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JUSTICE SUB-COMMITTEE ON POLICING 

INDEPENDENT REVIEW OF COMPLAINTS HANDLING, INVESTIGATIONS AND 
MISCONDUCT ISSUES IN RELATION TO POLICING 

WRITTEN SUBMISSION FROM SEMPER SCOTLAND 

1. SEMPER Scotland is the primary staff association that exists to support and 
represent all minority ethnic employees on issues of equality in race, and to ensure 
that the Scottish Police Authority and The Police Service of Scotland (Police Scotland) 
uphold the principles and practices of racial equality.  

2. SEMPER Scotland is committed to inspiring a diverse and inclusive workforce that 
fully represents the changing demographics of Scottish communities to underpin 
policing and criminal justice that are essential for a safe and secure society in a 
flourishing nation.  

3. Our response will not address all sections of the report but will instead focus on the 
areas where our evidence and recommendations can make a valuable contribution.  

4. We welcome the content of the report which highlights several issues that we are, 
and have been, working on with Police Scotland’s Executive Team.  

5. We commend the actions already taken by Police Scotland to enhance the diversity 
of the workforce. It is our intention to continue to work in partnership with the Service 
to assist in creating additional policies to protect officers and staff from discrimination 
and provide them with an equal opportunity to work and thrive in a safe environment.  

Policing Culture  

6. The Service’s commitment to building a culture of inclusion and, more importantly, 
one of belonging, requires an investment in the time, governance and resources 
necessary to make it a success. Leaders will not only need to have difficult 
conversations, but also be prepared to act on them. There is no uncertainty about the 
convictions of the Chief Constable and his Executive Team to engender an inclusive 
culture throughout, thereby maximising the human potential of everyone in the 
workplace. However, we find that some line managers fail in their duty to sustain the 
effort, the vigilance or the direct action required.  

7. As a consequence, the focus should now rightly be placed on the management 
style, integrity and attitudes of the people who are promoted to leadership positions.  

8. Notwithstanding the fact that Police Scotland is a disciplined, rank-structured 
organisation around command and control, there is room for diversity of thinking and 
acceptance of new cultural derivatives. Too often we see officers and staff being made 
to fit into the existing organisational culture rather than encouraged to broaden it by 
bringing their true and most productive selves to work.  
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Grievance Procedure  

9. We are of the firm opinion that Police Scotland should undertake a review of the 
current grievance procedures to, among other things, make reference to incidents 
involving racial discrimination and other equality issues. It is our belief that less focus 
should be on the intention of the offender, and more on the impact of the behaviour on 
the person receiving it.  

10. The personnel dealing with grievances of racial inequality must be sensitive to, 
and trained to deal with, discrimination and race-based micro-aggressions. All 
complaints must be treated seriously and sympathetically.  

11. In cases of racial discrimination, stronger links should be made between 
grievances and conduct issues.  

Training  

12. SEMPER Scotland is aware of the budgetary restraints on the Service and the 
uncomfortable inevitability of prioritising training. Nevertheless, we believe there is 
overwhelming evidence to support the call for additional training for line managers – 
particularly first-line managers - in such areas as Managing Difference, Conversations 
about Race, and Learning Across Differences.  

13. We know that, whilst laudable, Unconscious Bias training will not be enough to 
break down entrenched stereotyping and micro-aggressions. It is incredibly difficult to 
have the required level of meaningful impact on this type of behaviour through limited 
training alone. Whereas it can limit certain behaviours, only education can change 
fundamental attitudes towards others. SEMPER Scotland would therefore like to 
propose that a programme of diversity and inclusion education that incorporates lived 
experiences, case studies, contemporary bias and societal consequences, as a more 
inclusive way of changing attitudes towards certain groups.  

Composition and Profile of PIRC Investigation Teams  

14. The current process of diversification of the investigator cadre while 
understandably focused on the recruitment of personnel outwith policing, significant 
consideration should also be given to increasing representation of recruits from 
minority ethnic backgrounds and other under-represented groups.  

Inclusion, Diversity and Discrimination  

15. We fully support Recommendation 15 and would, above all, welcome the idea of 
an in-depth independent research into the experiences of Black and minority ethnic 
(BME) officers and staff involving not just questionnaires, but use of a broader gamut 
of techniques including interviews, focus groups and case studies.  

 

16. With the announcement that the Deputy Chief Constable and Executive Lead for 
People and Professionalism, being designated the Senior Sponsor on Race, we are 
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confident that issues relating to racial equality and fairness of opportunity will be 
undertaken with the priority they merit. The bold initiatives that are already being 
considered will most certainly go a long way towards achieving the vision of a fairer, 
more inclusive Service.  

17. We cannot undo some of the injustices experienced by our colleagues; but moving 
forward we can listen, accept and take action together to forge new pathways that will 
ultimately lead to better outcomes now and in the future.  

 

SEMPER Scotland 

November 30, 2020 

 


