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Introduction
Police recruitment of Black Asian and Ethnic Minorities in England and Wales is a topic that has gained significant attention in recent years. It has been and continues to be a complex and multifaceted issue that has garnered significant attention in recent years. Efforts have been made to increase diversity within in the UK police forces that reflect the communities that they serve and to address underrepresentation. This literature review will review literature surrounding issues with the lack of recruitment of Black, Asian and Minority Ethnic (BAME) police officers within the UK.  The lack of diversity within forces has been a longstanding concern, with calls for greater representation of ethnic minority groups in the police force becoming increasingly prominent. 

The Home Office (2023) states that during April 2021 to March 2022 Durham and Cleveland police forces did not have any black serving police officers. The Home Office (2023) statistics also show that many forces lack the employment of other officers who come from the BAME communities.  Police work traditionally commanded by white males (Donohue, 2019), that answer to the Home Office within our Parliament. Again, a government institute that is led by white male elitism dominated from those who have received fee-paying private educations (Social Mobility Commission, 2019) or those families that have hereditary entitlement to sit within government ruling (UK Government, 2023).  This can be seen within many areas of the UK criminal justice systems such as within the courts or high-ranking placements within other areas of the UK justice system.  Over 32 years ago, Reiner (1991 P. 351) stated that Chief Constables were white, middle class and conservative. By 2023 only two black officers have reached senior levels of Chief Constables in policing history. There is pressure from organisations such as the National Black Police Officers (UK) organisation to recruit more black and other races within the police and that forces need to ensure that they protect and improve black police staff within the UK through the right leadership and initiatives.


Review of the picture 
Historical issues have been raised about the prejudice police hold within the police such as the death of black teenager Stephen Lawerance in 1993 where the Metropolitain Police Force was called ‘Institutional Racist’ after the Macpherson report (1996).  In 2020 two sisters were found murdered in a London Park. The two officers sent to protect the crime scene, who went on to dehumanise their bodies by taking photos and sharing over social media (Dodd, 2021).   The death of Sara Everard in 2021 by police officer Wayne Couzens. The off-duty police officer used his power to arrest, handcuffed and removed Everard from the area of her home and eventually raping and murdering her. Soon after, the case of police officer David Carrick who was guilty of rape and sexual offences against 12 women which he committed while serving as an officer (Seddon, 2023). Although, some of these cases are not race related the trust and honesty of police officers have been questioned over the time. The spotlight of police behaviours over the years have been made public and have been questioned to how and why officers can act in certain ways and not to act within the police code of ethics (College of Policing, 2023 c). Individuals with power of a warrant card, that can stop and search, arrest individuals but some abuse this power, which damages the repetition of forces and lose the trust from the public and communities. Warren (2023) states that there were 15,000 allegations of racism, homophobia and sexism against officers of the Metropolitan Police in 2022.  The spotlight of police behaviours over the years have been made public and have been questioned to how and why officers can act in certain ways and abuse their status in a public office. Within the communities there is also an increasing number of hate crimes being recorded each year. Hate crime according to the Crown Prosecution Service (2023) is demonstrating hostility to another person based on race, religion, disability, sexual orientation or transgender identity. The recorded hate crime currently stands at 155,841 from April 2022 to March 2023 within England and Wales Police forces (Home Office, 2022). The Home Affairs Committee (2023) states that policing have addressed race issues however, there is still deep-rooted imbalance in society and hatred is widespread. 
Query of the issues of the lack of BAME officers in policing today:
The lack of diversity within the police force can have profound implications for community relations and trust (Durham University, 2019). Diverse police forces are better equipped to understand and respond to the needs of the communities they serve, leading to improved trust and cooperation between law enforcement and the public. By increasing the representation of ethnic minorities within the police force, agencies can work towards building stronger relationships with diverse communities and addressing issues of police legitimacy and accountability. However, in some communities this is still not being achieved and some forces not grasping the need for stronger diversity. 

In 2011 policing authorities in England and Wales were removed due to them being invisible to the public and the Police Reform and Social Responsibility Act 2011 enabled the development of Police Crime Commissioners (PCC). Every Police force other than Greater London and City of London have a PCC. According to the Institute for Government (2023) the introduction of PCC’s was they would be impartial to the Force they served but accountable to the public. They achieve this by setting budgets, set targets to address crime and issues in their policing area, bring community safety, provide effective and efficient policing and hold the Police Chief Constables accountable when issues arise. The development of the modern-day police force by Sir Rober Peel in 1829 identified philosophies of British policing which were given to all police officers (Home Office, 2012). It is the role of all PCC’s and police forces to carry these principles.  The saying ‘policing by consent’ was the main principle which was achieved through approval and respect from the public. This continues today and supported by PCC’s and Chief Constables who want the support of the public to prevent them taking the law into their own hands. Therefore, the public holding the power rather than the state. Yet, that in many areas of policing this has been lost and one issue that PCC’s face is the trust within the police in certain communities.
Hewitt (2021) identifies that the relationship between police and black communities have been damaged and that there is a lack of trust within the police. He identified that there is a ‘generation of history’ that has embedded the lack of confidence in the law due to the continue used of stop and search powers and reports that identify that black people were being treated differently to white people (Booth & Mohdin, 2018). The Governments Beating Crime Plan (Home Office, 2021) identifies that for forces to tackle crime and provide a better service for victims of crime they must build the trust of people in communities. This is not to state that policing is broken, and officers are racists, but it ensures that police have the skills and knowledge to improve performances.
Hewitt (2018) suggests the way to address this inequality is to recruit more officers from BAME communities. This is supported by Walcott (2021) who argues that communities must feel that the police are there to serve them and by having the right representatives builds confidence. The Independent Office for Police Conduct (IOPC) (2023) published the National Stop and Search Survey Report where Police Chiefs made eighteen recommendations towards better use of stop and search powers and building the public’s trust. Current used of Stop and Serach powers breaks down the trust in policing for some people who then become unwilling to engage with crime prevention (Liberty, 2023). One specific recommendation was the use of stop and search based on racial bias and ensuring the safeguarding of those from BAME backgrounds from being at risk of discrimination. However, there is not one recommendation for more recruitment of BAME officers. The Police Foundation and Walcot (20211) supports the idea of more recruitment from BAME communities thus, having police forces that represent the communities they police and the ever-changing communities within the UK.  Carruthers (2023) identified that 65% of people felt they were represented within the local police force however, one in ten people disagreed. The study also showed the lack of representation broke down the trust with the police. 20.6% stated that they had a negative relationship and 13.6% had a very negative relationship with the police due to the lack of representation. With these figures policing by consent could be difficult in many communities.  This can be seen by The Home Affairs Committee (2023 : P1) who stated that 
“Without clear action to tackle race inequality we fear that, in ten years’ time, future Committees will be hearing the very same arguments that have been rehearsed already for over twenty years. That cannot be allowed to happen. If the police and Government fail to address these problems urgently, community confidence in the police and the long-standing Peel principles around fairness in policing will be permanently undermined”.



Understanding of the issues of recruitment:
Several studies and reports have examined the challenges and strategies related to police recruitment of minorities in England and Wales. These studies have highlighted various factors that contribute to the underrepresentation of minorities in the police force, such as historical barriers, lack of trust, and perceptions of discrimination. Alogba (2020) identified that females police officers represent approximately 30% and 7% of officers identify as BAME from 2018 to 2019 (Home Office, 2019).
Waters et al (2017) identify that police forces face crucial challenges in the recruitment and retention of those from ethnic backgrounds.  Recruitment strategies have been implemented to address these obstacles.  Initiatives such as targeted outreach programmes, community engagement, and positive action measures have been employed to attract and encourage minorities to join the police force. These efforts are aiming to create a more inclusive and representative police service.
However, despite good initiatives and the movement to recruit from diverse backgrounds, there is still an ongoing challenge in recruitment and retaining minorities within the police. Concerns and questions around discrimination, progression through the ranks as well as negative perceptions of police force in general impact recruitment from all backgrounds but especially those from BAME communities. 
Hesketh and Stubbs (2023) identify Occam’s Razor recruitment process which is derived from the English philosopher, Wiliam of Ockham in the 14th-century. Cited as Entia non sunt multiplicanda praeter necessitatem, which translates as ‘Entities must not be multiplied beyond necessity’ or paraphrased as ‘The simplest explanation is usually the best one’ Britannica (2023).  And this process has been used within police recruitment being a quick full of vacancies when they arise.  Blumer et al (1987), quoted in Hesketh and Stubbs (2023, P 1) identify that police recruitment intention is to fill positions for that organisation, currently the 43 police forces within England and Wales. The same intention would be true for individuals who want to become police officers. Hiring the right people with the right outlook such as character, skills, experiences and qualifications are required in recruitment for policing.  Police role is not for everyone the work and demands are not only physically and mentally demanding but distressing and threatening (University of Southhampton, 2023). Thus, getting it right is crucial for all concerned which also includes the public. Police recruitment process passes through various stages from assessments to interviews to ensure that the right people fit the role.
The ex-Prime Minster Boris Johnson under the Conservative Party stated that there would be an additional 20,000 police officers within England and Wales by 2022 through the police uplift programme (Paterson, 2019).  Brown (2019) stated that this concerned senior police staff as it was an ambitious target. This is due to attracting new recruits, ensuring that new officers have the right equipment, being able to provide the right training due to a lack of qualified trainers and having facilities for new recruits. This was also supported by the then Chief Executive of the College of Police Mike Cummingham, who stated that there was the need for the correct training of new officers to make sure they are suited for the responsibilities they will have (Cummingham, 2019).  However, with these figures it should bring an opportunity to recruit new officers especially those from ethnic backgrounds. The Metropolitain Police (MPS) hope to have 28% of their officers from BAME communities by 2030. To achieve this MPS wanted 40% of new recruits by 2023 to be identified as BAME. Yet will this be enough? As BAME populations are changing and looking at growth rates from 2015 to 2020, it would mean by 2050 the England and Welsh police service will have the right representative of BAME officers (Walcott, 2021). Yet, the ICPP (2022) states that the uplift programme increased females, Asian and other minority recruits and just 1.7% of Black new recruits.  However, by the end of March 2020 there were 140,288 full-time police officers in England and Wales. 91.9% were white and 8.1% were from Asian, black, mixed or other background (Home Office, 2023). Due to the political push for a more diverse police force within the UK the Occam’s Razor theory and way of recruitment becomes incompetent. Forces now have stages where a structured process is now in place that applied filters at each stage to ensure the right person is recruited. This in turn had a variable geographic standard in recruitment. Hesketh and Stubbs (2023) state that various research has been undertaken with diversity and recruitment where forces develop their own recruitment approach, which is locally influenced however, an overall support for more inclusive police forces are needed (HMICFRS, 2023). The House of Commons Home Affairs Committee (2016) pushed for better recruitment numbers from individuals from different backgrounds, thus addressing and meeting societies changes. 


 
Evaluation of policing experiences of BAME officers:
When those from the BAME communities become officers, it does not always resolve the issue of work racism. The organisational culture and workplace environment within the British police force also play a significant role in shaping the experiences of ethnic minority officers. Reports of discrimination, harassment, and lack of support for career progression have been documented, contributing to a sense of alienation and disillusionment among BAME officers and officers who feel different or do not fully fit into the dominant culture within police forces.  
Muir (2021) stated that in 1990 black and Asian officers from the Metropolitan police came together to discuss the racism they had experienced from fellow work colleagues. This meeting was ordered by senior policing staff, and many were relucent to go in case it furthered more tension with fellow white officers. During the meeting officers both male and female shared the experiences from name calling, delays in responding to radio wave calls to graffiti on their lockers. The response to the meeting was that no report was written and the idea that there was no issue or problem of a toxic cultural. From this, organisations such as the Black Police Association (BPA) was developed. First starting off under the Metropolitan Black Police Association in 1994 which was an initiative for support for Black police staff. This moved into the UK National Black Police Association in 1999 giving a voice for all black police officers and staff within the UK and ensure that they were represented within forces and with equality for all staff (BPA, 2023). Such organisations have continued to grow to support ‘otherness’ within the police. Organisations such as Oskar Charlie, Police Federation, National Police Autism Association and National LGBT+ Police Network who all provide support, advice and recognise equality of various individuals who are police officers. These organisations ensure that all officers are recognised in policies and can call upon them in times of need. However, they have not always been around and support those officers. It is recorded that the first black police officer within the UK was John Kent who was appointed Police Constable in the Carlisle Police Force in 1837 (Smith, 2013). Kent’s recruitment came after the UK government announced the legislation Slavery Abolition Act 1833, where slavery was abolished through the UK and the British Empire. With such acts entailed having a first black police officer was unusual and for many of the public the first time they saw a non-white person. It is believed that the call of “Black Kent’s coming” which was used to frighten children was used on a regular basis (Smith, 2013). Thankfully times have changed however, not fully acceptance of others within the police and society.  The next record of a UK black police officer is then Norwell Roberts in the Met Police in 1967. When Roberts joined, he stated that he had experience racism in school, but it continued with him into this chosen career. Today, people are ‘more accepting’ states Roberts (Metropolitain Police, 2023) however, his choice of words could reflect that a toxic working environment existed. 
Hasan (2021) identifies in their research that BAME policewomen are oppressed within the forces in England. Their research identifies that women BAME officers experience harassment in the form of racism, sexism and treatment within work that is unjust. This can support that police culture has not changed over the years from when Kent and Roberts where police officers.  In the case Commissioner of the Police of the Metropolis v Ms C Howard, 2014 saw an experience black female police office experience brough a race and sex discrimination tribunal case against her employer. Howard stated that actions by her employer were detrimental, the tribunal report has been falsely amended before the case and information released to the media. Howard had been subjected to ‘vindictive, spiteful, insulting, malicious and oppressive treatment’ by the Metropolitan Force (Hasan, 2021: p2).  In 1988 Nusrit Mehtab join the police and became the most senior Asian female in the force. After, 32 years she resigned as she felt that she hit a ‘glass ceiling’ where if it was not for the institution racism, she would have achieved a more senior rank (Carpani, 2019).  It is just not only being a female office from the BAME community. White females have been subject to the same experiences.  In 1992 the then most senior female officer Assistant Chief Constable Alison Halford argued that between 1987 to 1990 was overlooked on gaining promotion on nine occasions and brought a complaint to the Equality Opportunities Commission in 1990 as a victim of workplace discrimination (Halford v the United Kingdon, 1997). After this complaint Halford attended a party and entered a swimming pool in her underwear.  Internal investigation was undertaken where Halford and fellow colleagues were reproached by senior officers. No further action was taken however, the story was leaked to the media which saw Halford facing disciplinary action. She was suspended, her house was bugged yet her male colleagues involved in the same incident did not face disciplinary action.  
The term ‘double deviance’ is well established within criminology and used when women are punished twice. Once for the offend committed and the other diverting away from their natural role of a woman who should be caring and loving (Newburn, 2017). Although not deviance the dual disadvantages face by women and women of colour can be evidence.   Chaney, Sanchez & Remedios (2021) states that women face a single prejudiced however, when there is a clear different identity such as race it becomes a multiple stigmatizing. On top what about women of colour who identify within the LGBTQ+ community, which could deliver a further threat? This is supported by Mirza & Sheridan (2003) who stated that race within the police is black male concern and gender is a white issue. Thus, the various prejudiced faced by women comes from various areas of their backgrounds. Zempi (2018) paper identifies that women, ethnic minorities and LGB police officers are still experiencing prejudice, rejection and shortcomings as they are often seen as ‘otherness’ by the white male dominated groups within police forces. They feared stigmatizing either real or sometimes imagined by some presents a lack of identity within their positions within the police and therefore experience some discrimination.  Westmarland (2017) states that police roles are machismo and powerful. Therefore, those who do not fall into that identity as masculine then fall into being possible subjects of control, antagonism and subordination (Heidensohn, 1992). This would not just be women who experience this but those from LGBTQ+ communities.  Booth and Mohdin (2018) evaluated the research poll undertaken by the Institution of Commercial Management in 2018 where they identified racial bias in society today. It was found that 43% BAME groups have been overlooked for promotion compared to only 18% of white people. This is throughout all working careers and industries.  Experience of difference in social outings also show that ethnic minorities are three times likely to be removed from clubs or denied entrance which they identify that two-thirds of those questioned believed that Britian has a problem with racism.  When considering just one industry such as the police, then getting away from the idea that they as ‘institutionally racist’ (Souhamo, 2011). The lack of diversity within the police amongst fellow officers can have profound implications which breakdown accountability.  Addressing the systemic issues within police culture is essential to creating an inclusive and supportive environment for all officers, regardless of their ethnic background.  After the Macpherson report where the inquiry set over 70 recommendations for the police to undertake to address institutional racism (Bowling & Phillips, 2002, p. 16). One of those recommendations was to have a workforce that represents communities. Which would hopefully build confidence from black and Asian populations.

The Mcpherson Report 22 years on:
April 22nd, 1993, there was an indefensible attack on Stephen Lawrence and Duwayne Brooks who were wating at a bus stop in south London. The attack saw Stephen dying from him injuries and Duwayne being injured.  From the moment the police arrived they failed to help the victims, they mishandled evidence, failed to protect families and the whole case was ineffective and failed in securing any convictions. There was no recompense for the families due to lack of prime suspects, the publicity, the involvement of the media added to a prolonged investigation. The initial investigation was marred by various challenges, foremost among them being allegations of institutional racism within the police force. This case highlighted a glaring inadequacy in addressing hate crimes and demonstrated the difficulties faced by minority communities in seeking justice. There was an inquiry into Stephen’s death and how it was handled by the police and the criminal justice system. The Machperson Report published 6 years after Stephen's death concluded in February 1999 and stated that:
 “There is no doubt but that there were fundamental errors. The investigation was marred by a combination of professional incompetence, institutional racism and a failure of leadership by senior officers. A flawed MPS review failed to expose these inadequacies. The second investigation could not salvage the faults of the first investigation”. (Macpherson 1999 :365)
The Stephen Lawrence case stands as a pivotal moment in British legal history, illuminating the complexities, challenges, and evolution within both the investigation process and the justice system. The Metropolitan Police was heavily criticised within the case and the stigma of the failings continues to follow the Police throughout the UK. The case revealed deep-rooted issues related to racism, police conduct, and systemic failures, sparking a transformation in law enforcement practices and societal perceptions. The report in 1999 detailed 70 recommendations that need to show reform within the police but also our criminal justice system. Changes within the law and practices was considered. There needed to be a “increase trust and confidence in policing amongst minority ethnic communities” (Macpherson 1999 :364). There were also recommended changes in education to make young people aware of racial justice. The report was an overall addressing of reforming policing to ensure that fairness takes place within policing and that forces represent those communities that they police in. 

Years following the Macpherson report of 1999 saw police forces having compulsory police training (John, 2019). To changes in the law such as the ending of being tried for the same offence twice or what is known as the ‘double jeopardy rule’ (Babu, 2019).  The push to recruit more black and Asian officers and their promotion opportunities were set in the report and required by police forces throughout the UK and not just the Metropolitan police.  The development of an independent body was also created so that they had the power to undertake investigations on police forces, thus the Independent Police Complaints Commission was formed.  In 2009 The Home Affairs Select Committee, who are responsible investigate the work and policies of the police under the ruling of the Home Office undertook an inquest into how well the main report, especially the recommendations, had been accomplished. It stated that forces had made “tremendous strides in the service they provide to ethnic minority communities and in countering racism amongst its workforce” (House of Commons Home Affairs Committee, 2016: p7) and that 67 out of the 70 recommendations had been achieved. The report did state that some recommendations were achieved quickly however, other areas needed time to be implemented. 
The report from 1999 did identify areas of concerns. These included the used Stop & Search powers police have under PACE (1984) where black people were six times more likely to be stopped and searched (House of Commons Home Affairs Committee, 2016: P 4). The report also raised questions about inequality of BAME people are within the criminal justice system and the amount of DNA of those individuals held on police databases.  This over representation and inequality does not address the recommendation of restoring faith of police within BAME communities. The 10-year report also identified racial prejudices being held by some officers. There was a call for officers to hold a degree qualification which would filter out racism. By far the most prolonged and worrying action was the lack of recruitment and progression of BAME officers.  There was a target set by the report that 7% of officers would be from the BME community by 2008. By that time only 23 out of the 43 UK forces had reached those targets. The same applied for the promotion ladder for BAME officers. Many forces had not changed, and those officers were overlooked for promotions. The report that there was still ‘elite squads’ run by white male officers (House of Commons Home Affairs Committee, 2016: p 6).  Although from the 1999 report improvements had been made there was an issue of addressing all required recommendations in a timely manner. The report identified that forces still need to improve race relations within communities as well as their workforce and address any discrimination within it.     

The report that followed was The Macpherson Report: Twenty-two years on in July 2021, again a review on the original and the 1999 report on the lessons learned identified by those reports and to consider the BAME community confidence in policing. The Office of National Statistics (2020) showed that the 2020 crime report identified that the police treat people differently. The statistics showed that 88% of white and 87% Asian adults felt the police treated them with respect compared to 78% of Black adults. However, the Mayor’s Office for Policing and Crime (MOPAC) (2021) who looks at the Metroplitan police performance figures ending March 2021 stated that 71% of White residents and 78% of Asian residents said that the police treat people fairly; compared to 52% of Black people and 50% of people of Mixed ethnicity. Overall, both areas show a gap in confidence in the police by different ethnic groups. 

Young people trust in the police: 
Young people get involved within the criminal justice system and sometimes have a damaging effect on them. The National Police Chiefs’ Council (2015) have identified that policing young people they make mistakes due to the complexity of the law. 50,500 recorded UK offences involving a sharp instrument was recorded during April 2022 to March 2023, of 18% of these cases involved young people (aged 10-17) who were the offenders (Allen et al, 2023). From April 2021 to March 2022, 99 young people under the aged of 25 years old was murdered by a knife (Ben Kinsella Trust, 2023) and Allen et al (2023) identify that 6.5% of 10- to 15-year-olds and 5.7% of 16 to 29 years old knew individuals who carried a knife. Given that Lawerance had only turned 18 months before his murder he would have fallen with one of the above categories.  The Youth Violence Commission (2018) found young people in communities did not trust the police and due to this they would not reporting crimes or ask for support as a victim of crime. Although the Macpherson Report: Twenty-two years did identify some good relationships between police officers and young people who were members of a boxing club, this would not be the case for all young people. 
Validate the use of Stop and Search
The use of Stop and Search Powers that have been identified in all reports as damaging to relations between police and communities. While they're intended to enhance public safety by allowing police to speak and search individuals suspected of carrying anything illegal the use of it can raise questions on how fair it is. Thirty years on from Lawerance’s death radical profiling still exists. In 2023 two Metropolitan police officers were guilty of gross misconduct in the stopping and searching of two athletes. The officers' actions were unjustified that lead to them being dismissed from the force and have a lifetime banning of working within the criminal justice system (Dodd, 2023). The lasting impact on those victims have led to a further lack of untrust of the police. The original Machperson report in 1999 identified that there was a disparity within the UK of the power and a “clear core conclusion of racist stereotyping” (House of Commons, 2021: 90). 
The stop and search figures for April 2021 to March 2022 were 516,684 in England and Wales where 27.2 stop and searches was for every 1,000 black people comparted to 5.6 for every white people (Home Office, 2023, b). The Home Office states that the searches have fallen nonetheless the practice is very controversial Bradford and Tiratelli (2019) support this as stop and search is an arguable power given to police and that it continues to show disproportionately use against those from different ethnicity. The overuse or misuse of the power will continue to build resentment and a lack of cooperation and trust with the police due to individuals being marginalised and alienated. HMICFR’s (2021) report states that to improve this the trust in the police using this power then officers need to wear body-worn cameras and further tracking of the data collected when it is used.

Recruitment 
One of the recommendations in Macphersons report Home Affairs Committee (2021) was the recruitment and promotion of officers who identify as BAME. Although the overall figure of those who identify as BAME is low, recruitment has increase over the years and continues to be address by forces. The National Police Chief Council (2022) race action plan addresses further recruitment of BAME people with a new Race Equality Steering Group (RESG) run by the Home Office. Their first report published in August 2023 states that the Macpherson report continues to address police progression and would keep addressing those recommendations made (RESG, 2023). 

 Casey report and Police culture
April 22nd 2023, marked the 30th anniversary of the racially motivated murder of Lawerance. This falls weeks after Baroness Casey’s report on the Metropolitan Police which very similar in nature to the Macpherson report in 1999. Caseys review on the Metropolitan police was commissioned due to a serving police officer killing Sarah Everard in 2021. Sarah’s mother Susan Everard in her victim statement said that she “was outraged that he masqueraded as a policeman in order to get what he wanted” (Casey, 2023: p6). During the research of the review another serving police officers abused their power and due to sexual offences. There have been other significant scandals involving police officers in various of forces and between April 2022 and March 2023 there were 394 officers placed on a Barring List (College of Policing, 2023); cases which range from sexual offences, misconduct, dishonesty and discriminatory behaviours. This Barring list is used to when officers are subject to investigations under the Police Regulations Conduct or Performance Act 2020 (College of Policing, 2023 a). When officers are found guilty under these rulings, they are placed on the list indefinitely. The review is a damming report on the internal police culture, standards and behaviours of the Metropolitan force. Thus, identifying that the police culture continues to be racist, sexist and homophobic and showing that addressing racism within a big police force has not been achieved (Finnis, 2023). Other forces’ might question their officers’ behaviours as Doardo (2023) identified that police culture can play a role in officers engaging in committing violence against females. 
Casey (2023) states that the Metropolitan police forces does not look like Londoner’s who live in the city as officers are 82% White and 71% male and given that London is a diverse city where those who live there do not trust the police nor do they think they are doing a good job (Casey, 2023: 10).  The report identifies that 66% of the public had trust in the police in March 2022, however this is a fall compared to 89% in 2016.  And two in five Londoners think the Metropolitan force’s statue is poor. When offers are then exposed of their wrongdoing in their morals, principles and abuse of powers then the police lose the ability to police with consent as policing needs the active support from the people they serve. The College of Policing (2023, b) identifies that police can work legitimately when they have positive support and trust from the public. Casey’s report recommended the need to ‘Clean up the Met’ by address police culture Punch, (2003) states a ‘rotten orchard’ being that the theory of a ‘bad apple’ is overlooked that it is not just a few members of staff damaging the work culture but more of standardised failures within the whole system. The introduction stated that police culture is driven by male values, and this is supported by Silvestri & Williams (2003) and these behaviours can forget other groups such as females, races and those who come from the LGBTQ+ community.  Casey (2023) report found that unacceptable behaviours are found within the police force which goes against the Code of Ethics which are set standards of behaviour that officers and staff of police forces must set and work towards (College of Policing, 2023, C). Anyone who does not hold a high ethical standard can be dismissed and according to Casey (2023) this is not enough, the current misconduct process needs to do more.  In 2024 the Code of Ethics is to be revised with new ethical principles that clearly show professionalism in policing and hopefully displacing police cultures and solidarity (College of Policing, 2023 c). Casey report (2023) has exposed the sad reality of policing in the 21st Century as institutionally racist, sexist and homophobic which will force PCC’s and forces to address. 

In conclusion, the examination of motivating factors for the employment of BAME police officers within England and Wales reveals a complex interplay of elements that influence recruitment, retention, and overall representation within law enforcement agencies. For policing to happen it is built on principles such as ‘policing by consent’ (Tudor, 2023) however, the public feel that respect and trust is at a low which means consent is broken. Having mistrust can reflect in more complaints made about the police, increase in crime and unfair treatment of people in communities. Within the police and policing old police cultures that show racism and sexism is still very much alive. While strides have been made in recognizing the value of a diverse police force and addressing cultures there is still work to be done to ensure that these motivating factors are effectively implemented and sustained. Furthermore, it is imperative for policymakers, law enforcement agencies, and community stakeholders to collaborate in devising and implementing targeted strategies that not only attract BAME individuals to policing but also provide the necessary support and advancement pathways throughout their careers. By addressing these motivating factors comprehensively, the goal of building a police force that reflects the rich diversity of the society it serves can be achieved.
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