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FOREWORD

The Scottish Drug Enforcement Agency (SDEA) is catted to providing the highest
guality of service in the investigation of seriarganised crime in Scotland.

All our policies and services must reflect, anddemsitive to, diversity including gender,
marital status, race, nationality, ethnic or nadlaorigins, culture, religion, sexual orientation,
transgender status, age and family responsibilifiesthis end we will take all steps within
our power to eliminate discrimination and promageaity of opportunity and good relations
between different groups.

Schedule 1 of the Race Relations (Amendment) Afi028laces a statutory obligation on
public authorities to publish a Race Equality ScheMW/hilst we are not listed explicitly

among those bodies, we will comply with the letserd spirit of the legislation and the
production of this Race Equality Scheme can berdeghas evidence of our resolve in this
regard.

This Racial Equality Scheme is &ving’ document, which will evolve and grow as the
Agency itself develops.

Graeme Pearson QPM MA
DIRECTOR
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INTRODUCTION

The SDEA is an organisation established and maietaby the Scottish Ministers under
Section 36(1) of the Police (Scotland) Act 19671heTAgency was launched on 1 June 2000
and formally established on 1 April 2001 on theibad a Collaborative Agreement of the
eight Scottish Chief Constables and Conveners ®fRblice Authorities and Joint Police
Boards in terms of Section 12(1) of the 1967 Athe present Agreement is currently under
review by the Association of Chief Police OfficensScotland (ACPOS), Scottish Executive
Justice Department (SEJD) and the Director, SDEA.

Functions

Broadly speaking, our functions can be summarisedour recently agreed Mission
Statement, the specific responsibilities of whioh @located to the Director.

Mission
Our mission is supported by the following strategjios:

» To support Scottish Police Forces and to lead ¢hlitay serious organised crime as it
affects more than one Police Force area includimgigration and customs crime
perpetrated by organised crime groups.

» To act, on request, in support of Scottish Policecés in connection with terrorist
investigations

Organisational Structure

The SDEA is led by the Director who is assistethm strategic and daily management of the
Agency by an internal Policy Group, comprising theputy Director, Crime Co-ordinator,
Head of Operations, Head of Intelligence, Natiddalgs Co-ordinator (NDC) and Business
Support Manager.

Police Officers and Support Staff are secondetde¢dSDEA from Scottish Police Forces. All
personnel (Police and Support Staff) seconded ¢oAbency (with the exception of the
Director, who is seconded to Central Service withi& meaning of Section 38 of the Police
(Scotland) Act 1967) remain subject to the condsiof service, pay and allowances, grading
and disciplinary arrangements of their secondingnkld-orce. The administration of such
matters remains the responsibility of the spongp8nottish Chief Constable (in the case of
Police Officers) or Police Authority / Joint PoliB®ard (for Support Staff).

Police Officers are seconded to the SDEA for pexiotitenure from 5 to 7 years, before
returning to their Home Force. As for Support €dfis, no fixed tenure periods apply and
they are attached to the Agency for indefinite asiof time.
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WHY HAVE A RACE EQUALITY SCHEME?

This Race Equality Scheme is designed not onlysgisaus to meet the legal requirements
that apply to race equality but also our moral gdtions in this area. It will also be the
principal means by which we will counter issueshsas institutional racismy which in the
Stephen Lawrence Inquiry Report was defined as,

“The collective failure of an organisation to prod the appropriate and
professional service to people because of theowmlculture or ethnic origin.
It can be seen or detected in processes, attitadddehaviour which amount to
discrimination through unwitting prejudice, ignorea thoughtlessness and
racial stereotyping which disadvantage minorityrethpeople”

We will create and sustain a fair and supportiveking environment, with equal access and
opportunity for all, and in collaboration with Stish Police Forces, will ensure that training
and other appropriate forms of support are provitednable our staff to make a positive
contribution to good police race relations. In aittr, all our staff are expected to:

Treat colleagues and members of the public appropately and fairly.
» ldentify and challenge racist language and behaviau

» Identify and challenge policies, procedures and pi&ice that are discriminatory or
which disadvantage people from ethnic minorities.

» Accept diversity and recognise that treatment of idividuals and groups must reflect
the various needs that exist.

The Race Equality Scheme complements both legisla@ind best practice frameworks.
Legislation

* The Human Rights Act 1998

* Race Relations Act 1976

* Race Relations (Amendment) Act 2000

» Sex Discrimination Act 1975 & 1986

* Equal Pay Act 1970

» Disability Discrimination Act 1995

Best Practice Framework
» Forums regarding Disability
* The Stephen Lawrence Inquiry: Home Office ActioarPI
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THE RACE EQUALITY SCHEME

This Racial Equality Scheme describes how we interdischarge thegeneral dutyand the
‘specific dutiesdeemed relevant to our policing functions.

The ‘general dutyset out in section 71 (1) of the Act providesttiage, in carrying out our
functions, are required to take positive action to:

» Eliminate unlawful racial discrimination
* Promote equality of opportunity
* Promote good relations between persons of diffawsial groups.

This ‘general dutyapplies to all relevant functions and all elenseoit the duty required to be
achieved in order for the statutory obligation eorbet. In addition, the Act also emphasises
the need for race relations, equality and diverggues to be mainstreamed within the
organisation to ensure that the values associatidte ‘general duty’are fully integrated
within policy development and service delivery.

The Order creates twapecifi¢c duties; one related to Policy and Service Delwand the
other to Employment.

To meet these demands we have identified six abgscthat will focus our efforts.

These are:
* Objective 1- Identifying Policies and Functions redvant to Race Relations
* Objective 2— Assessing and consulting on the impaet our Policies
* Objective 3— Monitoring our Policies for any Adver® Impact
* Objective 4— Ensuring Public Access to our Informabn and Services
* Objective 5— Monitoring our Recruitment and Training
» Objective 6— Monitoring our Partnerships and Procurement Contracts

Objective 1 — Identifying Policies and Functions rievant to Race Relations

All our staff have a responsibility to ensure thiesat colleagues and members of the public
appropriately and fairly. Our policies and actiovii reflect this, which will ensure that race
equality and the elimination of discrimination niginstreamed into all of our business areas.

All our policies will be reviewed to ensure theyngaly with the ethos of good race relations.

Our policies will be assessed using the Audit Matieveloped by the Association of Chief
Police Officers (Scotland) (ACPOS).

Assessment will be carried out on all new polict@ar current policies are reviewed annually
and a full assessment will be carried out on exgstiolicies as part of the review process. All
assessments will be conducted in accordance wétlyaidance provided by the Commission
for Racial Equality (CRE) and involved itemisingeey function and policy within the
Agency and in each case asking the following qaasti
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» Does the function/policy relate to?
o Tackling Racial Discrimination
o Promoting equality of opportunity
o Promoting Good Race Relations

» What evidence or reason is there to believe thaes@cial groups could be differently
affected? Which group(s)?

» How much evidence is there that functions/policea® affecting racial groups
differentially?

> Is there any public concern that the functionsfpes are being, or might be, operated
in a discriminatory manner?

All departments and operational units of the Ageayinvolved in this process.
This proces&nables us to produce an Action Plan developeddceas the issues identified.

This plan will complement and enhance the consideramount of work already undertaken
following publication of the Stephen Lawrence InguReport (1999), the ACPO(S) Racial
Diversity Strategy (2000) and the Race RelationeaéAdment) Act 2000.

Objective 2 — Assessing and consulting on the imptaaf our Policies

Impact assessment and consultation on proposedigmlill be the responsibility of the
policy or project sponsor; that is the officer oemrber of staff who has commissioned the
task or is overseeing its completion.

Advice to assessors/responsible persons has be#edlin accordance with the guidance
provided in the Commission for Race Equality&uide for Scottish Public Authoritieand
all relevant policies will be endorsed in termghed guidance.

At a strategic and tactical level, all relevantigies and projects commissioned by the
Agency’s Policy Group, which is chaired by the Biar, will be assessed in terms of their
likely impact, using the relevant guidance.

Objective 3 — Monitoring our Policies for any Advese Impact

The main responsibility for monitoring any advensgact arising from our policies will fall
to Departmental Heads, assisted by the Human Resamd Development Manager. In
particular, they will:

» Establish and maintain links with Scottish Policerdes and partner agencies to
encourage active dialogue and obtain impact inftionarelating to service delivery
issues. This will include verifying appropriate pedures are in place with regard to
arrests, detentions and stop/searches carriednobelalf of the Agency to ensure that
the Generic Arrest and Detention Policy of the Eoconcerned, complies with the
Agencies expectations of service and RES in thesssa
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» Maintain active links with key internal groups, Bu@s Policy Group, Branch
Commanders, Training Sergeant and Corporate Suppoitt to ensure continuous
compliance with thegeneral and ‘specifi¢ duties. Policy Group will manage policies
and procedures ensuring compliance with the geaahkpecific duties.

Under the auspices of the Scheme, processes hdweilabe developed to monitor:
» The number of recorded complaints of racist behauwoade against our staff

» The number of recorded complaints of racist behaviound to be substantiated
against our staff

» The number of recorded complaints of racist behavighere a Police Officer or a
Support Officer seconded to the Agency was themict

» The age, gender and ethnicity of offenders / suspeeestigated by our staff
» All stops and stop/searches initiated by our ofce
» The number of arrests/detentions that generate lemomg

It is intended that this information will be pulbled as part of our public performance-
reporting scheme on a bi-annual basis. Where irdton is not published due to ongoing
operational restrictions, then this will be scriged by the Service Authority to ensure
compliance with RES. The Service Authority will thafter liaise with CRE in this regard.

Objective 4 — Ensuring Public Access to our Informaon and Services

The results of assessments, consultation and mmgtactivity will be published in our
Annual Report and Website.

Care will be taken to ensure that whatever mediuen uge to publish the results of
assessments, consultation and monitoring thatrtfeennation is delivered in accessible and
comprehensible formats.

As many of the mechanisms for assessment, cornsualtahd monitoring are at relatively
early stages of development, it is difficult atsthpoint to set out in detail our publishing
proposals.

Our basic standpoint in relation to non-tacticdbimation about our functions and services,
particularly those to which thegéneral duty applies, is that it should be provided to the
public, in accessible formats.

Within the context of developing our Communicati®tmiategy, a review of our publications
will be carried out to determine translation regments as expressed through public demand.
The provision of appropriate translation and intetipg services is an important component
of the public access strategy, particularly as I8ndtis host to a growing number of new
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communities. To meet these needs, we will make afspartnership arrangements with
Scottish Police Forces to meet potential trangtatiod interpreting needs (including audio
tapes), in line with the Good Practice Guidelinesdpced by the Scottish Forum for
Translating, Interpreting and Communication.

Objective 5 — Monitoring our Recruitment and Training

In relation to employment, we are not the employadrpersonnel attached to the Agency.
This responsibility rests with individual Scottigthief Constables (for Police Officers) and
Police Authority / Joint Police Board (for Suppd@taff). Police and Support Officers

seconded to the Agency will have due regard torthespective Force Race Equality

Schemes. This said, we will embrace the requirésnas laid down in the Race Relations
Act 1976, which outline the duty to monitor, by eednce to racial groups, the numbers of
staff in post, and applicants for employment, tiregrand promotion.

The details that will be monitored will include:

» The numbers of staff from ethnic minorities secahttethe Agency, expressed as a
percentage of total staff

» Supported applications received from ethnic migomandidates, in respect of
secondment to the Agency, as a percentage of tta¢ tumber of supported
applications.

» Successful applications by ethnic minority candidatn respect of secondment to the
Agency, as a percentage of the total successflicafpipns.

» Supported Training Needs for ethnic minority stdfa percentage of total supported
Training Needs identified.

» Proportion of exit of secondment/employment of ethminority staff against
proportion of exit of secondment/employment ofssaiff.

> Proportion of ethnic minority officers in each raagainst proportion of all officers in
that rank.

> Proportion of ethnic minority support staff at @ifént levels against proportion of all
support staff at that level.

> Percentage of staff trained to appropriate standsrdDiversity Awareness in
accordance with the National Equal Opportunitiesifiing Strategy as a percentage
of the SDEA establishment figure.

» Persons from ethnic minorities who are involvegiilevance procedures.
> Disciplinary action taken in respect of racially tmated incidents and conduct.

» Persons from ethnic minorities (Police Officer aftblice Staff) who cease
employment or secondment prior to completion ofiten
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We have developed a Recruitment Plan in respedrdanisational growth posts for the
period 2004 to 2006. The Human Resources and Dewelot Manager will manage the
rollout of the Plan and the Policy Group will prdgioversight at a strategic level.

Complaints and grievances initiated by memberstaff $rom ethnic minorities and other
relevant employment related matters are monitoyetthé® Human Resource and Development
Manager, as well as the relevant Home Force Peesdhfuman Resources Department.

Scottish Police Forces and the Scottish Policeggell who have all adopted the National
Equal Opportunities Training Strategy (NEOTS), pdevdiversity training for our staff.
Whilst home forces have a duty to deliver this nirag The Human Resource and
Development Manager, and Training Sergeant at DEASwill play a key role in the co-
ordination of Diversity Training within the orgaaison ensuring all staff are trained to the
appropriate level, including induction training adresher training where appropriate.

Objective 6 — Monitoring our Partnerships and Procuement Contracts

Where the general or specific duties are relevana tfunction or service that we have
contracted, or intend to contract out, we will i those duties as a condition of the
contract.

As a condition of contract, we require all contoastto adhere to our Equal Opportunities and
Race Relations policies and to outline in detaibivn policies in these areas.

As a priority to be achieved in the Action Plan, will audit and assess our partnerships to
ensure that they operate in a manner consistehtout obligations under the Act. We will
monitor detentions/ arrests undertaken on our bdhalForces, requiring them to record
information in respect of the provision of spectiétary needs, translation services and
spiritual guidance to ensure that the duty is bemeg in respect of RES.

We are committed to making a positive contributiorthe development of joint protocols to
achieve compliance and capacity building withintparships so that the resources and skills
needed to achieve our race equality aims are deeeélo
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REQUESTS FOR OTHER FORMATS / COMPLAINTS

Request for the Scheme in other formats and contplan relation to this Scheme or
individual staff members should be referred to:

Human Resource and Development Manager
Scottish Drug Enforcement Agency

Osprey House

Inchinnan Road

Paisley

PA3 2RE

Further Copies, alternative formats and additionallanguages

If you require copies of items from this Scheme in another
format or language, please contact the address given above.

Bu projedeki konulari bagka bir formatta ya da anadilinizde
istiyorsaniz, asagidaki adresle baglanti kurunuz.

g 3MUT Rl T WY IT AT H 36 Aol & 9a1 &I wiaai o
LI SHAT B, Al AT -1 QU T 010 R F9D N |

lei:uﬁkuﬁugjgcy/g(f( u:%/ (;t;ulf«)u,f’fzi(fuufvfﬁ
-q)lgb/?“%’;né:/?ﬂ&g/
WRIBEBHIEFTEINTHE RN ES R, B/ it
SR o
(AT G g iy el ol e ol gall e L el 1)
kel aaall ol giadls JLasyl ola o
v 3t for Aty 3 widtedt dinif sast, far J9 gale AF I ‘T Ide
J, 3 fagur a9a Gug €3 Uz ‘3 Audd 3|

Ecnun Bam Hy>KHbI 3K3eMnAAapbl NO3ULUUA U3 AAHHOIO NnaHa B
Apyrom doopmaTe unu Ha Apyrom A3bike, NoXxanymucTa,
obpaTtuTechb No agpecy, ykasaHHOMY BbliLLe.
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Veuillez nous contacter a I’adresse mentionnée ci-dessus en
cas de besoin d’exemplaires d’articles de cette liste sous un
autre format ou dans une autre langue.
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Persons wishing to make a complaint about the seh&lisp have the right to contact the
Commission for Racial Equality directly:

Commission for Racial Equality

The Tun

12 Jackson’s entry

Off Holyrood Road

Edinburgh

EH8 8PJ Tel: 0131 524 2000

SUMMARY OF USEFUL WEB SITES

Scottish Drug Enforcement Agenbitp://www.sdea.police.uk/
Scottish Executivevww.scotland.gov.uk
ACPOSwww.scottish.police.uk

Commission for Racial Equalityww.cre.gov.uk

Central Scotland Polic@ww.centralscotland.police.uk
Dumfries and Galloway Constabulamyvw.dumfriesandgalloway.police.uk
Fife Constabularywww.fife.police.uk

Grampian Policevww.grampian.police.uk

Lothian and Borders Policeww.lbp.police.uk

Northern Constabulanyww.northern.police.uk

Strathclyde Policevww.strathclyde.police.uk

Tayside Policavww.tayside.police.uk
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