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Legitimacy and Equality Steering Group 
MINUTES

DATE: 	Monday 14th August 2023 
TIME:		12:00 hrs
VENUE: 	Executive Meeting Room, Leek Wootton/MS Teams

	[bookmark: _Hlk95997023]Attendees in person

	ACC
	Ben Smith 
	(Chair) ACC Local Policing
	BS

	Ch Supt
	Emma Bastone
	Head of Local Policing
	EB

	Ms
	Gill Wall
	Consultant and & Engagement Lead
	GW

	Mrs
	Tania Coppola
	Director of Enabling Services
	TC

	Det Sgt
	Elli Bristow
	(Rep PC Simon Payne, Federation)
	EBr

	Mr
	Junaid Hussain
	Equip Rep
	JH

	Ms
	Jacqui Prest
	College of Police, Senior Diversity, and Inclusion Implementation Adviser
	JP

	Insp
	Angus Eagles
	Service Improvement
	AE

	Insp
	Tony Hibbert
	Police Race Action Plan lead
	TH

	PC
	Simon Payne
	Federation
	SP

	Mr 
	Jatinder Birdi
	SIAG
	JB

	Insp
	Wayne Boulton
	LGBT 
	WB

	D/Supt
	Ronald Lock
	NPCC 
	RL

	Sgt
	Kate Perks
	Staff Office
	KP

	Supt
	Ross Campbell
	Head of Vetting
	RC

	Apologies
	
	
	

	Supt
	Lee Kemp
	Communities and Response
	LK	

	Mrs 
	Dawn Hartland
	Head of Criminal Justice
	DH

	Mr
	Paul Edwards
	Unison
	PE

	Mrs
	Kate Quilley
	Head of Corporate Comms
	KQ

	Ms
	Kate Tredinnick
	Head of Analysis and Service Improvement
	KT

	CI
	Faz Chishty
	South Warwickshire Commander
	FC



	
No
	Summary

	1. 
	Welcome and Introductions
Ben Smith welcomed all to the meeting and introductions made.  

	
	Minutes and actions from meeting held on 17th May 2023


	2. 
	DISCHARGED
Action: 03/150223: Tania Coppola and Lee Kemp to scope this proposal and potentially a discussion with Dr Pam Richards on initial views and update next meeting.  Tania has a meeting scheduled with Dr Pam Richards.  Update: 140823: agreed that CoP will support  - Gill Wall is in ongoing liaison with the College. Tania will bring back to future meetings with an update.

DISCHARGED
Action: 2/170523:  Emma Bastone to discuss the PCSO role at her Local Command Team board :  Update 140823: Two interviews, on has been offered the role. Work ongoing. 
 
DISCHARGED.
Action:  3/170523:  Gill Wall to share these slides with members of the group. 

DISCHARGED.
Action: 4/170523: Ben Smith and Tania Coppola to reframe the DEI Strategic Deliverables for the next 12 months.  Completed. 

DISCHARGED.
Action:  5/170523:  EB/BS/KT/SR to liaise on how the public confidence survey looks like and how we take it forward to get something agreed sooner rather than later.
Update:  140823: We have developed the question set and will be commissioning SMSR to complete this work in September. Katie Tredinnick will include this into A&P business planning for 24/25 and link in with OPCC for collaboration opportunities next year.  

DISCHARGED.
Action:  6/170523:  EB/BS to reframe the existing Strategic deliverables and discuss any new deliverables. Completed. 

Action:  7/170523: Angus Eagles and Faz Chishty to look through the matrix with other forces for those that are doing ‘good’ or ‘outstanding’ in terms of internal scrutiny audits and look at their processes for Body Worn Videos.  Work ongoing.  Carry over for update in September. 



	3
	Race Action Plan Pillar 3 national update


	
	Ron Lock shared a presentation on national Police Race Action Plan.   Ron leads on the workstream focused on Community Engagement around neighbourhood policing as part of the police action plan. 


Ben Smith extended his thanks to Ron for his presentation and providing the overview and the refresh of where the plan looks to land and the structures that are in place.  
Ben asked, around the challenges to the programme in terms of programme leads, and asked does he anticipate the momentum picking up again with the programme as the new  programme lead is appointed, as we move into the Autumn?  Ron thinks it will and expects some movement in time for forces to implement and deliver some changes with that local ownership. 

Junaid Hussain asked Ron around the national plan and is there any form of risk assessment attached to the national and local plans? Ron said, there is national strategy in terms of pillars/themes and you should have 44 different local plans where the risks are captured and owned.  However, this is a police plan and not a joint home office plan which would be different in terms of scrutiny.  

Ben Smith updated from a Warwickshire perspective we have been trying to align ourselves to the national programme of work as articulated, this has been a bit of a bumpy ride.  However, the view is the national programme, will be informed by ISOB report and others, however it is incumbent for us to pick off those activities that we want to progress in Warwickshire, and deliver those, in line with the national plan.

Gill Wall said, we have seen a shift on how things are progressing. One of the things that hasn’t worked is the Icebreakers, as we only have one icebreaker.  Gill thanked Ron for his help with this.


	4.
	Overarching DEI update

	
	Gill Wall reported that the operational recording data standards for protective characteristics has been signed off at Chiefs Council in May.  Ongoing work looking at systems, e-learning, and communication strategy for all that work, which is anticipated to take 18-24 months. 

NPCC and COP are looking at additional work around equality impact assessment.

New DEI Co-ordinator joined the team, Aaron Martin.  Brit is now the Engagement Equality Officer.  Brit is doing some work around the schematic which links into Emma Bastone’s board and the icebreaker as part of the PRAP.

PCSO Hannah Woodhams, DEI – lots of work going on with some initiatives. This links in with VWAG, OST training etc.

Ben Smith asked Tania around the funding that underpins the DEI hub as we go into the next business planning cycle and is this in place.  Tania said, this cross overs with engagement piece with Comms and DEI, Katie Tredinnick will meet to join up the four business planning bids before they are put in.  Ben said to articulate the permanent roles recruited into DEI within the business planning process. 

Junaid asked in relation to the DEI roles and asked if there is any considerations of recruiting externally to those posts? Ben said, the PCSO role is a complex one, however there is a debate around the funding if this can be used for a different resource rather than a PCSO.  This was part of the uplift from PCC.  Ben said, there is an opportunity to look at flexibility around those roles and being creative. Tania said, we have had some different approaches to it from the outset and have changed this in order to make this a more appealing role, in line with Unison around PCSO role etc.  Gill said, as we are covering the whole area, this is proving more difficult.  However, we are really open to exploring flexible and innovative ideas.


	5.
	Overarching Police Race Action Plan update
· Delivery Plan
· Comms 

	
	
Tony presented a slide. Dr Hussan Heidari has been allocated as the programme lead now for race action plan nationally.  

Warwickshire Police Action Plan tracker has been put together to capture all the actions and work ongoing within the Pillars.  This is an overarching document that has all the actions that need completing with Pillar leads against them, which can be viewed. 

Black workforce survey – currently in second wave and is live, to be completed by end of August.  There is an opportunity for Kantar to extend the deadline if struggle with representation.  In Warwickshire we are above 25% who have replied to the survey.   There are 73 slides for people to view if needed.  The survey will be run over 5 year period. 

Workflow slides will be put onto the Teams channel for the group to view and action were necessary.

Black History month is in October.  Comms will be communicated. 


	6.
	Diversity and Inclusion Workstream (Teams Plan)#


	
	· Update against strategic deliverables

Update against PRAP Pillar – Tania provided an overview.
Workstream 1 – Internal focus on the workforce.  Set up a workstream 1 working group with key individuals.  Priority is initially to focus on education and awareness.  

Ann Chambers DEI Lead has worked with L&D to do a workforce analysis to gather a holistic view were our gaps are.  The bulk of the work has been done.

The two focuses are; Anti Racism training and awareness across the workforce. This is a specific mention in the PRAP. Rich Morgan volunteered and is keen to support in terms of starting that process and first draft of awareness and introduction of racism.  Two sessions have taken place with a view to rolling this out.  Feedback has been collated by  Rich and will then come back into the next workstream 1 for update.  

Education and awareness piece around specifics of black history and relationship between policing and our black history communities. This is looking to be rolled out in October. 

A range of products to be prepared for black history month in October.

Culture and Empowering you’ leadership package has recently been signed off by Chief Officers.  Tania is in discussion with Bernie Gaughan on how this can be delivered if agreed.

Representative workforce with a particular focus on female and ethnicities nationally. This would look across all our protected characteristics and encouraging the importance of reporting as part of ‘it’s safe to say campaign’. Organisation and networks have worked together to increase the reporting and supporting HR teams.  

Ben Smith thanked Tania and the team for all the work.

Warwickshire Police Gender Pay Gap Report 
This will be discussed at length and the Diversity and Inclusion Board that Tania chairs on 15th August with Unison and staff association before it is published. It was proposed to extend this next year to include Ethnicity as part of the PRAP. This is a positive report. 



	7.
	Public Engagement and Consultation Workstream Update and overview of activity. 

	
	· Update against strategic deliverables

3 key areas;
Public contact and engagement strategy – Document has been circulated prior to the meeting. Emma Bastone would like to sign this strategy document off for next two years. 

Ben Smith is supportive and agreed to sign this off.  Tony Hibbert is working with key stakeholders and agencies to bring them agencies together in the community.  This will assist in the engagement.  Education side will start in September.  All partners have agreed to work with us. 

The delivery plan will track all quarterly activity to show progress against the workstreams  prior to updating this meeting.   Thematic lead to be identified. Emma will liaise with Kate Quilley through the working group.  Emma Bastone will update this document into Executive board in September.  

Engagement tracker – Kate Quilley took away piece of work to look at how we can track our engagement that we are doing within our communities.  Some options were put forward at a no cost option. Emma Bastone has agreed to go ahead with Warwickshire Connected, which is delivered by Vis-a-V and currently trialled in West Mercia.  This provides a bespoke police engagement tracker tool that allows us to log and record engagement activity and set up events, along with sending invites and alerting subscribers. This will increase our online communication and track SNT engagement through this tool.   This will land through SNT in the first instance then expand across the workforce. 

Jim Rankin has taken the lead and will deliver at an SNT Away Day next week. Then will go live. 

External scrutiny.  Emma Bastone is working with Brit Pickering who is doing a review of what the scrutiny panels and IAG membership looks like.  Brit will take a proposal to Public Consultation and Engagement group.  
Action:  1/140823:  Emma Bastone through Public Contract board, to bring back to the next  Legitimacy and Equality board, a proposal around Scrutiny Panel/IAGs for discussion from Brit Pickering. 

Public Confidence Survey – this has been confirmed will come back in September, along with the performance telephone data. 

NPCC letter received from Venessa Jardine from Peter Tatchel,  requesting an apology for the way that LGBTQ+ communities have been historically treated by policing.  Wayne Boulton said this was discussed at national conference at the end of July.  Wayne provided his thoughts and said this needed to be treated carefully around the pros and cons. Ben Smith said, it would be helpful to have a discussion, following Warwickshire Pride this weekend, to establish some engagement and get a view on what the LGBTQ community feeling.  

Action:  2/140823: Wayne Boulton to have those discussions sensitively with Warwickshire Pride and provide a summary back Ben Smith on what those thoughts were.  Ben Smith will then liaise with CC Debbie Tedds on her views on appropriate response


	8.
	Use of Police Powers (Teams Plan)

	
	Ben asked about the PEER report with Merseyside. This has not yet been scheduled in.  Lee Kemp and Faz Chishty to establish what that looks like and come back with an update at the next meeting.  

Action:  3/140823:  Lee Kemp and Faz Chishty to review the HMIC compliance and give Ben Smith some reassurance that we are doing all the internal scrutiny around use of police powers. 

Action:  4/140823:  Lee Kemp and Faz Chishty to review the compliance of the use of body worn video in terms of Stop and Search /Use of Force and provide reassurance to Ben Smith 


	9.
	SIAG Update 

	
	· Update against strategic deliverables

· Performance  - good progress has been made and data is good.  Data is published on the external websites.  

	10.
	 EQUiP update (Junaid Hussain)

	
	We stand together community feedback report. Junaid Hussain provided an overview.  Feedback from the 4 sessions, 1 online and 3 to the county. 16 recommendations.  Some directed to Warwickshire Police but others for partnerships. Junaid said, all of the recommendations were straight forward and were reflective of the feedback that came back.  Two highlighted were around escalating issues and liaising with the Police on certain cases etc. It was hoped the relationship will continue to have those conversations.
Junaid highlighted around the action plan and felt what would be good to see is where cross references are taking place, those actions and any from any of the Strategic meetings or subgroups were highlighted, to avoid any duplication and to reemphasise partnership working.  
Feedback from both events, have been considered.  Any comments on the Hate Crime Partnership plan to be sent to Junaid. 
Ben Smith asked Gill Wall around the co-ordination of the PRAP action plan, recommendations from  We Stand Together Events and Hate Crime Partnership action plan, how do we ensure we can take an active part in the partnership plans, but track those into our internal action plans.  Brit Pickering is liaison with Ben Hembry to look at those joined up plans.  Both will attend the Hate Crime Partnership Board.

Action: 5/140823: Emma Bastone to speak to Lee Kemp to ensure Hate Crime is at the forefront for PIU teams and they fully understand what is required. 

Ben Smith extended his thanks to Junaid Hussain and Equip for all the continued work and contributions. 
 

	11.
	PSD / Vetting 


	
	· Vetting Disproportionality Update

Ross Campbell provided an overview.  Vetting nationally is massively in the spotlight.  One thing that has always been a challenge with Vetting across the country is the requirement to look at disproportionally and then take relevant action were vetting has been identified, has been a challenge for forces since it came in since 2017.  One of the initial challenges was around the collation of data that was not originally collected from vetting.  Important around the vetting process is this is a blind process so we should not see any characteristics data. Warwickshire are one of the force, from a national perspective, that is more advanced than other forces as we collect protective characteristic data. Therefore, we have been able to pull some of the data out and start to work with it, to look at where we might have pockets of disproportionality and welcoming we bring that discussion to this board. This is a working progress which will enable us to look at some of the data that concerns us.  

Ross shared some slides around Age and Ethnicity. Risk ratio around British Asian and Mixed, this is slightly higher. The numbers are relevantly small in terms of rejections, however in terms of that outcome, this is disproportionate. 

From locally and nationally, it is reported that some of our biggest challenges are around wider associations and associates in those groups because of some culture elements that come into play. Also, some of the challenges around the trust and confidence around some of our processes is to get the messages out to communities around vetting is about and the importance of disclose as much information as possible.  A lot of work is progressing from a national perspective with a dashboard developed around disproportionality. 

Action:  6/140823: Ross Campbell to come back to the next meeting and share some of that detailed activity around disproportionality with the group.

Warwickshire’s internal appeals process is chaired by the Deputy Chief Constable and has representatives from the independent advisory groups and are looking to extend this out to the staff networks, with BME representation.  The internal data sits with Head of PSD and  are looking at having wider representation on the external appeals, which is mainly contractors. There is a lot of scrutiny and focus on the internal candidates that will go the appeal panel that has an independent internal and external scrutiny.  Warwickshire is one of the only forces that has a DCC that chairs the appeals panel and scrutiny around vetting decisions. 

Jill Fowler chairs the external appeals process and we have now got, with the help of Diversity and Inclusion co-ordinator, have a rolling programme of people to attend the panels which incorporates a number of protected characteristics, to try and make the panel as inclusive as possible, taking in the views from a number of different people, to inform those decisions. 

Junaid Hussain asked about the external representation, looking at honesty and integrity around vetting internally and externally and to understand the cultural nuances across some of the communities that could be injected by external representation. Ross Campbell said, this is really important as we need to understand some of the issues and barriers and to make vetting more accessible to all communities, in order to join the service around trust in our processes. 

Action:  7/140823:  Ross Campbell to consider the current vetting appeals panel and whether the attendance is correct or needs to be broadened. 

· Op Amethyst

Jill Fowler provide an overview of Op Amethyst.
This is a workplace initiative, borne out of the continuous integrity screening programme, what we were dealing with and what we wanted from our workforce, based against several workplace framework ie culture survey, sexual harassment policy, HMIC recommendations for vetting. This has grown as a workforce initiative, which has several offers including Peer Support offer, 12 out of 40 Peer Supporters trained specifically to deal with workplace, cultural and behavioural issues.  Particularly focused on misogyny aspect, out of the cultural survey and reached out to other groups within the workforce.   All new recruits will also receive training input for Op Amethyst.  This has also been extended to Partnership engagement to ask for support in telling us about officers that are not upholding to the standards and behaviour expected.  Federation are also on board and media communication has been done. 

Ben Smith extended his thanks to Jill Fowler and Op Amethyst has been a success.  Any new initiatives to be tabled at this board to be reviewed. 


	12.
	Organisational Learning (All)

	
	Nothing further to raise.

	13.
	AOB


	
	No further business discussed.

	14.
	Date of future meetings 
Wednesday 15th November 2023
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“Our vision is for a police service that is anti-racist 

and trusted by Black people” 

Anti-racism: Tackling racial disparities proactively, not exacerbating racial disparities that may exist in society, and being continually aware, and acting upon issues of race and racism.

Vision


Home Office/PRAP





The Plan is focused on proactively tackling disparities.

Commitment from all Chief Constables to deliver this plan.
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Scarman Report (1981)

Liverpool and London

riots (1981)

Stephen Lawrence’s murder (1993)

The Macpherson report (1999)

Child Q complaint (2022)

Casey Review   (2023)

Operation Hotton (2018)

Racism at National Police Training Centre (2003)

IOPC Stop and Search Report (2021)

Lammy Review (2017)

The death of Dalian Atkinson (2020)

The murders of Nicole Smallman and Bibaa Henry (2020)




The ‘Why?’






Long standing issues between police and black communities 



Now the Casey Review – recognise not just an MPS issue.
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Overall confidence in the local police
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How

Policing’s commitments of the Plan

1. Zero tolerance of racism in policing. 

2. Policing will adopt an ‘explain or reform’ approach to address the negative impact and outcomes experienced by Black people. 

3. We will increase the awareness and understanding of every officer and member of staff of racism, anti-racism, Black history and its connection to policing through introduction of a mandatory programme of training for all police officers and staff. 

4. The development of a representative workforce. 

5. Policing will increase the involvement of Black communities in its work and improve support to Black victims of crime. 
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4 x Workstreams all lead by Chief Officers 

W1 Focuses on Internal Culture, WS 2 Use of Police Powers, WS 3 Involved & WS4 Not under protected

Pre conditions 



6



Respected

A police service that routinely involves Black people in its governance

Apologising for the long-lasting effects of problems in policing on Black communities

Understanding the frustrations of Black people about the slow speed of change

Responding to community trauma and reconciling police/community divisions

Involving Black people in our oversight and scrutiny processes proactively and as a matter of course

Making sure Black people: 

Can influence our decisions at different stages in the process

Are able to voice their opinions, to which we listen and take into account

Receive timely and meaningful information from us about our decisions and how we were reached them

Have opportunities to review our decisions and have appropriate means of redress

Are treated with dignity and respect

A police service that is representative of Black people, and supports its Black officers, staff and volunteers

Eliminating any racial bias, stereotyping, profiling or discrimination from our policies, procedures, processes and practices

Approaching racial disparities in the police as problems in themselves, regardless of their causes, because of their impact on our Black officers, staff and volunteers

Making sure Black people:

Are encouraged and well-prepared to apply for police roles

Submit good applications

Are not disadvantaged in the process

Are assessed fairly

Are able to develop and progress, including to the most senior levels

Have their individual needs met

Are listened to and have influence

Have good experiences in the workplace

Feel valued and want to stay in the police

An anti-racist police service requires us to tackle racial disparities in policing proactively, to not exacerbate racial disparities that may exist elsewhere in society, and to be continually alive to issues of race and racism. We are responsible for making sure Black people feel…

A police service that is anti-racist and trusted by Black people

A police service that is fair, respectful and equitable in its actions towards Black people

Eliminating any racial bias, stereotyping, profiling or discrimination in our actions

Treating Black people as individuals, and taking account of their needs, vulnerabilities, experiences and circumstances, such as trauma

Approaching racial disparities in our actions as problems in themselves, regardless of their causes, because of their impact on Black people

Minimising any harms we inadvertently cause, because of their differential impact on Black people

Reducing the risk of criminalising Black people by ensuring they benefit from early action, prevention and diversion



A police service that protects Black people from crime, and seeks justice for Black victims

Making sure Black people are, and feel, safer

Reducing Black victimisation, especially of hate crime and serious youth violence

Reducing the harms caused by the crime and disorder experienced by Black people, particularly by the most vulnerable

Treating Black victims and witnesses better, understanding their needs and vulnerabilities

Improving the quality and outcome of our investigations for Black victims

Taking clearer action to tackle far-right extremism and racist violence

Improving how we prevent, and respond to, the crime and disorder concerns of Black communities, particularly of young people

Helping Black communities to address local crime and disorder problems

Actively supporting services that make a difference young Black people’s lives, and reduce the need for us to be involved later on

Scope includes: intelligence, tasking, mental health, drugs, stops, searches, use of force, out of court disposals, arrests, custody, criminal justice processes, counter-terrorism, public order, algorithms, facial recognition technology...

Outcome framework

Involved

Protected

Represented

PRECONDITIONS
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Our Recommendations 





www.policeisob.co.uk

The Police acknowledge and apologise for institutional racism; 


More visible leadership and commitment to the Plan from each of the 43 Chief Constables;


Public commitments are made to measurable targets and success measures that demonstrate tangible changes in policing as a result of this Programme. People want to see actual delivery;


Regular public updates are provided by the Race Action Programme to increase transparency and accountability, particularly from individuals with delivery responsibility;


The creation of a Race Action Plan website to increase visibility and accessibility of information;


The creation of an annual summit on race developed alongside police forces, communities, and specialist anti-racism organisations; and


The Programme analyses why there was a significant proportion of respondents within policing who remain ‘undecided’ about the Plan. These represent groups who must be listened to in order to increase uptake of delivery of the anti-racist goals of the Plan.
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Who is leading PRAP? Qualities to lead anti-racism programme? 



Where do the front-line officers sit in the programme structure?



Where is the community input? Who are you speaking to and how do you follow up?



Communication strategy (internal & external) 



BPA role?



What are the priorities for local delivery? Gap Analysis, Casey Review?



Evaluation Strategy 











Local forces – What can you do?  
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.



Thank you & Questions 


Contact me – Ron.Lock@npcc.police.uk 
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An anti-racist police service - the outcomes we are seeking to achieve

Outcome framework

A police service that is anti-racist and trusted by Black people

An anti-racist police service requires us to tackle racial disparities in policing proactively, to not exacerbate.
racial disparities that may exist elsewhere in society, and to be continually alive to issues of race and racism.
We are responsible for making sure Black people feel

Not under-protected Not over-policed

A police service that protects Black
people from crime, and seeks justice for
Black victims.

= Making sure Black people feel, and are,
safer.

Reducing Black victimisation, especially
of hate crime and serious youth violence.

Reducing the harm caused by the
crime and disorder experienced by
Black people, particularly by the most
vulnerable.

Treating Black victims and witnesses
better, understanding their needs and
vulnerabilties.

Improving the quality and outcome of
our investigations for Black victims.

= Taking clearer action to tackle far-right
extremism and racist violence.

= Improving how we prevent, and respond
to, the crime and disorder concerns
of Black communities, particularly of
young people.

= Helping Black communities to address
ocal crime and disorder problems.

= Actively supporting services that make
a difference to young Black people’s
lives, and reduce the need for us to be
involved later on.

A police service that is fair, respectful and
equitable in its actions towards
Black people.

= Eliminating any racial bias,
stereotyping, profiling or discrimination
in our actions.

= Treating Black people as individuals,
and taking account of their needs,
vulnerabilities, experiences and
circumstances, such as trauma,

= Approaching racial disparities in our
actions as problems in themselves,
regardiess of their causes, because of
their impact on Black people.

= Minimising any harms we inadvertently
cause, because of their differential
impact on Black people:

= Reducing the risk of criminalising
Black people by ensuring that they
benefit from early action, prevention and
diversion.

Involved

A police service that routinely involves

Black people In its governance.

= Accepting the impact of historic policing
practice, which has led to community
trauma and distrust of the police.

= Understanding the frustrations of Black
people about the slow speed of change.

= Responding to community trauma
and reconciling police and community.
divisions.

= Involving Black people in our oversight
and scrutiny processes proactively and
as 2 matter of course.

= Making sure that Black people:

- can influence our decisions at different
stages in the process

- are able to voice their opinions, to
which we listen and take into account

- receive timely and meaningful
information from us about our
decisions and how we reached them

- have opportunities to review our
decisions and have appropriate means
of redress

- are treated with dignity and respect

Represented

A police service that is representative
of Black people, and supports its Black
officers, staff and volunteers.

» Eliminating any racial bias,
stereotyping, profiling or discrimination
from our policies, procedures,
processes and practices.

 Approaching racial disparities in the
police as problems in themselves,
regardless of their causes, because of
their impact on our Black officers, staff
and volunteers.

' Making sure that Black people:

- are encouraged and well-prepared to
apply for police roles

- submit good applications

- are not disadvantaged in the process

- are assessed fairly

- are able to develop and progress,
including to the most senior levels

- have their individual needs met

- are listened to and have influence

- have good experiences in the
workplace

- feel valued and want to stay in
the police

Preconditions
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Warwickshire Police Gender Pay Gap Report 2022: Internal



Executive Summary

Total Workforce: Staff and Officers

· For the total workforce, the mean and median gender pay gaps have fallen every year since 2019/20

· In 2022, the force reported the biggest improvement since reporting started in 2017/18

· There has been a positive shift in the proportion of women in the upper and upper middle quartile

Officers

· In 2022, the force reported a reduction in the gender pay gap for officers (mean and median)

· There has been a positive shift in the proportion of women in the upper middle quartile

Staff

· In 2022, the force reported a reduction in the gender pay gap for staff (mean, no change in median)

· There has been a significant shift in the proportion of women in the upper and upper middle quartile
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Introduction

What is the Gender Pay Gap Report

From 2017 onwards all UK organisations employing 250 or more employees have to publicly report on their gender pay gap in different ways:

· The mean and median gender pay gapsMean & Median Pay Gaps

Organisations report both the mean and the median pay gap.

The mean gender pay gap is the difference between the mean (average) hourly rate of pay of male full-pay relevant employees and that of female full-pay relevant employees. 

The median gender pay gap is the difference between the median (mid-point) hourly rate of pay of male full-pay relevant employees and that of female full-pay relevant employees.







· The mean and median gender bonus gaps

· The proportion of men and women who received bonuses

· The number of men and women according to quartile pay bands

For the 2022 report, data is collected as at 31 March 2022.

The gender pay gap shows the difference in the average earnings between all men and women in an organisation. 

 

The mean gender pay gap for Warwickshire Police relates to basic pay and does not include unsocial hours, housing allowance or overtime etc. 

 

The bonus pay gap is based on all relevant employees regardless of whether they have been paid within the time period.

 

The quartile analysis shows the gender distribution across Warwickshire Police at the end of March 2022 in four equally-sized hourly pay quartiles. 

 

For comparison purposes, the UK national gender pay gap was 14.9% in 2022 according to the Office of National Statistics.



Warwickshire Police’s Commitment

Warwickshire Police is committed to developing an inclusive workplace, and recruiting, retaining and promoting a diverse workforce that is reflective of our community. This is the sixth year Warwickshire Police has produced a gender pay report, meeting our legal obligation and allowing us to better understand the drivers of pay equality between women and men.

The gender pay gap (GPG) is different to unequal pay. Unequal pay refers to pay differences between men and women who carry out the same jobs, similar jobs, or work of equal value. 

There are pay structures in place within Warwickshire Police ensuring that anyone of the same rank or grade will be paid on the same fixed pay scale, irrespective of gender.

Police officers are paid according to rank and length of service. Police staff are paid according to nationally set pay scales that are applied to roles via a job evaluation system which is designed to remove any potential disparities between equivalent roles. In certain circumstances it may be necessary to award a salary that is outside of these pay grades to attract or retain individuals with specific skills which may be hard to obtain and / or essential to the delivery of Warwickshire Police’s services. In such cases a market supplement payment can be added to the force’s published pay points as a temporary additional payment.



Gender pay gaps result from differences in representation of women and men across levels of seniority (rank or grade). The reasons for any gender pay gap can be complex.

























Total Workforce: Staff and Officers

For the total workforce, the mean and median gender pay gaps have fallen every year since 2019/20.

In 2022, the force reported the biggest improvement since reporting started in 2017/18:

· the median gender pay gap fell 1.2% points, from 21.4% in 2021 to 20.2% in 2022 (women earn 80p for every £1 men earn when comparing median pay)



· the mean gender pay gap fell 2.0% points, from 13.2% in 2021 to 11.2% in 2022.



Figure 1: Gender Pay Gap 2017/18 to 2022/23

[image: ]Mean GPG fell 2.0%



The reduction in the mean gender pay gap for the total workforce is less than that for either officers or staff when considered separately. This is because of the change in the relative proportions of men and women in officer and staff roles. That is, between 2022 and 2021 there was a relative increase in men in officer roles (as opposed to staff roles) and the mean pay for officer roles is higher than for staff positions.

Table 1: % Gender Pay Gap – Median and Mean 

[image: ]



Our Workforce

The size of the workforce reduced from 1815 at the end of the financial year in 2021 to 1734 12 months later in 2022 (a reduction of 4.5%).

There was a more significant reduction in men than women: 6.3% compared to 2.4%.

Figure 2: Overall workforce by gender, 2020-2022
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Between 2021 and 2022, officer numbers increased by 3.7%; this increase comprised 17 men and 19 women (2.6% and 5.8% increases respectively).

  Figure 3: Officer numbers by gender, 2020-2022





Between 2021 and 2022, police staff numbers fell by 14.1%, with the men comprising the bulk of that reduction (79 male staff members, -25.4% change).

Figure 4: Staff numbers by gender, 2020-2022





Table 1 details the actual mean and median hourly pay for men and women (including officers and staff) for 2021 and 2022, showing how the gap has reduced.

Table 2: Gender Pay Gap – Mean and Median – Total Workforce
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In 2021 and 2022, for women, the mean hourly pay is higher than the median, whilst the reverse is true for men. That is, more than half of women earn less than the mean pay for women. Conversely, most men earn more than the mean pay for men.

The most common hourly rate for men is £19-£20, reflecting the maximum point on the pay scale for Constables as at March 2022 (£19.70). For women, the most common hourly rate is £12-13, reflecting grade D within the police staff pay scale. 

The most common rates for officers (both male and female) are £19-£20/hour, and £12-£13/hour. Male officers make-up the bulk of the former cohort, whilst female officers make-up the bulk of the latter cohort. This reflects the relative increase in recruitment of female officers in more recent years, meaning that female officers have less tenure than male officers, and thus are lower on the pay scale. Over time, it is anticipated that female officers will move up the pay scales for their respective ranks, and occupy more senior ranks (subject to equivalence in promotion and retention).  



Figure 5 details the pay quartiles for 2021 and 2022, providing insight into the reduction in the pay gap.Pay Quartiles

Pay quartile analysis shows the percentage of women and men in each pay quartile. 

For each quartile, the percentage of women plus the percentage of men adds up to 100%.







In 2022, the quartile pay ranges are:

Upper			Over £70 - £20.09

Upper Middle		£20.07 - £17.41

Lower Middle		£17.41 - £12.95

Lower			£12.95 – Under £10

As shown in Figure 5, women make-up the majority of the lower and lower middle quartiles, but are under-represented in the upper and upper middle quartiles.

Figure 5: Pay Quartiles Total Workforce, 2021-22
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From 2021 to 2022, there has been a positive shift in the % of women in the top 3 quartiles









Officers

In 2022, the force reported a reduction in the gender pay gap for officers (mean and median):

· the mean gender pay gap fell 2.8% points, from 9.6% in 2021 to 6.9% in 2022



· the median gap fell 15.0% points, from 15.0% in 2021 to 0.0% in 2022



The median pay gap for officers completely disappeared in 2022, as more female officers reached the top of the Constables scale. Further, the median pay rate for female officers was higher than the mean pay rate (a switch from 2021), indicating a more women earning above the mean rate. 



Table 3: Gender Pay Gap – Mean and Median – Officers
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Figure 6 shows that women are under-represented across all quartiles for officers, but progress has been made from 2021 to 2022.

Figure 6: Pay Quartiles Officers, 2021-22
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Staff

In 2022, the force reported a reduction in the gender pay gap for staff (mean, no change in median):

· the mean gender pay gap fell 4.3% points, from 12.5% in 2021 to 8.2% in 2022

· the median gender pay gap remained at 8.8%.

Table 4: Gender Pay Gap – Mean and Media – Staff
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Figure 7 shows that in 2021 women were under-represented in the upper quartile of staff but over-represented in all other quartiles (especially the lower quartile). The 2022 picture is more balanced. 

Figure 7: Pay Quartiles Staff, 2021-22



[image: ]From 2021 to 2022, there has been a significant shift in the proportion of women in the upper and upper middle quartile; increases of 11.5% points and 8.5% points respectively.







Bonus Payments

In 2022, across the whole workforce a similar percentage of men and women received a bonus (2.9% of men and 3.1% of women). Male officers were more likely to get a bonus than female officers, whilst female staff were more likely to receive a bonus than male staff. 

Figure 8: Percentage of receiving a bonus in 2022, by gender and role type (officer, staff)
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Taking Action 

During 2021/22 positive action has continued to support women during police officer recruitment, offering guidance and support to candidates.  The workforce continues to grow, and positive action will continue supporting the marketing campaigns and student officer intakes planned in in future years.



The Force continues to implement several Retention and Progression actions to support women within the workplace, including the following :

 

· Warwickshire Police Women’s staff support network “Women of Warwickshire (WOW) continues encouraging membership and providing internal support and actively supports the force around initiatives to support women. 



There is a Women of Warwickshire Action Plan and the main strands of work in development are as follows :



1. Menopause Support Group

2. Blue Bumps and Babies – Parenting, Maternity, Fertility & Adoption

3. Recruitment and retention

4. Role modelling and promotion



· A force-wide comms campaign was undertaken for International Women’s Day in March 23, to celebrate women at work. This focused on celebrating women in the work place using internal and external comms and included men from across the workplace recognising their female colleagues contributions in-line with HeforShe principles.



· We continue to use images of female officers and staff within our recruitment marketing materials to show (and encourage) representation across the workforce.  Significant work has been done to ensure that this is completed in mature and appropriate manner, reflecting the significant contribution that women make across the Force.



· Armed policing have introduced a targeted D & I campaign, this includes positive action around encouraging women to join the department and supporting women that go on maternity leave.  A diversity and inclusion action plan has been introduced, as the risk of under-representation has been graded as high risk with a requirement to improve. Recruitment and retention, training and development and kit and equipment form significant strands of this plan. Albeit progress is slow the number of female AFO’s have doubled from 2 to 4 with more women applying for the initial firearms course. A collaborative approach is being taken with the other Forces from across the region to ensure a joined up approach, this includes joint project with West Midlands regarding kit and a female focused IFC with West Mercia in 2024.



· Participation in the national HeForShe solidarity movement for gender equality. WOW and HEFORSHE have taken the approach to include this within our comms material. This seems to be working well and links are being built with the men’s network, so that the standard set by role models from the networks which is mirrored by senior leads/sponsors is celebration of men and women in the workplace and recognition for their contributions.



· Female health, wellbeing and fitness takes a prominent lead. Summer 2022 an eight week fitness challenge led by WOW with a female instructor was launched, this will happen again this summer. The menopause group have arranged gym only time for women and female fitness testing has been introduced. Previously there was great success with a female army day and this year we are planning a group hike activity in September 2023.



· WoW took the lead in organising the Force’s first Staff Networks Day, this was a full days training with 115 people in attendance. This day was aimed at inspiring network members and those who were not engaged to look at ways to move forwards together in parallel to the Force’s organisational change programme and external drivers for the onwards journey of policing. This included speakers from across the network strands, internal and external inputs and a comedian examining the cultural aspect of being part of the police family. A two hour leadership seminar formed a significant part of the day and feedback received excellent from attendees.



· The force encourages under-represented groups to attend college of policing leadership development sessions, feedback is positive.  



· Unconscious bias training continues to take place to ensure that managers, officers and staff are fully aware of bias and its impact on recruitment and promotion processes.   



· Implementing positive action to encourage women to apply for promotion, including directly approaching female officers eligible for promotion. 



· Mentor network in place and development of a Leadership Development Framework which will include access to action learning sets/network group. 

 

· Quarterly workforce reports are produced to ensure on-going monitoring. 



· In addition to the Flexible working policy and guidance already in place, the force supports ‘Happy to Talk Flexible Working’. 



· D& I hub has been created and is supporting networks and reporting into the Legitimacy & Equality Board, chaired by the Assistant Chief Officer. 











Benchmarking

Figure 9 indicates that Warwickshire Police’s mean GPG is relatively high compared to other forces. However, the improvement from 2012-22 to 2022-23 reporting period is better than the other forces’ average: a 2.0% point reduction compared to a 0.2% point reduction. This is reflected in the improvement in rank (from 40th to 31st). 

Figure 9: Mean gender pay gap from 2017-18 to 2022-23 reporting year, including Warwickshire Police mean, and the average (mean) across 45 reporting forces (43 territorial forces in England & Wales, plus BTP and the CNC). Note: Merseyside has not yet reported in 2022-23. 
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Warwickshire Police’s relative position for the median GPG has generally been better than for the mean, but this changed in the 2022-23 reporting period. The other forces’ average median GPG fell to a low of 14.3%—the lowest median GPG since reporting began—whilst Warwickshire Police’s median GPG showed a more modest fall to 20.2%. Accordingly, the force’s rank declined from 27 (2021-22 reporting period) to 35 (2022-23 reporting period).



Figure 10: Median gender pay gap from 2017-18 to 2022-23 reporting year, including Warwickshire Police mean, and the average (mean) across 45 reporting forces (43 territorial forces in England & Wales, plus BTP and the CNC). Note: Merseyside has not yet reported in 2022-23.
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Police Officer Breakdown



2020	

Male	Female	Total	669	324	993	2021	

Male	Female	Total	656	327	983	2022	

Male	Female	Total	673	346	1019	







Police Staff Breakdown



2020	

Male	Female	Total	330	509	839	2021	

Male	Female	Total	311	521	832	2022	

Male	Female	Total	232	483	715	
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Total Workforce 2021 2022Change % points


Median % Gap 21.4% 20.2% -1.2%


Mean % Gap 13.2% 11.2% -2.0%


Officers 2021 2022Change % points


Median % Gap 15.0% 0.0% -15.0%


Mean % Gap 9.6% 6.9% -2.8%


Staff 2021 2022Change % points


Median % Gap 8.8% 8.8% 0.0%


Mean % Gap 12.5% 8.2% -4.3%
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