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  Our D&I Vision 
 

“Maximise the potential of people from 
all backgrounds through a culture of 
fairness and inclusion to deliver the 
best service for our communities”  

My vision is to make sure everyone in West Midlands 
Police is clear about how diversity and inclusion benefits 
our force vision of preventing crime, protecting the pub-
lic and helping those in need. 
  
It is important because we police a diverse community 
which has one of the youngest populations in Europe. 
  
I want West Midlands Police to be the best police organi-
sation in the world serving the public regardless of race, 
culture and social standing, while always displaying the 
traditional Peelian principles. 
  
Our people are at the centre of our approach. It means 
trusting them to do the right thing and caring for them 
while offering exceptional standard of leadership. 
 
It transforms our relationship with the public by offering 
the timeless hand of friendship to those in need, even if 
they don’t know they need our help. 
 
I want the public to have a great experience when they 
contact us for assistance; one where a police officer or 
police staff member understands what excellent service 
delivery looks like and recognises how 
a person’s background and culture has 
shaped their expectations of the police. 
  
Diversity has always been at the heart 
of work of West Midlands Police  

 

Dave  Thompson 
Chief Constable 

Our new Diversity and Inclusion Strategy for 2016 – 
2020 outlines our ambition to build on the work we 
have already delivered. We will continue to focus 
on the three key areas of business, our people, our 
organisation and our public.   
 
We have already put more focus on inclusion rather 
than just diversity and our new Chief Constable has 
a vision to offer more trust to the workforce to 
deliver what they know to be right for our public. 
 
Our Strategy introduces the four simplified diversi-
ty and inclusion objectives and offers you a roadmap to deliver them 
effectively. By aligning them to your everyday business will deliver 
enhanced performance and achieve better outcomes. 
 
Our key achievements to date have been encouraging. We are regularly 
achieving over 25% of our recruitment applications from BME people. 
Recent internal firearms recruits were also made up of 24% BME, a 
department with only 4 BME out of 153, less than 2%. In the short period 
since the launch of our mental health triage scheme it has seen the 
number of people detained under Section 136 of the Mental Health Act 
slashed by more than half in the first year of operation. Improvement 
has been maintained in reducing vulnerability through Operation Senti-
nel, reducing Stop and Search disproportionality and  increasing the 
numbers of reported hate crimes. WMP was this year also ranked 71 in 
the Stonewall index, a rise of over 60 places. Our  commitment to Stone-
wall principles will continue as part of our D&I Strategy. 
 
We are clearly excelling in many areas and are attracting interest from 
around the world in terms of best practice. However there is still further 
progress to be made. The Chief Constable has highlighted a need to 
continue to better reflect the communities we serve, to be better at 
protecting vulnerable people and building more trust. There will be a 
strong emphasis on getting more from our own people, allowing them to 
be courageous, do the right thing and provide a service to our communi-
ties that  our own families would be proud of. 

 
ACC Marcus Beale 

 



Diversity and Inclusion formula to success 

 

We have remodeled our approach to Diver-

sity and Inclusion to ensure it is about eve-

rybody. It is a myth that D&I is about favour-

able treatment for a select diverse group. 

There is not much reference here to our 

statutory duties as defined by the Equality 

Act 2010. If we make equality about fear 

and define people by characteristics it can 

become divisive. We want to get to a point 

where all people are valued for their 

uniqueness and associated talent. 

fairness and respect + 

value and belonging = 

confidence and inspiration 

“To feel highly included, a person would not 

only say that they are treated fairly and 

respectfully, but that their unique value is 

known and appreciated and they belong to 

the group” 

The Chief Constable is striving to return to 

simpler values such as fairness and friend-

ship and by adding such ingredients as 

value and belonging we can leverage the 

very motivations and passions that lead us 

seek a career in policing. 

We have designed our objectives to build on the work done in 

the last four years. They have been developed in collaboration 

with our communities and colleagues and our ambition is to  

prioritise key areas of business to  

deliver the most valuable outcomes. Diversity and Inclusion Hub of 

Excellence 

In order to deliver effective outcomes we need to provide our 

people with a framework and tools to optimize D&I 

Diversity plus Inclusion - 

We’re evolving! 

Practical delivery  

It is the delivery and outcome of 

the ‘objective’ that counts not a 

bureaucratic process to tick the 

box. 

 ‘stakeholders will develop a 

single meaningful objective 

relevant to their business for 

each of the strategic objectives. 

Once the objective has been 

delivered a new one will replace 

it’.  

Diversity Champions.(Chief 

Supt./Head of Dept) have 

responsibility on LPU/Dept 

The D&I team will assist you to 

evolve the best framework for 

your LPU/department. Evidence 

must be summarised and 

updated quarterly on the portal 

to enable strategic assessment 

and accountability. 

Example template 

Strategic Objective 

Local tailored Objective 

………………………. 

………………………. 

Measures and timeline 

………………………. 

………………………. 

Evidence/progress 

summary 

………………………. 

………………………. 

Diversity and Inclusion Delivery

Stakeholders and Partners
NGES, People,  Staff support Networks, IAGs, scrutiny groups, WMP LPUs/departments, public 

sector partners, voluntary partners, private sector, other police forces,  service users

Your local objective is developed to 

meet the force objective above. It 

must be meaningful, achievable, 

measurable and delivered in a 

reasonable timeframe.

Your local objective is developed to 

meet the force objective above. It 

must be meaningful, achievable, 

measurable and delivered in a 

reasonable timeframe.

Your local objective is developed 

to meet the force objective above. 

It must be meaningful, achievable, 

measurable and delivered in a 

reasonable timeframe.

Objective 1

Stakeholders will develop a single meaningful objective relevant to 
their business for each of  the above strategic objectives. Once the objective

has been delivered a new one will replace it.

Aligning D&I to local business delivery

To develop a more talented, diverse 

and inclusive workforce in order to 

deliver a better policing service to 

the public of the West Midlands.

To ensure that all people 

irrespective of background have the 

best possible access to WMP 

policing services and are treated 

fairly, with dignity and respect.

To build a police service where all 

employees are treated fairly, with 

dignity and respect and valued for 

the unique talents that they can 

contribute.

Drive performance by developing 

a workforce that is committed to 

and accountable for delivering 

equality, diversity, inclusion and 

Human Rights as part of their role

Public People Organisation

Your local objective is developed to 

meet the force objective above. It 

must be meaningful, achievable, 

measurable and delivered in a 

reasonable timeframe.

Objective 3Objective 2 Objective 4

Diversity and Inclusion Framework
Ubiquitous ownership, anchor D&I in business strategy, current state reporting, embedding corporate measure 

through performance portal, strategic objectives and roadmap, influencing people and cultural 2020 vision, 

aspirational award and recognition, clear purpose and understanding, facilitate efficiency and excellence in delivery

Diversity characteristics
We focus on compliance with the Equality Act 2010 by recognising 

the protected characteristic but we also value many other 

characteristics and uniqueness that  contributes to talent

click the wheel to see 

Solution Design
Desired outcomes, alignment with 2020, business alignment, Command Team ownership, 

budget value, implementation approach, local customisation, data integrity

Strategic  delivery  zones

D&I Objectives

Public

Stakeholders and Partners
NGES, People,  Staff support Networks, IAGs, scrutiny groups, WMP 

LPUs/departments, public sector partners, voluntary partners, private sector, other 

police forces,  service users

Communication and Engagement

Establish vision strategy and objectives with stakeholders, enable consultation and transparency of services 

with stakeholders, utilise social media and other technology platforms

People Organisation
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To develop a more talented, diverse and inclusive workforce in order to deliver a better policing service to the public 

of the West Midlands.

To ensure that all people irrespective of background have the best possible access to WMP policing services and 

are treated fairly, with dignity and respect.

To build a police service where all employees are treated fairly, with dignity and respect and valued for the unique 

talents that they can contribute.

Drive performance by developing a workforce that is committed to and accountable for delivering equality, diversity, 

inclusion and Human Rights as part of their role

Priority remit
BME recruitment and progression, disproportionality in misconduct and complaints, provision of unconscious bias awareness, cultural 

and socio economic awareness, vulnerability, build a strong culture of inclusion 



Legitimacy and fairness 
If police forces do not truly represent 

the people they serve, if they are not 

made up of men and women of all 

backgrounds, if they do not properly 

reflect the communities where local 

officers police, then we cannot truly 

say the police are the public, and the 

public are the police. 

To enhance this our ambition is to 

make ’procedural justice’ an integral 

part of our business.   

We need to ensure that everything 

we do is open and transparent to 

eliminate the suspicion of dispropor-

tionality and bias. This is not only 

relevant to  recruitment and progres-

sion but also day to day operational 

decisions. We have introduced a 

‘Gender Decoder App’ which has 

proved successful in countering gen-

der bias in job adverts. 

We are committed to Stonewall prin-
ciples to enable gay colleagues to be 
themselves. We are nurtured and 
inspired to do our best work. In es-
sence, this is a story of a high per-
forming inclusive team, in which the 
group becomes so much more than 
the sum of its parts, a story of trust 
and empowerment, in which people 
feel confident to contribute without 
fear or embarrassment, and in which 
the mutual sharing of ideas is both 
stimulating and energising.  

The above are behaviours that help embed inclusion. There are some simple 

creative activities that can support the delivery of D&I objectives locally. 

When we get it right individually and organisationally we will provide better 

service to our public 

Sexual orientation

Disability

Ethnicity

Gender Identity

Gender

Race

Age

Religion or 

belief

Cultural 

Identity

Health

Social status

Political views

Physical 

appearance

Nationality

Birthplace

Family

status

First 

Language

Education

Marital 

Status

Experience

Personality

traits

Wealth

Rank

Job role

We can be ourselves at work 

 

Reframing Diversity 
 
We are all diverse people who are the sum parts 
of our background and experience. We are all 
unique and have elements of the characteristics 
on the wheel. Some are visible and some are 
not. It is this unique experience that will benefit 
WMP in improving performance so long as it is 
recognised and valued. 
 
Our common ambition is to champion fairness 
and equity of opportunity and ensure that we 
strive to eliminate disadvantage. By following 
these simple principles we can better serve the 
superdiverse community of the West Midlands. 
 
We can apply this to our normal everyday busi-
ness so demonstrating that diversity and inclu-
sion is relevant to all of us. 

Transparency and Accountability 

For the 

organisation

For the individual
Roadmap for D&I delivery

Use mapping data to understand 

the demographics of you service 

users

Attend and contribute to local 

community events

A person’s demeanour is not 

always indicative of criminal or 

anti social behaviour. It could be 

a physical or mental condition 

Understand the different ways in 

which diverse people 

communicate

Tap into the formal and informal 

social networks of hard to reach 

communities

Involve the community on 

decision making regarding local 

policing operations

Build voluntary sector 

partnerships

Harness the expertise of local 

stakeholders and community to 

deliver awareness to front line 

officers and staff

For the Public1
Understand the 

dynamics of cultural  

and background 

difference

432
Recognise all the  

categories of 

vulnerability and 

respond appropriately

Encourage 

engagement activities 

with public and 

stakeholders

Offer friendship and 

earn people's trust

We are all diverse and have a wide range of characteristics 

 



Leadership and 

The Inclusive Leader 

Inclusive leaders get the best out of 

all our people, helping WMP to suc-

ceed in today’s complex and diverse 

West Midlands.  Through their skills 

in adaptability, building relationships 

and developing talent our inclusive 

leaders are able to increase perfor-

mance and innovation. 

Inclusive leadership is leadership 

excellence. The way we do business 

is changing. Customers and employ-

ees are becoming more diverse. The 

development of the knowledge econ-

omy means flatter, less hierarchical 

structures in organisations. In-

creased agility is the necessary re-

sponse to emerging demographic 

and cultural change inspired by so-

cial media and new ways of com-

municating. 

 

 

 

Research shows that—”if just 10% 

more employees feel included, the 

company will increase work attend-

ance by almost one day per year per 

employee”  Deloitte 

In order to deliver our vision and values we start with our people 

who are our biggest investment. 

People Journey 

Empowerment
Inclusive leaders enable team 

members to grow and excel by 

encouraging them to solve problems, 

come up with new ideas, and develop 

new skills.

Humility
Inclusive leaders admit mistakes, 

learn from criticism and different 

points of  view, and overcome their 

own limitations by seeking 

contributions from team members

Courage
Inclusive leaders stand up for what

they believe is right, even when it

means taking a risk.

Accountability
Inclusive leaders show confidence in

team members by holding them

responsible for aspects of  their

performance that are within their 

control.

The Inclusive 
leader 

The Uplift 

 

Our people ambition is to have a diverse and inclusive workforce that is reflective of our communities. We aim to develop our people and 

culture to get the best from our employees aligned to our mission, values and 2020 blue print and make WMP an employer of choice for peo-

ple from all backgrounds. This Strategy embraces all the attributes of the ‘journey to inclusiveness’ and is measured by quantitative data 

and qualitative outcomes for our BME staff support networks and colleagues. Click this link to access the BME plan. 

Our BME recruitment, development and retention plan 

Journey to inclusiveness

Low
Inclusion

High

High

Diversity

Characteristics

of  uniqueness

Leveraging difference to drive performance by creating an 

environment where all our people are valued and can thrive

Monoculture 

- group think

Role models 

in a diverse 

workforce

Creating 

diverse 

teams

Improving 

team 

performance

Highly 

creative 

team

Fairness and 

respect

Valuing 

diverse  

perspective

Developing 

empowerment 

and innovation

Understanding 

difference

Embedded 

D&I policy

Value and 

belonging
Encouraging 

uniqueness 

and passion

Workforce 

reflective of 

the 

community

Equality of  

participation 
Inclusive 

leadership

Confidence 

and inspiration

2020

2028

2016

The ambition is to uplift our 

people and organisation 

from the lower left quartile 

to upper right. 

The logo is a moveable 

object and can be used to 

depict where you think you 

are 



Preventing crime, protecting 

the public and helping those 

in need 
In order to care for the public we serve , to 

offer the hand of friendship and protect 

the most vulnerable we need a workforce 

that is knowledgeable of difference, cul-

ture and their respective needs. 

Our D&I strategic priorities are reducing 

disproportionality in complaints, address-

ing vulnerability and raising knowledge 

and awareness of socio and cultural fac-

tors that impact on life chances, fairness 

and equality of opportunity. WMP have 

adopted the term ‘adult at risk’ to describe 

vulnerability on the basis that it focuses 

attention on the risk rather than any inher-

ent disability—’A vulnerable adult is any 

person aged 18 years or over who is or 

may be in need of community care ser-

vices by reason of mental, physical, or 

learning disability, age or illness AND is or 

may be unable to take care of him or her-

self or unable to protect him 

or herself against significant harm or 

exploitation.’ 

 

The D&I team have made available a se-

lection of level 2 qualifications including 

Equality and Diversity and Mental Health 

Awareness: 

http://intranet2/hq_departments/

corporate_hr/edhr_hub_of_excellence/

events_and_meetings/courses.aspx 

 

Diverse Staff Networks 

Our region is ‘Superdiverse’ with over 187 existing and migrating ethnicities 

and nationalities. Birmingham also has one of the youngest age de-

mographics in Europe so engagement looks different now with social media 

being the preference over IAGs. We also have a vibrant LGBT community 

which is attracted to the West Midlands because it is safe and has low crime. 

Inclusion strategies are just as important for our communities as our work-

force to enable us to build trust and friendship. We all engage with our com-

munities but in different ways so bespoke approaches to LPU/departmental 

business is essential. Knowledge of cultural difference will have a profound 

impact on intelligence gathering and will inform you why people behave the 

way they do. The D&I Strategy will correlate with the NGLP and Active Citizen 

programmes to deliver a culturally aware workforce. 

Diversity and Inclusion is what you do on a daily basis delivering your busi-

ness. Don’t think that it is just about other people. We are all different and can 

improve our performance by understanding difference and promoting an in-

clusive philosophy. 

Our public and our service offer 

Uniqueness contributes to 

talent and expands knowledge 

in colleagues and teams 
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Our offer to the public is the best 

we can deliver, it understands the 

needs of diverse individuals and 

communities, recognises 

vulnerability and bridges gaps in 

trust and friendship

A sense of belonging and trust 

enables people to contribute creative 

ideas, have a voice, take ownership 

and be connected to the network 

Once inspired and passionate the 

group becomes much more than 

the sum of its parts:

Over 50 people invented the 

telephone but only Alexander 

Graham Bell was recognised 

Social Media  

The recruitment positive action team 

uses Facebook effectively to keep the 

recruitment pool up to date with news, 

to myth bust and to encourage peer 

learning. It has been an intrinsic part 

of the success to attract over 30% of 

recruits from a BME background. 

Diversity and inclusion plays a part in everyday service delivery, for exam-

ple how we  ensure that stop searches are  legal and a positive experience 

for those engaged. Recognising the motives for hate crime will also en-

hance trust. Procedural Justice will influence this interaction with the pub-

lic in future.  Research suggests that when the community see the police as 

more legitimate, they are more likely to comply with the police and the law. 

The four pillars of  Procedural Justice are participation, trust, fairness and 

respect, and transparency. Professor Tom Tyler. 

Creative ways to work with the community 

Many of WMP’s staff networks already have 

great links with communities. This is benefi-

cial for knowledge, awareness  and building 

networks within a specific community. These 

diverse networks cover Muslims, Sikhs, 

Black Afro Caribbean, LGBT, disability and 

many other.  We also have a diverse network 

of  over 40 Chaplains and faith advisors  who 

also have networks across all the main faiths 

and communities of the West Midlands. 



Diversity and Inclusion Team 

West Midlands Police  

Centro House, 16 Summer Lane 

Birmingham, West Midlands, B19 3SD 

External: 101 (extension 8036200) 

Internal: 8036200 

Mobile:07554 117195 

Manager email: washington_56823@west-midlands.pnn.police.uk 

Manager external email: f.washington@west-midlands.pnn.police.uk 

http://intranet2/hq_departments/corporate_hr/edhr_hub_of_excellence.aspx 

 

West Midlands Police 

Diversity and Inclusion  

Strategy and Objectives 

2016—2020 


