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Purpose of Report:  This report provides an outline of Sussex Police’s 

framework for managing Equality and Diversity in the organisation and 

policing our communities, and illustrates some of the current challenges 

and opportunities within the Diversity landscape, for scrutiny by the Office 

of the Sussex Police and Crime Commissioner. 

 

1 Introduction 

 

The ACPO lead for Equality and Diversity in Sussex Police is the Chief 

Constable. The Equality, Diversity and Human Rights strategy (EDHR) for 

the police service - published by the College of Policing (COP) - sets the 

expectation for all police forces for compliance with statutory obligations 

in the Equality Act 2010; to legally protect people from discrimination in 

the workplace and in wider society.  

 

Diversity strands include:  

• Age  (Older people, Children and Young People)  

• Disability and Mental health  

• Gender     

• Gypsies and Travellers 

• Race    

• Religion and Belief     

• Sexual Orientation and Transgender  

 



Each strand is managed by an Equality Champion – typically a senior 

police officer/manager (Superintendent or above). Champions are visible 

leads who actively promote equality in relation to their strand throughout 

the Force, supported by equality advocates. Strands are challenged an 

informed from an employee perspective through liaison with Diversity 

Staff Support Groups (DSSGs), and external perspectives are captured 

from public lead external reference groups  (ERGs).  

 

This paper will provide an outline of relevant structures, obligations, 

activities and priorities for Sussex Police. The report will present Equality 

and Diversity in the workplace from an internal perspective of Sussex 

Police as an employer, followed by Equality and Diversity in providing a 

policing service for individuals and communities in Sussex. 

 

2 Workforce Equality and Diversity  

 

Understanding and promoting the diversity of our workforce is 

fundamental to the values that underpin Sussex Police and its vision for 

the future. Equality  Data is captured and analysed  each year to provide 

an overview of the breakdown workforce by protected characteristics and 

where possible illustrates comparisons with other Police Forces, and to 

inform our Human Resources Strategy and review Policing Policy and 

practices. 

 

2.1 Annual Equality Analysis Data 

 

Workforce Age Profile: Proportion of workforce aged under 25 has 

fallen to 7.8%.  50.6% of Police Officers (inc Specials) are aged between 

25 and 39. 39.9% of Police Staff (inc PCSOs) are aged between 40 to 54. 

9.8% of the totals workforce is aged 55 and over. 47% of Special 

Constables and 44% of PCSOs are aged between 25 and 39. 

 

Workforce Disability Profile: The total number of employees disclosing 

a disability in 2013 has risen to 184 from 162 in 2012, equating to 3.2% 

of the total workforce.  4.1% of Police Staff (inc PCSOs) and 2.5% of 



Police Officers (inc Specials) disclosed a disability. The number of Officers 

(inc Specials) and Staff (inc PCSOs) not disclosing this information has 

fallen by 11.9% overall although the number of people choosing ‘prefer 

not to say’ has remained at 5.6% 

 

Workforce Gender and Gender identity Profile: Workforce gender 

composition is 57.5% male and 42.5% female (3337 and 2463 individuals 

respectively). Within this explicit gender identity was expressed as 36 

intersex, 3 Transsexual, 12 Transgender and 14 other. 

 

Workforce Ethnicity Profile: BME workforce at 2.1% on 1st December 

2013. 90% of Police Staff are recorded as White. 7.9% of Police Staff 

have not disclosed their ethnicity. 93.5% of PCSOs are recorded as white. 

94.2% of Police Officers are recorded as white. 3.8% of Police Officers 

have not disclosed their ethnicity. 

 

Workforce Religion and Belief Profile: Overall disclosure increased to 60% 

of the workforce recording their religion/belief via the self service portal 

up from 54.9% in 2012. The workforce profile for 2013 is;  

• Christian 29.1% 

• Other 2.9% 

• No religion/belief held 22.6% 

• Not disclosed 40% 

 

5.5% of the workforce chose not to disclose their belief by selecting 

‘prefer not to say’. 43 % of Police Officers (inc Specials) and 36% of Police 

Staff (inc PCSOs) did not make a disclosure. 

 

Workforce Sexual Orientation Profile: 1413 or 42.3% of Police Officers 

(inc Specials) and 911 or 37% of Police Staff (inc PCSOs have not 

disclosed this information. 5.5% of Police Officers (inc Specials) prefer not 

to say. 52.2% Police Officers (inc Specials) have disclosed a sexual 

orientation category. 4.6% Police Staff (inc PCSOs) prefer not to say. 

58.4% Police Staff (inc PCSOs) disclosed a sexual orientation category. 

 



2.2 Workforce Ethnicity & Gender Profile compared with rest of 

UK Forces 

 

UK Strength (according to Home 

Office National Statistics 

Sussex Police Strength (as at 

October 2013) 

Police Officers – Female 27.3% Police Officers – Female 31.7% 

Police Officers– BME 5.1% Police Officers – BME 2% 

Police Staff – Female 64.4% Police Staff - Female 57.4% 

Police Staff – BME 7.6% Police Staff - BME 2.1% 

 

 

All Sussex Police staff and officers are encouraged to enter personal 

information via a ‘self service portal’.  There has been a marked increase 

in the number of our workforce who declares under the protected 

characteristics, e.g. religion/belief and sexual orientation, demonstrating 

increased trust in the confidentiality and use of this data.  

 

The overall reduction in the workforce strength (34) has not been 

disproportionate by age or gender demonstrating the diversity neutrality 

of the processes and policies used to achieve this. Although there has 

been a slight increase in leavers of Officers and Staff there has also been 

an increase in Officers and Special Constable Joiners due to the 

commencement of recruitment in 2013. Staff joiners have remained the 

same since last year.  

 

It should be recognised that over the past 4 years the force has seen, and 

continues to undergo substantial organisational change to improve 

efficiency and achieve significant financial savings. Gender composition 

across the entire workforce sits at 57.5% male and 42.5% female which is 

very similar to the previous year. Of the increased officer joiners 30% are 

female, and 70% male, however of the staff 60% are female, and 40% 

male, which is the reason for the fairly balanced split across the 

workforce. 

 



Other areas of interest to note include: 

• The BME proportion of our workforce remains the same as last year 

at 2%.  

• Individuals declaring a disability have risen from 162 to 184, 

representing 3.2% of our workforce. 

 
2.3 Recruitment, Retention and Progression  

 

A challenge for the organisation is around increasing diversity of the 

workforce with limited resources and finances to spend on targeted 

advertising campaigns/events; in particular individuals from our BME 

community in Sussex.  

 

There is a recruitment strategy, focused on attracting and recruiting the 

best talent, on ensuring processes are fair, open and transparent and 

establishing a diverse workforce that is reflective of the communities we 

serve. Some recent initiatives underway to support these ambitions 

include the introduction of a Positive Action Plan; working closely with our 

Diversity Staff Support groups - in particular, the Black Police Association 

(BPA) - and networks to identify enablers to recruitment, retention and 

progression and jointly resolve workplace issues for under-represented 

groups in force. The BPA are critical to help deliver this ambition, and are 

in early stages of re-launching the association, in a bid to recruit more 

members and continue providing support and challenge the organisation. 

 

2.4  Collaboration  

 

Surrey and Sussex Diversity teams meet on a regular basis to identify 

opportunities for collaboration, to share learning and deliver initiatives 

jointly and more cost effectively. In May we hosted the first joint Diversity 

Staff Support Group meeting, bringing colleagues from both forces 

together to discuss approaches in supporting people in the workplace, we 

have also collaborated in a series of events and initiatives. Collaboration 

extends to other key stakeholders. For example, bi-monthly ‘Time to think 

Sessions’ are hosted throughout the calendar to promote individual 



thinking and dialogue around the challenges experienced by people 

represented in the strands, with attendance from other agencies. The 

Gypsy and Traveller Advisory Group meeting attendees include local 

authority partners and Surrey police; June’s meeting was attended by 

NHS mental health services. In July we launched Surrey and Sussex Proud 

Allies – personal pledge supporting LGBT colleagues and challenging 

inappropriate language or behaviour in the workplace – with attendees 

from ESCC and WSCC, and more recently in August co-hosted Police at 

Pride with colleagues from Surrey Police.  

 

2.5 Complaints 

 

Sussex Police has an Equality and Diversity Policy, which focuses on 

discrimination, bullying, victimisation, harassment and Hate Crime in the 

workplace, and details the procedure to take when a complaint of this 

nature is raised. Complaints in the workplace feature in a regular report to 

the Force Command team, produced by HR casework services. Last year 

Human Resources investigated 8 cases of discrimination. Six related to 

disability, specifically around reasonable adjustments. Three were 

resolved by management advice and one by dismissal. One was related to 

part time working and the other related to race – both ongoing. In this 

current performance year, only once case of discrimination 

(religion/belief) has been investigated, and the complaint was not upheld.  

 

3 Equality and Diversity in Service Delivery 

 

Engaging with people in our established and emerging communities is 

integral to understanding experiences of policing and informing future 

practice and policy. The Diversity strand Champions coordinate a broad 

range of Public engagement, from dedicated neighbourhood policing 

liaison officers working in our communities to arrangements for external 

reference groups to engage and identify challenges at both strategic and 

operational levels to inform policing in Sussex.  

 



National events such as Black History month and Disability History month 

provide opportunities to target engagement activities with a supportive 

and visible policing presence, as do locally arranged events such as the 

Pride festival. Each Division (BCU) manages an Independent Advisory 

Group (IAG), where members of local communities provide advice, 

support and challenge around policing issues. Membership is sought to 

reflect the diversity strands, and at Force level there is the Strategic IAG 

(SIAG), which focuses on policy and operational advice. At the 

Neighbourhood level, Districts have diversity support such as, Race 

Liaison Officers    (RLOs), Gypsy and Travellers Liaison Officers (GTLOs) 

and Disability Liaison Officers (DEOs).  

 

In addition to this, there are external reference groups – facilitated by 

Sussex Police - chaired by members of the public. Each group has a 

specific Equality and Diversity focus, such as the Race Advisory Group 

(RAG), Gypsy and Traveller Advisory group (GTAG), Lesbian, Gay, 

Bisexual and Transgender advisory group (LGBTAG). Working closely in 

these ways with people enables a fluid understanding around out the 

impact of how we police our communities and identify priority areas; from 

the use of stop and search powers to how we investigate hate crimes.   

 

3.1 Stop and Search  

 

Stop search data  

3.1.1 Rolling 12 months to end August 2014  
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1658 40 28 185 8 2 6 1927 

Arun 1164 16 6 37 2 0 5 1230 

Brighton 

and Hove 

2853 126 158 293 38 4 83 3555 

Chichester 1106 19 8 26 4 0 36 1199 



Crawley 1098 54 209 155 8 2 24 1550 

Eastbourne 980 16 25 50 4 3 11 1089 

Gatwick 675 9 48 102 7 1 8 850 

Hastings 772 17 15 55 6 0 4 869 

Horsham 717 9 11 18 6 3 5 769 

Lewes 450 0 8 5 3 1 4 471 

Mid Sussex 948 12 16 20 2 2 13 1013 

Rother 484 6 4 11 0 1 1 507 

Wealden 733 3 1 25 4 0 4 770 

Force 1363

8 

327 537 982 92 19 204 1579

9 

Force  

(-Gatwick) 
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318 489 880 85 18 196 1494

9 

 

 

3.1.2 Error! Not a valid link.Error! Not a valid link. 

 

The Force conducts a monthly Stop and Search scrutiny meetings chaired 

by an Assistant Chief Constable. Attendees to that meeting include District 

Commanders – held to account for the delivery of Stop and Search in their 

area - and members of the public. The district focus scrutiny includes 

demonstrating public engagement, accounting for disproportionality in 

data around volumes by teams, and individual officers, and characteristics 

of those subject to this power. The national Best use of Stop and Search 

Scheme – publicly announced in August 2014 – will inform the future 

meeting structure, to include public satisfaction and perceptions of those 

subject to this police power. 

 

Sussex Police recently signed up to Home office Best use of Stop and 

search scheme. Key aspects of which include: 

• Public Satisfaction 

• Public Scrutiny 

• Supervision on compliance to legislation 

• Recording additional outcomes 

• Data Analysis of search objectives and outcomes 

• Section 60 authority level increased to ACPO 



• Lay Observation scheme to be developed 

 

3.2 Hate Crime  

 

Hate Crime data  

3.2.1 Sussex - Rolling 12 months to end August 2014  

 

 Last 12 months Previous 12 months 

 Incidents Crimes Incidents Crimes 

Racist 222 781 11 606 

Disablist 41 77 2 59 

Transgender 20 20 1 25 

Religious 30 68 2 51 

Homophobic 57 165 4 126 

 

 

Hate Crime features as an explicit priority in the public confidence element 

of the Police and Crime plan, with a clear focus to increase victim’s 

confidence in reporting. The force has a dedicated hate crime officer and 

Hate Crime who has involvement across the diversity strands in looking at 

ways to improve service delivery and confidence in reporting. The force 

has a Hate Crime and ASB board chaired by a Chief Superintendent. It is a 

strategic level meeting, with a purpose is to ensure that Sussex Police 

works with the public and partners to reduce incidents of hate crime and 

ASB, minimise the risk of harm to individuals from hate crime and ASB 

and to ensure a consistently high level of service is afforded to victims. 

 

The board meets regularly through the year, overseeing divisional activity 

in managing high risk victims, trends in reporting and exploring divisional 

challenges and opportunities to increase confidence in reporting.  For 

example, a recent initiative supported by the board has been the 

development of a disability communication card (Pegasus Card) for issue 

to individuals who may experience difficulties in communicating with the 

Police and other services. The Chair of this board reports into the 

Neighbourhood Policing Board and the Protecting Vulnerable Persons 



Group, where identified risks or priorities are formally brought to the 

attention of the Chief Officer team. 

 
3.3 Discrimination Complaints 

 

3.3.1 Complaints data  

 

 Sussex Police Surrey Police Hampshire Police  

Performance 

Year 

 

 

2012/13 

 

2013/14 

 

2012/13 

 

2013/14 

 

2012/13 

 

2013/14 

Allegations of 

discrimination 

 

 

20 

 

13 

 

47 

 

34 

 

45 

 

39 

 

 

Complaints regarding discrimination from members of the public are 

managed by Professional Standards Department (PSD). The Professional 

Standards department report to the Chief Constable on emerging trends 

or significant reputational issues through the Deputy Chief Constable – as 

portfolio lead. In the last Police Performance Year (PPY 2013/14) 13 

allegations of discrimination were recorded by Sussex Police, compared 

with 20 the previous year (PPY 2012/13). This can be contrasted with our 

neighbouring forces in the table above. 

 

In July this year the IPCC published a report drawing attention to 

monitoring projects they recently undertook with three forces (W.Mids, 

GMP & W.Yorks), looking at the handling of complaints alleging 

discrimination. Their findings were that local complaints handling was in 

too many cases unsatisfactory. The IPCC Oversight and confidence and 

Engagement strategy (published July 2014) outlines their intention to 

improve how complaints about the police are handled, enhancing police 

accountability and increase public trust in the effectiveness of the 

complaints system. Sussex Police PSD hosted a meeting in July to identify 

potential improvements in current processes and support the delivery of 



the IPCC strategy, and have commissioned the Citizen Focus team to 

develop this insight. 

 

 
IPCC Strategic themes: 
  

o We will improve how complaints about the police are 
handled: The public can make complaints with confidence, 

and are satisfied with how their complaint is handled  
 

o We will ensure that our work enhances police 

accountability, and work with other agencies and 
oversight bodies to improve policing: The police 

complaints system contributes fully to improving the service 
that the police provide to the public  

 

o We will increase public trust in the effectiveness of the 
complaints system: The wider public is confident that the 

police will be held to account when something has gone 
wrong 

 

4  Risks and Priorities 

 

Risks, challenges and opportunities relating to Equality and Diversity in 

the workplace are identified at a board chaired by the Director of Human 

Resources, and reported to the Chief Constable and Chief Officer team 

through the Force Executive Board meeting structure. There are no formal 

risks at present raised in relation to equality and Diversity in the 

workplace. However as already illustrated in content above, there are two 

priorities for the workforce: 

 

• Sussex Police need to continue to recruit a diverse workforce - with 

limited resources and finances to spend on targeted advertising 

campaigns/events – focusing in particular, on members from BME 

communities. 

 

• Sussex Police need to re-invigorate participation in the Black Police 

Association staff support group, to re-engage with BME employees 

and potential candidates, to support aspirations of an inclusive 

workforce that is representative of the communities it serves. 

 



The key Sussex Police priority specifically in relation to policing in our 

communities is around increasing public confidence to report Hate crime 

and incidents. This is outlined in the 2014 Operational Delivery plan as 

follows: 

 

• Sussex Police need to continue to increase public confidence in 

reporting Hate crime and ASB; both are explicit priorities in the 

public confidence element of the Police and Crime plan. 

 

In terms of organisational risk, the only Equality and Diversity specific 

case recorded on the Sussex Police risk register is around incidents and 

crime committed by, and against Eastern European migrant workers in 

West Sussex. Arun District in particular has developed relationships within 

these communities to manage this risk, and run policing operations and 

activities targeted at supporting victims and identifying offenders. 

 
5 Conclusion 
 

3.1 Continuing to support the organisation to improve public 

experiences and confidence in policing for diverse communities 

remains an overall priority. This will be continued to be driven by 

ensuring momentum in the work delivered by Equality Champions 

and Advocates across all of the diversity strands and will remain a 

central objective of the force Diversity team. Sussex Police will also 

continue to develop relations with Surrey Police, and local Sussex 

partners to further identify effective practice and seek opportunities 

to collaborate on diversity initiatives.  
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