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IntroducƟon
I am very proud to be Chief Constable of Cumbria and I am par cularly keen that our force represents the
communi es it serves.
This includes both rural and urban areas and diverse communi es within it. Being representa ve is a
fundamental part of policing by consent and although we are the second biggest county in the country, our
se led popula on is quite small. Being an area which a racts a lot of tourism, we must be mindful of the
transient popula on and cater for their needs as well.
We must therefore foster good rela ons and create strong links with our communi es, which is key to
successful policing. To do this and make the force more inclusive, we can u lise posi ve ac on.
By taking posi ve ac on not only are we recrui ng staﬀ, oﬃcers and volunteers with diﬀerent skills, but also
looking to develop and retain them. We also want to build on exis ng partnerships, which in turn will build
on community engagement and confidence in our services.

Michelle Skeer QPM
Chief Constable
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ExecuƟve
Summary

Building trust in our communiƟes
Our aim is to deliver a working strategy which maps out the force vision around posi ve ac on as outlined in the posi ve ac on black and brown
and minority ethnic a rac on, recruitment, reten on, and progression strategy plan.
The posi ve ac on working strategy will map out all facets of posi ve ac on rela ng specifically to black and minority ethnic police oﬃcers and
staﬀ. It is incumbent of all forces in the UK to be representa ve of the communi es they serve.
The UK currently has a black and minority ethnic popula on of 14% and the Police Service na onally has a black and minority ethnic
representa on of 6.9%. Cumbria as a county has a black and minority ethnic popula on of 5% (Source - Cumbria County Councils census 2021).
Cumbria Constabulary currently has a workforce of 2.6%. (Including those wai ng to start).
This equates to 21 oﬃcers across the organisa on – 16 male and 5 female oﬃcers, including 1 Inspector and 1 Sergeant.
The na onal Target for black and minority ethnic oﬃcers is 14% with the current se lement figure Cumbria Constabulary aspires to reach, set at
5%.
Our working strategy will contain a process map which will set out how to deliver a framework to a ract, recruit, retain and progress (ARRP)
more candidates from a black and minority ethnic background to ensure that Cumbria Constabulary is more representa ve of its se led
communi es.
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What is PosiƟve AcƟon
Posi ve ac on helps us as employers remove barriers and issues to recruitment, reten on and progression to people from under-represented
groups whilst s ll employing people on merit.
We treat all applica ons fairly and in accordance with current legisla on. Posi ve ac on is not about giving some people more favourable
treatment, it’s about levelling the playing field. We are looking for a talented workforce who can best serve the communi es of Cumbria.
In other words, we are looking for talented people from a wide range of diverse applicants.
Posi ve ac on is a range of measures and ini a ves that we can lawfully take to ac vely encourage under-represented groups to bring their talent,
experience and exper se, into the organisa on. When applying to join, our selec on processes are no diﬀerent. Through the use of posi ve ac on
we do not seek to remove compe on, rather allow everyone the same level of opportunity where the final selec on is always made on the merit
of the applicant.
In very basic terms, posi ve ac on ini a ves can be implemented by the police, and other similar organisa ons such as the Fire Service and
Ambulance Service, to recruit under-represented groups.
The legisla on enables posi ve ac on to be undertaken around issues of sexual orienta on, race, religion, religious belief, disability and gender. It is
important to note that posi ve ac on is not posi ve discrimina on.
According to the NaƟonal College of Policing:
‘Posi ve Ac on is about crea ng a level playing field to enable people to compete on equal terms. It describes a range of measures which aim to
eliminate unlawful discrimina on and promote equality of opportunity.’
One of the key influencing factors for bringing in posi ve ac on within the police force is to build be er rela onships within communi es, which
in turn will result in a more eﬀec ve service.
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The Strategy

AƩracƟon
The Constabulary recognises that the a rac on process is something that can be influenced in a number of ways and one such way is by u lising
its internal support group, Cumbria Constabulary Mul cultural Police Associa on (CCMPA). The CCMPA has a good working rela onship with the
Senior Leadership and the Chief Oﬃcer Teams within the organisa on. CCMPA is a forward-thinking group which is determined to support the
Constabulary and is very much a driver for change.
The CCMPA also:
•

Targets youths and influencers to change percep ons and remove barriers to policing amongst our black and brown communi es (Cadets, mini
police oﬃcers, roadshow events).

•

Develops a rac on material for oﬃcers in frontline roles to share with communi es (Webinars, adverts in Mul -Cultural Cumbria Magazines).

•

Developed a “One Stop Shop” in our Inclusion Hub to support our black and brown members.

•

Neighbourhood Policing Teams are in regular contact with black and brown communi es through media pla orms such as Facebook and
Twi er and hold a calendar of events planned throughout the year.

The Constabulary also promotes opportuni es for poten al candidates to assess the police service by accommoda ng ‘sta on visits’ and
‘shadowing opportuni es.’
In addi on to this, all police oﬃcer regardless of rank are encouraged to ‘talent spot’ and encouraged to have posi ve, proac ve conversa ons
with any such black and brown person who they may feel is a suitable candidate to join the organisa on.
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Recruitment
We are commi ed to ensuring that the force represents the community in which it serves. We are keen to increase representa on in the force
amongst currently under- represented groups.
Cumbria Constabulary will provide a bespoke “end to end” contact service with any interested black and brown candidate.
Pre-recruitment our posi ve ac on panel will provide mentors to coach candidates on the assessment process.

•

The candidate will receive a mentor who will walk through the online 3-part SEARCH assessment centre (interview, wri en exercise and
situa on test).

•

Mentors provide support and guidance for Local interview.

•

Mentor remains with candidate throughout process un l an oﬀer of employment.

•

If unsuccessful candidate can reapply in 3 months and their mentor will remain in regular contact throughout this period.

•

Structured Feedback will be provided by HR.

Once the candidate has passed the fitness and medical tests and received a job oﬀer, the mentor will make their final contact with the
candidate, bringing to an end, the support mechanism during the ‘pre-joining’ phase. The candidate will receive addi onal support once they
join the organisa on, but this will look significantly diﬀerent to the pre-join process.
The Posi ve Ac on Panel have supported 92 candidates between April 2020 and July 2021.
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RetenƟon
Once a candidate has received and accepted a job oﬀer, the diversity unit are informed, and contact will be made by the Cumbria Constabulary
Mul cultural Police Associa on (CCMPA) who will allocate a suitable “buddy” for professional and emo onal support.
The “Buddy” will remain in contact with the oﬃcer throughout their career or, if the oﬃcers want, at least once a month.
Several departments within the organisa on who come together to deliver a unified message, will support the black and brown oﬃcers.
These departments include, Police Federa on, Professional Standards Department, Human Resources Department, Professional Development
Units, the force diversity unit, the posi ve ac on working group and line managers.
Staﬀ support groups include:
• Pride
• Disability support group
• Menopause
• Women’s Network
• Posi ve Ac on Working Group
• CCMPA
Ongoing support can be accessed through internal online pla orms such as Yammer, Teams, Steams and Webinars.
Line managers receive addi onal training and guidance to be able to be er support black and brown oﬃcers. They will accommodate suitable
breaks to oﬃcers who need to pray during the working day or implement the ‘Fair passport’ for any oﬃcer who may seek suitable adjustments
such as fas ng in the month of Ramadan or me oﬀ for Sabbath. Line managers will also facilitate protected me to meet with the buddy and
a end CCMPA mee ngs.
In Cumbria the Strategic Independent Advisory Group (S.I.A.G) has a 45% representa on from black and minority ethnic groups which is the
highest in the North of England.
If a black and brown oﬃcer decides to leave the Constabulary, the organisa on will learn from this and improve reten on rates wherever
possible via exit interviews.
An exit interview will be conducted and recorded. The oﬃcer can nominate a specific person for the exit interview. Key data from that process
will allow for a be er understanding of the decision to leave the organisa on. HR will oﬀer the op on of a career break in lieu of a decision to
leave and the merits of a career break will be fully explained to the oﬃcer. The findings of the exit interviews will be shared with the force
diversity unit and the CCMPA. All par es will work together to develop any working amendments which could improve the overall reten on of
black and brown oﬃcers. Contact will be made within 2 years of the oﬃcer leaving to ask if they would like to re-join and if not, the reasons
recorded.
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Progression
Police forces throughout the country recognise that one of the most demoralising things for black and brown oﬃcers within the Police Service is
the lack of senior black and brown role models.
This frustra on gives rise to the mindset amongst oﬃcers that the police service does not promote black and brown oﬃcers into prominent and
senior posi ons.
The Police Service needs improve the way in which it iden fies and harnesses talent within the workplace and challenge itself to find more
innova ve ways to modernise the process used to develop their black and brown oﬃcers.
Cumbria Constabulary are delivering a brand-new talent management programme which will include a structured programme for black and
brown oﬃcers.
Learning and development department will assign the black and brown oﬃcer a mentor who will be suitably qualified to provide moral and
professional support. The oﬃcer will discuss their career aspira ons with their mentor and iden fy any suitable training or a achment
opportuni es and implement an ac on plan - If there are no such opportuni es available within Cumbria Constabulary, the oﬃcer will be
permi ed to access that opportunity in a neighbouring police force.
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Further career progression also available through:
•

Spotlight Programme - The Spotlight Programme is designed to spotlight those who fully embody the values of the organisa on.
Those who stand out due to their drive, ability and posi vity.

•

Fast Track Scheme – Learning and development (L&D) department promote the fast track scheme to black and brown oﬃcers when the
scheme is open for applica ons. Where suitable candidates express an interest in the scheme, they will be aﬀorded a consulta on with
the head of L&D who will explain the process to them and outline the commitment expected from any successful candidates wishing to join
this scheme.

•

Talent Management - Learning and development publish all training courses online. Those which are delivered in house will be graded as
level one courses. The level one course will be available to all oﬃcers via a PD1 (Professional Development form 1) which will be assessed by
line managers and progressed. All black and brown oﬃcers will be supported if they want to undertake any courses.

•

Black and brown oﬃcers at lower management level are supported by enrolling them on the ‘future supers’ programme which is run by the
police superintendent’s associa on (PSA).

The Constabulary also implements addi onal quality assurance processes to verify that the si ing and interview stages are correctly graded and
can withstand scru ny to ensure that there has been no bias. This has been achieved through regular discussions with the posi ve ac on and
steering group who conduct an audit of candidate interviews and scores over a rolling 12-month period.
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Diversity
Aspira ons

AmbiƟon
Our long term ambi on is to be representa ve of the UK sample of Black Brown and Ethnic Minority popula on which is 14%.
Opera on Upli is the is the ini a ve to fulfil the governments promise of an extra 20,000 police oﬃcers across the county. We were one of
the first constabularies in the UK to begin recruitment to fulfil the quota.
By the end of Opera on Upli which runs un l 2023, we want to be representa ve of the county we serve.
Our aim is to have our Black Brown and Ethnic Minority numbers to at least 5%, with at least 1% of those Black and Brown oﬃcers.
Currently, 47% of our workforce is female (August 2021) Our aim by the end of Opera on Upli is to achieve 50%.
Our current recruitment strategy is on course to reach 2.6 % Black Brown and Ethnic Minority workforce by March 2022.

47%
1.8%
Black Brown and
Ethnic Minority

0.9%
Black and Brown
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Overall
ZĞƉƌĞƐĞŶƚĂƟŽŶ

Female

Delivery

We want to develop a more diverse and inclusive work force, u lising posi ve ac on to reflect the
communi es of Cumbria.
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/ŶŝƟĂƟǀĞƐΘ
ǀĞŶƚƐ

ƋƵĂůŝƚǇĐƚ
2010

/ŶŝƟĂƟǀĞƐĂŶĚĞǀĞŶƚƐǁŝůůďĞ
ĚĞůŝǀĞƌĞĚŝŶĞĂĐŚdĞƌƌŝƚŽƌŝĂůWŽůŝĐŝŶŐ
ƌĞĂĂŶĚǁŝůůďĞĚĞůŝǀĞƌĞĚďǇ
ŵĞŵďĞƌƐŽĨƚŚĞĚŝīĞƌĞŶƚĂƌĞĂ
ĚĞƉĂƌƚŵĞŶƚƐ͘

WŽƐŝƟǀĞĐƟŽŶŝŶŝƟĂƟǀĞƐǁŝůůďĞ
ĚĞůŝǀĞƌĞĚůĂǁĨƵůůǇŝŶĂĐĐŽƌĚĂŶĐĞ
ǁŝƚŚƐĞĐƟŽŶϭϱϴĂŶĚϭϱϵŽĨƚŚĞ
ƋƵĂůŝƚǇĐƚϮϬϭϬŝŶĂŶĂƉƉƌŽƉƌŝĂƚĞ
ǁĂǇ͘

WŽƐŝƟǀĞĐƟŽŶ
WƌĂĐƟƟŽŶĞƌ͛Ɛ
ůůŝĂŶĐĞ;WWͿ
tĞǁŝůůĐŽŶƟŶƵĞƚŽďĞƉĂƌƚŽĨƚŚĞ
EĂƟŽŶĂůWWŐƌŽƵƉƚŽƐŚĂƌĞŐŽŽĚ
ƉƌĂĐƟƐĞĂŶĚǁŽƌŬǁŝƚŚŽƚŚĞƌƉŽůŝĐĞ
ĨŽƌĐĞƐ͘

/ŶǀŽůǀĞŵĞŶƚ
tĞǁŝůůŝŶĐůƵĚĞƵŵďƌŝĂ͛ƐƐƚĂī
ĂƐƐŽĐŝĂƟŽŶƐŝŶƚŚĞĞǀĞŶƚƐĂŶĚ
ŝŶŝƟĂƟǀĞƐǁĞŽƌŐĂŶŝƐĞ͘dŚŝƐǁŝůů
ŝŶĐƌĞĂƐĞƚŚĞĐŽŶĮĚĞŶĐĞŽĨ
ĐĂŶĚŝĚĂƚĞƐǁŚŽǁŝůůǁŝƚŶĞƐƐƚŚĂƚ
ǁĞǀĂůƵĞĂŶĚƐƵƉƉŽƌƚƐƚĂī͘

What we want
to achieve

/ŶĐƌĞĂƐĞĚĚŝǀĞƌƐŝƚǇŽĨƐƚĂī͕ŽĸĐĞƌƐĂŶĚǀŽůƵŶƚĞĞƌƐĂƚĂůůůĞǀĞůƐĂŶĚ
areas
/ŵƉƌŽǀĞĚƌĞƚĞŶƟŽŶƌĂƚĞƐĂĐƌŽƐƐƚŚĞǁŚŽůĞĨŽƌĐĞ͕ǁŚĞƚŚĞƌƐƚĂī͕
ŽĸĐĞƌƐŽƌǀŽůƵŶƚĞĞƌƐ
WƌŽŐƌĞƐƐŝŽŶŽĨƐƚĂī͕ŽĸĐĞƌƐĂŶĚǀŽůƵŶƚĞĞƌƐĨƌŽŵƵŶĚĞƌ
ƌĞƉƌĞƐĞŶƚĞĚĐŽŵŵƵŶŝƟĞƐŝŶƚŽƐƉĞĐŝĂůŝƐŵƐĂŶĚƉƌŽŵŽƟŽŶƐ
/ŶĐƌĞĂƐĞƵŶĚĞƌƐƚĂŶĚŝŶŐŽĨƉŽƐŝƟǀĞĂĐƟŽŶ͕ǁŝƚŚĂǀŝĞǁƚŽ
ŝƚďĞŝŶŐĞǀĞƌǇŽŶĞ͛ƐũŽďƚŽƉƌŽŵŽƚĞǁŝƚŚŝŶƵŵďƌŝĂ
ŽŶƐƚĂďƵůĂƌǇ
dŽŝŶĐƌĞĂƐĞĐŽŵŵƵŶŝƚǇĂǁĂƌĞŶĞƐƐĂŶĚĐŽŶĮĚĞŶĐĞ
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Addi onal
Informa on

Mission Statement
Cumbria Constabulary’s Mul cultural Police associa on (CCMPA) is a staﬀ associa on made up of police employees. Membership to the CCMPA
is open to all police employees and volunteers regardless of their ethnicity or diversity.
The common goal of all CCMPA members is to assist the Constabulary to enhance racial harmony and be er understanding of its diverse
workforce and the communi es it serves.
CCMPA’s missions and goals are to:
•
•
•

Assist the Constabulary to value and support its diverse workforce
Support the Constabulary to reflect the diverse communi es it serves
Empower and encourage individuals to progress within the Constabulary

Ensure we are open, transparent and oﬀer support and help to our members and others that may contact us.
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Our Mission

Our Mission:
Our Values:
Our Purpose
‘The Big 3’:
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To deliver an outstanding police service to Keep Cumbria Safe

Serve
Tackling
Criminality

Act

Focus
Helping those
in need

Ethical
ConnecƟng with
CommuniƟes

