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Foreword – Chief Constable 


[image: ]I am pleased to introduce our Annual Equality Report 2018. Never before has it been so important for policing to represent and understand the diverse communities it serves. 
We must ensure that we have a real understanding of our local people and can connect with them in the ways that they can relate to and prefer. A key component of this is building trust and confidence in the things that we do. I want people from all background and cultures to engage with us if they need to. I want them to feel listened to, and feel heard. 
As we reflect on the work carried out in 2018, we have embarked on a revised programme of activity to improve the service that we deliver going forward. 
Our focus on equality and inclusion is vital so that we continue to police by consent and can overcome the challenges that we face in dealing with increasingly complex crime. 
We can only seek to improve the service that we deliver on the streets of Cleveland by developing and progressing our officers and staff. Our aim is to recruit, retain and encourage a diverse workforce that is fully supported and engaged. 
I have set a new vision and new priorities for Cleveland Police and will work alongside the Police and Crime Commissioner to lead our Everyone Matters work in 2019 and beyond.
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Message from Police & Crime Commissioner


[image: ]It has long been my vision that Cleveland Police can be an organisation that values and celebrates diversity within its workforce, supports the wellbeing of its staff and engages effectively with the wide variety of communities they serve.
The strategic direction I set in 2015 made it clear that I expected the Force to do more to improve and promote diversity, inclusion and equality throughout the organisation and out in our communities. The result was the Everyone Matters programme – an ambitious four-year learning and development plan developed in partnership between my Office and Cleveland Police.
Internally, our aim was to support the workforce by protecting their wellbeing and empowering them to challenge inappropriate behaviour. We wanted to refresh and adapt the Force’s policies and procedures to ensure they were suitable for every officer, staff member and volunteer working within the Force, regardless of their protected characteristics. Externally, we needed to be more reflective of our communities and engage more effectively with the most diverse and at-risk groups.
I’ve been encouraged by the progress made so far under Everyone Matters. Staff and officers have received training and awareness sessions about diverse groups and have been provided with strategies on how to tackle their unconscious bias. Staff networks have continued to thrive, resulting in a second Staff Network Day celebrating the work of these groups to influence policy and increase representation.
More work has been done to reach out to diverse communities during PC recruitment campaigns, increasing the number of applications from members of BME communities to 10% - the highest in the Force’s history. In late 2018, Cleveland Police became the first UK police force to receive an independent accreditation for equality, scooping the Gold Standard at the North East Equality Awards.
But it would be wrong to say it has all been plain sailing. The poor behaviour of a small number of individuals within the organisation has threatened to shake our belief that real change can be achieved. Changes in senior leadership have had the potential to disrupt the momentum we had built in this area of work. Despite these challenges, the team behind Everyone Matters have worked hard to keep the programme on track.
In the months to come, I’m keen to gain a tighter grip of the Everyone Matters programme, to ensure we do not lose sight of why we started this work in the first place. As part of my refreshed scrutiny process, I will be hold the Chief Constable to account on how he will ensure that managers at all levels in the organisation will promote and monitor achievements in equality and diversity – both inside and outside of the organisation.
We have made some positive progress and I’ll be working in partnership with the Chief Constable and a range of local partners to make Cleveland Police a pleasant and inspiring place to work, with a real focus on doing right by the communities they serve.
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Introduction to Equality duties

Under the Equality Act 2010, as a public body we are required to meet the Public Sector General Equality Duty. This requires Cleveland Police, in both their internal and external practices and procedures to:
· Eliminate unlawful discrimination, harassment and victimisation and other conduct prohibited by the Act;
· Advance equality of opportunity between people who share a protected characteristic and those who do not;
· Foster good relations between people who share a protected characteristic and those who do not.
In order to comply with equality regulations, Cleveland Police will:
· Publish an Annual Equality Report which will include a summary of how we have been meeting the General Equality Duty requirements through our equality practices. 
· Publish Annual Equality Information in relation to the protected characteristics of our staff and officers.
[bookmark: _Toc12365239]Hate Crime

Cleveland Police’s progress in tackling and raising awareness of Hate Crime continues to improve and go well. Below are our key updates on hate crime:
· The specialist Hate Crime roles which were created last year have now been fully established with our Hate Crime Investigators fully trained and embedded; allowing them to take up daily appointments in order to take hate crime reporting directly from members of the public.  

· Cleveland Police have now launched welcome orientation sessions, which allows Refugee and Asylum seekers who are new in the area, to understand a bit about the law, culture and how the police can assist them including dealing with hate crime. These orientation sessions are held within safe community spaces and delivered by our Refugee and Asylum Seeker Coordinator. 

· Details of successful hate crime prosecutions are now regularly published on Facebook to increase our public confidence in reporting. 

There has been a continued focus on improving investigations throughout Cleveland Police, embedding best practice and lessons learnt by front line officers with a long term aim of improving victim satisfaction. So far this has seen victim satisfaction in relation to Hate Crime take an upward trend over the last 12 months. 
[bookmark: _Toc12365240]Stop Search

Cleveland Police have developed a number of mechanisms to provide pre-search information to members of the public. There is a bespoke section on the Cleveland Police website to explain Stop Search in detail to our communities, including an FAQ section and an understanding of Police Powers. This underpins the obligation on officers at the time of any stop search to impart relevant information to those people subject to a Stop Search.  
Cleveland Police also operates a successful ride along scheme which not only looks at stop search activity but the wider scope of operational policing. The scheme has developed into a useful community engagement opportunity ranging from young people who wish to explore policing as a career or to community members who want a greater insight into police activity. The ride along scheme is available as a formal scheme now to members of our communities.
Also a lot of work has gone into developing an appropriate approach to independent scrutiny of our stop search practices. The approach has established a panel of appropriate community members to provide community expertise and challenge on this particular area of policing activity. Both a BAME and Youth Scrutiny Panel have been developed and are now in place.  
A key priority moving forward would be to ensure the stop search scrutiny panels are promoted and well attended by many representatives of our diverse communities. 
[bookmark: _Toc12365241]Community Engagement

Cleveland police have adopted the use of a specific community mapping software known as Origins. The software sits under the Cleveland Connected system and provides accurate and timely data in relation to the make-up of communities force wide.  Officers within neighbourhood teams have been trained to use this package however a key priority area moving forward would be to identify how to utilise the Origins system effectively to identify and engage with all communities within the Cleveland area. 
Neighbourhood officers have successfully interacted and engaged with diverse communities within the Cleveland area by having a visible presence at community organised events.  These include the Middlesbrough Mela and Eid in the park events. 
[bookmark: _Toc12365242]Community & Cultural Awareness

Throughout 2018, we have continued with our successful Community & Cultural Awareness sessions which we initially started up in 2017. Our Community & Cultural Awareness Programme has been shaped so that our staff and officers have a better understanding of the different beliefs, values and customs that are a part of our diverse communities. 
The programme allows Cleveland Police to deliver high quality service to the public by taking into account, sensitive issues and providing a more victim focussed service to meet individual requirements.

The 2018 programme consisted of three themed topic areas which are:

· Refugee and Asylum Seekers: delivered by Regional Refugee Forum, Middlesbrough, who explore how experiences from an individual’s home country affect and make an impact on trust of authority. 

· Learning Disabilities: delivered by Hand in Hand Care, who raise awareness and understanding of the depth of learning disabilities and what impact it has on everyday life.

· Young people: delivered by Linx-Hemlington, who identify some of the underlying causes for anti-social behaviour and youth offending and how a youth work approach, can help to tackle these issues.  

During 2018, 133 individuals have attended the sessions from across the organisation. 
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Late last year we had introduced our Everyone Matters In Practice Workshops which to recap, is a highly interactive workshop which uses film based drama pieces, group discussion, self-reflection and group exercises to explore the following objectives:        
· How we recognise and understand the impact of bias in everyday situations
· Reflect on oneself and gain insight into personal responses to diversity and inclusion.
· How to contribute to the on-going discussion about Everyone Matters and how it can be brought to life in meaningful and practical ways
· How we challenge attitudes and behaviour that do not support ourselves or our communities  

The Everyone Matters in Practice Workshops have been rolled out to the organisation commencing from November 2017 and overall our facilitators have delivered 59 workshops to 524 attendees which equates to 28.8 % of our workforce.   The workshops have been evaluated by an external consultancy and the interim findings are:
Overall impact on the knowledge and attitude of the learners in relation to the intended learning outcomes remains positive at the mid-way point of the program roll-out; 

· A high number of learners report that they will do something different as a result of attending the programme; 
· Satisfaction remains high and in particular narrative comments show that learners value the approach taken by the facilitators and the style of the workshops.
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Inclusive and engaging leadership is a key driver in motivating and developing staff, setting standards and delivering quality service to our communities. 
During 2018 new activities have been added as well as continuing with those most effective in growing leadership capabilities:
· Our ‘Challenging Conversations’ programme supporting managers to adopt a high challenge, high support approach, setting standards and giving motivational feedback has continued. Over 60% of managers have now attended this programme.
· Our first line manager programme has developed to include a wider variety of operational and people management topics together with bite sized CPD sessions during the year.
· Action Learning Sets have continued. These are made up of small groups of staff who share issues and support each other to solve their own problems.
· Our first Talent Development Programme aimed at lateral development ran for 12 months, with participants successfully achieving an ILM level 3 qualification, and measurable impact in confidence and personal effectiveness.
· 360 Feedback provides managers with the ability to gain personal feedback from teams, colleagues and manager giving valuable insight to inform their own personal development plans. 
· ‘Insights’ is a tool to identify your own and different personal preference styles for communicating. This has been introduced at senior level, and is being cascaded throughout the force to grow emotional intelligence and improve communication skills and value difference.
· A new online appraisal process is being introduced, with workshops for line managers and staff running between January to April 2019 focussing on having constructive conversations, taking personal responsibility for your own performance and personal development.
· Litmos Heroes, a bite sized online learning catalogue of over 130 short courses, has been introduced and is available for all staff.
· Additional support for applicants for promotion from under-represented groups has been introduced, such as confidence building and tips for giving presentations.
· Additional leadership CPD events have been introduced for senior staff, providing opportunities for refreshing skills and team building. This also includes taking advantage of a Senior Leadership Development Programme run by the College of Policing.
[bookmark: _Toc12365245]The main driver for 2019 will be to refresh the leadership strategy to reflect an audit of current leadership capability at a Force level comprising two staff surveys, staff consultation, data from Human Resources and our Directorate of Standards and Ethics.  Also a  launch of the new appraisal system to re-establish the norm of regular and constructive one to one conversations that motivate staff and encourage honest self-reflection of performance and behaviour. This will reinforce the need to continue developing our line managers to better manage performance, actively promote a values led culture, nurture talent and develop emotional intelligence through ‘Insights’ and coaching skills.
Values and Behaviours

The College of Policing has introduced a national set of Values and Competencies, the Competencies and Values Framework (CVF). Through consultation with over 10% of our workforce, we have developed a summary version of the CVF that represents our agreed set of values and behavioural standards that is being actively used within our new appraisal process. 
This is a key driver of cultural change and is a practical tool that creates clarity of behavioural expectations. It provides a framework for individuals to ask for and receive feedback and, of course, constructively challenge colleagues no matter how senior or junior they are should they not be meeting those behavioural standards.  
These behavioural standards are being incorporated into appraisals, learning and development activities and HR processes such as promotion and recruitment. 
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National Staff Network Day 

Cleveland Police held its first ever Conference to celebrate our Staff Networks. The National Day for Staff Networks took place on Wednesday 9th May 2018 and the event signified the celebration and the achievement of how staff networks have progressed and developed within the force, paying particular attention to workplace inclusion and how powerful it is to be a part of a network. 
The day marked a celebration of the networks but also aimed to increase awareness and understanding of what the networks can provide. There were a number of external guest speakers at the event including Cherron Inko-Tariah MBE, the author of The Power of Staff Networks and founder of the National Day for Staff Networks.  
The event has raised the profile of staff networks; and feedback from many was that there knowledge of staff networks has increased and felt far more confident about approaching a staff network. Overall the event was successful and there was a great turnout with 124 attendees at the event.  
[bookmark: _Toc12365247]Equality North East Gold Award

The Everyone Matters team have been working with Equality North East since the start of 2017 to attain the Gold Standard award. The Equality Standard ‘Gold Award’ is relevant to organisations of all sizes and from all sectors who wish to visibly demonstrate that they lead the field in their approach to equality and diversity. The Equality Standard has now been achieved and was completed on Friday 21st September 2018 through evidence based assessments and interviews. The assessment included gathering evidence under key areas of work, which were:
· Leadership
· Equality Policy
· Harassment and Bullying
· Pay and Remuneration
· Customers/Community
· Getting our People
· Keeping our People and
· Monitoring and knowing our people

Cleveland Police will continue to plan and promote good equality and diversity practices within our workplace and with our communities.    
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Cleveland Police, in partnership with Gateshead College and Equality North East, developed a Pilot PCSO Pre-Employment Programme, to give individuals from various backgrounds an opportunity to develop their skills, experience and confidence to apply for a job with Cleveland Police.  The programme consisted of 12 learners from different socio-economic backgrounds within the Cleveland area. The first four week course started from Tuesday 3rd April to Monday 30th April 2018 and took place within Police premises. The course concluded with a celebration event held on the final day.  
The course provided an in depth insight into the PCSO role, responsibilities, skills and competencies. Topics such as: - A Day in the Life of a PCSO and ethics & communication skills were covered.
Access onto the course was subject to an assessment process and measurement against a person specification. All learners who successfully completed the course were eligible to apply for the formal PCSO recruitment process. 

[bookmark: _Toc12365249]Key Future Priorities 

[bookmark: _Toc12365250]Positive Action

Cleveland Police recognises that to be truly representative of the communities it serves, it is necessary to have a diverse and inclusive workforce where we can provide a better service to the public, through officers that have a range of skills and life experiences.  Cleveland Police will develop a BAME Positive Action programme for the 2019 PC and other Recruitment Campaigns. This will involve targeted engagement with communities and specific workshops to support and encourage individuals to join.  

[bookmark: _Toc12365251]New EDI Strategy / Dedicated posts

Cleveland Police will be adopting a new Everyone Matters Equality, Diversity & Inclusion strategy to incorporate the NPCC Diversity, Equality & Inclusion Strategy 2018 – 2021. The programme will focus on three key strategic themes which will be: Our People & Organisation, Our Communities and Our Partners.  Alongside the strategy, there will be a new team formed within Everyone Matters, with a full time dedicated Equality, Diversity & Inclusion Manager and three full time coordinators who will lead on training, engagement, support for staff networks and creating a culture for inclusivity and diversity. 

[bookmark: _Toc12365252]ROSE Awards

Cleveland Police, working with the Office of the Police and Crime Commissioner for Cleveland, will be developing a new awards system for all staff and officers working within Cleveland Police and the communities they serve. The awards will be based on Recognition of Outstanding Service and Excellence (R.O.S.E.) by staff and members of the public and look to invest in those that show the values and behaviours that Cleveland Police stand for. 

[bookmark: _Toc12365253]Development and Retention Programme for Underrepresented groups

Research has repeatedly shown that organisations who aim to create an inclusive work environment by nurturing and developing diverse talent surpass those that do not.  
Therefore a development and retention programme will be specifically designed for underrepresented groups within Cleveland Police, to enable like-minded individuals across the diversity spectrum to have a greater voice, reflecting on leadership and focussing on matters that mean the most to them. 

[bookmark: _Toc12365254]National Conference for Staff Networks 

Cleveland Police will continue with holding an annual conference to celebrate the National Day for Staff Networks. Next year this conference will take place on Wednesday 9th May 2019 and will cover a theme of leading for change.  The conference will be open to all members of staff and officers of Cleveland Police, and will aim to raise awareness of all the Staff Associations and how staff across the organisation can get involved. 
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