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There are a set of concepts that lay the base both of an individual’s way of life and how an organisation can be successful: values, beliefs and attitudes. 
There is a fine line between the first two, but both influence an individual’s or organisation’s attitude and can contribute to success.  
Values are a set of universal concepts and standards on how things should be like honesty, integrity, openness and are related to day-to-day life. 
Beliefs are general conceptions that we accept to exist and be true more often without any proof and mostly related to religion. 
Attitude is the way an individual acts or behaves in a certain situation based on the values and beliefs he/she bases their existence. 
In a perfect world, the individual's values would match those of the organisation he works for, which would lead to a high level of performance, creativity and effectiveness. When this doesn’t happen, there can be a lot of stress on both sides, therefore, especially in the police force, all the principles listed above need to be met in a high percentage, the police officers define and are the organisation. 
Here in the UK, police forces are separately organised according to the territories they serve: England and Wales, Northern Ireland and Scotland. There are 45 territorial police forces and 3 special police forces across the country. Overall, by 31st March 2020, there were 210,620 full-time equivalent (FTE) workers (including staff) in England and Wales, an increase of 4,2%, the highest since 2003/04 and according to the same source, gov.co.uk, the government is set to recruit an additional 20,000 officers by March 2023. 
According to the Code of Ethics of the Professional Body for Policing, they abide by the list of policing principles that all police workforce bases their attitude, judgement and decision making: 
· Accountability – answerable for own decisions, actions and omissions 
· Fairness – treat people fairly 
· Honesty – be truthful and trustworthy 
· Integrity – do the right thing 
· Leadership – lead by good example 
· Objectivity – make choices on evidence and the best professional judgement 
· Openness – transparency in actions/decisions 
· Selflessness – act in the public interest 
Standards of professional behaviour are also listed as they reflect the expectations of both the public and the professional body of the police: 
· Honesty and integrity 
· Authority, respect and courtesy 
· Equality and diversity 
· Use of force 
· Orders and instructions 
· Duties and responsibilities 
· Confidentiality 
· Fitness for work 
· Conduct 
· Challenging and reporting improper behaviour 
Pearson’s RED Critical Thinking Model has three key elements to critical thinking: recognise assumptions (separate fact from fiction), evaluate arguments (bring evidence) and draw conclusions (use good and logical judgement). 
Based on this model, as the recognising assumption, we find that we can investigate on the respect that the police force has as a policing principle and on the standard of equality and diversity, as one can include the other, especially in recruiting officers from BAME backgrounds. 
The presentation will look at the CLAIM on if and how The Professional Body for Policing recruits officers from BAME backgrounds, on their Policing Actions strategies and on what actions/proposals The National Black Police Association (NBPA) have taken in consideration to actively seek opportunities in order to promote equality and diversity throughout the organisation. 
According to statistics that we will look at when recognising the evidence, BAME communities are under-represented in the police work force and a proactive approach must be taken. More BAME work force could better represent BAME communities, language and cultural barriers would be broken and communities would feel much safer this way. 
As a backing information, regarding ethnicity, as of 31 March 2020, as the ‘Police workforce, England and Wales, as of 31 March 2020’ (July 2020) report shows, there is an increase of BAME police officers in England and Wales, as they now represent 7,3% of all officers than the 6,9% in the previous year. The trend in the proportion of BAME officers is steady and upward for the last 10 years but still they remain considerably under-represented in relation to the BAME population of England and Wales (14%). 
Recognising evidence to explore this claim and assumption, we will look at the following evidence from a wide range of sources. 
Chief constable Ian Hopkins, The National Police Chiefs Council (NPCC) lead for workforce diversity, in an interview to The Guardian said:  
‘The proportion of black, Asian and ethnic minority officers and staff is at its highest level, but we recognise we have been far too slow to increase diversity and we know there is still a long way to go so that policing is truly reflective of the communities we serve. Everyone in policing knows how important it is that communities can relate to and feel represented by us.’ (personneltoday.com) 
Positive Action in itself, according to dyfed-powys.police.uk, is a commitment in the recruitment process that people coming from all backgrounds and ethnic groups who apply for a job in the police force are encouraged. The Equality Act 2010 allows all employers to use this Positive Action in recruitment and promotion and it is about equal chances for all to compete on equal terms, treating all applicants equally and recruitment based on merit. (dyfed-powys.police.uk) 
This leads us to warrant that the police force is committed in employing more individuals from BAME background and we have more evidence to follow. 
According to an article written in Police Professional (August 2019), The National Black Police Association (NBPA) has requested the Prime Minister to legalise the use of Positive Discrimination so that for every white police officer, forces will recruit one BAME officer. Without this change in legislation, police forces can only apply Positive Action strategies which will ‘take a lifetime to meet the shortfall in officers and staff who can connect with and provide legitimacy to BAME communities’ the NBPA said. (policeprofessional.com) 
Police and Crime Commissioner David Jamieson, in an article of BBC, said that the police should reflect the communities they serve (West Midlands Police) as the proportion of Black, Asian and Minority Ethnic background is now 30% in the area, with only 11% reflected in the police force, but no strategies are in sight to do so. (bbc.co.uk) 
However, there is rebuttal argument showing that however committed they are in employing BAME, because of budgets being cut between 2010-2015, progress in employing/recruiting BAME representation was very slow and difficult, their numbers falling by more than 20.000 in UK and Wales. (policeprofessional.com) 
As a conclusion about BAME police force representation, the police officials are striving to employ more black, Asian and ethnic minority personnel but with limitation in key positions and with a difficult climb up the professional ladder. 
Lack of trust in police forces and therefore in BAME people applying for a police job come also from the fact that especially black people are stopped and searched more often, and more violence being used when doing so based on bias and racism. It is the organisation and their practices as a whole that are more racist than the society itself and even though progress has been made to recruit more BAME officers, it doesn’t really make a notable difference. (blacklivesmatteruk.com) 
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