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What are the risks of ineffective engagement between police and local communities, and how might poor engagement affect community cohesion? Your answer should be based on academic research, although you may make reference to relevant case studies.
In this essay, I will be discussing and exploring the risks of ineffective engagement between police and local communities. I will start my essay by explaining what community engagement is, the benefits of engaging with communities and what methods can be implemented to achieve these benefits. I will then move on to discuss the key implementation issues associated with those methods which will lead me onto the risks of ineffective engagement, and finally I will also explore how poor engagement may affect community cohesion.
The word ‘community’ is an umbrella term that can mean many different things. For example, a community can be a neighbourhood where people live, or it can be a group of businesses within an industry. According to Pennsylvania State university (2023), community engagement, in its simplest terms, is defined as “community engagement seeks to better engage the community to achieve long-term and sustainable outcomes, processes, relationships, discourse, decision-making, or implementation”. In a policing context, community engagement is seen an extremely vital (Barnes & Eagle, 2007), and the definition of community engagement according to the College of Policing (2023) is “the process of enabling citizens and communities to participate in policing at their chosen level is known as engagement”. From a policing perspective, community engagement can include providing information and assurance to the community, as well as empowering communities to identify and implement solutions to local problems and to influence strategic priorities and decisions (College of Policing, 2023).
There are many benefits of engaging with communities both in and out of a policing context, but we first need to know why community engagement is necessary. In this country, we have what is called ‘policing by consent’ which means police forces are not an arm of the state but servants of the community whose confidence they must secure (Oxford, 1984). Public support at every level of engagement is required for policing by consent to work, and to achieve this, the level people and communities are to be involved, as well as the purpose for the engagement, need to be made clear (Head, 2008). There are three main levels of community engagement, and they are democratic mandate, intermediate strategic and neighbourhood policing. The democratic mandate level of engagement is the level at which the public have the opportunity to question and better understand the legitimacy of police actions and to hold the police to account for the effectiveness and quality of their services (Perkins, 2011). The intermediate strategic level includes engagement in policy, planning and critical incidents. Engaging communities at this level enables greater understanding of how policing may affect individuals and communities and can be used to design and deliver effective and efficient services (Tyler, 2017). The neighbourhood policing level focuses on securing community participation in relation to local priorities and problems. Neighbourhood policing has shown that public confidence improves when local people are involved in decisions about the issues that most concern them (Myhill, 2012).
The benefits of effectively engaging with communities are not exclusive to the community, as there are also benefits to the police as well. The benefits to the community as a result of effective engagement with the police include reduced anti-social behaviour, improved quality of life, increased public satisfaction, trust and confidence in the police, and reduced fear of crime which can then result in an improved sense of safety for communities (Tuffin, Morris & Poole, 2006). These benefits will then have an effect on the benefits to the police as a result of effective engagement with the community. Policing benefits to community engagement can be that members of the public are more willing to report crimes, more victims and witnesses are willing to pursue investigations which will lead to more convictions, and an improvement in police officers’ attitudes and job satisfaction (College of Policing, 2023). To achieve these benefits for both the police and the community, any strategy or policy designed to help communities must be, according to the National Reassurance Policing Programme (2006), targeted, community focused and be aiming for secure neighbourhoods. 
Under the targeted section, it is known that different types of disorders and crimes have different impacts, and some types of crime have a bigger impact on communities than others, for example a burglary would mean more and have a bigger impact to a community than a shoplift, and these signal crimes can have a negative effect on views of security and risk within a community. Being able to identify these types of disorders and signal crimes, police will be able to target them and will be able to effectively direct their resources to the types of disorders and crimes that are likely to affect public safety and confidence the most (Maguire & John, 2006). When considering how a strategy or policy can be community focused, it is extremely important that the police listen and understand the priorities that the community put forward, otherwise it will not succeed. Community involvement must be at the centre because it is necessary for restoring the communities’ sense of the police’s value (Munoz, 2022). An element that is of the same level of importance as reassurance, is a visible police presence. Communities can see accessible, knowledgeable, locally known, and visible police officers as a way to achieve the goal of a secure neighbourhood. Reassurance and visible policing have the objectives to make a visual positive difference to public areas by targeting the areas that have a higher rate of crime and disorder, so that the community can safely and comfortably use these areas every day. This way, the community know that the police are being proactive, and not just reactive (NRPP, 2006).
As I have discussed the benefits of effective community engagement, I will now explore the risks of ineffective community engagement and how poor engagement may affect cohesion within the community. It can be said that the risks of ineffective community engagement are basically the opposite of the benefits to effective engagement with communities. So, for example, as previously discussed, a benefit of effective engagement with communities is increased trust and confidence in the police, so the risk of ineffective community engagement would be a decrease in trust and confidence in the police. Other risks of ineffective community engagement include a loss of legitimacy in the eyes of the public, a negative impact on strategic policing, as the police are unable to predict changes in community profile, needs and priorities. Another risk is increased vulnerabilities around threat, risk and harm, withdrawal of the public from participation and problem solving, leading to services that are less responsive to the needs of the public and require increased policing resources (College of Policing, 2023).
It can be argued that two big risks of ineffective community engagement are unrealistic public expectations regarding policing services, and a lack of awareness of changes in the community and tensions not being identified, leading to a negative impact upon tactical policing. It is known that on almost every piece of policing news, which is daily in this country, there are many people commenting on how they think policing can improve, such as “more police on the streets” and “why can’t police be proactive instead of reactive”, and most probably wouldn’t be happy until there is a designated police officer standing outside their house every minute of the day, or for police to develop the ability to see into the future in order to know when crimes will happen. These unrealistic expectations of policing are incredibly big barriers for police to overcome to try and improve the engagement with the community. This is because there are no statistics for proactive policing, it is impossible to tell how many crimes have been prevented and prove that a crime has been prevented, police can only tell the public how many crimes have been committed, so that is all they consider. A good example of when police lack awareness of changes in the community and tensions not being identified is a very recent and big story, which is the riots that occurred in Ely, Cardiff in May 2023 as a result of the death of two teenagers following a road traffic collision. The unrest that followed, according to the local vicar, was as a result of un-resolved tensions and distrust of police by the Ely community (Gould, 2023). The communications from the police to the community that followed the collision and the riots, were not good. There were too many mixed messages and by the time that a correct timeline of events were published, the anti-police community in Ely had already lost any trust that they had in the police, and as a result following the incident, community relations are at an all time low and it will take a while for effective community engagement to build back up the trust within that community (Evans, 2023).
To try and avoid these risks, there needs to be a serious and considerable amount of preparation and thought into deciding and finding the best ways to engage with communities, and exploring multiple methods of engagement can undoubtedly help drive more positive engagement with communities and grow better dialogue and interaction with the police. There are many different approaches that can be used for effective community engagement such as events, public meetings, websites, surveys, panels, focus groups, workshops, and arguable the biggest tool today, social media. Hosting events and public meetings like town halls or open houses is a good way for the community to come together. These meeting can be open to anyone who wants to attend and is a very effective and efficient way of engagement, allowing the police to inform the community what the latest plans and policies are, and also for the community to be able to voice their needs, concerns, and expectations to the police. Surveys are another useful engagement method that can be practical and effective for gathering large quantities of information and views from the community, and using open questions, such as How? And Why? within the survey assists in acquiring more in depth opinions and comments from members of the community. Another method is to establish a website which members of the community can visit to learn more about the police and its current work within the community. It’s key to continuously keep it relevant and up to date with the latest news and information, otherwise, it won’t succeed in its intention of engaging the community. It can be argued that the biggest tool available to organisations to reach as many people as possible, is social media, and according to Martin (2022) ‘social media is not a monologue, it’s a two-way conversation’. Police can use various social media platforms as a way to engage with the community, and by creating multiple accounts on the various platforms available, they can provide news and updates on their work in the community and reach as many people as possible, and it also provides a place where the community can voice their concerns.
In conclusion, this essay has explored what community engagement is, and what the benefits are to effective engagement, as well as the risks associated with ineffective community engagement. I have also discussed some of the methods available to police in order to facilitate effective community engagement. Community engagement must remain one of the most important aspects of policing, especially when trust in police is low, effective community engagement is the only way in which the police will be able to bring trust and confidence in policing back up.
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“The concept of diversity consists of the complete understanding and acceptance of all various and different human characteristics existing in the wider community” (Stergioulis, 2018, p. 265). What challenges and complexities does diversity add to operational policing? Your answer must be based on academic research rather than personal experience.
In this essay, I will be discussing the challenges and complexities that diversity adds to operational policing. I will start by discussing the difference between diversity and inclusion and why diversity and inclusion matter. I will explore the different types of discrimination and how discrimination affects those who are discriminated against, as well as the legislation and codes that are in place to try and protect people from discrimination and punish those who discriminate. I will then discuss the challenges that diversity adds to policing such as the hidden elements of diversity and the different types of barriers to individuals, police officers and public alike. I will then research and explore ways in which to build an inclusive and diverse workforce, one which best reflects, represents, and engages the community it serves. 
In its widest meaning, diversity features the multiple ways people are different in any given environment, such as a neighbourhood or workplace, including gender, ethnicity, age, race, nationality, physical ability, sexual orientation, economic background and more (Turner and Pregnolatto, 2014). Diversity also incorporates the many different and unique knowledge and skills that every person will have differently, such as career path, leadership style, life experiences, marital status, communication style, and educational background (Workman-Stark, 2017).
The advantages of an organisation, such as the police, increasing its diversity, are extensively promoted by both the government and the diverse groups within society, with one example of an advantage being that diverse groups or teams are known to increase innovation and creativity due to the fact that the team is comprised of multiple persons with different backgrounds, and different backgrounds bring multiple different perspectives, experiences, and ways of thinking to the group (McLeod and Herrington, 2017), and diverse organisations are more productive, better attract and retain talent, foster higher levels of employee satisfaction, and boast higher levels of public legitimacy (Davis, Frolova & Callahan, 2016).
Several of these differences are inherited, meaning that people are born with them, and others are social constructs, and accepting these differences is the start of inclusion. Inclusion is different to diversity in that being ‘there’ is not the same as being ‘heard’, and statistical representation of multiple different groups, while a good starting point and looks good on paper, will not be enough (Shore et al., 2011). The voices of the members of the diverse groups need to be included in discussions, and if the old and existing cultures mean that even the voices and opinions of the diverse groups start to sound like the majority, then hardly any of the positives that are associated with a diverse workforce will come into being. So, unless an inclusive culture within the workforce is adopted, diversity will fail to result in an improved way of working (Roberson, 2006). 
While a genuinely inclusive organisation is naturally diverse, a diverse organisation is not automatically inclusive, and the important thing is the level to which the people from diverse backgrounds truly take part in the decision-making process. Inclusion is when diversity is put into action by mixing individuals from different backgrounds with the resources available in a way that will cause all levels of a group or organisation to benefit from it (Turner and Pregnolatto, 2014), and one example of an advantage of inclusion is being able to get a variety of opinions on a strategy, this way a more well-rounded approach will have been considered before making a final decision (Bury et al., 2018).
As diversity and inclusion are targets and aspirations that every organisation has in this day and age, and in order to be inclusive, there cannot be any form of unlawful discrimination. Discrimination is when people are treated differently because of their protected characteristics (Falconer, 2020), and there is important legislation that defines these protected characteristics. In the UK there are a total of nine protected characteristics as set out under section four of the Equality Act 2010, which are age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex, and sexual orientation (Equality Act 2010).
According to Altman (2020), there are four main types of discrimination, which are direct discrimination, indirect discrimination, harassment, and victimisation. Direct discrimination occurs when a person is being treated differently than someone else because of a certain protected characteristic or underlying reason. There can be multiple reasons, but the most common ones are age, race, religion, and sexual orientation. An example of direct discrimination would be a tech company not hiring an older person because they don’t believe the person knows about computers, due to their age, or a call centre not employing any foreign people because English isn’t their first language, and they don’t believe the person can communicate with customers effectively. As well as this, there are two additional parts that are incorporated into direct discrimination and they are discrimination by association, and discrimination by perception. Discrimination by association occurs when a person is treated differently due to their connection with someone who has a certain protected characteristic, even if that person themselves do not have it, and discrimination by perception happens when a person or group believes you have a certain protected characteristic when you do not actually have it (Williams, 2019).
Indirect discrimination is most of the time much less obvious than direct discrimination and is usually unintentional. Indirect discrimination occurs when a person or group treats everyone the same, but the rules, plans, or practices they put in place disadvantage a group of people with a certain protected characteristic (Vargas et al, 2020). An example of indirect discrimination would be a organisation that’s employing an individual with a requirement of having a driver’s licence for a job that doesn’t require driving, discrimination against individuals with disabilities that prevent them from driving.
The third type of discrimination is harassment. This happens when a person experiences unwanted behaviour from other people. This type of behaviour usually damages the feelings of the individual by having them experience humiliation, degradation, intimidation, or any kind of offensive behaviour (Lauren, 2023). The most common harassment examples would be bullying, such as having a person experience derogatory and unpleasant nicknames, having someone ask inappropriate questions, or someone imitating a person with a disability.
The fourth and final type of discrimination is victimisation. This occurs when a person becomes the recipient of discriminatory behaviour as a result of a claim that they made about discrimination that they have witnessed, or gave evidence about discrimination occurring in a workplace, or raised a concern about discriminatory practices at work, and as far as types of discrimination are concerned, victimisation can be the most toxic as individuals may be marked as “troublemakers” by the organisation (Mind, 2023). An example of victimisation might be when a person who raised concerns about a discriminatory culture in an organisation, and then be denied a promotion or even be demoted from their current role, which could lead to isolation from the rest of their colleagues and slowly pushed out of the organisation (Britton, 2020).
There are many challenges and complexities that diversity adds to policing, and the challenges include how the police recruit people from diverse communities, as well as how police work and engage with the diverse communities. The challenges can be separated into four groups, which are recruitment, retention, progression, and community engagement. With individual police forces’ recruitment targets for people from different diverse backgrounds constantly changing in order to best reflect the community it serves (College of Policing, 2023), the challenges faced by police forces are constantly changing too. According to Bury (et al., 2018), the challenges and barriers that affect recruitment are; the level of education that an entry level candidate requires has dramatically increased and now most forces in the country require a police officer to have a degree-level qualification; efforts to recruit persons of black and minority ethnic communities may have little impact due to negative experiences and perceptions of police and policing; the vetting stage of the application process can deny a candidate’s progression due to familial or social relationships with persons who have criminal histories and backgrounds; each individual police force has its own policy for recruitment and a lack of formalised national framework meant not all forces were hitting their targets; a lack of understanding about positive action may act as a challenge to delivering positive action initiatives, as such initiatives could be seen as controversial and deemed as positive discrimination.
These are challenges and barriers to recruitment because it may be the case that underrepresented groups who may be less likely to achieve academic qualifications would be disproportionately affected, such as the traveller community, and black and minority ethnic groups could view that becoming a police officer is against their culture as families discouraged their children from joining because they have been victims of historical police discrimination.
The next group to which police forces face challenges in regard to diversity is police officer retention. According to Merili Pullerits (2018), the main challenges to police officer retention in terms of diversity are; the retention of female police officers has been seen to have taken a hit due to the pressure on resources, and the high workload demand that police officers have to endure resulted in mothers who are applying for flexible or part time hours were deemed implausible and unrealistic; divisions within the police were recognised as hard to overcome, for example, Police community support officers (PCSOs) regularly described not being accepted by police officers, and PCSOs often have a large intake of women and black and minority ethnic groups, meaning the lack of acceptance within the wider police family and workforce meant that PCSOs were deterred from applying to become police officers.
Another group that police forces experience challenges in terms of diversity is progression. In terms of policing, progression means processes such as promotion and being accepted onto specialist departments, and the challenges and barriers to progression in terms of diversity are; black and minority ethnic police officers are more likely to be subject to misconduct hearings, resulting in a negative impact on their prospects for progression; underrepresented people in the police believe specialist departments are only open to people who meet the usual profile, and the specialist teams can have a really different and distinct culture, so may only accept people who won’t challenge toxic culture; few opportunities and availabilities for promotion and progression meant that the small number of jobs were being competed for by many people, resulting in people from diverse groups missing out on progression (Edwards et al., 2018).
Lastly, the final part where police forces face diversity challenges is community engagement, according to Ceri Davies (2018), the main challenges in terms of diversity faced by police are; a certain amount of cultural awareness, certainly in relation to religion is needed for positive community engagement; the constantly changing demographics of communities brings challenges that police officers need to be able to respond to effectively and efficiently, such as language barriers and ease of communication; police practices, such as stop and search or policies that are felt to target diverse groups, may have a negative effect on police and community relations, especially with black and minority and ethnic groups (DeMarco et al., 2018).
This essay has explored the differences between diversity and inclusion and why diversity and inclusion matter, the different types of discrimination and how discrimination affects those who are discriminated against. I have also discussed the legislation and codes that are in place to try and protect people from discrimination and punish those who discriminate, and I have also discussed the challenges that diversity adds to policing, and the different types of barriers to individuals, police officers and public alike. In conclusion, arguably the best way police forces can build trust and confidence with the diverse communities it serves, is for the force itself to become diverse. However, it can be argued that the only way police forces can grow their diversity and become more inclusive is to recruit people from diverse communities. This makes it extremely difficult as forces need trust in order to increase diversity, but diverse groups don’t trust due to a lack of diversity. This is why more focus needs to be put into other methods of building trust, such as making diversity and inclusion at the core of police training.
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