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1. [bookmark: _Toc183790892]Introduction 
As of 2022, there has been a significant decline in public confidence in the police, dropping from 70% in March 2021 to 62% in March 2022 (Tudor, 2023). This alarming downward trend, fuelled by growing perceptions of racism and sexism within the police force, underscores the urgent need for action to address the rise in negative public sentiment.
Community trust in the police refers to the belief that police officers and the police institution will act reasonably, effectively, and with integrity during interactions with the public. It reflects the community's perception that the police can be relied upon to uphold justice and protect individuals' rights. Trust can be built through positive experiences, fair treatment, and transparent actions by the police (Brown and Hobbs, 2023).
Systemic issues within the police have long been a controversial issue in England and Wales, with numerous reports and scandals highlighting discriminatory practices and organisational culture. The stark evidence of racial profiling, with the Metropolitan Police conducting 49% of all stop-and-searches nationally, 80% of which targeted Black individuals, is a clear example of how policing practices can disproportionately impact minority communities (Home Office, 2021). This fuels a pervasive narrative of injustice and unequal treatment, significantly eroding trust among the very communities that police forces are meant to serve. Similarly, high-profile cases of sexism within police forces have cast serious doubt on the institution's ability to ensure fairness and respect, further damaging public confidence.
A police force that reflects the community's diversity fosters stronger relationships and increases trust. However, data showing that 49% of all stop-and-searches in England and Wales were conducted by the Metropolitan Police—where 80% of stops involved Black individuals—illustrates a significant trust gap, especially in London, where 60% of Black people in England and Wales reside (Home Office, 2021). These disparities suggest systemic bias, undermining public confidence, particularly in minority communities. Despite the benefits of a diverse police force, without equitable practices, trust in police forces will remain fragile (Donohue, 2019).

In line with this, the College of Policing (2024) defines diversity as recognising and valuing the unique differences of individuals, both within the organisation and in the communities they serve. Their diversity statement emphasises the importance of equality, diversity, and human rights. It highlights their commitment to creating an environment where diversity is welcomed and embraced across all aspects of their work.
Diversity within the police has been touted as a potential solution to these systemic issues, with advocates arguing that a police force that mirrors the communities it serves is better equipped to foster trust and reduce bias. However, as of March 2022, only 8.1% of serving police officers in England and Wales identified as being from ethnic minority backgrounds, compared to 18.3% of the general population (Home Office, 2023). This disparity not only underscores the underrepresentation of ethnic minorities within the police but also raises questions about the accessibility of increasing diversity alone in rebuilding trust. It suggests that more profound institutional reforms may be necessary.
As of the end of March 2022, there were 140,288 full-time serving police officers in England and Wales, with ethnicity data available for 136,274 (97.2%) (Home Office, 2023). Of these officers, 91.9% identified as white, while 8.1% came from ethnic minority backgrounds, including Asian, black, mixed, and other ethnic groups (Home Office, 2023). The data encompasses the 43 police forces across England and Wales, providing an overview of the ethnic composition of police personnel.
[bookmark: _Toc183790893]Objectives
The diversity of serving police officers influences community trust across different regions of England and Wales. Given the global focus on diversity and inclusion, this research is particularly relevant to academics, policymakers, and police agencies interested in community trust and diversity (Hebl, 2024). It seeks to assess whether greater diversity leads to higher levels of public trust, a question of significant importance in improving community relations with police. 
 
· Provide a comprehensive overview of the current state of police diversity and its relationship with community trust.
· Understanding the variation in community trust across different regions in England and Wales.
· Assess the current level of diversity within serving police officers and forces. 

[bookmark: _Toc183790894]Purpose of research 
This study critically examines the relationship between the diversity of serving police officers and community trust in England and Wales. By analysing variations in police diversity and trust across different regions, it seeks to determine whether greater diversity correlates with improved public perceptions of fairness, integrity, and accountability. Furthermore, it interrogates the limitations of diversity initiatives in addressing broader systemic challenges, such as racial profiling and inequitable policing practices.
Through this analysis, the dissertation aims to contribute to the ongoing discourse on diversity and trust in police forces. It provides insights into how police forces can better represent and serve their communities, fostering equitable and trusted policing practices across England and Wales. It also seeks to evaluate public perceptions and attitudes toward diversity within their local police forces and to examine the impact of this diversity on community trust. A central focus is on how community members view the representation of different demographic groups within their local police forces. Perceptions of diversity may vary significantly based on individual experiences, cultural context, and regional differences, influencing how communities evaluate the fairness, inclusivity, and legitimacy of police forces (Moir, 2024).
Additionally, this research investigates how specific demographic groups—such as women, ethnic minorities, and individuals from different age cohorts—perceive the level of diversity within the police. It explores whether these perceptions influence their trust in their local police force. For instance, ethnic minority groups may place greater emphasis on visible representation within the police, viewing it as an essential factor in ensuring equitable treatment and fairness (Moir, 2024). Similarly, younger individuals may have distinct attitudes shaped by their experiences and exposure to social issues, while older individuals may have more traditional views on policing. By examining these nuanced perspectives, this study aims to uncover whether perceptions of police diversity correlate with varying levels of trust among different demographic groups and how these relationships shape broader community attitudes toward police forces and officers.
2. [bookmark: _Toc183790895]Literature Review 
[bookmark: _Toc183790896]Comprehensive overview of the current state of police diversity and its relationship with community trust.

The state of police diversity in England and Wales presents significant challenges in fostering community trust, particularly in urban and ethnically diverse areas. As of March 2022, 91.9% of police officers in England and Wales identified as white, compared to 81.7% of the general population (Home Office, 2023). Ethnic minorities, who make up 18.3% of the population, remain significantly underrepresented in the police force, with only 8.1% of officers coming from these backgrounds. This disparity is particularly stark in regions such as London, where 46.2% of the population identifies as Asian, Black, Mixed, or from other ethnic groups (Home Office, 2022).
This lack of representation has profound implications for community trust (Vasko, 2024). Policing, as a public service, relies on mutual respect and cooperation between officers and the communities they serve. When police forces fail to reflect the diversity of their communities, it can reinforce perceptions of bias and disconnect. As the College of Policing (2024) acknowledged, the lack of minority representation at all levels of policing highlights systemic barriers such as perceived cultural and institutional bias. The police service has historically been criticised for harbouring institutional racism, as highlighted by William MacPherson (1999). A lack of visible diversity within the force can perpetuate a perception among ethnic minority candidates that the police service is unwelcoming or even hostile toward them (Hesketh and Stubbs, 2023); this can hinder the recruitment and progression of ethnic minorities. This disconnect erodes trust, particularly in areas where historical grievances, such as racial profiling and disproportionate policing, remain unresolved.
A striking example of these disparities is seen in the Metropolitan Police's stop-and-search practices. Although London is home to 60% of Black individuals in England and Wales, Black people are disproportionately targeted in 80% of these searches conducted by the Metropolitan Police, which accounts for 49% of all stop-and-search incidents nationally (Home Office, 2021). The National Sikh Police Association's 2021 survey on racial disparities in the UK police force revealed significant concerns about the treatment of ethnic minority officers (Chopra, 2021). Nearly half (47%) of respondents had considered leaving their career due to their treatment, with 62% reporting they had experienced some form of racism at work. Furthermore, 59% felt they had been passed over for opportunities due to racism or unconscious bias (Chopra, 2021). Despite these challenges, the data on promotions shows a stark disparity. In the year ending March 2020, of the 2,775 officers promoted, the overwhelming majority were White officers (2,558), while only 57 Asian officers, 52 from Mixed ethnic groups, 12 Black officers, and 10 officers from Other ethnic backgrounds (including Chinese) were promoted (Chopra, 2021). 
While local demographics can partly explain the representation of minority communities in policing, the disproportionate involvement of Black individuals in police encounters highlights the ongoing issue of racial profiling (Wilopo & Tino Plümecke, 2024). These practices not only reinforce public mistrust but also contribute to the perception that certain groups are unfairly criminalised. Diversity within the police force is often seen as a potential remedy, with the belief that a more representative force would be better equipped to understand and address community concerns (Nicholson-Crotty & Li, 2023). However, simply increasing the number of ethnic minority officers is insufficient if deeper systemic issues—such as institutional racism—remain unaddressed. Institutional racism refers to policies, practices, and behaviours within an organisation that disproportionately disadvantage certain racial or ethnic groups, including discriminatory recruitment processes, limited opportunities for promotion, and unequal treatment of officers from diverse backgrounds (Britannica, 2023). These barriers prevent ethnic minority officers from progressing within the force, undermining their ability to foster trust and community engagement.
 Resistance to change within police forces, such as unwillingness to admit to biases or sticking to old ways of doing things, makes it even harder to improve diversity and fairness (UK Parliament, 2021). These issues make it difficult for minority officers to join or succeed in the force and contribute to a lack of trust from the public. Cultural resistance to change refers to the unwillingness of an organisation or group to adopt new ideas, practices, or policies, even when they are necessary for improvement (Bhugowandeen, 2013). In policing, this can mean clinging to traditional methods, attitudes, or norms, prioritising the status quo over progress. For example, officers may resist changes to increase diversity or improve community relations because they believe these changes challenge long-standing values or practices (Bhugowandeen, 2013). This resistance can slow or block efforts to address issues like discrimination, unfair treatment, or underrepresentation, making it harder to build trust and ensure fairness in policing (UK Parliament, 2021).
Moreover, it is essential to recognise that community trust is not solely about representation but equitable and fair treatment. For example, while the Mixed ethnic group is proportionately represented within the police force, concerns of bias or unfair treatment persist across minority communities (Nicholson-Crotty and Li, 2023). Transparency, accountability, and the elimination of discriminatory practices are crucial for rebuilding trust (National Police Chief Council, 2013). These measures are not just necessary, but they are also the foundation for a diverse police force to avoid being perceived as false rather than transformative. This means forces must make fundamental and meaningful shifts in their operations, focusing on building trust, fairness, and accountability within communities (Cooper, 2022). Rather than making superficial changes, transformative policing involves addressing deep-rooted issues like systemic bias, unequal treatment, and lack of representation (National Police Chief Council, 2013). It seeks to create a culture of inclusivity and fairness, where diversity is not just a box to tick but a way to ensure all community members feel respected and protected (Cooper, 2022). This approach aims to reshape the relationship between the police and the public, moving beyond surface-level changes to foster genuine trust and cooperation.
In conclusion, the current state of police diversity in England and Wales underscores a pressing need for urgent and comprehensive reforms. The significant underrepresentation of ethnic minorities, coupled with discriminatory practices, is eroding community trust. While increasing diversity is a crucial step, it must be accompanied by immediate and far-reaching changes to address systemic inequalities within policing institutions (Cooper, 2022). Only by fostering an inclusive culture, ensuring equitable practices, and engaging in transparent community relations can police forces hope to build and sustain trust with the communities they serve.

[bookmark: _Toc183790897]Understanding the variation in community trust across different regions in England and Wales.

Public trust in police forces is a complex issue that varies by region, and much of it hinges on local events, community interactions, and the institutional approach to diversity and fairness. For example, London's Metropolitan Police has faced significant challenges in maintaining public trust, particularly considering high-profile incidents like the murder of Sarah Everard in 2021. Everard, a young woman, was abducted and killed by a serving officer, a case that not only shocked the public but raised serious concerns about the safety of women under police protection (Gill, 2024). Following this tragedy, there was a marked decline in trust, particularly among women and minority communities in London. A survey conducted between July 2022 and September 2023 showed that only four out of ten people trusted the Metropolitan Police, giving it the lowest confidence score of any police force in England (Pickering et al., 2024). A poll conducted in July 2022 surveyed nine regions in England, with women having greater trust than men in eight. This is interesting to look at as men, particularly young Black men, have historically reported more negative interactions with the police (Pickering et al., 2024). Experiences of racial profiling or over-policing, a term used to describe the excessive targeting and surveillance of specific communities, may contribute to a lack of trust in the police force among men, with certain groups perceiving the police as oppressive or biased. One striking statistic is that the Metropolitan Police conducts 49% of all stops and searches, and within this, 80% of the stops involve Black individuals (Home Office, 2022). This overrepresentation of Black individuals in stop-and-search incidents, especially in London, the residence of many Black residents in England and Wales, underscores the issue of racial profiling, a significant factor contributing to community mistrust, especially among those from ethnic backgrounds (Donohue, 2019).
The impact of the Sarah Everard case cannot be overstated, particularly regarding the way women view the police (Vasko, 2024).. Trust among women, specifically in London, dropped dramatically after the case. In London, only 34% of women expressed trust in the police, compared to 44% in the rest of the country (Pickering et al., 2024). This reveals a gendered dimension to policing, where women, particularly those who have experienced gender-based violence or harassment, may now perceive the police not as protectors but as a potential source of harm (Vasko, 2024). This is then further backed up by the Baroness Casey (2023). In the wake of Sarah's death, a review of the standards and behaviour of the Metropolitan police was commissioned. It found that "far too many Londoners have now lost faith in policing" and that trust fell from 89% in 2016 to a low of 66% in March 2022 (Casey, 2023). The gender gap in trust is significant because it reflects how personal experiences and societal expectations shape perceptions of the police. Historically, policing institutions have been viewed by many men as agents of social order and protection; male defendants are generally perceived as guiltier and are rated more negatively or receive harsher punishments than women who commit the same crime (Pica et al., 2019). However, the Sarah Everard case shattered that perception for many women, emphasising the vulnerability they feel to gendered violence and abuse of power within police forces.
Moreover, the Metropolitan Police's failure to consistently record self-defined ethnicity in stop-and-search records compounds the trust issue (HMICFRS, 2023a). In 84 of 280 sampled records, the ethnicity of individuals stopped and searched was not recorded (HMICFRS, 2023a). This data omission severely hampers efforts to assess disproportionality and bias within policing practices. Even though the Metropolitan Police reports that Black and Black British individuals in London are 2.9 times more likely to be stopped and searched than White individuals—lower than the national average of 4.1—missing data clouds the validity of these statistics (HMICFRS, 2023a). Without accurate ethnicity data, it is impossible to fully understand whether the disparity in stop-and-search practices results from systemic bias or misrepresentation. The lack of transparency and accountability further erodes public confidence, especially among minority communities, who may already feel disproportionately targeted by police actions (Moir, 2024).
In contrast, South Wales Police presents a starkly different narrative. Confidence in South Wales Police remains higher, with 74% of the public expressing trust in their local police force, according to the Office of National Statistics (2024). South Wales Police has made a concerted effort to acknowledge and address issues of racial bias and disproportionality, which may be why the force has not faced the same level of public backlash as the Metropolitan Police. For instance, Black people in South Wales are 3 times more likely to be stopped and searched than White people, a ratio that is concerning but still lower than the national average (South Wales Police, 2023). Unlike the Metropolitan Police, South Wales Police has shown a willingness to acknowledge its shortcomings publicly. The chief constable of South Wales, Jeremy Vaughan, admitted that there were racist attitudes within the force, including both overt and subtle forms of discrimination. Vaughan acknowledged that Black communities have lost trust in the force due to these systemic issues, and he clarified that improving this trust is a priority for the force (South Wales Police, 2023). South Wales Police has responded to these concerns by introducing initiatives like the Anti-Racism Action Plan, a comprehensive program that includes measures to tackle racism within the force and improve community relations (Welsh Government, 2024). 
The proactive steps taken by South Wales Police can be contrasted with the Metropolitan Police's response, which has been widely seen as more reactive and inconsistent. While the Metropolitan Police has implemented its own 'London Race Action Plan,' a comprehensive strategy that includes measures to address racial profiling, improve recruitment practices, and foster community relations (Metropolitan Police, 2024), the ongoing controversies and scandals have undermined the effectiveness of these efforts. The failure to address systemic issues such as misogyny and institutional racism within the force has only deepened the perception that reforms are not genuinely transformative (Moir, 2024). South Wales Police, by contrast, has shown a more authentic commitment to reform by actively engaging with its community, acknowledging problems, and being transparent about its efforts to tackle racial bias (HMICFRS, 2023b).
Looking at a report from His Majesty’s Inspectorate of Constabulary and Fire and Rescue Services (HMICFRS, 2024), The comparison between the Metropolitan Police and South Wales Police, as outlined in their Police Effectiveness, Efficiency and Legitimacy (PEEL) reports, highlights significant differences in their performance and organisational culture, which are relevant to understanding diversity and trust in policing.
This difference in transparency and accountability is crucial when comparing the two forces. The Metropolitan Police's "Requires Improvement" rating in workforce support and "Inadequate" rating for crime investigation reflect deep-rooted issues with institutional culture and operational inefficiency (HMICFRS, 2024). These deficiencies are not just internal; they directly affect public trust. In contrast, South Wales Police's "Good" and "Adequate" ratings suggest a healthier organisational environment, better officers' support, and more effective crime investigation practices (HMICFRS, 2024). This has likely contributed to higher trust and confidence in the force among the public.
When it comes to stop-and-search practices, the Metropolitan Police's failure to accurately record ethnicity in stop-and-search encounters hinders efforts to address racial disproportionality. In contrast, South Wales Police has made strides in transparency by acknowledging its disproportionality rates and making public commitments to reduce them. While Black individuals in South Wales are still disproportionately stopped and searched, the force's transparency and ongoing data updates, including a slight increase in disproportionality from 3 to 3.1 times more likely in 2023, demonstrate a commitment to addressing these issues (HMICFRS, 2023b). South Wales Police's willingness to engage with these complex issues head-on creates trust with the community that the Metropolitan Police has yet to rebuild.
Ultimately, the difference in trust between these two forces underscores the importance of transparency, accountability, and a willingness to engage in meaningful reform. The Metropolitan Police's internal culture, characterised by persistent issues of institutional bias, racial profiling, and poor management of public scandals, continues to undermine its credibility. On the other hand, South Wales Police, despite facing its challenges, has taken tangible steps toward improving its relationship with the community, mainly through open acknowledgement of past failures and efforts to implement corrective measures. This contrast is crucial for understanding how diversity, fairness, and transparency in policing are fundamental to rebuilding public trust.









[bookmark: _Toc183790898]Assess the current level of diversity within serving police officers and forces. 
The disparity between the ethnic composition of the police force and the general population is stark. In the UK, 18.3% of the population is from ethnic minority backgrounds (Home Office, 2021), yet only 8.1% of police officers are from these groups. This underrepresentation of ethnic minorities in the police force is particularly concerning in ethnically diverse urban areas, where minority groups often make up a large proportion of the population. For instance, in areas like London, where a significant portion of the Black and Asian populations reside, the police force does not mirror the demographic makeup of the community, potentially fostering feelings of alienation and a lack of representation. One of the most critical issues that arises from this disparity is its potential impact on community trust. 
When police forces fail to reflect the diversity of their communities, it can contribute to a sense of disconnect, undermining trust and confidence. The low representation of ethnic minorities within the police force could be a result of barriers to recruitment and retention. Police forces have long struggled to attract individuals from diverse backgrounds, often due to historical tensions between police and specific ethnic communities, particularly regarding incidents of racial profiling and discrimination. Furthermore, the police service's culture and internal dynamics may not be welcoming or supportive of ethnic minority officers, which can hinder recruitment efforts and the long-term retention of diverse officers. This perpetuates the lack of diversity in the force, which, as previously mentioned, can lead to a cycle of mistrust and disengagement with minority communities. Another issue could also be Black officers often facing criticism from their communities, being labelled as 'traitors' or 'Uncle Tom's' for working within an institution viewed as oppressive. This societal stigma can deter potential recruits and contribute to higher dropout rates among Black officers, further perpetuating the lack of diversity within the police force (Hobbs, 2020).
The underrepresentation of ethnic minorities within the police force is apparent. For example, only 3.1% of officers are Asian, compared to 6.8% of the general population. Similarly, Black officers make up just 1.3% of the force, while they comprise 3.3% of the population (Home Office, 2021). Meanwhile, 92.7% of officers are White, compared to 86% of the overall population. The Mixed ethnic group, however, is more proportionately represented, making up 2.2% of the police force, which mirrors the 2.2% in the general population (Home Office, 2021). Recruitment and retention of ethnic minority officers are crucial to improving police-community relations and ensuring that the police force is representative of the diverse communities it serves. If ethnic minorities are not adequately represented, police forces may struggle to gain the trust of these communities, which can undermine the effectiveness of police force efforts. Having officers from various backgrounds helps build trust, improves communication, and enhances the ability of the police to tackle issues of concern to all members of society (Tura et al., 2024). 
One of the most striking statistics is the disproportionate number of stop-and-search incidents involving Black individuals, particularly under the Metropolitan Police's jurisdiction. While Black individuals account for a substantial percentage of these encounters, they also make up a significant portion of the population in urban areas, particularly London, where 60% of Black people in England and Wales reside (Home Office, 2021). Additionally, 46.2% of London's population identifies as Asian, Black, Mixed, or from other ethnic backgrounds. Understanding the local demographics is crucial when assessing stop-and-search statistics, as this context provides a more accurate picture of police interactions and their impact on different communities (Hebl, 2024; Home Office, 2022).
As of March 2022, there were 140,288 full-time serving police officers in England and Wales, with ethnicity data available for 136,274 (97.2%) (Home Office, 2021). Of these officers, 91.9% were White, while 8.1% came from ethnic minority backgrounds. This contrasts with the general population, where 81.7% are White and 18.3% are from ethnic minorities (Home Office, 2021). The disparity between police forces' ethnic makeup and the demographics of the communities they serve has profound implications for community trust, especially in ethnically diverse urban areas. A lack of representation can lead to a perceived disconnect, undermining public confidence in the police, which is crucial for effective policing (Crest, 2022).
The College of Policing (2024) has acknowledged this issue, stating, "Our police service does not yet sufficiently represent the communities it serves, with a lack of representation of ethnic minority groups at all levels in the police workforce." These statistics emphasise the potential disconnect between police forces and the communities they serve, especially in urban areas with significant ethnic minority populations.
To improve these statistics, Home Secretary Yvette Cooper has announced major policing reforms, including several strategies aimed at improving the diversity of the police force. Central to these reforms is the drive to increase the recruitment of ethnic minority officers, particularly in leadership roles (Home Office, 2024). The Home Secretary emphasised the importance of making police forces more representative of the communities they serve. As part of this effort, specific recruitment targets have been set to ensure that police forces across the country actively recruit from underrepresented groups, including ethnic minorities and women (Home Office, 2024). This will involve targeted outreach programs and engagement with communities that have traditionally had lower levels of police representation.
These reforms are not just about addressing the current situation but about proactively shaping a more inclusive future for the police force. The initiatives also include measures to enhance the retention and progression of ethnic minority officers. Steps will be taken to foster a more inclusive environment within the police force, such as the introduction of mentorship programs and support systems for officers from diverse backgrounds. These measures aim to retain diverse talent and ensure officers feel valued and have equal opportunities for career advancement (Home Office, 2024).
Community engagement is a cornerstone of these reforms, underscoring the collaborative approach the government is taking. The reforms require police forces to collect and publish diversity data on their workforce, ensuring transparency and enabling better monitoring of recruitment and career progression (Home Office, 2024). This will help to ensure that targets are being met and that any disparities in treatment are being addressed. The government is also encouraging greater involvement of community representatives in policing decisions and oversight. This collaborative effort will help build trust and ensure that police practices align with the needs of diverse communities.
These reforms reflect the government’s commitment to improving police-community relations and fostering a more inclusive and effective police force (Home Office, 2024). The Home Office’s plans aim to address longstanding concerns about racial profiling and underrepresentation, ultimately leading to a more diverse, equitable, and trusted police service.
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