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Contacting Suffolk Police Authority 
 
The Authority welcomes comments on the Single Equality Scheme. 
 
If you would like a copy of the Scheme, or wish to discuss any aspect of it, 
please contact the Chief Executive to the Authority:   
 
Chief Executive 
Suffolk Police Authority 
Police Headquarters 
Martlesham Heath 
IPSWICH 
Suffolk 
IP5 3QS 
 
Telephone: 01473 782777 
Email:  spa@suffolk.pnn.police.uk 
Website:  www.suffolkpoliceauthority.org.uk 
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Other Formats and Languages 
 
The Scheme can be made available in other formats on request e.g. large 
print, Braille, audiotape or compact disk. The Authority will also consider the 
provision of a summary of the document in any of the following languages, on 
request. 
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Foreword 
 
We are pleased to introduce Suffolk Police Authority’s Single Equality 
Scheme.  It brings together in one document the existing statutory duties in 
relation to race, disability and gender equality, and goes beyond them to 
include other legislative requirements for other strands of diversity, i.e. age, 
religion or belief and sexual orientation.  It also addresses how the Authority 
will meet its new duties under the Police and Justice Act 2006 to promote 
equality and diversity within both their Force and the Authority, and monitor 
the Force’s compliance with duties imposed by the Human Rights Act 1998. 
 
We welcome this harmonisation of our approach to diversity, equality and 
human rights.  The Scheme is more than just a way of satisfying our legal 
responsibilities.  It is the framework of standards and principles that will be 
applied by the Authority to ensure that quality policing services are delivered 
in a manner which is fair for all sections of the community, that people are 
treated with respect and that the workforce reflects the community it serves.  
The Authority will work closely with the Chief Constable to achieve these 
aims. 
 
Whilst it is the Authority’s statutory duty to maintain an effective and efficient 
police force for the County of Suffolk, the actual delivery of policing services 
rests with the Chief Constable.  The Constabulary has its own separate Single 
Equality Scheme and a crucial role for the Authority is to scrutinise and 
monitor the Chief Constable’s performance in relation to equalities and 
diversity matters. 
 
The Scheme builds on the work in the Authority’s previous Equality Schemes 
(Race, Disability and Gender).  However, we recognise that it is just the 
beginning in meeting our wider responsibilities in relation to all strands of 
diversity and the Scheme needs to be flexible and responsive to the needs of 
the people of Suffolk.  To that end, we will involve our communities in taking 
the Scheme forward and we welcome comments from individuals, partners, 
community groups and other organisations. 
 
 
 
 
 
 
 
Gulshan Kayembe      Christopher Jackson 
Chair of the Police Authority Chief Executive of the Police 

Authority    
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Introduction 
 
Since 2002, the Suffolk Police Authority, like most public bodies, has had a 
statutory responsibility under the Race Relations Act 1976 (as amended) and 
supporting secondary legislation to publish a Race Equality Scheme setting 
out how it intends to fulfil its general duty to promote race equality.  Our first 
Scheme covered the period 2002-2005 and was revised and republished in 
2005 for the period up to May 2008.  Following further legislative changes in 
the Disability Discrimination Act 2005 and the Equality Act 2006, similar 
additional obligations have been placed on public bodies to publish a 
Disability Equality Scheme and Gender Equality Scheme.  The Authority 
published its Schemes in December 2006 and April 2007 respectively.   
 
The Authority’s decision to produce a Single Equality Scheme arises from 
changes in the approach to equalities issues at national level.  The Equality 
Act 2006 established the Equality and Human Rights Commission (EHRC) 
with effect from October 2007 to replace the three former equalities 
commissions (the Equal Opportunities Commission, the Commission for 
Racial Equality and the Disability Rights Commission).  In addition to 
responsibility for enforcing anti-discrimination rules in the areas of sexual 
orientation, religion or belief and age, the EHRC has general responsibility for 
the promotion of human rights.  This joined up approach, together with 
publication of the Government’s Equalities Review “Fairness and Freedom”, 
consultation on the Discrimination Law Review, the expected move towards a 
single equality duty and new duties on police authorities under the Police and 
Justice Act 2006 to promote equality and diversity, presents the opportunity 
for the Police Authority to produce a Single Equality Scheme to meet its 
statutory duties across all strands of diversity. 
 
A Single Equality Scheme will avoid unnecessary overlap between separate 
schemes, increase our focus on achieving positive outcomes, and also make 
what we are doing to tackle issues of diversity and equality more accessible to 
the public.  Publishing a Single Equality Scheme also allows us to encompass 
other areas of equality and diversity where there are laws forbidding 
discrimination in certain activities but where there is no positive obligation to 
promote equality, e.g. religion and belief, sexual orientation and age. 
 
The general and specific duties in relation to race, disability and gender and 
other equalities legislation apply also to chief officers of police.  The Suffolk 
Constabulary has published a Single Equality Scheme to provide strategic 
direction in all areas of diversity.  In meeting its statutory duty to secure the 
maintenance of an effective and efficient police force for its area, and its role 
as the legal employer of police staff, the Police Authority recognises that it has 
a critical role in ensuring that the Constabulary meets its diversity and equality 
responsibilities.  This Scheme sets out the Authority’s arrangements for 
scrutinising and monitoring the Constabulary’s Single Equality Scheme and 
performance across all strands of diversity. 
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About Suffolk 
 
Suffolk is a largely rural county covering an area of around 380,000 hectares.  
In 2006 the total resident population was 702,000, with slightly fewer men 
(345,000) than women (356,700).  The main urban centres are the towns of 
Ipswich, Bury St Edmunds and Lowestoft.  
 
Nationally, it is estimated that 1 in 6 of the population falls within the definition 
of disability contained in the Disability Discrimination Act 1995.  In Suffolk this 
equates to over 117,000 people of all ages. 
 
The Authority recognises that some people may suffer discrimination against 
more than one of the strands of diversity i.e. gender, disability, age, race, 
ethnicity, faith or sexual orientation. 
 
Based on the 2001 census, black and minority ethnic people make up about 
2.8% of Suffolk’s total population, the majority living in the main urban areas.    
There are a growing number of migrant workers living and working in the 
county, particularly from Eastern Europe.  Mildenhall and Lakenheath are 
home to two large American Air Force bases.  Gay, lesbian, bisexual and 
transgender people are less well defined within the county which presents 
additional challenges in ensuring that their needs are appropriately 
considered. 
 
The Constabulary and Authority work in partnership with a variety of local 
agencies to continue to make Suffolk safer for everyone.  The people of 
Suffolk pride themselves on the quality of life the County offers.  It is a safe 
place to live with a low crime rate.  A key factor to this success is the 
community-based policing style adopted by the Constabulary and supported 
by the Police Authority. 
 
 
The Role of Suffolk Police Authority 
 
The primary statutory responsibility of Suffolk Police Authority under the 
Police Act 1996 is to secure the maintenance of an effective and efficient 
police force for the County of Suffolk. 
 
The Authority discharges its responsibilities within what is known as “the 
tripartite structure” that governs the 43 policing areas in England and Wales.  
The three partners are the Home Secretary who has responsibility for policing 
at a national level; the police authorities who set the local strategic direction of 
policing and the chief police officers who are responsible for the delivery of 
local policing.  In Suffolk the chief police officer is the Chief Constable. 
 
The Authority has the following key statutory responsibilities: 
 

• to secure the efficiency and effectiveness of the Suffolk force; 
• to hold the Chief Constable to account; 



 
 
 

8

• to set the precept and budget for policing the county; 
• to ensure arrangements are in place to provide for the proper financial 

management of the Suffolk force; 
• to ensure that the force operates within its powers and in accordance 

with the law; 
• to appoint the Chief Constable, Deputy Chief Constable and Assistant 

Chief Constable; 
• to oversee professional standards and complaints issues within the 

force; 
• to ensure that the force keeps improving, including receiving and 

responding to the reports of Her Majesty’s Inspector of Constabulary; 
• to consult local people and ensure that their views are reflected in the 

nature and style of policing and local policing objectives; 
• to work in partnership with others to reduce crime and disorder and the 

fear of crime; 
• to secure collaboration between forces;   
• to monitor the force’s compliance with human rights legislation, and 

promote equality and diversity; 
• to set local policing objectives within the national framework set by the 

Home Secretary, and publish plans and reports about the policing of 
Suffolk; 

• to monitor force performance against plans and budgets; 
• to require the Chief Constable to submit a written report on any matters 

connected with the policing of the County; 
• to meet employer’s liabilities, including health and safety requirements; 
• to ensure that the force has adequate arrangements for the 

management of risk; 
• to publish annual accounts. 

 
It will be observed from these key responsibilities that the Authority is largely a 
body of governance and not delivery.  Delivery is broadly the function of police 
forces.  This means that the operational management of policing in Suffolk lies 
with the Chief Constable. 
 
 
Organisational Structure 
 
The Authority has 17 members of whom nine are appointed by Suffolk County 
Council, three are magistrates appointed from the Suffolk magistracy and five 
are independent members appointed by the county councillor and magistrate 
members of the Authority.  The separate category of magistrate member 
ceases with effect from 1 October 2008, from which date there will be eight 
independent members on the Authority, at least one of whom must be a 
magistrate. 
 
The Authority employs a team of 7.8 full-time equivalent staff, headed by the 
Chief Executive and Monitoring Officer, and the Treasurer, which are statutory 
roles. 
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The Authority discharges its functions and responsibilities through the 
following Committee Structure: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
 
 
 
Equality and diversity issues are mainstreamed throughout all of the 
Authority’s work and its decision-making processes.  For example report- 
writing guidelines state that originators of reports must address implications 
relevant to race and diversity, human rights and human resource issues in all 
reports. 
 
The Chair and Vice Chair of the Authority have been appointed link members 
for equality and diversity.  This demonstrates the leadership and commitment 
of the Authority to these issues.  A Diversity Working Group has been 
established to co-ordinate and act as a sounding board for equality and 
diversity issues. Membership comprises the Chair and Vice Chair of the 
Authority and three other Authority members and is supported by the Head of 
Business Management and the Constabulary’s Diversity Manager. 
 
In recognition of the broad range of issues covered by diversity and their 
strategic importance, the Authority’s Strategy Committee has responsibility for 
matters relating to diversity and equal opportunities.  This includes monitoring 
progress of the Authority’s and Constabulary’s Equality Schemes. 
 
The Human Resources and Staff Liaison Committee considers human 
resources matters in relation to equality and diversity and is actively involved 
in developing the annual Human Resources Costed Plan and Training and 
Development Plan.  The Committee monitors performance against the Plans 
on a quarterly basis. 
 

 
Engaging 

Communities
Committee 

Human 
Resources 

and 
Staff Liaison
Committee

 
Monitoring 
and Audit 

Committee 

 
Strategy 

Committee 

 
Remuneration

Panel 

 
Standards 
Committee 

 
Budget 

Monitoring 
Group 

POLICE AUTHORITY
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The Monitoring and Audit Committee considers all matters relating to stop and 
search and receives statistical analysis of stop, search and encounters on a 
quarterly basis.  The Committee monitors complaints including those that 
allege discrimination on grounds of diversity.  It also monitors satisfaction 
rates arising from surveys of victims of crime, including those from minority 
ethnic backgrounds. 
 
The Engaging Communities Committee is responsible for issues relating to 
consultation and communication and discharges the Authority’s statutory 
duties for making arrangements for obtaining the views of local communities 
on policing.  The Committee is supported by the Consultation Working Group, 
a member/officer group, which, amongst other things, oversees 
implementation of annual consultation delivery programmes. 
 
The Authority is represented on the Constabulary’s Diversity Programme 
Board which oversees much of the Constabulary’s day-to-day work on 
diversity.  Membership of the Board includes people from community and 
minority interest groups and seeks to ensure that all areas of diversity are 
represented.  
 
The Chief Executive, assisted by the Head of Business Management, advises 
and supports the Authority in fulfilling its statutory equalities and diversity 
responsibilities, including arrangements for the effective scrutiny of the 
Constabulary’s Single Equality Scheme. 
 
 
Vision, Mission, Values 
 
Police Authority Mission 
 
The mission of the Authority, taking into account its key responsibilities, is: 
 

“To ensure the delivery of the highest quality police service for Suffolk 
within the available resources.” 

 
This mission is underpinned by the following principles: 
 

• the continuous and active pursuit of improvement in the delivery of 
policing in Suffolk; 

• reflecting the needs of the communities within the County in the nature 
of its policing; 

• the active promotion of equality and diversity; 
• the effective and efficient use of resources; 
• the effective exercise of strong corporate governance; 
• the pursuit of better policing outcomes through active work with 

partners and communities. 
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Constabulary Vision, Mission and Values. 
 

Whilst the above mission and principles relate specifically to the Authority, the 
Authority and the Chief Constable have worked jointly to produce a vision, 
mission, and values statement which reflects a joint and mutually 
complementary approach to the policing of the County.   
Constabulary Vision 
 
 Our vision  
 

“We take  pride in keeping Suffolk safe  while ensuring all our 
communities value and trust what we do”. 

 
 Our Mission 
 

“A proud county served by a Constabulary trusted by all to keep our 
communities safe”. 

 
To  do this  we will 

 
• be highly responsive to local need; 
• work with  our partners to build strong and cohesive communities; 
• deliver high performance; 
•  reduce crime and disorder; 
•  make the best use of public funds; 
• deliver the highest quality of service. 

 
 Our values 
 We will 

• treat everyone with fairness and respect; 
• be open and honest; 
• listen and be responsive; 
• act with integrity at all times; 
• maintain the highest professional standards; 
• make a positive difference in all we do; 
• be innovative in delivering our services.  

 
 
Equal Opportunities and Diversity Policies 
 
The Police Authority and Constabulary recognise their legal and moral duties 
as employers and service providers and are firmly committed to achieving 
equality of opportunity within the organisation and in all aspects of our work 
and service delivery.  Copies of the Equal Opportunities Policy and Diversity 
Policy are attached as Appendix A and Appendix B respectively. 
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Partnerships 
 
The Authority works in partnership with various other public bodies and 
agencies in discharge of its functions.  They include local authorities, 
Community Safety Partnerships, Local Strategic Partnerships, staff 
organisations, the Suffolk Criminal Justice Board, the Independent Police 
Complaints Commission, the Standards Board for England, and other police 
authorities and forces.  Many of these organisations are subject to the 
statutory equality duties.  Where partnerships are with organisations which are 
not subject to the duties, the Authority will ensure that partners understand the 
obligations created by the duties. 
 
The Authority is involved with partner organisations in a number of projects in 
relation to equality and diversity issues.  This includes membership of  the 
Racial Harassment Forum and  the multi-agency County Community 
Cohesion and Inclusion Group.   
 
The Authority and Constabulary work with the Ipswich and Suffolk Council for 
Racial Equality (ISCRE).  Earlier this year, ISCRE were commissioned by the 
Constabulary to undertake research into disproportionality in the use of Stop 
Search powers.  The report on the findings was considered by the Authority in 
September 2008.  Recommendations put forward are being addressed 
through an action plan drawn up by the Constabulary’s Stop Search Working 
Group comprising Constabulary, Police Authority ISCRE and Independent 
Advisory Group (IAG) representatives.  A community-led Reference Group 
has been established to review stop search data, scrutinise completed stop 
search forms, provide a platform for questioning police activity and improve 
understanding of issues around this area of work.  
 
The Constabulary is actively involved in a number of partnership projects on 
diversity and equality issues including the Disability Forum for Suffolk, Suffolk 
Interfaith Resource (SIFRE), the Lesbian, Gay, Bisexual, Transgender/Police 
Link Group and the Refugee and New and Emerging Communities Forum. 
The Constabulary also has links with the Sikh Gurdwara in Ipswich. The Chair 
and Vice Chair of the Authority, as link members for diversity and equality, 
have regular meetings with the Constabulary’s Diversity Manager and other 
staff to discuss progress on those projects and other diversity matters. 
 
 
Volunteers 
 
The Authority has a statutory duty to operate and maintain an effective 
Independent Custody Visiting Scheme.  Also, in line with national guidance, 
the Authority has established an Independent Advisory Group (IAG) to advise 
the Authority and Constabulary on policies and procedures and to provide a 
community perspective on major crime investigations and critical incidents.   
 
The Authority is committed to ensuring that members of these groups, and 
others it may establish, are aware of the statutory equalities duties and that, 
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so far as practicable, membership reflects the diversity of Suffolk’s 
communities. 
 
 
Procurement 
 
The Authority recognises the importance of ensuring that contractors who 
undertake work for the Authority and public partner organisations are aware of 
the statutory duties to promote race, disability and gender equality.  The 
Authority has delegated most of its procurement functions to the Chief 
Constable.  To assist suppliers in understanding their duties under equalities 
legislation, the Constabulary/Authority provide all suppliers with a document 
which explains the ‘Conditions of Supply’. 
 
It is recognised that where contractors are engaged to provide functions, it 
remains the responsibility of the Authority/Constabulary to ensure that the 
functions comply with the general equality duties.  Contracted out functions 
will be assessed for their potential to impact upon race, disability and gender 
equality and other strands of diversity and, where necessary, appropriate 
control measures will be put in place.  Similarly, functions which have already 
been contracted will be assessed for their impact upon the general equalities 
duties and control measures introduced as appropriate if adverse input is 
identified.  
 
 
Legal Context for the Single Equality Scheme 
 
The introduction to this Scheme sets out in broad terms the Authority’s 
statutory obligations on equality and our reasons for choosing to produce a 
Single Equality Scheme to cover all strands of diversity.  Appendix C provides 
more detail on the legal context of this Scheme. 
 
 
The Strands of Diversity  
 
This section sets out how the Authority meets or plans to meet its statutory 
obligations against the six strands of diversity.   
 
In respect of the specific duties for race, disability and gender, the Authority is 
required to monitor its employment procedures and practices and publish this 
and  other relevant information each year. Although not a statutory 
requirement, the Authority also includes Police Authority members in its 
ethnicity, gender and disability analyses, including data from recruitment and 
selection processes for Independent Members, Custody Visitors, Independent 
Advisory Group members and senior officers. This information, and progress 
on the Authority’s diversity activities, is published in an annual summary. The 
Annual Summary for 2007 is available on the Authority’s website at 
www.suffolkpoliceauthority.org.uk. The ethnicity, disability and gender 
analysis for Police Authority staff and members as at 31 March 2009 is 
attached at Appendix D. 
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Age 
 
The Employment Equality (Age) Regulations 2006 make it unlawful to 
discriminate in employment and vocational training based on a person’s age.  
This includes recruitment, selection, promotion, redundancy, retirement and 
training.  The harassment and victimisation of people in the workplace on 
account of their age is also prohibited. The regulations do not cover 
discrimination in the provision of goods, facilities and services because of age. 
 
The Authority’s commitment to achieving equality of opportunity within the 
organisation is set out in its Equal Opportunities Policy (Appendix B attached).  
The Authority recognises its legal obligations as an employer and will ensure 
that none of its employees or prospective employees, is discriminated against 
because of their age in any aspect of their terms and conditions of 
employment and training and development.  HR policies and procedures will 
be kept under review to ensure that they do not discriminate on the grounds of 
age. 
 
Disability 
 
The Disability Discrimination Act 1995, as amended, places a duty on public 
authorities to promote disability equality (the general duty).  Regulations 
imposed a Specific Duty on public authorities to publish a Disability Equality 
Scheme by December 2006. 
 
The Authority published its Disability Equality Scheme for the period 2006-
2009 in November 2006.  The Scheme, updated as appropriate, has been 
incorporated within this Single Equality Scheme. 
 
Disabled People in Suffolk 
 
The former Disability Rights Commission estimated that 1 in 6 of the 
population has a disability that falls within the definition of disability contained 
in the Disability Discrimination Act 1995.  In Suffolk this equates to 117,000 
people of all ages.  It also estimates that 48% of disabled people do not 
consider themselves to be disabled but, nevertheless must be protected from 
discrimination.  Other national statistics are: 
 

• 1 in 30 have a visual impairment (Royal National Institute for the Blind); 
• 1 in 6 have impaired hearing (Royal National Institute for Deaf People); 
• 1 in 2000 is deaf blind (Royal Institute for Deaf People); 
• 1 in 4 will have a mental health problem at some time in their life 

(MIND); 
• 1 in 39 have a learning disability (Mencap); 
• 1 in 10 have dyslexia (British Dyslexia Association); 
• 1 in 5 have arthritis (Arthritis Care). 
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Disabled people quite often have more than one disability, it is therefore quite 
possible for a person to be deaf, have a learning difficulty and a mental health 
problem. 
 
The Social Model of Disability 
 
‘The Social Model of Disability’ was developed by disabled people. It states 
that: ‘People with impairments, are disabled by physical and social barriers 
and that the ‘‘problem’’ of disability results from social structures, attitudes and 
environmental matters rather than from a person’s impairment or medical 
condition’. The aim of the Social Model is to promote understanding and to 
dismantle the barriers, which exclude and limit the life chances of disabled 
people. The Authority is committed to these aims within the police service in 
Suffolk. 
 
Definition of Disability 
 
Disability is defined in the Disability Discrimination Act 1995 as ‘A physical or 
mental impairment, which has a substantial and long-term adverse effect on a 
person’s ability to carry out normal day-to-day activities’. 
 
People covered by the Act may have: 
 

• physical impairments; 
• mental impairments; 
• past disabilities; 
• substantial/long term disabilities; 
• severe disfigurements; 
• progressive conditions. 

 
In terms of ‘normal’ day-to-day activities, people must be affected by at least 
one of the following: 
 

• mobility; 
• manual dexterity; 
• physical co-ordination; 
• continence; 
• the ability to lift, carry or otherwise move everyday objects; 
• speech, hearing or eyesight; 
• memory or ability to concentrate, learn or understand; 
• perception of the risk of physical danger. 
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Involving Disabled People 
 
A requirement of the Specific Duty is the involvement of disabled people in the 
development of the Disability Equality Scheme and subsequent monitoring 
and evaluation of the scheme and action plan. 
 
In developing its original Disability Equality Scheme, the Constabulary 
established contacts with individuals, groups and organisations across a wide 
variety of disability interests (listed below) and information was shared with 
the Authority. Focus groups have been set up to bring together and engage 
with disabled people who can continue to provide valuable advice, guidance 
and assist with monitoring and evaluating policies, procedures and action 
plan. Where appropriate, the Police Authority will be involved in focus group 
activities. In common with the Constabulary, access to information and 
buildings by disabled people are important issues for the Authority and helpful 
advice has been received from the contacts established by the Constabulary. 
The Authority has consulted the following disability interest groups in the 
production of this Scheme, 
 

• Autism Suffolk; 
• Access Group for Suffolk; 
• Bridge Project; 
• East Suffolk Association for the Blind; 
• East Suffolk MIND Focus Group; 
• Genesis (Orwell Mencap); 
• Ipswich Blind Society Men’s Group; 
• Optua; 
• Outsiders; 
• Physical & Sensory Disabilities Partnership Board; 
• Reach Out Suffolk – Staff Disability Group; 
• Suffolk Family Carers; 
• Suffolk Community HIV Service; 
• Suffolk Deaf Association; 
• Suffolk Hearing Support Service. 
 

Community Engagement 
 
The Police Authority and Constabulary aim to provide a fair and equitable 
police service to all communities of Suffolk. To that end, through our joint 
Community Engagement Strategy, we are committed to engaging with the 
people of Suffolk and listening to their views to help us develop citizen-
focused policing to suit the needs of local communities (see section on 
Consultation and Community Engagement on pages 27 and 28 of this 
Scheme. 
 
In external Constabulary surveys, respondents are asked if they perceive 
themselves to have a disability, which allows for perceptions of the 
organisation and services offered by the police to members of the public to be 
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reviewed in respect of disability. It also gives an indication of the current level 
of representation from the disabled community and the extent to which the 
diversity of the community is represented within the samples. 
 
In 2005/06, revisions were made to the Constabulary’s Public Survey so that 
respondents were asked if they would be prepared to take part in future 
consultation. This was done in part in recognition of changes to Disability 
Discrimination legislation and enables those who identified themselves as 
having disabilities to be further consulted on issues such as service provision 
and crime and disorder. Recently the Consultation Unit has started to use the 
data that it has collected to assist the new Diversity Unit conduct further 
formal consultation and involvement with local disabled people, with the 
overarching aim of improving service delivery. 
 
Employment 
 
The Authority is fully committed to promoting equality of opportunity in its 
employment practices. The Authority is aware of its legal obligations as an 
employer and will ensure that none of its employees, or prospective 
employees, is discriminated against on grounds of disability in any aspect of 
their terms and conditions of employment including training and development. 
 
Monitoring of staff disabilities helps our employment practices and 
commitment to equal opportunities.  We  collect disability data in respect of: 
 

• staff; 
• applicants for employment, training, retention and promotion; 
• disciplinary action. 

 
Meeting the General and Specific Duties 
 
To meet its responsibilities under the Disability Discrimination legislation, the 
Authority:  
 

• will continue to monitor progress of the Suffolk Constabulary Single 
Equality Scheme in relation to disability issues; 

• has identified its functions and activities that have a potential impact on 
disability equality issues; 

• will continue to assess policies for any negative impact on disability 
equality and the promotion of equality of opportunity between disabled 
persons and other persons; 

• will consult with communities and disability interest groups over existing 
and proposed policies for any likely impact on disability equality; 

• will provide disability equality awareness training for Authority 
members, staff, custody visitors and other volunteers; 

• will continue to monitor Authority staff employment information to meet 
the specific duty requirements to avoid unfair disability discrimination. 
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Gender 
 
The Sex Discrimination Act 1975, as amended, prohibits discrimination on 
grounds of a person’s gender in employment and the provision of goods and 
services.  It places a general duty on public authorities to promote gender 
equality in carrying out their key functions including equal pay.  Regulations 
imposed a Specific Duty on public authorities to publish a Gender Equality 
Scheme by April 2007. 
 
The Authority published its Gender Equality Scheme for the period 2007-2010 
in April 2007.  The Scheme, updated as appropriate, has been incorporated 
within this Single Equality Scheme. 
 
Employment  
 
The Authority is fully committed to promoting equality of opportunity in 
employment practices and actively promoting gender equality within its 
workplace. 
 
The Police Authority Staff Team comprises eight members of staff (7.8 full 
time equivalent posts).  Each post is unique in terms of roles and 
responsibilities and there is a low level of turnover.  Staff in post are monitored 
for gender, ethnicity and disability.  The Authority recognises the importance 
of monitoring its employment policies and practices in order to highlight any 
disproportionality in relation to gender and other strands of diversity.  
Ethnicity, gender and disability statistics in relation to staff and members will 
be published in the annual progress report on this Scheme.  The current 
gender analysis is as follows: 
 

Post Gender 
 Male Female 
Chief Executive 1  
Deputy Chief Executive  1 
Treasurer (part-time) 1  
Head of Business Management 1  
Business Manager 1  
Policy Officer  1 
Business Co-ordinator  1 
Personal Assistant/Secretary  1 
Total 4 4 
 
Up until 31 December 2005, the ‘clerking’ service to the Police Authority was 
provided under contract by Suffolk County Council staff. With effect from 1 
January 2006, the then holders of the posts listed above transferred from the 
County Council to direct employment by the Police Authority under the 
Transfer of Undertakings (Protection of Employment) Regulations 1981 
(TUPE). Although directly employed by the Authority, staff are still, by and 
large, subject to their former terms and conditions of employment with the 
County Council.  
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Accordingly, Authority staff are subject to specific policies and practices in 
relation to all aspects of employment.   
 
Equal Pay Audit 
 
All staff team posts were originally evaluated before the TUPE transfer under 
Suffolk County Council’s job evaluation and grading scheme. The pay scales 
for the posts of Chief Executive, Deputy Chief Executive and Treasurer were 
revised with effect from 1 January 2006 following review by an external 
consultant. The post of Treasurer was re-evaluated by an external consultant 
and a revised salary scale approved by the Authority when it fell vacant in 
June 2007. Other staff continue to be paid on the County Council’s pay 
scales. 
 
As mentioned above, each of the eight posts is unique. The posts have been 
evaluated and graded against clearly defined roles and responsibilities and 
the question of a pay gap between men and women doing like work or work of 
equal value does not arise. There is currently an equal balance of men and 
women in the posts. Subject to budgetary consideration, there is equal access 
to appropriate training opportunities for all post holders irrespective of gender 
or any other factor. 
 
The Authority operates Performance and Development Review (PDR) 
processes for all staff and incremental progression within salary scales is 
dependent upon satisfactory performance against agreed targets. Members of 
the Authority are involved in the PDR process for the Chief Executive, Deputy 
Chief Executive and Treasurer. 
 
Transgender/Transsexual Personnel 
 
Transgender people are those people who identify their gender to be different 
to their physical sex at birth. 
 
The term transsexual is usually used to describe a person who intends to 
undergo, is undergoing or has undergone gender reassignment (which may or 
may not involve hormone therapy or surgery). The Equality and Human Rights 
Commission recommends that public authorities ensure that their policies and 
procedures cover transgender people as well as those who are transsexual. 
 
Transgender and transsexual people often experience harassment, including 
verbal abuse and physical violence by other employees and service users. 
They also experience discrimination in the provision of services, recruitment, 
benefits and other aspect of employment. 
 
The Sex Discrimination (Gender Reassignment) Regulations 1999 extend the 
Sex Discrimination Act 1975 to cover discrimination on grounds of gender 
reassignment in employment and vocational training. 
 
The Constabulary has an Employment of Transgender Personnel Policy and 
Procedure which the Authority will follow if the need arises. 
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Meeting the General and Specific Duties 
 
To meet its general and specific gender equality duties, the Police Authority: 
 

• will continue to monitor progress of the Suffolk Constabulary’s Single 
Equality Scheme in relation to gender equality issues; 

• has identified its functions and activities that have a potential impact on 
gender equality issues; 

• will continue to assess its policies and practices for any negative 
impact on gender equality and the promotion of equality of opportunity 
between men and women; 

• will consult staff and service users as appropriate when carrying out 
impact assessments of new and existing policies and practices; 

• will provide gender equality awareness training for Authority members, 
staff, custody visitors and other volunteers; 

• will continue to monitor Authority staff employment information to 
ensure that men and women are being treated equally. 

 
Race 
 
The Race Relations Act 1976, as amended, places a duty on public 
authorities to promote race equality (the general duty).  Regulations impose 
specific duties on public authorities, one of which is to publish a Race Equality 
Scheme setting out how the general duty will be met. 
 
The Authority’s first Race Equality Scheme covered the period from May 2002 
to May 2005 and was reviewed, revised and republished in May 2005 for the 
period 2005-2008.  Following the three-year review, the Scheme has been 
incorporated within this Single Equality Scheme. 
 
There are other specific duties. 
 
Assessment of Functions and Impact Assessment 
 
It is a requirement that a Race Equality Scheme should state the functions 
and policies an authority considers to be relevant to the general duty to 
promote race equality.  It should also set out the arrangements for assessing 
and consulting on the likely impact of policies and activities on the promotion 
of race equality.  The assessment of functions and policies must be reviewed 
within three years of each anniversary of the Scheme. 
 
The Authority’s original Race Equality Scheme and subsequent Scheme 
(2005-2008) identified functions and policies relevant to the race equality duty 
and a number of impact assessments undertaken and outcomes published in 
the annual reports on progress of the Scheme. 
 
The assessment of functions was reviewed last year taking account of 
Association of Police Authorities (APA) guidance, and policies/activities 
identified as being relevant to the general duty to promote race equality and 
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the other strands of diversity.  The revised list of functions and policies, and 
the Authority’s process for equality impact assessments are set out in more 
detail on pages 25 and 26of this Scheme. 
 
 
Employment Monitoring 
 
It is a specific duty that public authorities monitor their employment 
procedures and practices.  The duty provides a framework to enable 
authorities to measure progress of equality of opportunity within their 
organisations and meet the general duty to promote race equality in all areas 
of their work. 
 
The duty requires an authority to monitor the numbers of staff in post, 
applications for employment, training and promotion, details of staff who 
receive training, grievance and disciplinary procedures to their racial group. 
 
Whilst the Authority is legally the employer of all police staff within the 
Constabulary, they are under the direction and control of the Chief Constable 
and, consequently, it is the Constabulary’s responsibility to collect the required 
ethnicity data for those staff.  The Authority will monitor compliance with this 
specific duty. 
 
The Authority collects and monitors ethnicity data for the eight members of 
staff in the Police Authority Staff Team.  Authorities that employ fewer than 
150 full-time staff are only required to monitor by racial group in respect of the 
number of staff in post, applicants for employment, training and promotion. 
Although not a statutory requirement, the Authority collects ethnicity and other 
diversity data in respect of Police Authority members and volunteers. 
 
Staff are encouraged to provide their self-classified ethnicity voluntarily based 
on the 16 + 1 categories used in the 2001 census.  Where such information is 
not voluntarily provided, an assessment of that person’s ethnicity may be 
made in accordance with the Code of Practice issued by the former 
Commission for Racial Equality.  A note that a person’s ethnicity has been 
assessed will be made in such circumstances. 
 
The ethnicity information obtained will be analysed to establish any patterns or 
indications of inequality.  Where it is found that unlawful racial discrimination is 
occurring, we will take action to eliminate it.  Where unlawful discrimination is 
found not to be the case, but nevertheless monitoring shows policies, 
practices or procedures are having an adverse impact on equality of 
opportunity or good race relations, changes will be considered. 
 
Community Engagement/Public Consultation 
 
As mentioned earlier in this document, the Authority and Constabulary have 
published a joint Community Engagement Strategy setting out our 
commitment to engaging with the people of Suffolk in order to assist us in 
delivering citizen-focused policing to meet the needs of local communities. 
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Another specific duty requires public authorities to publish an annual summary 
of the results of any public consultation regarding its work that is considered to 
be relevant to the general duty to promote race equality. 
 
The Constabulary and Authority collect information from ‘service users’ 
including user satisfaction surveys of victims of crime under APACS 
(Assessment of Policing and Community Safety), satisfaction surveys of 
people who have made emergency and non-emergency telephone calls, and 
a Public Survey which asks residents a range of questions about crime and 
disorder in their area and seeks their views on priorities for policing.  Data is 
gathered across all strands of diversity as appropriate. 
 
The results of these surveys, and any others undertaken, will continue to be 
published in future annual reports on this Single Equality Scheme. 
 
In recognition of the importance of consulting and involving minority interest 
groups on policing issues, the Authority and Constabulary have established 
an Independent Advisory Group (IAG) to advise them on policies and 
procedures and to assist in critical and major incidents.  This has enhanced 
the existing long established involvement with community groups and 
recognises the national expectation that the police should work with such 
groups on all aspects of diversity as part of their approach to citizen-focussed 
policing. 
 
The Authority is an affiliated member of the Ipswich and Suffolk Council for 
Racial Equality (ISCRE) and the Vice Chair of the Authority attends their 
annual and other public meetings.  The Vice Chair also represents the 
Authority on the Racial Harassment Forum (RHF), a multi-agency forum with 
partners and ethnic minority interest representation.  As one of the 
‘Responsible Authorities’ under Crime and Disorder legislation the Authority 
has member representation on each of Suffolk’s Community Safety 
Partnerships. 
 
Within the organisation, the Vice Chair of the Authority sits on the 
Constabulary’s Diversity Programme Board (DPB) set up under the Police 
Race & Diversity Learning and Development Programme to address race and 
diversity, equality, trust and confidence issues.  Reports of the work of the 
DPB are submitted to the Authority’s Strategy Committee. Also, as mentioned 
earlier (see page12), the Authority is represented on the Constabulary’s Stop 
Search Working Group and on the community-led Stop Search Reference 
Group. 
 
The Authority is involved with partner organisations in a youth engagement 
project which seeks to improve the educational and employment opportunities 
of young people, and particularly those from Black Minority Ethnic 
communities.  The Authority provided funding towards the initial costs of the 
project. 
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The Authority and Constabulary have developed many links with partner 
organisations and community and minority interest groups over the years.  
The extensive list of consultees on this Scheme (Appendix E) demonstrates 
the wide range of interaction with people and organisations across the strands 
of diversity. 
 
Meeting the General and Specific Duties 
 
To meet its responsibilities under the Race Relations legislation, the Police 
Authority: 
 

• will continue to monitor progress of the Constabulary’s Single Equality 
Scheme in relation to race equality; 

• has assessed its functions which have a potential impact on race 
equality and will review that assessment within three years of the date 
of publication of this Scheme; 

• will continue to carry out equality impact assessment on identified 
policies and activities to assess any negative impact on race equality, 
and the promotion of equality of opportunity and good relations 
between persons of different racial groups and publish the outcomes; 

• will consult with communities over existing or proposed policies and 
activities for any likely impact on race equality; 

• will continue to monitor our staff by racial group and collect other 
employment information as required by law to avoid any unfair 
discrimination and publish details annually; 

• will continue to publish the results of any public consultation regarding 
its work considered to be relevant to the general duty to promote race 
equality. 

 
Religion or Belief 
 
The Employment Equality (Religion or Belief) Regulations 2003 make it 
unlawful to discriminate either directly or indirectly, on grounds of religion or 
belief in employment and vocational training.  They also prohibit victimisation 
and harassment.  The Equality Act 2006 extended discrimination on grounds 
of religion or belief to the provision of goods, facilities and services.  However, 
there is no specific statutory duty on public authorities in relation to religion or 
belief. 
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Employment 
 
The Authority is fully committed in its Equal Opportunities Policy to promoting 
equality of opportunity in its employment practices. The Authority is aware of 
its legal obligations as an employer and will ensure that none of its 
employees, or prospective employees, is discriminated against because of 
their religion or belief in any aspect of their terms and conditions of 
employment and training and development. 
 
Community Engagement 
 
Both the Authority and Constabulary are active within the multi-agency groups 
established with partners to consider the needs of different faith groups 
including the County Community Cohesion and Inclusion Partnership. 
 
The Authority supports the valuable work by the Constabulary in establishing 
close links with a number of community groups in the county including Suffolk 
Inter-faith Resource, Ipswich and Suffolk Mosque, Shajala Islamic Centre and 
Masjid, Suffolk New College Islamic Society, Society of Friends, Diocese of St 
Edmundsbury and Ipswich, Newmarket Mosque and the Hindu Samaj. 
 
The Authority values the work of the Constabulary with partner and 
community organisations through the Racial Harassment Forum to develop 
posters and other information to encourage the reporting of faith-related and 
other hate crime. 
 
Sexual Orientation 
 
The Employment Equality (Sexual Orientation) Regulations 2003 provide 
protection for Lesbian, Gay and Bisexual (LGB) people with regard to access 
to employment, terms of employment and vocational training.  It is also 
unlawful to subject Lesbian, Gay and Bisexual employees to harassment and 
bullying in the workplace and places this duty on the employer.  The Equality 
Act (Sexual Orientation) Regulations 2007 extended this protection to the 
provision of goods and services. 
 
The Civil Partnership Act 2004 enables same-sex couples to obtain legal 
recognition of their relationship by forming a civil partnership. The Act amends 
the Sexual Discrimination Act 1975 to extend the prohibition of discrimination 
against persons to cover civil partners, including provision prohibiting 
discrimination in the field of employment. 
 
Employment 
 
The Authority is fully committed to promoting equality of opportunity in its 
employment practices. The Authority is aware of its legal obligations as an 
employer and will ensure that none of its employees, or prospective 
employees, is discriminated against because of their sexual orientation in any 
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aspect of their terms and conditions of employment and training and 
development. 
 
Community Engagement 
 
The Authority and Constabulary are committed to engaging with the people of 
Suffolk to help us in delivering citizen-focussed policing to meet the needs of 
local communities.   
 
The Authority acknowledges and supports the vast amount of work already 
undertaken by the Constabulary, both within the force and externally, to 
improve links with people from the Lesbian, Gay, Bisexual and Transgender 
(LGBT) groups.  In particular, the LGBT/Police Link Group, which has a varied 
representation and operates as an independent advisory group on LGBT 
issues. 
 
Assessment of Functions and Policies 
 
The former Commission for Racial Equality (CRE) defines functions as “the 
full range of activities carried out by a public authority to meet its duties”. 
 
The Authority’s key statutory functions and responsibilities are set out earlier 
in this Scheme (pages 7/8). 
 
As required by the specific equality duties, the Authority has assessed its 
functions as to their relevance to the performance of the general duties to 
promote race, disability and gender equality.  The assessment also 
considered the likely impact across the other strands of diversity, i.e. age, 
religion or belief and sexual orientation. 
 
A number of factors were considered in carrying out the assessment, 
including: 
 

• whether there is evidence that racial groups, disabled people, men and 
women, people of a particular age, religion or belief and sexual 
orientation are being treated differently or are adversely affected; 

• whether there is any public concern that the Authority’s activities are 
discriminatory across any of the six strands of diversity; 

• whether there is an opportunity to better promote equality of 
opportunity for people across all strands of diversity. 

 
The Authority has identified the following key functions as ones which have 
the potential to have an adverse impact on individuals or groups of people 
across the six strands of diversity: 
 

• Holding the Chief Constable to account; 
• Production of strategic plans; 
• Budget setting and resource allocation; 
• Independent Custody Visiting (ICV); 
• Consultation and community engagement; 
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• Keeping the public informed; 
• Appointments and discipline; 
• Partnership work; 
• Promotion of equality and diversity. 

 
Policies 
 
The former CRE defined a policy as “sets of principles or criteria that define 
the different ways in which an organisation carries out its role or functions and 
meets its duties”. 
 
The Authority has identified the following policies and activities as having 
significant relevance to the general duties to promote equality and will be 
subject to equality impact assessment:- 
 

• Consultation Strategy; 
• Communications and Media Strategy; 
• Equal Opportunities/Diversity Strategy; 
• Training Strategy; 
• Independent Custody Visiting Scheme; 
• Member Appointments; 
• Chief Officer Appointments. 

 
 
Equality Impact Assessment 
 
Impact assessment is a systematic way of finding out whether a policy or 
proposed policy affects all groups equally.  It allows the Authority to take 
account of the needs and experiences of those affected by our policies, and 
identify and respond to actual and potential inequalities for a particular group 
or sector of the community. 
 
The Authority introduced a race equality impact assessment process as part 
of its first Race Equality Scheme (May 2002).  A number of assessments have 
been undertaken since then and outcomes published on the Authority’s 
website: Statutory Consultation, Independent Custody Visiting Scheme, 
Budget Setting, Annual Policing Plan and Senior Officer Appointments. 
 
More recently, the Authority has adopted the Association of Police Authorities 
(APA) Guidance and Template for Equality Impact Assessment.  The 
document is available on the Police Authority website at 
www.suffolkpoliceauthority.org.uk. 
 
The Authority has identified the policies listed in the previous section which 
will be subject to equality impact assessment across all strands of diversity 
over the three year period of this Scheme, i.e. age, disability, gender, race, 
religion or belief and sexual orientation. 
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The process involves officers making an initial screening based on existing 
knowledge, data and best estimates of the scope of the issue and the people 
it will affect.  If inequalities are identified, a full impact assessment will be 
carried out by a small team comprising Police Authority officers and members 
who have received appropriate training, and Constabulary staff. 
 
The Authority’s Diversity Working Group will give initial consideration to the 
findings of all impact assessments.  Assessments will be signed-off by the 
relevant committee of the Authority according to the subject matter.  The 
outcomes of assessments will be posted on the Authority’s website. 
 
The Authority will consult both internally and externally with relevant 
organisations and individuals on each equality impact assessment as 
appropriate. 
 
 
Consultation and Community Engagement 
 
The Police Authority and Constabulary aim to provide a fair and equitable 
police service to everyone in Suffolk.  It is recognised that actively engaged 
communities can contribute significantly to improving policing services, 
reducing anti-social behaviour and solving crime. To that end, we are 
committed to engaging with the people of Suffolk and listening to their views 
to help us to identify areas for improvement in delivering citizen-focused 
policing to suit the needs of local communities. 
 
The Authority and Constabulary have published a joint Community 
Engagement Strategy and annual delivery programmes which are on the 
Police Authority’s website at www.suffolkpoliceauthority.org.uk. 
 
The Police Authority’s strategic aim for effective community engagement as 
set out in the Community Engagement Strategy is:  
 

“To provide a responsive and accountable policing service, which 
identifies its priorities through effective and consistent engagement with 
our communities and partners involving them, where appropriate, in 
jointly funding solutions to local problems”. 

 
The Authority has three overarching objectives for community engagement. 
 

• to ensure that its statutory responsibility for engagement are fulfilled; 
• to monitor and scrutinise the Constabulary’s community engagement 

activities, as outlined in annual community engagement programmes; 
• to promote enhanced citizenship and community confidence in the 

activities of both the Authority and Constabulary. 
 
A priority will be to develop ways of engaging more effectively with minority 
ethnic communities and people from other minority interest groups.  
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The Constabulary and Authority collect information from ‘service users’ in a 
number of ways including user satisfaction surveys of victims of crime under 
APACS (Assessment of Policing and Community Safety); satisfaction surveys 
of people who have made emergency and non-emergency telephone calls; 
and a Public Survey which asks residents of Suffolk a range of questions 
about crime and disorder issues in their area, including asking them to identify 
their priorities for the police in the area in which they live.  The public survey 
asks questions in support of the collection of data against the six strands of 
diversity, i.e. race, disability, gender, age, sexual orientation and 
religion/religious belief.  The APACS surveys exclude sexual orientation. 
 
The Police Authority is a member of the Suffolk Speaks Partnership which 
commissions a range of consultation activity with residents of Suffolk.  More 
information about the work of the partnership is available via the following 
weblink: http://suffolk.gov.uk.The partnership has conducted a number of 
focus groups with members from the Kurdish, Polish and Portuguese 
communities, single parents and young adults.  Actions arising from the focus 
groups are being taken forward by the multi-agency County Community 
Cohesion and Inclusion Partnership. The summary of findings can be viewed 
via the following weblink: http://www.suffolk.gov.uk/NR/rdonlyres/7407046D-
0AB3-4847-A467-3258F3CF99C7/121950/Focusgroups.doc  
 
The partnership has also set up an online discussion forum in order to hear 
more about people’s experiences of using the various services, including 
safety and policing issues. The forum can be accessed via this weblink: 
http://www.ors.org.uk/suffolk/forums/ 
 
 
Duty to Promote Equality and Diversity 
 
Police and Justice Act 2006 
 
Regulations made under the Police and Justice Act 2006 (PJA) created a new 
positive duty for police authorities with effect from 14 March 2008: 
 

“A police authority shall promote equality and diversity within the police 
force maintained for its area and within the authority.” 

 
The PJA also places a duty on police authorities to monitor the performance 
of the police force maintained for its area in complying with the duties imposed 
by the Human Rights Act 1998. 
 
Currently, as detailed in previous sections of this Scheme, police authorities 
and forces have general statutory duties in respect of race, disability and 
gender, and specific duties which require them to have equality schemes in 
place saying how those general duties will be met. 
 
The new PJA duty extends the existing equality duties by stating that a police 
authority should also consider how it promotes equality and diversity within 
both this force and the authority. 
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Guidance 
 
The Home Office agreed that the new duty for police authorities could be 
supported by non-statutory guidance.  Guidance has been developed by the 
Association of Police Authorities (APA). 
 
The following areas are identified for consideration by authorities in meeting 
the PJA duty: 
 

• consider whether the authority should have greater involvement in the 
force’s internal staffing issues, in particular on recruitment, promotion 
and retention and staff/cultural surveys; 

• develop authority relationships with staff support groups where they do 
not already exist, e.g. Black Police Association (BPA), Gay Police 
Association (GPA) British Association for Women in Policing (BAWP), 
Association of Muslim Police (AMP) and Disabled Police Association 
(DPA); 

• monitor the force’s use of their confidential reporting facility; 
• encourage their chief officer to undertake an equal pay audit and to 

deliver on its outcomes and recommendations. 
 
In order to ensure that equalities and diversity issues are progressed within 
the Authority, as well as to ensure effective scrutiny of the force, the guidance 
recommends a number of key areas police authorities should consider, 
including: 
 

• the appointment of a lead member (ideally the chair of the authority) for 
equalities and diversity to ensure ownership and drive for delivering 
from within membership of the authority; 

• the appointment of a full-time police authority Equality and Diversity 
Officer; 

• a review of governance arrangements to ensure there is an appropriate 
reporting mechanism for equality and diversity; 

• place a standing item on all police authority committee agendas to 
consider equality and diversity implications of business. 

 
The APA has summarised these key areas and other measures which 
authorities are recommended to consider in meeting the PJA duty.  The 
summary, (attached as Appendix F) provides criteria against which authorities 
can assess whether they are achieving the ‘Minimum Standard’ or the ‘Gold 
Standard’.   
 
The Authority either already meets, or is committed to meeting, the ‘minimum 
standard’ for all of the specified areas.  In many cases, the ‘gold standard’ is 
already met.  The Authority will review its position on individual items as part 
of the Action Plan for this Scheme. 
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Monitoring the Constabulary’s Equality and Diversity Performance 
 
The Authority has long-standing arrangements in place for monitoring the 
Constabulary’s performance in relation to progress against its Race Equality 
Scheme.  More recently, the arrangements have been extended to include the 
Disability and Gender Equality Schemes. 
 
In relation to the Constabulary’s internal staffing issues, the Authority is 
closely involved in developing the annual Human Resources Costed Plan and 
Training and Development Plan.  The Plans include key objectives for 
recruitment, promotion, retention and training, including action and progress 
against the Initial Police Learning and Development Programme (IPLDP).  
Performance is monitored by the Authority’s Human Resources and Staff 
Liaison Committee on a quarterly basis.  The Committee is also closely 
involved in developing the two yearly staff/cultural survey and evaluation of 
the results. 
 
The Monitoring and Audit Committee monitors Stop Search data on a 
quarterly basis and the Vice Chair of the Authority also audits Stop Search 
incident forms with the Assistant Chief Constable.  The Independent Advisory 
Group (IAG) also reviews Stop Search data.  The Authority and the IAG are 
represented on the Constabulary’s Stop Search Working Group and on the 
community-led Stop Search Reference Group which monitors incident forms 
on a regular basis. 
 
The Monitoring and Audit Committee also monitors complaints in relation to 
diversity and the Constabulary’s confidential reporting facilities. 
 
The Authority will continue to monitor the Constabulary’s performance on 
equalities and diversity through progress reports on its Single Equality 
Scheme, the Human Resources Costed Plan and Training and Development 
Plan and other areas identified in the preceding paragraphs.  As required 
under the PJA, the Authority will monitor the Constabulary’s compliance with 
the duties imposed by the Human Rights Act 1998. 
 
 
Training 
 
The Authority will ensure that staff, members and volunteers receive 
appropriate equalities and diversity training. 
 
In line with advice in the APA guidance document “APA Race and Diversity 
Training Guidance : A Quality Assurance Standard for Police Authority 
Members, Staff and Volunteers”, the Authority has agreed that all members 
and staff should be trained against the National Occupational Standard (NOS) 
for the criminal justice sector AA1 (Promote Equality and Value Diversity). The 
APA has developed two training modules for police authorities. 
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The first module  (Diversity, Fairness and Equality) was attended by  
members and staff in April 2008.  The second module (Equality Impact 
Assessment) was delivered in June 2008. 
 
Guidance recommends that chairs and vice chairs of police authorities and 
senior managers should be trained to NOS AA2 (Develop a Culture and 
Systems that Promote Equality and Values Diversity).  This will be taken 
forward as an action for consideration. 
 
The Authority has two groups of volunteers, Independent Custody Visitors 
(ICV) and Independent Advisory Group (IAG) members.  The Authority will 
consider the most appropriate level of equalities and diversity training for 
these groups. 
 
 
The Authority will keep under review the need for ongoing equalities and 
diversity training for members, officers and volunteers arising from the specific 
strands of diversity. 
 
 
Action Plan 
 
An Action Plan setting out how the Authority will meet its statutory equalities 
and diversity duties is attached at Appendix G. 
 
 
Public Access to Information and Services 
 
The Authority is committed to ensuring that information about the Authority 
and our services are accessible to the whole community. 
 
Buildings 
 
The Police Authority Staff Team occupies offices at the Police Headquarters 
building at Martlesham Heath.  Responsibility for management of the 
Authority’s buildings estate has been delegated to the Chief Constable.  
Meetings of the Police Authority and its committees are open to the public and 
are normally held at Police Headquarters.  Extensive work has been carried 
out to improve access to buildings for wheelchair users, with ramps and 
automatic doors to main entrances and the provision of toilets for disabled 
people.  Disability groups were involved in this project.  Hearing loops are 
provided in the conference rooms where formal Authority meetings are held 
and in the Police Authority’s meeting room.  On those occasions when 
Authority meetings are held off-site, we will choose venues that provide 
wheelchair access and hearing loop facilities and, wherever possible, meet 
the other essential needs of disabled people. 
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Information 
 
The Police Authority provides information to the public in a variety of ways.  
The Authority’s website www.suffolkpoliceauthority.org.uk includes information 
about the Authority, its policies and procedures and gives access to published 
documents, committee reports and minutes.  Current issues and news items 
are also posted.  In order to meet its legal obligations under the Disability 
Discrimination Act 2005, the Authority has made substantial improvements to 
the accessibility of information on its website. 
 
The Website Accessibility Initiative (WAI) has developed guidelines which are 
widely regarded as the international standard for web accessibility.  There are 
three levels of compliance: ‘A’, double ‘A’ and triple ‘A’.  The Authority’s 
website currently meets the double ‘A’ standard.  While the site also passes 
all of the automatic tests for triple ‘A’ compliance, the manual checks for triple 
‘A’ are extensive and it is difficult for anything other than a text only site to 
achieve that standard. 
 
“Browse Aloud” is available to download on the Authority’s website.  This 
software makes websites speech enabled and assists people who have 
reading difficulties and visual impairments. 
 
Automatic translations of information on the Authority’s website homepage are 
available in the following languages: Chinese, French, German, Italian, 
Portuguese, Russian and Spanish. 
 
Developments for improving accessibility to the Authority’s website will be 
kept under review in conjunction with the Constabulary’s website co-ordinator. 
 
In order to facilitate good communications, the Authority is willing to consider 
the provision of a summary of any document that it publishes in other 
languages or formats on request. 
 
Information about policing in Suffolk is also provided to all householders 
through the publication of local policing summaries, a statutory requirement 
for police authorities.  The summaries include a statement of the Authority’s 
priorities for the forthcoming year and an assessment of the Constabulary’s 
performance against priorities set for the previous year. 
 
There are times when it is not possible for the Authority to release information 
to the public.  Such occasions include where: 
 

• information relates to National Security and disclosure is not in the 
public interest; 

• information is of relevance to a current police investigation (Article 
10(2) European Convention on Human Rights – Prevention and 
Detection of Crime); 

• disclosure breaches Article 8 of the European Convention on Human 
Rights (e.g. disclosing personal information to third parties); 

• information originates from third parties and is held in confidence; 
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• information discloses police tactics and methodologies used to prevent 
or detect crime.  (Article 10(2) European Convention on Human 
Rights); 

• information is covered by the Data Protection Act 1998 and an 
exemption allowing disclosure does not apply; 

• information is  covered by an exemption from disclosure under the 
Freedom of Information Act 2000; 

• where information is currently sub judice. 
 
 
Publishing the Scheme 
 
The Authority is committed to ensuring that information relating to its services 
is accessible to the whole community.  The Authority will seek to ensure that 
any barriers to effective communication and consultation are removed. 
 
This Single Equality Scheme is published on the Authority’s website at 
www.suffolkpoliceauthority.org.uk.    The document has also been made 
available to the various interest groups covering all strands of diversity in 
Suffolk, partners and others consulted on the Scheme.   
 
The Scheme is available in other formats on request, i.e. large type, Braille, 
audiotape and compact disk.  The Authority will consider the provision of a 
summary of the Scheme in other languages on request. 
 
A summary of the progress made through our action plan and any other up to 
date relevant information about the Scheme will be published on the 
Authority’s website. 
 
 
Complaints 
 
If a member of the public believes that they have been affected by a failure of 
Suffolk Police Authority to comply with its statutory obligations in relation to 
equalities matters, they should complain to: 
 
 Chief Executive 
 Suffolk Police Authority 
 Police Headquarters 
 Martlesham Heath 
 IPSWICH 
 Suffolk 
 IP5 3QS 
 
Telephone: 01473 782777 
Email:  spa@suffolk.pnn.police.uk 
 
Complaints can be made in writing, by email or by telephone, or in person by 
prior appointment.  If you wish to discuss a possible complaint or other issue 
please contact the Chief Executive to the Authority. 
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The Authority will acknowledge complaints immediately and will contact the 
complainant to discuss the most appropriate way to progress and deal with 
the problem.  The Authority aims to complete an initial investigation and 
respond to the complainant within 28 days (although exceptional or complex 
cases may take longer).  This will include information about pursuing the 
complaint further with the Equality and Human Rights Commission. 
 
All complaints made in respect of this Scheme will be monitored by the Chief 
Executive and reported to the Authority. 
 
Where a complaint relates to the actions of an individual member of staff this 
will be dealt under disciplinary procedures. 
 
Where a complaint relates to the actions of an individual member of the 
Authority this will be dealt with under the Authority’s Code of Conduct in 
respect of members of the Authority. 
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APPENDIX A 
 
Equal Opportunities Policy 
 
Suffolk Constabulary and Suffolk Police Authority are firmly committed to 
achieving equality of opportunity within the organisation and in all aspects of 
our work and service delivery. 
 
The key objective of equality of opportunity is to ensure fair and non-
discriminatory treatment for all, irrespective of an individual’s gender, 
nationality, race, colour, ethnic origin, age, disability, gender reassignment, 
marital or family status, religion or religious beliefs, sexual orientation or trade 
union membership or any other grounds giving rise to unfair or unjustified 
discriminatory behaviour or processes. 

 
This Policy indicates both Intent and Principles. It recognises Suffolk 
Constabulary and Suffolk Police Authority’s legal obligations as an employer 
and public service provider and accords with current legislation and guidance 
offered by the Home Office, the Equal Opportunities Commission, the 
Commission for Racial Equality and the Disability Rights Commission. 
 
Suffolk Constabulary and Suffolk Police Authority operate within a culture that 
values diversity and promotes good practice through policies and procedures, 
which may exceed the scope of current legislation. No form of discrimination, 
harassment or victimisation will be tolerated whether these acts are committed 
within the organisation or by external service providers or users. 
 
Our ultimate aim is to provide a working environment and service provision 
that reflects the diversity of background and culture within which we operate, 
is free from any form of harassment, intimidation, victimisation or unjustifiable 
discrimination, and within which individuals are treated openly and fairly with 
dignity and respect. 
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APPENDIX B 

 
Diversity Policy 
 
Suffolk Constabulary and Suffolk Police Authority recognise their legal and 
moral duty as an employer and service provider and are firmly committed to 
achieving equality of opportunity within the organisation and in all aspects of 
our work and service delivery. 
 
To achieve this we will actively promote a culture which respects and values 
diversity and encourages good practice and developments, which extend 
beyond the scope of existing legislation.   
 
We will strive to provide a working environment and service provision, which 
reflects the diversity of backgrounds and cultures within which we operate. 
This will entail regularly monitoring the make up of our workforce, identifying 
barriers and adopting proactive measures to achieve a balanced 
representation of all groups at all levels through the organisation as well as 
providing training to enable staff to understand their personal responsibility 
and to recognise and value differences. 
 
Managing diversity cuts across many areas of work. To achieve greater 
consistency we will provide a framework of policies and practices to ensure 
that individuals are treated openly and fairly, with dignity and respect and are 
free from any form of harassment, intimidation, victimisation or unjustifiable 
discrimination. Inappropriate behaviour will be discouraged and challenged 
and measures taken to provide redress. 
 
To progress diversity issues we will facilitate the contribution of staff from 
minority groups, consult with local communities, engage with regional and 
national associations and support the development and implementation of 
service-wide initiatives. 
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APPENDIX C 
 

LEGAL CONTEXT FOR THE SINGLE EQUALITY SCHEME 
 

Human Rights 
 
The United Nations adopted the Universal Declaration of Human Rights in 
1948 which set out the fundamental rights and freedoms shared by all human 
beings.  It resulted from strong international support following the Holocaust 
and World War II in order to protect future generations from such horrors. 
 
The Universal Declaration set out the fundamental rights and freedoms 
showed by all human beings based on core principles like dignity, equality and 
respect.  They inspired a range of international and regional human rights 
treaties and formed the basis for the European Convention on Human Rights 
in 1950.  The European Convention protects the human rights of people in 
countries that belong to the Council of Europe which includes the United 
Kingdom. 
 
Until 1998, people in the United Kingdom had to complain to the European 
Court of Human Rights in Strasbourg if they felt their rights under the 
European Convention had been breached.  The Human Rights Act 1998 
made these human rights part of our domestic law, and courts in the United 
Kingdom can now hear human rights cases. 
 
Amongst other things, the Police and Justice Act 2006 places a duty on a 
police authority to monitor the performance of the police force maintained for 
its area in complying with the duties imposed on that force by the Human 
Rights Act 1998 (Chapter 42). 
 
Duty to Promote Equality and Diversity 
 
The Police and Justice Act 2006 places a new duty on police authorities to 
promote equality and diversity within the police force maintained for its area 
and within the authority.  The duty came into effect on 14 March 2008. 
 
Disability 
 
The main statute is the Disability Discrimination Act 1995 as amended by the 
Disability Discrimination Act 2005 and supplemented by the Disability 
Discrimination (Public Authorities) (Statutory Duties) Regulations 2005. 
 
The Disability Discrimination Act 1995 (the Act) introduced new laws making it 
an offence to discriminate against disabled people, giving disabled people 
new rights in the areas of employment and accessing goods and services, 
making it illegal to refuse to serve a disabled person, or offer a lower standard 
of service to a disabled person for a reason related to their disability.  The Act 
was amended in 1999 and made it a requirement for organisations to make 
reasonable adjustments for disabled people in the way they provided their 
services.  A further amendment in 2004 made it a requirement for 
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organisations to make reasonable adjustments to physical features of their 
premises to overcome physical barriers to access for disabled people.  The 
latest amendment to the Act by the Disability Discrimination Act 2005, places 
a duty on all public authorities, including police forces and police authorities, 
to promote disability equality requiring a proactive approach to disability 
issues. 
 
This legislation imposes both general and specific duties on public authorities.  
The General Duty requires that public authorities, in carrying out their 
functions, have due regard to the need to: 
 

• promote equality of opportunity between disabled persons and other 
persons; 

• eliminate discrimination that is unlawful under the Act; 
• eliminate harassment of disabled people that is related to their 

disabilities; 
• promote positive attitudes towards disabled people; 
• encourage participation by disabled persons in public life; 
• take steps to take account of disabled peoples’ disabilities, even where 

that involves treating disabled persons more favourably than other 
people. 

 
Regulations place a Specific Duty on public authorities to publish a Disability 
Equality Scheme by December 2006 showing how the authority intends to 
fulfil its general and specific duties.  A public authority must: 
 

• involve disabled people in the development of the Scheme; 
• include a statement in the Scheme of: 

 
 the ways in which disabled people have been involved in its 

development; 
 the methods of assessing the impact of its policies and practices 

on equality for disabled persons; 
 the steps proposed to fulfil the requirements of the General Duty 

(an “action plan”); 
 the arrangements for gathering information in relation to 

disabled employees; 
 the arrangements for gathering information on the extent to 

which the services it provides and functions it performs take 
account of the needs of disabled persons; 

 the arrangements for putting the information gathered to use, i.e. 
reviewing the effectiveness of the action plan to assist with the 
preparation of subsequent Disability Equality Schemes; 

 
• review its Scheme and publish a revised Scheme within three years of 

the Scheme being published; 
• publish an annual report summarising the steps taken to achieve the 

proposals in the action plan, the results of any information gathering 
exercises and how the information has been used. 
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Race 
 
The Race Relations Act 1976 makes it unlawful to discriminate on racial 
grounds in relation to employment, training and education, the provision of 
goods, facilities and services and other specified activities.  Racial grounds 
are defined as colour, race, nationality or ethnic or national origin. 
 
The Race Relations (Amendment) Act 2000 amended the Race Relations Act 
1976 to include a duty to promote race equality.  There are both general and 
specific duties.  The General Duty requires public bodies to have due regard 
to the need to: 
 

• eliminate unlawful racial discrimination; 
• promote equality of opportunity between persons of different racial 

groups, and 
• promote good relations between persons of different racial groups. 

 
The Specific Duties require public bodies, including police authorities, to 
prepare and publish a Race Equality Scheme and to monitor the authority’s 
employment procedures and practice.  In particular, a Race Equality Scheme 
must state the authority’s functions and policies that are relevant to the 
performance of the general duty to promote race equality. 
 
Also, the Scheme must state the arrangements for: 
 

• assessing and consulting on the likely impact of proposed policies for 
promoting race equality; 

• monitoring policies for any adverse impact on promoting race equality; 
• publishing the results of any assessments, consultation and monitoring 

of functions and policies; 
• ensuring public access to information and services provided; 
• training staff on the duty to promote race equality; 
• monitoring employment procedures and practices. 

 
The assessment of functions and policies relevant to the general duty must be 
reviewed within a period of three years from 31 May 2002 and within each 
further period of three years. 
 
Gender 
 
The Sex Discrimination Act 1975 and the Sex Discrimination Act 1998 prohibit 
discrimination on grounds of a person’s gender in employment and the 
provision of goods, facilities and services.  The Equal Pay Act 1970 made 
discrimination in pay unlawful. The Sex Discrimination (Gender 
Reassignment) Regulations 1999 extend the Sex Discrimination Act 1975 to 
cover discrimination on grounds of gender reassignment in employment and 
vocational training. 
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The Equality Act 2006 amended the Sex Discrimination Act 1975 and places a 
positive duty on public authorities to promote gender equality in undertaking 
their key functions, including equal pay and came into force on 6 April 2007.  
The general gender equality duty requires public authorities in carrying out 
their duties to have due regard to the need to: 
 

• eliminate unlawful discrimination; 
• promote equality of opportunity between men and women. 

 
Regulations made under the Equality Act 2006 place specific duties on listed 
public authorities to support them in meeting the general duty and to assist 
them in fulfilling the objective of greater equality between men and women. 
 
In summary, the specific duties provide that the public authority should: 
 

• prepare and publish a Gender Equality Scheme showing how it will 
meet its general duty and specific duties and setting out its gender 
equality objectives; 

• in preparing a scheme: 
 

 consult employees, service users and others (including trade 
unions); 

 take into account any information it has gathered or considers 
relevant as to how its policies and practices affect gender 
equality in the workplace and in the delivery of its services; 

 in formulating its overall gender equality objectives, consider the 
need to have objectives to address the causes of any gender 
pay gap. 

 
• ensure that the scheme sets out the actions the authority has taken or 

intends to take: 
 

 gather information on the effect of its policies and practices on 
men and women, in employment, services and performance of 
its functions; 

 use the information to review the implementation of the scheme 
objectives; 

 assess the impact of its current and future policies and practices 
on gender equality; 

 consult relevant employees, service users and others (including 
trade unions); 

 ensure implementation of the scheme objectives. 
 

• implement the scheme and their actions for gathering and using 
information within three years of publication of the scheme, unless it is 
unreasonable or impracticable to do so; 

• review and revise the scheme at least every three years; 
• report on progress annually. 
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The Gender Recognition Act 2004 provides transsexual people with legal 
recognition in their acquired gender.  Legal recognition will follow from the 
issue of a full gender recognition certificate by a Gender Recognition Panel 
which must be satisfied that the applicant: 
 

• has, or has had, gender dysphoria; 
• has lived in the acquired gender throughout the preceding two years; 

and 
• intends to continue to live in the acquired gender until death. 

 
The legislation provides for the creation of a modified birth certificate to reflect 
the person’s new gender. 
 
The Act makes it unlawful for anyone to reveal a person’s ‘assigned gender at 
birth’ without the permission of the individual. 
 
The Goods and Services Directive 2004/13 extended, within the Sex 
Discrimination Act, the scope of legal protection e.g. assist discrimination on 
the grounds of gender reassignment to include the provision of goods, 
facilities and services. 
 
Under the Data Protection Act 1998, transsexual identity and gender 
reassignment would constitute ‘sensitive data’ for the purposes of the 
legislation. 
 
 
Religion or Belief 
 
The Employment Equality (Religion or Belief) Regulations 2003 make it 
unlawful to discriminate either directly or indirectly, on grounds of religion or 
belief in employment and vocational training.  They also prohibit victimisation 
and harassment. 
 
The Equality Act 2006 makes it unlawful for a public authority to discriminate 
against anyone who seeks to obtain goods, facilities or services provided by 
the authority on grounds of religion or belief. 
 
 
Sexual Orientation 
 
The Employment Equality (Sexual Orientation) Regulations 2003 make it 
unlawful to discriminate directly or indirectly against anyone on grounds of 
sexual orientation with regard to access to employment, terms of employment 
and vocational training.  The legislation also makes it unlawful to subject 
Lesbian, Gay and Bisexual employees to harassment and bullying in the 
workplace and places this duty on the employer.   
 
The Equality Act (Sexual Orientation) Regulations 2007 extended this 
protection to cover the provision of goods and services. 
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The Civil Partnership Act 2004 enables same-sex couples to obtain legal 
recognition of their relationship by forming a civil partnership. The Act amends 
the Sexual Discrimination Act 1975 to extend the prohibition of discrimination 
against persons to cover civil partners, including provision prohibiting 
discrimination in the field of employment. 
 
 
Age 
 
The Employment Equality (Age) Regulations 2006 make it unlawful to 
discriminate on grounds of age in employment and vocational training.  They 
prohibit direct or indirect discrimination, victimisation, instructions to 
discriminate and harassment.  The Regulations do not cover discrimination in 
the provision of goods, facilities or services. 
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APPENDIX D 
 
 
ETHNICITY AND GENDER ANALYSIS OF POLICE AUTHORITY MEMBERS AND 
STAFF AS AT 31 MARCH 2009 
 
 
A Police Authority Members 
 
 GENDER 
 

  Female  Male  Totals 
 
Police Authority 

 
Standards Committee 
Independent Members 
 

 
9 
 
1 
 

 
8 
  
 
1 

 
 17 

 
 

 2 
 

  
 

 
 ETHNICITY 
 

(i) Black and Minority Ethnic Membership 
 

 
 

 

 
Black & 
Minority 
Ethnic 

Members 

 
White  

Members 

 
Black & 
Minority 
Ethnic 

Members 
(%) 

Black & 
Minority 
Ethnic 

Population 
of Police 
Authority 
Area (%) 

 
Police Authority 
 
Standards Committee 
Independent 
Members 
 

 
1 
 
 
0 
 

 
16 
 
 

 2 

 
5.9 

 
 
- 

 
} 
}     2.8 
} 
} 
 

 
 

(ii) Membership by Category of Member and Ethnic Group 
 

 
Ethnic Group 

 
 

 
County 

Councillor 
Members 

 
Independent 

Members 

 
Totals

Standards 
Committee 

Independent 
Members 

 
White – British 
               

 
9 
 

 
8 
 

 
17 
 

 
2 
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Asian or Asian 
British -Indian 
 

 
 
 
- 

 
 
 
1 

 
 
 

1 

 9 8 17 2 
 
 

B Police Authority Staff  
 
 GENDER 
 

  Female Staff Male Staff Totals 
 
Police Authority Staff 
Team 
 

 
4  
 

 
4  
  
 

 
8 
   

Totals 4 4 8 
 
  
 ETHNICITY 
  

 
Ethnic Group 

 

 
Police Authority Staff 

Team 

 
Totals 

 
White British 

                

 
8 
 

 
8 
 

Totals 8 8 
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APPENDIX E 
LIST OF CONSULTEES 

 
Access Group for Suffolk; 
Age Concern 
Autism Suffolk; 
Balkan Cultural Centre; 
Bangladeshi Support Centre; 
Bridge Project 
Chief Constable; 
Criminal Justice Board; 
Community Care, Ipswich NHS Trust 
CSV Media 
Diocese of St Edmundsbury & Ipswich 
Disabled Advice Bureau 
Disability Forum for Suffolk 
Domestic Information Helpline 
East Anglian Indian Association 
East Suffolk Association for the Blind; 
East Suffolk MIND Focus Group; 
Fightback Trust 
Genesis (Orwell Mencap); 
Gypsy and Traveller Liaison Group 
Independent Advisory Group (IAG) 
Ipswich Blind Society 
Ipswich Blind Society Men’s Group; 
Ipswich Buddhist Centre 
Ipswich Caribbean Association; 
Ipswich Chinese Culture Language Centre; 
Ipswich and Suffolk Council for Racial Equality (ISCRE); 
Ipswich and Suffolk Indian Association; 
Ipswich and Suffolk Muslim Community Centre and Mosque; 
Islam Society 
Lowestoft International Support Group 
Optua; 
MS Society 
Newmarket & Dstrict Muslim Welfare Society 
Newmarket Mosque 
Nia Project 
Police Authority Staff Team; 
Police Federation; 
Physical & Sensory Disabilities Partnership Board; 
Racial Harassment Forum; 
Racial Harassment Initiative; 
Reachout Suffolk – Staff Disability Group; 
Refugee Council; 
Refugee Support Forum; 
Shajalal Community Centre; 
Society of Friends 
Suffolk Association of Voluntary Organisations 
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Suffolk Association of Women in Policing; 
Suffolk Black Police Association; 
Suffolk Chinese Community Association; 
Suffolk Chinese Family Welfare Association; 
Suffolk Community HIV Service; 
Suffolk County Council Diversity Manager; 
Suffolk Constabulary Diversity Unit;  
Suffolk Constabulary Domestic Violence Development Co-ordinator; 
Suffolk Deaf Association; 
Suffolk Family Carers  
Suffolk Gay and Lesbian Helpline – Transgender Group and Women’s Group 
Suffolk Gay Police Association; 
Suffolk Hearing Support Services; 
Suffolk Inter-Faith Resource; 
Suffolk Joint Diversity Working Group; 
Suffolk Sikh Association; 
Superintendents’ Association; 
UNISON; 
Waterfront Community Centre 
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APPENDIX F 
POLICE AND JUSTICE ACT 2006  

 
Duty to Promote Equality and Diversity 

 
APA recommended Minimum Standard and Gold Standard 
 

 Minimum Standard Gold Standard Outcome 
1 The police authority has 

three compliant equality 
schemes for disability, 
gender and race.  All of 
which lay out how the 
authority will meet the 
new PJA. 

The police authority has 
a compliant combined 
equality scheme which 
lays out how the 
authority will meet the 
new PJA.   
This will be a ‘living’ 
document which is 
regularly monitored, 
and on which an annual 
report is produced and 
made available to the 
pubic in order to 
demonstrate 
compliance and 
commitment. 

Compliance with 
equalities legislation 

2 The police authority has 
a member who leads on 
equality and diversity 
for the police authority. 

The Chair of the police 
authority is the lead for 
equality and diversity 
thereby showing 
leadership and the 
commitment of the 
authority 

Demonstration of 
commitment, 
leadership and 
ownership 

3 The police authority has 
an officer with 
responsibility for 
equalities as part of JD 
and brief. 

A dedicated officer is 
employed by the 
authority solely to 
deliver the police 
authority’s equalities 
duties and ensure 
compliance of the force. 

Effective and 
compliant delivery 

4 The police authority has 
a committee structure 
which considers 
equality and diversity. 

A dedicated committee 
which co-ordinates the 
police authority’s 
response to the 
equalities duties and 
which regularly co-
ordinates the scrutiny of 
the force and ensures 
that the other authority 
committees are fully 
meeting their duty  

Co-ordinated, 
consistent and 
progressive approach 
to the delivery of 
equality and diversity 
duties and functions 
including effective 
scrutiny of the force. 

5 The police authority will 
ensure that all reports 
prepared for all 

As well as ensuring that 
all reports of the 
authority are assessed 

Effective and 
compliant delivery 
and the authority 
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 Minimum Standard Gold Standard Outcome 
authority meetings are 
assessed for potential 
impact on equality and 
diversity. 

for potential impact, the 
authority has a standing 
item on all agendas to 
consider any equality 
and diversity 
implications of the 
authority’s business. 

ensures that it is 
compliant with 
equalities legislation, 
the 121st 
recommendation 
from the CRE formal 
report.   
 
Also, the authority 
also has a clear audit 
trail in terms of 
decision making to 
individual members 
and officers if the 
authority is ever 
challenged. 

6 All members, officers 
and volunteers of the 
police authority receive 
appropriate and 
ongoing equalities 
training meeting NOS 
AA1 

All members, officers 
and volunteers of the 
police authority receive 
appropriate and 
ongoing equalities 
training meeting NOS 
AA1 and NOS AA2 
were relevant.  This 
training is then 
supported by on-going 
assessment through 
PDR. 

Compliance with 
equalities legislation 

7 The police authority has 
a formal process for the 
monitoring of equality 
impact assessments of 
both the authority as 
well as those produced 
by the force. 

Police authority 
publishes an annual 
report on its equality 
impact assessment 
programme.   
The authority also 
conducts ‘dip sampling’ 
of force impact 
assessments, and 
encourages the force to 
produce an accessible 
annual report on the 
progress of their impact 
assessment 
programme.  

Compliance with 
equalities legislation 

8 The police authority has 
a community 
engagement and 
communication strategy 
which demonstrates 
how the authority will 
meet its duties to 
engage and involve the 

The police authority has 
a community 
engagement and 
communication strategy 
which is developed in 
partnership with key 
local partners. 

The authority is 
effectively meeting its 
statutory and moral 
obligations to engage 
with all members of 
the community, 
including the usually 
excluded, in relation 
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 Minimum Standard Gold Standard Outcome 
usually excluded.  This 
should include:  
• consulting on 

policing priorities  
• development of 

equalities schemes 
• equality impact 

assessments 
• ensuring the local 

community 
understands their 
rights in relation to 
stop/search 

• involving the 
community in 
scrutiny of 
stop/search data 

• considerations of 
counter terrorism 
issues    

to key policing and 
community safety 
issues.  Wherever 
possible, this is done 
in partnership to 
ensure value for 
money, a joined up 
approach and the 
reduction of 
consultation fatigue. 

9 The police authority 
should receive, monitor 
and challenge quarterly 
reports on internal force 
equality and diversity 
matters including: 
• progress against 

force equality 
scheme/s 

• relevant force 
impact assessments 

• employment 
monitoring data 

• PRDLDP 
• internal hate crime 
• internal positive 

action initiatives 
• confidential 

reporting line 

The police authority 
ensures that the force 
produces relevant 
update reports on all 
internal equality issues 
on a bi-monthly basis, 
and ensures the quality 
of the data by: 
• regularly engaging 

in the dip sampling 
of data 

• ‘mystery shopper’ 
attendance at 
relevant training 

• Taking up 
membership of 
internal force 
monitoring 
meetings. 

The authority is 
proactive and 
regularly engaged in 
ensuring that equality 
and diversity is 
promoted effectively 
with in their force, 
and the chief officer 
is aware of the 
authority’s 
commitment to 
ensuring the 
improvement of force 
performance in 
relation to equality 
and diversity issues. 

10 The police authority 
should receive, monitor 
and challenge quarterly 
reports on external 
force equality and 
diversity matters 
including: 
• External positive 

action initiatives 
• stop/search data 
• external hate crime 

The police authority 
ensures that the force 
produces relevant 
update reports on all 
external equality issues 
on a bi-monthly basis, 
and ensures the quality 
of the data by: 
• regularly engaging 

in the dip sampling 
of data 

The authority is 
proactive and 
regularly engaged in 
ensuring that equality 
and diversity is 
effectively delivered 
externally, and the 
chief officer is aware 
of the authority’s 
commitment to 
ensuring the 
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 Minimum Standard Gold Standard Outcome 
• victim satisfaction 
• IAG progress 
 

• ‘mystery shopper’ 
attendance at 
relevant training 

• Taking up 
membership of 
internal force 
monitoring meetings 

 

improvement of force 
performance in 
relation to equality 
and diversity issues. 

11 The police authority 
should receive and 
challenge reports on 
staff surveys. 
 

The police authority is 
involved in both the 
planning of regular staff 
/cultural surveys as well 
as the evaluation of all 
results and the 
implementation of all 
recommendations.  

The authority is fully 
aware of all staffing 
concerns including 
any equalities issues, 
and ensures that the 
force is considered a 
local employer of 
choice. 

12 The police authority has 
regular contact with all 
staff associations and 
staff support groups in 
the force. 

Force staff associations 
and staff support 
groups are members of 
relevant police authority 
committees, and 
regularly feed into the 
police authority 
strategic processes, 
both formally and 
informally. 

The police authority 
is fully aware of all 
staffing issues, and is 
able to react both in 
terms of strategic 
direction as well as 
challenge of the chief 
officer. 
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                 APPENDIX G 
 

SUFFOLK POLICE AUTHORITY SINGLE EQUALITY SCHEME 2008-2011 
 

ACTION PLAN 
 

PART 1  - ACTIONS FOR PROMOTING EQUALITY AND DIVERSITY WITHIN THE AUTHORITY 
 

Action 
number and 
strand 

Action Outcomes Timescale Lead 
Responsibility 

Progress 

1. 
All strands 

Publish a Single 
Equality Scheme 
(SES)  
 
 
 

A Scheme that states how the Police 
Authority meets or proposes to meet 
its statutory duties to promote 
equality and diversity across all 
strands of diversity  
 

June 2008 Chief Executive  

2. 
All strands 

Make SES available to 
all Police Authority 
members, staff, 
volunteers  
 

To ensure that individuals are aware 
of the Authority’s equality and 
diversity responsibilities 

June 2008 Chief Executive  

3. 
All strands 
 

Publish SES on Police 
Authority website 
 
 

To increase public awareness of the 
Authority’s equality and diversity 
responsibilities and to invite 
comments on the Scheme 
 

June 2008 Chief Executive  

4. 
All strands 

Review equalities and 
diversity training needs 
of Police Authority 
members, staff and 
volunteers. 

An ongoing training plan for specific 
groups or individuals which take 
account of the National Occupational 
Standards for the criminal justice 
sector (AA1 and AA2) as appropriate.

March 2009 Chief Executive 
and Chair of the 
Authority. 

 



  52 
 

Action 
number and 
strand 

Action Outcomes Timescale Lead 
Responsibility 

Progress 

5. 
All strands 

Undertake equality 
impact assessments of 
policies/activities listed 
in SES that are 
relevant to the general 
duties to promote race, 
disability and gender 
equality 

 

To identify whether policies/activities 
are discriminatory and consider 
remedial action as necessary 

June 2008 
onwards 

Chief Executive  

6. 
All strands 

Review the SES and 
Action Plan at least 
annually and publish 
an Annual Report 
 

To enable the Authority to monitor 
progress and update actions as 
necessary, and to meet statutory 
requirements.  
Reports to Strategy Committee 
following annual review of the 
Scheme 
 

Each year 
from 
September 
2009 

Chief Executive  

7. 
All strands 

Undertake three-yearly 
review of SES and list 
of policies/activities 
relevant to general 
duties and publish 
revised Scheme  
 

To ensure that the Scheme 
addresses current issues, and to 
meet statutory requirements 

May 2011 Chief Executive  

8. 
All strands 

Review the Police 
Authority’s compliance 
with the Police and 
Justice Act 2006 (PJA) 
duty to promote 
equality and diversity  
 

Assessment against the Association 
of Police Authorities’ (APA) 
recommended ‘minimum’ and ‘gold’ 
standards to ensure compliance with 
the PJA duty to promote equality and 
diversity within the Authority and the 
Constabulary 
 

December 
2008 

Chief Executive   
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Action 
number and  
strand 

Action Outcomes Timescale Lead 
Responsibility 

Progress 

9. 
Race, 
disability and 
gender 
 

Undertake employment 
monitoring of staff in 
relation to ethnicity, 
disability and gender in 
order to meet statutory 
specific duties 
 

To ensure that the Authority’s 
policies and procedures are non-
discriminatory in respect of 
recruitment, promotion and training. 
Outcome to be published in Annual 
Report 
 

September 
2009 

Chief Executive  

10. 
All strands 

Review existing 
Authority relationships 
with staff associations, 
Unison and staff 
support groups  
 

To ensure ongoing and effective 
relationships with the various groups 
on equalities and diversity issues 

December 
2008 

Chair of the 
Authority 

 

11. 
All strands 

Monitor progress of the 
joint Community 
Engagement Strategy 
and Delivery 
Programmes in 
engaging with all 
communities 
 
 
 

To ensure that the views of all 
sections of the community, including 
‘hard to hear’ groups, are considered 
in setting policing and community 
safety priorities. 
Monitoring through progress reports 
to Engaging Communities Committee 
against Community Engagement 
Strategy annual delivery programmes

Ongoing  Chief 
Executive/Head of 
Policing and 
Professional 
Standards 
 

 

12. 
Disability 

Ensure that public 
meetings of the 
Authority are held in 
accessible venues with 
facilities to assist 
disabled people 

To enable disabled people to attend 
meetings and play a full part in 
Authority business 

Ongoing Chief Executive  
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Action 
number and 
strand 

Action Outcomes Timescale Lead 
Responsibility 

Progress 

13. 
Disability 

Continue to develop 
the Police Authority’s 
website 
 

To improve the accessibility of the 
website for disabled people 

Ongoing Chief Executive 
 
 

 

14. 
All strands 
 
 

Involve the 
Independent Advisory 
Group (IAG) in 
reviewing Authority 
policies and 
procedures 
 

To enable the Authority to consider a 
wide range of views from a cross-
section of the community 

Ongoing as 
and when 
necessary 

Chief Executive   

15. 
All strands 

Co-ordinate publicity 
campaigns in relation to 
Stop, Search and 
Encounter powers 
 

To raise public awareness of their 
rights under stop search powers 

June 2008 
and as 
appropriate 
thereafter 

Chief Executive  

 
 
PART 2 – MONITORING THE CONSTABULARY’S PERFORMANCE ON EQUALITY AND DIVERSITY 
 

Action 
number and 

strand 

Action Outcomes Timescale Lead 
Responsibility 

Progress 

16. 
All strands 
 
 
 
 

Monitor progress of the 
Constabulary’s Single 
Equality Scheme and 
Action Plan  

To ensure that the Chief Constable is 
effectively progressing the promotion 
of equalities and diversity within the 
force. 
Chief Constable to report to the 
Strategy Committee on progress of 
the Scheme following the annual 
review 

September 
2009 and 
annually 
thereafter 
 
 
 

Chief 
Executive/Head of 
Citizen Focus  
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Action 
number and 
strand 

Action Outcomes Timescale Lead 
Responsibility 

Progress 

17. 
All strands 

Receive reports of the 
work of the 
Constabulary’s 
Diversity Programme 
Board (DPB) 

To keep the Authority informed of the 
work of the DPB. 
Chief Constable and Vice Chair of 
the Authority to report to the 
Authority’s Strategy Committee  

Ongoing Chief 
Executive/Head of 
Citizen Focus and 
Vice Chair of the 
Authority 

 

18. 
All strands 
 
 
 

Monitor the 
Constabulary’s 
performance against 
the Human Resources 
Costed Plan and 
Training and 
Development Plan on 
equality and diversity 
issues 
 

To ensure that employment practices 
support the promotion of equality and 
diversity e.g. recruitment, promotion, 
retention, training and staff welfare. 
Chief Constable to submit quarterly 
performance reports to the  
Authority’s Human Resources and 
Staff Liaison Committee 

Ongoing  Chief 
Executive/Director 
of Human 
Resources 

 

19. 
All strands 
 
 
 
 

Monitor complaints 
received in relation to   
diversity issues  

To ensure that complaints of alleged 
discrimination on grounds of diversity 
are properly investigated and 
resolved. 
Chief Constable to submit six-
monthly reports to the Monitoring and 
Audit Committee  
 

Ongoing Chief 
Executive/Head of 
Policing and 
Professional 
Standards 

 

20.  
All strands 

Monitor data arising 
from the 
Constabulary’s use of 
Stop, Search and 
Encounter powers  
 

To enable the Authority to assess 
whether the powers are being used 
non-discriminatorily in order to 
improve public trust and confidence, 
and to seek explanations where 
disproportionality is identified.  
Monitoring through quarterly reports 
by the Chief Constable to the 
Monitoring and Audit Committee 

Ongoing  
 

Chief 
Executive/Head of 
Citizen Focus 
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Action 
number and 
strand 

Action Outcomes Timescale Lead 
Responsibility 

Progress 

21. 
All strands 
 
 

Monitor use of the 
Constabulary’s 
confidential reporting 
facilities for staff 

To enable the Authority to monitor 
how the facility is being used and its 
effect on complaints of discrimination 
Chief Constable to report to the 
Authority’s Monitoring and Audit 
Committee on use of the facilities 
 

Ongoing Chief 
Executive/Head of 
Policing and 
Professional 
Standards 

 

22. 
All strands 

Monitor the 
Constabulary’s 
compliance with the 
Human Rights Act 
1998 

To meet the Authority’s statutory duty 
under the Police and Justice Act 
2006. 
Chief Constable to report  
to full Police Authority. 
 

To be 
decided. 

Chief 
Executive/Chief 
Constable 

 

 
 
 


