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Essay 1: Analyse the role of independent bodies (i.e., IPOC/HMICFRS) in holding the police accountable to those they serve.
In this essay I will discuss the role of a constable and standards of professional behaviour that should be maintained and independent bodies such as the IPOC and HMICFRS. I will down break down the 2 independent bodies, finding if they are effective and focus on their interrelating qualities against one another in holding the police accountable for those they serve.
We must firstly understand the professional body for policing, ‘The Code of Ethics’. (College of Policing 2014) highlights defining standards and qualities all police officers should adhere to reinforcing responsibility, accountability and ensuring police deliver a professional public service. This is at the centre of all policing decisions. 
This interrelates closely to the ‘Standards of professional behaviour’ which reflects the publics expectations of the police as a professional body and the behaviours which officers conduct themselves. These are:
•	Honesty and Integrity
•	Authority, respect, and courtesy
•	Equality and diversity
•	Use of force
•	Orders and instructions
•	Duties and responsibilities
•	Confidentiality
•	Fitness for work
•	Conduct
•	Challenging and reporting improper behaviour
This was introduced by The Police (Conduct) Regulations 2012. (Legislation.gov.uk, 2012) Summarised, states the codes which apply to all police officers and staff whereby everyone is treated equally to maintain public confidence and trust. Breach of these codes will lead to misconduct and gross misconduct hearings and disciplinary proceedings, subsequently effecting public confidence in the police. In 2016, BBC News highlighted how hundreds of officers were ‘corrupt’  by breaching conduct regulations and using their position for sexual gain. There were 436 reported allegations (48%) of which was referred to the IOPC for independent investigation (BBC News, 2016). Furthermore, HM Inspector Mike Cunningham referred to police officer corruption during this time as “The ultimate betrayal of trust, where the guardian becomes the abuser” (BBC News, 2016).
Police forces usually deal with the majority of complaints via their PSD (Professional Standards Department) unless there is an independent element present, or the matter is of a more serious nature. Maintaining policing by consent relies on strict public confidence and trust. Professional Standards as stated by the (College of Policing Authorised Professional Practice, 2022) “can play an important role in the maintenance of that trust and confidence.”
The IOPC (Independent Office for Police Conduct) makes decisions independent of the police and government. They handle and investigate complaints of a serious nature referred to them by the police and “influence changes in policing, ensuring accountability and spreading best practice and high standards of customer service” (Independent Office for Police Conduct, 2019b).
Recent Statistical outcomes following the (Independent Office for Police Conduct, 2020) encapsulates as of 1st April 2020 to 31st of March 2021, 460 Investigations were complete. 159 of which were conduct matters worth 35% of all investigations. 293 police officers and staff were held to account of which on 130 (44%) were subject to misconduct and gross misconduct hearings. Whereas the year prior to this from 1st of April 2019 to 31st March 2020 (Independent Office for Police Conduct , 2019a) 718 investigations were complete, 351 were conduct matters making up 49% of all investigations. 704 of which were officers and staff and only 273 (39%) faced misconduct and gross misconduct hearings.
Statistics suggests that police complaints being investigated by IOPC are falling and issues are being tackled. However, a greater percentage of officers faced misconduct and gross misconduct as of last year than they did in 2019 – 2020. It could be argued that this is both building public confidence through transparency, however with a greater percentage of officers facing misconduct this could lead to further issues, distrust, and pressure on the police to perform a customer service desired by the public.
HMICFRS also known as ‘Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Service’, assess the efficiency and overall effectiveness of the police requiring them to “act ethically and be accountable to the public it serves” (Constabulary and Fire, 2022).
HMICFRS make recommendations to forces using the PEEL Assessments. Examples of how the police were held accountable by the HMICFRS was during 2014, where police efficiency, effectiveness, and legitimacy (PEEL) programme was launched. Assessing the performance of all 43 police forces across England and Wales.
Using my local Force as an example ‘Gwent Police Constabulary’ last received a (PEEL) report for 2018/19. (Constabulary and Fire, 2019) Reviewed the 4 fundamental areas, firstly highlighting that ‘Effectively’ Gwent is proactive in tackling and disrupting serious organised crime and prioritising the vulnerable and has built good working relationships with partner organisations. ‘Efficiency’ is also at a ‘Good’ level, where it the force recognises what the public expects to meet demand. However, the ‘Legitimacy’ has been remarked as requiring improvement, following frontline officers and staff having varied knowledges of Unconscious Bias and the monitoring of Stop and Search alongside its Use of Force. Notably the requirement to spot the risks of corruption. (Constabulary and Fire, 2019). Recommendations such as this report are then shared with the IOPC who disperse findings to neighbouring forces and or internationally, allowing for other forces to review findings against their own for self-improvement with public confidence and trust at the centre.
There are clear interrelating links between research findings and the IOPC and HMICFRS and how they are charged with the maintenance and oversight of policing in England and Wales. Both the IOPC and HMICFRS are effective in holding forces to account for their actions and those they serve. Securing public confidence through officer’s conduct remains one of the highest issues in forces around England and Wales. Collectively IOPC and HMICFRS are responsible for “Promoting and monitoring best practice and continuous improvements in policing, in order to ensure public confidence”. (Constabulary and Fire, 2018). Irene Curtis on BBC News from 2014 summarises her thoughts perfectly on how an officer should govern him/herself stating, “Every officer needs to understand that they're an ambassador for the service” (BBC News, 2014).
Concluding, I analysed in depth independent bodies such as the IOPC and HMICFRS and how they  hold police accountable for those they serve. I have also understood the complaints process areas to which recommendations seek to better improve a policing service. My overall opinion of this matter boils down to ‘is it enough?’, and my answer is Yes. There is procedures in place to assist in the infrastructure of restoring public confidence when it is lost, and this is available to be viewed at the will of the public. The ‘Policing the Police’ approach is key factor in bettering trust and installing confidence amongst the public and allows forces to connect with their customers.
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Essay 2: Examine the ethical dimension of ‘real time’ operational decisions.
In this essay, I will examine the ethical dimension of ‘real time’ operational decisions. Focus on the core ethical values behind decision making and the National Decision-Making Model. I will also look into Stop and Search and provide a critical evaluation and identify important issues surrounding this topic and present ways these can be construed.
Ethics as defined by the Oxford dictionary states, “moral principles that control or influence a person’s behaviour.” (Oxford Dictionary, 2020). Ethics in depth is also called ‘Moral Philosophy’. (Singer, 2018) encapsulates Moral Philosophy as the discipline of human conduct surrounding the concepts of good and bad vs what is right and wrong.
Ethics falls directly at the heart of values and principles especially in ‘real time’ operational decisions. The Code of Ethics applies to all officer and staff and is highlighted as one of and the most important principles in policing to date. Police officers are holders of a public office, (Bryant and Bryant 2019a, p.75) refers to this as a consequence as whether on or off duty, the actions and behaviour of all staff and officers are regulated by the Code of Ethics. Subsequently any breach is held to scrutiny and is dealt with proportionality on the severity and impact of the code breached.  The 9 principles which set out the Code of Ethics are as follows: 
•	Accountability
•	Fairness
•	Honesty
•	Integrity
•	Leadership
•	Objectivity
•	Openness
•	Respect
•	Selflessness
These principles originate from ‘The Principles of Public Life’ published in 1995 and reflects strongly on the public’s expectations on the policing. “The Code includes the principles of ‘fairness’ and ‘respect’ as research has shown these to be crucial to maintaining and enhancing public confidence in policing.” (College of Policing, 2014). The Code then works closely with the ‘Standards of professional behaviour’, which also sets out the expectations the public and policing body has on its officers and staff. The 10 Standards are:
•	Honesty and Integrity
•	Authority, respect, and courtesy
•	Use of force
•	Orders and instructions
•	Duties and Responsibilities
•	Confidentiality
•	Fitness for work
•	Conduct 
•	Challenging and reporting improper behaviour.
(Bryant and Bryant, 2019b, p.78) Emphasises decision making to be one set on ethical principle and not one reflective of emotional response, prejudice or in an arbitrary manner. 
Stop searches under Section 1 of ‘PACE’ (Police and Criminal Evidence Act, 1984) is an effective method in the reduction of crime. Statistics taken from the government showed that between 2019 and 2020 there were over 563,837 stop and searches in England and Wales, with 6 stop and searches for every 1,000 white people and 54 for every 1,000 Black people. This has significantly fallen for every ethnic group since 2009 (Home Office, 2021). The aim of a stop and search is to confirm to whether or not someone is in possession of unlawful items. (Bryant and Bryant, 2019c, p.167) elaborates on this stating that stop and search powers are required to be transparent and accountable. Courtesy and respect must be at the forefront of this in order to have a positive impact on public confidence on policing.
An example of bad practice in the use stop and search powers was ‘The Brixton Riots of 1981’. Cindi John a reporter for BBC News highlighted tensions had been building in the Brixton community. Employment was difficult and over half of young black men were unemployed. ‘Operation Swamp’ was enacted under the ‘Sus Law’ to reduce crime in the area. However young black men strongly believed that officers were discriminating against them especially when ‘Sus law’ allowed for anyone to be stop and searched on the suspicion of potential commission of crime. This as a result heightened tensions until rioting took place following an arrest after 6 consecutive days. (John, 2009) Due to Brixton Riots the Police and Criminal Evidence Act (PACE) was introduced making way for new law surrounding procedures and ‘Sus Law’ was abolished.
Stop and Search Procedures now state an officer requires reasonable grounds to search individuals with the search being justified. (Bryant and Bryant, 2019d, p.166) “It should be based on objective criteria and honest appraisal of an on-going situation”.
The ‘NDM’ or National Decision-Making Model is a critical model in assessing risk at operational incidents and justifying rationale over a decision and it holds the ‘Code of Ethics’ at its heart. It’s comprised of 6 key elements which provides officers with a step-by-step process to make logical and ethical decisions moving forwards. Sometimes, however this may be difficult due to dynamically changing incidents involving high levels of risk requiring immediate action. The College of Policing emphasises this point by remarking that in fast paced incidents, the police may recognise that it may not always be feasible to consider each phase of the model relying on Instinct and anchoring. (College of Policing, 2022). This in-turn does not mean the NDM would not be used, instead its purpose would be to act as a debrief tool where decisions can be discussed, and officer will be able to understand whether or not the decision they made was the best and most ethical one at the time. Ultimately the decisions made by officers at all ‘real time’ operations carry a degree of risk and good professional judgement is required to be able to with stand scrutiny from the public and their interests.
Stop search in ‘real time’ operations is still heavily scrutinised where members of the public believe that powers must be changed and the “public must be involved in helping to shape a fair and effective policing.” (Equality Human Rights, 2010). This is due to racial groups being held in the disproportional position following these procedures according to statistics. It could be argued that the public does support Stop and Search principles, however “bad feeling results from the perception that officers are not polite and do not provide adequate explanations for stopping people”. (Equality Human Rights, 2010). Furthermore, any unlawful search, whether it be discriminative, unethical, unfair or prejudice is in violation of the Code of Ethics and its standards which are required to be upheld in all policing decisions and operations ultimately effecting public confidence and trust.
Concluding, I examined in depth the ethical dimension of ‘real time’ policing operations and focused on the core ethics and principles surrounding decisions through the NDM. Stop search was focused on and it is clear further improvement into this matter is still required from policing moving forward. Officer decisions are always held to scrutiny and “Benefits of stop and search need to be carefully weighed against the negative impact on public confidence”. (Equality Human Rights, 2010).
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Essay 3: Assess the impact of organisational justice on police agency.
In this essay I will assess the impact of organisational justice on police agency. I will also consider values of importance, paying attention to the positive and negatives of organisational justice and disputable aspects in a policing organisation.
Organisational justice refers to how “employees perceive workplace procedures, interactions and outcomes to be fair in nature.” (Baldwin, 2006). This goes along with how employees react and view the treatment of others in the same role as them. 
At the very heart of Organisational Justice and Culture is the Code of Ethics. The 2 highlighted more than anything else is ‘Fairness’ and ‘Respect’. College of Policing enhances that by mentioning how  both are crucial to maintain and enhancing public confidence in policing. (College of Policing, 2014). I believe this to be the same for employees who work withing the policing organisation as this reflects “personal beliefs and aspirations that in turn serve to guide behaviour and shape the policing culture.” (College of Policing, 2014).
There are 4 distinguishable areas which influence individuals’ perceptions. These being distributive justice, which is the fairness through equity, goods, and outcomes. (Team, 2016). In further depth GreggU on YouTube refers to this as when some employees have punishment and or disciplinary action taken against them via favouritism. This can be seen as unfair or unjust. (Learning, 2018). But this comes down to the perceptions of the individual who is subject to this action.
Procedural justice is another area which is focused on ideas of a fair process upon decision making (Centre for Court Innovation, 2017). And also, Interpersonal Justice which reflects and concerns how people are treated. (ann, 2018).  For example, the respect from an authority or politeness given by colleagues. 
Finally, there is informational justice which focuses on the quality, or the explanation communicated from the employer to employee over a decision. (Bhasin, 2021).
Senior officers in organisations should take proactive steps in policing to aid the public to participate more with officers. College of Policing focuses on how Police contact the public and colleagues and how trust should be built and reviews the essential elements that must be included such as impartial decisions, being open and honest and being given a chance to express their independent views. (College of Policing, 2021).
Negative effects and impacts on Organisational ‘Low’ Justice can reflect where fairness is not distributed evenly, GreggU from YouTube also states that an example of this is “employees who feel that they have not been treated fairly may respond in a number of ways, sometimes even counterproductively” (Learning, 2018). In effect this can potentially lead to a diminished work ethic and impacting organisational culture dynamics through unfairness. Furthermore, negative impacts from perceived injustice can result in low job satisfaction within an organisation, lower work quality, worse employee well-being and or related health and fewer organisational behaviours/subcultures. David Dunaetz perceives these as just some of the consequences of Low organisational Justice. (Dunaetz, 2020).
Positive effects and impacts of organisational ‘High’ justice can be encapsulated through the promotion of informational, interpersonal, distributive, and procedural justice via stringent and well-designed systems by the employing organisation. Susanna Baldwin refers to this stating that organisations can maintain control over potential challenges and issues from its staff, if the staff member feels they are benefiting/profiting from these areas. (Baldwin, 2006). Baldwin further then clarifies this by referencing positive justice as “breeding, healthy and constructive professional and interpersonal behaviours.” (Baldwin, 2006). A positive approach to organisational culture and justice by police officers and staff effectively leads to good workplace relationships, performance, high productivity, and good retention amongst staff members (Beckley, 2014).
It is strongly believed that a strong and efficient organisational justice within a workplace is tailored by the culture of an organisation and subsequently its sub-cultures which has the potential to influence behaviours at all levels within a workplace. Anca Iscu describes this by stating that organisational culture are the rules that influence individual and group attitudes. (Iscu, 2015).
Newcomers and or trainees to the police may take more time to understand the ethos and culture within the police but this may be different depending on the person and how they are trained vs being treated. Kaplan, Dollar and Durme refer to culture as being a potential advantage to business and organisational culture and illustrate how culture during times of change can determine failure or success. (Kaplan, Dollar and Durme, 2019).
Some subcultures such as power structure  and overall control within a police agency can have cause  stress and or even frustration amongst work ethics and overall working dynamics. Alan Beckley in his study of ‘Organisational Justice: is the police service ready?’ has captured that command-and-control management culture as ‘capricious and arbitrary’, also then conducting a study into New South Wales Police in Australia. Beckley found that management change programmes were not always successful and studies into the complaints systems in found reports a culture of ‘Bullying and Fear’. (Beckley , 2014). Ultimately this example makes the point that for an organisation to enact effective trust upon the community to deliver a positive organisational justice to its employees first! This can be executed by addressing positive senior management to officers which can also be determined as role modelling.
This in effect will have a ‘Treat others how they would like to be treated’ stance and can result in cooperativity and support from the employees to the organisation improving overall efficient working dynamics, effectively leading to good work relations, high performance, and productivity. In short “Which organisation would not want these attributes?” (Beckley, 2014).
Concluding I have delved into organisational justice exploring its positives and negatives and impact on employee’s vs working dynamics of the police and the public it serves surrounding organisational justice. I have pinned the values of importance with regards to this topic and I feel that a lot of  work is still required moving forward for the police to be completely trusted in modern day policing and  to do that, justice must first be served from within the service by its peers and set good examples to those they intrust to deliver the service so desired, which in turn will lead to an effective, fair and dignified policing organisation.
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Essay 4: Analyse potential links between serious and organised crime and public protection issues.
In this essay I will analyse the potential links between serious and organise crime and public protection issues. I will look at different types of serious organised crime and types of victims targeted, I will also then try and establish potentially interrelating qualities that they all may share.
Serious organised crime as defined by the CPS (Crown Prosecution Service) is “planned and co-ordinated criminal behaviour and conduct by people working together on a continuing basis”. (CPS, 2019). Public protection on the other hand is the officers and staff who are responsible for management of offenders who have committed offences and are potentially dangerous, such as sex offenders. Their goal is protecting the general public and community from harm. (Suffolk Constabulary, 2022).
There are many forms of serious organised crime, which are also regarded as public protection issues. These include modern slavery, human trafficking, organised immigration crime, child sexual exploitation and abuse, money laundering, corruption/bribery, illegal firearms and drugs and cybercrime. 
 In 2020 there was believed to be an approximated 4,772 known Organised Crime Groups (OCGs) operating within the UK (National Crime Agency, 2020a) compared to 2019, which had only 4,542 Organised Crime Groups operating. (National Crime Agency, 2019). Weighing up these statistics we can see that organised crime has risen by an estimated 5% within a year. Ultimately this is likely to effect policing and public protection by placing more demand on resources to combat this rise.
Statistics produced by the National Crime agency revealed in 2020, 50,000 people were believed to be involved in threats of Serious organised crime with 350,000 actually assisting in the commission of it. (National Crime Agency, 2020).
It is therefore clear, that Serious and Organised crime is a  major issue in the United  Kingdom today, with more and more vulnerable people becoming susceptible to being groomed/targeted for these crimes.
In the commission of serious organised crime, gangs as well as individual offenders target the vulnerable to commit an offence against or manipulate the victim into committing offence for them. This can lead to the victim being both a perpetrator and a victim making them susceptible to harm and danger. Vulnerability defined, states a person “as a result of their situation or circumstances, they are unable to take care of or protect themselves or others from harm or exploitation” (College of Policing, 2020).
Police forces around the UK focus on the serious and organised crime strategy framework which surrounds ‘4P’s’, effectively it provides a plausible approach for partner agencies involved in tackling serious and organised crime, protecting victims, and convicting perpetrators. These are, ‘Prevent’ people getting involved in organised crime, ‘Pursue’ and disrupt serious and organised crime, ‘Protect’ individuals, organisations and communities and ‘Prepare’ for the occurrence of serious and organised crime and try and mitigate risks. (GOV.UK, 2018).
When dealing with public protection incidents, criminal justice agencies and other bodies will work together in partnership with offenders of serious organised crime, more specifically dangerous and violent offenders, and victims of sexual offences. This process is also known ass ‘MAPPA’ or Multi-Agency Public Protection Arrangements. (MAPPA, 2019) states that it is designed to discharge their duties in a co-ordinated manner and ultimately protect the public. Offenders are dealt with in three categories which are determined from levels of management. Bryant as part of Blackstone’s expands on this stating, that Level 1 is offenders who can be managed by one agency, 2 requires another agency but is not overall challenging and 3 is where managing the risk of the offender requires active conferencing and senior representation. (Bryant and Bryant, 2019f, p.298)
Modern day slavery is a prime example of a public protection issue which is also a form of serious and organised crime. This is due to the fact that victims of Modern-Day Slavery and Human Trafficking are particularly vulnerable, for instance, they are from a poor country, or they are seeking an education for their child, or they are in fact a child being  groomed into sexual acts or labour.  Modern day slavery and human trafficking has an impact on multiple areas of policing and displays multiple types of offenders and forms of victimisation. (Bryant and Bryant , 2019g,  p.280).
Issues like Human Trafficking  and  Modern-Day Slavery are  usually led by a  large network  of  criminals working together as part of an organisation to find those most vulnerable and susceptible  to  grooming for their own gain. This is typical of most forms of serious and organised Crime.
There are  multiple forms  of  exploitation that  fall  under the umbrella of trafficking and/or modern-day slavery. sexual  exploitation, where a person deceived, coerced, or  forced to partake in sexual activity is one of the most common examples of this. (Stop the Traffik, 2017)
Police officers encountering victims of this offence need to ensure that victim’s safety is above all else and safeguarding is put in place through positive action. The crown prosecution service refers to victims mainly being vulnerable through homelessness, addiction to alcohol or drugs or isolated and destitute. (CPS, 2021). 
Dealing with these types of victims can prove difficult for the police, as they aren’t always willing to cooperate. For example, Victims may be unlikely to come forward and assist investigations due to fear of  repercussions. They could also be suffering from ‘Trauma Bond’ where the victim defends the abuser. 
Blackstone’s highlights police officers first actions when dealing with the vulnerable moving forwards. Officers must be able to judge the risk of harm and provide safeguarding, but this can be difficult as an adult has the right to make their own choices and the victim in turn may not see themselves as vulnerable. (Bryant and Bryant, 2019e, p.296).
To conclude, it is clear that there is many different types of public protection issues surrounding serious and organised crime, as it is usually the most vulnerable in society which are targeted for these offences. It is the duty of the police to uphold the law as well as to protect the vulnerable individuals. There is evidence to suggest there is progression into solving issues in dealing with these crimes appropriately however, with crimes like modern day slavery and human trafficking becoming more complex, it is likely new ways will have to be explored to keep with demand.
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