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Positive Action Strategy Surrey & Sussex Police 
 

2014/16 
 
 
1. Introduction: 
 
This strategy sets out the joint vision for Positive Action recruitment work within Surrey and Sussex Police. It has been developed to 
ensure that where possible our activities are joined up and our intentions set out in our Transitional People Strategy are achieved.  
 
Our Transitional People Strategy states: “We will continuously strive to build the diversity of our workforce, to match the population we 
serve, and monitor the procedures we deliver to ensure they are diversity neutral”. 
 
The Equality Act allows service providers to take action that may involve treating one group more favourably where this is a 
proportionate way to help members of that group overcome a disadvantage or participate more fully, or in order to meet needs they 
have that are different from the population as a whole. This is called ‘positive action’. Positive action is always voluntary – not 
compulsory. 
 
“Positive Action means the steps that you can take as an employer to encourage people from groups with different needs or with a past 
track record of disadvantage or low participation to take up training, development, promotion or transfer opportunities” (EHRC). 
 
At Sussex Police following a review of the force’s annual equality data the HR department has agreed to focus on 3 diversity priorities, 
subject to annual review: 
 
1. Increase BME population in force and support onward progression 
2. Increase number of women in senior officer roles 
3. Improve opportunities for flexible working 
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To support priority 1 a positive action delivery plan is necessary and this has been jointly developed with Surrey Police. 
 
2. Current position / statistics: 
 
General Population: Sussex (2011 Census) 

 BME Male Female 

East Sussex 8% 48% 52% 

West Sussex 11%, 48% 52% 

Brighton & Hove 19.5% 49.8% 50.2% 

 
General Population: Surrey 

 BME Male Female 

Surrey 16.5% 49% 51% 

 
 
Police workforce, England and Wales, 31 March 2013 

(Home Office National Statistics: Published 18 July 2013 : Applies to England and Wales : Series:  Policing statistics and Police workforce England and Wales statistics) 

There were 129,584 full-time equivalent (FTE) police officers in the 43 police forces of England and Wales as at 31 March 2013. This is 
a decrease of 3.4% or 4,516 officers compared to a year earlier. 

 BME Male Female 

Total Police Workforce 5% 72.7%  27.3%  
 

 
Sussex Police - breakdown 

 BME Male Female 

Sussex Police 
PCSO 
Sussex Police Staff 

1.95 
2.36 
1.98 

68% 
 
43% 

32% 
 
57% 

 

Surrey Police - breakdown 

 BME Male Female 

Surrey Police 3.7% 67.1% 32.9% 
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PCSO 
Surrey Police Staff 

5.3% 
4.7% 

52.4% 
40.4% 

47.6% 
59.6% 

 

Detailed composition of the divisional ethnic and gender population comparison with UK strength in April 2013 against Sussex Police’s 
strength at Dec 2013; (taken from Equality Analysis Data 2013) 

 

 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% 

 
Detailed composition of the divisional ethnic and gender population comparison with UK strength in April 2013 against Surrey Police’s 
strength at Dec 2013; (taken from Diversity Digest Statistical Summary Q3 2013/14) 

 

UK Strength (according to Home Office 
National Statistics 

Surrey Police Strength (as at November 2013) 

Police Officers - Female 27.3% Police Officers - Female 33.8% 
Police Officers - BME 5.1% Police Officers - BME 3.9% 
Police Staff - Female 64.4% Police Staff - Female 57.4% 
Police Staff - BME 7.6% Police Staff - BME 4.8% 

 
The BME population within both Sussex and Surrey Police is not representative of the communities they serve and both forces have a 
desire for greater workforce representation.  
 
Many employers recognise the value of a diverse workforce that reflects the community it serves. Employing a diverse range of people 
allows an organisation to draw on the full range of talent in the community; to possess a wider understanding of its customer base; to 
make more effective decisions and avoid groupthink; and to cultivate its reputation as a good employer. 
 

Positive action is a tool available in law to help achieve greater diversity, allowing employers to target training and encouragement at 
under-represented groups. 
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4. Overall aims: 
 

· Become an employer of choice for BME members of the local respective communities. 
 

· Increase the levels and success rates of BME applicants in both forces. 
 

· Promote and demonstrate racial and gender equality in both forces. 
 

· Introduce diversity monitoring/analysis across recruitment campaigns and embed as business as usual. 
 
Both forces have a number of practices and initiatives already in place that will assist the positive action work to be driven forward. In 
addition both forces have historically had dedicated resources assigned to such work and have achieved some success in relation to 
BME representation therefore some of these practices can be refreshed and resumed. 
 
Both forces have a dedicated Diversity team and Black and Asian internal network groups in place who will be key to contributing to the 
success of any positive action work in relation to BME. 
 
Agreed joint initiatives:  
 
Both forces are committed to and recognise the benefit of joining up work and sharing best practice and learning in relation to positive 
action recruitment where possible. The following initiatives demonstrate how this will be achieved: 
 

· Review data on previous large recruitment campaigns (e.g. Constables / PSCO / Specials) to scrutinise diversity data and 
identify potential barriers. 

· Build diversity monitoring reports into business as usual for all recruitment processes so that stats are regularly scrutinised and 
actions taken as necessary. Both forces use same eRecruitment system (Talentlink). 

· Review data in Recruitment and Equality policies to ensure they are aligned where possibly and allow for flexibility and driving 
forward positive action initiatives. 

· Identify ways to increase engagement activity/opportunities within BME communities. Including reviewing what currently takes 
place through existing officers. 

· Develop a suite of advertising/promotional materials to be used at events and during engagement activity. To include external 
website.  

· Consider opportunity to conduct targeted recruitment campaigns. 
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Each force has agreed to have separate delivery action plans in place that include the local activity that will take place in order to 
progress the above initiatives. It is recognised that there will still be some activities that take place locally that will be separate and 
unique to each force and their needs. 
 
Measuring success: 
 

§ Attraction and success rates for BME candidates. 
§ Retention rates for BME candidates. 
§ Evaluation and return on investment of recruitment and selection campaigns. 
§ Feedback from candidates (unsuccessful and successful) on their recruitment and selection experiences and their perception of 

the fairness of the process and support received. 
§ Changes to internal practices are made as a result of analysing diversity recruitment monitoring data. 

 
 


