
Essay one: 
“Inclusion is increasingly recognised as essential to support and achieve diversity improvement” (Durham University, 2020). Examine the role of organisational culture in creating an inclusive and diverse workforce within policing. Your answer must be based on academic research, but you may refer to relevant case studies. 
Word limit: 1000 words. 
 
The Durham University-completed National Diversity, Equality and Inclusion Survey aimed to analyse the inclusivity and workplace culture as perceived by the policing workforce in the forty-three Home Office forces in England and Wales. According to the survey, team inclusivity refers to the extent to which individuals perceive inclusivity within their work teams (Durham University, 2020). Also according to the survey team inclusivity consists of two factors. Firstly, team integration of diversity refers to the expectations and conventions surrounding the level of openness individuals believe they can express their authentic selves without facing negative consequences inside their work teams (Durham University, 2020).   Secondly, the involvement of the entire team in decision-making signifies the degree to which all team members actually participate in the decision-making process, actively seek varied perspectives, and evaluate ideas based on their merit rather than the person presenting them (Durham University, 2020).

The NPCC/APCC Policing Vision 2025 states that (by 2025) policing will be a profession with a more representative workforce that will align the right skills, powers and experiences to meet challenging requirements (National Police Chief Council 2018). The vision also includes it want to “To create a culture that values difference and diversity” “….Attract and retain a workforce….(that) will better reflect its communities” and “Continuing work to build a culture which values difference….” (National Police Chief Council 2018)

Incorporating individuals from diverse backgrounds into the workforce enhances workplace diversity (Liswood 2009).   Inclusion refers to the state of being respected, valued, and assisted based on one's true identity (Perry 2021).   The workplace should embrace and support all employees without any discrimination or prejudice (Brown 2019).   Prior to embracing your own self, it is essential to experience a sense of belonging and acceptance (Clark 2020).   Many organisations have successfully achieved diversity but have struggled to achieve inclusion (Clark 2020).   Inclusion is essential for the success of diversity initiatives, therefore establishing a strong connection between the two  (Brown 2019).   Here are several strategies to foster inclusion (Catlin 2021).
Facilitate individuals to express their viewpoints within a collective setting, hence fostering participatory group decision-making (Catlin 2021).   Promoting the acquisition of collective influence and fostering a feeling of inclusion (Catlin 2021).   Encouraging individuals to enhance their listening and communication skills in the workplace (Catlin 2021).   Promote the widespread acceptance of individuals inside the company by embracing and embracing the authentic identities of employees (Catlin 2021).   There is a strong correlation between employee engagement and inclusivity (Catlin 2021).   Engaged employees exhibit higher levels of motivation to exert effort in their work. (Catlin 2021)
Incorporating inclusion results in a heterogeneous assembly of individuals, hence generating additional advantages for an organisation (Johnson 2020).   The presence of diversity and inclusion enhances employee satisfaction.   Workplace diversity and inclusion cultivate an expanding culture (Johnson 2020).   Having a diverse and inclusive staff enhances the knowledge base of your organisation (Johnson 2020).   Embracing diversity and inclusiveness enhances a company's public relations (Johnson 2020).   The presence of diversity and inclusion enhances the process of recruiting and retaining employees (Johnson 2020).   Diversity and inclusion safeguard the reputation of your business, which is crucial when operating a public service (Johnson 2020).   The presence of diversity and inclusion enhances employee productivity and fosters effective teamwork (Johnson 2020).  
Inclusion serves as a catalyst for enhancing diversity by fostering collaboration and cooperation among persons from varied backgrounds (Johnson 2020). It also plays a crucial role in dismantling obstacles and prejudices, while promoting equitable opportunities for all individuals (Johnson 2020).
 

Police forces recognise the benefits of inclusion and diversity, and they understand that there need to be improvements in inclusion and diversity (National Police Chief Council 2018). The NPCC/APCC Vision 2025 is a plan to improve inclusion and diversity. The delivery plan is a template for Chief Constables to provide leadership and cultural change (National Police Chief Council 2018). It should ultimately be the framework for which Mayors/PCC’s hold Chief Constables to account for delivery (National Police Chief Council 2018). The delivery plan sets out the key components to successfully achieving the vision by focusing on, Leadership and Culture, Attraction/Recruitment, Retention, Progression, Wellbeing and fulfilment, Exit from service with dignity (National Police Chief Council 2018)

NPCC/APCC Vision 2025 wants to improve inclusion and diversity in these ways.
Police and Crime Commissioners should include workforce representation and underrepresented groups in plans. Each DCC/ACC/ACO should have an NPCC lead (National Police Chief Council 2018). Given diversity's importance (ARRP), create a GOLD group. Police chiefs must foster an inclusive atmosphere (National Police Chief Council 2018). Police leaders should seek out continuing professional development opportunities to identify underrepresented group challenges and address them through strategy and action planning (National Police Chief Council 2018). To engage their staff, police leaders should explore ‘reverse mentoring’ (National Police Chief Council 2018). Police officials should establish processes to determine why underrepresented police officers depart (National Police Chief Council 2018). Police leaders should foster a culture where officers can disclose their Protective Characteristics (National Police Chief Council 2018). Each force should develop a Silver Group to lead proactive diversity recruitment, prioritising BME ARRP (National Police Chief Council 2018). All recruitment panel members must get unconscious bias training (National Police Chief Council 2018). Forces must disclose recruiting, development, and Exit from Service data for underrepresented police officers (National Police Chief Council 2018). Review cultural/religious observance and flexible working practises (National Police Chief Council 2018). Progressive HR professionals should comprehend the interconnectedness and interdependencies of a diverse workforce and cohesion to promote legitimacy with communities (National Police Chief Council 2018). Forces should choose diversity champions from specific roles who would promote their roles to external groups (National Police Chief Council 2018). Forces must mentor/coach and encourage underrepresented police staff (National Police Chief Council 2018).

There are challenges and Barriers to Inclusion such as addressing unconscious biases (Banaji and Greenwald 2016)
 
To conclude, the more people that are included from all backgrounds of society helps produce more diversity in an organisation. Inclusion and diversity produce many positive outcomes for an organisation. Positive outcomes make an organisation more effective and creates more benefits for those the organisation serve. Police forces serve the public, a more diverse and inclusive Police force gives a better service for the public and contributes to the underpinning of our democratic society and political system. 
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