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

Analysing the role of independent bodies when holding police forces accountable to those they serve. Establishing how the independent bodies review and how they are referred to by police forces, and the influence the media has on the members of the public in relation to police trust.
There are independent bodies that review Police forces in England and Wales and then hold them accountable for their actions. Two of these independent bodies are the Independent Office for Police Conduct (IOPC) and Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services. Even though these bodies are independent some members of the public do not believe they are truly independent. The IOPC which has replaced the reviewing body formally known as the Independent Police Complaints Commission (IPCC) and they have been given strengthened powers to investigate alleged wrongdoing by officers in England and Wales. An article in the Independent (2021) states that relatives of suspects that had been killed and injured whilst in police custody had expressed concerns that the IPCC was not actually independent. The article also states that people need to know that when things go wrong, or serious allegations are made about police officers, they will be thoroughly investigated by a truly independent body.
Policeconduct.gov.uk (2021) states that the Independent Office for Police Conduct (IOPC) oversees the police complaints system in England and Wales. They investigate the most serious matters, including deaths following police contact, and they also set the standards by which the police should handle complaints that are made. It also states that they use learning from their work to influence changes in policing. They also make their decisions entirely independently of the police and government. 
Another independent body is Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS) which was previously known as Her Majesty’s Inspectorate of Constabulary (HMIC) up until 2017 when they took on inspections of England’s fire and rescue services, assessing and reporting on their efficiency, effectiveness and leadership. Justiceinspectorates.gov.uk (2021) states that the HMICFRS will frequently ask questions that they believe the public wish to have answered. The HMICFRS will then publish their findings, conclusions and recommendations for improvement. They provide information to allow the public to compare the performance of their police force and fire and rescue services against others. They will also routinely monitor the performance of police forces in England and Wales.
These independent bodies will review police forces for the people they serve, the public. Rupertmatthews.org.uk (2021) says that in 1829 Sir Robert Peel founded the Metropolitan Police. He founded them based on his 9 principles. These in time have become known as the “9 Peelian Principles of Policing”. One of these principles is “To maintain at all times a relationship with the public that gives reality to the historic tradition that the police are the public and that the public are the police, the police being only members of the public who are paid to give full-time attention to duties which are incumbent on every citizen in the interests of community welfare and existence.
The 9 Peelian principles were the basis for all police forces in England and Wales, these police forces have then introduced a Code of Ethics for all officers to adhere to. College.police.uk (2021) states and provides the Code of Ethics which was produced in 2014 in its role as the professional body for policing. They set and define the exemplary standards of behaviour for everyone who works in policing. Part of the Code of Ethics are the 9 policing principles and the 10 standards of professional behaviour. These principles and standards are upheld by the Professional Standards Departments (PSDs) within each police force.
These departments play an important role in maintaining trust and confidence in the police. College.police.uk (2021) states trust and confidence can be undermined by a failure to vet and manage misconduct and complaints or investigate counter-corruption activities effectively. It is essential these issues are dealt with openly and robustly in accordance with the Code of Ethics. PSDs can and often refer themselves to the IOPC. An example of this is South Wales Police referring themselves to the IOPC following an investigation into the death of a man in Cardiff. Policeconduct.gov.uk (2021) provides a statement saying “The Independent Office for Police Conduct (IOPC) is investigating after a man died following police contact in Cardiff”. The IOPC received a referral from South Wales Police due to the fact the man, 30, had contact with officers shortly before he was taken to hospital, where he died in the early hours. 
BBC (2021) have reported that The IOPC are also investigating the Metropolitan Police’s investigation into Wayne Couzens. Couzens was linked to 3 separate incidents leading up to the murder of Sarah Everard for which he has been found guilty. The most recent of these incidents has questioned whether officers responded appropriately. The report continues with a statement from the Met police stating that they want the public to have confidence in their vetting and that they are taking additional measures to ensure that the processes are as robust as they can be.
It is important that all police forces and police staff are held accountable for their actions. Maintaining trust from the public is essential, by referring themselves to independent bodies the police are being transparent and honest in their actions. Rupertmatthews.org (2021) provides the Peelian principles, the second of these is “To recognise always that the power of the police to fulfil their functions and duties is dependent on public approval of their existence, actions and behaviour, and on their ability to secure and maintain public respect”. However, there is a negative impact for the police when they refer themselves or they are being investigated by the IOPC. Emerald.com (2021) states that media coverage did affect citizen evaluation in relation to the guilt of the officers involved in any specific case. The more media coverage a case received the more likely the public is to think that officers involved in the case were guilty. This could have an everlasting damaging effect for the reputation of individual officers involved and the organisation itself.
In conclusion the independent bodies are working to hold police forces and officers accountable for their actions but there are some that do not truly believe they are actually independent from the police. Police forces refer themselves to the independent bodies to maintain the relationship of trust and honesty with the public they serve, this can sometimes be influenced by the media depending on the amount of coverage any one incident receives.
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Essay two title:
Examine the ethical dimension of ‘real time’ operational decisions. (1000 words)

Examining the ethical dimension if real time operational decisions, how officers make these decisions whilst at operational incidents, how unconscious bias affects officer’s decision making and how police forces are using body worn video to improve officer’s decision making.
Firstly, it is important to understand what the term ‘ethical’ means, scu.edu (2021) explains that ethics is a term that is based on the standards of right and wrong. These standards are based on what humans believe they ought to do, what they usually prescribe to be their rights, obligations, benefits to society, fairness or specific virtues. They also explain that people believe that this term originates from various sources. Some of these being people’s feelings of right and wrong, religious beliefs, requirements by law, standards of behaviour expected by society whilst others did not know what the term ethical meant. 
Secondly ‘real time’ operational decisions refer to the decision making that police officers must make whilst dealing with operational incidents. Police officers must absorb numerous different sources of information, evaluate these, and decide on a course of action. Some of the decisions need to be made instantaneous to protect other officers, members of the public and themselves. Criminaljustice.com (2021) stated that officers take in information that they can obtain from the scene, the victims, witnesses, and suspects but they also explain that more experienced officers will use their experience to help make these decisions, Whereas officers that are less experienced will tend to arrest suspects more often. That is because those experienced officers will look for a more pragmatic approach and will use out of court disposals, that is not to say that either method is incorrect it just identifies the difference between the two types.
Regardless of an officer’s length of service, officers will make decisions using the National Decision Model (NDM). This model assists officers making decisions whilst they are at operational incidents, College.police.uk (2021) provides an image of the model and explains each stage of it. At the centre of the model is the Code of Ethics, this code incorporates the policing principles as well as the standards of professional behaviour by which all officers and staff are expected to adhere to. The model is then split into sections and the code of ethics is assessed and reviewed at each stage:
· Gather information and intelligence – during this stage the officer identifies what is happening, what has happened and what else they need to know.
· Assess threat and risk and develop a working strategy – officers will carry out a dynamic risk assessment and then they will analyse if the risk level is acceptable. They will then decide whether they need to act, if they have the suitable resources available to deal with the situation or is further information required to make that decision.
· Consider powers and policy – during this stage officers will decide what police powers might apply to the situation. (Are there any local organisation policies or guidelines that apply?)
· Identify options and contingencies – this stage involves officers deciding what course of action is best suited for the situation. The decision will consider the available resources, the action that is least likely to cause harm to anyone, what will happen if no action is taken, what impact will their actions have on the on the public.
· Take action and review what happened – officer will take the action that they have identified at the previous stage. Action they have taken will then be recorded and monitored before finally it is reviewed. It is important that every action is reviewed to see what lessons can be learnt and what can be done differently the next time a situation arises.
As well as using the NDM officers will also use the mnemonic JPLANE to aid in making their decisions, this stand for Justified, Proportionate, Legal, Accountable, Necessary and Ethical. College.police (2021) states that if every action an officer makes meets the requirements of the mnemonic JPLANE then officers know they have not interfered with an individual’s human rights and freedoms.

Officer’s decision making may also be down to an unconscious bias. University of California (2021) explains that unconscious bias are prejudices in favour of or against a thing, person or a group in a way that is usually considered to be unfair. These biases are not necessarily down to ethnicity or race but can also include age, gender, gender identity, physical abilities, religion, sexual orientation, weight and many other characteristics. These unconscious biases are stereotypes that are formed from outside an individual’s conscious awareness.
Unconscious biases have a massive effect on the operational decisions that police officers make. Sage Journals (2021) provides an extract from an article discussing the discriminatory use of stop search powers on black Londoners. Police officers have historically been using prejudice, stereotyping and racial discrimination when making their decisions whether to stop and search, arrest and use their policing powers. This discrimination is not a new concept and has been happening since the 1970’s where police officers have abused their powers using the ‘suspicion law’ also known as the ‘sus laws’.
However not all officers abuse their powers but are criticised by the public due to this historic discrimination. Oxford Academic (2021) provides an article relating to the use of Body worn Videos and how they are used by Police forces. They have begun using these cameras or BWV’s as evidence and also to protect members of the public and their officers but also to aid in the decision making at operational decisions. These cameras capture what happens at operational incidents. The evidence that is captured on these cameras is used to highlight to the public that the police forces are trying to show the public that they are acting honestly, with integrity and that they are being transparent in their decision making. The other benefit of the BWV’s is being able to review the footage, this aids in teaching officers about their decision making in a rapidly changing operational environment.

In conclusion officers will make their decisions at incidents using the national decision model, which is based around the Code of Ethics. Historically officers have been abusing their powers and decision making using an unconscious bias, prejudice, stereotyping and racial discrimination. Police forces are trying to prove to the public that their officers are making lawful decisions and that they are honest and transparent about their actions. To do this they are using Body worn video cameras. This can be used as evidence in investigations but also as a teaching aid to improve officer’s abilities to make decisions at an incident.
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Essay three title: 
Assess the impact of organisational justice on police agency. (1000 words)

Assessing the impact of organisational justice on police agency, the perception of fairness, treating others fairly, team dynamics and team cohesion. Also assessing changes in ways police recruit new officers and the effect of positive discrimination can have on employees and employers.
To begin, the term organisational justice needs to be defined. Employment studies (2021) provides a document which defines organisational justice is how an employee perceives the fairness of the behaviours, decisions, and actions of the organisation for which they work for. It is also how these then influence the attitudes and behaviours of the employees. There are four areas that influence perceptions about fairness these are distributive fairness, procedural justice, interpersonal justice and informational justice.
Distributive justive, as described by ScienceDirect (2021), is the perceived fairness of what people have received or they have been allocated. According to trustjustice.org (2021) procedural justice is the way the police and other legal authorities interact with the public. It is how these interactions influence the public’s views of the police, their willingness to obey the law, and actual crime rates. Interpersonal Justice is defined by Workrbeeing.com (2021) as how an employee is treated by their employer. Is the employee is treated with fairness, dignity and respect. And lastly Work and Family Researchers network (2021) defines informational justice as the explanations given to people for why procedures have been used in a particular way.  
A large factor for organisational justice is organisational culture. According to managers.org  (2021) organisational culture is the personality and character of the organisation. This culture is made up of share values, and beliefs. It is also the agreement of how employees should act, behave and interact with one another. It is the agreement of how decisions are made and how actions are undertaken. Organisational culture can and often changes over time, old beliefs are forgotten and new acceptable beliefs replace them. Over time employees challenge the thinking of “that’s how it’s always been done” to one that more is accepting of modern-day life. Organisational culture has changed in respect to the perceptions of fairness. Previously employees would accept the decisions that were made but now employees have the right to be treated fairly at work. csc.gov.sg (2021) explains that perceptions of fairness in organisational life can be influenced by different concepts including personnel selection and staffing, performance appraisal, compensation and benefits, resource allocation, conflict resolution, layoffs, and other human resource functions. The article also states that people are sensitive to the fairness of the decisions made in relation to these areas. 
Treating employees fairly will have an affect on the culture of an organisation, chron.com (2021) states that if a company or organisation fails to treat their employees fairly and consistently then they run the risk of having animosity and resentment towards the individuals who are favoured by the employer. Not treating employees fairly can also affect team dynamics from within a workforce. Teamtechnology.co.uk (2021) explains how team dynamics are created, they are the unconscious, psychological forces that influence a teams behaviour and performance. Individual personalities and working relationships and the working environment all have an effect on team dynamics which in turn can have affect on how well a team can perform their duties and responsibilities. This coincides with team cohesion, Russell Tobin (2021) states that team cohesion happens when all members of that team work together for a common goal, but it is also when every member of that team feels that they have contributed to the success and that they are valued members of that team.
Police forces have recently made changes in the way they recruit new officers into their respective forces. There has been emphasis on recruiting new police officers from more diverse backgrounds, often known as BAME (Black, Asian, Minority Ethnic). BBC (2021) has published a news article in which they state that West Midlands Police force are recruiting more officers from BAME backgrounds which will change the face of its police force. The article continues to say that the police force should reflect the communities in which they serve. That being one that has a higher percentage of BAME officers than that that they currently have. This has an effect of making the police force more inclusive to everyone but also enables those existing officers to learn about different backgrounds. These new officers from different backgrounds may also become role models and inspirations for children and young people who have come from similar communities as those officers.
With this new recruitment method in mind the organisation must be careful that it does not start positively discriminating other applicants. Croner (2021) explains that positive discrimination is preferential treatment to someone who has a protected characteristic rather than due to the abilities. This can have a negative affect on officers who have joined and who also have these protected characteristics. Others may believe they have only obtained their position or status due to their protected characteristic instead of their suitability for the role. This again can affect team dynamics and team cohesion even though it is not the fault of the individuals involved. This can also be the same for promotions or transfers from within a corporation or organisation, it is important to see a more diverse workforce but not at the expense of placing the wrong person in those positions just to meet target numbers.
These organisation changes have implications for officers as explained by tandfonline.com (2021). These can be staff attitudes, staff retention, workplace relations, productivity and performance but they can also affect the interactions between members of the public and police organisations. Organisational justice and procedural justice relate to the way in which people or employees make judgements to the fairness and the outcomes of decisions. If officers believe that decisions, especially those about staff appointments, have been unfairly made then the likelihood is staff attitudes will become more negative or staff numbers will decrease. 
In conclusion organisational justice has a large impact on the police agency, organisational culture being part of that. It is the perception fairness in the decisions made by the police agency. This effects team dynamics, team cohesion and its ability to work effectively. Organisations are trying to make their workforces more divers and reflective of the communities they serve but there is a fine balance about employing the right people and not just because they have the desired protected characteristics. Organisations need to avoid positive discrimination, so it does not have a negative impact on the organisation and of the people they employ.
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Essay four title:
Analyse potential links between serious and organised crime and public protection issues (1000 words)

Analysing potential links between serious and organised crime and public protection issues. Identifying some of the different types of public protection issues, looking at the police are trying to combat serious organised crime and also what recent events have taken place and how they have affected policing these serious organised crimes.
According to Crimestoppers (2021) serious and organised crime is people working together to commit serious crime, and these people have been working together for extended periods of time to plan, coordinate and conduct these crimes. The people who are involved in these crimes tend to be, more often than not, motivated by the financial gain. These crimes involve, but are not limited to, class A drug dealing, child exploitation, violence, use of weapons, cyber crimes and human trafficking. Serious and organised crime affects the UK’s public services, communities, the UK’s reputation, and the countries way of life and costs the UK £37 Billion annually.
There are a number of different public protection issues involved with serious and organised crime, one being cuckooing. Oxford.gov.uk (2021) state that cuckooing is where people take over the home of a vulnerable person, much like that of the cuckoo bird. They take over these homes and exploit the people who live there to deal, store or take drugs in the property, conduct sex work inside the property, take over the property and live there themselves and/or take over the property to financially abuse the tenant. The most common form of cuckooing involves the storing and taking of drugs inside the property.
Another public protection issue, which can often be related to cuckooing, is county lines. National crime agency (2021) defines county lines as when drugs are transported from one area to another within the UK. This is usually done by exploiting children or vulnerable adults and using a dedicated mobile phone line or another form of ‘deal line’. The people who oversee these county lines will often use coercion, intimidation, violence and weapons. The drugs are transported usually from urban areas into coastal towns often crossing police and local authority boundaries.
Another public protection issue is known as mate crimes, these can also be linked to cuckooing and is often how cuckooing starts. Mate crimes occur when somebody claims to be another person’s friend but does things to take advantage of that person for example ask for a large sum of money of that person or to use the home to store things (Mencap.org, 2021). The person being taken advantage of is usually an individual classed as a vulnerable person, this vulnerable person will not have many friends or a large support network, so it is easy for the perpetrator to isolate and exploit them for their own needs.
Serious organised crime and these public protection issues have a massive impact on the local communities. Gov.uk (2021) explains the impacts on these communities that serious organised crime has. They explain that the communities suffer from lack from the benefits of development due to these organised crime groups, which in turn then means there is lack of employment for the residents in that local community. With employment then reducing the locals are forced to resort to working for the organised crime groups. This can still be out of coercion, violence and to enable to build up the legitimacy of these organised groups. If these groups are left unchallenged or policed then they can pose a threat to the security of the state and then the country.
According to apccs.police.uk (2021) the police are developing strategies in which they can deal with these organised crime groups. They have been working hard in collaboration with police agencies and other agencies outside of policing to tackle the rise in serious organised crime. They have been working to improve the response in dealing with new and evolving forms of criminality, developing the mobilisation of forensics capability network and also working the national police air support and develop the funding for this vital support agency. The partnerships are developed to ensure there is full and active roll in tackling serious and organised crime and that there is leadership and governance when dealing with these crimes.
The question whether police are doing enough to tackle serious organised crime has been asked by the Guardian (2021). In an article they have published they state that serious and organised crime has become so rampant that police forces do not have the capability to respond to modern criminality. They go on to state one of the reasons for this is due to an outdated policing system that was created 190 years ago but also due to the high numbers of people who are involved within these criminal organisations. The article then states that police and politicians both believe that the current system is broken but nothing is being done to rectify the problem, if this is true then there has been a failure by the government and forces in protecting the public and the vulnerable in the communities.
Recent events involving the global pandemic have also had an impact with serious organised crime and public protection. Victimsupport.org (2021) highlights the factors that have an effect for the communities. As lockdown restrictions have been put in place by the local governments, this has caused the support networks for the communities, and the vulnerable, have been withdrawn or temporarily stopped operating. This was due to various reasons including staff levels reducing due to illness, isolating or working from home. There has also been reduced funding to some departments as the funds were reallocated to tackle the pandemic crisis. Organised crime groups have not stopped operating during the lockdown period, if anything they have used this to their advantage. More and more people have become isolated and are at risk of exploitation, these people have fallen victim to the lack of support and funding by the support networks and are being exploited.
In conclusion serious organised crime groups will exploit the vulnerable in the communities to facilitate their crimes. They take advantage of these victims and use them, their properties or both to carry out the various tasks they require in committing crimes. Police forces and support networks have identified these public protection issues and they are trying to combat the crimes and protect the public. These organisations however are failing in some instances due to the evolution of crime, old systems in place or in recent times the strains placed on the systems due to the global pandemic.
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