ESSAY ONE
This essay is going to examine the role of organisational culture in creating an inclusive and diverse workforce within policing.  It will look at what is meant by the terms inclusive and diverse and how having a diverse workforce representative of the communities that they police improves trust and public perception and forges stronger community relations.

An inclusive workforce is one in which officers, irrespective of their position or rank, are made to feel equally supported and involved and able to share their ideas and debate those of others in order to create a positive and engaging working environment (College of Policing, 2022).  A diverse workforce is one comprised of employees intentionally recruited as a result of a range of unique characteristics including, but not limited to, race, religion, age, gender and sexual orientation (Lee, undated).  When applying diversity and inclusion to the police force, The National Police Chief’s Council Diversity, Equality & Inclusion Strategy 2018 - 2025 acknowledged that a ‘one size fits all’ approach could not be applied in respect of diversity, equality and inclusion and that locality specific needs needed to be tailored to provide an effective response and service provision which benefits both the organisation and the public (NPCC, 2018).

Whilst forces across England and Wales have pledged to increase the diversity of their officers in recent years, statistics for the year ending March 2022 show that of the 140,228 full time officers employed across the 43 forces, 91.9% of those officers were white and 66.5% were male (Home Office, 2022).  Similarly, when looking at figures specific to South Wales Police taken from data collected in 2021, in relation to ethnicity, 97.4% of officers were white and only 34.1% of constables were female (Police.UK, 2021).  Therefore, whilst organisational diversity and equality is being promoted within our forces, questions should be raised as to how best to overcome these gaps and whether focusing on inclusion rather than diversity may be more beneficial in bringing about positive changes.

Historically British police forces have been criticised for their sexist, racist and misogynistic culture lacking in female officers and officers from the BAME communities (Bhugowandeen, 2013).  Whilst many forces across England and Wales, including South Wales Police, agree that modern policing needs officers representative of the communities which they serve, suggestions of gender inequality, racial prejudice and a ‘cop culture’ of patriarchy has seen a clear failure in establishing equality, both in terms of gender and race (Jones, 2017).  Diversifying police forces has become a priority underpinned in recruitment processes and practices and whilst, as the above figures show, there has been an increase in female officers in the UK, despite targeted recruitment drives and positive action aimed at encouraging applications from a range of backgrounds, there is still a considerable way to go to close these margins.

The South Wales Police, Police and Crime Commissioner Joint Equality Plan 2019-2023 emphasised that whilst positive changes have been seen over the last four years, priority remains with increasing the representation, retention and progression of women and people from BAME communities to tackle those large gaps which it is acknowledged exist (Police and Crime Commissioner, 2019).  Whilst research has indicated that recruitment processes targeted towards specific groups would see an increase in these representations, poor community relations and a history of negative encounters with members of these communities has led to a failure to achieve this increase in diverse recruits (Miles-Jones & Fay, 2022).

The Assistant Director of Diversity and Inclusion in West Midlands Police explains that, as being responsible for one of the most multicultural areas of the UK, they have established that in order to build relationships with the communities which they police the aim should be to create an organisational culture made up of colleagues from a range of backgrounds who treat each other appropriately and with respect.  In addition, he goes on to explain that in order to change this culture there needs to be organisational ownership with role models displaying inclusive behaviours and accountability and fairness in policing (Burnett, 2020).

The Independent Office for Police Conduct in their Equality, diversity and inclusion strategy 2022-25 discuss ‘cultural competence’ to acknowledge and respect the communities and individuals being served by having the ability to respond to different cultures effectively both as individuals and a system.  They discuss how a lack of cultural competence within an organisation cannot help in building an institution which serves all members of the public and, regardless of background, has the confidence of these people and communities (IOPC, 2022).  Their strategy goes beyond looking at the issues in recruiting from BAME communities but acknowledges the differing experiences of discrimination and the broader understanding that needs to be applied in order to increase applications from individuals with disabilities, members of the LGBTQ community and all individuals which would assist in officers better representing their communities.

It would appear from this existing research that many of the police forces throughout England and Wales acknowledge that in order to create an inclusive and diverse police force there needs to be changes to the infrastructure and organisational culture which exists within policing.  Research has shown that these changes need to be made from the recruitment process through to those in positions of leadership to create a more diverse and inclusive workforce which is representative of the communities which they police.  However, it would appear that this cannot be done solely through creating organisational policies and plans aimed at making these changes but must also be implemented through community engagement and forging those relationships with communities that are showing a distinct lack of representation within our forces.  Whilst an improvement in gender equality within forces has been evidenced, the lack of officers from BAME communities needs to be addressed, not only through community engagement, but by going into these communities and gathering feedback on what can be done to encourage expressions of interest and work to overcome barriers which these individuals may feel exist within the application process.  Moreover, it should be acknowledged that inclusion does not just apply to gender and race but to applicants from individuals with any protected characteristic, and in doing so that communities are served at all and every level thereby ensuring that any allegations of discrimination are robustly addressed.
WORDS = 1,050























ESSAY TWO
This essay is going to critically evaluate the role of response officers in dealing with critical/major incidents.  It is going to look at the definitions of a critical and major incident and look at how initial attendance by response officers is paramount, not only in respect of carrying out their demanding roles in dealing with the initial incident but how their handling of the situation as first responders can have a significant impact not only on victims, communities and public confidence but on themselves.

The College of Policing defines a major incident as ‘an event or situation requiring a response under one or more of the emergency services’ major incident plans which will usually include involving large numbers of people, either directly or indirectly’.  A critical incident is defined as ‘any incident where the effectiveness of the police response is likely to have a significant impact on the confidence of the victim, their family and/or the community’ (College of Policing, 2023).

Major or critical incidents can occur anywhere and at any time and regardless of whether any crimes have been committed response officers will likely be first to attend.  It is therefore imperative that there is adequate awareness around policies, processes and incident management from those first responders to senior officers in supervisory positions.  Declaring a critical or major incident can be done by anyone however while this commands considerable responsibility, it is better to make this declaration as early as possible as prompt communication allows for operational procedures to be implemented correctly and quickly to ensure that each incident is dealt with in the correct manner (Alison and Crego, 2008).

How response officers deal with major/critical incidents can have a significant impact on communities and public confidence and they are therefore heavily relied upon to identify those factors which will identify an incident as having the potential to escalate.  An appropriate example of this would be the 2021 Mayhill Riot in Swansea and the way in which it was dealt with by South Wales Police.  An independent review into the riots found that the incident was not declared as ‘critical’ until after the incident had ended and if this declaration has been made earlier the incident would have been dealt with as a priority and responded to with more urgency.  The impact of this error on the local community and their confidence in the police cannot be underestimated with those living in the area stating that they felt let down, unprotected and confused as to the lack of response by officers during the incident (Straw, Jones & Evans, 2022).

Research into decisions made by officers when dealing with critical incidents has found that exposure to stress and negative emotions can result in a decrease in accuracy when making decisions (Alison et al. 2007), thereby impacting the successful management of the situation.  In addition, whilst adequate training can be provided to officers in how to manage these incidents, an officer’s personality, experience, thought processes and cognitive biases will also impact on decision making.  A study into the decision making of officers during critical incidents found that officers with more experience were able to demonstrate more control and were able to alter their decision making and actions when provided with new information.  However, officers with less experience tended to stay with one course of action and focus more on procedures (Zimmerman, 2006).  Studies have also shown that a perceived lack of support from the organisation can cause some officers to be overly risk averse.  When dealing with incidents where the necessity for accountability and the provision of a rationale in respect of decisions made is crucial, some studies have found that there is a general consensus that the police, as an organisation, can be unsupportive towards individuals and negative events (Waring, 2011) therefore impacting the willingness of these individuals to make significant decisions.

The impact on response officers that dealing with critical and major incidents can have should also be acknowledged.  Exposure to such incidents and repeated traumatic events increases the risk of physical and mental illness with a study carried out by Cambridge University finding that one in five officers in UK police forces are displaying symptoms of complex post traumatic stress disorder (Brewin et al., 2020).  Officers have reported being unable to regulate their emotions, feeling a sense of worthlessness and failure and having their personal lives and relationships negatively impacted (Burchell et al., 2022).  With response officers reporting these significant levels of mental health disorders and social disconnection it must be queried as to whether, when dealing with a critical or major incident and the responsibility of making significant decisions as first responders, whether the ability to make these decisions is being significantly impacted.

In conclusion, when critically evaluating the role of response officers in dealing with critical and major incidents, it is evident that how this initial response is carried out can have far reaching consequences for all parties involved.  Whilst all response officers have a duty to respond appropriately every time to every incident, assessing threat, risk or harm and making decisions that ultimately keep people and property safe, as discussed above, many factors can impact these responses and decisions made.

Undoubtedly response officers play a crucial role in these incidents, as in any incident, by preserving life, identifying victims, witnesses and suspects and gathering evidence.  However, at critical or major incidents that necessity to assess the situation, prioritise actions, communicate accurately and effectively, determine the requirement for a multi-agency response all whilst being mindful that they could also be dealing with a crime scene, will determine the effective management of the incident and in turn public confidence in the police.
As discussed above, many factors can impact on how a response officer deals with an incident from experience, training provided, personality and cognitive bias to risk aversity, stress and underlying mental health issues.  It is clear that effective management of these incidents is through early identification and a prompt and professional response with effective leadership, supervision and oversight imperative.  However, it is the responsibility of those in positions of leadership and supervision to ensure the physical and mental wellbeing of response officers. This will ensure that response officers are able not only to make sound decisions when necessary but inspire confidence not only in those officers themselves but the victims, their families and communities at the heart of these incidents.
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ESSAY THREE

This essay is going to critically evaluate the use of Covert Human Intelligence Sources (CHIS) when investigating serious and organised crime.  Firstly, it will look at what is meant by the terms CHIS and serious and organised crime and the legislation surrounding their use.  It will go on to discuss the impact that their use has on investigating serious and organised crime, how they assist in safeguarding victims and importantly the impact on the CHIS themselves.

A CHIS, as stated above, is a Covert Human Intelligence Source and does not have to be a police officer but can be any person who holds a position in a public authority, or any other individual recruited by a public authority, who is acting undercover.  Regulated by the Covert Human Intelligence Sources (Criminal Conduct) Act 2021 CHIS is provided with the authority, where proportionate and necessary, to participate in criminal activities which, without this authorisation, would be rendered unlawful (Tudor, 2021).  Serious and organised crime (SOC) has been defined as planned and coordinated serious criminal acts which can be committed by individuals, organised crime groups (OCG’s) or as part of larger scale transnational networks usually motivated by money and power (Winchester, 2020).

As alluded to above CHIS work undercover or covertly to establish personal relationships with criminals or OCG’s in order to obtain, provide access to or disclose information to the police.  The complex nature of obtaining covert intelligence, carrying out surveillance and managing sources is subject to stringent regulations through several pieces of legislation but predominantly the Regulation of Investigatory Powers Act 2000 (RIPA) and the Covert Human Intelligence Sources (Criminal Conduct) Bill.  These pieces of legislation not only regulate the use of CHIS and other informants but how the information obtained is gathered, how surveillance is conducted, the interception of communications such as telephone calls or letters and how that communications data is acquired (RIPA, 2000).  As a result of the ability to carry out this surveillance CHIS have been responsible for the identification and disruption of many of the terrorist plots planned within the UK and in 2018 alone took almost 60 firearms off the streets, seized 3000kg of Class A drug, safeguarded over 200 vulnerable people and assisted in the arrest of a number of criminals involved in serious organised crime (Home Office, 2021).

Due to the inherently secretive and sensitive nature of the use of CHIS there appears to be little research into the effectiveness of their use.  In 2015 Teresa May in her role as the Home Secretary announced the public inquiry into the practices of undercover policing and the use of police officers as CHIS in England and Wales over the previous 40 years.  The inquiry centred around a range of concerns including breaches of human rights and codes of ethics by undercover police officers who allegedly engaged in inappropriate sexual relationships and took part in serious criminal acts.  The inquiry found, among other concerning issues, that covert officers had fathered children whilst undercover and the identities of deceased children had been used as names for CHIS (Undercover Policing Inquiry, 2023).  However, despite these findings and whether the use of CHIS is deemed ethical or not, the physical and mental harm that both CHIS and their handlers are at risk of should not be disregarded.

Serious and organised crime is the cause of more deaths in the UK than all other national security threats combined and is continuing to grow in both volume and complexity as a result of increasingly evolving technology and international instabilities caused by conflict and economic damage (H M Government, 2018).  The National Crime Agency (NCA) leads law enforcement in England and Wales working with police forces and partner agencies on a local, national and international level in tackling serious and organised crime.  Along with other sources, the NCA use CHIS to gather and develop intelligence on serious and organised crime which is then shared with their partner agencies such as police forces, Counter Terrorism, border forces and Regional Organised Crime Units (ROCU) (NCA, 2021).  Whist the benefits of CHIS in gathering this intelligence and working with these agencies to tackle these complex crimes is clear to see, as previous discussed, the moral and ethical issues raised also need to be acknowledged together with the other harms associated with undercover work.

Working with OCG’s and exposure to the crimes which they commit has been recognised as being stressful for officers, living with the obvious levels of secrecy to which they are bound, fear of exposure and the effects on their mental health and personal lives (Harper, Ellis & Tucker, 2021).  This therefore poses the question of how to balance the potential harms to CHIS from carrying out undercover surveillance with the benefits of disruption to organised crime.  When looking at the aforementioned figures in relation to the disruption to organised crime and the overwhelming threat that it represents on a national and international level there is no question that CHIS are a vital tool in policing and intelligence gathering.  Whilst history has shown some levels of corruption and raised moral and ethical issues, efforts have been made to implement legislation which affords protection to both the CHIS and the intelligence which they obtain.  However there seems to be a common consensus amongst existing literature that there is a need for further research into the use of CHIS or ‘informants’ and the day to day practices of covert surveillance (Atkinson, 2019).

The increasing sophistication, volume and complexity of organised crime costs the UK approximately £37 billion a year and is a serious threat to the nation, however the hidden nature of these crimes means much still remains underreported (Crimestoppers, 2023).  Moreover, the use of CHIS at local levels should also not be underestimated with the use of CHIS within the Metropolitan Police resulting in 3,500 arrests (Home Office, 2021).  When considering these facts it must be acknowledged that CHIS are at the heart of gathering intelligence and developing lines of enquiry likely to produce best evidence and in order to disrupt these ‘hidden’ crimes, identify those perpetrators responsible and safeguard vulnerable victims the use of CHIS and other proactive means of investigation are not only effective but necessary.  
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ESSAY FOUR
This essay is going to evaluate the effectiveness of crime prevention theories and strategies as a means of combatting anti-social behaviour (ASB).  It will define what is meant by ASB and go on to discuss the benefits of targeting places and people and the strategies available to agencies to do this.  It will then discuss the impact, if any, these strategies have had in combatting ASB.

ASB is defined as “conduct that has caused, or is likely to cause, harassment, alarm or distress to any person” (Anti-social Behaviour, Crime and Policing Act, 2014).  It can also be conduct that causes a nuisance in relation to an individual’s occupation, place of residence or a housing related annoyance.  There are a range of behaviours which constitute ASB from shouting and swearing in the street, vandalism, street drinking or drug taking or dumping rubbish and in the year ending June 2023 police forces in England and Wales recorded 1 million ASB incidents (ONS, 2023).  Whilst it is sometimes problematic to differentiate to victims which of these behaviours constitute crimes, even those incidents which are regarded as a minor nuisance have the potential to escalate into serious incidents and therefore ASB should not be regarded as ‘low level’ and the impact that it can have on both individuals and communities should not be underestimated.

Targeted, pro-active policing has been proven to reduce ASB and this can be through targeting places or crime ‘hot-spots’ or prolific offenders who are responsible for committing repeat ASB offences.  There has been significant research into focusing policing resources on areas where crime is more concentrated to reduce problems in those specific areas (Braga et al, 2019).  This research has found that targeted patrols and problem orientated policing (POP) is proving effective in reducing crime in these high crime activity areas and providing an increase in visible patrols is acting as a deterrent to offenders and reducing the opportunity for offences to be committed (Brandon, 2015).   As part of the government’s Anti-Social Behaviour Action Plan targeted patrols by uniformed officers in known ASB hotspots has seen a decrease of ASB of up to 30% in some areas (Home Office, 2023).  However, consideration has to be given as to whether this is sustainable long term or whether this just leads to displacement of crime to other areas.

In addition to tackling known hotspot areas, the aforementioned Anti-Social Behaviour Action Plan has vowed to also target perpetrators of ASB by making them carry out reparative work to repair damage caused, handing out on the spot fines for fly tipping, littering and graffiti and making it easier for private landlords to evict those tenants responsible for ASB which has a significant detrimental effect on not just neighbours but entire communities (HM Government, 2023).  What is clear from existing research is that tackling ASB requires a multi-agency approach with police forces working alongside housing associations and landlords, youth offending services, local authorities and importantly communities to address ASB at its root causes and divert perpetrators at the earliest possible opportunity.
In order to provide these agencies with the powers needed to address ASB, the Anti-Social Behaviour, Crime and Policing Act 2014 saw the consolidation of existing powers to create a broader range of enforcement options which could be used in a wider variety of circumstances.  Targeted at perpetrators were ASB Civil Injunctions, Criminal Behaviour Orders (CBO’s) and Community Protection Notices (CPN’s) and aimed at protecting public places saw the introduction of Public Space Protection Orders, dispersal powers and closure powers (Brown & Sturge, 2020).  It was felt that by consolidating the existing powers agencies would be provided with more flexibility and the ability to approach local problems proactively, however due to the lack of published data on use of these powers it is difficult to assess the success and effectiveness of these powers.  A report published by Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS) into a national overview of police effectiveness raised concerns that some forces were not treating ASB as a priority and using the tactics available to them to reduce ASB and target offenders.  In addition, the forces that were utilising them were not evaluating their effectiveness or recording whether they were resolving any of the issues in the community (HMICFRS, 2018).

In addition to the above the Anti-Social Behaviour, Crime and Policing Act 2014 also saw two other strategies which were designed to put the victim at the centre of the response to ASB by giving them the opportunity to influence how ASB is tackled.  One of these strategies was the Community Trigger, now known as an ASB Case Review.  These provide repeat victims of ASB with the opportunity to request a multi-agency review of complaints made, the effectiveness of any response and the harm suffered, thereby giving victims the opportunity to make clear the impact that ASB has had on their lives and the potential to address repeat ASB at an early stage (Home Office, 2020).  However, ASB Case Reviews have been the subject of much criticism with research questioning their accessibility to victims, with many victims being unaware of their existence.  Those victims that are aware have reported confusion on how the reviews work leading to victims receiving minimal or no help for the problems they are experiencing (Herrera, 2019). 

What is clear from reviewing the strategies available to combat ASB is that it is not just an issue for the police but requires a multi-agency approach.  As discussed above there appear to be a number of policies and practices in place to target both places and perpetrators but little data available on the effectiveness of these.  Whilst it has been recorded that there were 1 million ASB incidents in the year ending June 2023, this was an 11% decrease from the previous 12 months (ONS, 2023) however it is unclear whether this is as a result of effective ASB strategies or a gap in the ASB that is being experienced and what is being reported.

A report prepared by the Victim’s Commissioner in 2019 found that the police and other agencies are still failing to acknowledge the impact of repeat ASB on victims with incidents being treated as low level isolated incidents as opposed to taking into account the cumulative detrimental effect repeated ASB has on individuals and communities alike (Victim’s Commissioner, 2019) making it clear that there needs to be an improvement in data available on what is working and what is not so that a cohesive response can be provided where it is needed most and victims afforded the support they deserve.
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