
 

EQUALITIES AND HUMAN RIGHTS COMMITTEE 

RACE EQUALITY, EMPLOYMENT AND SKILLS INQUIRY  

SUBMISSION FROM POLICE SCOTLAND 

Police Scotland recognises and values difference and is committed to having a more 
reflective workforce in respect of recruitment, retention, development and promotion 
of staff and officers and a culture where all our staff and officers are treated fairly and 
feel valued and respected. This is a commitment upheld by our Equality Outcomes 
and the work we progress is delivered against these. These considerations are 
essential to maintain our ongoing legitimacy throughout our communities and 
adherence to policing by consent as we work to keep people safe. 
 
The support we provide to our BME staff and communities is as important now than 
ever and focuses on the importance of the bond of trust with our communities.   
Following the death of George Floyd the Chief Constable of Police Scotland 
reinforced his commitment of support to BME communities in sending a message to 
all Police Scotland officers and staff:  "Like many people in Scotland, indeed across 
the world, I am shocked and distressed about events in the United States. Racism in 
all its forms is disgraceful and unacceptable. Those events do not reflect our style of 
policing in Scotland and we continue to value the strong bond of trust with all our 
citizens and communities” - Police Scotland Chief Constable June 2020. 
 
In his International Mother Earth Day message, UN Secretary General, António 
Guterres, urged governments to turn the worldwide recovery from the Covid-19 
pandemic into "a real opportunity to do things right for the future” 22nd April 2020 
 
Police Scotland has an essential role in responding to the Covid-19 pandemic and 
ensuring that policing services are maintained and developed to meet the current 
and future needs and keep people safe. The needs of our people and the 
communities we serve are at the heart of our response and everything that we do.  
The current situation has encouraged/forced organisations to develop and trial new 
ways of working. This has provided an opportunity to consider and question historic 
norms which might traditionally have been considered as ‘competing’ e.g. the green 
agenda, economic landscape, socio-economic factors, equality and inclusion, that 
are in fact not mutually exclusive and all of which could potentially result in a range 
of positive outcomes. 
 
Some officers and staff are more vulnerable than others during the outbreak e.g. 
those with specific underlying health conditions, those who are pregnant, those in 
older age groups and those from ethnic minority backgrounds. 
We have sought to support more vulnerable officers and staff in various groups with 
additional communications and support at this time e.g. those with more at risk; 
those with childcare/caring responsibilities; those out of the workplace without 
access to ICT systems etc. 
 
We have also worked with the Scottish Government and supported their 
development of guidance and a clinically evidenced risk assessment tool specific to 
COVID-19 to help staff and managers consider the risk of COVID-19 in the 
workplace. The tool is intersectional, provides an objective measure, can be self-



 

administered and provides sufficient and timely information for an individual to 
consider and take relevant action on a personal basis. 

  

1. How does your organisation work together with schools, colleges and 
universities to help people from minority ethnic communities move into 
your work place?  

Police Scotland has a strong relationship with educational establishments and works 
in close partnership to support young people and students.   Engagement at local 
community level takes place through the embedding of police officers within 
educational establishments - 'Campus Cops' - who provide an invaluable link to 
young people and nurture positive relationships with all groups, providing direct 
access to officers which extends far beyond the prevention and investigation of 
crime, but allows for the development of personal and community support networks.   
 
The Police Scotland Youth Volunteering Programme aims to strengthen relationships 
with young people, break down barriers and promote ways to make Scotland's 
communities safer.  People aged 13-17 are eligible to apply to become youth 
volunteers and the co-ordination group perform much of their recruitment in schools, 
colleges and youth groups.  A government set priority is for 20% of youth volunteers 
to be young people from disadvantaged backgrounds and recruitment is also 
focussed on those from as diverse a background as possible.  Approximately 7% of 
the 900 PSYV members across Scotland are from a minority ethnic background.  A 
PSYV placement offers young people the chance to gain an insight into the 
organisation, laying out a pathway for a future career as an officer or member of 
staff.  
 
In 2019, Police Scotland undertook the first joint initiative with an educational 
establishment to attract more Special Constables.  By offering Napier University 
Social Science students the opportunity to undertake the vocational placement of 
their course by becoming Special Constables resulted in the appointment of 6 
individuals.  Further liaison is now ongoing with Abertay University and the University 
of the West of Scotland to offer a similar opportunity.  The demographic of each of 
those establishments means it is hoped this initiative will attract individuals from 
ethnic minority backgrounds. 
 
The Positive Action Team (PAT) have attended a number of events hosted by 
schools, or targeted at students.  For example, the PAT have attended a number of 
graduate recruitment fairs and Skills Scotland events in Glasgow, Edinburgh and 
Aberdeen which are attended by 4th-6th year students.  The PAT have hosted 
recruitment events in schools with a high population of ethnic minority pupils, e.g. 
Holyrood and Notre Dame High Schools in Glasgow and advertise PAT Events 
generally across student and academic groups. 
 
 
 
 



 

2. How does your organisation encourage more people from minority ethnic 
communities to apply to work in your organisation?  

The Police Scotland People Strategy 2018-21 and associated Recruitment 
Framework sets out our commitment to encourage high calibre individuals from a 
diverse range of backgrounds to apply to our organisation.  In 2016, Police Scotland 
established a Positive Action Team (PAT) to proactively promote the organisation to 
those from an ethnic minority background, and then support candidates through the 
selection process by providing a point of contact for advice and guidance.  The PAT 
also undertake a significant amount of information and awareness events across 
Scotland which are marketed widely. Our Employment Monitoring information is 
used to identify where under-representation occurs and enables Police Scotland to 
take informed and targeted action.  In 2019/20, along with a number of general 
attraction events, the PAT hosted 14 events specifically aimed at people from 
minority ethnic communities with a total of almost 400 people attending.  These 
'Introduction to Policing' and 'Discover Your Journey' events cover all elements of 
what is required for the role of a police officer, the benefits and opportunities on offer, 
along with additional support for candidates at each stage of the selection process.  
Due to Covid-19 and a reduction in recruitment numbers the final conversion rates to 
reflect attendance to application and appointment is not yet known.  Covid-19 has 
brought some challenges in respect of being able to continue with face to face 
attraction events however the PAT have established a virtual support network, 
supporting candidates through online and telephone recruitment events, and through 
a closed social media group.    

 
Following discussion with the STUC Black Workers Committee a Short Term 
Working Group has recently been established to provide a forum for all relevant 
parties to discuss issues around the STUC Break The Race Ceiling campaign “to 
explore and work with the STUC Black Workers’ Committee in relation to the 
recruitment, retention, and progression practices with regards to the Black and 
Minority Ethnic workforce.” 

 

3. What support does your organisation give to retain people from minority 
ethnic communities in your organisation? For example, women returning to 
work or opportunities for progression.  

Police Scotland undertake a number of activities that aim to support the retention of 
people from minority ethnic communities. This includes work to, for example, embed 
an inclusive workplace culture, understand the needs and perceptions of minority 
groups, remove barriers and support career development opportunities. Some 
examples of this work include: 
 
Internal and External Consultation and Engagement  
Police Scotland utilises internal & external consultation and engagement to 
understand the needs of our people and the communities that we serve. This 
includes various methods including internal staff surveys, online Chief Constable 
Forums for staff to ask questions and provide answers to these questions, and public 
consultation through our consultation hub etc. Although these consultation and 



 

engagement activities are often open to all internal and external stakeholders, 
supporting communications are used to target specific groups to encourage 
participation where required. An example of this was work undertaken with our 
Diversity and Inclusion Staff Associations to ask them to encourage their members to 
participate in recent engagement in relation to the long-term strategic direction of 
Police Scotland. Similar approaches are also undertaken where required in the 
development of the Police Scotland Equality Outcomes.  
 
Equality & Diversity Employment Monitoring  
The Equality and Diversity Employment Monitoring SOP outlines the purpose of 
Employment Monitoring and how Police Scotland/SPA will collect use the 
information, who will get access to the data and why and how the data will be 
published.  This is important in terms of encouraging staff to share their information 
rather than choosing not to disclose. 
 
Data is gathered using our Internal Management Information system which 
generates an E&D Questionnaire (using the Scotland Census 2011 categories for 
the protected characteristics of age, race, religion or belief and sex) once an 
individual begins their employment with Police Scotland/SPA.  This data is thereafter 
used to monitor elements of the employment cycle (e.g. promotions, leavers, and 
grievance). Police Scotland undertake comprehensive equality and diversity 
employment monitoring relating to all employment activity to understand what the 
workforce looks like.  This is done on an annual basis to measure progress and 
identify trends This information generates key priorities to progress the Police 
Scotland equality outcomes, it also works to inform the equality outcomes for each 
four year period and is used for Equality and Human Rights Impact Assessments 
(EQHRIA) and for the development and review of policies and procedures. In 
addition, consultation is carried out with the Police Scotland Diversity Staff 
Associations to gather qualitative information as well as the quantitative information 
that equality and diversity monitoring provides. 
 
We also undertake specific proactive monitoring activities for example during the 
annual reporting period 01/04/2019 to 31/03/2020, work was undertaken in 
partnership with the Equality & Diversity and Promotion Teams to develop a process 
to ensure that equality and diversity monitoring is undertaken for each stage of any 
Police Officer Promotion process run within Police Scotland.  The purpose of the 
analysis is to ensure there is no disproportionality at any stage, to identify barriers to 
progression and to make observations for future processes.   
 
Communications and engagement work is ongoing to support the understanding and 
use of the equality and diversity monitoring data.  Work is also ongoing to 
continuously improve the data and develop solutions for known issues such as 
systems/processes inefficiencies, time lag for reporting, Choose Not to 
Disclose/Unknown figures etc.   
 
Equality, Diversity and Inclusion Employment Group (EDIE) 
The EDIE group is a governance group, which works towards promoting effective 
mainstreaming of equality, diversity and inclusion into strategic employment priorities 
in line with the People Strategy and Framework for Strategic Workforce Planning 



 

through a partnership approach.  It also considers relevant data and emerging trends 
and facilitate effective engagement and communication to address them. 
 
Using the data, four Key Priorities have been identified and work has been 
progressing despite some disruption due to Covid-19 for the following areas: 
• Increase Recruitment of Under-Represented Groups 
• Reduce Unknown and Choose Not To Disclose Figures 
• Ensure Inclusive Career Development and Promotion Processes 
• Understand and Improve Retention Issues 
 
Diversity and Inclusion Staff Associations  
Police Scotland supports a number of Diversity and Inclusion Staff Associations 
which represent minority groups these include SEMPER Scotland who represent 
officers and staff from BME and minority backgrounds, and the Scottish Police 
Muslim Association.   The Diversity and Inclusion Staff Associations are 
independently run bodies set up by staff and officers from across Police Scotland to 
work for the interests of their members and the wider community they reflect.  These 
Associations are members of the Equality, Diversity and Inclusion Employment 
Group. The purpose of this group is to promote effective mainstreaming of Equality, 
Diversity and Inclusion into strategic employment priorities in line with the People 
Strategy and our Framework for Strategic Workforce Planning through a partnership 
approach. The group also consider relevant data and emerging trends and facilitate 
effective engagement and communication in relation to E&D in employment. The 
Diversity and Inclusion Associations membership of this group helps to inform and 
drive the strategic employment priorities of Police Scotland to ensure that the needs 
and perspectives of under-represented groups including minority ethnic officers and 
staff are represented at a strategic level.   
 
Equality and Human Rights Impact Assessment (EqHRIA)  
Police Scotland undertake Equality and Human Rights Impact Assessments to 
support the development of our policies and practices. As part of these 
assessments, relevant evidence is gathered and considered to ensure decision 
makers have an understanding of the needs and impacts for specific protected and 
minority groups. This evidence includes monitoring information, research results, 
benchmarking, environmental scanning and consultation and engagement feedback. 
All of this evidence and engagement helps to ensure informed and inclusive policies, 
practices and decisions.  
  
Exit Survey Process 
In addition, work on the Exit Survey process continues for all police officers and 
members of staff who left the service,  to ensure that we can understand the reasons 
that officers and staff from minority backgrounds leave the service and take any 
appropriate action as required.  
Further information on training and development opportunities that also support 
retention are provided in response to question 5. 
 
 
 
 



 

4. How does your organisation deal with racism and discrimination in the 
work place? For example, does everyone know their responsibilities?  

 
Police Scotland’s values of Integrity, Fairness, Respect and Human Rights underpin 
everything that we do and are clearly articulated throughout the service. The Joint 
Strategy for Policing embeds these values into our strategy and planning practices. 
These values are also supported by relevant policies, standard operating procedures 
and guidance to ensure that officers and staff are aware of the standards of 
behaviour expected across the service.  
 
In addition, Police Scotland have a number of training and development offerings 
that ensure all officers and staff are skilled in relation to Equality, Diversity and 
Inclusion and are aware of the values and expectations within Police Scotland. At the 
commencement of every course run, officers and staff in attendance are briefed on 
the standards of behaviour that are expected whilst on a course. This includes 
reminding students about Police Scotland’s code of ethics and their responsibilities 
in relation to diversity and discrimination and what action to take and what action will 
be taken should any breach occur during the training event. 
Further detail on the training courses specific to Equality, Diversity and Inclusion are 
outlined as part of the response to question 5.  
 
In addition, Police Scotland also have robust processes for dealing with any 
complaints including allegations of racism or discrimination.  In February 2017, 
following Her Majesty's Inspectorate of Constabulary in Scotland (HMICS) 
Assurance Review of Police Scotland's (then) Counter Corruption Unit, the National 
Gateway Assessment Unit was established ('Gateway').  The Gateway serves as a 
single point of entry within the organisation for all internal referrals or concerns 
raised involving Police Officers of Members of Police Staff.  This provides a 
consistent assessment and management of internal referrals ensuring a fair, 
proportionate and transparent approach is maintained across the organisation. 
Matters referred to the Gateway can include issues pertaining to unethical, 
unacceptable, unprofessional, discriminatory or illegal behaviour.  Referrals can be 
submitted to the Gateway through a variety of reporting mechanisms and officers or 
members of staff can elect to remain anonymous whilst raising a concern. 
The referrals are assessed against a number of criteria including Legislation, 
Conduct regulations, Standard Operating Procedures, Force Guidance, Performance 
and Integrity Issues to identify and record the concern appropriately as either 
whistleblowing, conduct or staff disciplinary matters, grievance or failure to adhere to 
Standards of Professional Behaviour (breach of Conduct Regulations).  Upon initial 
assessment, the report is thereafter referred to an appropriate department (Division, 
PSD, P&D etc.) for progression.  At any time during subsequent investigation, should 
enquiries identify additional information/concerns, the matter can be resubmitted to 
the Gateway for further assessment, to ensure the appropriate criteria is applied. 

 

 

 



 

5. What initiatives or training and development opportunities does your 
organisation have to encourage a diverse workforce?  

The training Police Scotland deliver supports the organisation drive equality, embrace 

diversity and create more inclusive cultures. The Equality, Diversity and Inclusion 

training provided by Operational Training is as follows:  

 

Induction 

All Police Officers, Special Constables and police staff receive one day equality, 

diversity and inclusion awareness training on joining the organisation. The subjects 

covered include: 

• Diversity Racial and Cultural Awareness 

• Diversity Related Legislation    

• Diversity Stereotyping  

• Diversity Responses to Dominance 

• Diversity Organisational Culture 

• Diversity Unacceptable Behaviour 

• Diversity Challenging Methods 

 

Module 1 Probationer Training Programme 

In addition to a one day Equality and Diversity lesson, E&D is woven throughout the 

remainder of the 11 week probationer training programme and re enforced during 

specific teaches.  The content of which includes: 

• Diversity related legislation 

• Diversity stereotyping 

• Direct Discrimination 

• Indirect Discrimination by Association 

• Discrimination by perception 

• Victimisation 

• Police Scotland Code of Ethics 

• Human Rights Act 1998 

• Equality Act 2010 including discrimination on grounds of race 

• The Race Relations (Amendment) Act 2000  

• Prejudice and Discrimination 

• Unacceptable behaviour 

• Ethnocentrism Hate Crime 

• Racially aggravated offences and harassment and behaviour 

• Racist incidents 

• Effects of hate crime 

• Investigations of hate crime 

• Honour Based Violence 

• Legislation including: 

o Protection from Harassment Act 1997 

o Criminal Law (Consolidation) (Scotland) Act 1995 (Race) 

o Crime and Disorder Act 1998 (Race) 

o Criminal Justice (Scotland) Act 2003 (Religion) 

 



 

CIMplexity 

CIMplexity exercise is provided for Inspector and above. To date this training has been 

delivered to over 500 senior officers and has the support of not only the Force 

Executive and SPA but also partners from across Scotland, who were all involved in 

providing external scrutiny and perspective during the design process in 2012.  

Independent advisors and community representatives attend the 3 day exercise in an 

advisory role which is invaluable to our learning and reminds us of the benefits of 

continued engagement with independent advisors and community representatives.  

The exercise considers strategic decision making (using the National Decision Model) 

around a Critical Incident scenario, set against the values of Police Scotland and asks 

delegates to bring experiences and perspective from whichever area they come from.  

The technical elements of the training include the recognition and declaration of a 

critical incident, command structure (Gold/Silver/Bronze), gold groups, independent 

advice, subject matter experts and advisory groups, log keeping and rationale and 

communications strategy. 

 

'How To’  

How To was launched last year and due to the positive feedback received from 

colleagues will now be available for a further three years. The web-based learning 

platform enables users to take a proactive approach to their professional development.  

It has over 2,000 learning resources on a wide range of subjects including E&D related 

topics like unconscious bias and can be accessed via the intranet, home computer or 

mobile phone enabling access at any time. The most accessed subjects over the last 

year have included self-development, communication skills, wellbeing, leadership, 

plus coaching and mentoring. 

 

Valuing Difference and Inclusion 

Leadership, Training and Development trainers have an opportunity to attend a 4 day 

Valuing Difference and Inclusion Programme which encourages them to embed their 

learning into their day to day instruction. 

In addition, equality, diversity, inclusion and human rights elements are also built into 

other relevant training courses such as First Line Manager and Established Leaders 

courses. All training courses are also subject to an Equality and Human Rights Impact 

Assessment (EqHRIA) to ensure inclusive accessibility and avoid any stereotyping or 

unconscious bias through training. 

Furthermore, a number of development opportunities are also in place that are 

specifically targeted at minority groups. Some examples relating to race include: 

 

Senior Police National Assessment Centre Development Programme  

Police Scotland commit to a development programme for all officers at Superintendent 

and Chief Superintendent ranks who wish to be considered for Chief Officer positions. 

This Senior Police National Assessment Centre (SPNAC) is run by the College of 

Policing and passing this phase allows for attendance at the Strategic Command 

course which is a mandated requirement for substantive positions on Police Scotland's 

Executive. Along with the Police Scotland's SPNAC Development Programme, 

facilitation is given to supporting under-represented groups by engaging with the 



 

College of Policing's positive action events and networking opportunities to ensure that 

appropriate levels of support are provided based on the needs of the individual. 

 

Senior Leaders Development Centre for police staff and police officers moving towards 

the Strategic Command Course (SCC)  

Police Scotland has supported a positive action initiative by the College of Policing 

which ran a Senior Leadership Development Centre specifically targeted to under-

represented groups. Priority was given to BME participants.  

 

Mackintosh Group  

A senior BME member of Police Scotland was also instrumental in the creation of a 

peer support network for Senior BME Public Sector Employees (Superintendent rank 

equivalent and above). It is supported and funded by the Scottish Government, who 

have already funded a 'Dare to Lead' leadership programme. Police Scotland were 

due to host the group at the Scottish Police College and both DCC Kerr and the 

President of the National Black Police Association had agreed to speak to the group, 

however due to Covid-19 the meeting had to be cancelled. 

 

National Police Chiefs Council (NPCC) Senior BME Leaders Forum 

Police Scotland also have a representative on the NPCC Senior BME Leaders Forum 

called Engage, Empower and Inspire. 

 

BAME Women in Policing Event  

Police Scotland, the SPA and the Scottish Women's Development Forum united to 

host Scotland's first Black, Asian and Minority Ethnic (BAME) Women in Policing 

event, held in March 2020. Staged as a Development Day and designed for BAME 

women currently working as either officers or staff within Police Scotland, the day was 

designed to inspire attendees to act on their personal development aspirations, 

expand their professional network, and collectively drive change and increase the 

representation of BAME women at all levels of ranks and roles as officers and staff 

within Police Scotland. Following this event Police Scotland has also agreed to 

purchase 'Dare to Lead' books for each of the participants and will also provide 

£10,000 worth of funding towards the development/training of BAME Women/line 

managers.  

 

Mentoring Programme  

Mentoring is available to all staff regardless of protected characteristic and is designed 

to motivate and empower the mentee to identify their goals and perceived barriers to 

achieving these. The mentor will help the mentee to find ways of reaching these goals, 

or ways to overcome the barriers. 

A new positive action development programme is due to commence on 28th 

September and is aimed at developing senior women in policing. The intention is to 

extend this offering to other protected groups if the programme receives positive 

evaluation.  

 

BME Development Programme  



 

A BME Development Programme is also currently under-development. This will initially 

be made available to female colleagues with a view to offering wider, subject to 

positive evaluation. The programme is due to commence in Sept 2020. 

 

While progress has been made in relation to the recruitment, selection, retention and 

promotion of police officers and police staff from minority ethnic groups much is still to 

be achieved and our focus on these areas will remain an ongoing priority for some 

time. 

 

 

 


