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Foreword 
 
West Yorkshire Police continuously seeks to attract the best people we can, to meet the 
challenges of today and in the future. Our WYP Diversity, Equality and Inclusion (DEI) Strategy 
underpins this aim and describes how we will achieve this. The recently launched NPCC Diversity, 
Equality and Inclusion Strategy (DEI) 2018-2025 concurs with this and as such, this recent 
national strategy underpins and dovetails with our own DEI Strategy, which has recently been 
reviewed.   
 
The concept of policing by consent lies at the heart of the British policing model. If we are to be 
effective in tackling crime and anti-social behaviour, protecting the vulnerable, bringing offenders 
to justice, and making West Yorkshire safe and feel safer, we must enjoy the trust and confidence 
of our diverse communities.  National research highlights a disparity that we must tackle in how we 
treat our diverse communities and the justice outcomes delivered to them. 
Embedding diversity, equality and inclusion into all that we do is an essential ingredient for 
success.  Findings from the research undertaken by the NPCC Diversity, Equality and Inclusion 
(DEI) Committee collectively outline real opportunities to develop greater workforce diversity and 
effective service delivery across our communities.  By adopting a similar strategic approach West 
Yorkshire Police will give clarity of leadership and look to address the actions that are required 
across the three NPCC Toolkit key categories; Our Organisation, Our Communities and Our 
Partners.  
 
The founder of the Police Service, Sir Robert Peel stated that the ‘Police are the public and the 
public are the police’. If we are going to properly reflect the communities we serve we must 
continuously review our DEI Strategy and workforce representation. Positive action will support 
our ambition to be inclusive and offers important opportunities to attract a diverse and talented 
workforce.  
 
Positive action is not a new concept, nor is it about filling quotas, meeting arbitrary targets or 
lowering standards or indeed making any process easier. It is rooted in real operational benefits. 
With a diverse and inclusive workforce at all levels we can better engage the communities we 
serve to gain their trust, better understand their needs, recognise cultural differences and attract 
new skills, fresh ideas and creativity.  
 
Many efforts have been made to tackle under representation in the police service without 
significant success. Our refreshed DEI Strategy outlines our commitment to attracting, developing 
and retaining a diverse and talented workforce. It challenges us all to think differently about how 
we support and value difference within our organisation because that will also affect how we 
support and value difference in our communities. 
 
I know we can’t change the organisation overnight, but we must continue to challenge ourselves to 
be the difference, we want to see. My continued ambition is to see an organisation that values 
difference, one which builds trust and confidence within our communities. The key to achieving 
this is in our hands. I would urge everyone to read this updated DEI Strategy and find ways in 
which you can actively support our efforts to change. 
 
John Robins 
Temporary Chief Constable 
01.05.19 

 
 
 



3 
 

Introduction 
 
The NPCC have recently launched their Diversity, Equality and Inclusion Strategy.  In keeping with 
the national perspective a further refresh of our Inclusion Strategy has been carried out to ensure 
this supports the direction set out by the NPCC.  Moving forward with the national outlook our 
Inclusion Strategy has been relaunched and renamed the WYP Diversity, Equality and Inclusion 
(DEI) Strategy which adopts the national approach and is supported and underpinned by the DEI 
Delivery Action Plan (DAP) 

 
Vision  

 
In line with NPCC/APCC 2025 Vision and West Yorkshire Police Policing Strategy 2016-2021 

West Yorkshire Police will be an organisation where its workforce reflects the communities it 

serves, has a more inclusive culture and keeps West Yorkshire safe and feeling safe. 

 
Purpose  

 

The West Yorkshire Police DEI Strategy aims to embed diversity, equality and inclusion in all 

aspects of police decision-making.  It aims to create a workforce that is truly representative of the 

diverse communities we serve.  It aims to better understand the barriers to developing a 

representative workforce at all levels.  It aims to protect vulnerable people, create safe 

communities and value everyone in our workforce, whilst being compliant with the Equality Act 

2010 and Public Sector Equality Duty 2011. 

 

The strategic aims of this DEI Strategy will be achieved by adopting the approach of the NPCC 

Diversity, Equality and Inclusion Strategy 2018-2025.  Through the alignment of the DEI Delivery 

Action Plan (DAP) that is representative of the NPCC Toolkits and through the delivery of the 

BAME priority focus Delivery Action Plan (DAP).  It will be complimentary and support both the 

WYP Policing Strategy, and the WY Police and Crime Commissioner Plan 2016-2021. Whilst 

being alive to the Force Strategic Risk Assessment and environmental scanning.   

Definitions 
 
DIVERSITY 

 

 About recognising and valuing difference, treating people as individuals and empowering 
them to realise their full potential. 

 Diversity is something that applies to everyone, and should be part of everything we do. 

 It’s about placing positive value on diversity in the community and the workforce to create a 
productive and effective workforce. 

 

 

 

https://www.npcc.police.uk/documents/Policing%20Vision.pdf
http://wyp-infoshare/sites/registry/WYP%20%20Policing%20Plans/West%20Yorkshire%20Police%20-%20Policing%20Strategy%202016-2021%20-%202017-18%20Annual%20Refresh.pdf
https://www.npcc.police.uk/documents/edhr/2018/NPCC%20Diversity%20Equality%20Inclusion%20Strategy%20May%202018.pdf
https://www.npcc.police.uk/documents/edhr/2018/NPCC%20Diversity%20Equality%20Inclusion%20Strategy%20May%202018.pdf
https://www.westyorkshire-pcc.gov.uk/media/119971/police___crime_plan_2016_final.pdf
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EQUALITY 

 

 Equality is ensuring individuals or groups of individuals are not treated differently or any 
less favourably, on the basis of their specific protected characteristic covered under the 
Equality Act (2010).   

 Equality of opportunity is about ensuring we are operating on a level playing field where 
every person has an equal chance to take up opportunities and are able to participate 
irrespective of their difference and removing any barriers.  

 

Equality Act (2010) - people are protected from discrimination on these grounds, known as the 
nine protected characteristics:- 

 

1. Age;  

2. Disability;  

3. Gender reassignment;  

4. Marriage and civil partnership;  

5. Pregnancy and maternity;  

6. Race;  

7. Religion or belief;  

8. Sex; and  

9. Sexual orientation.  

 

INCLUSION 

 An inclusive workplace is about everybody, allowing people to be themselves at work,  

 Ensuring all feel respected, valued, safe, trusted and have a sense of belonging.   

 It’s about affording individuals the opportunity to be their best self and do their best work, 
valuing difference and recognising equality. 

 
Our Statutory Obligations 
 
The Equality Act 2010 legally protects people from discrimination in the workplace and in wider 
society.   
 
The Public Sector Equality Duty, 2011 requires public bodies to have due regard to:  

 the need to eliminate discrimination  

 advance equality of opportunity  

 foster good relations between people when carrying out their activities. 
  

The Equality Duty supports good decision-making by ensuring public bodies consider how 

different people will be affected by their activities which is then evidenced on an Equality and 

Human Rights Assessment.    

https://cjs.portal.wypnt.wypnet.org/StrategicAndForcePerformance/Pages/Equality--HR-Assessments.aspx
https://cjs.portal.wypnt.wypnet.org/StrategicAndForcePerformance/Pages/Equality--HR-Assessments.aspx
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The Specific duties require public bodies to annually publish Equality information and set specific, 

measureable equality objectives. 

In developing the WYP Equality Objectives a benchmarking exercise against the NPCC toolkits 

has been undertaken. Any gaps or areas of improvement have been identified and combined with 

available equality data and trends which have established the WYP Equality objectives for 2018-

2022.  

 

WYP Equality Objectives 2018-2022  

1. Develop a diverse and inclusive, flexible workforce which reflects the communities we serve 

to help the police service in West Yorkshire understand and protect our communities  

 

2. Create safer and more confident communities in tackling the under-reporting of hate crime 

and incidents 

 

3. Reduce children, young people and adults from diverse, socio-economic backgrounds, 

cultures and identities becoming victims or perpetrators of crime by prevention and early 

intervention 

 

 

4. Enhance service delivery and accessibility to marginalised individuals, protected groups 

and communities where there is perceived inequality by including and involving them in our 

work 

 

5. Increase awareness of emerging crime types faced and effectively work with third sector to 

better understand the needs and additional vulnerabilities faced by diverse communities 

 
Our Strategic Intent 
 
This DEI Strategy aims to deliver the changes we need to improve the diversity, equality 
and inclusion of our workforce and to be truly representative of the communities we serve, 
West Yorkshire Police aims to be an organisation which: 
 

 Values difference, both in terms of the diversity of physical representation, but also in the 
diversity of our thinking, to better enable us to make decisions, ultimately building trust and 
confidence within our communities. 

 Understands and promotes the benefits of having a diverse and inclusive workforce where 
all staff have a sense of belonging. 

 Has a bold ambition to deliver the necessary changes needed to recruit, develop and retain 
officers and staff from under-represented groups. 

 Has a workforce that is representative across all ranks, grades and specialisms which 
reflects the communities we serve. 

 Has policies and procedures which help to remove barriers to development and 
progression. 

 Embraces positive action in order to achieve the above. 
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 Has created an environment which engages staff from across the organisation including 
those who are from under-represented groups. 

 Is open to constructive feedback and takes seriously those issues raised and is committed 
to learning from experience. 

 Achieves all of the above in-line with the requirements of the Equality Act 2010 and the 
Policing Code of Ethics. 
 

 

 
 

 
WYP is to adopt the approach of the NPCC Diversity, Equality and Inclusion Strategy 2018-2025 
and accompanying Toolkits; Our Organisation, Our Communities and Our Partners and through 
these localised DEI Delivery Action Plans start to take action.  
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Leadership 
 
Chief Officers will provide visible leadership to ensure our staff, our partners and our communities 
witness our personal commitment to diversity, equality and inclusion. 
 
 
Our Organisation  
 

 We will better understand the composition of our workforce through better data collection, 
collation and analysis across the nine strands of Diversity. 

 

 We will put in place better strategies that enable formal and informal engagement with our 
staff and support networks, to ensure we better understand how we can continue to 
develop an inclusive organisational culture that promotes and embeds diversity and 
equality. 
 

 We will develop our staff to better understand diversity, equality and inclusion and the 
positive outcomes of creating an inclusive culture where people, no matter what their 
background feel confident.  

 

 We will maximise our transparency and scrutiny.  
 

 
Our Communities  
 

 We will better understand the composition of our communities through better data 
collection, collation and analysis across the nine strands of Diversity.  

 

 Increase public confidence by dealing effectively with all reported hate crimes and 
incidents, recognising that failure to do so has a detrimental impact on the confidence those 
communities have in the police. 

 

 We will develop good effective engagement strategies that enable interaction with all 
communities, fostering strong relationships that build trust and confidence. 
 
 

Our Partners 
 

 We will better understand the partnership landscape working closely with partners to put in 
place systems that enable the collection, collation and analysis of data and information that 
identifies disparity in service delivery across the nine strands of Diversity. 

 

 We will work with our partners to develop strategies that enable more effective public 
service provision across our communities. 

 

 We will work with our partners to implement whole system strategies to explain, where 
necessary reduce, and where possible eliminate disparity and enhance public service. 
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The Annual Review of the WYP Inclusion 
Strategy 
 
Being mindful of the demographics of West Yorkshire, in 2017 we recognised the need to improve 
the diversity of our workforce in terms of gender, disability, LGBT+ and ethnicity due to these 
groups being under represented. These four areas were our priorities.  We were however keen to 
point out, that religion/belief and age were still important to us.  
 
It was clear when carrying out the annual review of our WYP Inclusion Strategy in late 2018, when 
taking into account the progress made so far, against the demographics of West Yorkshire, that 
whilst some progress has been made in relation to three of the four previous priorities (namely 
gender, disability and LGBT). We have made little progress with regards the fourth priority area of 
ethnicity (BAME - Black Asian and minority ethnic), which has been much slower and less 
noticeable. Therefore it was agreed for the next 12 months, the single priority area will be ethnicity 
and much activity will take place to ensure we are far more reflective of the communities in which 
we serve.   
 
If we are to better understand the needs of our BAME communities, we need to make a firm 
commitment to identifying and removing barriers in order that we are able to attract, develop and 
retain higher numbers of BAME officers and staff.  By doing so we will improve our cultural 
competence allowing us to deliver effective policing and gaining greater trust and confidence from 
our BAME communities. 
 
In early 2019 in line with national best practise we designed a governance framework.  This saw 
an overarching DEI Board chaired by ACC People to address the wider DEI issues and a BAME 
Gold Group chaired by the T/CC to address the priority focus on BAME.   
 

 WYP have a quarterly longstanding DEI Gold Board chaired by ACC People which is 
underpinned by the DEI DAP 

 

 WYP, for the next 12 months to address the priority focus have a bi monthly BAME Gold 
Group chaired by the T/CC which is underpinned by the BAME DAP  

 
In light of the launch of the NPCC Diversity, Equality and Inclusion Strategy.  WYP carried out a 
further review of our Inclusion Strategy and in keeping with the national perspective have 
relaunched and renamed our Inclusion Strategy, giving it the new title of WYP Diversity, Equality 
and Inclusion (DEI) Strategy.  This new Strategy is representative of the national perspective and 
is supported and underpinned by the DEI DAP. 

 
 
The Business Case for Positive Action  
 
The term 'positive action' refers to special measures aimed at encouraging people from 
disadvantaged or under-represented groups to take up opportunities for work and/or training. 
Positive Action can be lawfully undertaken when under-representation of particular groups has 
been identified in the previous years. 
   
Positive Action is not about giving more favourable treatment to particular groups in the 
recruitment process, nor is it about lowering our standards. It is about offering support to 
individuals to allow them to be able to apply to join WYP or for a role or promotion. Often Positive 
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Action is referred to as getting everyone to the same starting line, yet final selection for 
recruitment or promotion must be based solely on merit. 
 
Research has shown that there are clear business benefits for employers who have a diverse 
workforce. These include:- 

 An ability to respond more quickly to change. 

 More creative and innovative problem solving. 

 The ability to attract and retain the most talented individuals. 

 Staff feeling that there individual skills are valued. 

 Higher levels of staff and community engagement. 

 Higher levels of productivity. 

 Reduced staff turnover. 

 Improving an organisations reputation and becoming an employer of choice. 
 
In West Yorkshire Police improving the diversity of our workforce will help us to achieve our aims 
of having a highly skilled and talented workforce to deal with demand both now and in the future. 
 

 
Our Four Strategic Priorities for Positive 

Action achieved through the BAME GOLD 

Delivery Action Plan (DAP)  

 
One - Recruitment  
 
Promote the benefits of recruiting a diverse workforce creating a culture of inclusivity 
where all staff feel they belong. 
Increasing the diversity of the workforce will ensure that the Force has a broader range of skills, 
knowledge and experience, allowing us to respond to change more quickly and enabling us to 
deliver more effectively a policing service that meets the need of all of our diverse communities. 
We will:- 

 Engage with under-represented communities to promote career opportunities within the 
Force and remove existing barriers both real and perceived. 

 Support the delivery of local inclusion action plans by providing specialist advice and 
guidance on inclusive action. 

 Hold each other to account for the delivery of the Inclusion Strategy through our existing 
accountability and governance structures, with relevant data. 

 Provide support through the recruitment process for individuals who are from under-
represented groups, whilst eliminating the risk of unconscious bias. 

 Focus our efforts by using a targeted communications approach to individuals from under-
represented groups. 

 1 
5 
Two - Progression 
 
Support the development and progression of our under-represented officers and staff 
through the implementation of creative and innovative positive action initiatives, 
encouraging everyone to achieve their full potential. 
Developing our officers and staff will ensure that we have a highly skilled workforce 
enabling us to deliver an effective and efficient police service now and in the future. 
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We will:- 

 Identify real and perceived barriers to progression for our under-represented groups. 

 Implement creative and innovative solutions to overcome the identified barriers. 

 Engage with our workforce and staff networks to ensure mechanisms are in place to 
support our officers and staff in the workplace throughout their careers. 

 Develop our supervisors to enable them to better understand difference, allowing them to 
support, mentor and coach those from under-represented groups valuing the benefits that 
difference can bring. 

 Offer coaches and mentors to new officers and staff as part of their induction process. 

 Have honest conversations with our officers and staff about their development needs and 
readiness for promotion and progression. 

 Identify potential roles which support individual career development plans, help prepare 
officers and staff for promotion/lateral progression and assist individuals in the planning of 
their careers 

 Aim 2 
6 
Three – Progression into Leadership Roles  
 
Embrace positive action in order to develop under-represented groups to become our 
leaders of the future, acknowledging that we do so on a voluntary not a mandatory basis. 
Our future leaders who are from under-represented groups will act as role models attracting and 
inspiring others to join the police family, and enabling us to better understand the needs of our 
communities. 
We will:- 

 Create an environment which engages staff from across the organisation including those from 
under-represented groups. 

 Achieve our strategic aims in line with the requirements of the Equality Act 2010 and the 
Policing Code of Ethics. 

 Increase the visibility of our role models from under-represented groups. 

 Identify individuals who demonstrate future leadership capability and nurture their talent. 

Aim 3 
Aim 4 
Four – Retention 
 
Retain our officers and staff who are from under-represented groups by utilising the unique 
skills of individuals making them feel valued. 
Retaining officers and staff from our under-represented groups will ensure that our workforce 
remains capable and highly skilled.  
We will:- 

 Create an inclusive environment where all officers and staff feel valued. 

 Value and support the wellbeing of our people, providing a safe, healthy and positive 
working environment. 

 Respect the diversity of our workforce. 

 Monitor retention rates, identifying trends, patterns and areas of concern and then taking 
the necessary action. 

 Ensure the staff networks support and assist delivery of this strategy. 

 Carry out extensive and meaningful engagement with staff who chose to leave the 
organisation and capture relevant organisation learning. 
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Governance & Responsibilities 
DEI is delivered using a Framework and Terms of Reference  
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Accountability & Scrutiny 
 

We will:- 

 On an annual basis, present a West Yorkshire Police DEI Outcomes report to the PCC and 
publish on the Force website. 

 On an annual basis, publish equality information data on the Force website. 

 When required, work with Her Majesty’s Inspectorate of Constabulary and Fire and Rescue 
Services (HMICFRS) to enable effective inspection of progress against the NPCC DEI 
Toolkits for our Organisation, our Communities and our Partners. 

 When required, work with the Equality and Human Rights Commission (EHRC) in the 
delivery of the Equality Duty. 

 


