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JUSTICE SUB-COMMITTEE ON POLICING 

INDEPENDENT REVIEW OF COMPLAINTS HANDLING, INVESTIGATIONS AND 
MISCONDUCT ISSUES IN RELATION TO POLICING 

WRITTEN SUBMISSION FROM THE COALITION FOR RACIAL EQUALITY AND 
RIGHTS 

Introduction 

The Coalition for Racial Equality and Rights (CRER) welcomes the final report of the 
Independent Review of Complaints Handling, Investigations and Misconduct Issues in 
Relation to Policing.  

In response to the Justice Sub-Committee on Policing’s call for views of 
recommendations in the review, we specifically highlight and comment on the following 
recommendations.  

Police Scotland 

Recommendation 5: Police Scotland and the Scottish Police Authority should 
consider expanding the collection of diversity data and the publication of 
information in order to enhance their understanding, and public understanding, 
of attitudes and concerns in different communities  

CRER have previously campaigned to increase the collection and publication of 
equalities information in relation to criminal justice services. Without transparent and 
robust equalities data collection, Police Scotland and the Scottish Police Authority 
(SPA) will be unable to determine when inequalities are occurring. Further, without 
publication of the data, the public and other relevant organisations will be unable to 
hold policing services to account. Subsequently, regarding Recommendation 5, Police 
Scotland and the SPA should go beyond consideration of “expanding the collection of 
diversity data and the publication of information” and actively implement these 
systems. This is not a new issue and establishing a target date by which this 
recommendation would be implemented would be useful.  

Regarding ethnicity data, we recommend that all data is collected and published using 
the full range of Census categories.  

Recommendation 6: All officers and support staff in Police Scotland’s 
Professional Standards Department (PSD) should receive comprehensive 
induction training on taking up post and regular refresher development 
opportunities thereafter.  

Induction training, and regular and up to date training after this, are essential to 
providing fair and balanced services. As noted in the paragraph 7.23 of the review, 
there is a lack of training of Professional Standards Department (PSD) staff and it is 
“critical that all those working in PSD fully understand their obligations in terms of the 
nature of the complaint but also understand how to deal empathetically and 
knowledgably with members of the public making complaints”. However, training 
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should not be seen as the panacea, and it is important that other measures are 
adopted in conjunction with this in order to improve complaints handling and overall 
service delivery 
.  
Further, Recommendation 48 (which we discuss later) focuses on highlighting the 
complaints process, yet this alone does not address barriers in the complaints process 
after a complaint has been lodged that can be created through a lack of training of 
PSD staff. Subsequently, one way to improve the complaints process would be to 
implement Recommendation 6 prior to allocating additional resources to meet the 
requirements of Recommendation 48.  
 
Inclusion, diversity and discrimination  
 
Recommendation 15: Police Scotland should make use of staff surveys to 
enhance their understanding of the experience of all minority groups in the 
service and senior officers should make more use of face-to-face meetings and 
focus groups with members of these groups to gain a more acute understanding 
of the impacts of discrimination, prejudice and unconscious bias.  
 
We support Recommendation 15, however, we note that Police Scotland would need 
to be careful as to how a staff survey is implemented. Paragraph 9.5 in the review 
states:  
 
“The evidence suggests that some officers and staff experience discriminatory  
conduct, attitudes, behaviours and micro-aggressions, both internally and externally, 
in the course of their duties. We heard that many of these incidents go unreported 
even though some of these behaviours constitute misconduct and that there was a 
reluctance in those Black, Asian and minority ethnic officers to report for fear of being 
characterised as “playing the race card”.”  
 
Given the reluctance in the above quote to utilise the complaints system due to being 
characterised as “playing the race card”, it is likely that attempts to use staff surveys 
to understand the experiences of BME groups in the service would have limited 
success without extensive engagement prior to surveys being issued. In both the staff 
survey and engagement with senior officers, there would also need to be 
communication and assurances that disclosing information would not disadvantage 
respondents in any way and would be treated seriously. However, to ensure full 
disclosure by staff, we suggest that the staff survey should be conducted by 
independent agencies.  
 
Recommendation 16: Police Scotland should implement, where it is in their gift, 
the SEMPER Scotland proposal that the composition of panel members for 
disciplinary hearings should be more diverse.  
 
CRER welcome this recommendation, however, we note that the Scottish Women’s 
Development Forum in their submission state that:  
 
“The number of senior officers who could provide this diversity is extremely low and 
that is why it important we seek to address representation at all levels, which will create 
in the future a more diverse leadership structure. The views of Senior BAME officers 

https://www.parliament.scot/S5_JusticeSubCommitteeOnPolicing/Inquiries/SWDF.pdf
https://www.parliament.scot/S5_JusticeSubCommitteeOnPolicing/Inquiries/SWDF.pdf
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and their willingness to volunteer for additional tasks will need to be explored. It is 
acknowledged that the demands on these few officers are high with a number of them 
all ready supporting various other high risk priority work streams.”  
 
We agree that addressing representation at all levels is key to being able to fulfil 
Recommendation 16 in a way that is fair to BME senior officers. Having more BME 
senior officers would mean those who wanted to do this could volunteer and not feel 
pressured to do so because of a lack of BME senior officers who could fulfil this role. 
However, we recognise that it will take time to get to a position where this is possible, 
and so in the meantime we propose that external assistance be brought in, even if it 
is only in an observational capacity.  
 
Recommendation 17: Appropriate support for anyone in Police Scotland who is 
the subject of internal or external discrimination should be enhanced.  
 
Enhanced appropriate support for people subject to internal or external discrimination 
is welcome. It was concerning in the review to read of the many ways in which BME 
officers were discriminated against, both internally and externally.  
 
Further, to reduce discrimination in light of the issues highlighted in the review there 
needs to be a range of targeted approaches such as recruiting more BME officers, 
having more representation at senior level, encouraging reporting of incidents and 
frequently running mandatory equalities training for all staff and officers. Measures 
introduced will also need to be evaluated to ensure they are effective in fostering an 
inclusive environment and that those subject to discrimination feel supported.  
 
Recommendation 18: In the light of the very worrying evidence that I have 
received, I consider that issues related to discrimination and their impact on 
public confidence in Police Scotland should be the subject of a broader, 
fundamental review of equality matters by an independent organisation. That 
review should take into account HMICS’s proposed inspection of Training and 
Development that is to concentrate on the recruitment, retention, development 
and promotion of under-represented groups.  
 
CRER welcome the review suggested in Recommendation 18 and agree that it should 
be conducted by an independent organisation.  
 
Further, the submission from Police Scotland to this call for views stated that:  
 
“At the Scottish Police Authority Board meeting of Wednesday, 25 November, 2020, 
the Chief Constable announced that he would commission additional, independent, 
and expert support to work with policing in Scotland to better understand the 
experiences of minority groups in the service, to ensure policing provides a rewarding 
and welcoming career and environment for all, and to ensure appropriate support is 
available for all officers and staff.”  
 
While it is unclear if the review mentioned by the Chief Constable is the same one 
referred to in Recommendation 18, we would further welcome a publication of 
prospective timelines for this work. Additionally, the Chief Constable only spoke about 
understanding the experiences of minority groups in the service. It will be equally 

https://www.parliament.scot/S5_JusticeSubCommitteeOnPolicing/Inquiries/Police_Scotland(1).pdf
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important that the independent review engages with BME staff who have left the 
service in recent years, and so we argue that the scope of the review should be 
expanded to include this.  
 
Recommendation 19: Police Scotland should develop its diversity data 
collection and analysis to inform a proper understanding of issues related to 
discrimination so that progress can be made and those issues addressed. The 
service should consider what it can learn from how this is done by the Police 
Ombudsman for Northern Ireland and the Garda Síochána Ombudsman 
Commission respectively.  
 
We welcome Recommendation 19 as without having a base of robust data on diversity 
in Police Scotland’s records with which to identify incidents of discrimination, it would 
be impossible to work to address and remedy them.  
 
Specifically, we would like to see ethnicity data collected and published with the full 
range of Census categories as this would greatly increase transparency around the 
experiences of the public, BME police officers and staff.  
 
Accessibility and communication 
  
Recommendation 48: Police Scotland should publicise the right to complain as 
well as how to complain by displaying posters in police stations and other public 
buildings on how to make a complaint about, pay a compliment to, or submit a 
comment on Police Scotland.  
 
CRER is pleased to see Recommendation 48 actively promoting the right to complain 
and feedback to Police Scotland. Paragraph 9.15 in the review states that:  
 
“Making it easier to submit complaints may also assist members of minority 
communities in developing the confidence to do so. In addition to the fundamental 
need to achieve greater trust in these communities, making the complaints system 
user-friendly and accessible is also vital”  
 
While the above quote mentions making the complaints system accessible, 
Recommendation 48 does not address making the communications it specifies 
accessible. Subsequently, Police Scotland would need to ensure that materials to 
promote the complaints system are accessible (e.g. translated, creating various 
mediums to feedback by etc.) to ensure that everyone understands their rights and the 
processes involved and can access them.  
 
Further, having signposting to the complaints process only advertised via “displaying 
posters in police stations and other public buildings” as per Recommendation 48 has 
the potential to exclude members of the population who would not necessarily enter 
these buildings. Therefore, we recommend that Police Scotland publicise the 
complaints procedure more widely and through a variety of mediums (e.g. social 
media).  
 
Recommendation 50: Police Scotland should have discussions with a number 
of the third-party reporting centres for hate crime, including those representing 
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minority groups, and secure their agreement to offer third-party support for 
those who wish to make a complaint against the police.  
 
For reporting hate crime, we have previously advocated for more investment in 
advocacy services, with appropriate funding and capacity building to support people 
who experience hate crime report directly to the police and follow their case through 
the criminal justice system. Regarding complaints, there needs to be the same 
investment to support people to make complaints directly to Police Scotland. As noted 
in paragraph 18.24 of the review:  
 
“In all complaints it is important that individuals submitting a complaint to the police 
are supported throughout the process. The level of support should be proportionate to 
the seriousness of the complaint and the vulnerability of the complainer”  
 
Subsequently, any support offered needs to be ongoing throughout the complaints 
process until there is a resolution. In particular, support needs to be delivered by 
people who are specialised and qualified to help with police complaints.  
 
Audit  
 
Recommendation 60: At the point at which people make complaints Police 
Scotland should collect and analyse data to enable them to undertake 
demographic modelling and gain a better understanding of different groups and 
communities’ experience of the police service.  
 
CRER agrees with Recommendation 60, as paragraph 21.37 of the review states:  
“Learning from research and analysis that identifies recurring themes, geographical or 
other patterns can enhance Police Scotland’s ability to put in place preventative policy 
or practice measures. It can also highlight potential or actual discriminatory behaviours 
and the types of complaints made by particular communities within Scotland.”  
 
Collection of data to allow demographic modelling could therefore allow Police 
Scotland to develop a greater understanding of the types of complaints made and by 
whom and allow for preventative and mitigative action to be taken where negative 
trends are identified. Additionally, if complaints from any particular section of the 
community are particularly low, this could also indicate cause for concern, and at the 
very least, it should be investigated to ascertain why this is.  
 
Training  
 
Recommendation 66: All Police Scotland officers and staff should receive 
training on unconscious bias, equality legislation and diversity; this should be 
updated throughout their career, with the opportunity for refresher courses at 
regular intervals.  
 
While we support more training for Police Scotland officers and staff on equality 
legislation and diversity, CRER are unconvinced of the merit of unconscious bias 
training. A report by the Equality and Human Rights Commission (EHRC) found mixed 
evidence on the effectiveness of unconscious bias training. Further, we argue that 

https://www.parliament.scot/S5_JusticeCommittee/Inquiries/JS520HC1776_CRER.pdf
https://www.equalityhumanrights.com/sites/default/files/research-report-113-unconcious-bais-training-an-assessment-of-the-evidence-for-effectiveness-pdf.pdf
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training on this is not going to solve racism, as just knowing you have unconscious 
bias does not change the structures that these organisations and people operate in. 

Coalition for Racial Equality and 
Rights February 2021 




