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        Agenda Item No. 17 
 

To:  Joint Audit Committee 
 

Date:  9 July 2015 
 
By:  Deputy Chief Constable 

 
Title:  Equality and Diversity Summary paper 

 

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

approach 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.   

1.2 The terms of reference for the Joint Audit Committee state that ‘In 

effectively discharging its function, the JAC is responsible 

for’…..’Considering and commenting on the adequacy and 

effectiveness of the PCC and CC’s health & safety and equalities & 

diversity arrangements.’  

2 Delivering Equality and Diversity 
 
2.1 To deliver the aims of the PSED (2011) Sussex Police has 

established a framework, lead by Equality Champions, for each of 
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the protected characteristics (Equality Strands). Appendix A 

provides an illustration of the Equality and Diversity framework at 

June 2015. The framework identifies the Chief Constable as the 

organisational lead, and outlines the equality strands and respective 

champions.  As an employer Sussex Police is supported by (equality 

strand specific) diversity staff support groups – providing insight, 

challenge and advice on the employee experience. As a service 

provider Sussex police has established local liaison officers for 

public engagement within specific communities, and external 

reference groups - comprising members of the public - from a wide 

range of communities who provide advice and challenge on policing 

delivery. 

 

2.2 The framework is designed to enable Sussex Police to develop 

qualitative insight, to recognise the risks and opportunities within 

all of the protected characteristics, from the perspectives of both an 

employer, and as a service provider in the community. Appendix B 

provides a current overview of the equality strand for each 

protected characteristic. 

 

2.3 Sussex Police has recently revised its Equality, Diversity and Human 

Rights (EDHR) strategy for delivery in 2015-19, attached at 

Appendix C. This strategy has been consulted on with members of 

the public from various external reference groups, Diversity staff 

support groups, and Equality Champions. The force has adopted the 

key themes of the National College of Policing (COP) Strategy to 

ensure alignment with national objectives and priorities.  

 

3 Governance 

3.1 Internally, delivery is governed by the Deputy Chief Constable and 

organisational risks through the Organisational Reassurance board 

meeting which is chaired by the Deputy Chief Constable.  Attendees 

include senior operational leaders, Diversity Manager and support 

services including HR, Finance, ICT and representation from the 

Police and Crime Commissioner.   
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3.2 Sussex Police’s Equality and Diversity delivery is also measured by 

external governing bodies including the College of Policing and Her 

Majesty’s Inspectorate of Constabulary (HMIC). In pursuit of 

continual improvement and transparency, scrutiny and challenge is 

also presented by chairs of staff support associations, members of 

the Strategic Independent Advisory Groups, equality strand 

External Reference Groups and the Office of the Sussex Police and 

Crime Commissioner.  

 
4 Risks  

 
4.1 As an employer, an identified risk is around not having a workforce 

that is representative of the people it serves. This risk is owned by 

the force Head of Human Resources. This situation may constrain 

the scope of engagement and understanding between the force and 

diverse communities, and may result in limited perspectives applied 

to decision making at all levels of the organisation.  

 

4.2 The 2015 annual workforce 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 (64) male senior officers 

(Chief Inspector and above) than (22) female senior officers.  

 

4.2 This risk rating was increased in May 2015; on current workforce 

statistics the expected reduction in recruitment will exacerbate this 

issue. In response to this challenge Sussex Police has developed a 

Positive Action Strategy (Appendix D). A core objective of the 

strategy is to address the gender balance in senior ranks and 

increases BME representation. A Positive Action Working Group - 

lead by Human Resources - has been established to construct a 

delivery plan that will identify ways to deal with this challenge; 

membership includes both Gender and Race Equality Champions 
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and Staff support group leads. Progress on the delivery plan will be 

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

risk will be reported to the force Organisational Reassurance Board. 

 

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  
 

 
 

 
Appendices 
 

 
 

Appendix A:  Sussex Police Equality and Diversity Framework 
 

Appendic A Sussex 
Police Equal...

 
Appendix B:  Equality Strand Overviews  

 

Appendix B Equality 
Strand Ove...

 
 
Appendix C: DRAFT Sussex Police Equality and Diversity 

Strategy 
 

Diversity Strategy 
2015.pdf

 
 

Appendix D: Sussex Police Positive Action Strategy 
 

 

Appendix D Surrey 
and Sussex P...

 
 

  


