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Section 1:
Comparing London and the MPS

London is becoming ever more diverse
Other
Ethnic
Group

Black/Black
British
Asian/Asian
British

Mixed
ethnic
Groups
White

London has become more ethnically diverse, with increasing numbers of people identifying as belonging to a
minority ethnic group in 2011.
The ratio of male to female London residents has changed little between the 2001 and 2011 census, with a
very small increase in the proportion of women.
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Diversity in the MPS is also increasing
Mar-01
Mar-06
Mar-11
May-14 (Current)
Workforce
Number
%age
Number %age
Number %age
Number %age
Police Officer Total Strength
25,430.48
100% 30,870.67
100% 32,370.29
100% 30,945.08
100%
BME Officers
1,055.25
4.15% 2,285.65
7.40% 3,090.81
9.55% 3,426.49 11.07%
Female Officers
4,004.51 15.75% 6,131.66 19.86% 7,595.73 23.47% 7,768.58 25.10%
Police Staff
10,196.59
100% 13,769.43
100% 14,330.28
100% 11,894.47
100%
BME Police Staff
1,585.75 15.55% 3,032.08 22.02% 3,223.74 22.50% 2,882.02 24.23%
Female Police Staff
5,995.81 58.80% 8,116.89 58.95% 7,975.44 55.65% 6,619.39 55.65%

The table and charts show the changes in BME and female police officers and staff over the last 13 years.
The MPS has become more diverse in terms of both police officers and police staff, but is still significantly behind London.
In 2001, 4% of police officers were from a BME background. At the end of May 2014 it is over 11%.
In 2001, 16% of police officers were female. At the end of May 2014 it is over 25%.
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Police Officers – May 2014

Census – London 2011

The MPS is less diverse than London as a whole
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The relative ethnicity gap is widening…

When comparing the change in the ethnic diversity of London and that of the MPS between 2001 and 2011 it
is apparent that, while both are increasing, London is changing at a faster rate.
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The most diverse rank across the MPS is Constable

The most diverse rank in the MPS is Constable. Female and BME officers are slightly more
represented in Detective Ranks up to and including DCI
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Diversity differs across MPS business groups
Specialist Operations (SO) has a lower proportion of BME and in particular female officers.
Specialist Crime & Operations has a lower proportion of BME officers

Female + BME
officers by
Business Group:
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PCSOs and Specials are more diverse
The diversity of Police Community Support Officers (PCSOs) and Metropolitan Special Constables (MSCs) continues to be
more encouraging – with 36% and 30% respectively from a BME background in May 2014.

PCSO

MSC

BME Male
27%

White Female
27%

BME Male
22%

White Female
24%

BME Female
8%
BME Female
9%

White Male
38%

White Male
46%
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Census Diversity and MPS Operational Deployment
Census Diversity
Harrow

Newham

There is some disparity between the location
of London’s BME populations and the MPS
deployment of BME officers.

MPS Operational Deployment
Harrow

Brent

Brent

Newham

Newham, Harrow and Brent are three of London’s
most diverse boroughs.

Deployment of borough officers may not necessarily impact on
confidence
The Public Attitude Survey 2013/14 revealed the following results for Newham, Brent and Harrow:
To what extent do you agree that the police in this area understand the issues that affect the local community?

To what extent do you agree that the police in this area are dealing with the things that matter to people in the
community?

To what extent do you agree that the police in this area can be relied on to be there when you need them?

To what extent do you agree that the police in this area listen to the concerns of local people?

As shown in the previous slide Newham, Brent and Harrow all have diverse populations.
It is interesting to note that though neither Brent or Harrow have particularly diverse
police officers they score favourably on the Survey. The lack of diversity of borough
officers may not necessarily negatively impact public confidence
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Section Summary
• London is becoming ever more diverse
• MPS diversity is also increasing but is still a long way from looking like London

• The relative ethnicity gap is widening
• Diversity is not evenly spread throughout the MPS, it varies at ranks and between
business groups. Some business groups are far less diverse than others.

• PCSOs and MSCs are more diverse than PCs
• The lack of diversity of borough officers may not necessarily negatively impact
public confidence
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Section 2:
Recruitment and Promotion

Recruiting BME officers remains a challenge
This graph below shows a breakdown of Police Officer recruits over the last 10 years.
The proportion of BME recruits has been slowly rising but appears to have decreased
compared to last year.
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Diversity of new MPS Recruits
During 2013/14 the MPS recruited 2,343 new police officers through a number of routes. The table
below shows the relative numbers and diversity through each key route.

Route of Entry
CKP (all routes and MSC)*
Graduate Scheme
Transferees
Total

Total

BME

BME %

Female Female %

1,930

344

17.80%

600

31.10%

192

13

6.00%

68

35.40%

221

11

5.00%

24

10.90%

2,343

368

15.70%

692

29.50%

* NOTE: The Certificate of Knowledge of Policing (CKP) (all routes and MSC) include all ex MSC hires as some, but
not all, required CKP

The BME percentage of total recruits for the last year is 15.7%.
However, excluding Graduates and Transferees the BME percentage rises to 17.8%.
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Diversity of Promotion Processes

Constable to Sergeant
Applications = 1,501

Ch/Insp to Supt
Applications = 244

Supt to Ch/Supt
Applications = 45

BME and female officers are applying and being interviewed and selected for promotion16

Section Summary
• Recruitment of a diverse police force remains a challenge
• Encouragingly, recent promotions do reflect the diversity of potential applicants.
BME and female officers are being promoted within the organisation.
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Section 3:
TURNOVER

BME and Female officer turnover is lower than
average
POLICE OFFICERS: Though BME and
female police officer turnover has
increased in the last couple years it
remains below average turnover.

POLICE STAFF: Turnover for police staff is
much higher than officers.
Both BME and female turnover are
below average turnover and track the
average line
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However, voluntary resignation accounts for a greater
proportion of BME and female officers leaving
% of
% of
% of total
Police Officers
female
BME
wastage
wastage wastage
Ordinary Retirement
55.28% 28.95% 41.74%
Medical Retirement
3.26%
2.08%
0.00%
Voluntary Resignation
24.03% 42.38% 39.56%
Joined other Police Force
9.60%
19.64%
0.00%
Dismissed
6.60%
6.95%
18.69%
Death
1.24%
0.00%
0.00%

Voluntary resignation accounted for 42.38%
of female officer wastage and 39.56% of
BME officer wastage.
Dismissal accounted for 18.69% of BME
officer wastage.

Police Staff
Ordinary Retirement

Voluntary resignation accounted for
62.93% of BME staff wastage.

Medical Retirement
Voluntary Resignation
Required to Resign
Dismissed
Death
Early Retirement
Joined Police Service
Redundancy

Data is for time period April 2013-May 2014

% of
% of
% of total
female
BME
wastage
wastage wastage
13.91% 11.64%
4.91%
0.80%
0.00%
0.00%
50.22% 53.89% 62.93%
0.00%
0.00%
0.00%
3.22%
2.06%
4.91%
0.80%
0.00%
4.91%
11.95% 16.53%
7.64%
14.34%
9.93%
14.72%
4.78%
5.96%
0.00%
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Section Summary
• BME and Female officer turnover is lower than average
• Voluntary resignation accounts for a greater proportion of BME and female
officers leaving.
• Dismissal accounts for a disproportionately high percentage of BME officer
wastage.

21

Section 4:
Discrimination

Most allegations of discrimination relate to race

Between 01 Jan 2011 and 31 May
2014 there were 238 allegations of
Discrimination, with 82% related to
race.

104 of the 238 allegations were found to be
unsubstantiated.
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MPS - Employment Tribunals
Employment Tribunal claims that had an allegation of racial discrimination listed within them
were raised over the past 3 years. In some, other protected characteristic were also raised e.g. sex
discrimination/disability. A total of 25 claimants brought these 34 claims.
Lost
claims

Settled
claims

claimants
1
3
0
0
4

1
2
0
0
3

claimants
15
6
6
3
30

10
5
5
2
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The information below shows total compensation paid for Employment Tribunal claims that included
and element of race

Financial year
2009 / 10
2010 / 11
2011 / 12
2012/13
Total

In court
settlements
£7,777
£2,000
£0
£0
9,777

Settlements
agreed between
parties after
hearing
£0
£7,500
£0
£0
£7,500

Out of court
settlements
£61,100
£80,500
£32,478
£5,000
£179,078
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Section Summary
• Most allegations of discrimination relate to race
• Most allegations of discrimination are found to be unsubstantiated
• There are high costs to settling Employment Tribunal claims where race is an
element

25

