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Assignment 1 – Charlotte Goodway-Sims – 1922404

Analyse the role of independent bodies (i.e., IOPC/HMICFRS) in holding the police accountable to those they serve. (1000 words)
To answer this question I am going to study the fundamental parts of two independent bodies, the Independent Office for Police Conduct (IOPC) and Her Majesty’s Inspectorate of Constabulary Fire and Rescue Services (HMICFRS) and use evidence based arguments to examine to detail what the evidence suggests. Within policing, there are professional bodies, acts and guidelines to set standards, rights and expectations. These include Acts such as, The Human Rights Act and the Equality Act as well as, The Police and Criminal Evidence Act which provides codes and guidelines for policing procedures as well as the treatment of all individuals (Blackburn et al, Chapter 4:The Criminal Justice System, 2020). The College of Policing, is the professional body for policing which incorporates these acts, codes, standards and training responsibilities (Blackburn et al, Chapter 2 Policing, 2020). The college of policing sets the standards for policing and HMICFRS and IOPC are the two independent statutory bodies that are responsible for overseeing the police, fire and rescue services. These organisations work together with a similar purpose, detailed by an official agreement to work together to achieve improvement and specific goals, the main one being to hold the police accountable to those they serve. (HMICFRS, 2018).
The police in Britain ‘Police by consent’ that, requires the communities and individuals they serve to passively support the police. Embedded within ‘Policing by Consent’ is the requirement for the police to be ethical and accountable to those they serve. While there are acts and standards in place within policing, HMICFRS are an independent body that impartially inspects policing to ensure they are ethical and accountable in the public’s interest. Further, the HMICFRS independently inspect, assess and creates reports for the public to assess policing and enforces efficiency and effectiveness in order to recommend evidence based improvements (HMICFRS, 2018)
The IOPC was created in January 2018, replacing the Independent Police Complaints Commission (IPCC) in the hope a change that allows investigations to be initiated independently without police referrals or record, keeping these separate and external would provide and ensure greater accountability to the public (Dearden, 2018).
The IOPC investigates allegations involving the police as well as matters of misconduct and serious complaints (Blackburn et al, Chapter 5:Roles, Responsibilities and Support, 2020). The IOPC’s mission is to ‘improve public confidence in policing’ through ensuring that the police learn from past mistakes and are accountable for their actions as well as improving the complaints system to ensure all outcomes are timely, impartial and those with little confidence in policing can access this system with understanding their rights and without consequences (Independent Office for Police Conduct, 2019)
The IOPC intend to do this by identifying four priorities. The first is to work with others and use feedback to improve the complaint system. The second is to improve policing by working with others including HMICFRS and College of Policing to identify and share learning. The third is to improve confidence in police accountability by improving confidence in the complaints system and improving access to those with the least confidence. The fourth is to be an efficient and effective organisation that encourages a culture of openness and engagement (Independent Office for Police Conduct, Independent Office for Police Conduct Stakeholder Engagement Strategy 2019-2022, 2019).

A report looking specifically at the efficiency and effectiveness of the IOPC from December 2019 looked at the timeliness of investigations, quality of investigations, scrutiny of decision making and the impact of the IOPC. Within 12 months of the IOPC being functional, nearly 80% of cases were closed, completing 1,254 investigations, more than any previously by the IPCC. Previous IPCC independent investigations completed for the 2017/18 period amounted to 69%. The IOPC improved upon this and completed 82% of investigations in the 2018/19 period. The IOPC also became responsible for the caseload of 538 active investigations from the IPCC. The IOPC completed 95% of these and have a time line for the remaining 5% (Independent Office for Police Conduct, Response to the home secretaary on the effeciency, effectiveness, assets, publishing and profile of the IOPC, 2019).
Results from a public perception survey in 2018/19 looked at the IOPC’s strategy and surveyed police, police accountability, non-police and public perceptions to ask whether the IOPC were achieving their aims and objectives. This showed 67% of police and 69% of non-police know a lot or fair amount about the IOPC, 37% of police and 51% of no-police found the IOPC favourable and 33% of police and 27% of non-police found it easy to engage with the IOPC (IOPC, 2019). Further more a public perception tracker that included BAME individuals, young people, individuals with a disability and socio economic grade showed the IOPC’s impact on these’ groups within 12 months. 60% were very or fairly confident, the IOPC deals with cases impartially. 67% were very or fairly likely, they would make a complaint when they needed to. These surveys and reports suggest that the IOPC have identified the most important aims and goals to improve upon which is supported by figures (IOPC, IOPC Business Plan 2020/21, 2020). These are noticeable positives and are further supported by the 98% that stated the IOPC’s learning magazine provided them with useful knowledge on mental health which they were able to apply to their job. 16 million people were also reached by campaigns and media coverage spreading awareness of the IOCP and their mission (Independent Office of Police Conduct, 2019)
The IOPC state in their business plan that they will know that they have succeeded when their learning recommendations are accepted and their impact on operational policing can be demonstrated. Also, when the public has confidence in the police complaints system, the demographics of those complaining reflect the communities the police serve and the IOPC’s workforce reflects the communities they serve. These goals and their mission have not been completely reached yet, however reports, statistics and their business plan would suggest the IOPC appear to be tackling the issue of public confidence and holding the police accountable to those they serve (IOPC, IOPC Business Plan 2020/21, 2020).
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Examine the ethical dimension of ‘real time’ operational decisions. (1000 words)
This essay will look at the ethical dimensions of real time operational decisions in detail. To do this I will be carefully considering the role of a police constable, including real time operational decisions, decision-making models and a variety of ethical guidelines and other principles that are present and required within real time operational decision making.
A Police Constables main purpose within the Police Service is to ‘uphold the law firmly and fairly, to prevent crime, pursue and bring justice to those who break the law, to keep the queens peace and to protect, help and reassure the community’ (Blackburn et al, Chapter 5 Roles, Responsibilies and Supportm, 2020)
Police Constables play a critical role in front-line, operational policing. Operational Policing specifically relates to the police powers and tools the police use to carry out their duties in order to prevent and tackle crime. To aid officers in achieving their purpose there are many lawful acts, standards and guidance, including, The Police And Criminal Evidence Act, including the Codes of Practice, The Code of Ethics, Risk Principles and National Decision Model. These were created and implemented for use by the police, not only to govern what the Police can and cannot do within their response role but also to protect and support the public and communities from crime.
A decision is a choice that is made after considering several possibilities in an attempt to come to an appropriate solution or outcome. A decision is also seen as a resolution or conclusion that is often followed by action. When making a decision a variety of elements can be needed including information, intelligence, intuition in the form of experience and good judgement. One of the main issues individuals face when making decisions is bias that can effect and disrupt the decision and process used. Furthermore there are a variety of factors that can impact an individuals decision making including inadequate information, too many people being involved, personal or vested interest, issues with change or not caring. (Buchanan L, 2006)
Decision making within-policing needs to be ethical and need to reduce the issues mentioned previously. The Police are required to respond to and regularly have to make difficult decisions in real time, fast-paced situation with varying conditions and outcomes. When responding to emergency calls, time is of the essence. Officers are responding to real time incidents that all vary in nature and that often pose varying threat, risk and harm to officers, the public and those involved. Officers therefore are required to make difficult decisions in fast-paced varying situations and due to this pre-planning is not always possible. What works or is appropriate for one incident may not work for another. Decision making within response real time policing is therefore incident dependant and many points need to be taken into account including the initial information given, the behaviour of individuals, the risk present, resources available and experience of officers. Ethical decision-making is essential to the effectiveness and legitimacy of the police. Ethical principles should be the basis for which decisions are made and not prejudice, bias or emotions. 
In 2012 The National Decision Model was created for use within operational policing to support ethical decision making in fast, real time situations. The NDM is a decision making model for Police Officers to use when assessing potential decisions or in order to review their decisions during an incident to encourage learning and growth as well as to minimise future mistakes. This model aids operational officers to make decisions by providing a logical, simple and evidence based approach to decision making. This allows offices to feel greater confidence in their decision making process, their decisions and their actions. Further, it reduces officer’s reluctance to make a decision or to act in a rash or as spontaneously as an incident may require. The NDM has five key elements, which are; Gathering information and Intelligence, Assessing threat and risk and developing a working strategy, Consider powers and policy, Identify options and contingencies, Take action and review what happened. (National Decision Model, 2014)
The Code of Ethics is the central feature of the NDM and is made up of standards of professional behaviour and policing principles that apply to all areas of policing and all officers both on and off duty, which is also regulated by law. There are ten standards of professional policing that officers are taught and expected to uphold which include 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 Conduct. Paired with these the policing principles, Accountability, Fairness, Honesty, Integrity, Leadership, Objectivity, Openness, Respect and Selflessness are also expected to be the general attitudes and approaches held by individuals and used within policing. (Blackburn et al, Chapter 5 : Roles, Responsibilities and Support, 2020)
The NDM along with the code of ethics, standards of behaviour and policing principles do not simply state the required standard of behaviour for officers. They also encourage and empower officers to do the right thing, to make the most appropriate, fair, unbiased decisions and to take personal responsibility by entrusting officers to use their professional judgement. Ethical decision making is not just a good suggestion that could be considered and used in certain situations but a necessity that should be and needs to be talked about and used by every officer every day not just for officer self-awareness but to allow for successful policing by consent. If the public, those we protect and serve distrust our decisions and our ability to be fair and ethical they will not believe we are acting in their best interest and therefore are less likely to support and help us uphold the law. (College of Policing, 2021). With the use of ethical consideration in real time decision making the public can be reassured and the ethical officers protected. When officers commit to thinking and behaving ethically suggestions, accusations and any investigations into issues with an officers decision or actions such as use of force, whether discrimination or bias was a factor can be minimised and ruled out. (Rush, 2017)
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Assess the impact of organisational justice on police agency. (1000 words)

This essay will look at how organisational justice impacts policing. I will do this by defining organisational justice and its main parts and evaluating the positive and negative impacts of organisation justice within policing. 

Organisational justice is where employees of an organisation such as South Wales Police perceive the fairness of interactions, procedures and outcomes within the workplace. ‘Fair Cop 2’ a paper surveying research within UK police organisations looks at how organisational justice can have either positive or negative impact or influence employees behaviour or attitudes. Organisational justice as a whole refers to how employees perceive fairness within the workplace and how this in turn influences employees behaviour and attitudes. Organisational justice has three key elements, distributive, procedural and interactional, all of which impact employees. Distributive justice relates to how fair or proportional employees see inputs such as resources, training, workload and experiences and rewards such wages, career opportunities, job securities or promotions are distributed within the organisation. Procedural justice refers to how fair employees believe their organisations decision making process is as well as how honest and open decisions are communicated and how contact between employees and senior staff is perceived. Greenberg 1994 found that procedural justice is stronger than distributive justice as employees are willing to accept an unwanted outcome if they see the decision making process as fair. Linking to this is Interactional Justice that relates to how employees consider each other and their interpersonal treatment including respect, truthfulness and justification. (Baldwin, 2006)

It is suggested that organisational justice where there is a good perception of fairness and respect present, has a more prominent positive impact on employees behaviour and attitudes in the workplace which is seen to provide numerous benefits. These include individuals having and showing a higher commitment to the organisation and willingness to do more and go further to benefit the organisation and the public they serve. Linking to this a rise in job satisfaction and general performance in work is also seen as a benefit which also reduces individuals negative work behaviours such as lack of effort, low mood and small thefts. (College of Policing, Fair Cop 2 : Organisational Justice, behaviour and ethical policing,, 2015). Policing involves a hierarchy made up of officers and differing levels of management. It is suggested that when management and leadership within policing works in an organisationally just way there an increase in productivity from officers including officers often going ‘the extra mile’ as well as displaying increased relations and positivity within the workplace between officers and other staff. Further it is suggested that it reduces officers taking time off or extended periods of leave, reduces negative behaviour within the workplace as well as reducing corrupt practice that is present. (Roberts et al, 2013). It is suggested that this positive direct impact occurs as organisational justice helps officers identify with and understand their worth to their organisation which in turn helps them to feel included and a sense of pride in their abilities and their job therefore providing them with a greater attachment to their organisation and workforce. Linking to this these benefits are seen to further allow officers and employees to understand and agree with their organisations values. Within policing these values are very important and when employees are able to internalise these values, they are more able and likely to behave and act in line with those values in the interest of their organisation and the public they serve and protect. Interactions with the public is an important part of policing. How the public perceive officers including police legitimacy and cooperation is linked to procedural justice. When procedurally just treatment is present within policing it allows for efficient community interactions which is integral to community and intelligence led policing. Without efficient procedural justice, there can be a reduction in cooperation, which can negatively affect the flow of information which policing relies on specifically with victims, witnesses, suspects and informants. (Quinton et al, 2015)

When organisational justice within policing is lacking or negative it is suggested that these lead to negative impacts within policing. When employees within policing have experiences of unfairness within the workplace it is suggested it makes employees feel like they are not valued, included or appreciated within the organisation. This in turn can be seen to have a knock on effect and further negatively effect an employees attachment and dedication to their role and organisation as well as their attitude and behaviour within the workplace and when dealing with the public which could lead to decreased performance, an increase in complaints and staff turnover. When there is a lack of positive or strong organisational justice there is a suggestion that officers may instead identify with an organisational police subculture. If officers gain confidence from this subculture there can be many negative impacts and characteristics including issues with prejudice, cynicism and in worst cases unethical behaviour or corruption. (Quinton et al, 2015)

Two surveys assessing organisational justice within a policing context looked at how organisational justice impacts behaviour, cooperation, rule following, police culture, ethical policing and sense of authority. The evidence in both found that how fairness and respect is perceived within policing has a considerable and consistent positive effect on workforce behaviours and also seen to be more effective than incentives. Fairness and respect from management was further shown to be crucial. When management is seen to make fair decision and treat employees with respect they are encouraged to feel valued by the organisation and take on their values as well as being more likely to provide a good quality of service to those they serve. Individuals will go out of their way to help others and feel empowered to use their professional judgement which in turn will positively impact the public and communities the police serve. Furthermore employees are more inclined to understand and follow policies, procedures and instructions or sanctions when fairness and respect is seen as being present within the organisation. Organisational justice within policing is not only present but it also appears to be necessary. Organisational justice has both positive and negative impacts however the positive impacts it is seen to have on employee attitudes, behaviour, police culture, self-legitimacy and ethical policing shows that fair decision making and treating each other with respect provides both benefits for the organisation and the public. (College of Policing, Fair Cop 2 : Organisational Justice, behaviour and ethical policing,, 2015)

1068 words




Analyse potential links between serious and organised crime and public protection issues (1000 words)

This essay will look at serious and organised crime and public protection issues within policing. To achieve this I am going to look at what Serious and Organised crime is and the role of the police to protect those who are the most vulnerable. I will also look at what is being used to combat the issue. 
Serious and organised crime (SOC) is where individuals, groups or networks plan, arrange and carry out serious crime by using violence, threats or fear to both intimidate and manipulate vulnerable people, to get what they want. Their motivation varies depending on the crime however, it is usually for financial gain and power. In 2015/2016 there were over 4500 organised crime groups found to be actively operating within the UK, with the estimated cost from this being approximately £37 billion. The police are required to support and provide safeguarding to individuals who are unable to protect themselves or others from harm or exploitation. SOC usually requires a vulnerable, adult or child that can be used by individual perpetrators or gangs in crimes such as illegal drugs, modern slavery, human trafficking, child sexual exploitation, cyber-crime, money laundering and fraud. Factors that indicate neglect, vulnerability and abuse can include domestic abuse, self-neglect, cuckooing, elder abuse as well as psychological, physical and sexual abuse. From 2017 to 2018 there was a 9% increase of sexual crimes committed against under 16’s from 56,346 in 2017 to 61,646 in 2018. (Crimestoppers, 2018) (Gareth Davies, 2019)
The term ‘County Lines’ is used for when children or vulnerable adults are exploited by small local gangs or larger organised crime groups and used in the moving, distribution and selling of illegal drugs and money from one area to another, often large cities to smaller towns, using specific mobile phone lines. County lines usually involves children or young people with children as young as 12 years old being exploited into carrying drugs for gangs putting them at risk of severe sexual and physical violence and trafficking. (Home Office, 2020). Vulnerable adults are often targeted and used by SOC groups for ‘cuckooing’ whereby criminals identify a vulnerable individual, take over their home for criminal purposes such as storing and selling drugs, concealing money, stolen goods or firearms. Many individuals being ‘cuckooed’ are unaware they are being exploited or trafficked and are unclear of the significant danger and risk of violence, physical abuse, sexual abuse and exploitation that is posed to them. (NSPCC, 2021) (Safeguarding Adults Board, 2021).

In order to provide vulnerable individuals with the most appropriate and effective response officers must be able to recognise and understand an individual’s vulnerability, risk of harm or exploitation due to their circumstances, identify these quickly, to ensure early intervention and investigation can occur. An officer’s ability to identify and act early on ensures the victim is provided the appropriate safeguarding methods to protect against or prevent further harm or victimisation. Officers have a duty of care to protect individuals from harm and to keep communities safe. The code of Ethics as well as the standards of behaviour and policing principles provide officers with a clear guide of what is expected and appropriate in relation to victim contact and response. The Code of Practice for Victims of Crime also gives officers and police staff guidelines for officer’s assessment as soon as practicable. There is also a THRIVE model which is a way to assess individuals in order to identify their initial risk and their specific needs, such as whether they are vulnerable or intimidated to provide enhanced services. Under the Care Act 2014 officers have a responsibility to safeguard adults at risk, experiencing neglect, abuse or with care and support needs. Safety and wellbeing must take primacy and support and intervention sought through multi-agency response if appropriate. (College of Policing, Major investigation and public protection - Adults at risk, 2014) 
In regard to SOC such as County Lines a multiagency approach utilising partner agencies such as Education, public health, charity agencies and health and social care is the most effective way to deal with this issue, prevent exploitation and harm before it occurs or to prevent it further. (Gareth Davies, 2019) The signs of criminal exploitation in children and young people will often reply on parents, education workers, health workers to recognise the signs. The Serious Violence Strategy created by the Home Office is helping to increase awareness regarding these identifying factors and how to respond. (Home Office, 2020).
Through multiagency partnership between police, social services, social care and education a variety of safeguarding methods are able to be utilised for SOC. These include Intelligence reports that can generate a bigger picture from bits of information or multiple sources. Public protection notifications are completed after contact with a child or vulnerable person. This can detail the situation, risk assess the amount of threat, risk and harm involved and give support or help by linking in with other agencies such as child protection, adults at risk, women’s aid. Victim referrals to agencies are also used to detail the victim’s needs in order to liaise with the appropriate agencies to provide support and guidance with issues such as housing, health, wellbeing or finance. An example of this would be the National Referral Mechanism (NRM), which is a tool to identify and refer victims of, suspected and confirmed modern slavery in order to provide tailor made protection and support. The National Crime Agency’s SOC framework provides a ‘4 P’ strategy to deal with, tackle and safe guard vulnerable individuals. The actions are to prevent people from becoming involved in SOC, pursue and disrupt the criminals of SOC, protect vulnerable children and adults, organisations and communities from SOC and prepare for SOC to reduce the impact it has. (Gareth Davies, 2019) Further Multi-agency public protection arrangements (MAPPA) were created for criminal justice agencies and other agencies to work in partnership with offenders in order to protect the public in particular victims of crime from serious and dangerous offenders. This often involves the police, prison and probation service working together to manage offenders to continue safeguarding after the fact.  While all these methods are utilised and often beneficial, many require the individual or parent/guardian to consent to these reports, risk assessments or referrals to be completed which often means that many victims are not receiving the help or support the need due to fear or uncertainty. (College of Policing, MAPPA Multipagency public protection, 2017) 
According to The Home Office 2019 SOC report a large amount of SOC remains unreported or hidden. The government has over 100 government and law enforcement agencies and organisations involved in SOC however an assessment in 2019 showed that SOC is growing in seriousness within the UK and current approaches do not effectively deal with this increasing pressure. (National Crime Office, 2019)
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