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1.0	Executive Summary

This report critically assesses the organisational culture within The Metropolitan Police Force (The Met) and proposes strategic interventions for cultural change and development. The examination is prompted by the findings of the Baroness Casey review, revealing systemic issues within the Met, including the toxic culture, inadequate management and poor recruitment and vetting systems.
The Met’s negative culture encompasses institutional racism, sexism, homophobia and widespread discrimination. The culture has eroded public trust, impacted officer recruitment and retention and hindered diversity efforts.
Positive cultural changes are linked to enhanced organisational performance, adaptability and increased public trust. Addressing vetting and monitoring processes, strengthening the misconduct process and establishing secure reporting channels are identified as crucial steps towards a healthier organisation culture.
To address the identified deficiencies, the report recommends short-term measures such as enhancing vetting and monitoring processes and strengthening the misconduct process. Medium and longer term strategies include establishing secure reporting channels and correcting supervision ratios to foster a positive and inclusive organisational culture.
The Met faces a pivotal moment requiring urgent and comprehensive cultural transformation. The recommendations provide a roadmap for immediate and longer term actions to rebuild trust, enhance officer retention and create a culture that aligns with the values and expectations of both the workforce and the communities served. Failure to implement these changes may necessitate more radical structural options as suggested by Baroness Casey.

2.0	Introduction
This report will review the organisational culture change and development within The Metropolitan Police Force (The Met). 
It will review the cultural issues that exist within the Met, how these have come about and what can be done going forward to limit the risk to the service and to the public.
The culture of an organisation is crucial to how the organisation operates. CIPD explains how organisational culture is central to the role of the HRM professionals, because the heart of every organisation is made up of human relationships and human interaction. Culture must be managed and developed accordingly by the HRM function (CIPD, 2023).















2.1	Organisation Background
The Metropolitan Police Force, or the Met as it is commonly known, is the Police Force serving London City and the surrounding 32 boroughs. The Force was formed in 1829 by the Home Secretary at the time, Sir Robert Peel. Its purpose is to serve and protect the people of London by providing a professional Police service.
The Met employs more than 47,000 officers and staff and is the UK's largest police service with 72% of total staff being serving police officers. It currently receives 25% of the total police budget for England and Wales. The Met covers a jurisdiction of 620 miles and serves more than eight million people.
The HRM function of the Met is part of the People and Resources function. The senior structure consists of
	Chief People and Resources Officer
Clare Davies



	Director of HR
Karen Graham


It is important to see that there is representation at Chief Officer level overseeing the HRM function within the force and also a Director whose sole focus would be on the HRM function.
(Metropolitan Police, 2023)



3.0	Main Findings
3.1	Critical area for improvement within the Met
The priority area for improvement which this report will focus on is the culture within The Met police force and the negative impact it has on the operation of the organisation as a whole.

According to Smith and Sadler-Smith, 2006, organisational culture can be defined as ‘a commonly held set of beliefs, values and behaviour’. It is the beliefs, values and behaviour within the Met that have been criticised as being inadequate.

This issue was brought to the forefront of the Public’s awareness when the Met appointed Baroness Louise Casey (2023) to carry out an independent review of its culture and standard of behaviour following the murder in London of Sarah Everard by a serving police officer.
The review began in February 2023 and was concluded in March 2023. The purpose of the review was to:
· discuss whether the Met’s leadership, recruitment, vetting, training, culture and communications support the standards the public should expect.
· Recommend how high standards can be routinely met and how high levels of public trust in the Met can be restored and maintained.
(www.met.police.uk)

Following the release of the review finding, it was discussed by Mahalia Mayne (2023) in a People Management article, how the review found many internal failings, mainly, a toxic culture, inadequate management, poor recruitment and vetting systems and a lack of oversight on the needs and skills of the organisation.

The article went on to discuss how Casey stated that ‘a boy’s culture was rife’. The review put a lot of the blame on the HRM function within the Met, stating that there were systematic and fundamental problems in the running of The Met, there was no work force plan, no strategic assessment of the skills and needs of the organisation, recruitment and vetting systems were poor and there was no central record of training meaning officers could be in roles that they were not trained for.

The Baroness Casey Review found evidence of widespread bullying, discrimination, institutional homophobia, misogyny and racism. Barnes (2023) wrote how there are deep-rooted issues of institutional racism within the Met, trust amongst ethnic and minority groups is at an all-time low. The Baroness Casey review found that members of the public from black and mixed ethnic groups typically score 10 to 20% lower on trust that those from other groups within the community.








3.2	What necessitates the improvement of the culture?
Johnson and Scholes (1992) explains how culture is formed in an organisation, it is made up of several elements which gives the organisation its ‘culture’ and it is central to the organisation, shown in the cultural web below. Having a negative culture within any organisation will affect the performance. 
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Cultural Web, Johnson & Scholes (1992)

The Met will have rigid control systems within which it operates, it will be hierarchical and have defined power levels based on your ranking within the Force. This immediately creates a certain type of culture and will attract employees who are drawn to working within rigid confines and those who will adhere to the hierarchical structure. The further up the power chain one is, the more powerful one will feel over their peers and even the community they serve. This leads to a negative culture and one which does not allow lower ranking officers to speak out in a safe environment where they feel action is needed.



Following on from Baroness Casey’s review, which the Met instigated, the organisation accepted that it needed to change the internal culture. In a news article by the Met Police (September 2023), they said they were striving towards building a healthier stronger culture and to better support the tens of thousands of officers who feel ill-supported and ill-equipped to carry out their duties effectively.

The ongoing culture within The Met must undergo a transformation, as the organisation bears a legal responsibility under employment acts to safeguard its employees from discrimination. The Discrimination and Equality Act of 2010 serves as a protective framework, ensuring that employees are not subjected to less favourable treatment based on various grounds, including age, disability, gender reassignment, marriage and civil partnership, race, religion or belief, sex, and sexual orientation (ACAS, 2023).

The culture needs to change in order to restore public faith and trust in The Met Police Force and this will have a knock-on effect of mistrust in forces around the country and other public bodies. Sarah Tudor (2023) discussed in an article for the UK Parliament how a series of high profile cases of gross misconduct and illegal behaviour by police officers have led to the government and policing bodies to recognise the lack of public trust and confidence. 

According to The Home Office (2012) the model of policing in the UK is based on the principle of policing by consent, meaning that the power of the police comes from the common consent of the public as opposed to the power of the state. This power is dependent on public approval and respect.

This shift in public confidence was evidenced in the YouGov (2023) monthly tracker where the question ‘Are the police doing a good job?’ was answered. 47% said yes with 44% answering no. in 2020 the average answer to this question was 70% yes and 21% no so a significant shift can be seen.

Finally the culture needs to change to create an environment where officers can challenge unacceptable behaviours, which if left unchallenged, can escalate and lead to serious malpractice by members of the Police force. An article for The Police Foundation by Rick Muir (2022) where the recent reviews were discussed and highlighted that it is a hard core minority that are engaging in behaviour that is racist, misogynistic or homophobic but they are also surrounded by a ‘wall of silence’ or much larger group of people who although they are not partaking in or approving of such activity, they find it easier to ‘turn a blind eye’. The article goes on to explain how the solidaristic nature that exists within the Police force, which is often the case in dangerous professions, makes it intolerant of whistle blowing or speaking out against unacceptable behaviour. The aim has to be to flip that culture and make it the norm to call out behaviour that falls below expected professional and ethical standards.







3.3	What consequences does this shortfall impose on the Met?
The main impact is on the lack of public trust and confidence as discussed above and also this culture leading to unacceptable behaviour of serving police officers.

From a HRM view point this negative culture will cause a recruitment and retention issue for the force. According to the CIPD, an organisations biggest asset is its people and the retention of valuable employees is extremely important to the sustainable performance of organisation. Significant time and expense has gone into the recruitment process, training new starters and developing employees throughout employment. CIPD goes on to explain how to increase retention rates by developing a clear understanding of what matters most to employees, through surveys, exit interviews and focus groups and integrating these finding into a successful retention strategy (CIPD, no date).

The current culture has led to the Met being known as an organisation with a macho-culture and this is impeding diversity and impacting on standards according to a report by Liverpool John Moores University (2023). The report goes on to say how researchers found that the ‘toxic 1970’s-style’ attitudes to women, ethnic minorities and LGBTQ+ officers is a barrier to recruitment, a significant factor in poor retention and a bullying culture.

The Met has invested heavily in attracting officers from BAME communities but then they enter the police force and are faced with racist behaviour, feel unwelcome and ultimately many leave. The whole process is misleading, officers are sucked in to believing the Met is a good place and sold a positive story but the reality is not living up to this. In March 2023, London Major, Sadiq Kahn announced the latest phase of his action plan to improve recruitment of officers from BAME communities by providing an additional 300,000 funding this year. This is in addition to £400,000 that is invested annually to support the promotion of Black police officers and provide them with career development, leadership and promotion opportunities (London.gov.uk, 2023). This investment is wasted if the officers are not retained.



















3.4	Benefits of improving the culture within The Met
Considerable efforts are being made by the Met to improve the culture that exists since The Casey report was released but changing organisational culture is not an easy task especially in an organisation like the Met where that culture is ingrained and deep rooted. Walker and Soule (2023) discussed in a Harvard Business Review article, how difficult this change can be. Changing culture requires movement, not a mandate, management can demand compliance but they cannot dictate optimism, trust, conviction or creativity, it lives in the hearts and minds of every employee. An article for Linkedin by Anna Pannuzzo (2019) says it can take 3-5 years to create a positive change to workplace culture but only a couple of days to ruin it.

In a blog from McKinsey and Company (2018), the benefits of cultural changes are
1. Culture correlates to performance
2. Culture is inherently difficult to copy
3. Healthy culture enables organisations to adapt
4. Unhealthy cultures lead to underperformance

[bookmark: _GoBack]A positive culture will create a workforce of supported staff who buy in to the organisation values and mission. In an article by Paul Jacques (2023) in Police Professional, it is discussed that in order to better serve the community, an environment needs to be created where the workforce can police themselves and remove ‘toxic’ officers. Good officers need to feel they are on the ‘right side of history and bad officers need to know that the Met is no longer an organisation where they can speak and act with impunity’. To achieve this an intrusive and aggressive vetting and monitoring process is needed.
The vetting and monitoring process within The Met has been heavily criticised in The Casey review and also in a subsequent review that was carried out by His Majesty’s Inspectorate of Constabulary and Fire and Rescue Services (HMICFRS) specifically looking at vetting, misconduct and misogyny in the Police Service. This report concluded that vetting standards were not high enough and that it was ‘too easy for the wrong people to both join and stay in the Police’ (HMICFRS, 2022). Therefore by getting the vetting and monitoring right, the right people with the right attitudes and beliefs will be in post and this in turn lead to the culture the Met wants.

Better retention of staff would be a key positive outcome of a better culture. As discussed previously there is a significant cost to recruiting and training staff, if staff can be retained for longer, there will be a reduction in recruitment and initial training costs and the ability to provide a better service with increased experience.

All of these would ultimately lead to increased public trust and confidence and the provision of a service that the public demand.







4.0	Conclusions
The Casey review has been a turning point for the Met, unequivocally highlighting their shortcomings with no room for evasion. In response, the Met has acknowledged these failings, taking a proactive stance by assuming responsibility and initiating positive measures for change.
The main finding of the report were that:
· The Met was failing women and children
· Frontline policing had been deprioritised and degraded after a decade of austerity.
· There was institutional racism, sexism and homophobia present internally in terms of how officers and staff were treated and externally in terms of how communities were being policed.
· The Met was unable to police itself.
(www.met.police.uk)

These negative findings can be put down to the deep-rooted, ingrained culture that has been allowed to develop in the Met. It is now at such a stage that it is affecting recruitment and retention, particularly from underrepresented categories – female, ethnic minority. The public’s trust and confidence is at an all-time low and this is affecting the ability of the force to police its communities.

Urgent action is needed by the Met in order for them to be allowed to continue in their current form. Baroness Casey, as reported by Sarah Tudor (2023) emphasises the need for substantial improvement or more ‘radical, structural options’ such as dividing up the Met into national, specialist and London responsibilities should be considered. The recommendations below aim to provide viable options to prevent such drastic measures.






















5.0	Recommendations
The Met has to work to create a better culture. George Barnes states that a consistently high level of genuine caring, encouragement, affiliation, and mutual support are all characteristics of a ‘constructive’ culture. The question then is, how does an organisation go about encouraging and implementing a culture like this? Below are some recommendations that will help to achieve this, based on the Baroness Casey Review (2023).
1. Enhance vetting and monitoring processes (short-term)
· Implement comprehensive ‘end-to-end processes’ for vetting officers throughout their entire career.
· Provide thorough training for HR professionals to conduct stringent vetting including legal, criminal, medical and crucially online and social media checks.
· The significance of character assessment derived from social media and online vetting must be emphasised and taken seriously.

2. Strengthen misconduct process implementation (short-term)
· Ensure the thorough investigation and documentation of all misconduct cases.
· Promptly address concerns raised through the misconduct or complaints process.
· Identify patterns of behaviour and escalate incidents appropriately.
· Convey a clear message that negative behaviour will not be tolerated and consequences will be enforced consistently.
3. Establish secure reporting channels (medium-term)
· Create safe channels for reporting inappropriate behaviour.
· Build confidence among staff that their reports will be addressed promptly.
· Cultivate a workplace culture where inappropriate behaviour is intolerable and officers understand they will not be shielded by their peers.

4. Correct supervision ratios (long-term)
· Review and adjust supervision ratios to ensure effective oversight.
· Develop a robust process for the progression and development of officers aspiring to supervisory roles.
· Prioritise diversity promotion in supervisory and managerial positions, especially for women and ethnic minorities.
· Implement extensive training program for senior officers to lead by example and contribute to a positive culture.

These recommendations are explored further in the subsequent presentation.
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