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          Agenda Item No. 11 
To:  Joint Audit Committee 

 
Date:  December 2019 

 
By:  Dermot Torney, Equality & Diversity Manager 
 

Title:  Equality and Diversity Summary paper 
 

 

Purpose of Report: This report provides the Joint Audit Committee an 
outline of activity taken by Sussex Police to meet its Equality and Diversity 
obligations and an update on current risks. 

 

 
Requirement of the JAC: That the Joint Audit Committee consider and 

note the report. 
 

 
Executive Summary  

 
Main Issues: 

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 (PSED), 2011, requiring 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.   

 

 

Key Risks: Equality, Diversity and Human Rights risks have been 

identified and considered from the perspectives of Sussex Police as 1) an 

employer within the community and 2) as a public service provider.   

 

1. Key risk as an employer  

The risk is not having a workforce that is representative of the people it 

serves. The latest workforce diversity data (Appendix A: Sept 2019) 

illustrates a Black, Asian and Minority Ethnic (BAME) workforce 

representation of 2.6%, compared to the ONS population data for Sussex 

BAME residents at 6.3%. The data also illustrates a female workforce 

representation of 46.6%. 

 

1.1 Action underway and recommendation for further action: 

Current activity to improve the representation of BAME candidates 

applying for roles within Sussex Police include: 

 Diverse representation within recruitment marketing  
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 Social Media Vlogs by Diverse colleagues 

 Online discussion forums  

 Coordinated engagement at community and Faith events 

 Provision of mentoring for applicants 

 Confidence building workshops 

 Supporting previously unsuccessful candidates for reapplication 

 

1.2 Explanation behind action 

The force Positive Action (PA) working group has continued to deliver and 

implement initiatives to improve the representation of BAME candidates 

applying for roles within Sussex Police. The activities represent learning 

from Police forces nationally shared by the College of Policing, and 

implemented by Sussex Police’s PA team - comprising a Sergeant and a 

support officer. The engagement activities include attending a wide range 

of community events, colleges and faith celebrations, and are improving 

awareness of policing career opportunities and enhancing community 

engagement and relations. This activity has resulted in the recent PC 

recruitment campaign (June 2019) receiving 6% (61) of applications from 

BAME candidates. 

 

2. Key risk as a Public Service Provider   

The key risk is around the effective and legitimate use of police Stop and 

Search powers, to understand disproportionality and in doing so mitigate 

negative effects this can have on community cohesion and engagement 

with policing. Figures for the rolling year to August 2019 indicated that 

those who identify as Black were 14 times more likely to be stopped, 

based on 5,293 stops of white subjects compared with 974 BAME (714 

Black) subjects, calculated against relative residential population sizes. 

 

2.1 Action underway and recommendation for further action: 

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. 

 

2.2 Explanation behind action 

Sussex Police has continued to facilitate external transparent scrutiny and 

accountability through the independently chaired Stop and Search 

Scrutiny Panel (Appendix B). Meeting on a quarterly basis the panel 

comprises members from a wide range of diverse communities across the 

county, to scrutinise disproportionality of district level data for Stop and 

Search and Use of Force. 

 

Minutes of the panel meetings are published on Sussex Police’s external 

website, and routinely include assessments of: 
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 Disproportionality of district level data 

 The lawfulness of grounds 

 Outcomes of activity:  

 Stop and Search Complaints 

 Body Worn Video 

 Section 60 ‘no-suspicion’ stop and searches 

 

 

3 Developments since last report  

3.1 An overview of Sussex Police’s framework around equality and 

diversity is illustrated in Appendix C. Since the last report, activity 

underway across other Equality areas, contributing to the Force’s 

commitment to progress obligations set out in the Equality Act, 

2010 are detailed in the full report. 

 

Contact details:  

Name:   Dermot Torney 

Job Title:  Diversity Manager 

Tel Number: 101 ext. 544556 

Email:  dermot.torney@sussex.pnn.police.uk  
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Appendix 1 - Full Report 

 

 

Introduction 

 

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 (PSED), 2011, requiring 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 Equality, Diversity and Human Rights risks have been identified and 

considered from the perspectives of Sussex Police as a public 

service provider and, as an employer within the community.   

 

2.2 Governance arrangements involve reporting to the Office of the 

Police and Crime Commissioner, Sussex Police’s Organisational 

Reassurance Board and the force’s Equality and Diversity board. 

The Equality and Diversity Board is chaired by the Deputy Chief 

Constable providing visible leadership on Equality, and includes 

Positive Action (PA) as a standing agenda update along with 

contributions from key stakeholders including staff support group 

chairs and equality champions. 

  

 

3 As an employer  

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

representative of the people it serves. The recent workforce 

diversity data (Appendix A: Sept 2019) illustrated an increasing 

trend of Black, Asian and Minority Ethnic (BAME) workforce 

representation to 2.6%, compared to the ONS population data for 

Sussex BAME residents at 6.3%. The data also indicated an 

improved gender representation across the workforce of 46.6% 

female compared to 43.6% in 2017, and 34.9% female officers 

compared to 31.2% in 2017. The recent PC recruitment campaign 

in June 2019, received 1073 applications; 5.7% (61) BAME 

candidates, and 42% (453) Female – both representing increases 

since volume recruitment re-commenced in February 2016. 

 

3.2 The force Workforce Representation working group, chaired by the 

People Services lead, has continued to explore opportunities and 
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implement initiatives to improve the representation of BAME and 

Female applicants for Sussex Police. The PA team have continued to 

generate an increase of candidates for volume recruitment from 

BAME communities. Attending a wide range of community events, 

colleges and faith celebrations is improving awareness of policing 

career opportunities. The June PC recruitment and August PCSO 

recruitment campaigns provided further opportunity to deliver 

mentoring support for BAME candidates, and reapplication from 

previously unsuccessful candidates. 

 

Continuing initiatives aimed at improving the representation gap, 

led by the PA Sergeant, and support officer include:  

 Recruitment leaflets profiling diverse representation  

 Twitter and Facebook Vlogs interviewing diverse new recruits 

 Engagement at BAME community and Faith events, and  

 Coordinated community attraction activity during recruitment 

window.   

 

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.  

 

4.2 Figures for the rolling year to August 2019 indicated that those who 

identify as Black were 14 times more likely to be stopped, based on 

5,293 stops of white subjects compared with 974 BAME (714 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. Controls in place to manage this risk 

continue to include delivery of the Home Office ‘Best Use of Stop 

and Search Scheme’ (BUSSS) and internal quality assurance 

arrangements through Divisions. As part of Government efforts to 

crack down on violent crime, in August the Home Secretary 

announced changes to lift all conditions in the voluntary Best Use of 

Stop and Search Scheme over the use of Section 60 by: 

 

 Reducing the level of authorisation needed for officers to deploy 

and extend Section 60 from senior officers to Inspectors and 

Superintendents 

 Lowering the degree of certainty required by the authorising 

officer so they must reasonably believe an incident involving 

serious violence ‘may’, rather than ‘will’, occur 
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 Extending the initial period a Section 60 can be in force from 15 

hours to 24, and extending the overall period an extension can 

be in place from 39 to 48 hours 

 

4.3 Sussex Police has continued to facilitate external transparent 

scrutiny and accountability through the independently chaired Stop 

and Search Scrutiny Panel (Appendix B). Meeting on a quarterly 

basis; the panel comprises members from a wide range of diverse 

communities across the county, to explore disproportionality of 

district level data for Stop and Search and Use of Force, and 

assessing the lawfulness of grounds provided. Members also review 

stop and search complaints, and body worn video.   

 

 

5      Developments since last report 

5.1 An overview of Sussex Police’s framework around equality and 

diversity is illustrated in Appendix C. Since the last report, activity 

has been underway across other Equality areas, contributing to the 

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

Act, 2010. 

 

5.2 Equality and Diversity Board. The Equality and Diversity Board is 

a strategic level meeting which aims to evolve and sustain a diverse 

police force which is representative of, and better equipped to serve 

Sussex’s diverse communities. The quarterly meetings (Terms of 

Reference Appendix D) are chaired by the Deputy Chief Constable, 

and attended by all equality Champions, staff network chairs and 

other key stakeholders. The July board focused on portfolio updates 

around BAME Positive Action, Older age, Faith & Belief, Gypsy and 

Traveller, and Pregnancy and Maternity [Parenting] including 

flexible working and the Gender Pay Gap. The October board 

focused on LGBT, Disability, Gender and Race including Deaf 

community engagement and workforce diversity – updates 

contained within this report.  

 

5.3  Children and Young People (CYP). Sussex Police has 

implemented an early intervention youth programme called 

REBOOT, enabled by OSPCC successful bid for Home Office funding 

under the serious violence strategy. The scheme involves 

partnership working between the NHS Partnership Trust, the Youth 

Offending Service and local charities to provide a five-stage police-

lead referral process which works with young people to tackle the 

problems they face, move away from negative behaviours and 

instead channel their focus on investing in their futures.  
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5.4 Older Age. In July HMICFRS published national research findings 

regarding the police and CPS response to crimes against older 

people (Appendix E). The report produced a number of headline 

findings including: 

 There is no national police focus on older victims, many of whom 

are vulnerable  

 It is critical that the police have consistent and effective 

arrangements to make sure people are kept safe 

 The police and the CPS are often poor at dealing with the 

complex needs of vulnerable older victims 

 Systems to refer victims to support services remain patchy 

 

In response Sussex Police hosted a meeting of key stakeholders, 

including the Older Age Champion to discuss the report and its 

recommendations, assess the current Sussex position and agree 

areas to progress, which will be reported with action updates to the 

force Vulnerability Board. 

 

5.5 Disability. Neurodiversity (the range of differences in individual 

brain function and behavioural traits) has been a key feature within 

the Equality and Diversity board. Further activity to promote wider 

awareness amongst the workforce in planned; to increase 

understanding of neuro-diverse conditions, as well as informing how 

we engage with and understand people to whom we deliver a 

service. Insp Kaj Bartlett has profiled personal experiences of ADHD 

through social media to promote awareness of neurodiversity, and 

gained a large national following from policing colleagues and the 

public. Sussex Police has agreed to implement a Police Link Officer 

for the Deaf Community scheme (PLOD); a costed options was 

presented to the October Equality board for final decision. The 

scheme is designed to promote and improve equal access to Police 

Services for people who are Deaf or hard of hearing. It involves 

training a set number of police colleagues in British Sign Language 

(BSL) and ‘advanced Deaf awareness’, so they have capability to 

proactively engage and provide support, information and advice to 

Deaf communities. The scheme intends to have up to 20 BSL 

trained officers and staff, who will be able to proactively engage 

across the county within community groups as well as promote the 

understanding of issues affecting Deaf people amongst colleagues.  

 

5.6 Sexual Orientation and Gender Identity. During May, in 

recognition of International day against Homophobia, Biphobia and 

transphobia (IDAHOBIT) Sussex Police promoted the ‘Come Out for 

LGBT’ campaign, featuring officers and staff from all roles and ranks 

within the organisation providing personal accounts around the 
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importance of inclusivity. In July, Head of PSD Superintendent 

Steve Boniface was successfully appointed as LGBT Equality 

Champion. Throughout summer Sussex Police has been represented 

at a community Pride celebrations across the county; in 

Eastbourne, Worthing, Brighton and Hastings. The Brighton Pride 

police marching contingent – organised by the LGBT staff Network - 

involved the largest representation with over 100 uniformed 

marchers – joined by police colleagues from other forces around the 

country; creating lots of positive engagement through a range of 

media channels, demonstrating Sussex Police’s support for equality 

and respect for local communities. The Police engagement stall in 

Preston Park provided an opportunity to promote careers in policing 

– in the lead up to PCSO recruitment, accompanied by a forensics 

demonstrations from the Crime Scene Investigations team; this 

resulted in a high volume of positive social media engagement and 

in the August PCSO campaign Sussex Police received over 10% of 

LGB applicants. 

 

5.7 Gender. The Gender Equality Staff Network hosted their annual 

member’s conference in the summer. The theme was excellence 

through difference, with over 100 attendees and key note speakers 

providing inputs on promoting inclusion and developing personal 

confidence. Activity being progressed to continue improving 

workforce gender representation includes the HeForShe programme 

of work, and recruitment campaign materials profiling female role 

models. Insight has been developed through a Surrey Police and 

Sussex Police survey to understand deciding factors for female 

officers to apply for promotion. Findings included perceptions of 

promotion affecting future work/life balance and uncertainty over 

where a successful promotion would mean the officer was posted in 

the county. These issues are now being prioritised by the HeForShe 

board chaired by the Chief Constable. 

 

5.8 Parenting [Pregnancy]. The parenting working group has 

extended to a Surrey and Sussex collaboration with the external 

Parenting Portal (Appendix F) providing information to colleagues 

from both force areas on maternity/paternity leave with access to 

information such as policies, wellbeing, returning to work, ‘Keep in 

Touch’ (KIT) Day events and key contacts regarding pay. The portal 

also demonstrates a family friendly workplace to prospective 

candidates. The working group has also launched a Parenting SPOC 

scheme; providing a helpful contact for advice before and after 

returning from parenting leave, and continues to deliver regular KIT 

Day events to connect those out of the workplace back with the 

organisation.  
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5.9 Race. The Staff ‘Race Equality Network’ are engaged as key 

stakeholders in the Workforce Representation working group, to 

support activity in improving the diversity of applicants joining 

policing and progression within the organisation. The [external] 

Race Advisory Group (RAG) has continued to provide feedback 

through coordinated meetings. Key areas of discussion at have 

included consultation of the inclusion of Hate Crime offences for the 

Checkpoint scheme, scrutinising accessibility arrangements for 

101/999 reporting by people whose first language is not English and 

Sussex Police’s end to end recruitment process. The RAG also 

continues to support with members volunteering as lay interviewers 

on selection panels, and the delivery of confidence building positive 

action workshops – delivered through the BAME mentoring scheme 

by the PA officer. 

 

5.10  Other Developments.  

 The NPCC invited all forces to a National IAG conference in the 

summer; attended by Sussex Police Diversity Manager and 

independent chairs of both the Stop and Search Scrutiny Panel 

and the Race Advisory Group. A National IAG network has 

subsequently been developed, with plans to arrange future 

annual IAG events.  

 Surrey Police and Sussex Police have developed and published a 

joint Equality and Diversity Policy, further aligning approaches 

between both Forces and Diversity teams.  

                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                 

Recommended - that the report be noted. 

 

 

End. 

 

Contact details:  

Name:   Dermot Torney 

Job Title:  Diversity Manager 

Tel Number: 101 ext. 544556 

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

 

 

Appendices 

 

Appendix A: Sussex Police Workforce Diversity Data: 

Diversity - Force 

Overview Sussex at 30.09.19.pdf
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Appendix B: Stop and Search Scrutiny Panel Terms of Reference: 

StopSearch Scrutiny 

Panel ToR 2019.pdf
 

Appendix C: Sussex Police equality and diversity overview 

2019/20: 

Equality and Diversity 

Overview 2019.pdf
 

Appendix D: Sussex Police Equality & Diversity Board Terms of 

Reference: 

ED Board ToR .pdf

 
Appendix E: The poor relation, the police and CPS response to 

crimes against older people, HMICFRS July 2019 

https://www.justiceinspectorates.gov.uk/hmicfrs/wp-

content/uploads/crimes-against-older-people.pdf  

 

Appendix F: Parenting Portal link 

https://www.sussex.police.uk/police-forces/sussex-

police/areas/au/about-us/parental-leave-portal/ 

https://www.justiceinspectorates.gov.uk/hmicfrs/wp-content/uploads/crimes-against-older-people.pdf
https://www.justiceinspectorates.gov.uk/hmicfrs/wp-content/uploads/crimes-against-older-people.pdf
https://www.sussex.police.uk/police-forces/sussex-police/areas/au/about-us/parental-leave-portal/
https://www.sussex.police.uk/police-forces/sussex-police/areas/au/about-us/parental-leave-portal/

