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 Agenda Item No. 13 

 

To:  JOINT AUDIT COMMITTEE  

 

Date:  3 December 2018 

 

By:  Dermot Torney, Equality & Diversity Manager 

 

Title:  Equality and Diversity Summary paper 

 

 

Purpose of Report: This report provides an update to the Joint Audit Committee, 

outlining activity taken by Sussex Police to meet Equality and Diversity obligations and an 

update on current risks. 

 

Terms of Reference:  

 

The terms of reference the Committee as asked to review are as follows; 

9 - Considering and commenting on the adequacy and effectiveness of the PCC and CC’s 

health & safety and equalities & diversity arrangements. 

 

 

Recommendations:  Members of the Committee are asked to note the report. 

 

 

                    

 

1 Introduction   

1.1 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 of the Public Sector Equality Duty, 2011. 

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.  

 

2 Risks and Opportunities  

2.1 Sussex Police Equality and Diversity related risks have been identified and 

considered from the perspective of an employer within the community and a public 

service provider.  

 

2.2 Governance arrangements include reporting to the Office of the Police and Crime 

Commissioner and the force’s Equality and Diversity board. The board is chaired by 

the Deputy Chief Constable; providing visible leadership on Equality, and includes 
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Positive Action as a standing agenda update along with contributions from key 

stakeholders; staff support group chairs and equality champions. 

 

3 As an employer  

3.1 As an employer, there remains a risk in not having a workforce that is 

representative of the people it serves. The 2017 annual workforce equality data 

analysis illustrated a Black and Minority Ethnic (BME) workforce representation of 

just over 2%, which remains adrift from the aspiration to be in line with the ONS 

population data for Sussex BME residents at 6.3%. The data also highlighted a 

45% female representation, which is a slight increase on the previous year, and an 

increase in female senior officers (Chief inspector rank up to Chief Officers) to 

38%.  

 

3.2 There are two working groups established to improve the representation of Female 

(chaired by the Chief Constable) and BME (Chaired by People Services Lead) 

colleagues across the organisation. Since the last report to the OSPCC, further 

developments aimed at improving workforce representation include: 

 

• March and July 2018 PC recruitment campaign promoted within BME 

communities using social media channels, and online discussion forum as 

well as face to face at local events detailing highlights of a career in policing, 

and describing the recruitment process. 

 

• A series of support interventions, designed to improve confidence have been 

delivered for each cohort, with all BME candidates invited to participate. 

 

• Professional Action Learning Sets for BME colleagues commenced in 

December 2017, with six Sussex colleagues participating and is scheduled to 

continue for 2018. 

 

• An Additional Positive Action officer has been recruited to support the 

current attraction activity to improve the diversity of applicants. 

 

4      Public Service Provider   

4.1 The key risk is around the effective and legitimate use of Police powers, in 

particular relating to Stop and Search, to understand disproportionality and in 

doing so mitigate negative effects this can have on community cohesion and 

engagement with policing.  
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4.2 Figures for the rolling year to September 2018 indicated that those who identify as 

BME were 4.0 times more likely to be stopped, and 14.5 times more likely if Black. 

This is based on 3,586 stops of white subjects compared with 969 BME (492 Black) 

subjects calculated against relative residential population sizes.  

 

Controls in place to manage this risk include independent public scrutiny and local 

Divisional scrutiny of Stop and Search activity, with accountability and reporting to 

the force Legitimacy Board, chaired by Chief Officers. 

 

4.3 The Stop and Search public scrutiny panel held its first meeting in January 2018, 

followed by another in April, July and October. The panel has now selected an 

independent chair (from the membership) and comprises residents from across 

Sussex’s diverse communities. It is scheduled to continue meeting quarterly 

throughout the year and will scrutinise disproportionality of district level data and 

independently assess the lawfulness of grounds provided – see Appendix A for 

Terms of Reference.  

 

4.4 Scrutiny panel members selected Arun District for detailed scrutiny at the April 

meeting due to a high disproportionality rate; indicating subjects who identified as 

Black were 23.4 times more likely to be stopped and searched - data calculated on 

22 subjects identified as black over a 12 month period. Worthing District was 

selected for the July meeting, where subjects who identified as Black were 14.7 

times more likely to be stopped and searched calculated on 67 subjects identified 

as black over a 12 month period, and Brighton and Hove provided an input in 

October; subjects who identified as Black were 11.9 times more likely to be 

stopped and searched - data calculated on 183 subjects identified as black over a 

12 month period. During each meeting the District commander provides panel 

members with an in depth analysis of Stop and Search subjects, outcomes and the 

data calculations to generate discussion around use of police powers being 

legitimate and reasonable.  

 

5      Developments since last report 

5.1 An overview of Sussex Police’s approach to equality and diversity for this 

performance year [Apr 2018 – March 2019] is illustrated in Appendix B. Since the 

last report, activity has been underway across other areas, contributing to the 

Force’s commitment to progress obligations set out in the Equality Act. 

 

5.2 Children and Young People. In spring this year Sussex Police hosted a workplace 

conference for colleagues who had signed up to be Youth Ambassadors. Hosted by 
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T/DCC Laurence Taylor, sessions included speakers covering a wide range of topics 

including young person’s Mental Health Workshop; trauma in children present 

during arrest and house searches; Gangs and Child sexual exploitation (Appendix 

C). Op Encompass is a relatively new initiative set up to support ‘silent victims’ 

(children aged 4-18years) of domestic abuse; an initiative to give schools early 

information if a child has been involved or observed a Domestic Abuse incident in 

the time before attending school, notifications are sent from the Police when an 

incident has occurred within the child’s home. Following a successful pilot which 

took place over a 6 week period during Winter 2017/18 in Crawley - 35 schools 

participated, this initiative went live across West Sussex in spring 2018 and is 

rolling out across the rest of the force by autumn 2018. In May 2018, Sussex Police 

hosted its first Younger Person’s external advisory group followed by a subsequent 

meeting in September; comprising 16-24 year olds from across the county, to 

develop insight around concerns and experiences of policing. To date the group has 

identified a number of areas to take forward at subsequent meetings, this included 

Stop and Search, Mental Health and engagement with young people.  

 

 

5.3 Disability. In April 2017, Sussex Police Disability and Carers Staff Support network 

[Enable] developed a business case to implement literacy support software across 

the organisation, mitigating the need for individuals to request line manager 

assessments for an individual license, and decision making associated with costs 

being consumed within team budgets. The software provides functions such as Text 

to Speech and Screen Tinting/Masking (assisting colleagues to process visual 

information); and an Enhanced Dictionary (help with the meanings and spellings of 

words as well as assisting with grammar). At the time of writing the business case, 

only 30 colleagues across Sussex and Surrey Police were using literacy support 

software – Enable however, received many more enquiries and concerns around 

people having to disclose a condition in order to get the support needed. The 

business case was based around making the software accessible without having to 

disclose a specific condition, and procuring the product at force level – eliminating 

budgetary impact on teams and departments. Within two months of the launch, 

over 700 people across both forces had used the software. 

 

5.4 In summer, Sussex police Disability and carers network hosted their first workplace 

conference for members. External speakers on the day covered inputs around 

hidden disabilities, unconscious bias and caring responsibilities. During this time 

Sussex and Surrey Police commissioned the services of Business Disability Forum; 

to provide support and expert advice around becoming fully accessible to disabled 
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colleagues and clients, and assist with the ambition to become Level 3 Disability 

confident employers. 

 

 5.5 Sexual Orientation and Gender Identity. Stonewall’s top 100 employers is a 

definitive list showing the best and most inclusive employers for lesbian, gay, bi 

and trans people to work. Stonewall understands that people perform better when 

they can be themselves in the workplace. In January 2018, Sussex Police achieved 

recognition of being in the Stonewall Top 100 Employers index [47th] of the best 

places to work in the UK. Sussex Police was also invited to speak at Stonewall’s 

Annual Workplace Conference in April 2018 – attended by over 800 people, to 

provide an overview activity to promote an inclusive organisation. With a growing 

number of community Pride events taking place, Sussex Police supported events in 

Brighton, Eastbourne, Hastings and Worthing throughout the summer; engaging 

with people to promote opportunities within the organisation, discussing hate 

crime, victim support services and ways of reporting crime. 

 

5.6 Gender. Continuing work as law enforcement leads for the UN initiative ‘HeForShe’ 

- Sussex Police organised a national policing event at New Scotland Yard to commit 

to work towards gender equality. The event was held to build on the work started 

by Surrey and Sussex Police in 2017 as part of their commitment globally as United 

Nations HeForShe Thematic Champions for law enforcement. Police forces and 

Policing organisations, the Home Office and United Nations were represented by 

senior officers and staff pledging to engage with their workforce to discuss gender 

equality within the workplace, aspiring to improve the gender imbalances at senior 

levels within policing and in doing so become more representative of our 

communities, and also address violence against women and girls. 

 

5.7 Race. In June 2018 the staff support ‘Race Equality Network’ hosted its third AGM 

since forming, with membership growing to over 50 people. The network continues 

to support Sussex Police by advising on PC Recruitment strategy, and confidence 

building support for candidates. The March 2018 recruitment campaign attracted 

the highest number of BME applicants, and subsequent progression to the National 

Assessment Centre following online testing stages. The external Race Advisory 

Group continues to test, challenge and inform Sussex Police practices; notably the 

development of the Stop and Search independent scrutiny panel, launched in 

January 2018.  

 

5.8 Older People. This year, Sussex Police formally launched its participation in the 

Herbert Protocol (Appendix D). A national scheme which has been adopted by a 

number of police forces across the UK to encourage carers or next of kin to compile 
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and keep useful information, which could aid the police in the search for a 

vulnerable missing person. The protocol is named after George Herbert, a war 

veteran of the Normandy landings, who lived with dementia and repeatedly went 

missing from his care home. The Herbert Protocol form can be filled in by a family 

member, carer or close friend of those affected by dementia and asks for vital 

information about the vulnerable person. Questions include: previous addresses, 

medical history, regular routines, favourite places, physical health and current 

medical conditions. The form has been distributed across a range of venues 

including doctor’s surgeries across the county and can be downloaded from the 

Sussex Police website. 

  

5.9 Pregnancy. Sussex Police has continued to host regular Keep in Touch days – for 

parents on maternity/paternity or adoption leave – providing colleagues either on 

leave or about to go on leave, as well as those newly returned to work. The 

sessions are well attended, and host a range of key speakers providing advice and 

guidance on a wide range of issues, including flexible working and support with 

organisational policy. Sussex Police has also established a network of ‘Parental 

Champions’; Colleagues who have agreed to act as a point of contact for colleagues 

experiencing work related challenges; to signpost colleagues to relevant 

information, guidance and policies, and to listen to the views and concerns of 

individuals, in a non-judgmental way and feed these back in to the working group. 

 

5.10 Faith. In July, Sussex police hosted its first Multi faith external advisory group, 

comprising residents from a wide range of faith and belief organisations across the 

county to develop relations and insight to community concerns. The first meeting 

focused on terms of reference and operating process, and suggesting ideas for 

Sussex Police’s internal activity during interfaith week 2018.  

 

5.11 National Developments. In October the National Police Chief’s Council (NPCC) 

launched the 2018-2025 Diversity, Equality and Inclusion Strategy (Appendix E), 

focusing on improving the diversity of policing and engagement with diverse 

communities. The NPCC have produced a Workforce Representation Attraction, 

Recruitment, Progression and Retention Toolkit (Appendix F), which accompanies 

the strategy, setting out a wide range of actions within specific work streams; with 

aspects for both local and national delivery, and illustrating the key components to 

achieving the vison. The strategy will complement and inform future direction and 

activity in Sussex Police. 

                                                                                                                                                                                                                                

Recommended - that the report be noted. 
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Contact details:  

Name:   Dermot Torney 

Job Title:  Diversity Manager 

Tel Number:  101 ext 544556 

Email:   dermot.torney@sussex.pnn.Police.uk  

 

Appendices 

 

Appendix A: Stop and Search Scrutiny Panel Terms of Reference: 

StopSearch Scrutiny 
Panel ToR.doc

 

Appendix B: Sussex Police equality and diversity overview 2018/19 

Equality and Diversity 

Overview 2018.pdf
 

Appendix C: Sussex Police Youth Ambassador Conference 2018 

Final programme 

template.pdf
 

Appendix D: Herbert Protocol  

14935_d-sussex-polic

e-herbert-poster_web.pdf
 

 

Appendix E: NPCC 2018-2025 Diversity, Equality and Inclusion Strategy  

https://www.npcc.police.uk/documents/edhr/2018/NPCC%20Diversity%20Equality%20Inc

lusion%20Strategy%20May%202018.pdf  

 

Appendix F: NPCC Workforce Representation Attraction, Recruitment, 

Progression and Retention Toolkit 

https://www.npcc.police.uk/documents/edhr/2018/NPCC%20Workforce%20Representatio

n%20Toolkit%20for%20Police%20Force.pdf  


