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        Agenda Item No.16 
 

To:  Joint Audit Committee 
 

Date:  9 December 2015 
 
By:  Chief Constable 

 
Title:  Equality and Diversity Summary paper 

 

 
Purpose of Report:  This report provides the OSPCC an outline of 

recent activity taken by Sussex Police to meet its Equality and Diversity 

obligations and an update on current risks. 

 

 

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 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.  

 
3 As an employer 
 

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

representative of the people it serves. The 2015 annual workforce 
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equality data analysis presented to the force in May, illustrated a 

slight increase in Black and Minority Ethnic (BME) workforce 

representation to 2.3%, 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 that there are almost three times 

as many male senior officers as female senior officers.  

 

3.2 In response to this challenge the force has established a Positive 

Action working group. The group is chaired by the Head of Human 

Resources Service Delivery, and core aims are to develop insight 

and solutions to achieving a representative workforce through an 

approach exploring four distinct aspects of the employee lifecycle; 

Recruitment, Retention, Specialisation and Progression. Progress 

will be governed by the Head of Human Resources, and updates on 

the risk are reported to the force Organisational Reassurance 

Board. 

 

3.3 In addition to the Positive Action working group, the Deputy Chief 

Constable has established a BME Gold Group, providing visible 

leadership on Race Equality issues and ensuring equality in support 

and career development opportunities for Black and Minority Ethnic 

staff and officers. The first meeting took place in September; 

attendees included senior officers from each division, members of 

the staff BME support network and members of the public from the 

‘Race Advisory Group’. Positive Action will be a standing agenda 

item at meetings, the BME Gold Group will task and challenge 

initiatives to progress BME representation, and assess the impact 

and outcome of activities. There have been a number of recent 

initiatives. 

 

3.4 The College of Policing ‘Fast-track’ PC to Inspector scheme was 

identified as an opportunity to conduct positive action. The scheme 

was initially publicised via typical communications channels, inviting 

all eligible officers to attend a pre-application workshop.  A further 

round of communication - via the same channels - explicitly invited 
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individuals from underrepresented groups, and this had a positive 

effect in attracting a much greater diversity of attendees. 

 

3.5 Recognising the value that effective mentoring can bring to 

individuals at work, Sussex Mentoring Scheme has been widely 

publicised across the force, and in support of the force’s aims to 

improve workforce diversity. In October this scheme was further 

promoted through staff networks to individuals from under- 

represented groups, and the force has seen an increase in 

applications for the scheme. In November 2015 there were a total 

of 50 Mentors and 40 Mentees. 

 

 

4 As a Public Service Provider 
 

4.1 As public service provider the key risk is around the effective and 

legitimate use of Stop and Search powers, to mitigate negative 

effects on community cohesion and engagement with policing. 

Figures for rolling year to end of September 2015 illustrate that 

those who identify as black are 11.6 times more likely to be 

stopped. This is based on 13,305 stops of ‘white subjects’ compared 

with 946 stops of ‘black subjects’, and then calculated against 

relative population sizes (Appendix B). Data for sussex police stop 

and search activity can be accessed online at Police.uk: 

https://www.police.uk/sussex/CC1NH7/performance/stop-and-

search/ 

 

4.2 Controls in place to manage this risk include delivery of the Home 

Office ‘Best Use of Stop and Search Scheme’, and transparent 

scrutiny and accountability through the public led ‘Race Advisory 

Group’ and the Force’s ‘Stop and Search Scrutiny Board’ - attended 

by the Office of the Sussex Police and Crime Commissioner, and 

has required the force to understand the data at a granular level 

and enabled the provision of context and narrative beyond the 

statistics.  
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4.3 The Stop and Search Scrutiny Board takes place every two months, 

and requires each District Commander (on a rotational and 

exception basis) to provide an overview of public engagement 

around stop and search, and an in depth exploration of  data 

relating to disproportionality.  

 

4.4 Since the implementation of the Best Use of Stop and Search 

Scheme, the overall use of this power has reduced. In the rolling 

year to October 2014, Sussex Police recorded 14,804 Stop and 

Searches, compared with 9,277 in the rolling year to October 2015 

(Appendix C), whilst achieving a positive outcome rate of 40%. 

Since April 2015 there have been four complaints regarding Stop 

and Search, one of these made by an individual identified as BME. 

This is a decrease in complaints from the same time period in the 

previous performance year, where seven in total were recorded, 

with one made by an individual identified as BME.  

 

4.5 Sussex Police operates a Trigger Review System. The original 

concept was to ensure central scrutiny of all persons stopped three 

times in six months. On analysis this presented only a limited 

sample and reduced the potential learning from the process. As a 

result the window of scrutiny has been extended to include all those 

searched 3 times or more in a year, requiring District Commanders 

to consider the intelligence and tasking process around a particular 

individual when a trigger is hit. During the first year of recording 

such data, in 2014/15 performance year there were 580 individuals 

who hit a trigger, 64 of these were identified as BME.  

 

4.6 In addition to local assurance activity, assessment of fair and 

effective use of Stop Search powers is also conducted by Her 

Majesty’s Inspectorate of Constabulary (HMIC) as part of the Police 

Effectiveness, Efficiency and Legitimacy inspection framework, and 

in October 2015, feedback from an HMIC inspection described a 

very high percentage of stop searches showing good quality 
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grounds – a public report is expected to be available before end of 

March 2016, which should detail their exact findings.  

 

 
5 Development since last report 

5.1 Disability Advisory Group. Sussex Police has established a Disability 

Advisory Group. The group comprises members of the public from 

around the county who have a professional or personal interest in, 

or identify, with disability and mental health. The first meeting took 

place in September, will continue in similar approach to other 

Equality Strand Advisory groups, acting as critical friends providing 

support and challenge to policing policy and operational procedures. 

 

5.2 Blue Light Pledge. In August, Sussex Police were successful in 

becoming the joint-first police force, alongside Surrey to be 

accredited with Mind’s Blue Light Pledge. Accreditation required 

development of a force level action plan to reduce stigma attached 

to mental health and develop initiatives in the workplace providing 

support, education and awareness for colleagues. The first initiative 

in train is the development and implementation of Mental Health 

(MH) Advocates in both Surrey and Sussex Police. The role of the 

MH advocate is to address the fear, ignorance and stigma by giving 

an opportunity for anyone experiencing mental health problems to 

engage openly and with trust in a confidential environment.  

 

 

Recommended - that the report be noted. 

                                                                                                                                           
 

  
 
 

 
Contact details:  

 
Name:   Dermot Torney 
Job Title: Customer Service Improvement and Diversity Manager 

Tel Number: 101 ext 544556 
Email:  dermot.torney@sussex.pnn.police.uk  
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Appendices 

 
Appendix A:  Sussex Police Equality and Diversity Framework 

 

Equality 
Framework.pdf (144 KB...

 
 
 

Appendix B:  Police.Uk Stop and Search data (November 2015) 
 

Police.uk Stop 
Search data.pdf...

  
 

Appendix C:  Stop and Search by Ethnicity Data 
 

Stop and Search 
Ethnicity Data...

 


