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Foreword

This review could not have been carried out without the co-operation of a great many people. We are most grateful to all who participated.
 

We are appreciative of the positive attitude to the review exhibited by senior officers and their frankness in identifying the strengths and weaknesses in their forces. Equally we are grateful to police personnel who shared with us their experiences, both positive and negative, of policing.
 

Particular thanks are due to the members of minority ethnic communities who gave generously of their time to inform us of their viewpoint and who shared with us their experiences, good and bad, of policing. Some said to us that they were tired of providing information for reviews and receiving no information about the outcome. As a result they felt that nothing would change. We hope that on this occasion they will receive feedback which will encourage them to work with the police to achieve the good race relations which they and the police desire.
 

Lastly, as Chairman, I wish to thank both the review team members and the support team from Law At Work for their hard work and dedication in carrying out this review.
Doris Littlejohn

Chair of Review Team
Executive Summary

1 There is a perception that racism exists in police forces in Scotland. That perception, whether justified or not undermines public confidence in the police which is fundamental to the establishment and maintenance of safe and cohesive communities in Scotland. It is imperative that where racial discrimination and prejudice exist in the police they are identified and eliminated. 

2 The Review Team was brought into existence as a result of the racist behaviour of police recruits in England revealed in the BBC documentary “The Secret Policeman” broadcast in October 2003. The issues arising from that were addressed in England by the CRE mounting a formal investigation by Sir David Calvert Smith QC. In Scotland the CRE commissioners, aware of excellent work already undertaken by police forces in Scotland to equip themselves to police a multi-ethnic society, chose instead to commission this review. 

3 The Calvert Smith report which was entirely concerned with internal police force matters refers to “ice at the heart” of forces in England. In Scotland we found a quite different picture. While the bald figures of numbers of officers drawn from minority ethnic communities are disappointing, progress has been made. There is evidence that considerable effort has been and is being made to attract police officers from minority ethnic communities. There is no evidence that members of minority ethnic communities who do apply are less successful than others. 

4 In Scotland the policy documentation produced by all forces met the statutory requirements of the Race Relations (Amendment) Act 2000. There was also clear commitment at senior level in every force to progress “from policy to pavement”. In other words to ensure that race and diversity are mainstreamed in all police operations. Although the rate of progress varies from force to force all have made some progress in mainstreaming diversity issues. Our recommendations do not reflect a process that is failing. 

5 In relation to recruitment and selection practices it was clear that all forces were attempting to increase the numbers of officers and staff from minority ethnic communities. Commitment at senior level to doing so was not in doubt. Lack of an upward trend in numbers appears to be at least in part the result of the view of minority ethnic community members towards a career in the police service. 

6 In relation to diversity strategy and the implementation thereof we have been critical of the lack of time-based target, of milestones, and of named individuals responsible for each task. If progress can be measured and the result published annually internally to the force and externally to the public it seems likely that public confidence would increase. We were surprised that this issue does not appear to be addressed by police boards.

7 We found everywhere awareness that if public confidence in the police is to be improved it is necessary for forces to have good contact with communities and particularly with minority ethnic communities. The level of success in establishing meaningful contact varies from force to force. This is an area which particularly benefits from a co-ordinated approach by police and other public service bodies. This appears to happen in some areas but not all. An essential element of any strategy to deal with this issue is a good communications strategy which is regularly reviewed and revised in the light of experience. 

8 There should be an effective and uniform process for the recording and analysis of recruitment and retention data. There should also be a national diversity information resource which is easily accessible by every employee of every force. If training on diversity develops staff awareness so that they easily recognise situations where different cultures require different treatment they must have immediate access to information which enables them to act appropriately. We realise that this has resource implications which perhaps should be addressed nationally.

9 Training in race and diversity issues is of the utmost importance. Given the importance accorded to this training in the probationers’ training at the Scottish Police College at Tulliallan, and the way in which it is delivered there it is clear that over time all uniformed staff will be appropriately trained in race and diversity issues. In the meantime uniformed staff who completed their probationary training at Tulliallan before the present system was in operation, and in the longer term civilian staff, must be trained. There should in our view be regular refresher training in this area, delivered in small doses and reflecting operational experience.

10 The establishment of a uniform national recruitment process is an issue which has been debated between police forces for years. We are of the view that there should be such a process to ensure that there is an identified process which can be shown to have been uniformly followed. It would also assist recruitment on a nationwide basis thus potentially increasing the number of minority ethnic candidates and reducing parochialism.

11 We are of the view that the mainstreaming of race and diversity issues into police operations would be assisted by making race and diversity issues part of the annual appraisal of all staff. They should also be part of every force’s promotion procedure.

12 We are happy to have seen that substantial progress has been made in the process for dealing with complaints both external and internal which have race or diversity elements. Best practice in this area should be shared and revised in the light of experience. 

13 Monitoring and recording are important elements of ensuring that communities are served by good intelligence-led policing. Information and statistics thus obtained are useful to demonstrate to communities the steps currently being taken by police forces in Scotland. The variation between forces in their performance in this area appears to be partly due to a lack of understanding by some staff of the purpose of the information. We have made some recommendations which we hope will improve this area. 

14 The role and remit of police officers should be clearly explained to minority ethnic communities to ensure that they have a clearer understanding of the service they can expect of the police. 

15 While there is much evidence of police engaging with minority ethnic community leaders there is less evidence of engagement with the wider community. There is a willingness in forces to engage but a shortage of effective strategies for doing so. Community liaison officers are a good step in the right direction and their contacts should be built upon.

16 We were shocked that verbal racist abuse is accepted as part of everyday life by a number of minority ethnic participants so much so that they would not normally consider reporting it to the police. The same participants however expressed their anxiety about the effect on their children of racist abuse at school which they perceive as not being addressed by schools. As this is not primarily a police matter it is outwith our remit but we felt it important to record it and it may be that a joint approach should be taken to this by local authorities and police. There is some evidence of such an approach being taken forward in some areas. 

17 All minority ethnic participants expressed the view that having more minority ethnic police officers would be a “good thing” but there was ambivalence about actively encouraging members of minority ethnic communities to join the police. That ambivalence was mainly based on perceptions of racism within the police force. These perceptions were largely based on media reports rather than on experience. 

18 In moving from “policy to pavement” forces in Scotland have progressed to the point where they have one foot on the pavement. They should now all step together in the right direction.

Section 1 – Background to and remit of the Review

Background

The initial catalyst for this review was the racist behaviour of police recruits revealed in the BBC documentary “The Secret Policeman” broadcast in October 2003. The unacceptable views highlighted in that programme have no place in the modern police service in Scotland or elsewhere in Britain. Public confidence in the police is critical to the establishment and maintenance of safe and cohesive communities in Scotland and across Britain and it is imperative that where racial discrimination and prejudice exist in the police service they are identified and eliminated.

In England and Wales the issue was addressed by a formal investigation by Sir David Calvert Smith QC into the police service in England and Wales. It was concerned entirely with matters internal to the police force. In Scotland the CRE Commissioners decided that an alternative approach would better reflect the Scottish context and to that end they worked in partnership with the Scottish Executive supported by the Association of Chief Police Officers in Scotland (ACPOS), the Convention of Scottish Local Authorities (COSLA) and Her Majesty’s Inspectorate of Constabulary (HMIC).

The CRE formed a steering group to commission an independent review of policing and race relations in Scotland to build upon the range of studies and policy documents which have considered different aspects of race relations relating to the police service in Scotland. 

These included:

· Without Prejudice HMIC (2000), 
· Pride and Prejudice HMIC (2003), 
· A Review of Progress following HMIC’s thematic inspection report Without Prejudice (ACPOS), 
· the Campbell (HMSO SP paper 425 2001) Report

· Jandoo (HMSO SP paper 424 2001) Report, 
· the enquiries into the murder of Surjit Singh Chhokar, 
· “The Stephen Lawrence inquiry – an action plan for Scotland”, 
· and the reports of Sir David Calvert Smith QC. 
After work on this review commenced, the Morris Report on the Metropolitan Police was published and has been taken into account by the review team. 

Although the review team took into account this background, it was not part of its remit to duplicate this work or to prove or disprove whether racism continues to exist within the police service. The remit set by the Steering Group required the review team to approach the review taking as a given the public perception that racism continues to exist within the police service. 

Core areas the review team examined included:

· the extent to which this perception affects confidence in policing within and across minority ethnic groups, 

· the impact it has on the ability of communities to interact with the police, and 

· the effect such views have on police officers’ confidence in policing minority ethnic communities. 

The remit of the Review Team

The review team was given the remit of examining: 

Internally

1.
An evaluation of the effectiveness of race equality training provided to both recruits and serving officers.

2.
All aspects of the recruitment and employment experience of serving police staff including civilians and officers.

Externally

1.
An evaluation of the impact that race equality policies have on police operational activity.

2.
An assessment of public confidence in the police so far as it impacts on good race relations.

In carrying out its remit the review included an assessment of relevant policies and action plans in place in all eight Scottish police forces specifically for the impact on race equality and operational matters. It considered the overall position of race equality within police forces’ core business taking account of attitudinal and cultural barriers which may undermine the effectiveness of race equality policies. The review team also endeavoured to look at policing in Scotland in the round and took account of both formal and informal mechanisms of control and management. 

It was agreed with the Steering Group that the identities of persons providing information to the review team would not be published and that information obtained would be anonymised in the report of the review.

This has been done and this report does not identify individuals or individual forces. The review team has sought to draw on the good practices already existing in forces in Scotland and make recommendations for the range of stakeholders to consider.

Section 2 – Policing and Race Relations in Context

This section sets out a short overview of some key reports and literature in relation to the police and minority ethnic groups. 

1. 
Policy Context

The issue of policing and race relations is located in a range of political and legislative initiatives and policy contexts. In general there has tended to be evidence of relatively more activity on race equality issues since The Stephen Lawrence Inquiry and the recommendations which arose from the Macpherson Report (1999). Other factors which have been instrumental in moving ‘race’ up the official agenda include an increasing importance placed on the development and implementation of Community Safety Strategies, and the Crime and Disorder Act (1998). Much of this activity, not surprisingly, has been driven forward by the police. 

More recently, the Race Relations (Amendment) Act (2000), The Human Rights Act, European legislation governing equality issues (e.g. Article 13 of the Treaty of Amsterdam) and a range of initiatives led by the UK Government and the Scottish Executive (e.g. on anti–social behaviour, ‘hate crimes’, social justice and community planning) have together provided a framework for the policing of race relations within Scotland and have led to data gathering exercises on ethnicity, the establishment of racist incidents monitoring initiatives, and diversity training among others. (Race Equality Advisory Forum 2001; Scottish Executive 2002). A review by Kelly (2000) of the way in which a number of murder cases had been handled by the criminal justice system suggested that there had been deficiencies in the system in dealing with crimes occurring in a racist context. This in turn had bolstered minority ethnic communities lack of confidence in the criminal justice system. Further, despite the increasing legislation and policy focus on ‘race’ and the development of specific initiatives to address issues of racism and racist harassment, there continues to be a concern among minority ethnic groups and individuals about the gap between policies and implementation on the ground. 

2. 
Policing

Some general background

House of Commons Home Affairs Select Committee 4th Report 1999

The House of Commons Home Affairs Select Committee announced in August 1998 that it would be conducting an inquiry into police training and recruitment in England and Wales. They located their inquiry in the context of the Macpherson Report and intended to look at how the right people could be attracted to be police officers. Their conclusions and recommendations included:

· Racist behaviour can be perpetuated by the ‘occupational culture’ of the police and that this should be dealt with both through disciplinary action and training.

· There should be a balance between national and local training.

· A framework of core competencies should be drawn up for appraisal systems.

· Training should be evaluated and inspected.

· More use should be made of career development portfolios

· They supported the continuation of national core probationer training in England and Wales.

· They identified a need for the continuing analysis of training needs and ways of meeting them throughout police officers’ careers.

· They recommended nationally directed and regionally organised recruitment processes to ensure national coherence.

· They acknowledged that training and recruitment practices were essential in building a police service representative of the communities it serves.

· They supported the setting of targets to increase the representation of officers from minority ethnic groups.

· They called for Improved training in community and race relations which would in turn improve the policing of black and Asian communities and thus increase applications to the police service from those communities.

· They called for an investigation of the slower promotion rates for officers from minority ethnic groups.

HMIC reports

Without Prejudice 2000

A Thematic Inspection of Police Race Relations by HMIC was carried out in 2000 to examine policing multi-racial Scotland, highlight good practice, and establish how the police service could better meet the expectations of a multi-racial society. The report identifies elements of good practice already evident in the police forces in Scotland and the positive relationships commented upon by people when detailing their experience of the police.

HMIC made a number of recommendations and observations:

· They recommended the standardisation of the recording of ethnic origin of victims and offenders to ensure a credible national picture of race crime;

· They emphasised the need to make the policy-practice link ensuring that action plans link into effective practices;

· They concluded that too much reliance was being placed on small numbers of highly motivated individuals to ensure delivery;

· They recommended the monitoring of the ethnic origin of members of the public who were stopped and searched, in order to inform future practice;

· They found that groups consulted generally reported positive relationships with forces;

· They said that work needed to be done to counter the perception within minority ethnic communities that the police are racist;

· They said that partnership working was essential in the delivery of services;

· They found that clearly defined systems for recording racist incidents, in which responsibilities are clearly set out, work much more effectively than where there is a lack of understanding of the procedures;

· They concluded that legislation to tackle racist crime had not been effectively implemented by forces across Scotland;

· They said that a lack of feedback to victims created poor perceptions of policing;

· They found that the quality and availability of interpreting services was variable;

· They found inconsistent protocols for recording data in respect of minority ethnic recruitment to the police;

· They found that the distinction between positive action and positive discrimination was misunderstood by some officers;

· They found that the training of police officers was progressing slowly;

· They found evidence of police officers lacking confidence when dealing with members of minority ethnic communities.

This HMIC report was followed up three years later by another review by HMIC.

Pride and Prejudice 2003

The reasons for HMIC carrying out its review of police race relations in Scotland in 2002/03 were described in the report as:

· Assessing progress on the implementation in Scotland of the recommendations of The Stephen Lawrence Inquiry.

· Following up Without Prejudice?

· Assessing compliance with the Race Relations (Amendment) Act 2000.

· Taking account of the relevant aspects of the reports following the murder of Surjit Singh Chhokar.

· Examining the impact on policing of asylum and immigration.

· Assessing the influence on policing from prevailing international tensions.

· Taking heed of any learning points from the instances of urban disorder in Northern England in 2001.

· Projecting as far as possible the future of police race relations in Scotland, for the purpose of providing the best policing service to all the people in Scotland.

The report made 24 recommendations. Its central message was the need for improvement in consultation and dialogue, at all levels, with minority ethnic communities and the need to improve recruitment to the police service. Importantly, it pointed to the link between good race relations in employment and good race relations in police service delivery, and suggested that one cannot be achieved without the other.

It drew attention to the very low numbers of minority ethnic police officers both in absolute terms and in relation to their representation in the wider community. It also pointed out that the overwhelming majority were police constables. At March 2002 there were 94 officers from minority ethnic groups of whom 88 were constables.

The report found confusion among less senior officers and operational staff about the distinction between positive action and positive discrimination and recommended to Chief Constables that they continue to support positive action, but in a way which conveyed an understanding of it to all staff. The report said there was a role for national action in the co-ordination of positive action in recruitment, while retaining local initiatives. The report found there had been an unimpressive rate of progress in minority ethnic support staff recruitment and said it was worthy of far greater attention. 

In relation to diversity training, the report found a range of practices and commented on the value of external speakers from community groups. They found no evidence that the variations in training had led to major differences in quality. HMIC observed that there was little evidence of plans for longer term refresher training. They also recommended that the existing appraisal system should be reviewed to ensure account was taken of diversity issues as a competency.

As part of the review HMIC organised a day workshop which was attended by half of Scotland’s minority ethnic police staff. One of the outcomes of this meeting was the establishment of a body called Supporting Ethnic Minority Police staff for Equality in Race (SEMPER), the organisation for minority ethnic police staff. The workshop discussed a range of issues including staff support, recruitment, career development, and racism within the police.

In relation to service delivery the report made a number of recommendations. On reporting of racist incidents they recommended that Chief Constables reviewed existing third party reporting schemes and improved partnership reporting. They also recommended a needs analysis of the information required on policing by people from minority ethnic communities. They pointed to evidence of a considerable ‘thirst for knowledge about policing’ from their consultation with minority ethnic groups.

ACPOS Diversity Strategy 2004

The ACPOS Diversity Strategy was developed by the Diversity Standing Committee of ACPOS chaired by the Chief Constable of Lothian and Borders Police and published in April 2004. The strategy emphasises that diversity is ‘about valuing and respecting difference and understanding that people have varied needs’. The strategy replaced the earlier Racial Diversity Strategy from 2000 and sought to incorporate the principles of diversity into all areas of police activity, both as a service provider and as an employer.

The strategy is based upon four ‘guiding principles’: leadership, consultation, staff development and increasing confidence. Under the strategy each force was required to submit to ACPOS by the end of October 2004 an action plan which was to include the identification of the post holder responsible for implementation. We have evidence that not all forces managed to meet this deadline with a completed action plan, and that other action plans tended to take a fairly general approach to identifying responsible post holders and timescales.

The Diversity Strategy is divided into two parts, the first dealing with external service delivery and the second with internal staffing issues. These two parts deal in turn with a number of issues. 

The first part addresses:

· community engagement; 

· preventing, reporting and recording hate crime; 

· investigating hate crime; and, 

· staff conduct and service delivery. 

The second part addresses:

· recruitment, selection, retention and professional development; 

· staff learning and development; and,

· fair employment practice.

On community engagement the strategy emphasises a number of objectives:

· Ensuring access to the services of the police to everyone and in a manner which allows them to communicate with the police. Of relevance to race relations, a welcoming and informative environment and the removal of language barriers are of importance.

· Consulting and engaging communities in planning policy so that police responses reflect the needs of service users. Here, lay advisors and the formation of independent advisory groups are important in relation to minority ethnic communities.

· Being aware of issues affecting communities and engaging with communities. A national framework for sharing good practice on community engagement is proposed and working with partner agencies.

On preventing, reporting and recording hate crime the strategy identifies the following objectives:

· Preventing hate crime through working in consultation with other agencies and developing the Scottish Intelligence Database to identify individuals involved in committing hate crimes

· Encouraging victims to report hate crime through building trust and confidence

· Recording hate crime by a standard method to inform policing priorities at a local and national level

The strategy proposed that investigating hate crimes should be achieved through:

· A victim-centred approach recognising that initial contact has a crucial role in victims’ perception of the police.

· Ensuring that crime is thoroughly investigated in a transparent and accountable process.

· Ensuring that enquiries are effectively resourced and thorough and that the processes are accountable and auditable.

On staff conduct and service delivery, the strategy calls for a rigorous complaints procedure. Openness and accountability are encouraged with information on how to make a complaint being made available in formats and languages reflecting the communities’ needs.

In respect of internal staff related issues, the strategy emphasises that police forces must be broadly representative of the community and committed to equality of opportunity. It comments that this is not merely to comply with legislation but to ensure success and improve public trust and confidence. The aim of recruiting a representative workforce is to be achieved by:

· Accurate marketing of recruitment initiatives, evaluating effective recruitment practices, establishing a national recruitment strategy and ensuring that selection procedures test for evidence of discriminatory attitudes.

· Ensuring that selection processes for development opportunities take into account the principles of fairness and equality of opportunity and use positive action while ensuring that staff understand the reasons behind this.

· Evaluating the objectivity and transparency of force promotion procedures and considering the development of a national competency based promotion framework.

The strategy addresses the need for a national training standard and a properly evaluated diversity training strategy. This is to be achieved through:

· ‘leading by example’ by ensuring that diversity learning is considered at chief officer level and that individuals with strategic responsibility for diversity learning and development are identified.

· recognising the added value of community involvement in the development, delivery and evaluation of training.

· Coordinating through the Scottish Police College the development and publication of a national diversity learning and development evaluation strategy and reviewing the National Equal Opportunities Training Scheme (NEOTS) in conjunction with independent diversity experts and independent stakeholders.

· The development of continuous learning and development opportunities for staff.

· Ensuring a standard national approach to training and development and management

By encouraging fair employment practices the strategy aims to promote dignity at work and create an inclusive environment where individuals are able to challenge inappropriate words or acts with the support of peers and managers.

The strategy details the respective levels and responsibilities at a national level, the force level, the local level, and the level of the individual employee. 

Although the strategy addresses a wide range of differences of which race is just one, its components are almost all relevant to police race relations.

The Report of the Morris Inquiry 2004

In December 2004, the Morris Inquiry into professional standards and employment matters in the Metropolitan Police Service (MPS) reported. The main focus of the inquiry was the policies, procedures and practices of the Metropolitan Police, but the report recognises that, given the statutory framework, it has implications for the police service throughout England and Wales. It also has relevance to the review which we have undertaken because of its policy and practice recommendations.

Among its recommendations it urged the MPS to eliminate practices that have led to disproportionate investigation of minority ethnic officers and to engage minority ethnic and white officers and staff at all levels to ensure that minority ethnic officers and staff are not discriminated against.

The report highlights the rights of police officers under employment law in addition to their position as officers under the crown, and proposes that formal appointment as a police officer is delayed until the individual has successfully completed initial training.

In relation to the complaints procedure the arguments presented to them were that it was time-consuming, legalistic, and failed to meet the needs of complainants or deal fairly with those complained against.

Complaints

A Fair Cop? (HMIC)

Although not specifically focussed on police race relations issues, in September 1999 the HMIC began a thematic inspection of the complaints system in Scotland’s police forces. The aim of the inspection was to assist the Scottish Executive develop its response to the recommendations of the Macpherson Report in relation to serious complaints against police officers.

The main findings of this inspection were that ‘the overwhelming majority of complaints’ were ‘investigated with thoroughness, impartiality and integrity.’ They also found that there was ‘too much mystery’ about the police complaints process and recommended the production of a comprehensive code of practice which should be widely circulated. Other recommendations identified problems in registering complaints which might prevent complaints being included in statistical returns, and a need to strengthen the effectiveness of Police Authorities in their oversight of the complaints process. They also identified a need for a structured use of informal resolution for minor complaints.

The Report was criticised by Walker (2000) for rejecting the idea that beliefs or perceptions of a lack of independence in the complaints procedures were more justifiable than the report acknowledged.

Conclusion

The reports outlined above are indicative of the serious and in-depth consideration being given by police forces in Scotland to issues of race relations. We agree with the various recommendations of HMIC and the ACPOS Diversity sub-committee, and our own recommendations reiterate and reinforce them. The challenge as we and others have pointed out is to get these “on the pavement”. The link between policy or strategy and the experience of members of minority ethnic communities and the practices of police officers on the ground is the challenge facing the police forces in Scotland.

3. Minority ethnic communities

Overview: Demographic features of the Scottish minority ethnic population 

The 2001 Census is one of the most recent data sources available on minority ethnic groups in Scotland and the following paragraphs provide a brief overview of some of the key trends (Scotland’s Census 2001; Scottish Executive 2004).

According to the 2001 Census, Scottish minority ethnic groups comprise 2.01% (1991 Census: 1.25%) of the population in Scotland. The majority (70%) were Asian. Pakistanis were the largest minority ethnic group followed by the Chinese, Indians and those from ‘Mixed Backgrounds’, with others including Africans, Caribbeans and South Asians forming smaller proportions, varying between 2% and 6% (Scottish Executive, 2004). Minority ethnic groups tend to have a younger age profile than their ‘white’ counterparts: for example, more than 20% of all minority ethnic groups, with the exception of the Caribbean group, were less than 16 years old, with the ‘Mixed’ Group having the youngest age structure.

An analysis of the country of birth of the minority ethnic population showed that Scotland was either the most common or the second most common country of birth, with some differences between different ethnic groups: Just under half (47%) of Pakistanis were born in Scotland compared with 18% of Africans.

Patterns of settlement reveal that the minority ethnic population is mainly urban: 60% are concentrated in Scotland's four largest cities (Glasgow 31%, Edinburgh 18%, Aberdeen 6%, and Dundee 5%). The remaining 40% mainly live close to the larger cities, with smaller percentages being dispersed throughout the more remote and rural areas of the Scottish mainland and islands. It is important to note that minority ethnic households are recorded in every local authority and health board area in Scotland.

There were variations between ethnic groups in respect of the balance between home ownership and rented accommodation. Pakistani and Indian people had the highest rate of home ownership and African and black Scottish people had the lowest rate and were most likely to live in rented accommodation. In general, minority ethnic people were less likely to rent from the public sector. (Connections, spring 2004).

African people were most likely to have degrees, while Pakistanis were least likely to have qualifications, followed by the Chinese and the ‘white’ Scottish group (Scottish Executive 2004). Minority ethnic groups experienced high rates of unemployment, and were twice as likely to be unemployed compared to ‘white’ groups. Despite high levels of qualifications, Africans experienced one of the highest rates of unemployment. 

Accurate statistics on refugees, asylum seekers and Gypsies/Travellers are difficult to pin down. It was estimated in 2003 that there were 10,000 refugees and asylum seekers in Scotland, representing approximately 50 different nationalities, the majority of whom were concentrated in Glasgow (Scottish Refugee Council 2003, cited in Charlaff et al: 2004). Based on the biannual counts of Gypsies/Travellers on caravan sites which are undertaken by local authorities, it is estimated that the population size varies between 1800 in the winter to 2200 in the summer. However, evidence from agencies including Save the Children suggests that the figures produced are a gross underestimation (see also Lomax et al, 2000). 

Minority ethnic experiences and perspectives on policing

Trends

Clark and Leven (2002) in their analysis of the 2000 Scottish Crime Survey booster sample report that minority ethnic respondents are more vulnerable to household victimisation, especially vandalism to property, and were most likely to experience repeat victimisation. They were also more likely to believe that such victimisation was racially motivated, based on the use of racist language by perpetrators and the fact that they had been repeatedly subjected to victimisation. There were small variations between groups, i.e. Pakistanis were slightly more likely to be victims of household offences than other minority groups, and in most cases there tended to be more than one perpetrator who was unlikely to be known to the victims. The findings of the Booster study reinforced research evidence at a UK level which suggests that the geographical location of racial harassment is more likely to be close to or aimed at people’s homes. This pattern was also noted in the Chahal and Julienne (1999) study on racial harassment. 

Location can also have an impact on the extent of racial harassment experienced and on the reporting of incidents. Evidence suggests that minority ethnic groups living in areas of low minority ethnic density are as likely to be subjected to racial harassment as those living area in medium to high minority ethnic density (Modood et al1997; Hampton 1999; de Lima 2001; Rayner 2001; The Robert Gordon University and Grampian Racial Equality Council 2004), and were also less likely to report incidents (Glasgow University Study, undated). In addition the latter study also found that young people, women, Gypsies/Travellers, migrants and retail staff were also less likely to report incidents. 

Vulnerability to Crime 

Research evidence suggests that there are a number of specific groups that tend to be more vulnerable to racially motivated crime due to the nature of their work, age, gender, beliefs, culture and so on. 

Businesses 

The vulnerability of minority ethnic businesses has been raised as an issue by a number of studies across Scotland. The Glasgow University study (undated) in Strathclyde reported that two fifths of the reported incidents recorded were in business premises (mainly retail and food sector) where the victims were Asian men. A finding supported by evidence in other parts of Scotland and England (Blake Stevenson 2003). RAHMAS (2001) highlighted that of the 169 incidents recorded 106 (63%) occurred within business premises and Blake Stevenson (2003) in a Scottish study reported that ‘Trader’ groups shared experiences of racial harassment and attacks against them and their premises as well as experiencing fraud and theft. There was evidence of repeat victimisation and 25 incidents involved physical violence. In addition, there was evidence of under-reporting among some communities, the Chinese in particular; the latter is also confirmed by the undated Glasgow University study. One of the factors that may be responsible for underreporting among the Chinese community may be linked to issues of language and communication (See also Hampton 1999).

Young People 

There was a perception among the respondents in the undated Glasgow University study that young Asian boys and men were ‘over-policed’ and that there was a lack of cultural sensitivity when policing, for example it was reported that young people felt that there were differences in the way policing took place at Eid and New Year. Blake Stevenson (2003) highlighted cases of young men from minority ethnic groups experiencing violent attacks on the street and finding themselves rather than the perpetrators being detained by the police. 

Other research (e.g. Walsh 1998; Hampton 1998) and recent events (i.e. Kriss Donald, Naysmith 2004) suggest that there are generational differences between minority ethnic youth and their parents, especially in their perceptions and experiences of racism as well as the way in which they respond to racism and agencies such as the police. Some key themes that emerged from a study on ‘Youth and Racism’ in Glasgow (Hampton 1998) were: 

· Younger people were more likely to experience overt forms of racism.

· Racism tended to take place in the street, inside and outside schools and in the neighbourhoods.

· Name calling was part of everyday life and was overlooked.

· Some residential areas were more prone to racism than others, e.g., south side of Glasgow

· There was friction between minority ethnic groups, where those from smaller minority groups felt dominated by those belonging to larger groups. 

· Figures of authority (e.g. teachers and the [police) were perceived as ‘indifferent, disinterested and indeed, racists themselves’. 

· There was a lack of involvement and consultation of youth by agencies and adults. 

Islamophobia 

There is also evidence to suggest that there has been a rise in racist incidents related to Islamophobia as a result of 11 September 2001, which have included verbal as well as physical abuse, such as stone throwing and women having their scarves pulled off (BBC News, 24 May 2002). Evidence also seems to suggest that attacks on other groups (e.g. Hindus and Sikhs) and ‘stop and search’ operations on Asians have also increased after September 11, revealing what some believe to be ‘institutionalised Islamophobia’ (Casciani, D, 2002). However, the question of whether the increase in attacks following 11 September 2001 is still being sustained is difficult to assess in the absence of any long term evaluation of this specific trend. 

Women 

There is a lack of research on victimisation arising from multiple discrimination, e.g. gender and ethnicity, and domestic violence. A small scale survey in Edinburgh suggested that ‘non-white’ women may feel less safe than their white counterparts in similar circumstances and that they were less likely to contact external agencies. A study in Glasgow also highlighted the limited opportunities available to women to participate in consultation exercises, especially where often consultation exercises are conducted through ‘community leaders’ (Cited in Netto et al 2001). More recently the information on Islamophobia following the September 11th events suggest that there has been targeting (verbal as well as physical abuse) of Muslim women in particular.

Gypsies/Travellers 

Lomax et al (2000) in their study of Gypsies/Travellers reported that a high percentage of their respondents were the subject of prejudice and racial harassment from local communities, police and other officials. With regard to the police, the problems consisted of police frequently visiting sites, carrying out vehicle checks and being verbally aggressive. There were also delays in police responding when they contacted the police to make a complaint or to ask for support. In general the study reported that most of the respondents tended to either ignore issues of racial harassment or move on. With regard to making complaints the response was mixed. While there was a willingness to make complaints with some support, there was a tendency not to make formal complaints. A number reported that they did not know what if anything could be done about racist incidents and many did not know who to complain to. A few who had attempted to make complaints felt dissatisfied with the official responses, resulting in a lack of confidence in the responsiveness of the system and a feeling that nothing would be done by officials as a ‘Traveller’s word’ would not be believed.

Racist Incidents 

Recording of Incidents 

Recording of incidents, especially under recording, under–reporting, lack of consistent recording systems, ambiguity surrounding the question of what may be classified as a ‘racist incident’, lack of infrastructure for addressing racist incidents as well as an understanding of the general context in which an incident might be reported continues to be an issue (University of Glasgow undated; Ray and Smith 2004). Evidence seems to suggest that issues including recording and under-reporting are influenced by a complex combination of local factors. These include distrust of the police because of the local context in which policing takes place. External factors which also influence this include economic restructuring, high unemployment, deprivation, the role of the media, and the perceptions of the police (Ray and Smith 2004).

Limitations of focusing on a ‘racist incident’

The focus on ‘racist incident/s’ is recognised to be limiting, given the prevalence of what is described as ‘low level racism’ which cannot be easily be broken down into a single incident. ‘Low level racism’, for example, verbal abuse, often takes place on an ongoing and daily basis, and in an atmosphere of perceived hostility serving to create an environment of insecurity for victims which must be taken into account when focusing on a specific incident (Modood et al 1997; University of Glasgow undated p. 2). In addition, patterns of racist violence in local areas are at times an outcome of a combination of factors including demographic and socio-economic factors, deprivation, and the role of the media and of the police in defining what the ‘problem’ is and who the perpetrators are (Ray and Smith 2004). 
Contact with and perceptions of the police and criminal justice system

Clark and Leven (2002) reported that minority ethnic victims were less likely to report housebreaking incidents to the police. Reasons given for not reporting incidents included:

· the belief that the police would not do anything

· it was too much bother (household incidents)

· the incident was too trivial (personal matters). 

The study reported that minority ethnic respondents appeared to be positive about police handling and their responsiveness. However, other research evidence presents a more mixed picture.

Although many of the respondents in the Glasgow University Study (undated) felt that Strathclyde police had become more willing to investigate racist incidents, they continued to identify a number of factors that acted as deterrents to reporting, based mainly on a lack of trust and confidence in the police. Other factors that acted as deterrents according to the study included: 

· Fear of racism from individual officers 

· Concerns that perpetrators, especially youth would not be dealt with effectively by the courts 

· Having to take time off to pursue a case 

· Lack of understanding of evidence requirements 

· Fear of reprisals and being labelled a ‘victim of racism’

· Language and communication barriers 

· Lack of knowledge and information about the services on offer and the remit of the police 

For those who had experience of reporting, younger people were more likely to express dissatisfaction with the way in which their case had been deal with. The study found it difficult to assess the extent to which dissatisfaction with the police had a strong minority ethnic component. Overall factors that were identified as leading to dissatisfaction were unfriendly or dismissive response, slow response time and lack of feedback. Many of these factors were also identified as significant by Blake and Stevenson (2003) in their Scottish study. 

Blake and Stevenson (2003) also identified variations in views about the police based on a range of locational and social factors. For example, in Glasgow, Edinburgh and Aberdeen (i.e. traders, young people), there was a tendency to view the police as non-responsive. In contrast in Fife it was felt that the police were improving in the monitoring and recording of incidents. A trader in Aberdeen thought that the expectations of the police may be higher among minority ethnic groups. Attitudes towards the police varied between social classes with those from well off backgrounds expressing satisfaction and those living in deprived areas reporting more extreme views of either very good or very poor experiences. The key factors that led to satisfaction were dealing with officers who had a positive and friendly attitude as well as being sympathetic and well informed. In addition, providing feedback and the perception that the police had done as much they could to address the racist incident were also important factors in this context. 

Participants in the Barclay et al (2003) study on asylum seekers also reported mixed views on their dealings with the police. Some reported positive experiences, praising the service they had received while others complained about the lack of responsiveness of the police and appeared to have higher expectations of the police. 

Support for minority ethnic victims 

Lemos (2000) reported that there was a high reliance on community based organisations for support due to the poor support for victims of racial harassment and lack of action against perpetrators. Clark and Leven (2002) reported all victims were most likely to receive support from family and friends, however minority ethnic victims did express a desire for support from external agencies. In the same study although at least half of the respondents who had been victims of crime had heard of Victim Support few felt that an approach from the organisation would have been helpful. In the small number of cases where minority ethnic victims had been in contact with Victim Support they considered the service to be unhelpful. It is also important to acknowledge the role of minority ethnic organisations in providing support for victims and in addressing issues of racism (Netto et al 2001). 

However, recent research evidence, (Hampton 1998; 1999; de Lima 2001; Lemos 2000), has suggested that support for victims of racism has been inconsistent and variable across geographical areas, particularly where the numbers are small, dispersed and there is a lack of infrastructure (i.e. community based organisations). In addition, changes in funding regimes implemented by the CRE in the last two years or so, as well as local authority reorganisation have led to widespread anxieties among minority ethnic organisations and groups about sustainable funding for race equality work in general. Recognising these anxieties and addressing wider issues, the Scottish Executive is in the midst of undertaking a review of race equality work in Scotland. 

Minority ethnic attitudes towards a career in the police force 

It is important to place minority ethnic views of a career in the police force in a wider context. Research into minority ethnic post-school and career choices suggests there is a strong push towards degree level study as a means of overcoming racial and socio-economic barriers, and there are also a disproportionate number of minority ethnic applicants for ‘high demand ‘courses, such as medicine and law and less for ‘low demand’ courses such as education (Modood et al 1994; Acland et al 1998). Hence, there is a tendency to exclude not just the police but a wide range of other occupations as potential career choices, particularly among Asian communities. Research across the UK (Stone and Tiffin 2000; Rowe 2004) has consistently highlighted similar issues in relation to minority ethnic perceptions of the police force as a potential career choice. Apart from misconceptions and lack of information about a police career, factors that lead minority ethnic individuals to rule out the police as a career choice include concerns about police culture, working in a racist environment internally and externally, the recruitment process, limited career progression prospects, and the ambivalent attitudes of family and community. 

This external perception of the police force as ‘racist’ is reinforced by the findings of the Onifade study (2002) of the experiences of a range of minority ethnic individuals within the police in Scotland. 76% of participants believed there was racism in the police and 69% reported having experienced racism while in police service. Despite the numbers that reported having experienced racism, few had made formal complaints. This was thought to be based on fears of a ‘backlash’, which Onifade (2002) argued fuelled the perception ‘that racism is more prevalent within the service than it actually is’ and lack of trust in the complaints system. Overall only a minority of participants (37%) were prepared to actively encourage their children to join the police. 

Conclusion

A review of the literature on minority ethnic groups’ experiences and attitudes towards the police in Scotland, while providing a mixed message, does point to the challenge that forces have in achieving and implementing their race equality strategies. The message is that, at best, the forces policies to date have only one foot on the pavement. In the next section of this review we report on information gathered from fieldwork with the police forces.

Section 3 – Information from Police Fieldwork

We found at Chief Constable level there is a strong commitment to the promotion of good race relations. In every force work has been done to train officers and support staff in race and diversity issues. Some forces have been active in training in this area for some years and thus during the past two years have been able to build on established relationships. Inevitably variation in the size of the forces and the geography and population mix of the areas for which they are responsible affect forces’ rates of progress. Other than through the meetings of the Diversity Standing Committee of ACPOS there is little evidence of the sharing of practice and experience between forces. Overall we were impressed by the commitment and energy going into not only ensuring that forces met their obligations but also actively promoting good race relations. We reflected that the police service may be an exemplar for other public sector organisations in Scotland.

Race Equality Strategy Obligations

All forces produced to us policy documentation which met the statutory requirements of the Race Relations (Amendment) Act 2000 and responded to the ACPOS Diversity Strategy. Some forces had plans for regular review and revision of the policy document. All acknowledged that this policy document, however well crafted would not of itself change practice. All forces had implementation plans and these varied from force to force. Some plans did not have, what seemed to us, to be appropriate time based targets and milestones. In some, there was also an absence of a named officer responsible for each objective. 

Every Chief Constable said that he was confident that inappropriate behaviour and language was challenged by staff appropriately and that those making challenges were supported by their superior officers. Specific instances of challenges having been made were described to us.  Given that the majority of such challenges are likely to be dealt with informally it is not surprising that more robust evidence than anecdotal evidence is not available.  However, we regard it as significant that there was in every force, at every level, a strongly expressed view that the culture of the force was changing and that progress was being made in ensuring that inappropriate language and behaviour was challenged.

It was acknowledged that the traditional style of police force management in the past had been authoritarian which made challenging extremely difficult. While remnants of that culture undoubtedly remain, the management culture in general is perceived as changing. In addition, pro-active steps have been taken to encourage appropriate challenges such as the setting up of a confidential reporting line and providing informal procedure for addressing inappropriate behaviour and language. In some forces consideration is also being given to altering the grievance procedure to ensure that racist behaviour can be challenged without immediate recourse to formal procedures.

Engagement with communities

There was evidence in every force of engagement with communities and of positive steps being taken to build trust and confidence in the police force. Work was being done to try to ascertain the needs of the various groups in the community in relation to policing so that these needs could be appropriately met. Again, the extent and nature of the engagement varied from force to force at least in part depending on the size of the force and the nature of the community itself.

Each force has in place or is in the process of putting in place, a lay advisory group which includes representatives of the minority ethnic communities. Many forces find difficulty in recruiting members of the minority ethnic communities to such advisory groups and where they succeed in doing so attendance at meetings is often poor. In some places active steps are taken to involve the lay representative with the force in ways other than simply attending committee meetings. In most forces there is pro-active engagement with minority ethnic groups through taking part in events organised by minority ethnic communities and open days at police stations and similar events. We found an awareness that engagement tends to be mainly with community leaders and efforts are being made to establish more grass roots contact. Particularly good work in this area is done by community liaison officers who are pro-active in building up contact with communities and who are valued as points of contact with communities in general and particularly by the minority ethnic communities.

In some areas where there is within a force area a race equality council, the forces appreciate it as a source of information, advice, challenge and joint working. In one area where the race equality council has closed because of the lack of funding the force said that they missed the challenge which it had presented and that it had not been replaced by anything which was as effective. 

Many forces involve representatives of minority ethnic communities in their diversity training. This can both enrich the training and may be helpful in developing community confidence in the police force. 

The following are examples of good practice which we found in forces:-

· strong and effective partnership with other public, and in some cases private bodies to co-operate and share information to promote good race relations.;

· appropriate use of interpreters and having available literature about how to complain about the police service in languages other than English;

· pro-active work to re-assure members of minority ethnic communities at sensitive times such as post 9/11 or the start of the Iraq war. Steps taken include visits to premises owned by members of the minority ethnic communities and making them aware of the steps taken to ensure their safety from perceived risk;

· in one area where it was ascertained that the majority of racist incidents took place at business premises owned by members of the Asian community combining with other public bodies in the area to provide cameras at these premises;

· the involvement of members of the minority ethnic communities in training which was combined with relaxed leisure time together at meal times in the canteen which proved valuable in improving relations;

· broadcasting on Radio Ramadan;

· establishing a central contact person for each minority ethnic community in a forces territory;

· providing feedback to members of minority ethnic communities who have reported incidents including where appropriate, a named individual from the procurator fiscal’s office to explain the working of the justice system and the reason why criminal action has not been taken against the alleged perpetrator;

· demonstrating an awareness of the differing needs of a diverse population;

· demonstrating that while everyone must be treated equally the force does adapt to the needs of all races, religion and cultures;

· arranging visits to mosques or other appropriate places by female police officers to enable them to meet Muslim women and develop mutual understanding and confidence;

· advising victims of racial harassment or other racist crimes of agencies which can provide support for them and helping them to make the initial contact with the agency if they wish to do so;

· when there is delay in attending the scene of a reported incident giving an explanation of the rules for prioritising calls thus helping to dispel any perception that the delay has been caused by the ethnicity of the caller;

· involvement of officers in sporting activities in the community especially with young members of minority ethnic communities;

· race awareness training for first and second year pupils in a high school in an area where there has been a problem with racist graffiti.

Training

Origins of the National Equal Opportunities Training Strategy (NEOTS)

Diversity Training for probationers, existing officers and support staff within all forces today is based to differing degrees around the National Equal Opportunities Training Strategy (NEOTS), which identified a need for a co-ordinated national approach to equal opportunities training. The ACPOS Personnel and Training Sub-Committee working group worked on this from September 1998 - February 2000 and identified a minimum level of effective training in February 2000 and recommended that a full-time working group be set up to design a programme to achieve this. 

A training design team of Police Officers was therefore appointed to design products for three levels which were as follows:

Level 1 – Basic level for all

Level 2 – Supervisors

Level 3 – Strategic

They were also required to:

· Design a Train the Trainers package.

· Produce a standard for all persons involved in the delivery of training.

· Produce a job description and person specification for a national co-ordinator.

· Provide a training practitioners network.

· Report on the desirability and feasibility of regular refresher training.

· Suggest robust evaluation processes. 

This working group reported in May 2001. Formal quality reviews of products were conducted internally and externally.

The products which emerged emphasised that the focus and title should be on diversity awareness and would cover lesbian, gay, bisexual and transgender (LGBT) issues, disability awareness, police culture, prejudice and discrimination, personal and institutional racism, dealing with racist incidents and race relations legislation.

Standard courses for levels 1 to 3 were designed for use across all forces and the working group emphasised the following points:

· Individual forces would need to localise much of its content in relation to demographics, policies and procedures, and local networks

· The need for lay involvement in the design and delivery of training

· A pilot conducted at Grampian police showed that “two days was not sufficient to train this highly complex and often emotive subject” as it did not allow for sufficient participation and led to too didactic an approach being taken

· Two trainers should be in each class (each class comprising between 12 and 16 people)

· In selecting trainers, forces should take into account the difficult requirement to challenge, especially for levels 2 and 3

· Training diaries were to be kept from each session

· Inappropriate behaviour at training sessions was not to be tolerated and was to be dealt with

In relation to the Train the Trainers course, the working group made the following observation:

· previous trainers courses had been intensive and of four to eight weeks duration but this was felt to be a strain on forces and time would therefore be an important element of the tendering process

In relation to assessment, the working group did not make any comprehensive suggestions aside from knowledge checks being built into the courses.

In relation to evaluation, the Kirkpatrick and CIRO models, both of which are recognised evaluation tools, were to be used in conjunction with reaction tests, focus groups and post-course questionnaires.

In relation to refresher training, the working group decided that formal training would be remedial and existing informal mechanisms would allow for updated information to be disseminated. Overall, it decided that mainstreaming diversity into all aspects of policing would be the most sustainable and viable method.

Probationer Diversity Training

In Scotland all probationary police officers spend the first 15 weeks of their career undergoing basic training at Tulliallan Police College. Residence at the college is mandatory for the basic training period. The college regards the living in requirement as important in developing the ethos necessary for police service since being a police officer requires particular standards to be met 24 hours a day. The argument presented is that being a police officer is not just a job but a way of life. Residency also helps to provide a contact network when probationers return to their forces.

For the last two years and on an ongoing basis the first three days of probationer training is devoted to race and diversity issues. The intention of this is to enable these issues to be mainstreamed into all the other courses by building in aspects of race and diversity. The content of the three day training is the NEOTS level 1 training but is delivered by in-house college staff. This area is acknowledged by the staff to be a difficult area and there have been instances of burn-out among the college staff delivering this training. The sessions are carried out in relatively large groups and are as a result more classroom based than would be desired. The content is comprehensive, the tutors knowledgeable and there is some interaction, although there are a number of theories to learn which may be confusing for people and it was not evident that people would feel more comfortable or confident in challenging inappropriate behaviour as a result, especially when this involved a higher ranking officer.

In-force Training

Tulliallan Police College also trains the officers from individual forces who have been selected by these forces to deliver the NEOTS training to serving officers and support staff in their force. 

The main learning outcomes of this training are laid out in the Scottish Police College Prospectus and are for each student to be able to:

· Demonstrate their awareness of equality and diversity issues; and

· Facilitate and deliver diversity training

This training for trainers is delivered by external contractors. It was originally delivered over five weeks, but is now run over a four week period. For this course the college prefers participants to live-in, but this is not mandatory. The course content uses a variety of in-depth theoretical and practical examples to create awareness of the main subject areas. Many of the subject areas are illustrated with recent examples from the media and from the personal experiences of the range of specialist tutors leading the course. The course is interactive and with small numbers being trained and with those attending holding an interest in this field, it is a relatively safe environment for attendees. 

The course is described by the college as very pressurised and some officers being trained find difficulty in confronting their own prejudices. In the past, the training may have been too traumatic for some to cope with but is now designed to be more supportive and to build on existing beliefs and skills.

Some officers selected by their force to become trainers are found by the college to be unsuitable for the training role and have to be returned to their forces without having completed the course. Returning them to their force is a last resort which is used only if efforts made to confront the difficulties they are encountering fail. Most officers sent to undergo the NEOTS trainers course do not have a background in training as it is their knowledge, interest and experience in diversity issues which are seen as more important. On returning to their forces, trainers also face more challenging environments than they have been used to on the course. One of the four training weeks is currently spent training attendees on how to train. From time to time force trainers meet at Tulliallan with the college diversity adviser who provides feedback to the college from the experience of the trainers in their forces.

The college is firmly of the opinion that three days is the minimum time requirement for proper delivery of NEOTS level 1 training. The college is also confident that the training enables people to challenge inappropriate behaviour and language. In order to effectively deliver the course in-force, the College also suggests that continuing support should be provided to the trainers after they have returned to their forces.

NEOTS levels 1 and 2 are now delivered to all serving staff by their individual forces, with many concentrating upon level 2 training first before moving onto level 1. Most forces use internal trainers for delivery but some use external contractors. In most forces all staff have undergone level 1 NEOTS training or its equivalent, sometimes adapted to local circumstances.  There was a variation from force to force in the number of officers who have undergone levels 2 and 3. Some forces deliver the level 1 training over three days but the majority have reduced the time to two days. The Police Boards for two areas have also undergone level 1 training.

The college has drafted a job description and a person specification for potential trainers but there was no evidence of it being widely used. Some forces initially sought volunteers for the trainer’s role, some selected from applicants after advertisement, and some avoided selecting people whose only previous job had been training. There was a general consensus among forces that trainer fatigue is an issue and that support for trainers is needed but there was little evidence of support being provided despite a letter from Tulliallan to all forces highlighting the need for support for trainers. Other than in one force which has a plan to do refresher training in five years time there was no clear strategy for building on the basic training.

Various methods including the Kirkpatrick model have been used for evaluating the courses and adaptations have been made as a result of an evaluation. Other than the meetings of the ACPOS Diversity Standing Committee and a sub-committee thereof, there was little evidence of the sharing of practice in training between forces.

In general and at all levels in the forces there was the view that inappropriate behaviour and language would normally be challenged where appropriate. There was a tacit admission that the traditional style of management in police forces in the past had been authoritarian which made challenging very difficult. While remnants of that culture undoubtedly remain the management culture in general is perceived as changing. In addition, active steps have been taken to encourage appropriate challenges such as the setting up of a confidential reporting line and providing informal procedure for addressing inappropriate behaviour and language. In some forces consideration is also being given to altering the grievance procedure to deal with this issue.

One or more people expressed the following opinions:

The best aspects of training included:

· Involvement of lay speakers particularly speakers from minority ethnic communities in the NEOTS three day course. Their input provided insight and was thought provoking, raising awareness of issues previously unknown to participants;

· The opportunity to discuss openly with others in an uninhibited way issues which they would have felt nervous about raising normally;

· The training forced participants to examine themselves and identify sub-conscious prejudices which in turn enabled these to be addressed;

· Participants gained awareness of the use of language and perceptions of which previously they had been ignorant;

· The practice (in some forces) of delivering training to a mixture of officers of different ranks and support staff at the same time enhanced the experience and helped to break down the barriers between uniformed and non-uniformed staff;

· The training resulted in an increase in confidence in dealing with situations involving members of the minority ethnic communities.

The worst aspects of training included 

· The impression that lip service is being paid to the training, particularly, when level 1 training is reduced from three days to two days. Two days may be too short and the remit too wide to be accommodated in that time;

· As a result of the reduction to two days there is no opportunity to challenge, to ask questions or to explore the issues raised by the material;

· In at least two forces the training is delivered in a didactic rather than interactive manner;

· Occasional instances of lay speakers who were perceived to have their own agendas and were unreasonably critical thus having a negative impact on the trainees;

· As a result of the lack of opportunity to discuss issues some participants emerged with doubt and uncertainty and as a result were afraid to do anything involving members of the minority ethnic communities;

· At some training sessions participants felt that the atmosphere was such that they had to be very careful about what they said;

· A minority of people expressed the view that the training was aimed at too low a level, that there was too much repetition and that some of the trainers were speaking from theory rather than from practice. The view was also expressed that three days was too long to spend in training if delivered in a didactic way;

· There was too much emphasis on superficial political correctness, with too much attention being paid to what and how things were being said rather than what was being done.

· Lack of support or counselling provided for trainers and attendees.

It was suggested that the following should be included in all courses:

· Practical examples and scenarios;

· The dates of religious holidays and the potential impact on local communities;

· How to challenge inappropriate behaviour;

· The steps that should be taken in the case of the sudden death of a member of different minority ethnic communities.

Recruitment

From the data on recruitment and staffing provided by the forces it appears that the under-representation of people from minority ethnic communities employed in the Scottish police force remains at the levels reported in ‘Pride and Prejudice’. There is no indication of an improvement in the position over the past four years. Absolute numbers of officers from minority ethnic communities are very small and the great majority of those employed are constables. Of equal concern is that the numbers of minority ethnic support staff do not reflect the proportions of people from minority ethnic communities in the wider population. 

Despite recruitment efforts targeted on increasing employment of members of minority ethic communities by many forces, it is unlikely that the under representation will be addressed through current measures. For example, in one force where 0.1% of serving officers were reported as coming from a minority ethnic community, no applications were received in either 2002 or 2003 from members of minority ethnic communities. In another force with 0.2% of officers identified as being from minority ethnic communities, 4% of new officers in 2003 were recruited from these communities but none were recruited the following year. 

In addition the degree to which forces were able to provide us with consistent data over a number of years was very variable. Without consistent and robust data collected to national standards by all forces, it will be difficult to monitor progress on a national level, let alone analyse the strengths and weaknesses of current recruitment strategies.

All forces expressed a desire to recruit more people from minority ethnic communities in order to make forces reflect the diversity of their community, to demonstrate that careers are available for all in the police force and to dispel myths and preconceptions about police forces.

There was unanimity that appointment must be on merit but there was general support for positive action to try to encourage applications from minority ethnic communities.

There is no uniform national recruitment process although one is being considered by ACPOS. In some forces the selection process for recruits has tests built in to try to detect racist attitudes. We noted the impact of this approach in England and Wales where it is reported that screening tests there have had the unexpected effect of excluding higher proportions of minority ethnic applicants.

All forces have taken some steps to encourage applications from members of minority ethnic communities and some had schemes to assist applicants in relation to particular aspects of the recruitment process. Actions taken include:-

· talking to minority ethnic communities to try to identify discouraging factors;

· setting up of a cadet force for young people below the age of recruitment;

· the recruitment of special constables from minority ethnic communities which enables them to sample the police service before committing to it;

· referring unsuccessful applicants to access courses;

· in one instance facilitating free places at a further education college for potential recruits which is aimed specifically at helping minority ethnic community members who felt they might have difficulty with the entrance examination.

Forces have also taken steps to try to ascertain the factors that deter members of minority ethnic communities from joining the police force. Influencing factors identified include:-

· The perception that racism is rife within the police;

· The influence of older family members whose view of the police may be based upon their experience of the police in their country of origin;

· The belief that a police career will command less respect than a career in the professions;

· Involvement in family business;

· The perception of low pay and unsocial hours in the police force;

· The insistence by a police force of home visits before accepting a recruit;

· The requirement of residence at Tulliallan for the 15 week basic training period;

· A widespread doubt about whether the selection procedures applied are fair, accurate and relevant. Two aspects particularly mentioned were the mathematics and fitness tests;

· National media coverage is generally unhelpful for recruiting purposes but local media contacts are more helpful.

Racism at work

There was no evidence of minority ethnic police staff having less successful careers than white staff. It was clear that once recruited the great majority of staff from minority ethnic communities remained in the force. An exit interview is routinely offered to every police force member who leaves, and in the case of staff from minority ethnic communities particular efforts are made to ensure that this takes place. There was no evidence of a higher proportion of officers from minority ethnic communities failing probation than white officers. We were told that there is a strongly held perception within forces that a higher proportion of non-white officers fail probation than white officers but we could find no evidence of this.

Some forces include diversity issues as an essential part of their promotion procedure and some include diversity issues as a standard part of their annual appraisal but as yet, there is no uniformity of practice. However, most forces which do not include diversity in their current appraisal process have expressed the intention to do so.

Force employees were fairly confident that inappropriate behaviour and language would be challenged but recognised it was not always easy to challenge for example if one was the only member of a minority ethnic background in a group or the challenge was to a superior. The general view was that good management is critical in ensuring the right atmosphere and that the wrong managers can tip the balance disproportionately. An essential element of challenging is support. Confidence was growing with the change from bullying culture and was being greatly helped by the availability of informal contact advisors and third party reporting. The use of diversity champions appears to be helpful.

Among the comments received in this area were:

· While the promotion procedures in forces are less opaque than they have been in the past there is still a general view among staff that “your face has to fit”. 

· While some forces have full and clear procedures for promotion the general view is that these are not always uniformly followed across forces.

· Bullying still takes place (although the term bullying has not been defined).

· Support for raising bullying complaints was sometimes lacking particularly when the complaint was by a civilian staff member about a uniformed officer. 

Complaints procedures

It was pointed out to us by officers from minority ethnic communities that they may be faced by a ‘no win’ situation in confronting inappropriate behaviour. On the one hand to remain silent may involve being seen as accepting such behaviour, on the other hand to confront it may result in accusations of being oversensitive. This is particularly the case where formal procedures are entered into quickly in dealing with such complaints. Formal procedures run the risk of escalating incidents. At the same time forces have to be seen to be dealing with such incidents to ensure public confidence and reassure officers from minority ethnic communities.

We collected information from forces on their procedures for dealing with complaints against them by the public. The parameters of these procedures are defined nationally, overseen by HMIC and publicity leaflets from the Scottish Executive are available in a range of languages. Each force has its own approach to implementing the national policy. In the case of one force clear attention is paid in the instructions given to officers about how to deal sensitively with complaints from members of minority ethnic communities, including ensuring translation facilities are available if necessary. However this was not the case in other forces. Many forces did not have specific policies to deal with complaints from members of minority ethnic communities. 

The forces provided a breakdown of complaints made against them by members of minority ethnic communities. The different ways in which this data is presented and the small numbers involved make it difficult to monitor the position over time and between forces. For example, one force advised that their annual statistics provided figures for alleged racially discriminatory behaviour. However, they advised that a fair proportion of their complaints involved alleged name calling between people of English and Scottish nationality which is not reflected in the classifications which will be adopted when the ethnic classifications are entered into their computer system. As it stood, in this medium sized force, in each of the last four years there were fewer than five complaints each year which involved alleged racially discriminatory behaviour. In one of the major forces in Scotland, 3% (23) of complaints against the police were from members of minority ethnic communities during six months of 2004, of which 1.2% (9) were allegations of racist behaviour. There was no evidence of disproportionate numbers of complaints against the police by members of minority ethnic communities, or of large numbers of complaints of racial discrimination by officers. 

Racist incident recording and monitoring 

The extent and accuracy with which racist incidents are recorded and monitored varies widely from force to force. As with data on recruitment and retention the nature of the data from forces was variable. In some cases it did not allow an in-force comparison year on year because of changes to the way that ethnicity was categorised. In other cases, it did not allow for comparison between forces in Scotland or over time.

All forces collated data on crimes and racist incidents. One force provided us with a detailed analysis of racially aggravated incidents in the force area which indicated that not only was the data being collected but it was also being used ‘to identify crime problems and trends’ within the area. Factors such as time, locus, and the ethnicity of offenders and victims are routinely analysed by this force. This force demonstrated to us that they were moving beyond merely monitoring and were using the data to inform police responses to racism.

We noted that as the monitoring of ethnicity and the recording of racist incidents becomes routine, there will be an apparent short-term increase in racist incidents as a consequence. This is clearly reflected across Scotland in the increase in racist incidents recorded. Paradoxically this is to be welcomed, because forces need to ensure that they are moving beyond recording into analysing the nature of these incidents to ensure that policing addresses them.

All forces are making some effort in this direction and are encountering various difficulties as they do so, including: 

· In some rural areas recording ethnicity can identify people who do not wish to be identified;

· Some forces do not use the census categories;

· A perception held by police staff in some forces that race crime is being given a higher priority than other crimes: 

· The perception held by police staff that for race crimes more steps had to be gone through by way of form filling and that these forms would be subject to more scrutiny by senior management than other documents;

· Problems in the categorisation of crimes which involve people from minority ethnic groups; 

· Failure to make police staff aware of the reasons for monitoring ethnicity leading to the impression that criminal incidents involving people from minority ethnic communities were being given preferential treatment.

Section 4 - Information from Minority Ethnic Fieldwork

There were two main sources of information obtained from minority ethnic groups, first, from a round table discussion with minority ethnic organisations and, second, from four minority ethnic focus groups. 

The main purpose of holding a round table discussion with minority ethnic organisations was to get their perspectives on policing and race relations, especially given the important role they play in working with and supporting minority ethnic groups and individuals. The focus groups with minority ethnic groups sought to gain a deeper insight into their perceptions, experiences and relationships with the police, drawing from previous research findings. The round table discussion and the minority ethnic focus groups focused on three broad areas:
· Experiences of policing 

· Examples of good practice

· Suggestions for improvements

Each of the focus groups comprised a specific interest group: minority ethnic organisations, women, young people, Gypsies/Travellers, and business people. Each of these groups included a mix of people from different cultural and ethnic backgrounds and, with the exception of the women’s groups and the youth group (which included only young boys), a mix of genders. 
Gap between Policy and Practice and communication issues


All participants saw the gap between policy and practice as a persistent problem in addressing racism. It was reported that public perceptions of policing were different from those portrayed in what were described as ‘glossy brochures’. It was felt that it was not enough to have policies; they also need to be communicated clearly to the public.

While the high visibility of senior police officers at community events was commended, the absence of those at the operational level was seen as a barrier to ensuring a consistent service and level of commitment across the organisation. It also results in variations in understanding and practice between senior police management and operational staff in respect of their role in addressing issues of racism.

Most participants felt it was important to recognise the different cultural perceptions and expectations that communities may have of the police. It was said to us that based on their past experiences in their countries of origin, a police officer is the last person some people were likely to approach. This mistrust of the police is reinforced by a lack of understanding of their role, remit and the operational context of policing. This lack of understanding tended to lead to complaints about, for example, delays in police responding to incidents. However, in situations where individuals were informed by police officers of the wider context in which they operate and of the procedure for prioritising phone calls, there was much more sympathy and understanding of the way in which police operate and individuals found other ways of dealing with incidents. In addition, language issues as well as generational differences in perceptions and relating to the police were also seen as potential barriers to good communications.

Engagement with communities

The efforts of the police to engage with communities and consult with them were welcomed. However, it was felt that the tendency was to have strong links with one or two community groups and it was suggested that the police needed to reflect on how they engage with minority ethnic communities, instead of reinforcing stereotypes and dealing solely with “community leaders” which was perceived as the easy option. What works with one group (e.g. playing cricket may work with the Indian men) may not work for another (e.g. Indian women or the Chinese). It was suggested that caution should be exercised when trying to understand police relations with the Chinese community because they could be seen as a more self-contained community.

A lack of effort by the police and a lack of understanding of the differences between and among communities were considered to be the main factors which led to poor links and communications between the police and some communities. In addition it was acknowledged that some communities were easier to access, for example, those that have central meeting places such as temples and mosques, and those that are geographically concentrated. Participants felt that the police tended to focus on easy to access groups. They suggested that there was a need to stand back from day to day activities and identify community and communication gaps. Lack of feedback following meetings and consultation events was also seen as a disincentive for engaging with bodies such as the police.

However, there were some positive experiences of community engagement. One participant attributed the improvements in the relationship between minorities and the police force in her area to the diversity training they had received. While recognising that focusing on groups could be a limiting factor and might exclude those individuals who belonged to ethnic groups which were small in number and scattered, there was evidence that the police had started working with the diverse communities at a local level and were making efforts to engage with the communities through various consultation mechanisms.

Participants also identified, with examples, good community policing as critical in developing good relations between themselves and the police. Problems could also arise from the attitudes of the wider communities, sometimes putting police officers in a difficult situation. For example, in one local community when a police officer had taken a stand in favour of a minority ethnic group he was the subject of much harassment from others in the community.

Reporting and recording of racist incidents 

An issue that was raised by a number of participants was that of racism in a wide range of contexts, including name calling in schools and other places. There was a strong feeling among the participants that schools in particular were not doing enough to tackle the issue, and that the media were exacerbating the situation. In a number of areas, police forces said to us that education departments were less co-operative than other public bodies. This was understood to refer to reluctance by education departments to report bullying with racist connotations.

Some participants highlighted the importance of identifying when it was relevant to have ethnicity data and the importance of putting data in context to avoid spurious conclusions. While all participants recognised the recording of racist incidents as a step in the right direction, the general view was that there was under-reporting, especially of verbal abuse. Verbal abuse, it was said, was so much part of everyday life that often most people do not think of reporting it, as reflected in the comments made by one young woman who said: “It never occurred to me to report verbal abuse to the police. My perception is that the police do not support people who suffer racism. I don’t trust the police.” However it should be noted that this woman based her views mainly on what she saw and read in the media rather than her own experience.

There were also issues raised with regard to police procedures that suggested that there were inconsistencies in the practice of incidents being recorded as ‘racist’ and of victims not being given incident numbers. A participant described numerous racist instances which had occurred in relation to the family business and which appeared not to have been recorded at the local police office despite having been reported. 

Experiences of policing

With a few exceptions all participants identified a range of specific experiences that they felt reflected the problematic relationship between themselves and the police. With one exception (the participant attributed his problems to the nature of his business) most of the participants attributed their experiences of incidents to their ethnicity. 

A number of issues emerged from the focus groups and the round table discussion which are discussed in this section.

Police responsiveness

There were a number of examples given of what participants perceived as inappropriate handling of various situations in which they had been involved. However, it is important to note that at times what individuals saw as inappropriate handling of an incident may arise from a lack of explanation or understanding of the procedures. For example, although a woman who had been assaulted twice by her flatmate had reported the incidents and had gone to the police station several times, she complained that no action had been taken as a result. In this case it appeared that the lack of action may have stemmed from the absence of corroborative evidence, but no attempt was made to explain this to her. 

There were, however, examples of negative experiences. A young woman reported a number of instances of racist abuse which she felt were not dealt with by the police satisfactorily. She said that she simply did not trust the police to be there for her. When the factors which had led her to that view were explored further, she highlighted the following: the delay in turning up when she called the police, the fact that she was always being dealt with by a white male policeman; the comment made to her by a policeman to the effect that “everybody gets spat on”; their lack of discretion when attending her home making her even more vulnerable; and repeated victimisation where nothing was seen to be done to the perpetrator (an issue also raised by others)

One participant had experienced some vandalism at his home which he reported to the police, but found that the police in question had not followed up his complaint. The police had claimed there was no evidence despite the existence of CCTV footage which they had not looked at. As a consequence he said: “I would not put my faith in the police and the law. They think I am stupid”. 

Stereotyping

Two focus groups (Gypsies/Travellers and young people) raised the issue of being dealt with by the police in a way that conveyed lack of respect. Young police officers were seen to be more aggressive in their approach and style when dealing with members of the Gypsy/Traveller community. In addition, there was a perception that professionals including the police were fearful about visiting Gypsy/Traveller sites. It was believed this stemmed from prevailing misconceptions and stereotypes about Gypsy/Traveller communities. In general Gypsies/Travellers felt that society is more tolerant of racist treatment of their communities than of racist treatment of visible minority ethnic groups. Participants felt that there was an assumption that every Gypsy/Traveller was a criminal, and if a theft was committed and there were Gypsies/Travellers in the area, it was assumed that the thief must be a Gypsy/Traveller. Numerous examples were given of unreasonable suspicious attitudes on the part of the police and unreasonable demands being made of them to produce purchase receipts for their possessions. 

Examples were also given of police interventions in situations of conflict with members of the local community where the automatic assumption was that it is the Gypsy/Traveller family who must be in the wrong. There was also a feeling that when it suited the police they would provide protection at the cost of causing difficulties with law abiding Gypsy/Traveller families. There were also fears of intimidation from their own communities if they reported issues to the police. 

There was also a strong feeling that young minority ethnic boys were more likely to be subject to ‘stop and search’ persistently. Young people reported that this tended to happen especially when they were in groups and late at night. While it was difficult to assess from their responses whether they thought ‘stop and search’ affected all boys, the underlying feeling seemed to be that if they were Asian and male they were more likely to be targeted and picked upon. (See also Reid Howie Associates Ltd (2001))
Other Factors

A combination of factors was identified as leading to a negative experience of policing:

· Lack of sharing of information within the police force.

· Lack of awareness among police officers about the agencies which might provide support to victims of racism.

· Variations in practice between individual police officers and police stations resulting in variable experiences of policing and commitment to addressing issues of racism.

· Slow progress of the training programme for police officers in some force areas.

More positively, one participant who had experienced domestic abuse felt she had received very good support from the police. She had been given information about an appropriate women’s refuge and the police officer had kept in contact with her every month, as well as following her up months later to ensure that she was all right. In this case there were also well developed links between the police and the organisation providing support for abused women. There was a view, however, that the key factor behind the good practice in this case had been the police having recently undertaken a great deal of work on domestic abuse. 

Diversity and recruitment

There was a consensus among all participants that having more minority ethnic officers would be of great benefit in delivering a culturally sensitive service. However, there was ambivalence among participants on the question of whether they or their children might consider a career in policing.

There were a number of potential barriers identified to joining the police: 

· Negative attitudes of their own communities and a strongly held view among the Gypsy/Traveller participants that individuals from their communities would be discriminated against if they applied to join the police. 

· Perceptions of the police as ‘racist’. One participant said that under different circumstances she might have considered joining the police, but she felt that the fact that there were so few minority ethnic police officers and the perception that these officers suffered subtle forms of racism was off putting. There was a consensus that the media bolstered the enduring perception of the police as racist.

· Young minority ethnic people tended to have bad experiences of dealing with the police, which act as a barrier when considering career options. However, the young people in the study did not feel that they had sufficient information about what was involved in becoming a police officer to be able to make an informed choice.

Good Practice 

In addition to some of the positive experiences highlighted in this section, there was one example highlighted of what was considered to be a ‘good’ example of policing.

Sighthill (Glasgow) Experience 

Sighthill provided a case study of what was described as ‘good’ policing practice. It was felt that the problems with regard to asylum seekers and refugees in Sighthill had arisen because the local authority had not given the police enough warning. However, the situation had improved a great deal in the area due to police effort and the high level of attention received. 

The improvements were attributed to the following factors:

· Significant financial resources: “In Sighthill they put a lot of money”

· Third party reporting involving a range of community groups was important in ensuring that reporting of incidents was made easier. 

· Use of interpreters and the elimination of language barriers: the police worked with interpreters, areas were jointly patrolled by police with interpreters, and 24 hour access to interpreting was made available. 

· Consultation also took place; the police worked with refugee communities asking them what their issues were and encouraging them to make contact.

· The high visibility of police in the area was important, “people felt safe”.

· The police explained their work to people, which was considered important in counteracting negative perceptions of people based on their past experiences in their countries: “People have negative perceptions of the police and don’t have ideas of asking for help”

Improvements

There was a broad consensus across groups on how the relationship between the police and minority ethnic groups might be improved: 

· Challenging stereotypes, building good relationships, developing a good understanding of minority ethnic communities and having in place community police who were prepared to actively go out of their way to seek out marginalised communities were all seen as fundamental to establishing good policing. 
· The police need to make more of an effort to widen their network of contacts, maintain regular contact and ensure that feedback is given to groups following consultative activities. The onus of ensuring effective and appropriate engagement should lie with the police and there should be more informal opportunities for communities to meet with the police, for example social events. The need for activities to be culturally sensitive and inclusive was emphasised. 

· While there was an acknowledgement that the police, especially at senior management level, were making more of an effort there was a feeling that not enough was happening at operational level. 

· The role of the media was seen as critical, and it was suggested that the police needed to exercise more control over the way in which information was released to the media. It was also felt that the police need to make information more accessible: “There are already structures there, they need to get better at using them.” – for example, sending information to community newsletters.

· It was argued that the police need to explain to communities what they do as well as what they can or cannot do. It was felt that they had to make an extra effort when it came to minority ethnic groups as some may have different cultural expectations and perceptions of the police. Two groups emphasised the importance of officers being respectful.

· Despite feeling frustrated about being ‘stopped and searched’ young participants said they would feel safer with more visible policing and more officers out on the street.

· All agreed that it was important to employ more minority ethnic police officers. A number of specific suggestions were made: identifying successful minority ethnic recruits; focusing on reasons for choosing to join the police; ‘trumpeting successes’; and providing a picture of what it is like to be ‘at the sharp end’. The need for the police to work more effectively with other agencies (social work, education, careers, etc.) was also highlighted as an important issue. 

· It was also suggested that spending time with victims, and making more of an effort to understand the everyday ongoing racism that some individuals experience would help. In addition, the police should develop a better understanding of the support and referral services available so that they can point individuals in these directions when appropriate. 
· In one area, it was felt that providing information to new arrivals to the city would be helpful. This should include all the essential information they need to live in the city. 
Section 5 – Issues and Recommendations

In Scotland we have found an encouraging picture. Our many recommendations are designed to strengthen and build upon existing practices. While the bald figures of numbers of officers drawn from minority ethnic communities are disappointing, progress has been made. There is evidence that considerable effort has been and is being made by the police to recruit people from minority ethnic communities. There is no evidence that members of minority ethnic communities who do apply are less successful than others. It is important to note that many of the steps which we recommend below are already being taken by one or more forces.  Our aim is to facilitate the sharing of best practice and to highlight areas where lack of resources may be impeding progress. This may also be inhibiting public confidence. 

The review team’s remit was to concern itself internally with the effectiveness of race equality training and to examine aspects of recruitment and employment experience, and externally to assess the impact of race equality policies on operations and public confidence in the police. 

Our recommendations cover a range of areas: recruitment; training; promotion and selection; policy and strategy including monitoring and reporting on implementation; engagement and communication with communities and experiences of policing; and complaints and grievances. 

This review has taken the view that an integrated approach should be taken if the steps from compliance through strategy and policy to practice and experience are to be part of an overall process. 

In this sense our recommendations do not stand alone as discrete individual actions. Issues of monitoring and reporting are essential elements of effective strategy and policy implementation, issues of training, recruitment, promotion and selection are elements of translating policy into practice, while effective communication with communities is an essential part of shaping and improving the public’s experience and perception of policing. 

Staffing statistics

Issues

· The majority of the forces encountered difficulties in providing some or all of the information requested.

· A minority of forces provided meaningful recruitment process data and examples.

· The information provided by the forces was often unclear in terms of recording periods, was difficult to analyse, and was difficult to compare across forces. For example, statistics dealing with application and appointment rates do not necessarily represent success rates as the data dealing with applications may relate to a different period of time from the data dealing with appointments. 

· Ethnic self-classification in 2003 led to an apparent increase in minority ethnic recruits in some forces at this time.

· In some forces, too many people are classed as ‘other’ or ‘unknown’.

Recommendations

1 There should be an effective and uniform process for the recording and analysing of recruitment and retention data in respect of minority ethnic groups.

2 There should be greater sharing of information on these matters within and between forces within Scotland.

3 Information on success rates for applications and other indicators should be held on systems which allow standard reports to be set up and the information to be obtained and compared quickly.

4 Regular data cleansing exercises should be undertaken to ensure that the data held is accurate and meaningful. 

Recruitment, Promotion and Work Experience

Issues

· Forces when recruiting staff use a variety of selection procedures.

· There are difficulties in identifying racist attitudes and beliefs held by applicants for police employment.

· There is concern that recruitment and promotion procedures are not always transparent.

· Diversity is not an integral part of appraisal and promotion procedures in all forces.

· Advertising approaches have not made a significant impact on recruitment from minority ethnic communities.

· Advertising aimed at encouraging recruitment from minority ethnic communities has been concentrated upon officer level rather than the variety of other roles in the police forces.

· There is no visible upward trend in the recruitment or promotion of minority ethnic officers or support staff.

Recommendations

5 Consideration should be given to the establishment of a uniform national recruitment process. 

6 Forces should encourage recruitment from outside their area to increase the available pool of minority ethnic candidates and to reduce parochialism.

7 Forces should continue to work together to try to identify effective ways of highlighting racist attitudes in candidates. This has proved to be very difficult in the past and any experience of success in this area should be shared.

8 Consideration should be given to more vigorous promotion of police support staff careers.

9 There should be a system of monitoring to ensure that the recruitment and promotion procedures are properly followed in all cases.

10 Diversity issues should be a part of the annual appraisal of every officer. 

11 Diversity issues should be integrated into every force’s promotion procedures.

12 There must be greater transparency in promotion procedures enabling it to be clearly shown that the procedures are adhered to.

13 Promotion statistics for white and minority ethnic staff should be recorded, monitored and reported annually in a consistent manner across Scotland.
14 Advertisements should be placed in media widely accessed by minority ethnic communities. 

15 Continued consideration should be given to advertising in additional forms of media.

Diversity Policy and Strategy

· Too many of the targets in the strategy implementation plans are not time based.

· There are insufficient appropriate milestones to enable progress to be monitored.

· In many cases there is no named individual identified as responsible for each task.

· The in-force communication methods are weak and do not keep officer and support staff up to date with progress, and do not enable the forces to obtain staff views. Posting information on forces’ websites is welcome but not sufficient on its own.

· Police boards appear to be disconnected from the establishment and implementation of the policy and strategy.

· There do not always appear to be effective ways of obtaining the views of the community on the strategy.

· There is insufficient sharing of information and good practice between forces.

Recommendations

16 A structured and nationally co-ordinated approach is required to bridge the gap. Similar gaps may well exist in other public sector bodies in Scotland and the police may be able to take the lead in eliminating them.

17 Forces in Scotland should agree, through ACPOS, a form of reporting and monitoring to which all forces subscribe (see Monitoring below).

18 Each force should establish a process for regularly reviewing the policy to ensure that it is still relevant, and the strategy to ensure that it is implementing the policy. 

19 Peer review of policy and strategy by another police force should be a requirement.

20 Each strategic target should have a named individual responsible for implementing the target within a specified time frame.

21 Progress against targets should be reported upon annually and reported widely in the community.

22 Consideration should be given to police boards being required to take a leadership role in monitoring achievements against targets.

23 Progress against diversity targets and the purpose of such targets should be reported to all the force employees and feedback should be obtained from them.

Engaging with Communities

Issues

· There is evidence of the police engaging with minority ethnic communities, but much of this engagement appears to take place mainly through community leaders with less direct contact with the men, women and young people on the street.

· Often engagement with minority ethnic communities and the police tends to occur at senior officer level, with less evidence of engagement at the operational level.

· Police community liaison officers are important in helping to establish initial contact with communities, but there was no evidence of systematic strategies to maintain and build on these contacts.

· Several forces believe they have good contact with the minority ethnic communities in their areas but it was not clear how much substance there was to these beliefs.

· Regrets were expressed about the closure of local race equality councils in some areas as they had provided a useful means of establishing effective contact with minority ethnic groups.

· There is limited evidence of co-ordinated efforts by police, local authorities, and other public bodies jointly to devise ways of building capacity among members of the members of minority ethnic groups.

Recommendations

24 In conjunction with other public and voluntary sector bodies the police should develop strategies to reach wider minority ethnic communities and particularly the more ‘hard to reach’ groups.

25 Officers at the operational level should be given more opportunities to attend community events with their senior officers. 

26 Opportunities to share, between and beyond forces, good practice in relation to community engagement should be encouraged.

27 A communication strategy should be devised for each force. The strategy should address the need to communicate with all segments of the minority ethnic communities and internally with all staff. This could form part of the current media strategy.
28 An appropriate senior individual should be given responsibility by each force to manage the implementation of the communication strategy and the effectiveness of the strategy should be assessed annually.

Lay Advisory Committees

Issues

· Lay advisory committees, which are multi-ethnic in nature, are potentially valuable assets.

· Their potential will only be realised if they are composed of people who have the time, ability, training and support to do the job properly.

· We have doubts that the current approach to recruiting, training and supporting individuals to serve on these committees maximises their ability to make an effective contribution to culturally sensitive policing strategies.

Recommendations

29 Build on the communication between community liaison officers and communities by identifying people to participate in lay advisory committees.

30 Provide education and training for committee members in police operations so that they are able to understand policing issues more fully, contribute effectively, and challenge when necessary.

31 Wherever possible engage the lay advisory committee members in other police activities to broaden and deepen their understanding of policing. 

32 Consideration should be given to providing practical support for people who give up time to take part in the activities of lay advisory committees.

Training

Issues

· All forces have ensured that most officers and support staff have attended NEOTS training.

· Some forces have reduced the standard level 1 training from three days to two.

· Each force has delivered its own version of level 1 training.  There is no uniformity about what has been omitted when it has been reduced from three days to two.

· We found no comparison of the effectiveness of the training over three as opposed to two days. 

· It is unclear whether the current NEOTS course, or its equivalent, is still fully relevant today given that it was designed a number of years ago.

· There are concerns about the wisdom of selecting as trainers people with little or no previous experience of training, especially in such a sensitive area.

· It is not clear that any steps are taken to ensure that before undertaking the Training for Trainers course the potential trainers are aware of the emotional and mental stress of training fellow and superior officers in this area. 

· It appears that stress suffered by trainers is sometimes not identified before burn-out occurs.

· While on the Training for Trainers course trainers are given advice on how to deal with adverse reactions from training groups but there is little evidence of support being provided within all forces when this arises. 

· There appears to be a weakness in communicating the purpose of the NEOTS level 1 training adequately. 

· We found limited evidence of support to NEOTS level 1 course participants who have suffered stress as a result of confronting difficult issues.

· We found no evidence of a national strategy for regular refresher training to build on the good work already done.
Recommendations 

33 There should be a sharing of experience of training among forces so that best practice can be identified. 

34 A system of support should be established for all staff to prepare them for any emotional stress as a result of the training.

35 Arrangements should be made for trainers to deliver training to forces other than their own, assuming that the training cannot be provided by external trainers. Forces could pair up and deliver training to partner forces on a reciprocal basis. 

36 The approach to the evaluation and monitoring of NEOTS level 1 training needs to be developed to ensure that it is delivering the aims of the policy and strategy, and to enable remedial action to be taken if and when necessary.

37 A template should be developed, possibly by ACPOS, to evaluate the effectiveness of the training in changing police operational activity. Assessment should be carried out by peer review by another force and should include input from minority ethnic communities 

38 More attention should be paid to communicating the operational purpose of training to those being trained.

39 Wherever possible forces should continue to involve members of minority ethnic communities in the training and careful consideration should be given to how best this may be achieved. 

40 The effectiveness of training and its contribution to achieving the aims of the diversity policy gives rise to a governance issue. There may be a role for police boards in this. 

41 All forces should complete NEOTS level 1 training as soon as possible.

42 To ensure that the training translates into better operations at street level we recommend that each staff member should have immediate and easy access to advice in handling incidents involving race. This could be web based. Immediate steps should be taken to develop this resource.

43 The current review of NEOTS should be finalised to assess whether in the light of experience it is still fit for purpose and whether additional training and support interventions are required to fulfil its objectives. In the meantime current delivery should continue as planned.
44 All forces should provide regular refresher training in this area, which is delivered in small doses and which reflects operational experience.
Complaints Procedures (internal and external)

Issues

· Existing internal disciplinary proceedings are not always the best way of dealing with complaints of inappropriate language and behaviour.

· It is essential that inappropriate behaviour and language should be challenged whenever it is encountered internally as well as externally.

· Inappropriate behaviour is very unlikely to be challenged consistently if each such complaint leads automatically to formal disciplinary proceedings.

· Informal procedures have been established in most forces but in many they have been little used.

· From information supplied by the forces about complaints procedures it is apparent that at least one force gives clear instructions to officers about how to deal sensitively with complaints from members of minority ethnic communities. However this was not the case in other forces.

Recommendations

45 There is a need for informal methods of resolving issues which are sensitive to the nature of the issue, subject to safeguards which ensure that serious problems are not diverted into informal procedures.

46 Both formal and informal methods should be regularly reviewed and revised in the light of experience.

47 We recommend that all forces detail in their complaints procedures the issues to be aware of when dealing with complaints from members of minority ethnic communities, including language and culture.

48 Forces should examine methods adopted by other public sector organisations and large private companies for dealing with internal allegations of harassment or inappropriate behaviour and assess whether best practices from elsewhere can be adapted for the police service.

49 Consideration should be given to how officers and support staff can be guided to make effective and appropriate use of formal and informal methods.

Monitoring and reporting

Issues

· At the beginning of our review we asked each force to provide us with a list of information set out on page 92 of this report. 

· One force was able to provide this information extremely quickly and in a clear and consistent format. That was not the case in other forces.

· It appeared that while most of the data was in the possession of each force it was not being monitored and analysed.

· The collection of this data is important because it would allow for performance comparisons to be made between forces, and would enable statistics over time to be built up and analysed, and progress to be monitored.

· Our impression is that currently forces are monitoring data in order to comply with race relations legislation rather than to ensure that policing serves its communities.

· All staff need to understand that monitoring is intrinsic to good intelligence-led policing and, when results are disseminated, can reassure minority ethnic communities of the steps currently being taken by forces in Scotland
· We recognise the problems with the current categories of ethnicity used in the census that are adapted for monitoring and also the issues associated with asking individuals to report their ethnicity. However, officers already ask sensitive questions of the public with whom they interact. If officers understand the practical benefits of asking these questions then it should be manageable and can be explained to the public. 

Recommendations

50 Forces should agree one consistent way of collating data across Scotland which monitors ethnicity and which should be based upon the census categories to allow comparison with the overall population. 

51 In case of concerns with regard to anonymity it is recommended that forces should consider using the more restricted ‘simple’ 5-category classification (see CRE 2001 and GROS 2003). 

52 Once a consistent approach has been agreed upon, this methodology should be used for a period of five years to allow for intra-force comparison and to analyse trends over time. 

53 The purpose of monitoring ethnicity, and its relationship with operational policing should be fully explained to all police staff during training. 

Policy – Practice Gap and Communication

Issues 

· The majority of minority ethnic participants consistently raised the gap between policy and practice and the absence of clear evidence of implementation and impact assessment of policies.

· Lack of understanding of police policies, and the roles and responsibilities of the police tends to result in unrealistic expectations of the police. 

· Senior police management commitment to policies was not always consistently reflected at the operational level. 

Recommendations

54 Policies should be communicated more effectively and extensively through the use of appropriate media (e.g. community newsletters and radio and networks)

55 Taking into account language barriers, communication with minority ethnic groups needs to recognise the diversity of the groups with regard to different cultural perceptions and expectations, previous encounters (overseas) with the police and generational differences.

56 The role and remit of police officers should be clearly communicated to minority ethnic communities. 

57 Senior management need to ensure that there is a consistent level of commitment to race equality policies throughout the force, especially at operational level, by encouraging officers to proactively engage with minority ethnic communities by, for example, attendance at community events. 

Experiences of Policing 

Issues

· Most respondents to us from minority ethnic backgrounds had both positive and negative experiences of policing. 

· Verbal racist abuse was part of everyday life for a number of participants in our focus groups. Few would normally consider reporting this.

· Participants highlighted the issue of the failure of schools to address the issue of children experiencing racist abuse at school. 

· The majority of participants commented on what they saw as a lack of consistency. There were variations in practice between police officers and stations within the same police force as well as across forces. This was often exacerbated by a failure to share information even within the same force. 

Recommendations

58 The police, working closely with relevant minority ethnic organisations should ensure that people from minority ethnic backgrounds develop a better understanding of policing in Scotland. 

59 Forces must continue to strive to achieve a consistent level of service provision to all who make contact with the police.

60 Consideration should be given to whether more community policing would encourage confidence in policing.

61 The police need to be more sensitive to victims (e.g. take into account gender and cultural issues) when responding to racist incidents. 

62 The police need to develop a better understanding of support available in local communities for victims of racial harassment and ensure that victims are given the support they require.

63 Longitudinal evaluation of the impact of training should be undertaken to assess changes in policing behaviour at operational level, and the consequent effect on the perceptions of policing of minority ethnic communities. 

Police as a Career

Issues

· There was ambivalence among people from minority ethnic communities about actively encouraging people to join the police. Much of this ambivalence was based on perceptions of racism within the police force, fuelled by media reports rather than direct experience. 

· There was a lack of awareness and information about what joining the police would actually entail, especially among young people. 

· Gypsies/Travellers felt that they would be discriminated against if they applied to join the police. 

· There was a concern that joining the police might create difficulties in relating to their own communities. 

· The requirement to “live-in” at the Scottish Police College during the 15 week probationary training was seen as a disincentive by some people from minority ethnic groups.

Recommendations

64 The police forces should build on work with Careers Scotland, schools, parents and community groups to ensure that appropriate careers information about joining the police is made available and accessible.

65 In promoting the police as a career the inclusion of the following should be considered: identifying successful minority ethnic recruits and focusing on their reasons for joining the police and providing a picture of what it is like to be ‘at the sharp end’.

66 Consideration should be given to whether the residential aspect of probationary training is essential, and whether it should be adapted or waived where required. If, after consideration, it is felt to be essential, the accommodation and regime at Tulliallan should be reviewed to ensure the needs of a diverse community are met.

67 The police should engage more closely with minority ethnic communities to counteract and reduce the impact of negative media reporting. 

Appendix 1 – Methodology

The review was carried out in three stages as outlined below:-

Stage 1 – Scoping study

1. 
This stage involved obtaining a wide variety of documentary evidence from the forces and from other literature sources. This information was then assessed and used to inform the further stages of the review including the contents of this report.

2.
The Chief Constable of each force was contacted to request the following information:-
· Race equality policy and strategy documents

· Details of diversity and race equality training provision (content, frequency, strategy, evaluation)

· Advertisement of general and promoted posts (where advertised internally and externally)

· Staffing (broken down by ethnic group)

· Applications to the police force

· Admission

· Probationers

· Serving officers by rank

· Special constables

· Support staff by main function

· Number of officers speaking languages other than English or Gaelic

· Complaints

· Procedures for recording and investigating complaints

· Complaints by ethnic group

· Complaints resulting in action, by ethnic group

· Victims of crime

· Racist crimes reported by ethnic group

· Victims of crime by major crimes, by ethnic group

Some forces found the above information easier to provide than others. This partly reflected individual forces holding information in different formats, the mix of IT systems, and the information requested apparently going beyond that which is required for reporting purposes at present. Of those forces which were able to provide the majority of the above, most found this difficult to obtain with ease or speed, with the exception of one force which was able to provide a full set of information within a few days.

3.
Chief Constables were also asked to participate in an interview with two members of the Review and support team to introduce the work of the review and to explore further the information which had been provided as a result of 2, above. Other individuals with responsibility for race relations were also invited to attend. All forces participated fully in interviews and shared valuable information with the review team.

4.
Contact was made with the Scottish Police Federation (SPF), SEMPER Scotland (Supporting Ethnic Minority Police staff for Equality in Race), and the Scottish Police College to arrange exploratory interviews. These were conducted and again, these bodies were extremely helpful and welcoming to the work of the review. Members of the review team attended SEMPER’s AGM in March 2005.

5.
Literature from previous local, national and international studies on policing was gathered to provide additional background information.

6.
A project information sheet was prepared, and a confidential e-mail address and a dedicated phone line were set up to receive any public enquiries or submissions over the course of the review. Public submissions and questions were relatively few in number, but several informal contacts were made during the course of the review by individuals, serving officers and support staff.

Stage 2 – Minority ethnic, police employee and interested parties views and experience

In order to explore the issues and the impact of police race relations policies and practices on minority ethnic communities, police officers and support staff, the following steps were undertaken.

1.
Police officers and support staff

Focus groups for police officers and support staff were held in November 2004 and January 2005 respectively. In order to ensure that attendees were representative and keen to contribute, the following process was followed:

· Each Chief Constable was asked to circulate materials (letter, questionnaire and project information sheet) to all officers and support staff. The Chief Constables were also asked (and agreed) to grant paid time off to anyone who wished to attend. 

· Volunteers were asked to complete a confidential questionnaire which was to be returned directly to the review team, to enable selection to be made

· The review team selected a diverse group of volunteers to enable different ages, genders, length of service, forces and roles to be represented

A number of problems were encountered in organising the above:

· General communication difficulties within some forces led to the dissemination of information being slower and less effective than we wished;

· Different approaches to communication appear to have generated good responses from some forces and poor responses from others;

· An apparent reticence by officers and support staff to volunteer for the groups (in particular among staff from minority ethnic groups)

· In some cases, despite our clear requests for true volunteers to be sought and for the information to be available to all, some forces decided to select individuals to respond to the review team. In some forces, the initial questionnaires used to gather data about the individuals ‘volunteering’ were submitted by a co-ordinator as opposed to completed confidentially by the individual ‘volunteer’

· A number of calls were received by the review team on the dedicated phone line from a number of people who had been ‘volunteered’ and felt concerned, worried or confused about this. In particular, some said they had been told that the event was a training course or seminar and were unaware of the participative nature of the day or the fact that it was in relation to the review.

· Of the volunteers obtained, a number were already involved in diversity related roles. 

· A random sample of officers within forces revealed that a number of officers were unaware of the review and of the opportunity to contribute to it

To overcome the difficulties raised by these factors the following steps were undertaken:

· Forces were contacted when no or few volunteers were identified to encourage reminders and wider advertising of the groups

· The Scottish Police Federation publicised the review on their web site 

· Information was provided to anyone who called the dedicated phone line to ensure that individuals understood the nature of the review and focus group and could make an informed decision about whether to volunteer 

· A systematic selection of volunteers was then made

· Repeat attempts were made to arrange individual interviews with minority ethnic officers, although we accepted that people could not be forced to speak to us

2.
Minority ethnic communities

Parties and organisations identified as playing a key role in this area were invited to attend a discussion forum in Edinburgh in December 2004. We encountered a number of problems in organising this which we believe stemmed from the following:

· General reluctance to talk to us due to previous experiences with similar review and research studies and the belief that nothing would change as a result.

· Conflicting priorities, with other similar approaches being made at the same time by bodies including the Scottish Executive

Notwithstanding the above, a number of organisations were represented at the meeting on 15 December 2004 and important information was gathered from this. In addition, individuals who were unable to attend this meeting were contacted to arrange telephone interviews instead.

Four focus groups were held with members drawn from minority ethnic groups identified in relevant literature as experiencing particular issues in relation to policing. These groups were not intended to be scientifically representative but to provide an arena to discuss emerging issues and to explore recurring themes. To enable a cross-section of views to be obtained, four different regions were used to populate and host these events. The groups held were:

· Scottish Gypsies/Travellers (Inverness) on Wednesday 19 January 2005

· Women (Edinburgh) on Thursday 20 January 2005

· Business (Aberdeen) on Monday 24 January 2005

· Young People (Glasgow) on Wednesday 12 January 2005

3.
Police Recruitment and Appraisal

Further meetings with individuals responsible for reviewing and developing performance appraisal and recruitment processes at a national level on behalf of ACPOS have also been undertaken.

4.
Police Training

Probationer Training and Train the Trainer Diversity Training at the Scottish Police College courses were attended to sample the training. The training literature pack has also been examined. 

5.
Police Boards

In order to obtain information from Police Board members, with the aid of COSLA, a meeting with five representatives of Police Boards was held on Wednesday 2 March 2005. 
Stage Three – Feedback and Final Report

1. 
In order to provide and receive initial feedback from Chief Constables and Diversity Officers, two team members attended the ACPOS Diversity Meeting on 15 March 2005 in Edinburgh.

2. 
Many contributors to the work of the review requested that a process to provide feedback be put in place. 
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