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Committee(s): 
Professional Standards and Integrity Committee 
Police Authority Board 

Dated: 
25 November 2024 
4 December 2024 

Subject: Equity, Diversity, Inclusivity (EDI) Update Public 
 

Which outcomes in the City Corporation’s Corporate 
Plan does this proposal aim to impact directly? 

CoLP impact the following 
Corp Plan outcomes:  
Vibrant Thriving Destination- 
(Community Safety/ CT)  
Dynamic Economic Growth- 
(National Lead Force) 
 

Does this proposal require extra revenue and/or 
capital spending? 

N/A 

If so, how much? N/A 

What is the source of Funding? N/A 

Has this Funding Source been agreed with the 
Chamberlain’s Department? 

N/A 

Report of: Commissioner of Police 
 

For Information 
 

Report author: Det Supt Kate MacLeod 

 

Summary 

With our EDI strategy launched, new EDI Governance is in place internally and much 

activity is underway to drive these ambitions forward.  

Inclusivity, Culture and Organisational Development (ICOD) are now prioritising our 

Implementation Plan and Evaluation framework.  We also continue to deliver against 

our own internal actions plans as well as Nationally driven reporting and HMICFRS 

Inquiry.  

A range of modules have been delivered over our Summer period, cementing our 

active bystander and ethical dilemmas products and building in events to coincide 

with White Ribbon Month in November 2024. We are working hard to create new 

material to land from January 2025 onwards, including modules on extremist 

ideology and a project with Exeter University on Intercultural Communication.  

The ICOD team continue to support CoLP Staff Networks and Associations in 

attending National conferences. Last month, representatives from our Chief Officer 

Team, ICOD and Black Police Association attended the 3 day National Black Police 

Association conference and are meeting this month to take actions forward. Under 

our new governance structure we are ensuring that their voices are heard and that 

actions are being taken against the challenges and risks highlighted.  

Although demands upon ICOD remain considerable, due to both internal challenges 

and external scrutiny, we are now seeing progress with recruitment activity and new 

postings into the team.  
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1. Internal Updates 

 

EDI Strategy, Governance & Accountability 

Since our last report, we have held our inaugural EDI Delivery Board and an 

additional EDI Strategic Board, both of which have employed our new governance 

structure and ‘accountability-focused’ agenda.  

Our EDI dashboards remain quite primitive, however these are being developed with 

support from the Strategic Development Unit.With our Strategy now fully launched 

and much action already, we continue to work on our final ‘implementation’ plan and 

will share this in due course.  

 

Inclusivity Programme  

Over the last period, the ICOD team have delivered as follows –  

 

‘Ethical dilemmas’: 

• 90 Ethical Dilemmas places on Inclusivity Programme modules were available 

between July and Sept of this year.  

• Between 1st of July and 30th of September, a total of 41 places have been 

taken. Approximately 1,620 employees are eligible to participate which could 

be an elective module as part of their inclusivity programme,  

• All sessions have received 100% feedback. 

• We are improving our feedback by making this a mandatory part of 

attendance.  

• Next steps form part of our wider governance i.e. ensuring that we measure 

the impact that these sessions are having across the ‘4P’s of our strategy.  

 

‘Understanding Ideologies linked to Extremism’: 

• 30 Understanding Ideologies linking to Extremism places on Inclusivity 

Programme modules were available between July and Sept of this year.  

• We continue to analyse the register for how many places were taken between 

1st of July and 30th of September. Approximately 1,620 employees are eligible 

to undertake a module, and the requirement remains that everyone should 

complete a module every 6 months, or 2 a year, as minimum as part of their 

inclusivity programme journey.   
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• All sessions have received 100% feedback. 

• We are improving our feedback by making this a mandatory part of 

attendance. 

• Next steps form part of our wider governance i.e. ensuring that we measure 

the impact that these sessions are having across the ‘4P’s of our strategy. 

‘Active Bystander’: 

 

• 30 Active Bystander places on Inclusivity Programme modules were available 

between July and Sept of this year.  

• Between 1st of July and 30th of September, a total of 20 places have been 

taken. Approximately 1,620 employees are eligible to undertake a module, 

and the requirement remains that everyone should complete a module every 

6 months, or 2 a year, as minimum.   

• All sessions have received 100% feedback. 

• We are improving our feedback by making this a mandatory part of 

attendance 

• Next steps form part of our wider governance i.e. ensuring that we measure 

the impact that these sessions are having across the ‘4P’s of our strategy.  

 

Please see appendix A for a breakdown of the feedback we have a received as a 

result of our most recent Inclusivity Programme modules.  

 

Code of Ethics Roadshow 

The College of Policing (CoP) have invited CoLP to host a ‘Code of Ethics 

Roadshow’. This is scheduled to take place on Monday 25th November.  

As part of their visit to the City, Senior representatives from the College will observe 

some of our formal internal meetings as well as meeting informally with colleagues 

from across all ranks and roles. The aims of this roadshow include: - 

• To illustrate to partners our open and transparent approach to all we are doing 
to improve EDI,  

• Highlight key issues and challenges in the City, providing greater context to 
our EDI workstreams 

• Provide a platform whereby CoP leads can understand our approach to the 
new Code, and an understanding of how it is being used / interpreted within 
CoLP. 

• Showcase the CoP to our officers / staff and the support that they can provide 
 

Our Communications team have worked with ICOD on this event and will be 

producing both internal and outward facing messaging. 

 

2. People data internal review  
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Officer gender 

Officer female profile has increased by 0.9% with 25.6% female of 999 total officer 

headcount, compared to 24.7% of 999 headcount in June 2024. Of the 24 officers 

who joined the force as at September 2024, 45% of them were female.  

 

 

Staff gender  

Staff gender has remained similar to the last reporting period, with the female 

profile at the end of September at 60.4% of 573 total Staff headcount (decreased 

from 579 headcount). 

 

 
 

 

Officer ethnicity  

There has been a slight increase from the last reporting period (June 2024) with 

10.31% of officers identifying as being from an ethnic minority background in 

September 2024 compared to 10.11% of officers identifying as from an ethnic 

minority background (headcount 999). Of the 24 officers that joined the force this 

quarter, 8% identified as being from an ethnic minority background.  

 

Staff ethnicity  

The number of ethnic minority staff has increased by 0.1% since the last 

reporting period to 23.9%. Staff total headcount is 573 (previously, 23.8% of 579 

headcount).  
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Our total 

workforce, Officers and Staff, has a headcount of 1572. 38.3% are female 

(increase from 37.9% in June 2024) and 15.3% identify as from an ethnic minority 

background (increase from 15.1% in June 2024). 

 

Leavers  

Officers 

Of the 25 officers that left the workforce, 16% were female. 4% of the 25 officers 

who left identified as being from an ethnic minority background.  

 

Staff 

18 staff left the workforce with 61.1% of them being female. 16.7% of the 18 who 

left stated they were of an ethnic minority background.  
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3. Key issues, risks, and mitigations  

Staff Networks and Associations (SNAs) 

Under our new EDI governance structure and supporting strategy, we are taking 

forward recommendations made as part of a review of our networks and 

associations. In parallel, we have asked our 13 SNAs to complete a quarterly 

update detailing their 3 key achievements since the previous reporting period, 

their 3 key challenges/risks and the 3 key areas where they need support or 

decision. 

To provide a ‘taster’ of these issues, a combined pack of responses can be found 

at Appendix B. A key theme is that some SNA members do not feel supported by 

supervisors to conduct SNA activities. We continue to review dedicated time 

allowance and will be submitting recommendations to the Chief Officer Team. 

 

Resourcing and Demand 

Since the last reporting period, ICOD has confirmed that a new Chief Inspector 

will be joining the team mid-November, it is anticipated that this additional 

resource will be able to bolster progress in some areas, including EDI Strategy 

Implementation and Youth IASG (Independent Advisory Scrutiny Group).  ICOD 

remains a small team with a significant portfolio, it is impacted considerably by 

any sickness or abstraction. We our adhering to our recruitment plan for our new 

Grade E Organisational Development (OD) Practitioner, who will be able to take 

the lead on our future Staff Survey, Leadership Training and Evaluation.  

A new PC Staff Officer has also recently been recruited for our Head of 

Professionalism and Trust, we aim to recruit into our 4th PC vacancy at the end of 

this year; it is worth noting that our current 2 PCs are currently largely involved in 

               

During the period (July-September 2024), 25 Police Officers left the force, this equates to a 2.5% leaver rate. Across April-September
2024, 44 officers left the force, a 4.4% leaver rate. Compared to  1-2 of 2023/24, where 55 Officers left the force (5.5% leaver rate), the
number of leavers has reduced in 2024/25 and is likely to be a lower leaver rate overall than 2023/24. Reasons for leaving are provided in
the table below, the main reason for leaving in  1-2 2024/25 was retirement.

Of the 44 Police Officers that left the force, the majority left from Local Policing (14) and National Lead Force (13 - half of which are
related to change in regional ROCU personnel). 2 officer left during their probation; the majority left from within the constable rank.
Excluding ROCUs, the average length of service for officer leavers was 17 years.

Police  fficers Reasons for  eaving (per Financial  ear)

2 2 /2 

 1 2
2 23/2 2 22/232 21/222 2 /212 1 /2 2 1 /1 2 1 /1 

01101000 ther

11100011Dismissed

681114001End of Contract/Secondment

21201202 edicalRetirement

1631434229313735Retirement

62420261422179 ransfer

134134272122726Resignation

  1  112       2   otal

The Retention and Exiting Working Group continues to review the exiting data to better understand why people are leaving to develop
retention strategies. In April 2024, the exit survey was updated to use questions from a national leaver s framework. From the exit surveys
for both Officers and Staff (April 2024 September 2024), personal and professional development and training was the main contributing
factor for people leaving. There were positive scores for enthusiasm for the job, satisfaction with pay and benefits, and being treated fairly.
Areas to work on included wellbeing, work-life balance, workload, and training and development.
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training delivery. The remainder of ICOD (Supt and 1 x Grade E) are focused on 

delivery of the Inclusivity Programme, internal EDI governance and business 

planning,  

 

 . Forward look  

 

Staff Survey and Cultural Audit 

The Autumn 2024 pulse survey launched on 15th September 2024 and closed on 2nd 

October 2024.  The survey was open to the total workforce to complete, with the 

exception of contractors.  The pulse survey measured engagement and 

culture.  Each department within Force is provided with a bespoke report relevant to 

their area(s) of responsibility.   

The results showed a completion rate of 51%, a fall of 6% since the last full staff 

survey in January 2024.  The June 2023 “Pulse” Survey had a completion rate of 

56%.  The engagement score (consisting of question sets designed to analyse the 

level of enthusiasm and dedication that the workforce feels towards the 

organisation), has remained at 71%. 

For the first time, a question set relating to culture and behaviour has been added, 

creating the new culture key performance indicator.  This will continue through to the 

last cycle of surveys for the three years.  The culture and behaviour questions have 

been added in order to prioritise teams that will benefit from participating in the 

cultural audit.  The next full staff survey will take place in March 2025. 

The cultural audit pilot is underway, with two further teams participating over the 

coming six weeks.  Findings will be reported to the Police Authority Board in the new 

year. 

A full report regarding the Pulse Survey will be presented to members of PAB and 

SPCC, this provides a high level summary of outcomes. 

 

White Ribbon Week 

This takes place at the week commencing 25th November 2024, and we have a 

number of activities planned to coincide, including a ‘focus on’ victim-blaming 

language (which will be delivered by 2 colleagues from the IOPC) on Tuesday 26th 

November; and also a face to face session to be delivered by a Chief Supt on an 

investigation into a violent sexual assault, this will be heard on Friday 29th November.  

Alongside this, we continue to work on our own action plan, with strands around 

creating safer spaces and relentless pursuit, alongside improving internal trust and 

confidence.  
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Inclusivity Standard 

Since the last reporting period, we have met with representatives from Inclusive 

Employers to received our feedback on our ‘Silver’ award.  

This included highlighting our areas of strength along with our areas for 

improvement. We have invited the team to attend a future session with Senior 

Leaders to explain more of the detail and what is required collectively form us a force 

to work towards the higher award. However, we are informed it is unlikely we will 

achieve a ‘Gold’ standard for an additional 2 years at the very minimum due to the 

work required to attain the highest award.  

Slides at Appendix C provide a breakdown which may be of interest to members. 

Next steps in relation to this piece include incorporating actions into our EDI 

governance framework, avoiding duplication, to ensure that progress is effectively 

monitored.  
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Appendix A- Inclusivity Programme Sessions (Evaluation slides follow) 

 

 

 

 

Date Title Content 

3rd July Focus on Transgender An opportunity to hear a personal story from a well-known Trans actress who 
will talk about the challenges she has faced from her childhood through to her 
professional life. 

25th July  Focus on Gender Identity 

What is gender? What does gender identity mean? How do we talk about 
gender openly and inclusively? This webinar aims to discuss the basics of 
gender, gender identity and gender expression to clear up some misconceptions 
and give you the confidence as Officers and Staff to approach conversations with 
knowledge and understanding. 

26th 
September 

Focus on Violence Against Women and Girls in the 
City 

An opportunity to  update our people on work being undertaken in this area- 
including local policing initiatives (Op Reframe, Walk & Talk, Ask for Angela) and 
Head of Crime re relentless pursuit. With guest speakers. 

22nd October 
Fo u  on… M n ging Colleagues with Health 
Conditions, Neurodiversity and Disability   

M ny lin  m n g    don’t h     xp  i n   m n ging p opl  with   h  lth 

condition, neurodiversity or disability and it is important to know what is fair or 

reasonable when  g   ing thing  lik   dju tm nt . Thi  Fo u  on…     ion h   

been put together to help managers understand, and simplify issues around, 

managing colleagues who have different needs. 
 

Various 

Ongoing inputs throughout the Summer- 
Mentivity (impact of police use of force on 
black communities), Active Bystander, Ethical 
Dilemmas.  
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Appendix A – evaluation feedback slides (slide 1 of 5) 
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Appendix A – evaluation feedback slides (slide 2 of 5) 
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Appendix A – evaluation feedback slides (slide 3 of 5) 
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Appendix A – evaluation feedback slides (slide 4 of 5) 
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Appendix A – evaluation feedback slides (slide 5 of 5) 

 

 



15 
 

Appendix B slide 1 of 4 
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Appendix B slide 2 of 4  
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Appendix B slide 3 of 4 
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Appendix B slide 4 of 4  
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Appendix C slide 1 of 2 
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Appendix C slide 2 of 2  
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