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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 THE SCOTTISH LGBTI POLICE ASSOCIATION 

As a diversity staff association we welcome the review and findings of this report. We 
have considered in more detail the recommendations made in chapter nine of the 
report related to inclusion, diversity and discrimination. Comments and observations 
on each point are included at appendix one.   

In particular, we would welcome a further focused review that considers equalities and 
cultural issues within the Police Service. We also wish to work closer with the service 
to collaboratively address the specific issues raised in this report in addition to 
embedding diversity considerations into business as usual decision making at all 
levels.  

We are committed to supporting the service to address the report’s findings and 
ensure that policing in Scotland represents our communities including the specific 
needs to the LGBTI community. 

Thank you for the invitation to submit evidence and we would be happy to assist further 
if required. 

 

Scottish LGBTI Police Association 

1 December 2020 
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Appendix One 

The Executive Committee of the Scottish LGBTI Police Association has specifically 
considered the recommendations made in chapter nine of the report related to 
inclusion, diversity and discrimination. 

9.96 Recommendation: Police Scotland should make use of staff surveys to 
enhance their understanding of the experience of all minority groups in the 
service and senior officers should make more use of face-to-face meetings and 
focus groups to gain a more acute understanding of the impacts of 
discrimination, prejudice and unconscious bias. 

- The last full staff survey was conducted by Police Scotland in 2015 with the 
next survey due to be undertaken in 2021. This survey is part of a wider study 
by the University of Durham that will also provide input from policing across the 
UK. 

- It would be helpful to undertake more frequent and targeted annual surveys with 
actions developed and monitored. Consideration should be made to 
supplementing these more formal surveys with alternative methods of feedback 
such as focus groups. Initial discussions are being conducted with all the 
Diversity Staff Associations and People and Development department to launch 
a survey specifically for Diversity Staff Associations, to understand better the 
experiences and wants of those in minority groups.  

- Pilots of reverse mentoring with members of the LGBTI community and two 
members of the force executive have started with positive feedback received to 
date.  

9.97 Recommendation: Police Scotland should implement, where it is in their 
gift, the SEMPER Scotland proposal that the composition of panel members for 
disciplinary hearings should be more diverse. 

- There is merit in this approach, by utilising a variety of people from different 
demographics and life experiences will reduce the group think mentality and 
reduce tunnel vision when dealing with disciplinary hearings.  

9.98 Recommendation: Appropriate support for anyone in Police Scotland who 
is the subject of internal or external discrimination should be enhanced.  

- Equality and Diversity issues, understanding of unconscious bias and prejudice 
should be mainstreamed into everything that Police Scotland does. Utilising 
temperature checks for minority officers and staff already within the 
organisation at regular intervals - now, 12 months, 2 yrs etc. will provide suitable 
benchmarking. 

- The needs of officers and staff members who are subjected to discrimination is 
not a ‘one size fits all’ solution. Officers and staff in different situations will 
require a tailored response not dissimilar to those who are victims of crime. 
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This approach should be utilised when dealing with anyone who is 
subject to discrimination. 

- Within policing and the justice system there has been a recognition of the 
implications on regular victims of hate crime (the ‘Drip, Drip effect’) and negative 
impact this can have on mental health and well-being of members of the public. 
It is a stark reality that officers and staff from minority communities are regular 
victims of hate crime whilst conducting their roles and there needs to be a wider 
recognition and understanding of this with support provided. 

9.99 Recommendation: In the light of the very worrying evidence that I have 
received, I consider that issues related to discrimination and their impact on 
public confidence in Police Scotland should be the subject of a broader, 
fundamental review of equality matters by an independent organisation. That 
review should take into account HMICS’s proposed inspection of Training and 
Development that is to concentrate on the recruitment, retention, development 
and promotion of under-represented groups.  

- We welcome an independent review with the wide scope of focus on retention, 
development and promotion of under-represented groups. Cultural issues within the 
organisation play a significant part in the retention and development of officers and 
staff.  

- A promotion and development process suitable for all identifying  

9.100 Recommendation: Police Scotland should develop its diversity data 
collection and analysis to inform a proper understanding of issues related to 
discrimination so that progress can be made and those issues addressed. The 
service should consider what it can learn from how this is done by the Police 
Ombudsman for Northern Ireland and the Garda Síochána Ombudsman 
Commission respectively. 

- There remain challenges with the use of dated IT systems that makes diversity data 
collection and analysis difficult. Plans and projects do exist that would help to address 
these system weaknesses. 

- Utilising a comprehensive leavers/exit interview will provide commonality of themes 
and identify reasons of minority groups for leaving.  

 

 

 

 

 


