WILTSHIRE POLICE

XXXXXXXX Force Disclosure Unit
Police Headquarters
London Road
DEVIZES

Wiltshire

SN102DN

By email

Date 27t July 2026 Our Ref  FOI 2026-530

Dear XXXXX,

| write in connection with your request for information dated 5" June 2026, concerning DEI
expenditure, training and staff positions. Please accept my apologies for the delay in responding
to your request.

| am required by the Freedom of Information Act 2000 to handle all requests in a manner that is
blind as to the identity and motives of the requestor. Any information released as a response to a
request is regarded as being published and therefore in the public domain without caveat.

Following receipt of your request, research was conducted by the Finance and Culture &
Inclusion departments at Wiltshire Police. Your request for information has now been considered
and | am not obliged to supply the information you have requested.

You wrote:

Under the Freedom of Information Act 2000, | request the following information relating fo
Diversity, Equity and Inclusion (DEIl), Equality, Diversity and Inclusion (EDI), or similarly named
programmes and activities within your force for the last five financial years.

For each financial year, please provide:

1. DEI/EDI Training Expenditure i.e. how much was spent on external organisations providing DEI
tfraining

2. DEI/EDI Training Content i.e. copies of training materials, presentations, course outlines,
learning objectives, handbooks, guidance documents, or other materials used for DEI/EDI
fraining.

3. DEI/EDI Staff Positions i.e. list of all roles whose primary responsibility includes DEI, EDI, equality,
inclusion, diversity, belonging, positive action, or related functions. Please include an annual
salary or salary band.

Our response:

Section 1(1)(a) of the Freedom of Information Act 2000 (FOIA) requires Wiltshire Police to confirm
or deny whether the requested information is held. To establish whether the information is held —
namely information prior to 2024 - would in itself exceed the time obligations placed upon the
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authority to comply (18 hours) and therefore engages section 12(2). The Force EDI Trainer role was
vacant prior fo March 2024 and therefore the Trainer can only provide information since they
have been in post. Also, the Head of EDI came into their role in 2025 and can only provide job
title / pay grade information since this point. Additionally, there is not a specific training budget
for EDI fraining so the whole Force budget would need to be reviewed to locate any potentially
relevant costs.

Please see below for information that can be disclosed.

Under the circumstances | am absolutely confident that to locate, refrieve and extract the
information you seek would by far exceed the time obligations upon this authority to comply, and
in so doing would exceed the fees limits. This is set at £450 calculated at a flat rate of £25 per hour
for those work activities comprising of confirming the information is held, locating i, retrieving it
and extracting it. Therefore the whole of the request should fall under the exemption of section 12
of the Freedom of Information Act 2000.

Please note:

If one part of the request engages a Section 12 response, the whole request will engage a
Section 12 response. The reason being is due to the fact that locating, retrieving and extracting
any further information would only add to the already exceeded time obligations.

Forces may use different recording systems, therefore it may be possible some Forces can
provide this information where others cannot.

Ordinarily under our Section 16 obligation to provide advice and assistance we would advise you
of a way to refine your request to a more manageable level. Due to the difficulties in obtaining
the requested information, as outlined above, | cannot think of a way in which this could be
achieved.

Although excess cost removes the Forces’ obligations under the Freedom of Information Act, as a
gesture of goodwill | have supplied information, relative to your request, retrieved or available
before it was realised that the fees limit would be exceeded. | trust this is helpful, but it does not
affect our legal right to rely on the fees regulations for the remainder of your request. What | can
provide you with is documented below:

Under the Freedom of Information Act 2000, | request the following information relating to
Diversity, Equity and Inclusion (DEIl), Equality, Diversity and Inclusion (EDI), or similarly named
programmes and activities within your force for the last five financial years.

For each financial year, please provide:

1. DEI/EDI Training Expenditure i.e. how much was spent on external organisations providing DEI
fraining

No information held (since March 2024) - see section 12 wording.

2. DEI/EDI Training Content i.e. copies of training materials, presentations, course outlines,
learning objectives, handbooks, guidance documents, or other materials used for DEI/EDI
training.

Please find training materials at the end of this letter. Note:

> Redactions have been made in line with Data Protection principles. Additionally,
redactions have been made to internal link areas.
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> The Culture, Equality, Diversity and Inclusion (CED&I) vision statement is currently under
review and will be updated following completion of the ongoing review process.
Internal training material is reviewed and updated before delivery

= We would like to kindly remind you the atfachments are the sole property of Wiltshire
Police and have been disclosed to you under the FOI legislation. Any reproduction, sharing
or use of this information should not be carried out without the express permission of Wiltshire
Police. ***

3. DEI/EDI Staff Positions i.e. list of all roles whose primary responsibility includes DEI, EDI, equality,
inclusion, diversity, belonging, positive action, or related functions. Please include an annual
salary or salary band.

Please note, one of the Culture & Inclusion Advisor roles is part time and there is currently a
vacant post for Culture & Inclusion People Partner for the 2026/27 fiscal year.

FY 25/26

1 x Head of Culture & Inclusion: £63,768 - £68,982

1 x Culture & Inclusion Sgt: £53,568 - £56,208

2 x Culture & Inclusion Advisor: £35,736 - £37,476

1 x Culture & Inclusion: £35,736 - £37,476

1 x PC Positive Action: £31,164 - £50,256

1 x Positive Action: £35,736 - £37,476
Section 17 of the Freedom of Information Act 2000 requires Wiltshire Police, when refusing to
provide such information (because the information is exempt) to provide you the applicant with a
notice which: (a) states that fact, (b) specifies the exemption in question and (c) states (if that
would not otherwise be apparent) why the exemption applies.
The exemption applicable to the information requested is:

Section 12 - Exemption where cost of compliance exceeds appropriate limit

In accordance with section 17 of the Act, this letter represents a Refusal Notice for this particular
request.

Please contact me if you would like to discuss the withheld information.

Yours sincerely,

FDU Decision Maker
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Meeting the Needs of People with Disabillities:
Reasonable Adjustments & The Role of the First Line Leader

Your role is not to decide if someone is
“disabled”

* The law is based on impact, not labels

* You are not expected to make legal
judgements

Focus on:
 What the barriers are

* What support may help

[Whe

n should you consider adjustments?J

| » Return to work

4 2\
When someone tells you they are struggling
4 )

When you notice a change in behaviour,

attendance or performance
- J

4 N
When a health condition is mentioned

(formal or informal)
.

/During: A

-

» Performance discussions (PDR, 1215s)

N Recruitment or onboarding )

Learning & Development | First Line Leaders | Inclusivity in Leadership (v1.3)
























Ethical Policing
& Inclusivity

Foundations of Leadership - Sep 2025

Culture & Inclusion Team



Learning Outcomes

Analysing Ethical
Policing Practices

Implementing
Diversity and
Inclusion
Strategies
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Ethical & Inclusive Policing



Our Strateqgy

Wiltshire Police Culture,
Equality, Diversity & Inclusion
Strategy 2025-2030

ici ivity (Jan 2026)
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our

Our Vision is to be the most
Inclusive police service in the
country, fully representative of the
communities we serve.

Our people know that they belong and
can fully be their authentic selves.
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We will...

OO0

Develop our people and
become an employer of
choice for all communities.

Ensure every policy and
process, old or new, reflects
fairness, accountability, and
Inclusion

Strengthen public confidence
by listening, engaging, and
responding fairly.

Collaborate with our partners
to promote equality, diversity
and inclusion.

~ Our
Commitments

Create impact by
committing to the actions
that make our vision real.
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Ethics & Guiding Principles

Representation

Reflect the diversity of
communities and embrace

Equality & Fairness perspectives that strengthen
Eliminate disparities, remove policing. Uphold the highest ethical
systemic bias, and ensure standards, root out prejudice,
fairness in every decision. and ensure transparency
through independent scrutiny.
Inclusion & Belonging Collaboration &
Challenge behaviours that Community Engagement
undermine inclusion and Build trust by listening,
create a culture where collaborating, and co-
everyone belongs. creating solutions with

communities.
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EQUALITY DIVERSITY AND INCLUSION: VISION AND COMMITMENTS

OUR VISION: To be the most inclusive police service in the country which is fully representative of the
communities we serve. Our people know that they belong and can fully be their authentic selves.

= Attract, recruit, retain and support a diverse workforce. Collaborate with our communities by building and sustaining
authentic engagement with them.

Demonstrate to our public that we are an organisation with zero
tolerance for any discrimination, bullying or harassment.
= Drive inclusive leadership, empowerment and Build our communities’ confidence in us by
individual accountability. demonstrating that our colleagues represent and reflect the
public and by the legitimacy of our actions.

Narrow the disparity in respect of the use of police powers
such as stops, searches and the use of force.

Improve the experience of policing services without
reducing the legitimate use of police powers to protect
communities.

= Create an inclusive, culturally competent workforce that has the
skills and knowledge to recognise and challenge discrimination.

= Create an equitable working culture by embedding a strong
sense of belonging where behaviours which undermine
this are challenged.

= Celebrate the successes of having a truly inclusive
workforce which champions diversity of thought.

Commit to building inclusive relationships
with professionals across the criminal
justice service and beyond to provide
enhanced services for our communities.

= Ensure our policies and processes are
equitable, accessible, inclusive and
informed by the diverse representation of
our police service.

Foster innovative collaboration and establish
partnerships that empower our service to deliver our
EDI commitments.

= Continue to seek independent scrutiny, challenge and
feedback to shape our policies.

o ) ) ) ] Actively listen to our community partners to help inform and
= Ensure our policies and processes will enable inclusive leadership continuously improve our approach.

and accountability.
i Ensure accountability and independent scrutiny of our commitment to

become the most inclusive police service in the country.
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As policing professionals, we are
bound by the Code of Ethics. We
are responsible for doing the right
thing, in the right way, for the right
reasons, even if circumstances are
difficult.

By following the Code of Ethics,
everyone working in policing will
have a profession to be proud of,
uphold the expectations of the
public and continually improve
policing.

college.police.uk
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Interactive Activity

TABLE 1

Everyday Inclusive
Behaviours

What small, everyday actions
help everyone feel respected

and included?

Think about;:

What behaviours make you feel
valued at work?

How do we show courtesy,
fairness and patience in busy or
pressured situations?

What helps new or quieter
colleagues feel welcome?

How do we make sure
everyone’s voice is heard?

Instructions:

N

What helps colleagues feel
safe, respected and able to
be themselves at work?

Think about:
» What makes it easier for people

to speak up or ask questions?

How we respond when
someone shares a mistake or
concern?

What behaviours help teams
feel supportive rather than
judgemental?

How we show appreciation and
encourage open conversation?

Each table works on one area.

Discuss and note down practical ideas for how every
member of staff can support an inclusive workplace.

Choose one key idea your table will share with the room.

TABLE 4
Making Inclusion Part of
Our Routine Work

How can staff and officers
build inclusion into daily
tasks, decisions and
interactions?

What behaviours or habits

should stop because they

damage trust, teamwork or
dignity?

Think about:

» What behaviours have you
seen that make people feel
excluded or uncomfortable?

Think about:

» What does inclusion look like in
day-to-day work, not special
events or meetings?

« What small habits do we » How do we spot when someone
sometimes overlook (tone of needs extra support or
voice, jokes, assumptions)? information?

« How do these behaviours affect » How do we check our own
team morale and confidence? assumptions?

« What would a “no-go” list look
like for our workplace?

* What practical habits could we
build into emails, conversations
or team tasks?
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The Wiltshire
Principle

Wiltshire Police




Pitch the Missing Principle

If your syndicate could nominate a fourth principle just for
Wiltshire Police, what would it be....

How can we do this?

The Wiltshire

Principle

How could it How could it support
support inclusion iti
for our people
already in, and
joining the force?

Wiltshire Police

vv

1 or 2 persons from each syndicate will come to the front and pitch your principle
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In your mental image:

The The The
Elderly Couple New Manager Band
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Challenging Your Unconscious Bias

Acknowledge Educate Reflect Seek
Feedback

Diversify Use Checks
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Why Challenge Unconscious Bias?

Influences on Decision Making Example

Targeting of certain communities
— Disproportionality —— and reduced trust and
confidence in the Police

Prejudice, Stereotyping and

Discrimination Poor decision making

Unchallenged, it
could lead to:

A policy requiring everyone to

— Direct and Indirect Discrimination —— work nightshifts

A hostile work environment
— Poor workplace culture ——  where certain groups face
increased harassment or bullying
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Equality vs Equity

Offering the Offering

same language
training support for
opportunities employees

to everyone ' . not fluent

Equality Equity nthe

Aim to workplace's

romote primary

The same P Distributing language

fairness and
resources and resources

opportunities IRSles based on

o e | specific needs
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Equality Act 2010: Public Sector Equality Duty
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Our high-level
equality
objectives link to
the NPCC strategy

for Diversity,
Equality and
Inclusion.
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Positive Action vs Positive Discrimination

4 A

A lawful means of
encouraging and
supporting people who
qualify for the role with a
protected characteristic.

Reduces disadvantages
and promotes equality of
opportunity and equity.

Positive Action

PPPPP

4 R

It is unlawful to recruit a
person purely for having

a protected characteristic
or to meet quotas.

* There are some exceptions,

such as a women'’s refuge hiring
only female staff.

Positive

Discrimination
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Positive Action at Wiltshire Police

Our Positive Action Officers promote vacancies and seek

to increase participation in our workforce from protected

groups, breakdown community barriers and help under-
represented groups during the recruitment process.
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“We naturally assume
people have the
same values as us.
This Is the reason that
you can’t understand
some people’s
actions”

- Andy Cope & Andy Whittaker
The Art of Being Brilliant



Access to Mental
Health Services

Being respected and
valued by colleagues
and superiors

Access to Nutritious
Food

Financial Stability

Buying Privileges

Each costs £100

Access to
professional
development and
training opportunities

Freedom from
Discrimination Based
on Race

Access to Public
Spaces Without
Barriers

Having a Supportive
Family

Being Able to
Express Your ldentity
Freely

Having Role Models
in Your Community

Being Able to Walk
Alone at Night
Without Fear

Stable Housing
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How would you describe a privilege that
IS most overlooked In our communities?



How can recognising and valuing the
limited privileges of others help create a
more inclusive and supportive workplace

and community?



Key Reports and Strategies

IOPC Operation Hotton
Learning Report (2022)

Misconduct and
discriminatory behaviour
within the Metropolitan
Police Service.

Evidence of
discrimination, misogyny,
harassment, and bullying

NPCC Diversity and
Equality Inclusion
Strategy 2018-25

Promoting diversity,
equality, and inclusion
within police forces.

Leadership, community
engagement, and
workforce diversity

I July 2021

Tackling Violence
Against Women and
Girls Strategy (2021)

Reducing violence

against women and girls.

Prevention, support for
survivors, and pursuing
perpetrators

Macpherson Report:
Twenty-two years on
(2021)

Progress since the
original Macpherson
Report on institutional
racism following the
murder of Stephen
Lawrence.

Continued issues with
racial disproportionality in
policing practices.

Police Race Action Plan
- Improving Policing for
Black People (2023)

Enhancing trust and
confidence in policing
among Black
communities.

Anti-racism, fair
treatment, and
representation
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Upstander & Inclusivity



In the end, we wiill
remember not the
words of our
enemies, but the
silence of our
friends.

Dr Martin Luther King, Jr



Definitions

What is a bystander?

‘a person who is present at an event or incident but does not take part’

What is an upstander?

‘a person who speaks or acts in support of an individual or cause,
particularly someone who intervenes on behalf of a person being
attacked or bullied’

What is inappropriate behaviour?

‘conduct that is unwarranted and is reasonably interpreted to be
demeaning or offensive’



The Bystander Effect | The Science of Empathy
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Have you ever felt like this?

‘That was really wrong!’

‘I heard what they said, and | didn’'t do anything.’
‘| wish | had stepped in!

‘I know it's wrong, but it will impact my career if |
speak up.’

‘I knew they were like that but didn’t say anything.’

‘That message in the WhatsApp chat was
Inappropriate but | didn’t do anything, | should have.’
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Police Conduct
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Police Conduct
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Police Conduct
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The 5Ds Iintervention strategy toolkit

Tell Take action

Indirectly someone Take action now Record
Intervene later Incident
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e Scenarios are provided for group
discussion and feedback using the
oDs.

Remember!

e These scenarios are based on
realistic tensions that test inclusive
leadership, culture, and standards.

* There’s no perfect answer, but
there is a responsibility to act.




Scenario 1: The Comment in the Corridor

You and a colleague are walking back from the canteen when two
officers ahead of you begin joking loudly about a member of staff who
works in a different department. One says, “I can’t stand dealing with
them... so dramatic, always playing the mental-health card.” The other
laughs and agrees.

A member of staff walking past hears the comment, looks uncomfortable,
and quickly heads the other way. Your colleague whispers, “That wasn’t
right.”

Think about:

What concerns this raises, what safe and realistic options you have in the
moment, which of the 5Ds could help you intervene, and what supportive
action you might take afterwards.

Scenario 3: The Public Interaction

You are walking through the station foyer when you overhear a frustrated
officer speaking sharply to a member of the public who is asking for help.
The officer says, “You people always expect us to drop everything. If you
bothered to read the signs, you'd know what to do.”

The member of the public looks embarrassed and steps back. You notice
other visitors glancing over.

Think about:

How you could step in without escalating the situation, which of the 5Ds
might be safe and appropriate, and what actions you could take after the
moment has passed.

Scenario 2: The Team Chat Message

In a busy moment on shift, someone in your team'’s informal messaging
group shares a joke about a suspect’s appearance after an arrest. A few
people react with laughing emojis. One member of staff replies privately
to you, saying the message made them uneasy because the suspect
belongs to a community that often faces negative stereotypes.

The message remains in the chat, and more people join the
conversation.

Think about:

Why this situation matters, what options you have to respond safely,
which of the 5Ds could apply, and how to support the colleague who
raised their concern.

Scenario 4: The Excluded Colleague

During a team discussion, a staff member suggests a new idea for
improving a process. Before they finish, another colleague rolls their eyes
and says, “Here we go again... you always make things more
complicated than they need to be.” A few people laugh. The staff member
goes quiet and withdraws from the conversation.

Later, they seem distracted and avoid joining group discussions.

Think about:

What the impact of this behaviour might be, how you could show support
in the moment and afterwards, and which of the 5Ds could help you
challenge the behaviour safely.
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Support & Resources in Force




What can you / we do
to create a positive
and fair working
environment?






































































































Human Rights







































Remember a time when...

You didn’t challenge an
iInappropriate behaviour, but you
wish that you had

OR

You wish someone had spoken up
on your behalf
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Making Hate a Crime

In1993, Stephen Lawrence, an 18-year-old Black man, was
stabbed to death at a bus stop in Eltham, south-east London by
a group of White youths in an unprovoked, racist attack.

The actions of the Met at the scene and the force’s investigation
of Stephen’s murder have been heauvily criticised.

In 1997, Judge Sir William Macpherson led an inquiry into the
Met's handling of the case.

The final Macpherson report stated the investigation into the
murder had been “marred by a combination of professional
Incompetence, institutional racism and a failure of leadership by
senior officers”.

This prompted significant changes in legislation and
policy to make HATE a crime.
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Wiltshire Hate Crime Trends (2024/25)

* 590 race-related hate crimes, up from 550.
* Religion-related incidents rose to 53.
« Race and sexual orientation remain the most reported categories.

35 racial and 15 sexual-orientation hate crimes targeted police
staff.
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Supporting Colleagues

sy Our 9 Point Plan

1. Hate crimes should be reported and investigated without delay

2. Victims code applies to all including our staff. A Victims point of view should be taken into
account.

3. Investigations should not be undertaken by the victim.
4. Victims should not write own statements, and Victim personal statement completed.

9. Supervision and support: consider Occupational health- victims will play down the impact
and cumulative effect.

6. Supervisors must Inform line management to ensure oversight from the chain of
command. Staff associations can also provide support.

7. Restorative justice : if victim wishes to engage in RJ then time will be afforded

8. If awarded compensation by criminal court the force will pay the victim directly on receipt
of the court result.

9. Chief officers impact statement to be included in all prosecution files
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True Vision

Provides information about hate
crime and incidents and how to
report them.

On the website you can:

* find out what hate crimes or hate
Incidents are

« find out about the ways you can
report them

 report using an online form

* find information about people that
can help and support you if you
have been a victim

WWWw.report-it.org.uk
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