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As Home Secretary, I am absolutely committed to creating a truly diverse police 
service, at a national and local level, both to meet the challenges facing policing 
and to enhance public trust and confidence in policing. 

Following the macpherson report in 1999, Jack Straw (then Home Secretary) 
announced the race equality employment targets for the Home Office and 
its public services. the aim was to achieve a representative work force in the 
Home Office and the public services it was responsible for over a 10 year period. 

Last year, the machinery of government changes altered the responsibilities of 
the Home Office. We no longer have responsibility for the Prison and Probation 
Services which now fall within the remit of the ministry of Justice. As such, my 
report now focuses on the Home Office, our agencies and the Police Service. 

For several years, the Home Office and agencies have met the representation 
targets set in respect of race. However, the Police Service continue to attract 
media attention in respect of their minority ethnic representation and how police 
forces are driving race equality. It is encouraging that 20 out of the 43 police 
forces have now met their race targets. A further 5 forces are within reach of 
meeting their targets. 

I know only too well the hard work that the large forces have put in place to 
increase their representation of black and minority ethnic staff. Recruiting to 
these forces is much more challenging and we are beginning to see significant 
increases in representation in police staff, special constables and Police 
Community Support Officers. this presents the forces with a great opportunity 
for recruiting to police officer ranks.

I recognise that the police have come a long way from the time of the 
macpherson report in terms of race equality. I commend the concerted effort 
of the forces to attract minority ethnic officers and special constables – these 
efforts have resulted in a visibly different Police Service compared with 10 
years ago. However, given recent events, I commissioned a specific report ‘An 
assessment of minority ethnic recruitment, retention and progression in the 
Police Service’. these reports are being published simultaneously.

the Policing Green Paper published in July, outlines the Government vision to 
have a police service that has the trust and confidence of all communities and 
a workforce that reflects the communities it serves. this mirrors the intentions 
of why the race targets were set. National targets have led to real improvement 
in the Police Service. However, local targets, agreed with Police Authorities, will 
present a better opportunity for individual police forces to both commit to, and 
deliver upon, responsive local targets. 

Working with the Home Office, I have no doubt that the Police Service will 
continue to evolve for the better and continue to be valued and respected by the 
communities they serve.
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this report reflects the position for the period 1 April 2007 to 31 march 
2008 in relation to the 2009 race employment targets. Within this report 
there are some examples of strategies implemented by the Home Office 
and its delivery agencies and partners in their pursuit of the 2009 targets.  

the Home Secretary’s race equality employment targets were introduced 
in 1999, following the macpherson inquiry into the death of Stephen 
Lawrence. the targets were intended to measure the recruitment, 
progression and retention of minority ethnic staff within the Home Office 
and its executive agencies.

the targets were set in July 1999, for a ten-year period to 2009, based on 
four major principles, as follows:

Introduction

→ targets need to reflect the local circumstances facing the service 
concerned. National and local issues, where relevant, would need to 
be taken into account

→ targets should be set on the basis of outcomes that would be expected 
assuming systems were fair

→ there needed to be recognition that proper progress could only 
be achieved over time and this would be reflected in the ten-year 
timetable set for achieving the changes

→ there should be fixed milestones at three and five years against which 
progress could be reviewed.

the Home Office is the Government department responsible for leading the 
national effort to protect the public from terrorism, crime and anti-social 
behaviour and this publication reports on the progress the Home Office, our 
agencies and partners have made in race equality. 

the Home Office delivery agencies are the UK Border Agency, Identity & 
Passport Service and Criminal Records Bureau. the Home Office delivery 
partner is the Police Service.

Due to the Prison and Probation services falling within the remit of the 
ministry of Justice since may 2007, those services will now report their 
progress in separate publications.

throughout the report the term ‘Home Office’ will include the London and 
Croydon, and Liverpool and merseyside estates, unless otherwise stated.

1.  Criminal Records Bureau integrated since the ministry of Government changes in may 2007
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Executive Summary
the Home Secretary’s race employment targets were introduced with 
a view to creating a Home Office and Police Service that reflect the 
demography of the public we serve. 

the machinery of Government changes in may 2007 has changed 
the profile of the Home Office quite considerably; but despite this, 
the Home Office and its agencies remain on track to attain the 
2009 representation targets. the Identity & Passport Service saw 
no significant change in representation. this also applied to the 
UK Border Agency (UKBA). although out of the Home Office and its 
agencies, UKBA had the strongest representation, standing at 27.5%. 
minority ethnic staff made up 24% of Home Office headquarters. 

Home Office Representation
Actual Target

2008 % 2009 %

London/Croydon 24.0 25.0

Criminal Records Bureau 1.7 N/A

Identity & Passport Service 13.6 8.6

UK Border Agency 27.5 7.0

In terms of progression in the Home Office, the proportion of middle 
managers has increased from 6.2% to 8% minority ethnic. In the 
Identity & Passport Service (IPS), 17% of all staff promoted were from 
a minority ethnic background compared with their overall composition 
in the agency of 13.6%.

Retention in the Home Office based on differentials is slightly harder 
to measure given that there was a disproportionately large number 
of leavers whose ethnicity was not recorded. Of those dismissed 
from the Home Office, none was recorded as being from an ethnic 
minority. In the Home Office, minority ethnic staff accounted for 5% 
of all resignations. In the Identity & Passport Service, there were 349 
leavers, of which 14% were minority ethnic (with 80% white and 6% of 
unknown ethnicity).
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police SeRvice

minority ethnic staff comprise 4.1% of police officers, 9.3% of 
special constables and 7.4% of police staff; reflecting an overall 
minority ethnic representation of 5.6% across the Police Service.

the individual targets for special constables and police staff that 
were met during 2007 continue to show further increase. 

the Police Service representation targets for individual forces 
show 20 forces out of 43 have met their targets for police officers, 
31 forces (72%) have met their targets for special constables 
and 18 forces (42%) have met their targets for police staff. 
A further 5 forces are within reach of meeting their targets 
for police officers. It remains the large forces, such as the 
metropolitan Police, Greater manchester Police and West 
midlands Police, where there are significant shortfalls in current 
representation and the race employment targets.

Progression of minority ethnic staff in the Police Service was very 
close to progress of white colleagues for all length-of-service 
bands assessed.

Retention of minority ethnic officers is currently worse than 
retention for white officers.

Police Service Representation 31 March 07 % 31 March 08 % Target %

Police Service National 5.3 5.6 7.0

Police Officers National 3.9 4.1 7.0

Special Constables National 8.0 9.3 7.0

Police Community Support Officers National 11.7 11.5 N/A

All Police Staff (inc PCSOs) National 7.2 7.4 7.0
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TABLe 1: Overall representation

Overall representation
Chapter 1

All Home Office agencies and services have representation targets based 
on the proportion of the population aged 18–54 in england and Wales. 

1 . Criminal Records Bureau integrated since the ministry of Government changes may 2007 

currently have no targets set.

2. Police Community Support Officers were introduced as part of the Police Reform Act 2002 

and were not included in the targets until 2005/06. 

Actual Representation
Milestones for

Measuring Success
%

Target 
Type

1999
%

2003/4
%

2004/5
%

2005/6
%

2006/7
%

2007/8
%

2004
Milestone

2009
Target

Home Office % %

London and Croydon Local 20.0 36.3 38.3 37.7 32.7 24.0 25.0 25.0

Liverpool and Merseyside Local 1.7 2.1 1.9 2.3 2.0 1.0 1.9 2.1

UK Border Agency National 7.0 25.9 28.9 23.2 28.7 27.5 7.0 7.0

Identity & Passport Service National 8.6 15.5 15.2 14.3 13.5 13.6 8.6 8.6

Criminal Records Bureau1 N/A N/A N/A N/A N/A N/A 1.7 N/A N/A

Police Service % %

Police Service National 3.0 4.3 4.6 5.0 5.3 5.6 4.6 7.0

Police Officer National 2.0 3.3 3.5 3.7 3.9 4.1 4.0 7.0

Specials National 2.9 5.0 6.0 6.6 8.0 9.3 5.0 7.0

Police Community Support
Officers2

National N/A N/A N/A 15.2 11.7 11.5 N/A N/A

All Police Staff (inc PCSOs) National 5.0 6.0 6.5 6.9 7.2 7.4 6.0 7.0

1.1
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Chapter 2

Home Office 

home oFFice RepReSeNtAtioN

the Home Office continues its good work on representation targets, 
but there was a significant drop compared with 2006/07 due to the final 
machinery of Government changes. this saw certain Home Office areas 
of responsibility move across to the ministry of Justice. 

the proportion of staff who are minority ethnic, based in London and 
Croydon for 2007/08, reduced to 24%. In Liverpool and merseyside the 
proportion of minority ethnic staff also fell: from 2% in 2006/07 to 1% in 
2007/08. 

Representation Target

1999
%

2004/05
%

2005/06
%

2006/07
%

2007/08
%

2008/09
%

London/Croydon 20.0 38.2 37.7 32.7 24.0 25.0

Liverpool/Merseyside 1.7 1.9 2.3 2.0 1.0 2.1

TABLe 2: Representation of minority ethnic staff in the Home Office, London and Croydon 
and Liverpool and mersyside

Although UKBA saw a slight decrease, it still met the 2009 target (7%) 
with a figure of 27.5%.

In the Identity & Passport Service (IPS), there has been no significant 
change in the minority ethnic representation figure, which is now 13.6%. 
the IPS figures have consistently remained above the Home Secretary’s 
target of 8.6% since 2001, even allowing for significant recruitment of 
staff in 2007 to support the organisation in its delivery of the National 
Identity Scheme and enhanced Identity verification processes.

UK Border
Agency

1999
Baseline

%

2004/05
Actual

%

2005/06
Actual

%

2006/07
Actual

%

2007/08
Actual

%

2008/09
Target

%

7.0 28.9 23.2 28.7 27.5 7.0

TABLe 3: Representation of minority ethnic staff in the UKBA

Identity &
Passport
Service

1999
Baseline

%

2004/05
Actual

%

2005/06
Actual

%

2006/07
Actual

%

2007/08
Actual

%

2008/09
Target

%

8.6 15.2 14.3 13.5 13.6 7.0

Table 4: Representation of minority ethnic staff in the Identity & Passport Service

2.1

2.2

2.3

2.4
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home oFFice pRogReSSioN

there were 1192 applications for various posts during the year 
2007/08, and 207 posts in the grades AA to G6 were filled through 
the internal recruitment process. Of those, 52% were filled through 
promotion and the remaining 48% through level transfer.

Six per cent (4 out of 65) of Senior Civil Servants (SCS) whose 
ethnicity is known are from minority ethnic groupings3.

eight per cent of staff in grades 6 and 7 during 2007/08 were minority 
ethnic. this is an increase from 6.2% in 2006/07. the proportion of 
minority ethnic staff in HeO and SeO grades has seen no significant 
change, with a figure of 19%, which remains on course to meet the 
2009 target of 20%.

Grade Band

Baseline Target

1999
%

2004
%

2005
%

2006
%

2007
%

2008
%

2009
%

Senior Civil Service 1.0 4.5 5.4 4.5 4.6 6.0 8.0

Table 6: Representation within the SCS

Grade Band

Baseline Target

1999
%

2003/04
%

2004/05
%

2005/06
%

2006/07
%

2007/08
%

2008/09
%

Grade 7/6 1.0 6.0 6.3 8.5 6.2 8.0 10.0

HeO/HeOD/SeO 5.0 16.8 22.0 22.7 19.5 19.0 20.0

AA/AO/eO 28.0 48.0 52.0 52.4 37.0 45.0 33.0

Table 7: Representation by grade in the Home Office

3. these figures cover SCS grades in the Home Office, the UK Border Agency and the Identity & 

Passport service. total number of Senior Civil Servants is 118.

2.5

2.6

2.7
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home oFFice pRogReSSioN

In the IPS, the growth of the organisation over the last two years has given 
rise to an increasing number of promotion opportunities. Seventeen per 
cent of all staff promoted were from a minority ethnic background, which 
is above the proportion of minority ethnic representation in IPS as a whole. 
this figure has increased year on year from 12% in 2004/05 and 13%  
in 2006/07. 

BMe % Not Known % White % Total

PO1-PO3 5 28 1-4 11 11 61 18

eO 11 17 1-4 5 50 78 64

HeO 7 18 1-4 3 31 79 39

SeO 1-4 20 1-4 20 12 60 20

G7 1-4 5 1-4 14 17 81 21

G6 1-4 10 1-4 20 7 70 10

Total 29 17 15 9 128 74 172

Table 9: 

In the UKBA there were no significant changes at Inspector, Chief 
Immigration Officer and Immigration Officer grades, which all saw slight 
decreases from 2006/07 (see table below). Nevertheless, all grades had 
already met their 2008/09 targets.

Baseline Target
Immigration Grade 
Band 1999

%
2003/04

%
2004/05

%
2005/06

%
2006/07

%
2007/08

%
2008/09

%

Inspector 1.0 6.5 6.3 9.7 11.1 10.9 7.0

Chief
Immigration
Officer

2.0 7.5 10.2 12.3 13.4 12.7 7.0

Immigration
Officer 13.0 20.5 21.4 23.8 24.7 24.5 13.0

Table 8: Representation by grade in the UKBA

2.8

2.9
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In the Home Office there were 342 leavers in 2007/08. Of those, 29% 
were resignations and 3% were dismissals. 

minority ethnic staff accounted for 5% of all resignations. White staff 
accounted for 18% of all dismissals, and minority ethnic staff for none 
at all – although 82% of all dismissals were recorded without ethnicity. 
Of all 342 leavers in 2007/08, 64% were recorded without ethnicity.

home oFFice ReteNtioN

Resigned Death Medical
Retirement Dismissed Loans & 

Transfers

end of 
Appoint’
period

Retired Other Total

M F M F M F M F M F M F M F M F M % F %

All Staff 48 50 1-4 0 0 1-4 1-4 9 38 55 51 37 25 9 7 1-4 175 51% 167 49%

White 20 21 1-4 0 0 1-4 0 1-4 21 18 0 1-4 13 6 1-4 1-4 58 54% 50 46%

Minority
ethnic 0 5 0 0 0 0 0 0 0 1-4 0 1-4 1-4 0 1-4 0 1-4 23% 10 77%

Unknown 28 24 1-4 0 0 1-4 1-4 7 18 33 51 35 10 1-4 1-4 1-4 114 52% 107 48%

Table 10: Leavers in the Home Office4

Time Bands

0-6 months 0-6 months-2yrs 2-5 years Over 5 years All time bands

Total 
No

staff

No 
staff

leaving

Staff
leaving
as %

Total 
No

staff

No 
staff

leaving

Staff
leaving
as %

Total 
No

staff

No 
staff

leaving

Staff
leaving
as %

Total 
No

staff

No 
staff

leaving

Staff
leaving
as %

Total 
No

staff

No 
staff

leaving

Staff
leaving
as %

White 13 9 69% 155 10 6% 426 15 4% 821 75 9% 1415 109 8

Minority
ethnic 1-4 0 0 26 1-4 8% 138 1-4 1% 188 12 6% 356 15 4.2

Unknown 91 35 38% 356 80 22% 290 45 6% 273 58 21% 1010 218 22

Prefer not 
to say 0 0 0% 1-4 0 0% 72 0 0% 21 0 0% 96 0 0

Totals 108 44 41% 540 92 17% 872 61 7% 1303 145 11% 2823 342 12

Table 11: employee retention in the Home Office5

4.  All figures less than 5 are shown as 1-4. It is Civil Service policy that where there are fewer than 5 people from 

any ethnic group, exact numbers will not be published.

5. 76 staff found without “start date” in Adelphi system; therefore unable to include them in total No Staff catagory. 

2.10

2.11
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ideNtity & pASSpoRt SeRvice

Staff turnover has remained at a constant average rate of 7.6% since 
2003/04. Of the total number of staff (359) leaving IPS during 2007/08, 
15% were from a Bme background. When this figure is analysed in 
terms of length of service of staff leaving, Bme staff constitute 33% 
of leavers with less than six months’ service within IPS. this differs 
from Bme staff leaving IPS with longer service, where for each of the 
remaining time-in-service categories the average figure is 13%. 

Time Bands

0-6 months 0-6 months-2yrs 2-5 years Over 5 years All time bands

Total 
No

staff

No 
staff

leaving

Staff
leaving

as %

Total 
No

staff

No 
staff

leaving

Staff
leaving
as %

Total 
No

staff

No 
staff

leaving

Staff
leaving
as %

Total 
No

staff

No 
staff

leaving

Staff
leaving
as %

Total 
No

staff

No 
staff

leaving

Staff
leaving
as %

White 18 27 33.3% 514 70 13.6% 992 78 7.8% 1,824 107 5.8% 3,348 282 8.4%

Minority
ethnic 24 11 45.8% 114 14 12.2% 148 13 8.7% 325 15 4.6% 611 53 8.7%

Unknown 19 7 36.8% 71 7 9.8% 85 9 10.5% 34 1-4 2.9% 209 24 11.5%

Table 13: Retention IPS 2007/08

uKbA

Of the total number of staff (724) leaving UKBA during 2007/08, 5.1% 
were from a Bme background.  

Time Bands

0-6 months 0-6 months-2yrs 2-5 years Over 5 years All time bands

Total 
No

staff

No 
staff

leaving

Staff
leaving
as %

Total 
No

staff

No 
staff

leaving

Staff
leaving
as %

Total 
No

staff

No 
staff

leaving

Staff
leaving
as %

Total 
No

staff

No 
staff

leaving

Staff
leaving
as %

Total 
No

staff

No 
staff

leaving

Staff
leaving

as %

White 11 0 0% 357 10 2.8% 1,858 30 1.6% 6,042 116 2% 8,368 156 18.6%

Minority
ethnic 0 0 0% 96 6 6.2% 692 9 1.3% 2,392 22 1% 3,180 37 11.6%

Unknown 364 30 8.2% 3,717 334 9% 2,237 104 4.6% 3,090 63 2% 9,408 531 56.4%

Table 12: Retention UKBA 2007/08

2.12

2.13

Figures as of 31 march 2008

Figures as of 31 march 2008
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1999
%

2000
%

2001
%

2002
%

2003
%

2004
%

2005
%

2006
%

2007
%

2008
%

2009
%

Police Service 3.0 3.0 3.1 3.5 3.8 4.3 4.6 5.0 5.3 5.6 7.0

Police Officers 2.0 2.2 2.4 2.6 2.9 3.3 3.5 3.7 3.9 4.1 7.0

Special Constables 2.9 3.2 3.5 3.6 4.4 5.0 6.0 6.6 8.0 9.3 7.0

Police Community  
Support Officers (PCSOs)

- - - - - - 14.0 15.2 11.71 11.5 -

Police Staff  (inc. PCSOs) 5.0 4.7 4.8 5.3 5.5 6.0 6.5 6.9 7.2 7.4 7.0

Table 14: Police Service representation

police SeRvice RepReSeNtAtioN (dAtA AS At 31 mARch)

Police Service

6. *PCSOs accounted for 16.6 per cent of the total number of police staff in england and Wales.

Chapter 3

Now in the ninth year of the ten year target period, the representation 
of minority ethnic police personnel (officers, police staff and special 
constables) stands at 5.6% across the policing family, demonstrating 
continuous progress towards the overall 2009 target of 7%.

year on year since 1999, minority ethnic representation in the Police 
service has increased consistently within each of the groups (officers, 
police staff and special constables). For example, the representation 
of minority ethnic police officers has doubled since the targets began, 
from the starting point of just 2% in 1999 to the current rate of 4.1%.

excellent progress has been made in recruiting minority ethnic special 
constables and police staff, both of which groups met the targets of 
7% in 2007. In 2008 minority ethnic representation further increased to 
9.3% for special constables and to 7.4% for police staff.

3.1

3.2

3.3



15

R
ac

e 
eq

u
al

it
y

police oFFiceRS

In march 2008 there were 5,793 full-time equivalent minority ethnic 
police officers in the 43 forces of england and Wales, an increase of 274 
(5.0%) in the last 12 months. minority ethnic officer strength now stands 
at 4.1% compared with 3.9% in 2007. the current levels of minority 
ethnic police officers are the highest on record.

police StAFF

In march 2008, there were 7,055 full-time equivalent minority ethnic 
police staff (including Police Community Support Officers, Designated 
Officers7 and traffic Wardens), accounting for 7.4% of the total. this 
represents an increase of 490 (7.5%) in the last 12 months.

police commuNity SuppoRt oFFiceRS

In march 2008, full-time equivalent minority ethnic Police Community 
Support Officers (PCSOs) accounted for 11.5% of the total number of 
PCSOs in england and Wales (numbering 1,813). this is an increase of 236 
(15.0%) in the last 12 months. However the minority ethnic representation 
within all PCSOs has decreased from a high of 15.2% in 2006. the current 
level of representation is higher than the overall 7% target for police staff. 

SpeciAl coNStAbleS

Starting from 2.9% in 1999, the police service has made significant 
progress in recruiting Special Constables from minority ethnic 
communities. In march 2008, there were 1,351 minority ethnic Specials, 
an increase of 231 (20.6%) since march 2007. minority ethnic Special 
Constable strength now stands at 9.3% of the total, with the 2009 target 
of 7% having been achieved in 2007.

7.  Designation may be in one or more of the following roles: Police Community Support Officer, 

Investigation Officer, Detention Officer and escort Officer. Section 38 provides for the designation of 

persons employed by the police authority and Section 39 for persons employed by an employer who is 

contracted to the police authority.  

3.4

3.5

3.6

3.7
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 Police Officers Special Constables Police Staff

2008 2007 2008  2008 2007 2008  2008 2007 2008  

Force Name TARGeT TOTAL BMe BMe BMe % TOTAL BMe BMe BMe % TOTAL BMe BMe BMe %

Avon & Somerset 2% 3407 52 51 1.5% 444 8 11 2.5% 2665 58 60 2.2%

Bedfordshire 10% 1207 65 71 5.8% 142 14 13 9.2% 881 48 54 6.1%

Cambridgeshire 4% 1379 33 31 2.2% 210 8 7 3.3% 1115 37 39 3.5%

Cheshire 1% 2181 21 22 1.0% 282 2 3 1.1% 1648 13 19 1.1%

Cleveland 1% 1692 26 25 1.5% 195 4 4 2.1% 871 12 13 1.5%

Cumbria 1% 1246 13 12 1.0% 142 3 3 2.1% 905 4 5 0.5%

Derbyshire 3% 2095 72 75 3.6% 445 21 16 3.6% 1485 44 51 3.4%

Devon & Cornwall 1% 3529 25 28 0.8% 505 3 2 0.4% 2538 12 15 0.6%

Dorset 1% 1518 18 15 1.0% 295 4 6 2.0% 1162 14 12 1.0%

Durham 1% 1632 26 27 1.6% 126 1 1 0.8% 978 7 6 0.6%

essex 2% 3385 62 78 2.3% 559 7 13 2.3% 2501 53 68 2.7%

Gloucestershire 1% 1353 23 22 1.6% 143 2 3 2.1% 918 23 27 3.0%

Greater Manchester 7% 8034 314 334 4.2% 350 22 21 6.0% 4492 161 176 3.9%

Hampshire 2% 3912 85 85 2.2% 457 11 15 3.3% 2856 46 61 2.2%

Hertfordshire 5% 2162 57 64 3.0% 266 13 12 4.5% 1828 61 66 3.6%

Humberside 1% 2243 23 23 1.0% 344 1 3 0.9% 1726 11 19 1.1%

Kent 2% 3718 73 91 2.4% 349 13 15 4.3% 2884 59 70 2.4%

Lancashire 5% 3675 104 107 2.9% 393 17 18 4.6% 2327 68 74 3.2%

Leicestershire 11% 2241 131 137 6.1% 202 37 44 21.8% 1392 121 131 9.4%

Lincolnshire 1% 1201 18 17 1.4% 165 3 3 1.8% 938 9 8 0.9%

London, City of 10% 830 44 44 5.3% 72 11 9 12.5% 345 69 69 20.0%

Merseyside 2% 4477 126 127 2.8% 456 5 9 2.0% 2610 54 59 2.3%

Metropolitan Police 25% 31460 2446 2594 8.2% 2510 524 791 31.5% 18831 4456 4685 24.9%

Norfolk 1% 1578 18 19 1.2% 271 2 3 1.1% 1383 10 13 0.9%

Northamptonshire 3% 1309 50 52 4.0% 180 8 4 2.2% 1183 40 42 3.6%

Northumbria 2% 3983 54 54 1.4% 123 5 4 3.3% 2278 22 21 0.9%

North Yorkshire 1% 1581 19 18 1.1% 178 3 3 1.7% 1261 13 12 1.0%

Nottinghamshire 4% 2369 78 76 3.2% 378 25 22 5.8% 1721 66 67 3.9%

South Yorkshire 3% 3201 94 95 3.0% 264 15 11 4.2% 2372 46 53 2.2%

Staffordshire 2% 2269 42 42 1.9% 371 0 9 2.4% 1563 26 29 1.8%

Suffolk 1% 1319 26 25 1.9% 360 4 4 1.1% 991 17 17 1.7%

Surrey 4% 1944 62 68 3.5% 278 17 13 4.7% 2197 68 89 4.0%

Sussex 3% 3075 44 44 1.4% 199 3 2 1.0% 2401 47 44 1.8%

Table 15: Police Service targets for the representation of minority ethnic staff
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Table 15: Police Service targets for the representation of minority ethnic staff Table 15: Continued

 Police Officers Special Constables Police Staff

2008 2007 2008  2008 2007 2008  2008 2007 2008  

Force Name TARGeT TOTAL BMe BMe BMe % TOTAL BMe BMe BMe % TOTAL BMe BMe BMe %

Thames Valley 5% 4186 159 156 3.7% 246 20 14 5.7% 3301 133 158 4.8%

Warwickshire 4% 1036 45 40 3.9% 208 11 8 3.8% 762 27 31 4.1%

West Mercia 2% 2486 33 38 1.5% 251 8 7 2.8% 1922 38 37 1.9%

West Midlands 16% 8412 586 624 7.4% 769 195 164 21.3% 4184 395 447 10.7%

West Yorkshire 9% 5822 237 246 4.2% 403 57 45 11.2% 4012 127 154 3.8%

Wiltshire 1% 1210 17 17 1.4% 149 3 2 1.3% 1026 14 13 1.3%

Dyfed-Powys 1% 1194 9 9 0.8% 169 1 1 0.6% 732 3 4 0.5%

Gwent 1% 1487 22 22 1.5% 204 1 4 2.0% 1015 9 9 0.9%

North Wales 1% 1579 7 7 0.4% 160 2 2 1.3% 971 4 5 0.5%

South Wales 2% 3244 61 62 1.9% 334 6 7 2.1% 2086 21 23 1.1%

 7% 141859 5519 5793 4.1% 14547 1120 1351 9.3% 95255 6565 7055 7.4%

Number of forces 
meeting target (out 
of 43)

20 31 18

Percentage of forces 
meeting target

47% 72% 42%

the progression targets are incremental for different ranks in the period leading up to 2009.  

→ From 2001 the percentage of minority ethnic officers with five to ten years’ service at the 
rank of sergeant and above should equal the percentage of white officers at that rank or 
above with the same length of service. Parity should continue year on year thereafter. 

 In march 2008 10.2% of minority ethnic officers met the criteria compared to 10.6% of 
white officers

→ From 2003 the percentage of minority ethnic officers with five to 15 years’ service at the rank 
of inspector and above should equal the percentage of white officers at that rank or above 
with the same length of service. Parity should continue year on year thereafter. In march 
2008 2.3% of minority ethnic officers met the criteria compared to 2.5% of white officers

→ From 2005 the percentage of minority ethnic officers with ten to 15 years’ service at 
the rank of chief inspector and above should equal the percentage of white officers at 
that rank or above with the same length of service. Parity should continue year on year 
thereafter. In march 2008 1.0% of minority ethnic officers met the criteria compared to 
1.0% of white officers

→ From 2007 the percentage of minority ethnic officers with ten to 20 years’ service at 
the rank of superintendent and above should equal the percentage of white officers at 
that rank or above with the same length of service. Parity should continue year on year 
thereafter. In march 2008 0.4% of minority ethnic officers met the criteria compared to 
0.5% of white officers.

police SeRvice pRogReSSioN

3.8
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Table 16: Representation by officer rank and ethnicity

Rank Length of Service
All minority ethnic

2007
White
2007

All minority ethnic
2008

White
2008

5-10 Years Total 1.033 24,467 1,338 28,019

5-10 Years Sergeant or Above 135 3,003 136 2,958

5-10 Years % Sergeant or Above 13.1% 12.3% 10.2% 10.6%

5-15 Years Total 1,763 44,175 2,057 47,229

5-15 Years Inspector or Above 50 1,234 48 1,167

5-15 Years % Inspector or Above 2.8% 2.8% 2.3% 2.5%

10-15 Years Total 730 19,708 719 19,210

10-15 Years Chief Inspector or Above 14 182 7 184

10-15 Years % Chief Inspector or Above 1.9% 0.9% 1.0% 1.0%

10-20 Years Total 1,401 39,915 1,413 38,418

10-20 Years Superintendent or Above 6 187 5 207

10-20 Years % Superintendent or Above 0.4% 0.5% 0.4% 0.5%
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Number of Leavers Number of Staff Percentages Number of Leavers Number of Staff Percentages

All minority ethnic All minority ethnic All minority ethnic White White White

2006/07 2007/08 2006/07 2007/08 2006/07 2007/08 2006/07 2007/08 2006/07 2007/08 2006/07 2007/08

Less than 6 months 16 9 261 255 6.1% 3.5% 109 88 3,521 2,783 3.1% 3.2%

6 months to 2 years 37 37 557 621 6.6% 6.0% 509 431 9,004 8,364 5.7% 5.2%

2 years to 5 years 46 57 1,629 1,443 2.8% 4.0% 529 447 25,441 21,395 2.1% 2.1%

5 years to 10 years 21 26 1,033 1,338 2.0% 1.9% 355 417 24,467 28,019 1.5% 1.5%

10 years and over 15 22 2,028 2,175 0.7% 1.0% 660 717 75,126 73,144 0.9% 1.0%

SUM: 135 151 5,508 5,832 2.5% 2.6% 2162 2100 137,559 133,705 1.6% 1.6%

Retention targets for police officers are such that the percentage of 
minority ethnic officers leaving the service through resignation or 
dismissal each year should equal the percentage of white officers 
leaving under those circumstances in each of the length-of-service 
bands set out below in table 17. Additionally, demonstrable progress 
should be made each year to reduce the overall figure from that of the 
march 2000 baseline.

police SeRvice ReteNtioN

Table 17: Police Service Retention

table 17 shows the numbers of minority ethnic and white officers 
leaving the Police Service, and the percentages of such leavers as a 
proportion of the total number of officers in each category. 

3.9

3.10
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During 2007/08 the wastage rate for police officers (total number of 
officers leaving the service compared to the total officer strength) has 
remained comparatively low at 5.5%. Overall retention for minority 
ethnic officers is poorer compared to white officers with 2.6% of 
minority ethnic officers leaving compared to only 1.6% of white officers. 
Additionally, for each length of service period, minority ethnic officers 
resign or are dismissed from the service by the same or higher 
proportion than white officers.

In the first two years of service, minority ethnic officers left during 
2007/08 at a slightly greater rate than white officers. In the 2 to 5 years 
length-of-service category, minority ethnic officers left at a much 
greater rate than that of white officers (4.0% compared with 2.1%). 
In the 5 to 10 years length-of-service category minority ethnic officers 
left at a slightly higher rate than white officers, but in the over 10 years 
length-of-service category, both groups of officers left at the same rate.

Overall, the wastage rate for 2007/08 is marginally higher than in the previous 
year for minority ethnic officers (2.6% in 2007/08, and 2.5% in 2006/07), whilst 
for white officers it has remained the same in both years (at 1.6%). 

It should, however, be noted that the actual number of leavers in 
each length-of-service category is small enough that the percentage 
cannot be regarded as significant. For the same reason, it is also not 
appropriate to draw trends from these data.

Higher levels of minority ethnic officers leaving the service ultimately 
impact on the overall strength numbers and the key aim of achieving a 
culturally diverse and representative police service. 

3.11
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 RecRuitmeNt

Over the past year the Home Office, through the National Policing 
Improvement Agency (NPIA) has been committed to achieving a police 
service that is representative of the communities it serves and continues 
to revisit strategies for recruitment, retention and progression of police 
officers and police staff. the establishment of the NPIA’s equality 
Diversity and Human Rights Unit (eDHRU) has helped to support forces in 
the application of positive action initiatives such as mentoring and targeted 
advertising and is to consider revising the “Positive Action events toolkit” 
which was a collaborative document produced by the Home Office in 
partnership with ACPO, and the APA. this document is a good practice 
guide to conducting positive action events for police recruitment.

the Single equality Bill which is due to be enacted next year by Parliament, 
will provide an opportunity to extend the scope of positive action so that 
employers can take under representation of disadvantaged groups, for 
example women and people from minority ethnic communities, into 
account when selecting between two equally qualified candidates.  

this will encourage greater use of the skills and talents of a diverse 
workforce by targeting recruitment, training and promotion of 
disadvantaged groups, to the extent that eU law permits, while retaining 
the principle that appointments must still be made on merit.  

this provision will allow Chief Constables greater freedom to address 
under representation of diverse groups allowing also the police service 
to better reflect the local communities they serve. this will not be a 
mandatory requirement and will work entirely on a voluntary basis.

pRogReSSioN

the People Strategy for Policing, which was endorsed by the National 
Policing Board in July 2008, includes Resourcing and Career Progression 
as one of the key strategic priorities, by developing selection and promotion 
frameworks and processes that attract, select, retain and promote a 
skilled and committed workforce reflecting the community it serves and 
able to police with the community’s consent. As part of delivering the 
People Strategy for Policing, the NPIA has committed to conducting a 
review of selection and promotion. the National Policing Board agreed in 
September 2008 that this review be brought forward as a priority.

Future plans for the Police 
Service Race Equality 
Employment Targets

Chapter 4

4.1

4.2

4.3

4.4

4.5
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A critical component of both the Leadership Strategy and the People 
Strategy for Policing is the police service’s ability to attract and develop 
highly talented individuals who will realise their full potential, progress in 
policing and be the police leaders of the future. A wide range of initiatives 
have been put in place or are being supported to increase leadership 
capacity and minority ethnic representation at all levels of the service. 
these are set out below.  

NAtioNAl SeNioR cAReeRS AdviSoRy SeRvice (NScAS)

NSCAS provides career development advice, support and coaching for 
officers of the rank of Superintendent and above and police staff equivalents. 
the primary goal of NSCAS is to enhance the leadership capability and 
capacity of the Police Service to ensure that there is a pool of officers and 
staff to meet the leadership challenges, at the top of the Service. 
 
As part of meeting these challenges NSCAS contributes to addressing 
the under-representation of women and minority ethnic officers at ACPO 
level. NSCAS supports the achievement of this goal through the provision 
of development advice and coaching tailored to the specific needs of the 
individual. this includes assisting women and minority ethnic officers to 
address the challenges they face in terms of their own career progression.

In addition to previous positive action initiatives aimed at encouraging women 
and minority ethnic superintendents to apply for NSCAS services, positive 
action forms part of the prioritisation of clients for allocation of an NSCAS 
advisor. Current demand for services has temporarily outstripped the 
capacity of NSCAS, and while this is being addressed officers and staff who 
have successfully completed eligibility requirements have been prioritised 
on the basis of their needs in relation to upcoming promotion processes – in 
particular, whether they are attending the Senior Police National Assessment 
Centre (SPNAC) – and on the basis of positive action.

these efforts have helped to achieve small but notable gains since 
NSCAS was established more than two years ago. For example, the 
number of women and minority ethnic officers attending and succeeding 
at SPNAC has increased; and, for the first time in any given year, three 
minority ethnic officers have succeeded in being appointed as Assistant 
Chief Constable or Commander.

4.7
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NSCAS is also increasingly engaged in the delivery of other elements of 
leadership development and selection systems, and in 2008 provided the 
professional coaching element of the Strategic Command Course. 
this will promote greater coherence among the many elements that form 
the promotion system for senior ranks.

ACPO has also recently supported a proposal to extend NSCAS eligibility 
to minority ethnic Chief Inspectors, and the Green Paper has sought views 
on whether this should be further extended to Inspectors. the NPIA will be 
examining the implications of delivering these services to these and other 
underrepresented groups of officers.  

the high poteNtiAl developmeNt Scheme (hpdS)

the HPDS was originally launched in 2002. It has now been revised 
and the first intake of officers onto the revised scheme will be inducted 
in October 2008. the purpose of the scheme is to ensure that a small 
number of officers who demonstrate potential to fulfil senior leadership 
roles early in their career are given an opportunity to develop and 
progress, and thereby enrich the overall pool of potential candidates for 
leadership positions. 

As part of the selection process, the NPIA undertook to ensure that forces 
encouraged minority ethnic and women officers to consider applying to join 
the HPDS. Officers had the opportunity to attend open days to prepare 
them for the selection process. the HPDS selection process was also 
developed to minimise any potential adverse impact and was assessed 
by an independent diversity advisor. 

the 2008 HPDS intake comprises a total of 84 officers. Not all officers 
have provided biographical data. Of the 79 officers who provided data 
(as at march 2007):

→ 22 (27.8%) are female and 57 (72.2%) are male. In comparison , 23% of 
all police officers are female and 77% are male

→ 5 (6.3%) have declared that they are from a minority ethnic group.  
In comparison, 3.9% of all police officers declare they are from a 
minority ethnic group.

4.11
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the NPIA will be engaging with staff associations to enhance positive 
action and communications around future HPDS intakes, to continue to 
encourage and prepare officers to undertake the selection process. 

tAleNt mANAgemeNt 

the strategy Leading Policing and recent Green Paper strongly emphasise 
the need to develop more effective systems of talent management and 
identification at the national level to ensure that the service has a sufficient 
number of leaders with the rights skills and knowledge. Development of 
these systems will also provide the Police Service with greater information 
about the skills, ambitions and progression of minority ethnic and women 
officers, and will in turn enable the service to better address the career 
development of these groups.  

Acpo blAcK ANd miNoRity ethNic pRogReSSioN gRoup

ACPO, supported by the NPIA, has set up a Bme Progression Group 
to inform future training and development initiatives amongst Bme 
officers and staff within the Police Service. the primary objective of 
the group is to improve the representation of Bme officers and staff 
across the service. NPIA is involved in a number of initiatives to help 
the group work towards achieving its overarching objective. A number 
of these initiatives are outlined in the Home Office document ‘From the 
Neighbourhood to the National: Policing our Communities together’

poSitive ActioN leAdeRShip pRogRAmme

NPIA continues to run a number of programmes within their leadership 
development programme, aimed at both retention and progression of 
minority groups. the key programme is the ongoing Positive Action 
Leadership Programme (PALP). targeted at police officers and staff 
below the rank of Inspector (and equivalent) from all the diversity 
strands, it is an intensive four-day programme designed to enhance 
personal confidence, awareness and knowledge around issues that can 
affect progression within the Police Service. 

PALP is delivered both as open programmes at NPIA sites and on a 
bespoke basis in individual forces. the programme has extended its 
scope over the last 12 months and has delivered a number of ‘firsts’, 
including a course for the trans community (which resulted in the 
establishment of a national networking group for trans officers and 
staff), a course for profoundly deaf delegates (mediated through sign 
language) and a faith-based programme for the National Association 
of muslim Police. In the year to April 2008 there were 75 separate 
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deliveries of the programme to a total of more than 730 delegates. 
In the current financial year, to date, there have been 25 deliveries to 
more than 260 delegates, with a further 40 deliveries planned up to 
march 2009. Feedback from delegates and senior managers in police 
forces continues to be very positive. 

In support of the ACPO Progression Group action plan, a project 
is under way to develop a ‘senior’ version of the PALP. this will be 
developed as part of the work to deliver the NPIA Leadership Strategy. 
NPIA continues its commitment to delivering high-level development 
through the Senior Women’s Leadership Programme and the Diversity 
for executive Leaders Programme, both part of the NPIA Senior 
Leadership Development Programme. 

FutuRe oF the police SeRvice RAce equAlity 
employmeNt tARgetS 
 
In July 2008, the Home Office published its Policing Green Paper, 
’From the Neighbourhood to National: Policing Our Communities 
together’ (see “http://police.homeoffice.gov.uk/publications/police-
reform/Policing_Green.pdf”). the Green Paper centres on the 
importance of improving service delivery to the public. this includes 
improving police service performance, how performance will be 
supported, and how it will be challenged, with less reliance on top-down 
national targets to do this. there will be only one top-down numerical 
target for forces, relating to public confidence, which means there will no 
longer be a national race employment target set by the Home Office. 
 
the Green Paper proposal to move from national target-setting to local 
targets is timely, in that the overall ten-year target period for Race 
equality employment targets introduced in 1999 comes to an end in 
2009. this new approach to target-setting is based on a partnership 
between local police authorities, police forces and communities. 
 
Chapter 4 (4.16 – 4.24) of the Green Paper outlines the Home Office 
and Police Service vision to have ‘A police service that has the trust 
and confidence of all communities and a service that reflects the 
communities it serves’. to help achieve this vision, the Green Paper 
announced the Home Office proposal to develop a joint three-year 
equality, Diversity and Human Rights Strategy8. One of the key 
components of the strategy is the development of equality standards for 
policing. these standards are currently being developed by the National 
Policing Improvements Agency (NPIA). the aim of these standards 
will be to assist the Service to continue to improve performance and 
mainstream activity on equality and to diversity. 
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8.  the joint three-year equality, diversity and Human Rights Strategy is currently being developed in 

partnership with the Home Office the Association of Chief Police Officers (ACPO) the Association of 

Police Authorities (APA) and supported by the National Policing Improvements Agency (NPIA) and Her 

majesty’s Inspectorate of Constabularies (HmIC).
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the Green Paper asked whether equality standards should include 
local decisions on the setting of local targets, for example on 
minority ethnic recruitment, retention and progression on race and 
gender. the Association of Chief Police Officers (ACPO) and the 
Association of Police Authorities (APA) have welcomed this as have 
other stakeholders. the Home Office equality impact assessment 
on the Green Paper indicates some community stakeholders are 
worried about the end of national targets and national oversight. 
this concern has been acknowledged and the local target setting 
process will put emphasis on consultation with local communities.
 
Local targets would be set through the new equality standards and in 
keeping with the Government’s approach on increasing local responsibility, 
ambitious targets should be selected and set on the most important 
issues locally. the police authority would set the targets, which should be 
agreed with the force, and the target setting process must involve local 
communities. As the Green Paper proposed, national oversight would be 
maintained in particular through a strong workforce inspection regime 
undertaken by Her majesty’s Inspectorate of Constabularies (HmIC) in 2010 
including inspection of the equality standards.
 
the Home Office will work with the NPIA who will be responsible 
for roll out of the Workforce modelling tool and for ongoing support 
to police authorities and forces. For example the Home Office has 
developed a Workforce modelling Gender and ethnicity tool which will 
be offered by the NPIA to assist police authorities to set evidence based 
employment targets.
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