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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 SCOTTISH WOMEN’S DEVELOPMENT 

FORUM 
 

The Scottish Women’s Development Forum (SWDF) would like to thank you for the 
invitation to submit written evidence to the Scottish Parliament’s Justice Sub-
Committee regards the above independent review. 
 
The SWDF is a non-statutory Diversity Staff Association (DSA) for Police Scotland 
(PS) and the Scottish Police Authority (SPA). The Executive Committee (officers and 
staff) undertake their DSA duties in addition to their full time positions within PS/SPA.  
 
1.1 For your information and awareness the SWDF is funded by the Scottish 

Government and was established in 2003 to specifically increase the 
representation of female police officers (18% as it was then) in Scotland. In 2021 
representation of female officers is 32% and police staff is 60%.  

 
1.2 As an Association that is part of the Scottish police family, we are uniquely placed 

to cast a gender lens upon which to observe how PS and the SPA approach 
diversity and inclusion, particularly in relation to recruitment, training, development, 
and the retention and progression of police officers and staff. 

 
1.3 In partnership with PS and the SPA our priorities continue to evolve beyond our 

primary mission of representation, and now incorporates a focus on improving the 
experience of officers and staff in our aim to Educate, Enable and Empower our 
colleagues across the service.  

 
1.4 As a voluntary staff association, we are proud of the contribution we have made to 

policing in Scotland in the last 17 years. We now seek to address the intersectional 
issues of under-representation across other protected characteristic groups in line 
with the Scottish Government’s ‘Gender Equality Policy and Strategic Action plan’, 
to create a fairer Scotland for Women.  

 
1.5 Although progress is being made, there remains an under representation of female 

officers and staff, particularly within specialist roles and promoted posts. This is not 
however unique to Police Scotland and is reflective across the vast majority of UK 
police forces. In the last 5 years, SWDF have provided PS/SPA with research on 
the potential causes of this and our recommendations regards how this could be 
addressed.  

 
1.6 We would like to highlight that in relation to our reports in 2015 & 2019 on 

pregnancy and maternity and under representation in specialisms in 2017, all of 
our recommendations were fully supported and endorsed by the Force Executive 
and SPA Resources Committee. However its practical implementation has been 
slow which is primarily as a result of its limited application at local, tactical and 
operational levels.  
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1.7 Since publication of the Review we have however seen a positive and proactive 
increase in interest regards SWDF activity and the implementation of our 
attendance and input to various divisional and departmental events. This now 
includes a regular invite to the probationer training programme alongside our 
partner DSA’s. 

 
1.8 There is no doubt in existence, a commitment from the Force Executive and the 

SPA in relation to the issues we raise on behalf of our members, however we 
recommend as good practice, that the monitoring of all agreed proposals made by 
DSA’s are recorded and monitored via the Audit and Risk Board. Similarly there 
remains a need to mainstream Continuous, Professional Development (CPD) in 
relation to Inclusion, Equality and Diversity which is echoed in the recent HMICS 
Training and Development Inspection. This however requires resources and 
budget to achieve this ambition.   

 
1.9 The SWDF has both male and female membership who are equally as committed 

to ensuring equality, inclusion and diversity across the organisation. Given the 
significant budgetary constraints Police Scotland faces, the SWDF uses the limited 
budget it receives from the Scottish Government to fund a part time Administrative 
Assistant and provide our own CPD events, development days and inputs to 
leaders and staff on a wide range of issues to increase their understanding and 
awareness in areas such as intersectionality, personal resilience and mental health 
wellbeing.   

 
1.10 In March 2020 the SWDF delivered and hosted the first BME women in policing 

event supported by PS and the SPA. During this session colleagues were given 
the opportunity to raise issues and share their stories/experiences in policing. 
During the day, we were told of some incidents where inappropriate language or 
behaviours were left unchallenged or acted upon by managers and that colleagues 
felt raising a complaint could potentially have a detrimental impact on their career. 
Equally we had feedback which stated:- 

 
“I have never experienced racism in the police from my colleagues (not saying it 
doesn’t exist just because I don’t see it, but I feel it is not something that would be 
commonly tolerated by management or my peers). Feedback from job rejections 
always appears fair (albeit very disappointing!) and I have been fully supported when 
I have been subject to a racial hate crime. I have no doubt that if I had a complaint 
regarding racism/discrimination, this would be dealt with swiftly and robustly”. 
 
1.11 As a result of this event Police Scotland committed funding and resource to the 

creation of a pilot programme for BME women. The pilot is currently underway and 
offers a range of personal and professional development opportunities for the 
delegates and their line managers. The Chief Constable and the Deputy Chief 
Designate are both actively involved in the programme and its progress. Formal 
evaluation will take place at the end of March 2021.  

 
1.12 The Chief Constable and the DCC Designate are very proactive and positive in 

terms of their engagement with the SWDF. They have regular meetings with the 
Association and are open to the challenges we present and the recommendations 
we propose. They provide visible support in relation to all SWDF activities and 
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campaigns, attend and champion our events and speak directly to our members 
and colleagues.  In 2018/19 Police Scotland endorsed our Women in Policing 
photography project. This initiative, in collaboration with the Scottish LGBTI Police 
Association is designed to celebrate and recognise Women in Policing and their 
allies across Scotland. Through individual photographs and personal testimonies 
this will culminate in an exhibition and book in 2021, the proceeds of which will go 
to women’s charities.  

 
1.13 The SWDF told the Review there were examples of disparate approaches 

relating to part-time and flexible working, with the vast majority of flexible working 
arrangements requested and carried out by women within the organisation. Data 
also indicates a higher proportion of females leave the organisation through 
resignation and ill health retirement compared to their male counterparts. 

 
1.14 We welcome therefore the creation of the SMARTER Working Group which has 

been established to look at how an operational police service can be more creative 
and flexible in its approach to shift patterns, core hours and work life balance. The 
SWDF are members of this group and have contributed significantly to its desire 
to empower colleagues to make decisions about flexible and agile working locally 
and not be restrained by generic standard operating procedures. The challenges 
Police Scotland face are similar to other large organisations grappling to combine 
the agility, adaptability and cohesion of a small team with the power and resources 
of a giant organisation. 

 
1.15 Since the Review, the SWDF have been invited to take part in a newly created 

Equality, Diversity & Inclusion Strategic Oversight Board commencing in March 
2021 chaired by the Deputy Designate. 

 
In relation to the specific recommendations regarding Inclusion, diversity and 
discrimination we make the following observations: 
 
Recommendation 15 
 
Police Scotland should make use of staff surveys to enhance their 
understanding of the experience of all minority groups and senior officers 
should make more use of face to face meetings and focus groups with members 
to gain a more acute understanding of the impacts of discrimination, prejudice 
and unconscious bias.  
 
We have been invited to contribute suggestions to ‘The Your Voice Matters Survey’ 
which will be launched by Police Scotland on 2nd of March. The survey will be open 
to all officers and staff and the SWDF have suggested a number of key themes for 
consideration, in particular the survey questions we utilised at our BME event in March 
2020.  
 
There are committed enthusiastic, authentic and supportive leaders at all levels across 
the organisation who themselves are part of the SWDF and similar associations or are 
visible allies. However it only takes a few to undermine their efforts, and that of the 
wider organisation, so we need to create a brave space where honest conversations 
can take place, be heard and be taken seriously at all levels. 
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Face to face (and virtual) meetings are something we would definitely encourage more 
of. Proximity breeds trust and empathy, where distance creates fear and uncertainty. 
When leaders are actively engaged and involved with minority groups and staff 
associations, it helps break down barriers and misconceptions, increase trust and 
confidence and in itself create an environment of mutual learning. All leaders need to 
have the appetite to immerse themselves in the complex and emotive world of diversity 
and inclusion.   
 
To help support this recommendation the SWDF have instigated a series of ‘In 
conversation with….’ sessions which is designed to bring senior leaders, officers and 
staff together (albeit virtually at this time). The DCC Designate was the first to take 
part and the feedback was overwhelming. We have a number of further sessions 
planned throughout the year which aims to break down the perceived barriers between 
leaders and their wider teams. It allows conversation and questions to be raised and 
addressed in a positive and engaging way and fosters a culture of openness and 
honesty about the challenges both leaders and teams face.  
 
Recommendation 16 
 
Police Scotland should implement where it is in their gift, the proposal by 
SEMPER Scotland that the composition of panel members for disciplinary 
hearings should be more diverse.  
 
We support this ambition, unfortunately 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 BME officers and their capacity to take part will need to 
be explored. It has to be acknowledged that the demands on these few officers are 
high with a number of them already supporting various other high risk priority work 
streams. 
 
Recommendation 17 
 
Appropriate support for anyone who is the subject of internal or external 
discrimination should be enhanced.  
 
We agree with this recommendation and have raised previously with the Professional 
Standards Department.  
 
The emotional impact of complaints (whether you are the subject or the complainer) 
cannot be underestimated. Regardless of the outcome, it leaves a scar and it can 
influence and shape individual experiences moving forward. It has the potential to 
effect and shape individual response in all activities. Any form of support will need to 
consider longer term provision, rather than solely at the time of the internal/external 
complaint.    
 
Recommendation 18  
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An independent review of equality from an external organisation in relation to 
equality should be commissioned.  
 
We fully welcome the Chief Constable’s recent commitment to fulfil this 
recommendation. 
 
We need to make tangible and real strides in the pursuit of enabling everyone to 
flourish at work no matter their grade, gender, ethnicity, sexuality, age, or disability. 
This has to be given the relevant resource and funding to achieve this.  
 
We hope there will be an emphasis on greater accountability and sanctions to stem 
any disproportionality or disadvantage to colleagues.  
 
Recommendation 19 
 
Develop diversity data collection and analysis to inform proper understanding 
of issues related to discrimination so that progress can be made and those 
issues addressed.  
 
Data alone cannot effect change, but alongside demonstrable leadership and 
accountability, it will allow the service to better understand how and where it can 
improve, what works, and provide a baseline against which progress can be assessed 
and the service held to account.  
Great strides have been made in relation to data collection over recent years. The 
SWDF have seen a significant improvement in the data collection provided by the 
Equality and Diversity team in Police Scotland.  
 
There does however need to be more focus on monitoring and support from 
recruitment onwards, to capture the officer and staff experience in ensuring retention, 
progression and wellbeing. 
 
There also appears to be a lack of UK wide data on the key ‘pinch points’ in relation 
to the recruitment, retention and progression of candidates from BME backgrounds 
and this is something that nationally should be progressed.  It may be beneficial to 
work in partnership with other UK Forces and incorporate/adapt the National Chief 
Police Council’s Diversity, Equality and Inclusion Strategy/toolkit in Scotland. 
 
Conclusion 
 
In conclusion policing has evolved significantly over the last 30 years in terms of its 
approach to intersectionality and under-representation. However we should all 
continue and strive towards creating the right environment that allows all employees 
to thrive and to ensure that great practice (which does exist in Police Scotland) is 
embedded throughout the organisation.   
 
Too often diversity and inclusion, whilst recognised as a priority in force strategies, 
policies and documentation, suffers from a lack of investment in terms of finance and 
resource, to embed it more thoroughly across the organisation. Diversity, equality and 
inclusion should not sit in isolation; it should be mainstreamed, embedded and 
considered across all policing portfolios.   
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We are committed to continuing in our role as a Diversity Staff Association that helps 
Educate, Enable and Empower all our colleagues in matters of inclusion and diversity. 
We fully support Police Scotland’s strategic ambition in that we have a workforce that 
is more reflective of the communities we serve and we have workplace where officers 
and staff feel valued and respected and have their needs met appropriately.  
 
Thank you for allowing our association to make this submission and we hope that it 
will aid the Committee going forward. 
 
 
SWDF Executive Committee 
5 February 2021 
 
 
 
 
 
 
 
 
  
 
 


