
Equality Diversity 
and Human Rights 
Strategy for  
Sussex Police
2015/19

Published
May 2015



2

Equality Diversity and Human Rights 
Strategy for Sussex Police 2015/19
 
 
Valuing Difference - Promoting Diversity 
 
“All members of the public we serve, and our staff and officers, deserve to be treated with 
fairness and respect - regardless of difference. In policing we must constantly work to improve 
trust and confidence from all communities and individuals in our society in order to provide an 
effective Policing Service. 

I am deeply committed to ensuring that we know and support our own diverse workforce, and 
in turn give the public confidence that we will respect their needs. We have a responsibility to 
ensure effective modern policing for all in Sussex, and equality is a key area for which we must 
demonstrate understanding and effective practice.
 
Our Diversity Strategy is our formal commitment, as a force, demonstrating the value which we 
see in diversity, and our way of articulating a road map to inclusivity as an employer and as a 
public service provider.”
 

Giles York, Chief Constable Sussex Police

 
 
Our Purpose
 
The purpose of this Strategy is to provide a framework to enable Sussex Police to meet our 
duties under the Equality Act 2010.  It also sets out the actions that the Diversity Team and 
Equality Champions will undertake to support the force to progress, and inform our approach 
to delivering equality for people represented by the protected characteristics covered by the 
Equality Duty.

The lead for Equality, Diversity and Human Rights (EDHR) in Sussex Police is the Chief Constable. 
The Strategy is supported by the Diversity Team and governed through the Organisational 
Reassurance Board.

The Diversity team will work with the force Equality Champions and Human Resources 
department to gather information and evidence of good practice that can be shared between 
departments and policing divisions. The processes and measures that we use to collect and 
publish this information will also support Sussex Police to meet our specific duties under the 
Equality Act 2010.

The Strategy is structured around Operational Policing, People and Culture and Organisational 
Processes and it incorporates the indicators contained in the Public Sector Equality Duty 2011 
(PSED) and the College of Policing Equality Improvement Model.
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Result needed for the service
How the service can 
acheive these results

Reduced crime and fear of crime.
Stronger and more trusting 
relationships with communities.

Greater co-operation from  
all communities.

Improved public confidence to 
report crime and more satisfied 
victims of crime.

Identify services and strategies that may have a 
disproportionate effect on diverse communities 
and take action to tackle any negative effects 
or results such as human trafficking.

Build equality, diversity and human rights into 
policing services which focus on communities 
and individuals.

Make sure that police operations and 
investigations of crime promote community 
cohesion and have the confidence of diverse 
communities.

Access to a broader range of 
skills and experience from a more 
diverse workforce.

Communicate a vision that 
promotes equality and human 
rights, values diversity and 
prioritises the elimination of 
discrimination and  
exclusionary behaviours.
  
Improved efficiency, creativity and 
growth of a more  
diverse workforce.

Develop a culture within the police service that 
includes everyone and recognises respects 
and values people’s differences.

Improve how we recruit, keep and develop 
officers and staff from diverse communities.

Make sure arrangements to recognise 
achievement promote equality, diversity and 
human rights.

Make sure the public and the workforce have 
confidence in our professional standards.

EDHR is a fundamental element of 
all organisation processes. 

A more cost effective service.

Improved decision making.

Sustainable development of the 
service for today and into  
the future.

Build equality into our processes for managing 
performance including evaluation of  
equality activity.

Make sure that processes for managing 
business and allocating resources  
promote equality.

Make sure we act openly and can be held 
to account, by consulting and including our 
communities and communicating effectively 
with them.

Strategy
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Equality Improvement 

An Equality Improvement Model (EIM) has been developed by the College of Policing. It identifies 
key priorities and objectives that will enable Police forces to meet the objectives of the PSED 
(2011) and support the delivery of a local Equality Strategy. Sussex Police will publish an ‘Equality 
Dashboard’ that brings together relevant data from the national EIM and local equality indicators. 

The dashboard facilitates a single process for capturing evidence and information to 
demonstrate progress against statutory and local equality objectives. It contains indicators 
within both Operational Policing and People and Culture. It does not have any indicators around 
organisational processes, due to the fact that to evidence activity within Operational Policing and 
People and Culture there must be effective organisational processes in place.

Equality Dashboard indicators 

Operational Delivery 

• Victim Satisfaction: How effectively does the force ensure that victims of crime are treated 
fairly and equitably in terms of the service they receive?

• Hate Crime: How effectively does the force deal with hate crime?
• Stop and Search: Does the force use its Stop and Search powers effectively and fairly? Does 

the force use its Powers of Arrest effectively and fairly?
• Public Confidence: How effectively does the force engage with communities?
• Complaints: How effectively does the force ensure that it deals with the people it comes into 

contact with fairly and equitably?

People and Culture  

• Workforce equality data: Is the force’s workforce representative of the communities that it 
polices? Does the force effectively retain people from under-represented groups?

• Equality data on Recruitment: Does the force ensure equality of opportunity in recruitment 
people from under-represented groups?

• Equality data on Progression: Does the force effectively ensure equality of opportunity 
regarding promotion and progression for people from under-represented groups?

Reporting 

The Equality Dashboard Data will update in line with existing data return practices. This means 
that some data will be updated quarterly and some annually. The dashboard indicator set can be 
further broadened, and ultimately will illustrate progress and improvement opportunities for the 
force. This information will be suitable for wider publication and will provide the evidence required 
to meet our objectives outlined in the Equality Act 2010.
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Public Sector Equality Duty (2011) 

The Equality Act 2010 legally protects people from discrimination in the workplace and in 
wider society. Sussex Police is required to comply with the Equality Act 2010, and in particular 
Section 149 the Public Sector Equality Duty. The public sector Equality Duty (PSED) requires 
public bodies to have due regard to the need to eliminate discrimination, advance equality of 
opportunity and foster good relations between different people when carrying out their activities. 
The specific duties require public bodies to publish information to show their compliance with 
the Equality Duty, at least annually and; set and publish equality objectives, at least every  
four years. 

The relevant protected characteristics are:

Age Disability Sex
Gender 

Reassignment

Marriage 
and Civil 

Partnership

Pregnancy 
and Maternity Race

Religion 
or Belief

Sexual 
Orientation

Gypsies and 
TravellersIn addition, Sussex Police has established a further equality 

Delivery plan 

This strategy will be delivered through a framework lead by Equality Champions - Senior Police 
Officer/Manager. The framework will comprise a distinct approach for each of the protected 
characteristics, including staff support groups – focusing on the employee experience, local 
policing liaison – for public engagement, and external reference groups – for consultation and 
engagement within a particular equality strand. Champions will be supported by the Force 
Diversity team and Human Resources, to identify key priorities and maintain a delivery plan 
outlining objectives and cataloguing activity. 

Equality Strand Framework

Strand Equality Champion

Staff 
Support 
Group

External 
Reference 

Group

Local
Police
Liaison

Strand Priorities and Delivery Plan
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Operational Delivery 

Delivering services that 
are easy to access and 
that meet the needs of 

all communities.

Organisational Processes

Building Equality into the 
organisations processes and 

how the service  
manages performance.

People & Culture 

Building a working 
environment that includes 

everyone and that encourages 
all staff to develop and 

make progress.

EDHR Strategy
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Operational Delivery 

Hate Crime satisfaction  
Engagement

Effective & fair use of powers

People & Culture 

Reflect Communities
Use of Positive Action

Retention & Progression

Processes to support Operational Delivery & People and Culture
Evaluation / Scrutiny of outcomes / Performance / Complaints

Equality Improvement Model
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Activity Required to meet the Strategy and the 
PSED

Inputs 

Equality Improvement 
Model

Force Annual Data 
Returns

Force Demographics

Outputs

Indicators of progress to inform 
Equality Objectives

Published data, meeting Govt 
standards, available to  

the public

Equality Dashboard
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Demonstrating progress on the EDHR 


