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Joanne McCartney AM (Chair):  Therefore, our main item today, diversity in the Metropolitan 

Police Service (MPS).  This is a series of three meetings we will be holding looking at a range of 

diversity issue across the MPS’ front line.  That includes police officer recruitment but also 

staffing as well in general.  The meeting today is particularly to look at diversity issues affecting 

black and minority ethnic officers (BAME). 

 

I just welcome to the meeting today Robin Wilkinson, Director of Human Resources at the MPS; 

Helen Bailey, Chief Executive of the Mayor’s Office for Policing and Crime; Chief 

Superintendent Gideon Springer, Borough Commander of Hammersmith and Fulham; and 

Janet Hills, Chair of the Black Police Association of the MPS.  Can I thank all of you for 

attending today? 

 

Perhaps I could start by asking the first question, but before I do that just to say that we will be 

directing our questions to either one of you, but if anyone feels they have a salient point please 

let me know and I will bring you into the conversation. 

 

I am going to ask about recruitment and training, just to set the scene, really.  I wondered if I 

could perhaps ask Robin to start with.  Could you just set out for us how last year’s recruitment 

campaign sought to attract candidates from a minority background and how effective it was and 

what was different this time around than all the previous times? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  The most important 

thing that changed last year was of course the MPS returned to recruiting direct from London 

and the rest of the country, rather than having only internal recruitment routes, through the 

special constabulary and Police Community Support Officer (PCSO) routes.  The big change for 

us was direct marketing for candidates and of course, a change as well which was the 

introduction following the Winsor reforms [Tom Winsor review of Police officer staff 

remuneration, published March 2011] of, the new Certificate of Knowledge in Policing (CKP).  

Overall, we recruited about 2,500 new constables last year and just less than 16% of those came 

from black and minority ethnic (BAME) communities.  If you exclude transferees and our 

graduate campaign, then that number rises to about 18%, so that was the overall success of the 

combination of our recruitment activity last year. 

 

As I said, it was the first time we went back out to external recruitment.  We took a lot of care 

and effort, therefore, in thinking about our attraction campaigns and our focusing on particular 



 

communities in London, but we knew we needed to learn about the recruitment campaign as 

well.  It was the first time that, as I said, the MPS had done any extensive recruitment externally 

for three or four years, so we did not have any up-to-date data.  We did not have any recent 

information to fall back on, so we analysed what we called our August campaign in great detail 

and we learned a lot from it.  A number of changes and subsequent changes have taken place as 

a result of that kind of campaign, so I am happy to explore all of that.  I can keep going in this 

answer if you would like me to, but there is quite a lot that we have obviously done as a result 

of that campaign. 

 

Joanne McCartney AM (Chair):  We are coming on to the Certificate of Policing next, but 

perhaps you could just outline some of the key learning you took and how you are changing the 

process. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  The key learning was 

around the processes we were using.  Police recruitment is to an extent defined by police 

regulations set by the College of Policing, so there are some standard parts of the recruitment 

process that we have to comply with.  We identified through the first August campaign that our 

main sifting tool, which was a fairly traditional competency based sifting tool, had significant 

disproportionality in the impact of that tool during the first campaign.  We identified that BAME 

candidates were falling out at that stage of the process more than white candidates. 

 

We also have learned the importance of positive action work. Supporting people who might not 

know as much about policing or know people in policing through the process; explaining the 

process to them in more detail and going through what the national assessment centres will be.  

We have learned a lot about that and had some very significant success in those regards. 

 

We have also introduced new parts to the selection process to replace the competency-based 

questionnaire. We have now introduced three new tools: a values assessment, a situational 

judgement assessment and an intercultural competency assessment; which we think give a 

better and more rounded entry route into the national programmes. 

 

Joanne McCartney AM (Chair):  Could you just outline what those last three were in a little 

bit more detail? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  These are sifting tools.  

The main selection process is the national process.  It is called SEARCH.  It is set, as I said, by 

the College of Policing, but we obviously need a way of sifting the overall applications we 

receive down to a manageable number. 

 

Joanne McCartney AM (Chair):  That is a paper-based application, is it? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  It is now online, so we 

have introduced new online assessments.  There is a values assessment, which is used in many 

forces, so all candidates now complete that values assessment.  That is looking at competencies 

such as commitment to excellence, service orientation, fairness, respect, collaboration and 

positive attitude, so there is that assessment.  There is a situational judgement test, which is 



 

looking at how people would react to certain operational situations; which is testing 

professionalism, public service, working with others and decision-making.  More recently, we are 

introducing the new intercultural competency assessment, which is a brand new tool that we 

have designed with an external company.  It is looking at behaviours such as empathy, 

relationship-building, open-mindedness, resilience, flexibility and orientation with learning.  

They are the competencies that we are assessing in that sifting phase. 

 

What we have found through those processes is that we are not seeing the reduction in the 

proportion of minority ethnic candidates getting to that stage of national police recruitment. 

 

Joanne McCartney AM (Chair):  There was talk about an emphasis being placed on language 

skills and a second language, particularly community languages in London and cultural 

awareness.  Has that made it in? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  The cultural awareness is 

very significantly tested through the situational judgement test and the intercultural 

competencies.  The language skills are something that we are very keen on.  As we build up a 

pool of candidates, that will become an increasingly important tool for how we select successful 

candidates out of that pool.  At the moment, because, as you know, in the MPS we are growing 

police recruitment, what we do not have is a pool of successful candidates waiting to be 

brought into the organisation.  As they are coming through the process, we are moving them 

into training.  As we move into the latter half of this year and next year, it will become an 

increasingly important part of our final stage of selection. 

 

Joanne McCartney AM (Chair):  With regards to recruitment from London and outside 

London, what were the different ratios there? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  That was a really 

important point for us.  What we identified was 60% of applicants were non-London residents, 

so a majority of applicants were coming from outside of London.  Of course, therefore, we have 

two very different, therefore.  We have a very rich and diverse pipeline for London residents.  

When you look at selecting from Kent, Surrey, Sussex and indeed when we are bringing 

applicants down from Scotland and the northwest of England - the MPS is an attractive career 

still - it is a much less diverse population.  We were seeing, for example, 40% of expressions of 

interest in applications from that first August campaign from London residents were from BAME 

communities, which is what we would want and what we would expect to see.  It is 

proportionate to the city we serve.  However, of course, from outside of London, for the 60% of 

applicants, the proportion was nearer 10%.  The result of that of course is that it waters down 

very significantly the overall figures. 

 

I mentioned that earlier that overall about 18% of candidates were successful through the 

selection processes.  We will probably talk about vetting separately, so if I just pause at the 

moment at the end of our selection processes, for London candidates, success rates were 

somewhere between 26% and 30% overall for BAME applicants; which from a London 

perspective is great news and I think we should celebrate that.  It is a really good outcome.  The 

trouble is, once you bring the 60% of non-London residents through that process, the overall 



 

impact reduces the proportion of BAME candidates overall joining the MPS down to less than 

18%.  It is a significant issue for us. 

 

Joanne McCartney AM (Chair):  At the moment, one thing the MPS has done is it has 

stopped the rail subsidy, which I presume would serve to discourage applicants from outside 

London. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  It did.  It was deliberately 

attuned to that, yes. 

 

Joanne McCartney AM (Chair):  Apart from targeting communities in London, is there 

anything else you have done to encourage applicants from London or is there anything else you 

can do? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  Yes.  We have obviously, 

as far as we can, restricted our advertising to London, but of course there is the great thing 

called the internet and suchlike which does not have the boundaries, so we cannot completely 

restrict.  All of our focused advertising has been on London communities and specifically 

minority communities in London. 

 

The change to the rail travel was a part of that tactic, but also we are now actively considering 

restricting applicants to London residents moving forward.  We expect to confirm a position on 

that in the next few weeks, but that would obviously be a significant change for us.  What we 

would do is still allow non-London residents to apply for our special constabulary route, and to 

be able to demonstrate to us through their participation in the special constabulary that they 

understood London and understood London communities; and that would still be a pipeline for 

non-London residents.  As I said, we are actively exploring the scope to restrict direct entrants 

from non-policing roles to London residents only. 

 

Joanne McCartney AM (Chair):  Is there any legal barrier to you doing that? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  We think we can do it.  

We think it is lawful.  Clearly, it is an issue that could be challengeable, but if we make the 

decision, we are very happy to stand behind it.  We think there is a very compelling case.  If we 

look at what we are trying to achieve, we know we want to change the look and feel of the 

MPS.  We know we need to be more representative of the communities we serve.  That is about 

the kind of competencies and understanding that a rich diversity of applicants brings.  It is not 

necessarily about particular quotas in any kind of area.  It is just about the richness of London’s 

diversity that we want to bring into the MPS.  If you just look at the numbers that we have just 

explained, we will not be able to achieve anything like the step change we need to do unless we 

take more radical options. 

 

Joanne McCartney AM (Chair):  OK.  I have one further question for you before I move on to 

other guests.  Can you tell us about what you have learned about where BAME candidates are 

most likely to fail during the recruitment process?  Is it at that sifting stage or is it further 

along? 



 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  There is 

disproportionately at every stage of the process.  Over the last few months, we have just been 

systematically tackling all of those as we find them.  As I said, we identified disproportionality 

from the first campaign in the initial check of the Police National Computer (PNC).  We have 

now taken that check away and we have moved that check into our more formal vetting 

arrangements at the end of the process.  We have identified that and moved that.  I have 

already explained the changes we have made to the sifting processes. 

 

There are disproportionate outcomes at the national recruitment processes.  Just as an example, 

about 83% of white candidates at the SEARCH national assessment centres, and just over 60% 

of BAME candidates, pass.  When you look at black communities from London, it is nearer 50%, 

so a very significant difference.  We have looked at the educational qualifications candidates are 

bringing into that process and they seem, on the basis to us, to be broadly similar cohorts 

coming through.  With level 3 qualifications, we have identified that BAME communities and 

particularly black communities in London are performing significantly less well in that national 

assessment centre than white applicants. 

 

We have been working with the College and with the Home Office to develop a pilot, which we 

are now about to launch and which will take a slightly different approach to the assessment of 

communication skills and communication competencies and written skills in particular.  That is 

one of the key areas where we have identified that BAME communities - particularly applicants 

with English as a second language - are struggling most.  What we will do is we will bring into 

training candidates who do well in all other parts of the assessment but maybe just dipped the 

written communication element and we will bring them into our training and reassess them 

through our training processes.  They will have to have achieved the standard by the time they 

have finished training to be able to be confirmed in an appointment.  We, again, think that is a 

proper and legitimate response to the disproportionality we have seen. 

 

We continue to work with the College and Helen [Bailey] and I are seeing the Chief Executive of 

the College soon to push for a further, more fundamental review of that national assessment 

centre, so that it is more directly attuned to the needs of policing a big diversity like this. 

 

Through the process, we have learned that there is the need for some support for candidates in 

the fitness testing processes as well, and also a need for us to take a forensic review of the 

vetting policy and the impact that is having on London communities in particular.  That is a 

completely separate set of issues that we are now exploring and looking at our risk profile. 

 

Joanne McCartney AM (Chair):  Thank you.  That is a very useful introduction.  It would be 

useful if we could have some analysis of your findings from the last recruitment process and 

some of those issues.  That would be very helpful for all of us. 

 

Roger [Evans], before I bring you in, can I just go to Chief Superintendent Gideon Springer and 

Janet Hills?  There has obviously been a lot of work done within the MPS in this last recruitment 

round.  Do you think that the MPS has listened sufficiently?  Have the actions they have taken 



 

been good enough?  What else do you think could be done to actually improve recruitment?  

Perhaps I could start with the Chief Superintendent. 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  The things outlined by Robin are all the things that 

can be done.  It is fair to say that it is quite a complex picture.  It is not simply about getting lots 

more BAMEs into the police service.  We need to get the right people in here to do the job that 

needs to be done.  With complex communities that have a number of different issues, it is 

always going to be difficult to move them into what is an institution that has a role to play in 

law and also in developing that community.  Much of what has been outlined by Robin 

[Wilkinson] has been consulted with me and others in the organisation. 

 

On some of the issues in terms of the recruitment process for last year, I think the process 

started a bit too late.  If we were going to recruit new staff from the communities, we needed to 

be way ahead of the game in terms of getting into institutions and talking to people before they 

decided they were going to leave.  There were particularly issues around graduates.  If we were 

going to recruit graduates, we needed to be getting into universities in the first year of their 

courses, not six months before they finished.  As you know, we are going to be carrying on.  We 

need to have a means of getting into educational institutions within London and other areas 

such as Reach [Careers Group University of London and other organisations that look at 

recruitment with specifically BAME candidates; and get to those candidates with information 

that will allow them to make an educated guess about what they want to do with their futures. 

 

There is still quite a significant distrust of the police in certain communities, particularly the 

newer communities into London, and there are challenges there in getting people from those 

backgrounds to join the police service.  They need to understand the culture of the country and 

what policing means here, as opposed to their knowledge and experience of policing in other 

countries; particularly those that have come from areas where there are wars and other kinds of 

incidents going on that mean they distrust the police.  It is a very complex thing. 

 

I am sure that what is being done at the moment will start to move things forward, but what we 

need to do is maintain that momentum.  We cannot sit still and say that actually we have done 

quite well and that 16% is OK.  It is not brilliant.  In order to reach 40%, we are going to have to 

do something radically different.  We need to invest the time, money and effort into doing that.  

Much of what Robin [Wilkinson] has talked about has relied on some individuals from our 

organisation going out there in the evenings with recruitment agencies; and talking to 

individuals from BAME backgrounds, explaining to them what we are doing.  I have had 

conversations with graduates about joining the police service.  It is what their expectations are 

and what they think they are going to get and how they are going to be selected.  There is a 

mass of different things, different conversations and different processes that need to be 

reviewed.  We need to do that in a reasonable time, but we also need to make sure that we are 

making the right decisions so that people who join this organisation are going to do 15, 20 or 

30 years of service in the organisation, and are the right people to maintain in the organisation. 

 



 

One last thing I would say is that I am not from London.  I was born and raised in Lancashire and 

if we had minimised the recruitment of staff in the Metropolitan Police Service to London alone, 

then I would not be sitting here and there are not many others. 

 

Of the three chief superintendents that we have from BAME backgrounds, only one was born in 

London, so we should not totally disregard people from other parts of the country.  I have seen 

individuals who have not had a background in very diverse communities coming in to police 

London and have a different view of minority groups.  Their experience of working, living with 

and operating in minority communities is different.  It is safe to say some of them are 

particularly shocked by what they see when they come to London and operate in a different way 

than they would had they grown up in a multicultural society and been educated and schooled 

with people from different cultures.  That is a really important thing we need to do.   

 

Joanne McCartney AM (Chair):  With you talking about using organisations such as Reach, 

can I infer from that that you still think the recruitment is a bit too generic? 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  I will say that but I will clarify it.  I do not know all 

the details around all the recruitment that has gone on.  I have had a lot to do with it and I have 

had a lot of input, but I still think that an organisation such as Reach, which is looking 

specifically at BAME recruitment, is something we should focus on.  I have done a number of 

events with them in the past and it is fertile ground for recruiting quality graduates from BAME 

communities. 

 

That is not to say that BAME candidates are any less qualified than white candidates, but what 

you will find in many cultures is that policing is not seen as a career of choice for highly 

qualified graduates.  Many parents I have met talk about their sons becoming doctors, lawyers 

or something else professional.  The starting salary for police officers is significantly less than it 

was before.  That is another reason why some cultures will not join.  Also, there are the costs 

associated with it.  If you have done a four or five-year degree and spent thousands and 

thousands of pounds and have to repay a loan and if there is a more lucrative job in the City or 

somewhere else available, it is a challenge that the organisation has to meet. 

 

Joanne McCartney AM (Chair):  Janet? 

 

Janet Hills (Chair, Black Police Association, Metropolitan Police Service):  Again, Robin 

[Wilkinson] has highlighted some of the processes that they have in place.  For me, when I look 

at the processes, I also look at what is likely to influence those processes.  He has mentioned a 

couple of things.  However, the initial bit is around trust and confidence within the black 

communities of London.  There is a quite large dissatisfaction with policing in London, which 

needs to be looked at away from the process.  Even before they think about the process, we 

have to try to do something to address that trust and confidence issue. 

 

Then you start entering the process and you look at things like the CKP.  The MPS has 

voluntarily gone into that.  It is not compulsory that they take the CKP on.  If you think about 

the financial commitment for a young person coming from a borough in London who does not 



 

have that kind of money to put towards that qualification, again it is a barrier to them actually 

joining the organisation. 

 

Then you have the research which shows that there is inbuilt bias within that.  Again, Robin says 

that they are looking at that, but we need to really push for that to be reviewed because the 

statistics are there.  The data is there which shows that it is unfair. 

 

Last of all, if they have gone through the process and they have made their way successfully up 

to that point, you then have vetting. Which again impacts on them through things like stop-

and-search where that has gone in a way that it should not have done, which I feel should be, if 

they are going to look at the process, brought to the front of the process so that people have a 

fair chance of knowing whether they are going to make it through.  When you have done all of 

that work to get to the end of the process only to be told “sorry” with no particular reason as to 

why you are now going to be taken out of the process, all of that needs to be looked at. 

 

There are still a few things that the MPS can do to try to improve the process and to get more 

BAME through. 

 

Joanne McCartney AM (Chair):  Thank you.  Robin, I know you wanted to come back and 

then I am going to bring Roger [Evans] in. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  Thanks, Chair.  There 

were just a couple of things.  I do not, obviously, disagree with anything that Gideon [Springer] 

and Janet [Hills] have said on that.  The importance of working with communities upfront and 

on an ongoing basis to persuade them that there is a career in the MPS for them is really, really 

important.  It is not something that we can do on our own.  It is not something that human 

resources (HR) can do on its own.  This is about Gideon and his colleagues making this a key 

part of their work. 

 

We are establishing an ambassador scheme which Sonia Brown [Chair, National Black Women’s 

Network] is leading for us.  This is coming out and following on from the Mayor’s Office for 

Policing and Crime (MOPAC) taskforce.  This is about connecting communities, and Gideon and 

his colleagues working with communities to build greater confidence into the MPS as a career. 

 

Just a couple of figures that might be interesting: we have done some research recently through 

a company called MediaCom which sent surveys out to about 1,000 people and did some top-

up interviews with BAME Londoners.  There are some important statistics in there.  They 

categorised people’s likelihood of thinking about a career in policing into a number of areas.  Of 

the white candidates they interviewed and polled, 50% were rejecters and said policing would 

not be for them.  For BAME communities, that increased to 83%.  When we are looking at how 

we engage and get a higher proportion of people through, we are starting from a position, from 

a process point, where we are always on the back foot.  That has focused years of effort that, 

frankly, is for us in the police and I guess more widely it is a MOPAC issue and it is probably a 

Greater London Authority (GLA) issue much more broadly about how we can build confidence 

into that. 

 



 

 

Joanne McCartney AM (Chair):  Thank you.  I have list of Members who want to come in.  I 

have Roger, Victoria [Borwick] and Jennette [Arnold OBE], so Roger? 

 

Roger Evans AM:  Thank you.  Yes, a few things.  You have talked about people who have 

rejected a career in policing, 50% on average and 83% of the black communities.  Even 50% is 

quite a high figure, actually.  Have you measured your rejection levels against other uniformed 

professions, for instance the fire brigade in London or the military? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  No, this is recent 

research we have had come through and I do not actually know if the military or others have 

had it.  This has basically taken a complete cross-section of London and asked the question, 

“Would you ever consider becoming a police officer?”  Actually, personally I am not surprised 

that 50% of people say, “It is just not a career for me”.  I do not know what the figures would 

be for the Army and the firefighters.  It is not a 50% rejection of our processes.  It is just, 

“Policing is not for me”. 

 

Roger Evans AM:  Yes, it is what they think.  Probably a lot of it depends on how you put the 

question to people as well. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  Of course it does, yes. 

 

Roger Evans AM:  OK.  We have talked a little bit about the CKP, which is an issue I wanted to 

cover.  How long has that requirement been in place?  Forgive me for not knowing but I was out 

of policing in London for a while and, when I came back to it, it seemed to be something new 

that had come in. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  It was in the August 

campaign last year, which was the first time we instituted the requirement for it. 

 

Roger Evans AM:  I do not need to be worried about the fact that it seems new to me because 

it is new for everyone? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  It is new, yes. 

 

Roger Evans AM:  Have you done any work to see what the effect of that is on your intake? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  Yes.  It is a kind of live 

issue, really, because the first people who took the qualification joined the training school in 

February and March this year, so it is a very new issue.  We will continue to look at it carefully.  

We do know from that research that I spoke about earlier, which we had in the last month or so, 

that it was a significant factor that was potentially putting some people off joining so we 

recognise that.  It is £1,000 worth of cost and, possibly more importantly, it is 300 hours of 

study, so it is not an insignificant issue.  However, to put that in context, we are not an 

insignificant profession, either.  The concept of us professionalising our organisation is the right 

one. 



 

 

The question is how we can place that into a volume recruitment process, which is where 

London’s MPS is different from many other forces.  They might be selecting a handful of people 

in a year and we are obviously selecting, in this current year, over 3,000, so we know that it 

potentially does put candidates off.  Our original plan was to require it before you could even 

put an application in.  Clearly, that very quickly was not going to work, so now it is just a 

requirement before you start training.  A third of candidates are undertaking the qualification 

before they apply.  A third do it once they have got through the middle bit of the process.  A 

third wait until, frankly, they have got through every stage of the process and are guaranteed a 

job.  I do not have the statistics on that yet, but I would be reasonably confident that you will 

see a shift in the diversity profile of applicants.  BAME candidates are less likely to come in 

earlier and therefore there is a three or four-month period after they have been selected before 

they can begin training because that is the period of time it is taking candidates to complete the 

CKP. 

 

We know there is an issue of cost.  On Monday, actually - it has been delayed slightly - we 

launch interest-free loans for Londoners on a means-tested basis.  For low-income Londoners, 

we are offering an interest-free loan which they will pay back when they join us, and the 

financial risk is ours if they are unsuccessful at any stage of the process. 

 

Joanne McCartney AM (Chair):  They do not have to repay? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  Not if they are not 

successful, no. 

 

Roger Evans AM:  Do you mean if they are not selected at interview or if they join the police 

and decide it is not for them and drop out before they have repaid it? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  No, the former.  Once 

they have joined us, they will start to repay that interest-free loan from their salary.  Very few 

people, once they commit to the CKP, have not been successful on that programme, which is 

good.  It is a tough programme and it is a lot of study, but we think the risk is appropriate for us 

to bear if it is a way of us easing that burden. 

 

More broadly, though, we are actively reconsidering how we position this qualification within 

our recruitment processes and if there is anything more we can do to make it less of a barrier.  

As I said, it is not the training and it is not the qualification that is the issue.  We should 

professionalise our entry routes, but we have to make it practicable and we have to make it not 

a barrier for certain communities.  That is the work we have to do.  That is the work over the 

next three to four weeks, so it is not long. 

 

Roger Evans AM:  That was interesting.  I am interested to hear what Janet has to say about 

that because you raised this as being a problem and it is something which we had seen in our 

pre-work could be a difficulty.  Do you think it is something the MPS has now addressed or is 

there more they could do to make this achievable for young people? 

 



 

Janet Hills (Chair, Black Police Association, Metropolitan Police Service):  What would 

be interesting to know about the CKP is the diversity of the people taking it and passing it.  It is 

all well and good saying that people have been successful on it, but what is the ratio of BAME 

candidates taking that CKP and passing it and then coming into the job, whatever stage it is 

that they take it?  There are things for me that can still be done. 

 

The interest-free loan part of it is good and will potentially encourage people to be successful.  

However, again, if the vetting says no, then we still have an issue around them having invested 

that money to get into the organisation. 

 

Roger Evans AM:  We would save ourselves money as well by doing the vetting early and not 

funding people? 

 

Janet Hills (Chair, Black Police Association, Metropolitan Police Service):  Absolutely. 

 

Roger Evans AM:  It may be something for you to take away there. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  We are actively 

considering where vetting sits in the process.  There is a balance.  It is quite an expensive 

process and, quite properly, we sift out a lot of candidates; so there is a proper point at which 

vetting would go into the process.  Putting it at the expression of interest would be the wrong 

place.  I tend to agree that leaving it right until the end is not necessarily appropriate either, but 

it is getting the balance right. 

 

Roger Evans AM:  OK.  Let us talk about this London thing just for a moment because I am 

pleased, Gideon [Springer], you said you are not from London.  I am not from London, either.  

Quite a lot of us who make a career for ourselves in the capital are not from London.  Whilst I 

can see why you are looking at putting this restriction on the police, I can potentially see 

problems here.  First of all, where is the boundary that you are using? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  We are developing this at 

the moment, but the obvious boundary would be the MPS boundary. 

 

Roger Evans AM:  Basically, you have to live in a London borough to apply or have an address 

in a London borough to apply?  OK.  What about people who apply from other countries and 

who might have particular knowledge of some of those communities in London, say someone 

who had knowledge of the eastern European community?  Would we take them at the moment? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  If they met our 

nationality rules, yes, we would, but what we would be saying is we want people policing 

London who understand London and London communities.  This is not just about coming from 

a particular community.  I go back to Gideon’s [Springer] point about people who come into 

London.  It is an intense place.  It is an intense place to police.  It is about identifying people 

who have knowledge of that.  Do not forget I said there will still be a route for people who are 

outside of London, but it will be the special constabulary route. 

 



 

Roger Evans AM:  Actually, I would be quite interested in Helen’s opinion of this from a 

broader policy base.  You have widespread experience in governance.  Is there anywhere else 

that living-in-London criteria applies to recruitment? 

 

Helen Bailey (Chief Operating Officer, MOPAC):  That is a wider question and I am, off the 

top of my head, qualified to answer at the moment.  You are asking about the wider policy base, 

so the question that sits behind this is why we are focusing on this issue.  Both Gideon 

[Springer] and Robin [Wilkinson] in talking to the Committee have talked about the importance 

of being able to police in London’s diverse and multicultural communities and having the skills 

and experience to do that.  The Mayor himself has said we want a workforce that looks more 

like the London it serves. 

 

From our point of view, the question is how you get that richness and diversity and competence 

to do this really difficult job of policing in this really complex, 300-language community that is 

London.  That is as much part of our thinking as how we get particular individuals to come and 

join us and to apply to us.  Balancing that out is why we are actively considering this recruiting 

from London issue, because those people who do come from London will be more likely to have 

that experience of living and working in a very big, multicultural city.  Nobody is saying they will 

be the only people who have that experience. However if you look at the proportionalities that 

Robin [Wilkinson] has talked about in terms of applicants from London, and the diversity of 

those applicants, compared with applicants from outside London;  our question is how, within 

what is lawful and appropriate, do we manage to attract the kinds of people who are going to 

police successfully. 

 

We have a MOPAC requirement to build confidence in policing and we perceive that having 

people who understand that diversity and that cultural mix will help us to increase that 

confidence for all sorts of reasons that people around the table will be aware of.  From our point 

of view, it is really important to explore all the avenues to do that and to have a diverse police 

force. 

 

Roger Evans AM:  You could say the same about social workers.  London is a very different 

place and there people are having to go out and work in the community. 

 

Helen Bailey (Chief Operating Officer, MOPAC):  Roger, I do not disagree with your 

premise -- 

 

Roger Evans AM:  I think there are some fairly wide policy implications to what you are -- 

 

Helen Bailey (Chief Operating Officer, MOPAC):  What I do not have live in front of me - 

although I do recall the huge difficulty of attracting social workers, so it is a different issue, in a 

previous life - are the statistics for the makeup of that workforce or indeed the way in which 

Londoners apply or do not apply for those kinds of roles.  I simply do not have that in front of 

me, so I do not know whether we have an analogous problem or a completely different problem.  

I am sorry. 

 

Joanne McCartney AM (Chair):  Chief Superintendent? 



 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  Could I just add?  This is only my personal opinion.  

I will qualify that the current recruitment campaign is in order to improve the diversity of 

frontline police officers in London.  I fully support the recruiting of officers from London.  My 

experience of operational policing is that those individuals who do understand policing, provide 

a totally different policing service if they have lived and worked in London and understand 

those communities, than those individuals who come from the small county forces which we 

always recruit from.  I spent three years working in Northamptonshire prior to coming back to 

London.  The vast majority of those officers had lived and worked forever in that county.  Many 

small county forces do not recruit outside of their counties because they want the officers who 

work for them to live and work and be part of that community and understand the needs of that 

community.  For those reasons, it is really important that we do restrict the latest level of 

recruitment. 

 

Even if we did recruit 40% of our current 5,000 - so that would be about 2,000 officers - we 

would still have diversity in London of less than 15% or 16%.  In the current campaign, we need 

to do something to change that.  If we left it at our current rates, it would be something like 58 

years to get anywhere near the current level of diversity and that will have changed by then. 

 

I agree with what you are saying.  The analogy with social workers may well be the same, but I 

am not a social worker and I do not do that, so I cannot really comment.  My sister is, but that is 

another matter.  It is really important -- 

 

Roger Evans AM:  I am not saying police are social workers.  I am saying that you face many of 

the same problems and the same difficulties relating to people you meet on a day-to-day basis. 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  They do and I would say that for those reasons 

perhaps social workers also may need to be able to understand the diverse cultures they work in 

because there are similar difficult questions and difficult positions. 

 

I have worked with individuals who have not policed and have not lived in London and have not 

experienced the diversity of London.  What you find is that their only experience of people from 

BAME communities is a negative experience, where they arrest them, stop them or have 

difficulty with them.  In that subconscious, the diversity issues impact on them in terms that 

they only ever see people in a negative stereotype. Whereas those who have lived in London, 

have worked in London and have friends, colleagues and people in London, have a more 

balanced view.  When you are making certain decisions on the street in an operational context, 

some of those decisions are based on your knowledge and experience and can change them 

significantly. 

 

Roger Evans AM:  Yes, OK.  Thank you. 

 

Joanne McCartney AM (Chair):  I have Victoria and then Jennette [Arnold OBE] and then we 

will come back to Roger.  Victoria? 



 

 

Victoria Borwick AM:  Just taking it back, this is all about new recruits.  I know myself from 

travelling around London that you have been fantastically successful with your police cadets, 

where I understand that actually the reverse is true in the sense of diversity.  They come from 

everywhere and anywhere and it is absolutely wonderful and they are a tremendous success and 

very well regarded and received by everyone they meet.  How are you encouraging those?  

Could you talk a little bit about that? 

 

Secondly, I do not know the figures because I do not know so well the volunteers that you 

talked about. They seemed to volunteer for two years and they did it and then they went off 

and did something else.  If that is useful, fine.  Otherwise, talk about them because I know the 

cadets have been phenomenally successful. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  Would you like me to 

pick up on that?  I absolutely agree on both points.  The special constabulary has been a rich 

source of recruitment for us.  It is a great way in because people can demonstrate to themselves 

that they want the career and demonstrate to us that they are capable.  Our special 

constabulary has been significantly more diverse than our main workforce, so it has been a richly 

diverse pipeline and will continue to be so for us.  We will be launching a new and more vigorous 

campaign in the autumn for the special constabulary, which again will develop a pipeline of 

regular recruits into 2015/16. 

 

The cadets are a rich and untapped pool.  We have not started work on this but I want to 

explore the scope for some form of apprenticeship route from our cadets into policing. 

 

Victoria Borwick AM:  Particularly now you are taking your cadets from younger to older.  

They are now old enough at the end to join, so to speak; and they will have been supervised and 

trained, and they have been doing, as far as I can see from my visits, a wide range of different 

things that all fit in to the policing family.  They are fantastic, energetic, dedicated and devoted.  

Some of them have mentored and had the opportunity of working alongside established 

officers.  Therefore, every young person who comes in presumably has a family or some support 

system around them because they would not be going into the police otherwise. 

 

The point that I took that I think Janet [Hills] made about trust and faith and all those other 

things that you cannot have, you cannot join the police unless you have confidence that you are 

joining a safe career.  If you look at the diversity of those and take that on a few years, the 

potential there is enormous.  It would really leapfrog some of these figures.  Every time I meet 

them, and the other day they were talking to various people who came to the Town Hall that we 

had locally,  they talked about some of their opportunities they had had working alongside the 

police.  Therefore, they have seen for themselves the boring bits, the bits that are not so 

exciting and attractive, maybe, the form-filling and the records and all of that.  Wherever I go, 

they seem to be really energetic and enthusiastic and they seem to be very devoted and 

dedicated.  Cheers to the police cadets and please can you mainstream them up into the 

system? 

 



 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  I agree and I think we 

should think very widely and broadly about this.  We might, yes, think about them as directing 

careers into policing, but what about supporting them through maybe tertiary education before 

they then make that choice?  There is an untapped pool that we need to -- 

 

Victoria Borwick AM:  They will all have families behind them who then start thinking the 

police are not so bad and one family tells another family, I hope. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  It will be a big policy area 

for us and one that we will develop. 

 

Joanne McCartney AM (Chair):  What is the timeline for developing that? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  This autumn.  Our focus 

has very much been on this recruitment campaign and dealing with the issues we have been 

talking about so far, but there is a piece of scoping work already taking place.  I do not know if 

this has actually started yet, but we are beginning working with Skills for Justice.  There is an 

apprentice scheme working well in south Wales, so we are looking at whether we can take 

learning from that.  This autumn, we will be coming back with some very clear proposals on 

that. 

 

Joanne McCartney AM (Chair):  OK, thank you.   

 

Jennette Arnold OBE AM (Deputy Chair):  Yes, thank you, Robin, and congratulations on 

the work that you are doing.  It is certainly one of the most positive replies I have heard over the 

years in terms of questions from Members. 

 

Can I just ask you if there is an inbuilt evaluation of this strategy that is working in parallel with 

you?  I ask this because - and it is the point that Janet [Hills] raised - it is so important that we 

understand for the London cohort whether the numbers are coming from outer or inner London; 

from the widest mix of London’s diverse community and the gender balance and indeed the 

age. 

 

One of the things I am concerned about is that black women tend to be taken out of the BAME 

discussion and then they fall down the very bottom of the gender discussion.  If I can just 

elaborate. If I was to look at your recruitment programme, if you are recruiting and you are 

going to be targeting and advertising at football matches and stuff like that, great.  No 

problems with that.  However, as a black woman who goes to football matches, I am in a 

minority.  I am invisible, so you are not going to be able to pick up young black girls or women 

there. 

 

The challenge that you would get to actually get you to address that is if you have done any 

quality impact assessment.  There are two questions.  Do you have evaluation going in parallel 

with you that can pick up that sort of granular stuff that you can feed back in?  That might be 

helpful for the next tranche.  Did you do the impact assessment at the right time and did you 

feed in any of those mitigations? 



 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  Absolutely.  Thank you.  

Yes, there was an impact assessment at the start and, for example, an impact assessment on the 

CKP provision.  However, we are doing this as a dynamic process.  There is a detailed evaluation 

that enables us to understand educational qualifications of candidates, at what point they drop 

out of the process, their gender, their ethnicity and whether they have a disability or not; so we 

have that level of detail, which is more detail than we have had previously.  As a result of having 

that, we have been able to take immediate steps as we have understood these problems to 

respond to them. So we very quickly identified the disproportionality at the competency-based 

sift and then commissioned the work to develop the new sifting tool.  That is happening in a 

dynamic way as we go through the process.  I cannot give you statistics around females, but we 

have the data to be able to pull that out of the process. 

 

Jennette Arnold OBE AM (Deputy Chair):  Because that data should have flagged it up, so 

that if the numbers are totally disproportionate you would have to be taking some mitigations 

for that. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  Yes.  We are seeing very 

clearly from the data that where we have very active boroughs, so very active boroughs working 

with communities, we are seeing a greater number of applicants coming from those 

communities.  Again, the ambassador scheme that we are putting in place is critical. 

 

Jennette Arnold OBE AM (Deputy Chair):  To follow on from a point Victoria [Borwick] 

made, I represent Hackney, Islington and Waltham Forest.  For the last five years, we have had a 

population match profile with our cadets.  It has gone on so long that they will now be in the 

world of work.  What I cannot understand is why some of that good practice has not factored 

into this strategy.  What is clear from that is that in fourth-generation households, what parents 

want is a profession and a career and they are actually willing to look at policing in the line of 

nursing and everything else.  I take Janet’s [Hills] point about how they are high-fliers, but then 

everybody has that problem.  In our everyday homes in our boroughs, what parents want is for 

their young people to get involved in professions.  I do not understand the gap there because I 

would have thought there was enough practice there specifically driven by the local chief 

superintendents.  That has been successful across a number of boroughs and I am just 

concerned that you have not made that link. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  OK.  It just comes back 

to the point that, when we talk about the overall statistics, they are so masked by the non-

London effect.  If we go back to our August campaign, why were we not attracting more 

minority communities?  Over 40% of the applications we received from that August campaign 

from Londoners were from (BAME) communities.  I think we would be saying, “Fantastic”.  

What I am not pleased about is that there was still disproportionality through the process, but 

still 25% - and I think we will be able to increase that further - of successes from London 

residents are coming from BAME communities.  Again, I would be saying, “Fantastic.  That is 

good.  Let us build on it”.  When we talk about 15%, picking up your point, it looks as though it 

is not such a great success, but that is because of the issue of the 60% non-London applicants 

coming through the process.  I liked the point about how we have attracted people into the 



 

cadets and I will take that away and make sure that we are factoring that in.  I come back to 

Victoria’s [Borwick] point.  The cadet route for us in the long term is a goldmine for us. 

 

Jennette Arnold OBE AM (Deputy Chair):  Yes, because we are talking about third and 

fourth-generation Londoners.  The key point I thought from this morning was Janet’s [Hills] 

point about the vetting.  It seems so unfair to actually take somebody through a system and 

then have them rejected.  The downside of that is the negative feedback then into the 

community, undermining all the work that is done by the MPS’ Black Police Association (BPA) 

and other people. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  Do you want me to pick 

up on vetting or do you want to come back to it? 

 

Joanne McCartney AM (Chair):  A little and then we should have something in writing as well 

and we can pick it up later on, yes. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  All police forces follow a 

national vetting policy.  As you would expect and want, I guess, it is very robust and restrictive.  

You want honest citizens who are your police officers, so any infringement in your life will count 

against you in terms of becoming a police officer.  We also, of course, are looking at the 

potential for the people that you are close with to exert inappropriate influence, so that is part 

of the vetting process, too.  The policy is very, very restrictive, but we recognised last year that 

that was a problem to us and we needed to be able to take a more balanced and nuanced view. 

 

What we have done is to establish a forum that I chair.  It meets monthly with senior Association 

of Chief Police Officers (ACPO) colleagues from across the MPS.  What we do is we look at the 

borderline cases.  There are quite often cases where there might have been a very minor 

infringement, maybe shoplifting when someone was 12 and they are now 36 and have been a 

good law-abiding citizen since.  ACPO policy would probably say you can say no to that person.  

Our view is that that is not the right judgement call to make and that therefore we should 

consider whether those individuals should become police officers. 

 

In particular, for BAME applicants, as Janet [Hills] said, in London, there are a lot of candidates 

coming to us who will have been stopped and searched.  We have tightknit communities and we 

have people living close together, so there is more of a potential for vetting to identify concerns 

around associates and family members.  Certainly there are about 20 cases that I will be looking 

at in my next monthly panel, which are all from BAME candidates who have not passed the 

process.  We will look at whether that was the right judgement or whether we appropriately can 

exercise our discretion to bring them in.  This is a fine judgement because I guess your good 

selves and the media and others will be critical of the police if we are bringing in inappropriate 

people; but there is a matter of judgement here that we are working on and working with 

MOPAC to get right.  It is a difficult challenge, but we are working through it. 

 

Joanne McCartney AM (Chair):  Can I bring the Chief Superintendent and Janet in as well to 

talk about the issue of cadets and whether that is a good source and, secondly, about this issue 



 

of vetting.  Gideon, I think you said earlier that stop-and-search was a factor.  Is that because 

that will show up in the vetting procedure? 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  Can I first start with the cadets?  The cadets are a 

very good way of getting people within the community to understand more about policing and 

have a positive impact.  One of the things we do around the MPS is that, those individuals who 

we bring into the cadets are quite often identified because they come from difficult 

backgrounds and because they are BAME, so a significant number of our cadets will fail vetting.  

I have worked with cadets and I have done a lot of work with them, and it is a great way of 

keeping them on the straight and narrow and preventing them from getting into trouble later 

on; but not many of them will really get through the vetting process.  The work they do is great.  

It is a bit like any other children’s association, whether it is the Guides or Army Cadets or 

whatever else.  It does allow those individuals to have an insight into policing.  It does impact on 

the communities and their families and they are very positive around it; and it should, and will, 

be a way into policing in the future.  I know a number of cadets do join the specials and then go 

on that route and that is positive, but I do not think we can see it as being a panacea for 

recruiting large numbers of young BAME people into policing. 

 

Secondly, on the issue of vetting, it is quite right that we do vet.  From my operational 

experience, I have had to deal with a number of officers from all backgrounds who have 

committed offences.  We cannot underestimate the pressure that is put on some individuals.  

We have some instances that we know of organised crime groups already getting individuals 

into policing so that they can have an insider route and it is very crucial to avoid issues around 

corruption in policing.  That can do far more damage to our organisation than anything we do 

ourselves.  This is not just about BAME groups.  It is about everyone. 

 

It also impacts on the issue around individuals coming from other countries.  If we cannot verify 

what they have done in those other countries, it is impossible to vet them.  If they have come 

from some war-torn place where all the police records have been destroyed, you really do 

struggle in terms of knowing who they are.  Again, with organised crime from certain areas, 

people know how to get around and circumvent processes, so vetting is very important. 

 

I would say, however, that there is some of the minor stuff that people are involved in at a 

certain age.  I will put my hands up now.  If I had got done shoplifting when I was eight years 

old, I would not be here today.  I think I did steal a Mars bar once, but these are things that you 

look on and say, “Does that really impact on what the individual is doing now?”  It is a fine line 

to draw.  It is also about criminal associates.  Again, I will put my hands up.  I have members of 

my family who have been involved in criminality.  I was not turned down by vetting.  I have 

actually been vetted to a SC level.  It is a really fine line on how you go about that.  It is a very 

difficult job for vetting to do. 

 

I still think, though, there should be some other review and it is being done now at the highest 

levels of the organisation.  I will be interested to see myself what is stopping people getting in, 

because that is a question I often get asked and it is really impossible to answer because I do 

not do vetting.  However, I would say that through my operational experience of individuals 



 

who have come into the organisation despite going through vetting, there are problems.  It is 

that one thing that I personally am very, very keen to ensure that as an organisation we 

maintain the standards in terms of vetting; but in terms of those individuals who are borderline, 

we need to have a look at that and how we assess it and from what prospect.  I think I have 

answered the question. 

 

Joanne McCartney AM (Chair):  Yes, that was very comprehensive.  Janet? 

 

Janet Hills (Chair, Black Police Association, Metropolitan Police Service):  From a MPS 

BPA perspective on the point that Victoria raised around young people, in the MPS BPA, we run 

a Business and Technology Education Council (BTEC) level 2 qualification for year 9 pupils that 

gives them an extra qualification.  It is called the Young Leaders for Safer Cities and it is part of 

our Voice of the Youth and Genuine Empowerment programme.  Again, it gives the individual 

young person and it gives their family access, which Jennette [Arnold OBE] talked about, to 

police; which we think is vitally important.  It also lets the young people understand and know 

their rights around things like stop-and-search and those vital interactions with policing.  The 

fact that we have an untapped source there of young people who potentially do not know and 

do not understand what goes on within the police is something that we have looked at and, as I 

say, we are doing something about it. 

 

With Robin [Wilkinson] talking about looking at the cadets, I think it is a great idea and should 

definitely be brought in around the source of young people that we can get into the 

organisation, given their makeup. 

 

On the vetting side of business, again, it is shrouded in mystery.  Yes, I do believe that there 

needs to be that element of vetting to come into the police service.  However, it concerns me 

that we are in London, we do have close-knit communities where our families and neighbours 

have that regular contact that the data around stop-and-search says we are going to have.  We 

are going to know someone from our communities who has had problems with the police.  

Again, because the data is so high around stop-and-search and the potential spinoffs from that, 

it is important when we are looking at the vetting that any background information that is there 

that could possibly be put down to the fact that there was that interaction with police should be 

looked at really carefully.  The whole review piece that Robin [Wilkinson] is doing is a good idea 

with regards to potentially bringing it on board and managing that best from the MPS’ 

perspective around vetting.  It can be done, but it would be about managing that risk and 

knowing that potentially they were prepared to do that. 

 

Joanne McCartney AM (Chair):  OK, thank you.  Jennette, you wanted to come back in and 

then I am going to come back to Roger [Evans]. 

 

Tony Arbour AM:  Can I ask something which arose specifically, please, on the vetting? 

 

Joanne McCartney AM (Chair):  Jennette has a question, I think, on the same thing. 

 

Jennette Arnold OBE AM (Deputy Chair):  It was to Chief Superintendent Gideon.  You 

made a generalised statement about cadets being, if you like, targeted and then encouraged to 



 

become a cadet to keep them away from gangs or whatever it is.  That sounded a little bit too 

generalised for me.  Can you just go back to that?  Is that your experience and is that what you 

do in your borough?  That is not my understanding of the recruitment of cadets.  It is not a part 

of social action.  This is about working with the ordinary 99% of young people from BAME 

communities who do not need distracting from crime.  I just want you to be clear on what you 

said there because at the moment it does not sit well with my understanding.  I see Victoria 

[Borwick] shaking her head. 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  That is fine.  My experience of the cadet units 

which I have overseen and managed is that about 50% of those individuals would struggle with 

vetting.  I am not saying that they are children that are involved in lots of crime, but we do 

make a point of trying to use the cadets as a way of taking some individuals who are at risk of 

being involved in crime away from that. 

 

Jennette Arnold OBE AM (Deputy Chair):  I am just asking if that is a personal chief 

superintendent’s approach or is it part of the MPS’ approach?  I did not understand that that 

was the MPS’. 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  It is part of the scheme. 

 

Jennette Arnold OBE AM (Deputy Chair):  Can you confirm that? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  It is part of the scheme, 

so what you have is a mix on the scheme of people where we are offering a different path, 

hopefully, and that is part of the scheme and that is part of what the BPA work is about.  

Equally, it is a great youth movement and what makes it a really great youth movement is that 

you have that difference and diversity within it, of people with the great family backgrounds 

and support that you were providing. Together with some people to whom we are being able to 

provide, through that cadet movement that, kind of level of support to enable them to make 

some, hopefully, good choices in life.  It is that richness within it. 

 

What Gideon [Springer] said is that there are definitely some members of the cadet family where 

we will struggle with vetting particularly at the ages of 18 and 19, and maybe not when they are 

26 or 27 and we have been able to see how they have developed as adults, but a great many of 

them will still be successful immediately. 

 

Jennette Arnold OBE AM (Deputy Chair):  OK, thank you. 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  My apologies for using a general term, but I 

thought it was well-known. 

 

Jennette Arnold OBE AM (Deputy Chair):  I just needed to know. 

 



 

Tony Arbour AM:  Yes, again relating to cadets and vetting. Chief Superintendent, I formed 

the impression that you were suggesting that people who are involved in criminal activities 

would like to see people who they can influence joining the cadets and, after joining the cadets, 

joining the police force as a way of having some kind of influence. 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  No, perhaps I mixed the two issues.  I should have 

stepped away from the cadets’ issue.  The issue is that there is evidence of members of 

organised crime groups wishing to have influence over serving officers, and that may well be 

through pressure they can place on those individuals or their families.  That is the issue.  I am 

not saying that they are actually targeting cadets.  I do not think they know much about cadets, 

to be perfectly honest. 

 

Tony Arbour AM:  Can I say in general how pleased I am to hear you say that this is something 

that you are seeking to do?  I was particularly interested to hear your comments about those 

people whom we are unable to vet because they have come from places where there are no 

statistics.  Anecdotally, we are always hearing about people from states in the former Soviet 

Union who are coming here and there are no records at all and we know nothing about them.  

Can I say how encouraging it is that I find that we are actually looking into that? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  Just so we are clear, 

every person who joins the MPS is subject to the level of vetting that I think you would, as a 

Committee and as a city, want us to do; so that we know about individuals and we know about 

their background in the broadest way that we can.  Those checks are necessary partly because 

of the reasons that Gideon gave and because, obviously, we want to ensure that people are 

coming into policing because they want a career in policing and not for any other reasons. 

 

The point we are just making is that there are some issues on the boundaries at the lower end of 

those things where we are going to need to take a more nuanced view.  I do not want to give 

any impression that there is a coach-and-horses being driven through our vetting policies. 

 

Joanne McCartney AM (Chair):  That has not been taken.  Roger, did you have anything 

further on your question? 

 

 

Victoria Borwick AM:  A really quick point.  I know that the Social Services Department does 

work with every uniformed organisation in order to try to encourage people to take up things 

that interest them, which may include the cadets. So I do accept the point that there will be a 

certain number of all uniformed organisations with whom Social Services have obviously placed 

like difficult children.  However, as you say, there is the vast majority and we welcome the 

exchange we have had on cadets and urge that where possible they should be encouraged to 

join. 

 

Joanne McCartney AM (Chair):  If I think about my boroughs, kids are diverted away from 

trouble into the cadets, so it is an issue.  Tony, we are going to come to graduate entry and 

direct entry. 



 

 

 

Tony Arbour AM:  We have touched on graduate entry and I think the most important point in 

relation to this has already been made when the Chief Superintendent said that very often for 

graduates this is not a career of choice.  You suggested that BAME families work very hard to 

get into university and they think, therefore, that the professions are a better place for their 

children to go into rather than going into the police.  Did I understand you correctly in saying 

that? 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  Generally, possibly. 

 

Tony Arbour AM:  Generally, possibly? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  Just some facts, if I may.  

From the August campaign, there were 5,500 expressions of interest of which 2,000 were 

graduates. 

 

Tony Arbour AM:  What is an ‘expression of interest’?  Is it applying for a form? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  People who originally log 

on and say, “I am interested in this job”.  At the first point at which we get them, nearly 50% of 

our applicants were graduates. 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  In terms of those who actually come through the 

door at the end of the day, that is an expression of interest.  In terms of having a degree, the 

proportion of BAME candidates that come into the organisation is slightly higher than white 

candidates, but I am talking about large numbers of BAME students within London.  The large 

majority or, as I said before, 83% of people said it was not a career of choice for them.  That 

would probably map over to 83% of graduates who would not consider policing.  That is still a 

large number in terms of several hundreds. 

 

Tony Arbour AM:  We have a note which suggests that one of the barriers is that our 

recruitment process is more likely to be skewed to graduates from Russell Group universities 

than other universities.  Is that correct?  That is recruits in general. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  Is that general 

recruitment or around specifically graduates? 

 

Tony Arbour AM:  General graduate recruitment.  Does it primarily come from Russell Group 

universities? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  No, it does not and, no, 

we do not just target those groups.  Just so we are clear on languages, we recruit many 

graduates into our mainstream recruits and then, for the last two years, we have run a specific 



 

fast-track graduate entry scheme.  We piloted it and now it is being applied across the country, 

a fast-track police constable (PC) to inspector scheme. 

 

Tony Arbour AM:  To return to the point about the Russell Group, my note here suggests that 

9% of black students are more likely to attend a Russell Group university than 21% of all United 

Kingdom (UK) domiciled, which suggests that there is a much smaller pool of black graduates 

that come from the Russell Group.  I wanted to relate that to the point of career of choice.  If 

you have made that very substantial and difficult task if you are from a BAME background of 

getting into a Russell Group university, there is likely to be greater pressure on such a graduate 

not to go into the police force because it is not as highly regarded as other professions. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  Yes.  Of course, we use 

and seek graduates from the Russell Group, but it is absolutely not an exclusive marketing piece 

for us. We are actively working, particularly in all of the London universities, to make the MPS a 

good career of choice. 

 

Two things that it is worth saying that we are doing: in terms of successes on our main graduate 

fast-track scheme, which is our premier graduate entry scheme, we piloted it last year for the 

first time in 2012/13.  There were 150 candidates who were successful on it.  The top 40 went 

forward for an assessment then to have the fast-track to inspector scheme.  Of the 150, 7% 

were BAME candidates and none of the candidates who made it to the fast-track scheme were 

BAME.  This year, again, we have learned from that.  Picking up a point that Gideon [Springer] 

raised earlier, we have used Rare Recruitment, another specialist agency for attracting graduate 

entrants.  We have selected 140 for our overall graduate scheme - I am just looking for the 

figure - of which 14% are BAME.  Of the fast-track to inspector, 18% are from BAME 

communities.  Again, because of putting in the effort that Gideon identified and suchlike, we 

have had success. 

 

Moving ahead, we are piloting something called Police First.  This is something that has been 

developed by MPS officers.  It is a scheme akin to the Teach First scheme, so we will be going 

and trying to attract the very best graduates, a diverse group of graduates, and we are offering 

them two years.  We are offering them a job for two years and we are going to put them in 

frontline roles.  If at the end of that two years we shake hands and they say, “That was a 

fantastic experience, but now I am going to go and work in the City”, great.  Maybe they will 

come back on our direct entry to superintendent scheme in six or seven years and we think that 

many of them will stay.  That is a new and exciting entry route for us.  We are also putting a set 

of university ambassadors into London universities.  MPS officers who have studied in those 

universities are going in and working with those students. 

 

Tony Arbour AM:  Are you doing something akin to the Police First initiative for the direct 

recruitment.  Rather than simply going and targeting the high-flying graduates, are you looking 

for high-fliers elsewhere to come in for direct entry? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  At superintendent level? 

 



 

Tony Arbour AM:  Yes.  There was the Winsor proposal that people should come in from 

outside.  You have just told us that you are seeking to target the very best.  How are you 

seeking to recruit people to come in at that direct entry level post-Winsor? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  There are two entries on 

that direct entry level.  There is direct entry which is at PC level but with a fast-track to 

inspector, but that is -- 

 

Tony Arbour AM:  No, I am looking at -- 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  You are looking at 

superintendent? 

 

Tony Arbour AM:  Yes, indeed. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  At superintendent level, 

we are not looking for graduates.  At superintendent level, we are looking for people who are 

proven leaders.  They are proven successful leaders and we will train them to be police officers 

and to bring their experiences and their leadership skills into policing.  We have had just under 

1,000 applications for the first direct entry superintendent scheme.  We are planning to take 

between five and ten successful applicants from that.  Of those applications, 25% are from 

BAME applicants, which is a great pool to start with.  We have used a combination of marketing 

and executive search to try to attract good candidates. 

 

Tony Arbour AM:  You have not actually recruited anybody?  These are simply applicants? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  This is a pilot scheme.  It 

has not been done before, so we cannot possibly have had any candidates yet, I am afraid. 

 

Joanne McCartney AM (Chair):  When will you be appointing? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  It is a three-stage 

selection process.  There is the MPS and a national process and then we will select the final ten.  

The final selection, from memory, is in September and the candidates will begin their 18 months 

of development from November. 

 

Tony Arbour AM:  If that statistic works as far as the MPS is concerned, there will be one or 

two? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  What, the 25%? 

 

Tony Arbour AM:  I obviously misheard you.  I thought that you had said that of the people 

who had applied for direct entry at superintendent level, 5% were BAME. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  It was 25%. 

 



 

Tony Arbour AM:  That is much better than I thought. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  Good.  I did not think 

you looked very happy at that figure.  I was feeling offended at that point. 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  It could still be one or two. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  The point is that these 

are small numbers and suchlike, but we should not be satisfied with 25%.  That is not the point 

of this.  We should be looking for as diverse a group of brilliant people for that scheme as 

possible. 

 

Tony Arbour AM:  Thank you.  Thank you, Chair. 

 

Joanne McCartney AM (Chair):  OK.  We are going to come back to some of the issues about 

retention and pay rates shortly, but can I just move to Jennette about the deployment of new 

recruits? 

 

Jennette Arnold OBE AM (Deputy Chair):  Yes.  Robin, you have all of these recruits.  Can 

you take us through this idea or proposition the MPS is working with that it wants its 

deployment to be ‘business-led’?  What does that mean? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  All of our new recruits 

spend their first years in policing at borough level, developing their trade and developing the 

craft that will see them through the rest of their years.  What we are looking at is the extent to 

which we can say, “Let us look at the pool of people coming through and what skills they have 

and what knowledge they have”.  London is a big place with many discrete communities within 

it, so let us be a bit more discerning about utilising the skills of our new recruits into those areas 

of London where they can be most effectively deployed.  Rather than it being, for the want of a 

better word, a random kind of selection, let us be more intelligent about how we initially deploy.  

I do not think we should go beyond the initially deploy or else we will potentially pigeonhole 

people and restrict their career in the long-term.  This will apply for existing staff as well as new 

recruits.  If we have people with particular skills, particularly knowledge, particular language 

skills and such like, let us deploy them in a way that that can be most effectively utilised for us. 

 

Jennette Arnold OBE AM:  Do you mean discern?  Who is going to do the discerning? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  What we will be doing is 

working with new recruits coming through and gradually building up the knowledge of our 

existing staff to understand particular skills - particular language skills of whatever they have - 

and then I would want it to be a conversation with those individuals; a conversation coming 

through training school about our ability to use and deploy them in that kind of way.  Again, it 

has to be a conversation; it is not going to be a task. 

 

Jennette Arnold OBE AM:  It is the pigeonholing, is it not? 



 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  There is a danger of it. 

 

Jennette Arnold OBE AM:  It is working around profiling people.  It is about saying there are 

some boroughs that are a certain percentage of minority ethnic, so are you saying you could 

then be looking to place your recruits in those boroughs? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  I am very clear this is not 

for their career.  Let us say somebody is going to spend three or four years working in territorial 

policing in a Safer Neighbourhood team.  We have obviously got many, many choices about 

where to place an individual.  What we are exploring is, let us say someone speaks Polish as an 

example, would it make sense to deploy them to a Safer Neighbourhood team where that would 

be of more benefit to them, than a community where Polish was not routinely spoken and such 

like as part of their deployment?  If it gets to the point in that officer’s career where they say, “I 

have done four years in neighbourhood policing, now I want to explore a speciality” what we 

must not do is say, “Well, actually, because you speak Polish you are staying there and you 

cannot go and develop in to firearms or CID and such like”.   

 

We are saying that we have 19,000 officers working in territorial policing, if we can deploy 

effectively to maximise the skills that our officers have got then that is probably, I think, a 

sensible thing to explore.  However, there would be limits to it which I think is the point of your 

question.  I agree there are limits to that.   

 

Jennette Arnold OBE AM:  Let me just make it more basic than that.  All recruits would be 

within territorial policing for the first year? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  For the first few years, 

yes. 

 

Jennette Arnold OBE AM:  What I am trying to understand is will you have a deployment 

model that will separate the recruits in to whites and non-whites recruits in any sort of subtle or 

inadvertent way? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  I do not think so, and 

that is not the intention, absolutely not the intention.  We are looking here at skills, not colour 

or ethnicity.   

 

If somebody does have a skill which means they can be more useful to London, more useful to 

the MPS, more useful to communities, why not use them; that is what I am saying.  If somebody 

could speak Chinese, could speak Mandarin, where would it be best to deploy that officer, 

possibly into Westminster? 

 

Jennette Arnold OBE AM:  All right.  I think the language one is for me a little bit basic.  It is 

the other skills.  Where I am coming from is that there are areas in the MPS that it seems to me 

a BAME police recruit has never entered in Special Forces.  I am exaggerating -- 

 



 

Joanne McCartney AM (Chair):  We are coming on to that later on, Jennette. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  No, I agree with you. 

 

Jennette Arnold OBE AM:  I am just concerned that we are not going to move away from 

what I have heard, that one of the reasons why you cannot get BAME officers in a particular 

specialist area is because they do not get the basic foundation, they do not get entry.  That 

goes back to the initial deployment.   

 

For me the concern about deployment is not the first year, because I understand that would 

have to be general.  I just want to be sure that the MPS does not have plans that it then starts 

to cherry pick individuals and their new skills, language skills would be one of those.  However, 

what about other skills, skills of super detecting and all that sort of thing?  Do you see what I 

mean? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  Yes.  All of our 

deployment decisions should be based on people’s capability to do the job.  Absolutely we 

should do that.  If somebody has got a particular skill, regardless of their background, age, 

ethnicity, gender, and they can do a job for the MPS that should influence our ability to deploy 

them, I think. 

 

What I think we must guard against is those decisions preventing people from developing their 

whole career.  We want people who are going to develop a career, and we want people who will 

develop up our organisation.  If people become too specialised too early in their careers, that 

can have a negative impact on their ability to develop in the organisation.    There would be a 

danger, obviously, of pigeonholing people as you have suggested and we will avoid that 

happening. 

 

Jennette Arnold OBE AM:  Another simple way would be to send a recruit back to their 

borough where you recruited them from?  Let us look at the London cohort.  I have raised this 

over the years and I have been told, “They know the people”.  It seems to me forces outside of 

London recruit locally and police know their communities.  Is there any thinking about that, 

returning recruits to their home boroughs? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  I do not know of this, 

but I do not think we have got a policy that either says somebody can or cannot, unless a 

colleague on my left is going to tell me otherwise? 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith & 

Fulham), Metropolitan Police Service):  There are issues.  First of all, the deployment issue.  

That is simply around new recruits and where they go.  It is wider than just language skills.  One 

of the reasons that this is being considered is - it is partly my idea and partly ideas from other 

members of BAME communities - having a number of BAME officers in large BAME 

communities is good for the communities.  It is good for the service they deliver.  It is good for 

those officers to have other individuals from similar backgrounds to themselves, and what we 

call critical mass of BAME officers, to provide support and protection in relation to how those 



 

officers are developed and what opportunities they get.  That is part of the reason for the 

intelligent deployment.  I think it is a good idea, and many of my colleagues do as well. 

 

Having worked in Tottenham as a young police constable I found myself reasonably isolated as 

the only black officer on my team.  I would have felt that it would have been nice to have some 

other officers who had more experience and knowledge to have guided me through that very 

challenging period. 

 

The intelligent deployment is something we support.  It is only for recruits in the first 

deployment they get in the first couple of years.  After that we are talking about specialist 

selection, that is a whole different area of business and I think something we also support in 

terms of better diversity amongst those specialist terms. 

 

As for sending officers back to their own boroughs where they grew up, that can be a very 

challenging process.  London is significantly different to many small county forces.  Due to the 

level of criminality there is in London, if it is known who you are, where you live, and where your 

family are then you could be subject to reprisals.  I know of officers who have their cars burnt 

out and their windows smashed when people know where they live.  In terms of the health and 

safety of those officers, in some instances it may not be appropriate for them to be sent back to 

where they live.   

 

I do know officers who live where they have grown up and personally for them it is not a 

problem because of their friendship circle, and for others it is not sufficiently threatening or 

risky.  However, the nature of policing in London is extremely dangerous at times, and many 

officers would not want to put the pressure on themselves and their families of living and 

working in the same place.  That is my personal opinion. 

 

Joanne McCartney AM (Chair):  Janet, do you have a view? 

 

Janet Hills (Chair, Black Police Association, Metropolitan Police Service):  Again, the 

MPS BPA does support the intelligent deployment of recruits.  It is about community 

engagement with our communities, it is understanding the communities.  It is being able to go 

to the barbers, hairdressers or food shops and being able to have that conversation and build 

that community link with our communities.  That is part of the reason around trust and 

confidence.  We do not actually understand our communities and the communities that we are 

policing.  For me, that would be an encouraging start to try to get that picture changed around 

that disconnect in the communities. 

 

Jennette Arnold OBE AM:  I hear what you are saying.  I am just concerned because of the 

churn and the dynamic movement in communities.  If this is going to be reviewed then that is 

fine.   

 

I am seeing so much change in the communities that I represent.  Four years ago in some 

localities within my constituency if you were deploying then you might want to deploy an 

African Caribbean because that was what that community was.  That community now is 



 

Romanian, it is Eastern European, it is everything.  I am just not assured about this approach 

because I am not sure how it links with the everyday reality on the streets. 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith & 

Fulham), Metropolitan Police Service):  Can I just come in there? 

 

Jennette Arnold OBE AM:  It seems to me a lot is about anecdotal stuff.  I am just not 

comfortable with it. 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith & 

Fulham), Metropolitan Police Service):  Officers when they are first deployed they stay in an 

area for two years.  They very often move on from that time.  Officers are moving all the time.  

We are very much aware of the changing dynamics of communities.  We are just talking about 

where they go on their first deployment.   

 

The other thing is there are certain boroughs in London, such as Brent where I used to police, 

where there is a very changing dynamic, but it is still 70% non-white.  By sending a number of 

officers there from various backgrounds you are always going to have officers that better reflect 

the community.  The idea is not that we say, “You have to go there and stay there because you 

are Romanian or Afro-Caribbean or whatever”.  It is that when we choose where we are going to 

deploy newly recruited officers, we put them in the boroughs that have more diverse 

communities so that they reflect them and are able to deliver some of those services.  When 

those officers have done two years in that borough quite often they move on.  It is one of the 

complaints that communities have that officers move on quite quickly.  It is a very dynamic 

process in terms of recruiting.   

 

Although we have not had new recruiting for a number of years, it used to be in the MPS that 

every year you would get a new crop, hundreds of officers coming through all the time and 

hundreds of officers leaving.  That dynamic has changed with time.  There is no operational 

issue where we are going to just say, “Okay, you are there and you are there for the next 20 

years”.  It is a couple of years.  Over the four or five years it takes for a community to change, 

we will continue to monitor the community changing and say, “Okay, we need a few more 

Romanian recruits if we can get them.  We need a few more Polish”, or it might be Chinese, who 

knows what it is going to be.  It is about actually looking at the diversity of London; and 

intelligently deploying our new recruits in to those areas where they can have that ability to 

understand the communities, perhaps communicate with them better, and have a better 

development of that relationship between police and communities.   

 

Jennette Arnold OBE AM:  Thank you.  Just one last question: do we then assume that it was 

not done intelligently before? 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith & 

Fulham), Metropolitan Police Service):  It was not. 

 

Jennette Arnold OBE AM:  It was not?   

 



 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith & 

Fulham), Metropolitan Police Service):  No. 

 

Jennette Arnold OBE AM:  It was just random? 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith & 

Fulham), Metropolitan Police Service):  Virtually, yes. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  What people did is they 

said, “Where would you to go?”  They will give you a choice of five boroughs.  Officers would 

say, “I want to go there, there and there”, and they go, “Okay, fair enough.  There you go”. 

 

Jennette Arnold OBE AM:  Right.  Thank you.   

 

Joanne McCartney AM (Chair):  We are going to move on to Caroline. 

 

Caroline Pidgeon MBE AM (Deputy Chair):  Yes, I want to pick up the diversity of talent 

taskforce - I am going to start with you, Helen - which was a big Deputy Mayoral 

announcement back in June 2013 to come up with five new ideas to help recruit more BAME 

officers.  What value did that work actually add, Helen, to the huge amount of work that has 

already gone on in the past in this area? 

 

Helen Bailey (Chief Operating Officer, MOPAC):  I think it probably did three things really.  

It focused us very much in MOPAC on the conversations that we have been having with Robin 

and colleagues.  I think that was the first thing, and you have heard the outcome of some of 

those in the conversations we have already had about recruitment. About the impact of things 

like the CKP and so on and so forth. 

 

It also generated some specific ideas.  I think there has been a report about those.  Some of 

those might have been things that we would have come to anyway, but nonetheless it 

highlighted and focused on those.   

 

The third thing it did was, and colleagues have referred to it, the community ambassador 

scheme which Sonia Brown [Chair, National Black Women’s Network] is continuing to lead for 

the MPS.  It directly led in to that scheme and I think Robin [Wilkinson] and his colleagues are 

picking that up and running with it as a direct result of their engagement with that taskforce.  

From our point of view, it started to provide a way of thinking about this in the round, in terms 

of some of the wider experience in City Hall other than that just available in MOPAC.  It also 

helped to focus us on some of the things that have made a difference over the last year.  As I 

say, there is that lasting legacy and ongoing work. 

 

 

Caroline Pidgeon MBE AM (Deputy Chair):  Can you just explain a bit more about the 

community ambassador scheme point, Helen?  I did not quite follow that. 

 



 

Helen Bailey (Chief Operating Officer, MOPAC):  Right.  I am probably going to have to 

bow to Robin [Wilkinson] in terms of how it is working now.  I know that as the taskforce was 

working they went out in to communities and did some of what Gideon [Springer] has talked 

about. They got senior police officers and communities talking to each other about the quality 

of life, the career of being in the police officer and what it meant.  They went to places where 

police recruitment had not gone -- 

 

Caroline Pidgeon MBE AM (Deputy Chair):  That was going on in any case. 

 

Helen Bailey (Chief Operating Officer, MOPAC):  I think we sort of kick-started it through 

that scheme and it is continuing.  You might want to say a word or two, Robin, about how it is 

working out now in practice? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  Absolutely.  What we 

have got to do is reach out to communities and say do they want to join to break down barriers, 

and dispel myths; and that is what the taskforce started the process of helping us to do.   

 

The community ambassador scheme is working with ten of our boroughs with the most diverse 

communities.  It is trying to reach out to community leaders and connect them to policing 

leaders even more extensively than we are today; with a particular focus on recruitment and 

persuading talented people in those communities to join us.  We have obviously got extensive 

engagement networks anyway, but it is giving it an added focus around the diversity of police.   

 

We have asked Sonia [Brown, Chair, National Black Women’s Network] to lead and coordinate 

this for us.  She is developing the proposals now, working with some of the borough 

commanders from our ten most diverse boroughs.   

 

Helen Bailey (Chief Operating Officer, MOPAC):  It is a very complementary approach 

because Sonia obviously came through the taskforce and has never been involved with policing 

before.  In addition to the work the MPS BPA and others do to get out in to communities, here 

we have somebody who has got a track record in helping people to find jobs and helping 

organisations to recruit; who is bringing that to bear and coming at it from a different point of 

view and accessing different kinds of communities.  We hope and believe it is going to be really 

successful, but we do not know yet. 

 

Caroline Pidgeon MBE AM (Deputy Chair):  One of the other recommendations from the 

taskforce was about the London specific elements of the assessment.  I think you may have 

mentioned it earlier, Robin.  You are working it up at the moment.  When will that actually 

happen? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  Do we mean making the 

assessment processes more London-specific or limited recruitment? 

 

Caroline Pidgeon MBE AM (Deputy Chair):  The London factor, yes.  I missed that earlier, I 

think you may have said. 

 



 

Robin Wilkinson (Director of HR, Metropolitan Police Service):    They are the additional 

sifting tools we have put in to the process some of which are already in place.  The final one of 

those, which was the intercultural competency assessment, we have been using but not scoring 

since October to ensure that it did not have any disproportionate impact.  It applies from this 

month.   

 

The broader piece of work that Helen and I are doing now and taking forward to the College of 

Policing, is actually saying that London is a particular policing challenge, we think.  We are not 

certain that the national recruitment system, which is the test that every police officer has to go 

through, is necessarily fit for purpose for London.  We cannot prove that yet, but we want to 

push for some urgent action from the College of Policing to work with us, to demonstrate 

whether or not we need a slightly different, or very different, assessment centre that is enabling 

us to select the people we need to police London. 

 

Joanne McCartney AM (Chair):  Whenever issues are raised about changing competencies 

often the response is that, “We have to recruit on merit”, as if changing competencies is 

somehow lowering a threshold.  Can you just give some assurance around that? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  It is not.  What is about 

is what competencies do you weight most?  This is where the pilot that we are now applying on 

the written communication competency is so important.   

 

What we have seen in the detailed analysis we have done is some candidates that looked to be 

potentially great police officers, particularly when looking at the competence over the public, 

performing really, really well, but maybe their grammar is not as perfect as we would want.  Nine 

spelling or grammar errors in the assessment will mean that you dip the standard at the 

moment.   

 

We do not think that is the right balance.  Therefore we have now this pilot approach where we 

are saying, being able to communicate in writing is important, we need our evidence to be 

presented to court well, but in today’s world that does not seem to us to be quite right.  We are 

going to bring people through in to our selection processes who just dip that written 

communication competencies and we will develop them in training.  Actually people who can 

demonstrate they can work well with communities is just as important to us, if not more 

important, than the weighting on written communication. 

 

Helen Bailey (Chief Operating Officer, MOPAC):  Can I assure you from our point of view 

this is a very live conversation.  It happens at every level.  Robin and I talk about this a lot.  The 

Deputy Mayor for Policing and Crime is very concerned not only that we have a workforce that 

is, as I said before, more like the London it serves; but that in doing that, we are not saying this 

is about changing the standards.   

 

We just want a different standard because, as everybody has said already today, policing in a 

multicultural, complex community is different from policing, as Gideon has evidenced from his 

personal experience, in a small county force.  We think that we should be able to recognise, 

prioritise, and support that in a way that sets every bit as challenging a standard, but perhaps a 



 

slightly differently focused one from the traditional means of recruiting police officers.  It is 

absolutely not about lowering standards.  It is about making sure that we have got people to do 

the job. 

 

Caroline Pidgeon MBE AM (Deputy Chair):  It will be a better quality candidate at the end 

of day as well because the skills you need are the skills -- 

 

Helen Bailey (Chief Operating Officer, MOPAC):  Absolutely. 

 

Caroline Pidgeon MBE AM (Deputy Chair):  I want to just understand this taskforce which 

was led by Ray Lewis [Senior Advisor, Mentoring, GLA], who seems to pop up an awful lot at 

City Hall.  How did he and the taskforce engage BAME officers in the MPS to understand their 

concerns and experiences as part of this process, or did he and his team not?  Perhaps, Helen, 

you might answer and then I will come specifically to Janet [Hills]. 

 

Helen Bailey (Chief Operating Officer, MOPAC):  He certainly went out and talked to quite 

a lot of individual BAME officers and to their represented groups.  I think there were 

conversations with not only the MPS BPA but with quite a significant range of groups.  I have 

only this umbrella title in front of me, Staff-support Associations Meeting up Regularly and 

Interacting (SAMURAI) is the umbrella, but there are a large number of groups within that -- 

 

Janet Hills (Chair, Black Police Association, Metropolitan Police Service):  Thirteen. 

 

Helen Bailey (Chief Operating Officer, MOPAC):  -- representing police officers from 

different backgrounds.  I think Ray [Lewis, Senior Advisor, Mentoring, GLA] and his team met 

many of those groups and talked to them about their experiences. 

 

Just to build on what I said before, one of the things that came out of those conversations was 

that anecdotal backup around what CKP was doing to recruitment, which I think has also helped 

us to formulate the proposals for the loan and the bursary that we are now putting in to place.  

Again, that came out of some of those more anecdotal conversations, as well as out of the work 

that Robin did through MediaCom. 

 

Caroline Pidgeon MBE AM (Deputy Chair):  Were you able to feed in through Ray and the 

taskforce and did you find it useful? 

 

Janet Hills (Chair, Black Police Association, Metropolitan Police Service):  The MPS 

BPA and their members were pivotal to what happened with regards to that MOPAC event.  We 

rallied around members, in their own time, volunteering to come along and meet with 

communities.  I think it was about five, six -- 

 

Caroline Pidgeon MBE AM (Deputy Chair):  Five events, we were told. 

 

Janet Hills (Chair, Black Police Association, Metropolitan Police Service):  Five 

boroughs.  For me they were successful because again it has given the community access to 

policing.  Not only that, it demonstrates as well the fact that we had, even though not on a 



 

large scale when you look at the MPS and the statistics, representatives from each of the rank 

and file. So that they were able to see that actually we can progress through the organisation 

and there is a career there.  

 

There were a lot of good things that came out, and there was a lot of good feedback from the 

community.  I was told there was a spike in people registering their interest around joining the 

police at that time.  For me, yes, they were a good event to do.  Again, I feel that it should be 

continued.  It seems to have kind of stopped. 

 

Caroline Pidgeon MBE AM (Deputy Chair):  It is something you would like to see repeated? 

 

Janet Hills (Chair, Black Police Association, Metropolitan Police Service):  Absolutely. 

 

Caroline Pidgeon MBE AM (Deputy Chair):  Not just a one-off? 

 

Janet Hills (Chair, Black Police Association, Metropolitan Police Service):  Yes. 

 

Caroline Pidgeon MBE AM (Deputy Chair):  It was valuable.  That is really good to hear.  

Gideon, do you want to say something? 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith & 

Fulham), Metropolitan Police Service):  I also took part in one of the events.  I was the 

superintendent at Brent borough when the road trip came along there.  It was very positive.   

 

I should also declare, I am sure I did earlier, but I am on the executive of the MPS BPA as well as 

on the executive of the Superintendents’ Association.  I have a lot of involvement.  My lead role 

is around recruitment, retention and progression.   

 

I thought the events were reasonably good.  They were not brilliant, I have got to say.  I think 

they relied a bit too much on individual officers to give up their own time.  There are certain 

individuals who spend a lot of their own time going around London doing these events.  It is fair 

to say that it may have been to the detriment of their own work life in relation to that.   

 

I think if the organisation is going to continue, and I think they should, it should form part of 

something we do on a regular basis.  Individuals should not be expected to give up their own 

free time to do it.  We do a lot of work in our time in the associations and I feel individuals 

should be recognised for that additional work they are doing. Particularly being allowed to 

change their shifts and other things to go off and do this really important work for the 

organisation, as opposed to having to take days off and the like, which one or two have done. 

 

Janet Hills (Chair, Black Police Association, Metropolitan Police Service):  It does 

require the support from the senior leaders in the organisation. 

 

Caroline Pidgeon MBE AM (Deputy Chair):  Robin, would you support properly resourcing 

this sort of public meeting and the taskforce style meetings in the future, if this is to go 

forward? 



 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  What I want to do 

through the community ambassador scheme is make this a normal thing about what boroughs 

do. 

 

Caroline Pidgeon MBE AM (Deputy Chair):  If that is the case will that be properly 

resourced? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  I think, saying this is 

important is a deployment issue at borough level.  What I do not want us to do is to bring a 

diverse group of people in to the centre of this organisation and divorce them from day-to-day 

policing and say, “Now you are people who are doing recruitment”.   

 

We have 32,000 police officers who should be our recruiters out there.  We have 19,000 police 

constables in territorial policing.  They are our recruiters.  What we need from the community 

ambassador scheme and from the events that we need to develop, and I hope the community 

ambassador scheme will carry on, is saying, “This is part of your job in representing the MPS in 

these borough levels, to engage, not only on policing issues but in order to bring new talent in 

to the organisation”.  Yes, of course I would expect borough commanders then to be saying to 

people, “We need your support at these events.  We are recognising that in your schedule.”  Of 

course I agree with that.   

 

However, it must be an embedded part about what we do in the MPS.  This is not something to 

give to Human Resources to do.  This is core business of the MPS.  Unless we do that, we will 

not see a step change. 

 

Caroline Pidgeon MBE AM (Deputy Chair):  All right.  Thank you. 

 

Joanne McCartney AM (Chair):  Jennette, then we move to Len [Duvall]. 

 

Jennette Arnold OBE AM:  It is to Gideon, picking up his point about the ask of the individual 

officer.  If it is being driven at borough level, and I suppose it is what Robin [Wilkinson] has said, 

is this not part and parcel of promoting your chosen profession?  If you are involved in a local 

fair or there was a college thing, do you not think that is reasonably part of the police officer’s 

job and should then be part of the activity at borough level? 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith & 

Fulham), Metropolitan Police Service):  I am going to be controversial now and say no. 

 

Jennette Arnold OBE AM:  No, we welcome that.   

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith & 

Fulham), Metropolitan Police Service):  In my role and a number of our volunteers in the 

MPS BPA we do that.  We put a lot of our own time and effort in and we will do this.  However 

individual officers who are on a response team have got a day job to do.  With all the resources 



 

and other things that are going on at the moment they do struggle to get released to do some 

of these things.  That is the point I am making. 

 

I think it is an organisation issue.  I will also say it is not just down to minority ethnic officers to 

go out and recruit staff. 

 

Jennette Arnold OBE AM:  No, it is everyone. 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith & 

Fulham), Metropolitan Police Service):  That is what Robin is saying.  It is just about 

formalising how that is done and how important that is as part of the thousand and one things 

that officers have to do on a daily basis.   

 

Many of us do it in our own time because we believe in it and want to do it.  It is fine for me 

because I am my own boss and I can decide where I am going on a daily basis.  Officers at police 

constable and sergeant level have less of an ability to decide what they are doing on a daily 

basis.   

 

I think the recognition should be that if it is important to the organisation, and I believe it is, 

then it should be like any other operation that we run where it is resourced correctly and people 

are doing it as part of the day job. Rather than in addition to that. 

 

Jennette Arnold OBE AM:  Going to resource then, Robin, is this initiative being resourced 

out of your department or is it a MOPAC funded activity?  The question is to both Robin and 

Helen [Bailey].  I should imagine it has been costed.  I do not know that anybody is in the 

business of giving up their time freely.  What is the cost to date?  What sort of budget is there 

around this initiative? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  Specifically the 

community ambassador scheme? 

 

Jennette Arnold OBE AM:  Yes. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  I cannot answer that off 

the top of my head, but it is an important piece of work that is being led from my team.  We are 

providing the impetus behind it.   

 

The time issue, going back to what we have just said, where we need engagement from officers, 

I agree with Gideon.  That has to be built in as part of our deployment processes and such like.  

This is not about creating new cost that we say this cost is about recruiting.  We have got lots of 

people out there and it is how we choose to use their time.  A little bit of time from Gideon’s 

officers spent on this kind of activity is the right thing to do.   

 

We have taken on the challenge from the taskforce and we are now, from a MPS perspective, 

running this community ambassador scheme, with MOPAC support.  They are very, very 

supportive of it. 



 

 

Jennette Arnold OBE AM:  Helen, this is a new initiative so there is a cost related to it.  If it is 

going to continue then it would have to then be seen as growth because it is extra.  How are 

you looking to get a sense of how much this scheme costs?  Or have you allocated a budget?  If 

you have, how much is that budget? 

 

Helen Bailey (Chief Operating Officer, MOPAC):  We have not allocated a budget because 

it sits within Robin’s overall human resources and recruitment budget.  The difference that it is 

making at the moment is not, as far as we look it from our point of view, significant.   

 

I think we do want to understand as the scheme progresses what the costs and benefits are; if it 

is adding value, if we are reaching out in to communities that otherwise would not be accessed 

by the MPS.  If we can evidence that in some way then I would expect Robin to mainstream it.  

However as it becomes mainstream in the organisation, I would also expect as per the previous 

conversation, that it becomes part of what  borough commanders and other police officers do as 

part of their day job.  The cost of that will be quite difficult to tease out because it will be about 

people’s time and it will be about opportunity costs rather than about the cost of a programme 

as such.  I think we will have to watch that space and keep you posted, really. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  What I can say is there is 

a significant cost to recruitment.  It is about how we invest that money.  Where do we put that 

money to have the best effect?  Do we put money in to advertising in the media?  Do we put 

money in to working with local communities through a community ambassador Scheme?  We are 

exploring all of these kinds of initiatives. 

 

If I think I have not got enough money, then as we go in to our priority based budgeting 

processes I will be making a strong case to ensure I have got the resource to enable us to 

achieve these ambitions.  At the moment I think I do have, and I will be continuing to press hard 

for that.   

 

Jennette Arnold OBE AM:  Helen, can you remind us, what were the goals that were set?  

How many officers or leaders were to be recruited or engaged?  Do you know? 

 

Helen Bailey (Chief Operating Officer, MOPAC):  I do not think we set specific goals 

around the numbers.  We have got an overall goal of recruiting about 5,000 officers that it will 

take to keep us to that 32,000 number.  There is that general goal of recruiting a police force 

that is more like the London it serves.  I think within that there is the sort of task and tasking 

that we set Robin and his team.  We have not tried to segment that down below that.   

 

Jennette Arnold OBE AM:  Am I wrong in thinking at the end of this initiative you would not 

be able to apportion any specific successes to it, because it is just one of a number of activities 

around the recruitment of the 5,000? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  I think that is probably 

fair, Jennette.  Where we will see benefit, I think, is by looking at the application rates coming 



 

from those boroughs where more of this activity is taking place.  That will be our evidence base 

about whether or not this direct community engagement activity is working or not.   

 

If we got a community ambassador scheme up and running well in Newham, and we start seeing 

an increase in application rates in Newham, I probably could not prove that it was to do with the 

community ambassador scheme but it would be part -- 

 

Jennette Arnold OBE AM:  Additionality. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  Yes.  That is where we 

will be looking. 

 

Jennette Arnold OBE AM:  I look forward to seeing that evaluation.  It is very interesting. 

 

Helen Bailey (Chief Operating Officer, MOPAC):  I think from our point of view, London is 

changing and, London is changing quite quickly.  The police force is something where people 

often sign up for 30 years so I would not expect the whole police force to change as quickly as 

London does.  However, do the people coming in to it represent the growth and change in 

population in London. 

 

Jennette Arnold OBE AM:  No, I was being specific, Helen, and I think Robin has answered 

my question.  I think it is reasonable for us to be able to understand what this additionality has 

resulted in, and also the related cost so that we can say that is worthwhile.  Until we see that 

information then the jury is out.   

 

Joanne McCartney AM (Chair):  I want to move us on to retention and progression. 

 

Len Duvall AM:  Can I just go back?  In terms of the global numbers, the list talked about 

5,000, and earlier I think it was quite interesting the 25% being ones and twos.  If a major step 

change is increasing BAME communities joining the MPS, how do we square that with the 5,000 

when we recruit probably a majority of people from other forces who are going to be 

predominately white?  Should we not look at that, of slowing that bit down, to potentially 

recruit more BAME officers? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  We do not recruit the 

majority of people from other forces; it is tiny, tiny numbers.  It is a useful tool to potentially try 

and attract some specialists, firearm officers or the like.  From memory, I think last year it was 

300 against an overall recruitment total of 2,300.  This year I expect it to be even smaller. 

 

Len Duvall AM:  All right.  You think that will continue on?  Most of that 300 would have gone 

to specialist areas. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  Some of it would have 

been general recruitment in to uniform roles, but we have targeted more of our transfer 

schemes at specialist roles.  However, it is not a big part of our recruitment activity, for the 

reasons you have just explained.  We want people that reflect London.   



 

 

I would not rule out some very, very specific targeted schemes, but not as a mainstream activity. 

 

Len Duvall AM:  In terms of people that reflect London, as much as we would like to recruit 

Londoners in to the MPS force, there are other urban areas in this country where there are 

BAME communities that exist, and they would probably welcome job opportunities here.   

 

What activities are we doing to target those areas, of attracting people and representing the 

MPS?  You talked about the university issues.  Some of your activity was about London 

University where we had contacts.  Is the MPS not a national recruiter? 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  That is my point.  We 

have got a choice.  What is the ambition?  The ambition is to make the MPS look and feel more 

like London.  We have got to look at the levers that would enable us to deliver that.   

 

We could recruit as many officers as we like from the whole of the country.  We are a strong 

employer.  People want to work for the MPS.  We can get people from Scotland, from Devon 

and that is fine.  However our ambition, as the Mayor has said, is a MPS that looks and feels 

more like London.  From a policing perspective, we want police officers, as Gideon has said, who 

understand the communities in which we are serving.   

 

Fundamentally we think that the right decision now is to restrict recruitment to those who really 

do understand those communities.  Other people can demonstrate to us that they understand it 

through the special constabulary route, which will still be available; or recruitment in to the MPS 

in a civilian role, or as a PCSO.  We have a choice.   

 

If we are happy that 16% diversity recruitment is good enough, then we can stay as we are, but 

fundamentally it is not, is it?   

 

Len Duvall AM:  It is fundamentally not. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  We need some 

fundamentally different tools and techniques to enable us to achieve the step change that we 

are going to need.  Otherwise in 50 years’ time I think your successors will be holding my 

successor to account on the same conversation. 

 

Len Duvall AM:  All right, let us continue then.  Retention and progression, I think I will start 

first with you Robin, but I will very many welcome comments from other colleagues.  I apologise 

for not being at the earlier part of the meeting so if some of these things came up then bear 

with me. 

 

Let us talk about the MPS’ plans, Robin, about bringing cohesion and structure to support 

available to BAME officers; to support their role in the organisation and ultimately their 

progression.  How does it work?  What are the plans that you have got? 

 



 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  All right.  If I just state at 

the start, overall retention rates for BAME officers are good.  Two years ago resignation rates 

were slightly lower than white applicants.  Last year it was slightly higher than white applicants.  

Broadly speaking we are seeing good retention rates which is important. 

 

However, as Gideon said, we have still got pockets of our organisation where colleagues are very 

much in a minority.  This is where our staff support networks are very, very important to us.  

They provide an important kind of coaching, buddying, mentoring role for officers.  Of course, 

this is a key part of what managers are about as well.  We have just put all of our first and 

second line managers through two day leadership management development, where a key part 

of that was about focusing on the importance of inclusion, understanding of unconscious bias 

and such like; so that we try and ensure that both in basic management arrangements and in 

the support arrangements that we provide through our staff associations, that people are 

getting the support that they need.   

 

In terms of actual career development, we are putting together proposals at the moment for a 

more active career development service for our under-represented groups.  We are already 

starting to see some better successes through our promotion processes.  For example, a recently 

concluded promotion process to superintendent level, where the pool of people who could 

apply for that process, i.e. chief inspectors, was only 5% BAME.  As a result of the support that 

colleagues will have received and the arrangements to support people through the process, 12% 

of the successful candidates were from BAME communities which is very, very good.  On a 

recent sergeant process, 12% of successful applicants were BAMEs.  We will continue to focus 

on that. 

 

Are we going to see step change in that?  Of course, we are not. 

 

Len Duvall AM:  Can I just interrupt?  On 12%, just give us a flavour of some of the numbers 

of what 12% means. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  We promoted 460 so I 

am trying to work out what the maths of that is in my head.  About 55 or something, is it not? 

 

Len Duvall AM:  That is fine.  Yes, thank you. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  Because we are an 

employer, apart from the direct entry scheme which is important but small numbers, we can only 

progress the people that we have got in our organisation.  The average progression rate in to 

sergeant is something like eight or nine years.  Of course, it is only in the last 11 or 12 years 

when we have really been trying to bring through BAME numbers and such like. 

 

What we have got to do now, is we have 11% of BAME officers overall in the MPS.  We have 

got to work hard to ensure that that representation is fully spread right through the 

organisation.  It is going to take time.   

 



 

The direct entry routes are a part of that, because that is a way of bringing in talent laterally.  

What would not be acceptable to me, it is a personal view, would be if we end up with a 

completely non-diverse group of direct entrants coming in.  That, it seems to me, would be 

completely harmful to this broader set of ambitions.  We will have to see where we get to on 

that.   

 

We have just got to work at ensuring that we can support internal talent as far as we can.  We 

are doing more work on that and I think we have got even more work to do.  The staff 

associations have got a big role to play in that.  Leaders, all of Gideon’s colleagues, have got a 

big role to play in that.  We have got to make it a core part of what a senior leader in the MPS 

does, which is to develop talent and to develop talent in London representing groups. 

 

Len Duvall AM:  We will come back on to staff associations later on.  Can you just outline to 

the Committee how you intend to take forward the proposals for the MPS management board 

around the talent management programme and structured mentoring programme, in particular? 

 

I think you have touched on that.  Just give us a few more of the details and the practicalities of 

how these proposals are being taken forward. 

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  I think this is what we are 

talking about, calling it a career development service which is about providing a greater level of 

structured support for under-representing groups.  That proposal is being worked up at the 

moment.  We are developing, picking up to a point that Jennette [Arnold OBE] spoke about a 

little while ago, a costed business case for that, which I will be taking back to the management 

board and to MOPAC shortly.  I have not seen the work up of it yet. 

 

The idea is that we provide more structure to the career development support for under-

represented groups, so they are in the best possible place to complete, on merit, with other 

colleagues across the MPS.  The details of how that is going to be put together we are still 

working on.  However, mentoring and coaching will be a key part of it.  Career development 

advice will be a key part of it.  Ensuring people have got appropriate access, and feel they have 

got access, to development courses, and that we are supporting them to overcome any barriers, 

whether they are real or just perceived.  That is the purpose of that service. 

 

Len Duvall AM:  You obviously see this is as an essential way forward and the MPS board 

obviously do, in terms of improving in this area.   

 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  Absolutely.  It is a critical 

part, yes. 

 

Len Duvall AM:  All right.  Can we go back to Ray Lewis [Senior Advisor, Mentoring, GLA] and 

the famous launch of the diversity taskforce?  The main remit will be to see how you can sustain 

and maintain the BAME numbers in the MPS.  What work has the taskforce done around this, 

and what outcomes have you achieved?  Has MOPAC passed that to you or to others in the 

MPS to say “Now over to you, this is our contribution to the debate?” 

 



 

Robin Wilkinson (Director of HR, Metropolitan Police Service):  It is and, of course, it is 

for us to take forward.  I say that positively.  It is our job to take this forward and it is a central 

part of our people strategy.  It is the top priority for me and my team.   

 

I would expect it to be a core job of the MPS to be ensuring that we are providing an 

environment in which colleagues can flourish and providing an environment in which we can 

develop people’s careers.  Have we got problems?  Have we got areas where I think colleagues 

do still struggle?  Of course we have.  We were talking about a case only yesterday.  Of course 

that is going to happen.  The response is how do we respond to that and how we tackle those 

issues as they come along?  It is a core part of our job.   

 

What the taskforce did was bring some focus to this issue, some focus and joining-up of 

MOPAC and the MPS.  Frankly, it is right that that one has been handed over to us. 
 

Len Duvall AM:  Now, Janet, if I could just ask you to comment on that, because I understand 

that at one of the MOPAC challenges - I am not sure whether you were present or not - there 

was some interaction with an academic who said MOPAC were the wrong people to be doing 

this.  You have been doing this work on the cheap I think in very much - let us be honest, let us 

cut to the chase - we now talk about mainstreaming some of that support.  However, your role 

is still going to be valuable around that.  Where has the taskforce taken the debate?  Has it 

continued the discussion or has it brought something new to the table? 

 

Janet Hills (Chair, Black Police Association, Metropolitan Police Service):  For us, within 

the MPS, you still have quite a diverse workforce.  As was mentioned earlier, there are about 19 

staff support associations, which cover a range of diversity, cultures, and faiths.  Therefore, for 

me, we are going outside, therefore the question about going outside to MOPAC, for me the 

question is whether that inquiry was made within.  Were we approached in the first instance to 

try to take that forward on behalf of the organisation, and how we would be able to do that?  

Again, Gideon has talked about resources and time.  All of those events were done in officers’ 

own time.  Asking for their support and commitment to giving that time, we are talking about, 

not just extra hours, we are talking of days off where people were coming in to do that bit of 

work without any pay for that.  Therefore there is an aspect around what they are asking us to 

do on the cheap, which again can be sourced properly from inside. 

 

Len Duvall AM:  OK.  Helen, do your MOPAC members, as in the Deputy Mayor and the team, 

realise that voluntary effort that was put into some of those road shows?  Is that well-known or 

is that some hidden contribution to this work? 

 

Helen Bailey (Chief Operating Officer, MOPAC):  No, I think it is well known.  I think you 

have heard the conversation play out between Robin and Gideon about what extent we should 

be expecting and the MPS should be expecting, their senior leaders to engage in that; and to 

what extent we should recognise it as extracurricular activity for which we remunerate people.  

That fundamentally is a decision for the police service.  We do recognise that people have put a 

lot of their time and energy into it and we are very grateful for that. 

 



 

Len Duvall AM:  OK.  Gideon, is there anything you want to comment on, on some of the 

earlier questions on this particular question? 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  The one issue I would like to raise is we talk about 

retention and progression in the organisation.  There is an awful lot done about recruitment and 

retaining numbers.  Progression in the organisation in my view is significantly behind where it 

should have been.  Post Lawrence, 20 years ago, we had this period of angst in our organisation 

where we looked at the diversity of the organisation and a number of things were set in place 

and it was not in any way, shape or form, delivered.  That is not to blame the current 

incumbents in those roles around that, that was some time ago.  However, we seem to go 

around this circle on a number of occasions. 

 

Progression does not just sit in terms of promotion.  There are a number of specialist roles in our 

organisation within detective functions and specialist functions; we have talked about firearms, 

traffic and dogs.  Representation for BAME colleagues and women in those units is very low.  

They are seen by some as the purview of middle-aged white males and, if you look around, that 

is probably what is in there.  There are some issues, I suppose, and there might be - and I am 

not saying that the answer is always down to the organisation - however we do select 

individuals, and it is our selections processes for specialisms and for promotion where the 

organisation needs to take a real hard look at how it does that. 

 

We have talked about selection for individuals joining the organisation.  I think selection 

processes for promotion are significantly in need of review.  I think the latest stuff we have 

done recently, in point of view myself, I have been in post just over three months having been 

selected for promotion.  Prior to that there were two other BAME colleagues at the rank of chief 

superintendent and now there are three.  There may be two again in a few months when 

another one retires.  It is not good.  I think there are three, or is it four, ACPO? 

 

Janet Hills (Chair, Black Police Association, Metropolitan Police Service):  Four within 

the MPS, six nationally. 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  Four within the MPS, BAME, at the senior levels.  

The organisation has some challenges and I think that there are systems and processes in place; 

however, significantly, time and time again those processes seem to be discriminatory in terms 

of BAME colleagues getting through those processes.  I spent some time with a number of 

colleagues who have recently sat the superintendent’s process and we have been successful in 

getting eight colleagues through that process, seven of which are from the MPS.  However, 

some of those individuals have been in this organisation many years and have done lots and lots 

of things in the organisation that would not ordinarily have seen them promoted earlier, in my 

personal opinion. 

 

We sit in the organisation and we talk about progression.  It is recognised that the progression is 

not what it should be.  It was recognised some time ago and we are using positive action to 



 

assist colleagues getting to what we see is an even playing field, getting to the starting line and 

being able to enter that race at the same standard as their other colleagues. 

 

I must point out also that, where I talk about the selection and promotion processes, I have 

white colleagues and friends who equally think the system is unfair. Therefore it is not just that 

the system is unfair in terms of BAME colleagues, however in my view and my experience the 

unfairness is significantly more impacted in terms of our BAME colleagues, than it is for white 

colleagues.  The statistics that sit there show it themselves.  While it is my opinion, and I cannot 

back it up in any other way, the statistics I think cover that. 

 

Therefore, yes, the organisation is aware of it and doing things about it.  I still think it has a long 

way to go, and I do not think that some of the things that were done previously have worked 

very well.  The current processes are getting more BAME colleagues through selection 

processes.  I still think there is a way to go.  However, as Robin said, we have small numbers 

anyway, I think there are only 18 eligible BAME chief inspector ranks in the organisation, and, 

of those 18, seven have got through, therefore that is pretty good.  I think eight 

superintendents selected by this organisation this year is unprecedented.  In all the years I have 

been in this organisation it is usually one or two or zero, therefore eight in one year -- 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  It was 

11. 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  No, what I mean is each year. 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  Eleven 

got through this year, though. 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  That is even higher.  Therefore that shows that 

what was done this year will have a significant shift in terms of the ability of BAME officers to 

get through selection processes. 

 

Janet Hills (Chair, Black Police Association, Metropolitan Police Service):  To me, the 

question that I would like to ask is about where is the accountability.  Gideon talks about the 

data that exists around recruitment and potential progression and that data has not really 

changed over the years; we were always kind of hitting the mark.  It always shows 

disproportionality.  Where is the accountability for an operational command unit (OCU) 

commander in a specialism, say for instance, that has one BAME officer on that OCU, to do 

anything about recruiting more BAME or women into that OCU specialism.  For me that is what I 

would like to see addressed, that borough commanders and OCU commanders are being held to 

account for why they are not developing and progressing BAME within the organisation. 

 

Len Duvall AM:  Robin, in terms of everything we have heard on that bit, and we heard earlier 

on how you have done the checks and balancing about people entering the organisation where 

there is a marginality of issues. What scope is there, because it has been an ongoing discussion 



 

about the recruitment process and the weaknesses of some of those issues, around progression, 

progress, selection and appointment? Where does that fit into the plan in terms of the MPS and 

some of those issues of addressing some of those - ‘grievance’ is too strong a word - but the 

barriers I think to progression? 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  Some of 

what Gideon and Janet have said I wholeheartedly agree with, some of it I do not.  Let us look 

at data.  I like looking at data, let us look at the facts, and let us look at the facts of the last 

12 months.  We have around three selection processes. 

 

The first selection process was the chief superintendent process where, as we were getting to 

the end of that process, we started to say, “Why have we not got the kind of diversity of people 

coming through?”  It is not a process issue, it is a kind of management issue and about how we 

are identifying talent in the organisation, and we took action.  We extended the process and 

encouraged more people to apply and we got a slightly better outcome and that was the right 

thing to do for our superintendent process.  I think we have doubled the number of BAME 

superintendents in the MPS as a result of this process, still relatively small numbers.  However, 

selecting 11 from 81, if memory serves, successful candidates from a pool where there were only 

5% of BAME people who could apply for that process, that is as a result of us doing work before 

that process. Saying to managers, “Know who your talent is, ensure that they are getting 

development in the next six months leading up to this kind of process, and that you know them 

and properly support their processes”. 

 
At sergeant level, where it is more difficult to engage on an individual level because the 
numbers are so large, however, as I said earlier, 460 people have just been promoted to sergeant 
level, of which 12% are BAME, and on our internal fast-track scheme, the same scheme that we 
are running for the external candidates, 18% of successful candidates on that are BAME and 
going to the National Assessment Centre; compared to just 11% of the eligible pool.  Therefore 
we are doing something about it and therefore I do not think we should say the problem is 
necessarily process.  We constantly have to look at the process and we are. Gideon and Janet 
will know we have introduced different processes through these systems and taken quite a lot 
of flak for that to try to ensure that we have the best and most open process. 

 

However, it is people who select, not processes.  It is people who select for roles.  If you are a 

borough commander, you decide who gets this kind of project or that kind of job on that kind 

of squad for a short period of time.  It is making sure those decisions are proper, fair and 

proportionate.  It is making sure people are identifying talent, not identifying and supporting 

those who just kind of happen to look and respond to issues as they see them, and that is where 

we have to focus our effort.  Let us get away from the process debate, it is too easy for us to 

blame process as an organisation, we have to identify that it is people who select and that is 

where we are putting our effort. 

 

As I said, I think the way I would depart from Janet and from Gideon is saying we are seeing 

some successes, albeit small ones, however we are seeing some successes.  Both Janet [Hills] 

and Gideon [Springer] have said, “But we need to see a sustainable process on that and not a 

short-term hit”, and I absolutely agree with that. 

 



 

Len Duvall AM:  OK.  Chair, just before I move on to my next set of questions, maybe it is 

something we would look at again, whether it is processes or people; and make sure that we are 

not missing anything, because this is not new, is it?  Some of these debates have been going on 

for a number of years and you rightly mentioned about either the lack of implementation or the 

lack of issues from the past.  I would like to think, when we come to look at the round, that we 

see what has been developed now by the MPS and its refocused effort, to see if there is 

anything missing and where the gaps are.  Therefore we might want to do some further work 

around that on the Committee. 

 

Janet Hills (Chair, Black Police Association, Metropolitan Police Service):  Can I just 

mention one very small point.  What Robin failed to mention was, around the processes that we 

have had so far, there is an element of under-marking by the supervisors when it comes to 

BAME and women.  Therefore, whereas they have had blind marking on the same evidence 

base, that has improved the outcome for BAME and women.  When they have had supervisors 

and gone purely on their marking, we have been down-marked.  Therefore, again, it is 

something that can be looked at, it is something that can change the process, therefore that is 

part of the process. It is something that can change and I feel that it should be looked at and 

challenged. 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  Sorry, 

Janet, that is one of the checks and balances that you asked for.  We could have run these 

processes just by relying on managers’ judgments and many people, and in many organisations 

that you probably may be involved in anyway, will run processes on that basis.  One of the 

checks and balances we decided to put into our sergeant process was, as Janet just said, a 

manager’s score and then some blind marking, and, yes, we are seeing some different outcomes 

on that.  That is the checks and balances that you should expect us to have in the system and 

that we are doing.  Are they perfect?  No.  Do we need to do more?  Probably; however that is 

the kind of balance we have. 

 

Joanne McCartney AM (Chair):  Where you saw a difference in the scoring, did you go back 

to those appointers and do some further work with them? 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  The 

process only finished last week, therefore what we have not yet done is the evaluation.  What 

we want to see is, of the successful candidates that came through the whole process, how were 

they marked by their line managers?  The broader issue is line managers marked most 

candidates very, very highly for that process, therefore there was no discernible difference from 

line managers’ assessments other than marginally they marked female applicants and BAME 

applicants lower than white applicants; and the blind marking reversed that score.  We are 

talking relatively marginal scores, nevertheless, it is interesting. 

 

Joanne McCartney AM (Chair):  That might give you some flags that you should be going 

back and doing some training with certain -- 

 

Jennette Arnold OBE AM:  But they are managers. 

 



 

Len Duvall AM:  That quite neatly moves on to the next set of questions and it is about people 

and not about processes.  The Commissioner has sponsored two seminars in May 2014 for 

BAME officers to discuss issues around progression.  There has been some feedback around  

that some officers, and it may well be for operational reasons, however I suspect in terms of the 

feedback that was given here it was not,  were denied access to these seminars; despite the 

importance placed on it by the Commissioner.  In that respect, a diversity health check found 

that there was a growing antagonism to diversity in the force from white officers.  How do you 

support and train those officers to understand the reason and value of these initiatives and 

recognising that they are the enablers to progression for BAME officers.  It is these key people 

in different parts of the organisation that really can blight officers’ careers.  What is the strategy 

for that?  How do you deal with that? 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  I think 

you are describing good management and good leadership. A poor manager can blight careers 

regardless of the background of the individual and a good manager will help and create them.  I 

can think back to managers that I have had in my past that have undoubtedly enabled me to be 

sitting here talking to you today; and if I had had different managers something different may 

well have happened.  Therefore I think you are talking about good leadership. 

 

As I said earlier, we have just invested - and this came out of the Commissioner’s events with 

staff from 2012 - significantly in our first two layers of management; sergeants and inspectors, 

where to date development has been focusing on core leadership and management skills, 

including managing difference and unconscious bias, including managing change.  That is an 

investment there. 

 

We are putting in place - and we are piloting this and developing the costed business case - an 

end-to-end leadership development framework that will take officers from constable level right 

the way through to ACPO; an integrated leadership framework so that we need to invest in the 

quality of our leaders and managers at all levels.  We are developing that piece of work and we 

will be piloting it in a number of boroughs over the next 6 to 12 months to build the evidence 

case to then further invest in it. 

 

However, at the end of the day, it does come back to leadership and it comes back to what does 

the Commissioner say about this stuff, what is the management board saying, how are they 

acting, how are their behaviours flowing out?  The conversations that we are having at senior 

leaders events with Gideon and his colleagues is about ensuring that this is seen as a priority 

and there is undoubtedly more to be done I think about making this kind of mainstream, “This is 

a core part of your job as a leader and a manager, to build and develop talent in your 

organisation, and particularly build and develop talent so that we, at all levels of our 

organisation, look and feel more like London”. 

 

I do not think there is a magic wand I can give you that would enable us to do that, however we 

do have to focus on all of those strands.  If you do not have the right leadership from the top, 

all the stuff you do in the kind of management development will have limited impact I think. 

 



 

Are there pockets of areas of inappropriate treatment?  Probably yes.  Are they being tackled?  I 

would hope so.  I believe they would be and there is certainly commitment from management 

board down that if ever that is identified to us we will deal with it robustly.  However, we are a 

big organisation; therefore there is a lot of work for us to do. However that is the plan. 

 

Len Duvall AM:  OK.  Helen, we have heard a lot about mainstreaming from the MPS and what 

the MPS is going to do.  How is MOPAC - and I do not mean MOPAC Challenge, I mean 

MOPAC as the organisation - going to keep on top of this subject and how does it do its work?  

What is the framework for taking this work forward and holding the MPS to account financially, 

as well as for the way that it is undertaking this piece of work?  What is the plan? 

 

Helen Bailey (Chief Operating Officer, MOPAC):  We engage at every level about this stuff.  

This is really important.  Every month the Deputy Mayor gets a report directly from Robin, which 

talks about the nature of the workforce, any changes in that workforce, and the numbers of 

people from different backgrounds at different grades in the organisation.  We are monitoring 

that.  We are monitoring the recruitment piece.  I have regular meetings with Robin.  I have 

colleagues at a more sort of operational level who are regularly meeting and gathering the kinds 

of data that we have been talking about today. 

 
Therefore we are asking ourselves the question, “Does this work?”  We are also looking at the 
more anecdotal information that we get as an organisation; and we are always in a difficult 
position, we are not seeking to sort out individual cases and we do not. However what we are 
saying to ourselves is, is what we hear informally as well supporting what we are told formally, 
and how do we measure and manage that. 

 

Therefore, at all of those levels, and all of those conversations that happen regularly, I think we 

probably make it reasonably clear that we are on to this and we are into it. 

 

Financially is frankly a harder question, because - as Robin has already said - the budget for 

recruitment is expensive. We are looking at how he spends that and what he is getting out of it.  

We cannot be sitting on his back every day and saying how he spends every small amount of 

money, therefore we are very much looking post hoc at numbers, results, and money spent, 

however, certainly, we are looking at that.  Is that what you were asking me, Len? 

 

Len Duvall AM:  Can we just move on to support for staff support organisations?  Where do 

you see the role of the MPS staff associations in the future and their development?  What is the 

thinking around that of the MPS management team? 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  We are 

reviewing this at the moment and we are reviewing every bit of the MPS.  We have to save a lot 

of money and we have set ambitious targets.  Therefore, working out how we can most 

effectively position the support that our staff need is an important part of that equation.  

Therefore there is a review about the support associations that is taking place at the moment 

and I cannot therefore give you the outcome of that.  I will give you a personal view because I 

have not yet engaged extensively with management board colleagues on it.  My view is having a 

kind of vibrant staff support framework is important.  I think it is important that we develop 

that, partly as a kind of volunteering issue, therefore this is about people giving back, and is not 



 

just something that the organisation does.  I think there is a strong volunteering ethos around 

that. 

 

The contribution that the staff support associations, and more importantly their members, can 

make in mentoring new staff as they come into the organisation, helping staff who might be 

encountering difficulties, giving confidence to staff and giving feedback to us as an 

organisation, I think is really important.  The question we have is how best to do that and how 

much money should we invest in that as an organisation.  We currently invest, in money and 

facility time, just over £1million I think in the staff support associations.  Of course we also 

spend and invest millions of pounds also in other statutory organisations; the Federation, the 

Superintendents Association and facility time for trade unions. All of which one would think 

would be providing appropriate support for our staff.  Given the budget challenges we have, we 

have to make sure that we are spending that money wisely and in the right place. 

 

There are some challenging conversations I think across all of those issues around where should 

we invest our support most effectively.  Will there be a role for staff support associations?  Yes, 

I am confident there will be.  Will it look at, should it look exactly as it now with the kind of 

number and the umbrella frameworks and that?  I do not know that and that is something we 

have to work for.  What I do think it has to be though, is a business-based relationship. 

Therefore the conversations I have been having with Janet [Hills] and Halil [Huseyin, Chair] 

from SAMURAI is not as much about what are we going to give in terms of resource; the 

conversation also has to be, “What is the offer?  What is the product?  What is the support we 

can provide?”  We have heard a lot of that today from the support that the BPA and others 

have provided to these events.  I think we have to build the business case really, to demonstrate 

the investment made. 

 

Len Duvall AM:  Just two final questions.  Where are we on -- 

 

Joanne McCartney AM (Chair):  Can I just ask about the future of staff associations to Janet 

in particular? 

 

Janet Hills (Chair, Black Police Association, Metropolitan Police Service):  Yes, a lot of 

what we do cannot really be measured, you cannot really put a financial value on a lot of what 

these staff support associations do.  Therefore, to know that they are looking to sort of 

streamline us into that category where we have not been able, or given an opportunity to 

produce anything to say, “This is where we have added value”, maybe not in the financial way, 

but obviously say through the MOPAC events and recruitment, that kind of thing.  Therefore 

there is an issue around the savings as well that they have calculated on making. 

 

Again, if you think about the small amount of saving compared to the budget that the MPS 

receives, to me, cutting the already small numbers that we have does not make any sense.  We 

are talking about seven full-time members of staff support association that basically you have 

chairs for the BPA, disabilities and SAMURAI chair, the umbrella organisation, and then you 

have admin staff within that as well.  Therefore it is a very small amount of money that they are 

looking to save with regards to slashing what we do. 

 



 

I think there is an element as well of our autonomy, the way in which we do things, the way in 

which we are able to challenge, which then comes under governance from the organisation, 

which says, “We want you to do more than what we should be doing around challenge”.  

Therefore there are a number of things there for us where we are not in agreement with the 

organisation and the way in which they are looking to restructure the staff support associations. 

 

Joanne McCartney AM (Chair):  Gideon, you wanted to come in on that? 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  Yes.  It is a difficult one.  I understand the financial 

position the organisation is in and I understand the significant amount of savings we need to 

make.  I feel however that it is a bit difficult to measure the value of the staff support 

associations and what we do.  Aside from the support we give to individuals and the 

encouragement and the helping of individuals who are in difficulties; we need to have a certain 

level of independence from the organisation. To be able to challenge the organisation when it is 

doing things we do not believe are right. 

 

My role as an executive member is on top of my day job, it is something I do when I choose to 

do it.  I can safely say that I, as an individual, will carry on doing what I do regardless of the 

structure that the organisation puts in place.  I may or may not choose to be part of those 

structures and I think that the organisation will realise that much of what we do is not 

measured.  It is quite often done in private.  The nature of the things we deal with and the way 

in which we deal with them cannot be measured, because quite often it is not highlighted to the 

organisation.  We address issues and resolve issues without it being brought to notice.  

Therefore I have mixed views around it.  I do recognise there needs to be some restructuring.  I 

think that the investment the organisation has made, particularly around the issues of diversity, 

are reasonable.  I think in order for us to continue supporting and developing the hundreds and 

thousands of extra BAME staff the organisation is trying to recruit, if anything it should be 

spending more money on staff support associations. However that is my personal view. 

 

Joanne McCartney AM (Chair):  When you are talking about reforming, is there a formal 

consultation process where you are taking these concerns, where you are trying to work with 

them as best you can? 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  Yes, 

there have been extensive discussions and there are a number of options that are being worked 

up, one of which is being presented from the staff support associations and such like.  Of course 

I recognise that a lot of what the associations do you cannot cost and no one is trying to do that 

at all.  However, we all have less money, therefore there are seven colleagues working in the 

staff support associations, we have 50 colleagues working in HR, working on all of the issues 

across the MPS.  We need to factor in the kind of Federation and the kind of trade union 

activity as well in all of this, to look at this activity as a whole and say, are we then getting 

appropriate bang for our buck.  I do not want anyone to suggest from this that I think we are 

not getting good support from the staff associations. It is just in the current climate we need to 

make sure that we have something that is fit for the next ten years; and that is what we are just 

having a look at. 



 

 

 

Len Duvall AM:  Where are we on the cultural audit of the organisation and when will we know 

the results?  I think you are in the process of doing one. 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  No, I do 

not think we are. 

 

Len Duvall AM:  I misunderstood, all right. 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  A 

cultural audit would be a huge and a massive thing.  What we are currently doing is refreshing 

our data, as any organisation should do. Looking at all of our kind of core processes and how 

staff fair in those processes. Points Gideon raised earlier around how are our staff doing on 

progression, development, and through disciplinary processes and such like.  That report will be 

concluded very shortly.  However, it would be a tad too grand to call it a cultural audit.  I have a 

feeling it was previously called a cultural audit, however I have to say I would not subscribe to 

that terminology for what we are up to. 

 

Len Duvall AM:  Thank you for your honesty on that.  Health Check 2012 threw up a number 

of interesting statistics on the MPS to focus on.  Are there any plans for a future Health Check 

and when would you do that? 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  I think 

that is what I am talking about. 

 

Len Duvall AM:  That is what it is called, the Health Check, fine.  Sorry, it is due soon? 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  Yes. 

 

Len Duvall AM:  What does that mean? 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  I have 

seen a draft of it.  I think I would like some extra statistics going in it and such like, therefore I 

have not yet taken that product to the management board; however would expect to do so over 

the summer. 

 

Len Duvall AM:  Thank you. 

 

Jenny Jones AM (Deputy Chair):  I wanted to pick up on something Janet said earlier about 

accountability and also representation.  Ever since I have been MPS watching, there has always 

been talk about certain units that are closed to certain officers.  Is that the BPA’s view as well, 

that some specialist units just do not take black officers? 

 

Janet Hills (Chair, Black Police Association, Metropolitan Police Service):  Again, when 

you base it on the evidence that you have, the statistics that you have about where we are 



 

within the organisation, it would definitely seem to suggest that is the case.  It is.  It is not that 

BAME officers do not want to go into these specialisms, it is just that they are not given the 

opportunities or the development to do so.  It is about holding those units to account to say, 

“What are you doing?  What can you do more of in order to get BAME officers into those 

specialisms?”  Therefore, yes, it is a problem that we have come across.  Members and non-

members alike will tell us that that is their issue.  That is their problem with trying to get into 

specialisms. 

 

Jenny Jones AM (Deputy Chair):  Could you mention two or three units that are particularly 

difficult? 

 

Janet Hills (Chair, Black Police Association, Metropolitan Police Service):  Middle 

market drugs, which is on seven, but then I think the whole of seven does not really reflect -- 

you have the flying squad, you have kidnap, you have specialisms around firearms.  They are not 

representative of BAME and that is how we -- you know, we talk about the progression bit, 

however the lateral progression for officers who probably do not want to take promotion is just 

as important and, again, it is around reflecting in those communities the fact that we are in 

them.  As a detective myself, I become invisible to the organisation with regards to my role, 

because I do not wear the uniform, I do not have stripes on my shoulders to say, “This is who I 

am”. 

 

Again, within those specialisms, if you are in there, you could be mistaken for being police staff 

or the cleaner or whoever because we are just not representative in them, to say we are there 

working. 

 

Jenny Jones AM (Deputy Chair):  Thank you.  Gideon, do you want to say anything? 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  I think Janet has said enough. 

 

Jenny Jones AM (Deputy Chair):  Apparently at management board late last year they talked 

about having a diversity scorecard that could be used by the senior officers within any unit to 

keep track of diversity representation and so on.  Janet, do you think that is a good idea?  I do 

not know how they are going to work.  I am going to come to Robin [Wilkinson] in a minute. 

 

Janet Hills (Chair, Black Police Association, Metropolitan Police Service):  I would rather 

know how they would work first before I made comment.  However, I think some sort of 

tracking needs to be done around the progression piece for BAME officers on boroughs. Again, 

even getting into the Criminal Investigation Department (CID) from a uniformed perspective can 

be a challenge, when it should not be, because that is the most local level of specialism that you 

can get.  However, we still find that we are under-represented in Borough Operational 

Command Unit (BOCU) CIDs.  Therefore, if there is some sort of system that they have in place, 

I would like to know about that before I give any further comment. 

 



 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  That was one of the ideas that I came up with, with 

the Commissioner, at the end of the year. 

 

Jenny Jones AM (Deputy Chair):  That is your idea, the scorecards? 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  Yes.  In the organisation, we measure performance 

in crime reduction and each borough or unit has a scorecard where we measure how well they 

are doing against their targets.  The view for me was, if we were to make BAME representation 

equally as important as our crime reduction as an organisation, and have a score card then we 

could look to see the levels of diversity within the organisation.  We keep very detailed data 

about diversity among all our different groups and it is quite stark to see that some of those 

groups, and albeit some of them might be small, however some of our specialist crime groups 

have less representation than our territorial policing (TP) boroughs.  The vast majority of BAME 

officers sit at constable rank or detective constable (DC) rank and the vast majority of those 

officers sit in TP, which has 17,000 of our officers.  Therefore, when you go outside of territorial 

policing into the specialist roles that is where you see far less representation. 

 

Jenny Jones AM (Deputy Chair):  How would these diversity scorecards work?  Are they not 

just another way of keeping the data? 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  It is another way of keeping data, however the 

point is that with the scorecard you then take responsibility to the managers and say, “Why do 

you not have” -- 

 

Jenny Jones AM (Deputy Chair):  You are talking about something that they could put on 

the wall so that they can see it, therefore anybody walking into their office can see what is 

happening? 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  My view was not that.  My view was more as a 

management tool for holding people to account for the lack of diversity within their units. 

 

Jenny Jones AM (Deputy Chair):  All right, OK.  Robin, is it happening? 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  No, it is 

not, and for good reasons I would say because you should hold managers to account for what 

they can do. You should not hold managers to account for stuff that they have no control over.  

Therefore Gideon cannot directly control the number of people on his BOCU that are BAME 

because, let us just say we put significant effort into increasing the number of BAME colleagues 

who were trying to get into firearms, just as an example; that would have a negative impact 

potentially on the representation in Gideon’s BOCU because we have a set number of people. 

 

Joanne McCartney AM (Chair):  The numbers would be small in firearms. 



 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  No, what 

I am saying is that there is a nil sum gain and what I do not want to end up with is a scenario 

where people are in effect fighting over particular officers because somehow that will get them 

a kind of magic tick on a management scorecard.  That strikes me as the wrong way of doing 

performance management. 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  I would be quite happy with that. 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  There 

are some ways -- 

 

Jenny Jones AM (Deputy Chair):  I quite like that, competition, healthy competition. 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  In my 

personal view, competition, commoditising in effect our BAME officers would not, I think, be 

the right thing for us to do.  Therefore you need to hold an individual, I think it is me in the 

organisation, to account for how many people we recruit into the organisation and we need 

more people. 

 

Where I think we can hold managers to account, and this is where I think some kind of scorecard 

might be more appropriate, is around the development point.  Therefore, what I would like to 

understand is, for example, of the BAME officers in Gideon’s borough,  how many of those are 

on structured development programmes, how many of those do we understand their career 

aspirations, how many have a mentor, how many have a buddy, how many have an ACPO 

sponsor.  That is the stuff where local managers can really make a difference.  Focusing some 

kind of framework around what managers can do is really, really important and we are 

developing and working through how that can be put in place.  However let us not get into 

some kind of crass commoditisation of our BAME officers and get people fighting over them. 

 

Jenny Jones AM (Deputy Chair):  However, you see, what you call commoditisation I call 

positive action and I am in favour of positive discrimination as well I am afraid.  Gideon, did you 

want to come in? 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  I was going to say, I do not disagree with what 

Robin is saying in the latter part of his response, however for me I do not see it as 

commoditisation of BAME officers; and managers of the units do have an impact and an ability. 

They hold selection processes and it is those selection processes they hold for officers to join 

their units, which are disproportionate.  If they are told that they need to improve the 

proportionality of BAME and female officers within their units and are held to account for that, 

they can quite easily do it.  Therefore I have a slight disagreement. 

 

Jenny Jones AM (Deputy Chair):  Disagreement is healthy. 

 



 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  I 

absolutely agree with Gideon that we need to get more officers into specialist commands, I 

absolutely agree with that.  We only have 3% of officers in our firearms command currently 

BAME, as an example.  We have 12% in our Trident command, as an example, 11% in our rape 

and serious sexual offences command.  Therefore, it is different in different groups.  However, I 

absolutely agree that we have to find ways of encouraging more BAME officers into specialist 

commands.  What that will do, of course, is to take some of those officers away from boroughs. 

Therefore what I do not want to do is create an incentive for Gideon to keep them because he is 

being held to account for his representation, and not being allowed to in effect incentivise him 

to move them into specialist commands. 

 

Jenny Jones AM (Deputy Chair):  I would love to ask you about the change in regime in your 

borough; however I have to move on because that is not the topic of conversation today.  

Helen, what is the Mayor’s Office’s view of these scorecards? 

 

Helen Bailey (Chief Operating Officer, MOPAC):  I do not think we have a formal view 

because, as it is not a proposal that has come forward from management board, we have not 

taken a view on it.  I think there are two things in that conversation that I think are really 

important.  First of all that we focus on creating a MPS which is attractive to people, therefore 

we increase the -- 

 

Jenny Jones AM (Deputy Chair):  You have been saying this to the meeting.  This is not 

new, is it?  I mean we all want a diverse MPS and -- 

 

Helen Bailey (Chief Operating Officer, MOPAC):  I was going on to say, Jenny, that in 

doing so we do not want that to be concentrated in particular parts of the police service. 

Therefore it seems to me that we have to be really, really careful when we are saying to the rest 

of the world, “Come and join us”. For some people territorial policing will be really what they 

want to do, other people will want to go and join squads.  Therefore there is a question for me 

about what we say to the outside world.  There is also a question for me about whether we are 

tackling managers throughout the organisation and, as Robin said earlier on, individuals make 

decisions. Individuals make promotion and selection decisions, therefore we should be focusing 

more effort on all managers throughout the -- 

 

Jenny Jones AM (Deputy Chair):  This is way too high level for what I am trying to get at.  I 

am trying to get at practical measures that you are supporting as the Mayor’s Office to, for 

example, make it easier for BAME to get into certain specialist units.  You should be speaking 

out on this and you should be coming up with some positive ideas.  It is not enough to sit there 

and talk about wanting a nice diverse MPS, we all do. However you are the guys who should be 

coming up with some practical methods for doing it.  It is not just up to the MPS management 

board to suggest ideas, or borough commanders to suggest ideas; you guys should be doing it.  

I do not see any action on that. 

 

Helen Bailey (Chief Operating Officer, MOPAC):  That is for you to say.  There is an awful 

lot of idea-generation and selection, and I was talking earlier on about the conversations that 

we have all the time about these things.  I do not think we are in a world where we say, “That is 



 

a MOPAC idea; that is a MPS idea”.  We are in a world where we say we are working closely 

together, we are looking at picking up ideas wherever they come from, whether they come from 

the taskforce, whether they come from individual colleagues, whether they come from the MPS 

or whether they come from MOPAC colleagues; and supporting them and making them work 

and presenting them together.  That is the way we encourage the MPS to do what they are 

doing.  We do not sit there saying, “That was our idea in MOPAC and what have you done 

about it?” and vice versa -- 

 

Jenny Jones AM (Deputy Chair):  However you should be saying things like that, “What have 

you done about it?”  I think you are not doing enough of that. 

 

Helen Bailey (Chief Operating Officer, MOPAC):  No, I think we are saying, what have you 

-- 

 

Jenny Jones AM (Deputy Chair):  That is exactly what the Mayor’s Office is slack on. 

 

Helen Bailey (Chief Operating Officer, MOPAC):  We are challenging the MPS very actively 

on the overall problem. On what you say to me, Jenny, is too high a level of engagement, and I 

am sorry you think it is, however we are actively challenging on that. 

 

What we are not doing is saying, “This particular idea will absolutely work”, because we know in 

MOPAC that the operational responsibility and the management responsibility in the MPS sits 

with people like Gideon day to day, and with Robin for HR.  Our job is to encourage, to support 

and to make sure that the eye is kept on the ball of these issues and I think we are doing that. 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  7% of 

the officers in specialist and organised crime are BAME officers, 13% of the officers who 

currently sit in territorial policing are BAME officers.  To some extent you would expect that 

difference because we are growing our BAME numbers - I do not know what the average time is 

before an officer who joins the MPS joins a specialist command, Gideon, however I guess it is a 

few years? 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  It would be at least five to six years. 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  

Therefore five to six years. Five to six years ago there were, what, about 7% or 8% 

representation in the MPS.  Therefore it is going to take some time and we should expect to see 

a difference, I think, just because the MPS is growing its overall numbers.  The broader point 

though is, are some of these units still seen as attractive enough?  I do not think it is maybe 

that we are not selecting them -- 

 

Joanne McCartney AM (Chair):  Are they going out and welcoming as well. 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  That is 

the point, and there is more work to do on that and we absolutely agree on that.  However that 



 

also requires Gideon to be saying to some of his officers, “I am happy to have fewer people on 

my borough because I am going to support you and sponsor you to go into these specialist 

squads”; and that is the kind of conversations we are also going to have to get into. 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  I am happy. 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  I know, 

of course you are. 

 

Joanne McCartney AM (Chair):  Can I just ask my final question, you talked about leading by 

example, I am just wondering, does the HR department in the MPS reflect London; and does 

MOPAC as well, and do you do your own audits? 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  No, it 

does not.  I know my HR department does not and my HR department is reducing in size, 

therefore I am reducing my department by 30%, as is happening in the rest of the MPS. 

Therefore I have very, very limited recruitment taking place, and again this is where it comes 

back to the ability to impact on this is a focus on retention. However you can only change it if 

you are a recruiting organisation, and at the moment we are not. 

 

Joanne McCartney AM (Chair):  OK, MOPAC? 

 

Helen Bailey (Chief Operating Officer, MOPAC):  At MOPAC I think we are, last time I 

looked, 23% BAME.  That is not bad compared with a lot of organisations in our position, 

however it is probably not where exactly I would like it to be. 

 

Jennette Arnold OBE AM:  Can I just come in?  It depends where that 23% is.  If the 23% are 

in administrative grades, there is a lot of work to be done.  Earlier this year I congratulated you, 

and I still congratulate you having a top women’s team; and I think when we spoke about it 

then you then said that there was every ambition in MOPAC to be looking to see the rest of the 

structure, which in a way is similar to some of these specialist units, and what action you can 

take when you get vacancies and when you are next recruiting.  I think that is what you said.  

Have you moved away from that? 

 

Helen Bailey (Chief Operating Officer, MOPAC):  No, not at all.  However as Robin 

described, we are not a volume recruiter, we fill individual posts from time to time as they 

become available. Therefore, as Robin just said about his own department, our opportunities to 

move the overall profile of the organisation are quite small. 

 

Jenny Jones AM (Deputy Chair):  You recruited MOPAC from scratch, basically. 

 

Helen Bailey (Chief Operating Officer, MOPAC):  Yes and no, in the sense that a very 

significant proportion of the people that we filled the posts with were already working inside the 

organisation. 

 



 

Jenny Jones AM (Deputy Chair):  That is still recruiting it from scratch. 

 

Jennette Arnold OBE AM:  Can I just come back to you, Helen, on that?  Recently, in the 

Assembly, we had to address this in terms of our corporate structure, and when we then went in 

and did some proper focused work, the next lot of interns that we got, we were able to get a 

ratio of something like 60% BAME interns; where in the past we had not recruited any.  I just 

wanted you to acknowledge that where there is a will there is a way, and it is what actions is 

MOPAC prepared to do to ensure in the long run that it is in itself representative.  I do not see 

how it then would be able to carry on challenging the police service if it itself stayed in its 

current profile. 

 

Helen Bailey (Chief Operating Officer, MOPAC):  You are absolutely right, I am certainly 

not arguing with any of that.  We are keen to learn from everybody’s experience, we are keen to 

monitor our own progress.  I have come prepared to discuss the MPS and therefore I do not 

have the detailed figures on MOPAC with me.  We do look actively at those on a regular basis, 

in fact I am going directly from here to meet our trade unions, and that is one of the issues that 

they will be talking to us about I have no doubt.  We do feel we are, now we have recruited 

MOPAC and with 23% BAME and 56% women, in a position to offer some challenge to my 

friends in the MPS; without being in any sense complacent.  What we do want to think about is 

when we fill individual roles, which are often quite specialist; how we go out in a way that 

means that we do look at all of the talents available to us in London and recruit really good 

people. 

 

Joanne McCartney AM (Chair):  My further question is about next steps and we have talked 

about wanting to restrict recruits to London. However if that does not work, and the 

Commissioner has talked about adopting a Northern Ireland model of 50/50 for a period of five 

years,  that would require a legislative change.  Therefore can I ask whether that is likely to 

happen?  The other thing is that of course in New York Police Department they had a very 

successful quota programme, which dramatically increased their BAME representation.  Is that 

something that you think is on the cards and are you pushing for that?  It would be interesting 

to see what other members think as well. 

 

Robin Wilkinson (Director of Human Resources, Metropolitan Police Service):  Both of 

those initiatives would of course not be lawful under the current Equalities Act, therefore 

neither are activities that the MPS can progress.  What the Commissioner has done, very clearly I 

think, is signal that he sees the issues that we’ve been discussing today as critically important 

for the long-term success of the MPS. Critically important for us building trust and confidence 

in the MPS for the long term, and, from a Commissioner’s point of view something that he 

wants to ensure the MPS will continue to do year after year.  Therefore I think what the 

Commissioner is saying is that, if we carry on as we are, the numbers we are talking about here, 

it will be 50, 60, 70 years before we ever get to having a kind of representation of London.  

That is not acceptable.  Therefore what other tools and techniques can we apply? 

 

The Commissioner believes the Northern Ireland solution was very, very successful for the Police 

Service of Northern Ireland (PSNI). It changed the nature of the PSNI, and he is calling on other 

policy makers, because this is a matter for Government and Parliament not for the MPS, to take 



 

this issue as seriously as we are trying to take it in the MPS.  Whether a legislative solution is the 

right solution will be a matter for Parliament. However we do need everybody to come on board 

and help us identify what can make a difference on this. 

 

It is about, as we have said on the panel, getting the skills, the capabilities and the diversity 

within the organisation that can complete it for the next 50 years, and that is what we are trying 

to do. 

 

Joanne McCartney AM (Chair):  Helen, I do not know if you can speak for the Deputy Mayor, 

however I have asked the Mayor this twice before, he has been very non-committal in his 

answer as to whether he supports it or not.  Is he backing up the chief constable or not? 

 

Helen Bailey (Chief Operating Officer, MOPAC):  I would completely agree with everything 

Robin said, which is what has been enormously positive is that it has really raised this up the 

agenda.  It would not be legal, in the current form, to do -- 

 

Joanne McCartney AM (Chair):  Is MOPAC lobbying for this change alongside the chief 

constable? 

 

Helen Bailey (Chief Operating Officer, MOPAC):  No, we are not, not lobbying for that 

specific change, however we are keen to keep this issue on the radar of national policy makers 

as well as on the radar of the Mayor and Deputy Mayor.  Our focus is on recruiting a police 

force, as I keep saying - and I know it bores Jenny [Jones] - that is more like London, and 

London is a very complex and I think very different from the situation in Northern Ireland. 

Therefore our focus is to say, can we think about that London recruitment bit and will that 

dramatically change the police service.  Rather than thinking about waiting until legislation has 

been changed and we are in a different place altogether. 

 

Joanne McCartney AM (Chair):  How long are you going to wait for drastic change before 

you do go down this route? 

 

Helen Bailey (Chief Operating Officer, MOPAC):  We are hopeful that some of the current 

initiatives we are looking at will make a very considerable change indeed. 

 

Joanne McCartney AM (Chair):  People have been hoping for the last 20 years; that is my 

concern.  I do not know whether Janet has a few words -- 

 

Janet Hills (Chair, Black Police Association, Metropolitan Police Service):  Yes, for me, 

when it comes down to it, you have positive action, you have affirmative action.  Affirmative 

action for BPA, yes, we would absolutely support that.  In 2004 a report was submitted by the 

then chair of the BPA to the Morris Inquiry about that very same thing, therefore it is 2004 

since we have been talking about it, ten years.  For me though it is not a standalone process in 

the 50/50 recruitment piece because, it is going to be too slow; and it would not necessarily 

give us the numbers that we want anyway, because of the issues around trust and confidence in 

the communities.  Therefore we could say, yes, we are going to do this affirmative action.  If we 

get it tomorrow it would not get us one for one coming through the system I do not feel.  



 

Therefore we have to deal with the influences on that bit of work there, which is trust and 

confidence.  Then, on the other side of that, just say for instance we got them through, the 

positive action part, and put them within the organisation. We then have issues of the cultural 

change that needs to happen within the organisation, which then looks after the individual as 

they are going through. 

 

Therefore, all the things that we have talked about today will impact on any sort of 50/50 

where it is not right for the individual to come into the organisation or we do not have the trust 

and confidence of the communities, who feel that they are being over-policed and under-

protected. 

 

Joanne McCartney AM (Chair):  OK.  Gideon, have you any views at all on -- 

 

Chief Superintendent Gideon Springer (Borough Commander (Hammersmith and 

Fulham), Metropolitan Police Service):  My views are Janet’s views! 

 

Helen Bailey (Chief Operating Officer, MOPAC):  Can I also say, Chair, on that last point 

that is also where we are coming from in MOPAC.  We want to see London have confidence in 

its police service and, going back to my earlier answer, it is absolutely not that we are not 

supporting the Commissioner. We are completely supporting the Commissioner.  We want to see 

action taken on the things that are in front of us now and not waste our energy lobbying for a 

change in legislation. 

 

Joanne McCartney AM (Chair):  Thank you.  We have come to the end of our formal 

questions.  As I have said, this is the first of three meetings we are having.  Our next meeting 

will be looking at gender issues or, as Jenny tells me, ‘sex issues’ is the correct term to say. 

 

Therefore, no doubt we will have some recurring themes as well.  Can I thank you all for coming.  

No doubt we have not asked everything you thought we should have asked you, therefore if 

there is anything that you want to add please get in touch with us because we are more than 

happy to hear from you.  If we have any further questions we will let you know because you 

talked a lot about some evaluation you have been doing, Robin [Wilkinson], and some more 

data you have and perhaps we would want to see some of that in a bit more details.  Can I thank 

you all, again, for coming today. 

 


