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Analyse the role of independent bodies (i.e., IOPC/HMICFRS) in holding the police accountable to those they serve. (1000 words)
. 
Professional standards are something which is taken extremely seriously in police forces across the world. This is because the fundamental principles of policing rely heavily on the trust of the public. If the public do not have trust stored in our organisation and service then our ability to police and uphold laws becomes extremely difficult, therefore further harming the reputation of the organisation. Because of this, police organisations in the UK have a department called the Professional Standards Department (PSD), which has been set up solely for the purpose of investigating any form of malpractice or misconduct carried out by officers, any complaints made against police officers, to counter corruption of any officers, ensuring that all appropriate vetting has been thoroughly carried out. Thus, maintaining and upholding the trust and confidence of the public.
As a result of the importance of these issues, the PSD assist in policies, procedures and governance for upholding professional standards. Senior Police Officers must take responsibility for ensuring that professional standards issues are capable of being effectively investigated and dealt with and should champion professional standards to the force. The PSD and senior police officers ensure that there is a proper structure to the way professional standards issues are reported, monitored, assessed and resourced.
When cases of misconduct are identified, there is what’s called a misconduct proceeding. These are set up to provide consistency and transparency to officers and to the public. This sends a message to all police officers and members of the public that any complaint regarding the conduct or misconduct of an officers is taken seriously and that police officers will always need to be accountable for their actions. The purpose of these hearings and the purpose of PSDs are to maintain public confidence in and the reputation of the police service, uphold high standards in policing and deter misconduct and protect the public.
These policies and procedures are effective in achieving these three main purposes as the public are entitled to know about the outcomes of these hearings, therefore its shows the public that the force is not willing to tolerate and sort professional malpractice. The public are made aware of these decisions and outcomes of these hearings, and they then know that the police force is being held accountable, maintaining their trust and confident in these organisations. 
Other organisations, such as the NHS for example have a department responsible for setting out standards and maintaining professional standards. This is called the Professional Standards Team (PST). PST to provide clinical and managerial leadership for clinical professionals to achieve high professional standards and importantly provide a framework to enable action to be taken to protect patients and member of public when necessary. The PST are also central to working with key stakeholders where patients have come to harm to ensure that lessons are learnt, good practice is developed, shared, and embedded in future clinical practice. This is comparable to the police forces aims for professional standards and share the same principles in theory. The force want to ensure that after cases of malpractice are identified, positive action is taken and that the force as a whole is able to learn and develop from it. It is paramount that this learning is then shared with other forces and organisations in which it may be relevant to, so that good practice is spread and developed elsewhere, not just inside one organisation. This again will further improve the public perception and confidence in these organisations.

Further to the internal Professional standards departments, there are also independent bodies who will investigate conduct within the organisation. The organisations are completely independent from the force and are public entities, meaning they have no interest in anything besides the facts. These organisations will publish their own reports and findings, which in turn assist police forces in terms of highlighted issues, wider learning and will help further organisational understanding. 
An example of an organisation like this will be the IOPC, Independent Office for Police Conduct. The IOPC role is to oversee the police complaints system in England and Wales. They investigate the most serious matters, including deaths following police contact, and set the standards by which the police should handle complaints. They use learning from their work to influence changes in policing. They are independent and make decisions entirely independently of the police and government. Once the IOPC start an investigation, they will carry it out independently and may in some cases use police resources in order to investigate. However, in those cases the investigation will be directed and controlled by the IOPC. The investigation is very similar in terms of how the police would investigate. However, the main advantage is that the IOPC is not biased in any shape or form and for this reason they are held so highly, as when the police carry out an internal investigation, with the PSD for example, there is always a chance for bias, and at the very least, unconscious bias. The IOPC ensures that the facts are presented and that everyone is held accountable, without any of the possible bias which may muddy waters.

Another independent body will be Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS). Their aim is to independently assess and report on the effectiveness and efficiency of the services. They act solely within public interest and therefore, they ask questions that they believe the public wish to have answered produce reports detailing their findings and their recommendation and share these with police forces in order to share good practice going forward. The information they publish allows the public to compare the performances of police forces throughout England and Wales, and to allow for the public to have insight in to the performance of their local force. This of course, allows the public to make their own informed decisions on what needs to improve or change and what is positive about police forces. This strengthens the relationship between the public and the forces as it shows transparency and allows the police forces to work toward bettering areas where the public believe we are failing. The police forces will always take criticisms and recommendations from these independent public bodies seriously.


Essay two title: 
Examine the ethical dimension of ‘real time’ operational decisions. (1000 words)
The ethical dimension of a real time operational decision. This encompasses the meaning of considering code of ethics, human rights policies and laws, powers and legislations whilst operating in a high octane, live incident, whereby officers are required to make difficult decisions which can impact multiple individuals and their lives.
When officers are dealing with live incidents, they are required to make real time decisions. This decision can be to arrest someone, to deal with some less intrusively, to section someone under the mental health act. And of course, there has to be an ethical dimension to each real time decision and every decision an officer makes is assessed appropriately, using the national decision model (NDM).
As an example there are there have been real world experiences where I have had to make real time decisions, whilst taking into consideration the ethical principles. I have attended an incident whereby a person has stated that they wanted to kill themselves and they had made threats to harm themselves. Upon attending the scene, the person was on the side of the road and stated to us that if we came any closer they would swallow pills that they had in their hand. I utilised my tactical communication skills to try and grasp an understanding of the incident. As Maguire has stated, Good doctors communicate effectively with patients—they identify patients' problems more accurately, and patients are more satisfied with the care they receive. This translates well in to the policing point of view as we can think of the person as the patient. If an officer uses effective communication then they can understand the persons needs, what they want out of an interaction and can identify their issues much more effectively. Therefore, more people will be satisfied with the level of response and service by an officer. As a result of my tactical communication I was able to get myself to a point where the person wanted to engage and speak with officers.
I then utilised my non-verbal communication skills. These were simple things such as maintaining eye contact and standing with authoritative posture. These are often overlooked; however they are powerful tools for officers as it subconsciously has an effect on the person. As stated by Kacperck, L., 1997, it is suggested that effective communication is dependent on your ability to listen and utilise non-verbal communication skills. I have used my non-verbal communication skills to listen to what the person has had to say and I have let them tell me about everything that has led them to this point, whilst maintaining effective non-verbal communication so that they know I am showing them empathy. As Tongue, J.R., Epps, H.R. and Forese, L.L., 2005 stated, they could listen better and show more empathy for their patients. Communication affects patient satisfaction. Again, this can be related in the role of a police officer. Universally, when people are shown empathy and feel like they have been listened to, it increases their satisfaction in the level of services they have received.
Whilst dealing with this incident, I had been cycling through the NDM, ethically assessing what decision should be taken next in relation to this person. I decided that the most ethical route, which shows the most courtesy their human right is to try and let the person make the decision for us to take them to hospital to get the tablets flushed out before taking them to be assessed professionally by a mental health practitioner. However, if the person would not agree to this, we would be looking to detain them under the mental health act, essentially taking away their ability to decide for themselves and making it so that we force them to be assessed and we can use force to detain them. This is the less preferred option as it is not the most ethical of the possibilities. The most ethical decision will always take precedence first.

After listening to the person, they had calmed down and they were willing to come with us to the hospital on their own accord and was happy to be taken to be assessed after that. So I made the decision to not detain them under the mental health act we took them to the hospital and sat with them. For the police, this is a much better decision to be made, as this requires no powers to be used, which can take away the liberty of an individual, and is therefore less ethical. This way the person is there off their own accord and were happy for police to remain there. Varying circumstances affect my decision as the person had genuinely calmed down massively and just wanted help, therefore the circumstances allowed us to make this decision. The ethical considerations here were crucial to my decision-making process as this allows for the best outcome and service for the subject.
It has been said that discretion exists when the decision maker has the power to make a choice about whether to act or not act, to approve or not approve, or to approve with conditions (Exercise of discretion in administrative decision making, 2019). This sums up discretion nicely as this can be transferred into any area. The police have the power the choice about whether to act upon a crime and make a decision to prosecute or opt for a less intrusive out of court disposal. Discretion is a very handy tool for policing as sometimes going for a less intrusive approach to dealing with a situation gains the respect and trust of members of the public who see the police and being out there to get everyone. I have utilised the Anti-Social Behaviour referral method of disposal numerous times as this allows officers a more ethical way to deal with youths and to give them a chance for early intervention. This is a far more ethical way to deal with certain incidents. Getting these persons in to the ASB process early also allows for them to be effectively supported and managed, as youths are classed as a vulnerable and getting in to this process will help set most persons on the straight and narrow.

Essay three title: 
Assess the impact of organisational justice on police agency. (1000 words)

[bookmark: _Hlk103028152]The term ‘organisational justice’ refers to the extent to which employees perceive workplace procedures, interactions and outcomes to be fair in nature. These perceptions can influence attitudes and behaviour for good or ill, in turn having a positive or negative impact on employee performance and the organisation’s success. Baldwin, S., 2006. Organisational justice. Brighton: Institute for Employment Studies.
This can clearly have a big impact on police agencies. It is extremely important for officers and staff of police agencies to perceive organisational justice to be just and fair within their agency. As this can have a massive downward effect on not just the agency, but on society as a whole. Police agencies are seen as the gatekeepers of the law. If officers and staff do not believe that their own agency are treating them fairly and dealing with them at a satisfactorily level, then this may cause the staff and officers to begin to start treating member of the public who they deal with unfairly without even realising. This may be because their morale is running low, as they lose faith in their employer and the bigger ethos of the police agency. Some may feel unprotected in their role as a police officer after seeing how other officers have been dealt with previously. This may make them lose morale and give them the feeling of how we can protect and serve the public and if our agency can’t protect us when justifying decisions made under extreme pressure. This negativity can then spread in to your every day and may affect the way in which you police the communities. If your morale is low and you lose the urge to be a proactive in your role, then this may have a negative effect on the community in which you serve, leading to there being a spike in crime.

This can be solved through the agency showing and proving that they are dedicated to dealing organisation justice fairly with clear examples of this. Organisation justice may also be a problem at lower levels. Such as the supervisor of a team not interacting fairly with staff and their outcomes with staff being unfair compared to interactions and outcomes with other staff members. This can affect a whole team and their performance. This may be the fault of the supervisor. As Whisenand, P.M., 2001. states, Successful supervisors demonstrate a capability for holding themselves accountable for the completion of specific tasks and achievement of specific goals. Team Building includes the supervisor as team leader, and encompasses motivating, empowering, and training subordinates. Teamwork includes organizing for action, measuring the results of that action, rectifying mistakes, and ensuring that community policing works. If this was implemented into each team, with supervisors taking responsibility for their interactions and outcomes with staff, this would have a massive impact not only the team, but the wider agency as a whole because the knock-on effect of how these members of staff perform. This will also give them more faith in their agency and believe in the job that they are doing.
There may be cases whereby female officers feel like they have not been treated fairly and that things have not been dealt with fairly for them and therefore they feel like there is no organisational justice. This may be something such as female officers have reported an officer for misconduct of some sort. In this example, if the person accused had just been dealt with a slap on the wrist, the female officers may feel like this has not been taken seriously enough, making them lose trust and confidence in the police agency. They may feel as if they have not been taken seriously. The impact of this may be that further misconduct takes place and goes unreported due to the lack or perceived lack organisation justice present in the police agency. This can impact on good staff members losing the passion to work for a police agency and resigning. This can have then have a negative effect on the public as they lose a hard working trust worthy member of staff, and this in turn, reflects back on the police agency as the public may catch wind of these issues and their perception of the agency will become more negative and they may lose trust in the police agency.
Some people may have the view that police agencies have a culture instilled in them, which has derived from institutional history. A culture of ethics and compliance cannot exist without organizational justice. If company managers and employees perceive that the internal justice system does not work, the company will be unable to foster the critical values of integrity and trust.  The company’s culture will become stale, distrust and fear will grow, and ultimately serious misconduct is more likely to occur. [https://blog.volkovlaw.com/2015/03/the-importance-of-organizational-justice/]/ This sums up nicely the issue of organisational justice and the need for police agencies to take it seriously and deal with interactions fairly and have accountability.

Organisational justice has a large impact on the employees of the police agency. This is from POLFED welfare survey [https://www.polfed.org/media/14073/welfaresurveyattitudesandevaluation-summaryreport-25-01-2017-v1.pdf] Organisational justice concerns worker perceptions of fairness in the workplace and has previously been linked to stress. There are three dimensions of organisational justice:
· Distributive justice, the perceived fairness of organisational rewards (e.g., pay, promotion, merit); 
· procedural justice, the relative fairness of organisational policies and procedures; 
and 
· interactional justice, concerning how the organisation and supervisory personnel treat the employee
Interactional justice was most frequently rated as high by respondents (63%), whilst 
distributive justice and procedural justice were much less frequently reported as being high 
(14% and 11% respectively).

This demonstrates how the perception of organisational justice has an impact on the wellbeing of its staff. If the staff’s wellbeing is not looked after, then it is inevitable that there will be a decline in the service in which they provide to the public, and therefore affecting the wider police agency.


Essay four title: 
Analyse potential links between serious and organised crime and public protection issues (1000 words)

Public Protection Unit (PPU). They take the lead from a policing perspective on issues relating to areas such as the management of dangerous offenders (MAPPA), domestic abuse and the protection of vulnerable adults. This will mean working alongside other agencies in order to manage offenders and effectively safeguard victims etc. In incidents whereby PPNs are submitted, these  submissions are risk assessed by members of the unit and shared with the relevant third parties in order to ensure everything and everything has been explored, by way of safeguarding.
(https://guernsey.police.uk/PPU)

There are links that can be made from serious and organised crime and public protections issues. An example of this will be county lines and cuckooing. County Lines are a network between an urban centre and county location where drugs are sold often over a mobile phone. Children and vulnerable people are used to transport drugs, cash or even weapons. It can involve intimidation, blackmail and serious violence. https://safeguarding.network/content/safeguarding-resources/child-criminal-exploitation/county-lines/.  Sometimes signs of grooming in to the county lines are identified early on and referrals will be made into social services and PPU. This information is then shared with partner agencies and police. This information is shared, with a view of public protection and social services to make contact, apply safeguarding measures before this behaviour escalates and stop these persons from offending

Cuckooing [https://safeguarding.network/content/safeguarding-resources/child-criminal-exploitation/county-lines/]. This is a term that is often used in connection with county lines.  When a gang moves into an area they need somewhere to base themselves.  They will often take over a vulnerable person’s house (for example through exploiting mental or physical health issues or through promising free drugs). The takeover can be to such an extent that the person is either kicked out of their own home or can only access specific parts of their home.

County lines has become too prevalent as there are clearly cases going under the radar of public protection agencies. As for the cases that are identified and referred, the issue is that it is not as simple as getting the persons to stop engaging in this activity. There are often lots of underlying factors that the public protection agencies are simply not equipped to handle.

As for public protection and safeguarding – [Wroe, L., 2019. Contextual safeguarding and county lines. University of Bedfordshire.]‘county lines’ is a child welfare issue. There is a contextual approach to safeguarding. Assessment, planning, intervention and outcome measurement. This could offer an alternative response to young people who are affected by ‘county lines’. It is a difficult subject and there are lots of appropriate ways in which the risk can be managed by public protection agencies. Some are more appropriate than others. A well-received response for intervention can be education. Schools and colleges can help raise awareness of county lines. This can be done through whole-school assemblies, class discussions or smaller group work. As well as discussing what county lines is and how children might be targeted by gangs, schools should ensure children know who they can talk to if they have any concerns. 

As well working with the parents and carers. This is another less intrusive way of appropriately managing the risk of these vulnerable persons. Engaging with parents and carers can help protect children and young people who are at risk of criminal exploitation. Parents and carers need support to manage any risk to their child. 

It’s important for services working with children at risk of county lines to understand what barriers might be in place for parents and carers. These might include fears around:

· having their other children ‘taken away’ from them
· their child being excluded from school
· criminalising their child
· recriminations from the county lines gang
[https://learning.nspcc.org.uk/child-abuse-and-neglect/county-lines#:~:text=County%20lines%20is%20a%20form,(Home%20Office%2C%202018).]

These are appropriate ways for public protection agencies to deal with prevention of serious and organised crime, as the persons committing offences by engaging in the county lines are vulnerable victims themselves. Therefore these persons are also a victim of abuse as they will be coerced, blackmailed and extorted into county lines because of their vulnerability. As a result of a case being identified, there will be meetings raised and child protections strategy meetings, whereby they will discuss the case in its entirety and investigate and safeguard. The impact of this abuse may stay with them for the rest of their lives. Particularly if there is sexual abuse involved, Almost all clinically based studies show later sexual problems among child sexual abuse victims.
[Browne, A. and Finkelhor, D., 1986. Impact of child sexual abuse: A review of the research. Psychological bulletin, 99(1), p.66.]
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