Review of the Public Sector Equality Duty (PSED)

Note of Site Visit: Police Force

The Chair and members of the PSED Review Team visited a police force and met with senior officials, police officers and representatives from the HR and equality departments, to discuss the impact of the Equality Duty in their areas. 

Key points from each meeting are below.
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Meeting: Equalities 
· They have had a diversity strategy since before the PSED was introduced; this serves as a touchstone for their operations. 
· There is a senior lead for each theme in the strategy, who sits outside of the E&D team.  The second in command of the force chairs the E&D executive board. The board includes representatives from all the independent boards.
· Engagement: How do they ensure that they talk to a range of individuals? They refresh group membership on a regular basis. They have developed quality standards for engagement. Maintain a strong performance focus by taking a thematic approach to the performance report.
· The PSED is seen as a method for organising activity. 
· The changes have not had a huge impact as the organisation was already active on equalities. 
· The need to publish documents has had some impact (information is now more accessible) but there has not been a huge amount of interest in this.
· EIAs: challenge to get staff to realise the importance of EIAs – particularly around identifying actions coming out of the assessment. Some changes made to the EIA form following the introduction of the Duty. 
· Feel that some kind of standard form is needed to ensure equality is considered and particularly that it is reflected throughout the life plan.
Meeting: Stop and Search/Youth Engagement
· Very focused on the protected characteristic of race, in comparison to others covered by the Duty. 
· There is clear recognition that different groups, in this case young people, could have particular needs and require a tailored approach. 
· Strong awareness of perception that BME people being treated unfairly. 
· Did not think this was always borne out by the evidence or realistic about the purpose and value of the particular activity in question. 
· Recognised value of proportionality, considering how an activity was carried out and increasing awareness of why to minimise adverse impact.  
· Also recognised diversity of communities and the need to understand and engage with them appropriately – failing to do so could make services less effective, for example because no feedback could be obtained.  
· Data plays an important part in this area, but it wasn’t clear if this is collected due to the Duty or not.
· On impact of the PSED and equality policy generally, EIAs carried out for all policies and community impact of activities reviewed and E&D would be embedded in all work strands even without the Duty. 
· There is an equality dimension in corporate groups and the organisation had its own equality department.  

· Priority of equality had not diminished over last 15 years.  

· The Duty has had some impacts e.g. on training and engagement and community groups are also more involved in the process. 

· Where an activity was questioned or challenged legally, this was generally on the basis of specific legal provisions, not the PSED or indeed any other aspect of equality legislation.  

Meeting: Community Engagement 

· Discussed an interesting case study of how E&D issues were at the forefront during a major cultural event. 
· Even though some of the delivery partners for this event weren’t subject to the Duty; these other groups still complied with the Duty. Although they didn’t always go to the same lengths to comply, public bodies had to hold them to account. 
· Originally this event hadn’t been particularly viewed as a diversity issue, but due to conflicting timescales with Ramadan etc. this was reassessed after community concerns were raised. 
· Used effective engagement strategies with a variety of different groups (religion, disability) and this ensured there were no problems when it was in operation. Whilst there were still some challenges, as staff were so aware of equality issues they could respond appropriately. 
· EIAs were used effectively throughout the process and diversity data was used to ensure their engagement was representative of the population. Clear on what the outputs of these actions were – increased sense of community and unity.
Meeting: Total Victim Care
· This was a key issue and is reflected in their equality objectives. 
· In measuring public confidence in and satisfaction with a public service, focus on gap between white and BME people, also look at to a lesser extent age, gender and disability but no monitoring of this for other protected characteristics, or more detailed ethnic groups. 
· Part of a consistent theme of ethnic minorities being (to some extent) at the top of the hierarchy of equalities. 
· Evidence based approach via survey showing overall improvement but no narrowing of gap.  
· Evidence has also been useful in assessing what drivers of satisfaction are. Important that quality of service should be the same regardless of protected characteristics and both groups defined a good service in the same way.   
· Information from research enables specific problems to be identified and specific actions planned to tackle them (for example information in a range of languages), including tailoring the approach geographically with a focus on areas with the biggest gap.  
· Satisfaction gap tended to increase with increasing age. There was no gap by gender on the specific matters covered by the survey but disabled people were often less satisfied than non-disabled people.  
Meeting: Crime Recording Investigation Bureau 
· Importance of listening to and where possible accommodating people’s needs in change management/centralising functions in new unit.  
· When large proportion of staff have for example welfare issues and want flexible working pattern the process of addressing them is very time-consuming.  
· Positive effects in securing acceptance of changes, improved satisfaction, productivity and effectiveness.  No particular mention of equality approach except for diversity forum which meets quarterly.  
Meeting: Operational Service Delivery
· There is an extensive change programme going on at a local level – whilst a lot of this is around service delivery, this is also aimed at providing more appropriate facilities for different groups. 
· Currently implementing a new communications system which means it’s easier to get in touch with relevant groups. 
· Constabularies adjust their service based on their particular communities e.g. in this locality there is an extensive Jewish community, so they educate officers around these issues. 
· Realise the importance of working with individual groups as they can help implement certain actions (e.g. searching for missing persons). 
· The average officer is now aware of diversity issues (more local recruitment has helped individual constabularies understand their community); however, they are unlikely to be aware of PSED in itself (although they do know what they should be doing). 
· Constabularies mostly go to the central E&D team for advice rather than central government sources. 
· They don’t want to overload individual officers with guidance so it’s essential to embed equality in their objectives. 
· E&D actions are mainly instigated from the centre but sometimes this comes from the borough (its strength is its size). 
· PSED viewed as a good way of assessing issues: provides a checklist for what they have to do and shows whether they’re doing enough, it’s also been useful in extending to wider groups. 
Meeting: Human Resources
· A culture change programme is in place to address broad issues of representation, recruitment and retention. 
· The organisation has had lots of success in terms of increasing the levels of BME and female staff, particularly in terms of new constables. They have used targeted marketing for different communities to boost levels of applications and this work is supported by staff diversity networks. 
· Equalities analysis and diversity information has been used to improve HR processes. For example, research was undertaken to examine why BME officers were not being promoted and failing assessment centres despite similar levels of skills and experience with white officers. The group identified that the white officers tended to group together and get mentoring advice from senior officers whilst BME officers tended to work on their own. A corporate study group was formed to enable officers to get advice and this led to a much higher pass rate for BME officers. Have introduced similar schemes for other groups.
· Data collection on characteristics other than race / gender is difficult, with people often unwilling to provide information on other characteristics (may be due to concerns that it may impact on career progression). They try to make up for this lack of data by working with staff associations.
· The PSED provides clout to persuade those who are not supportive of equalities policies and leads to better levels of engagement. A good understanding of equalities leads to much better retention as programmes can be designed to consider different protected characteristics, e.g. maternity programme helping to retain female staff and revised firearms policies to ensure that women are not unduly affected. 
· There has been a key focus on race. EIAs are useful in terms of HR as it encourages policies to consider all protected characteristics. Reputation is a key element of the organisation’s profile and a diverse workforce can be a vital tool for building public confidence. Media and marketing services for recruitment programmes need to be based on a good understanding of diversity issues.
· There has been concern as to how they will sustain some of these activities due to potential budget cuts in future.
Meeting: Anti-Social Behaviour 
· The team looks at the characteristics of perpetrators and victims of anti-social behaviour. Repeat victims tend to be vulnerable people in the community and have diverse needs, e.g. larger proportions of disabled victims or older people. 
· It is important to define the overarching strategy for tackling such behaviour in terms of equalities in order to have a victim based approach that is more effective. 
· Focussing on the victim enables fast action and better resolutions. In order to achieve this, a vulnerability assessment is conducted at the time of the call to get an early picture of the circumstances and identify any equality issues. Higher levels of vulnerability can mean greater intervention. 
· Each area has an Anti-Social Behaviour Action Group which maps intelligence and leads to dedicated action to tackle offending such as greater levels of police presence in problem areas. A thoughtful process is needed to grasp persistent but sometimes low level of disturbances and avoid the exclusion of particular communities.
Meeting: Director- E&D Directorate  
· The PSED has provided the framework for equalities for the organisation and enabled a diversity agenda. It has enabled more managers to be part of the debate. 
· The organisation has had a strong focus on race issues in terms of equalities and the Duty acts as a helpful reminder to consider all groups with protected characteristics. 
· There is some sense of a hierarchy of need, but they feel in this organisation this is appropriate – this is the area that still has most issues to be dealt with, and is harder to approach. Senior buy in to the agenda helps to ensure that the organisation approaches the legislation in the spirit of equalities. 
· The diverse nature of the client base needs an energetic approach to equalities and the PSED can provide the correct focus for designing policies and improving service delivery. 
· The diversity agenda can be met with hostility and it is important to establish a collaborative approach to address this. For example, involving people in consultations about changes and speaking to different staff associations can create a more positive environment for considering equalities. 
· There is on-going work by the directorate to improve the gaps in awareness of local officers and build a better understanding of issues involving multiple areas of discrimination. 
· All new policies have to be cleared through the team and are screened to ensure that all protected characteristics are considered. EIAs are important and should be a part of the decision making process. 
· EIAs are used to manage risk and identify potential areas of disproportionate impacts. There is a growing pressure, however, to maintain this level of analysis in the context of high media scrutiny and limited resources. 
· It is more problematic to work with smaller suppliers in procuring contracts as they may not have the resources to deliver the types of major services that are required for a large public authority. Larger organisations have better processes in place for the ‘micro’ details of delivering contracts such as sign language and adjustments for people with visual impairments. 
· In terms of the future of financial cuts it is essential that staff understand that the financial concerns and service requirements go hand in hand.

