say “managers who reported higher quality relationships with their colleagues expressed great support for organizational justice”. 
Research of organisational justice taught that there are three key elements, one of which is classified as being similar to another. Each element has a different impact on an employee’s behaviours and attitudes. The keys elements are distributive justice, procedural justice and interactional justice. 
Distributive justice is based on an individual’s perception on fairness of how rewards and costs are shared. For example, in policing, it means how fairly workloads, resources, pay and recognition are distributed across the force (College of Policing, 2015). Ultimately, it is a comparison made by employees based on what they gain from the organisation as opposed to other employees. 
Meanwhile, procedural justice is how fairly employees believe they are being treated and how impartial the organisation are. Factors are all based around how the employee perceives them, which are, how fairly decision-making is in the organisation, how open and honest they are and how respectful senior staff are (College of Policing, 2015). Within an organisation like the police, it is important that senior staff understand that their behaviours and decision making have a large impact on organisational justice. In best practise, balancing the distributive and procedural justice will help to ensure there is job satisfaction, leading to positive attitudes in the organisation. 
The third element is interactional justice, which falls under the same bracket as procedural justice. However, it is considered as its own right and it refers to the decision making procedures and the quality of interpersonal treatment individuals working for an organisation receive (Baldwin, 2006). Some key parts of interactional justice are truthfulness, respect, propriety and justification. 
There are advantages of organisational justice, which include better job performance, organisational commitment and trust in the employer. These positive outcomes can come from staff, team and senior levels within the police. However, on the other hand there are also negative outcomes such as counterproductive work (CQ Net, 2019). Colquitt et al. (2013) states that good distributive and procedural justice leads to less negative behaviours. 
Within the police there is a ranking structure and a pay scale that is set out based on how much service you have within the force. This arrangement means that many employees have different opinions and perceptions. Some may believe that length of service shouldn’t impact on pay because ultimately they are doing the same job, whereas on the other hand some may believe it is down to proficiency. However, as stated by Sheppard et al. (1992) “equitable pay improves individual performance”, this shows that pay will impact on organisational justice. Police Federation (2020) did a survey based on officer’s perception on the pay rate. The survey revealed that 86% of participants did not feel the pay was proportionate for the stress of the job. Whilst this was also conducted in the height of the Coronavirus pandemic, 76% of participants felt that they were not paid fairly for the risk and responsibility they had during the pandemic. 
Organisational justice can impact on the perception and the relationship between the police and the public. Negative perceptions by officers may lead to damaging relations with the public. Theoretical developments within policing identify a link between organisational justice and police community relationships. Results provide evidence that there is a “strong relationship between perceptions of organizational justice and trust in the public” (Carr et al. 2017). The negative effects of this mean that it could impact on officer morale, which can often lead to a poor work ethic. Researching into morale, findings show that participants in the survey provided a higher percentage for ‘low morale’ than they did for ‘high morale’. In 2020 the low morale rates are: personal morale was 48%, force morale was 75% and police service morale being 85%. This is compared to the high morale rates: personal morale was 20%, force morale was 3% and police service morale being 1%. Factors of the low morale were how the police force as a whole is treated, work-life balance, workload and responsivities and impact of health and wellbeing. Low morale can then lead to a rise in sickness levels, workload pressure and lack of accuracy and enthusiasm when completing tasks. This in turn could affect the victim who is receiving the service.
In conclusion, my research has proven that organisational justice has a substantial impact on police agency. The perceptions of employees directly affect both the organisation, their work ethic and the wider community. It is evident that positive organisational justice leads to better outcomes for policing and a better service for the public. Improving interactions and fairness by senior management will affect officer’s morale, commitment and satisfaction, this will lead to an enhanced work ethic, which in turn leads to public relations and their trust and confidence in the police. 
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Essay four title: 
Analyse potential links between serious and organised crime and public protection issues (1000 words)

In this assignment, I will explore Serious and organised crime and public protection, and examine any potential links between them. 
Serious and organised crime (SOC) is defined as people who work together to coordinate and conduct serious crime. . According to Home Office (2015) “Law enforcement estimates that over 39,000 people are engaged in serious and organised crime in this county, operating in more than 5,800 groups”. This is often something that is conducted over an extended periods of time. The general motive for committing serious crime, including violence, is for potential of financial gain. (Crime Stoppers, n.d.) Factors of SOC include targeting of vulnerabilities in order to gain prosperity. National Crime Agency (2020) state that SOC work to “exploit the vulnerable through modern slavery, human trafficking, people smuggling and child sexual abuse”. Vulnerabilities lead to many people being a victim of SOC and this will have an impact on the wider public as well as the individuals involved. 
Public protection is the general term for protecting the public from the risk of harm and offending. This generally involves serious harm which can be caused by violent and sexual offenders (Ministry of Justice, 2009). Ultimately public protection is to minimise the risk to vulnerable people and maximise their safety. Included in public protection, there are Multi-Agency Public Protection Arrangements (MAPPA) which involves agencies such probation, police and the Prison Services. This is set up in order to protect the vulnerable in managing the risks posed by violent and sexual offenders (Nacro, n.d.). 
SOC relates to exploitation of vulnerable people, including children and vulnerable adults. It includes being involved with drug gangs and also knife and gun crime. Drug dealers sometimes target vulnerable people’s homes in order to operate their network, whereby they take over local premises to set a base. The term used for this is ‘Cuckooing’ (National Crime Agency, n.d.). Children are also often targeted by urban drug gangs, whereby they are criminally exploited. They are often persuaded, coerced and forced to store drugs and money, and transport them to suburban areas (Home Office, 2018). Children often aspire to do what they are because they get large amounts of money from it and see it as a glamorised lifestyle. In addition to this, Organised crime groups (OCGs) find that children are easier to manipulate and less likely to disobey those in charge and less likely to get a custodial sentence should they get caught.  In the mind-set of a child, they don’t see themselves as victims or realised they are being groomed (National Crime Agency, n,d.).
Public Protection within the Police hold a responsibility to identify and safeguard vulnerable children who are being used by gangs conducting serious and organised criminality. Due to police being responsible for the prevention and detection of crime, they often have encounters with those that are involved in county lines. Currently there is a research project being conducted by Canterbury Christ Church University into police involvement with county lines. They are specifically looking into the training level provided to police officers and how investigations are being guided (College of Policing, 2020). The aim of the review is to identify the best practice and to identify the perceptions and understanding of officers. This will allow learning for police officers in identifying vulnerability surrounding county lines and assist in better safeguarding victims. Police officers when dealing with vulnerable people submit referrals, however some referrals have to be consented, although child referrals do not require consent. Research shows that “Around 1 in 4 local authorities responded that they collect data – but only around 1 in 5 of all local authorities reported that this data is retrievable to be shared” (The Children’s Society, 2019).
Sometimes things are dealt with on a priority basis and public perception would be that safeguarding of victims should take primacy throughout. However, in the circumstances that professionals come into contact with children when exploitation is already present and criminality has started, professionals state that law enforcement takes priority over safeguarding responses (The Children’s Society, 2019). 
As well as the Law enforcements response to county lines, a multi-agency county lines coordination centre has been established, which includes NCA officers, police and organised crime units. This is created as a response to be able to best safeguard and protect the vulnerable people and recovering proceeds of crime (National Crime Agency, n.d.). 
Awareness is a key factor within Public protection identifying those at risk of being exploited by county lines, due to the serious risk of abuse. Behaviours and signs that children may show when being a victim of county lines are similar signs of a child misbehaving and engaging in criminality. This being said, professionals such as schools may not identify the vulnerability and this will hinder early intervention and children having access to safeguarding support and protection (Children’s Society 2019). Research from The Children’s Society (2019) states “Professionals are struggling to keep up with the scale and context of criminal exploitation. The response from statutory agencies is too variable and often comes too late”. 
Front line staff have a duty when identifying the vulnerability or exploitation to safeguard the person and also make referrals to support them. The Home Office have set up The National Referral Mechanism (NRM) to refer those that have been identified as victims of slavery to ensure that they are safeguarded (Gov.uk, 2021).This comes with difficulties for the front line staff because the NRM referral is something that the victim has to consent to it being made. This is something that will cause issues for safeguarding those vulnerable to exploitation, slavery and county lines. 
In order to assist frontline staff in identifying signs of county lines, the Home Office has set up the Serious Violence Strategy (SVS). This is a strategy to help staff such as teachers, health workers and housing workers to identify victims and report their concerns or follow their own safeguarding policy (Gov.uk, 2017). 
In conclusion, some of the main links between SOC and public protection are county lines, human trafficking and cuckooing. However, this is not extensive and there are other elements such as Child sexual exploitation, organised immigration crime and sex trafficking. Research has proven that there is room for improvement and there are issues surrounding the safeguarding of those involved, however there ae many projects and schemes to raise awareness to better the safeguarding of vulnerable people. The main issues is the identification stage, whereby early intervention could take place. Vulnerable people are not being identified as victims and this is often leading to it being late for safeguarding. 
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