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PURPOSE 
 
The purpose of this paper is to introduce the 6 Monthly Policing Together 
Performance Report. This report provides the Committee with an overview 
of Police Scotland’s Policing Together progress.  
 
This paper also introduces Appendix B – The EDI Workforce Monitoring 
Report 2024/25. 
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1 BACKGROUND  

1.1. The 6-Monthly Policing Together Performance Report now 
incorporates updates in respect of the Policing Together Strategy, 
the Joint Equality Outcomes for Policing 2025-2029 and the HMICS 
Inspection of Organisational Culture.  

1.2. Ordinarily the Performance Report is provided to the SPA People 
Committee each May and November, however the previous report 
was presented on 28 August. It was thereafter updated and 
presented to the SPA Board on 25 September. As such the 
proximity of reporting must be acknowledged as it relates to 
progress captured within the report. 

2 6 Monthly Performance Report Structure   

2.1. The report at Appendix A covers progress over Q1 and Q2 April to 
September 2025. 

2.2. A tracker is presented within Section 1 which gives a brief and high-
level update on each of the master actions within the PT 
Implementation Plan. The tracker shows alignment to PT Strategy 
Outcomes, the Equality Outcomes, and the HMICS Inspection of 
Organisational Culture recommendations. 
 

2.3. Section 2 includes examples of key areas of progress by exception 
during the reporting period. This section is structured in the same 
way as the SPA and Police Scotland present their legislatively 
required, two yearly, Equality Outcomes progress report:  
 

• We said we would  
• We have 
• We achieved  
• We Will 

 
2.4 Section 3 informs members of how we intend to measure impact of 

our activities going forward and lists the questions we will ask 
ourselves as we monitor progress towards delivering on our Policing 
Together Strategy Outcomes. 

 
2.5 The performance report will continually develop as we strengthen 

our use of the Culture Dashboard and increasingly use our data and 
insights to monitor and report on progress. 
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3 EMPLOYMENT MONITORING REPORT  

3.1. Our Equality and Diversity Monitoring Report is attached at 
Appendix B. It is a collection of Police Scotland data at 31 March 
2025 and for the reporting period 1 April 2024 to 31 March 2025. 
The data aims to compare against data in our last published report 
at 31 March 2024, for the reporting period 1 April 2023 to 31 March 
2024 and identifying trends since the creation of Police Scotland in 
2013.  

3.2. The publication of this report supports the requirement to fulfil our 
specific duties under the Equality Act 2010 (Specific Duties) 
(Scotland) Regulations 2012, which states Police Scotland must 
gather, use, and publish both employee and gender pay gap 
information.  

3.3. We use this data to identify trends to inform both national and 
divisional activities, to inform evidence-based decision making, 
including the use of equality and human rights impact assessment 
and to measure progress against our equality outcomes.  

4 FINANCIAL IMPLICATIONS  

4.1. There are no financial implications in this report. 

5 PERSONNEL IMPLICATIONS  

5.1. There are no personnel implications in this report. 

6 LEGAL IMPLICATIONS  

6.1. There are legal implications in this report. The work outlined within 
complies with the Equality Act 2010. 

7 REPUTATIONAL IMPLICATIONS 

7.1. There are reputational implications in this report. Failure to deliver 
upon our Policing Together Strategy and Equality Outcomes and 
make progress in terms of the recommendations within external 
scrutiny reports will have a negative reputational impact. The 
robust governance structure in place will ensure that progress is 
made against the identified deliverables. 
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8 SOCIAL IMPLICATIONS  

8.1. There are no social implications in this report. 

9 COMMUNITY IMPACT 

9.1. There are no community impacts due to this report however 
improvements made due to activities will impact positively on 
communities. 

10 EQUALITIES IMPLICATIONS  

10.1. There are equality implications in this report. Delivering on the 
Policing Together Implementation Plan will contribute towards 
improved equity and diversity and positive working environments. 
The ongoing programme of work to become an anti-racist and anti-
discriminatory service also contributes to removing inequalities. 

11 ENVIRONMENT IMPLICATIONS  

11.1. There are no environmental implications in this report. 

RECOMMENDATIONS 
 
Members are invited to discuss the contents of this paper and provide 
feedback. 
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Introduction 
 

Our 6 Monthly Policing Together Performance Report describes progress towards outcomes within 
the Policing Together Strategy and the SPA and Police Scotland Joint Equality Outcomes for 
Policing 2025 - 2029.  

The Equality Outcomes were developed to align to the Joint Strategic Outcomes for Policing and 
are underpinned by the Police Scotland 2030 Vision and the Policing Together Strategy.  

Our Policing Together Strategy was published in September 2022 and refreshed at the midway 
point in August 2024. It set out the strategic direction for equality, diversity, and inclusion and 
human rights ambitions of Police Scotland. Four key pillars were identified as critical to delivery of 
our Vision: Leadership, Learning, Communities and Communications.  

The Joint Equality Outcomes for Policing and their objectives are being embedded within the 
Policing Together Strategy Implementation Plan. The Policing Together Implementation Plan is the 
most prominent mechanism for delivering the Equality Outcomes and is how the effectiveness of 
delivery is measured and reported.  

 

 

  

https://www.scotland.police.uk/spa-media/lzwb5v2s/police-scotland-equality-diversity-and-inclusion-strategy-2022-26.pdf
https://www.scotland.police.uk/spa-media/r4gnjl0f/joint-equality-outcomes-for-policing-16694-25-ar.pdf
https://www.scotland.police.uk/spa-media/r4gnjl0f/joint-equality-outcomes-for-policing-16694-25-ar.pdf
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Summary 
The Policing Together Implementation Plan is a fluid document which currently holds 16 Master 
Actions. All Master Actions and the Tasks which deliver on them have been drawn together from 
the Policing Together Strategy and the many EDI, culture and human rights inspections, reviews 
and audits Police Scotland have recently been subject to. Of the 16 Master Actions, 2 were agreed 
as closed at the Policing Together Implementation Group on 6 October. The 2 closed are:  

• We have considered the resources required to improve inclusion across the service and 
have bolstered resources in key areas.  

• We have a sound, tried and tested, approach to responding to and monitoring progress 
towards findings and recommendations of inspections, audits and reviews.  

The 11 recommendations and the Areas for Development (AFD) from the HMICS Thematic 
Inspection of Organisational Culture in Police Scotland are contained within the Implementation 
Plan. 2 recommendations are now closed (Recs 8 and 11) and a further 2 are submitted to HMICS 
for consideration of closure during this reporting period (3 and 6). 12 of the 23 AFD have been 
addressed in the evidence submission forms submitted to HMICS. 

Of the 18 recommendations made within the EqHRIA BDO Audit 12 are now complete.  

The SPA and Police Scotland Joint Equality Outcomes for Policing were published 30 April 2025. 
Workshops are taking place to support key business areas in making their tasks, which will deliver 
on the Outcomes, SMART. Insights and measures and target dates for completion are being 
identified and embedded into the Implementation Plan. This work is progressing well, has received 
positive feedback on the approach taken and it will support improved performance reporting.  

The Policing Together Tasking and Performance Group has been enabled by analytical exception 
reports produced using data from the Culture Dashboard. These exception reports allow members 
of the Group to discuss and add context to the data and understand what, if any, further action is 
required.  An example of this work in practice has been included within Section 2 of this report. 

Equality Outcome 4 – Violence Against Women and Girls (VAWG) is not embedded within the 
Policing Together Implementation Plan, instead this is delivered under the VAWG Strategy and 
oversight is via Public Protection governance structures. Nevertheless, updates in respect of 
Equality Outcome 4 and its objectives are captured within the 6 monthly progress reports by 
exception. An update is included within this iteration of the report at section 2. 
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Section 1 
 

Policing Together Implementation Plan Tracker. 
 
The below information has been extracted from the Policing Together Implementation Plan. Updates are purposely high-level. More detailed 
updates by exception will be reported within Section 2. 

It is not expected that Master Actions will close over the short term. Owners of the Tasks under the actions are currently being supported to 
review them with a view to making them Smarter (Specific, Measurable, Achievable, Relevant and Time-bound) and to ensure they align and will 
deliver on the newly published Equality Outcomes. 

The Police Scotland Implementation Plan is not a static document, rather the plan will flex and evolve as required, with additional tasks being 
added as necessary to address priority areas identified through evidence-based approaches.  

Over the course of the reporting period our Master Actions have increased from 13 to 16 due to the Communities Piller, aligned to Equality 
Outcomes 1 -3, being embedded into the Plan. Our Tasks which are split across the Master Actions have therefore also increased. A total of 36 
tasks across the plan have been completed as referenced in the tracker below.  

Red = Not Started, Orange = Ongoing, Yellow = Pending Closure, Green = Complete. 
Master Action  PT Strategy Outcome  

Alignment  
Equality Outcome 
Alignment 

RAG High Level Update 

Resources  
 
Consider the long, medium 
and short term resources of 
improving inclusion within the 
service. 
 

3. We are committed 
to an inclusive culture, 
which is supportive 
and welcoming, where 
colleagues feel they 
belong and can be at 
their best. 

N/A  3 of 3 tasks to deliver upon this action are complete. 
 
The resources put in place and the intention to close this action was reported to the 
SPA People Committee on 28 August 2025. It was confirmed as complete at the PT 
Implementation Group on 6 October 2025. 
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Leadership   
 
Provide enhanced leadership 
training to provide our people 
with the confidence, skills and 
knowledge to address issues 
arising and challenge 
discrimination. 

3. We are committed 
to an inclusive culture, 
which is supportive 
and welcoming, where 
colleagues feel they 
belong and can be at 
their best. 

6. Leadership and 
Colleague 
Experience 

 1 of 7 tasks to deliver upon this action is complete. 
 
HMICS Recommendation 1 is being delivered under this Master Action. 
 
Delivery of the Your Leadership Matters (YLM) Programme successfully concluded in 
Q1 2025-26. 3,834 leaders in total were reached. 85% agreed they understood what 
was expected in role modelling the YLM leadership behaviours and almost three-
quarters agreed they can apply the learning. Level 4 evaluation will focus on impact 
and perceptions from all sections of the workforce, including minoritised groups, to 
enable comparative analysis and learning. 
 
Cohort 5 of the Newly Appointed Chief Superintendent Development Programme has 
commenced. A human rights-based input will be built into the second development 
session in quarter 1 26/27. 

Learning 
 
Provide updated anti-
discrimination, equality, 
diversity and inclusion training 
to all officers and staff at 
regular intervals, including 
enhanced training for 
supervisory and senior roles. 

1. We are an anti-
racist organisation and 
have zero tolerance for 
any discrimination, 
bullying or 
harassment.  We act 
at all times in 
accordance with our 
values. 
 
2. Equality, Diversity, 
Inclusion and Human 
Rights are embraced 
and central to 
everything we do. 

6. Leadership and 
Colleague 
Experience 

 2 of 5 tasks to deliver upon this action are complete. 
 
Anti-Discrimination training continues to be delivered across the organisation, 
approximately 2000 officers/staff are now trained with course scheduled until March 
2026. A condensed version of the Anti-Racism course was recently delivered to the 
executive and senior leaders within the DCC Professionalism & Enabling Service 
portfolio. 
 
Act Don’t React (ADR) is being delivered across the organisation as face-to-face 
training. A Channel 4 filming crew recently attended an ADR trainers’ CPD event, as 
well as conducting front facing interviews with trainers to highlight the positive impact of 
ADR training in practice.    
    
An executive/ SLT ADR course is scheduled for 17-19 November. Senior leaders will 
be taken through the course to experience the ‘research to practice’ course and to 
understand how and why they themselves react in certain situations.  
 
Policing In a Diverse Society (PIADS) is an integral part of the Probationer Training 
syllabus, delivered at week 7. The most recent course was delivered on 22 October to 
138 students. Feedback continues to be positive, with students highlighting the benefit 
of having the opportunity to share life experiences and how these can assist in their 
role as a Police Officer. The course also instils confidence to engage with the diverse 
communities of Scotland. 
   

Communication 
 
Ensure the Policing Together 
platform continues to be 

2. Equality, Diversity, 
Inclusion and Human 
Rights are embraced 

6. Leadership and 
Colleague 
Experience 

 4 of 6 tasks to deliver upon this action are complete. 
 
As previously reported our Policing Together platform is maintained as BAU. The 2 
tasks remaining originated from the SETM Action Plan and relate to development of an 
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developed as an accessible 
equality, diversity and inclusion 
information portal, providing 
access to high quality 
resources and guidance 
designed to support and grow 
knowledge and help 
mainstream activities.  

and central to 
everything we do. 

SETM Communications Strategy. Strategic Lead for SETM has transferred to ACC 
Policing Together. The tasks will be reviewed and considered in conjunction with the 
wider Policing Together Strategy and a visible and renewed commitment to tackling 
sexism and misogyny will be made. 

Colleague Engagement  
 
Develop ongoing Colleague 
Engagement Plan, ensuring 
opportunities for officers and 
staff to participate and 
contribute to the delivery of 
change.  

3. We are committed 
to an inclusive culture, 
which is supportive 
and welcoming, where 
colleagues feel they 
belong and can be at 
their best. 

5.Representation 
and Colleague Voice  

 3 of 6 tasks to deliver upon this action are complete. 
 
HMICS Recommendation 8 is closed. It was delivered under this Master Action. It 
relates to implementation of an engagement and feedback framework.  
 
During the reporting period the tasks under this Master Action were reviewed and 
updated to ensure they are SMART and deliver on the Joint Equality Outcomes for 
Policing. 
 
The workforce survey 2025/26 has closed with a 46% response rate. Results are 
expected by the end of November/early December and will be reported in the next 
iteration of this report. 
 
The Colleague Engagement Platform will launch in December 2025.  
 
Enhancing Colleague Voice focus groups are currently being piloted with local policing, 
Human Resources, with body worn video, and in the Mental Health Task Force. 
 

Reporting Mechanisms 
 
Provide officers and staff with 
a dedicated mechanism to 
report issues and concerns 
relating to equality, diversity 
and inclusion.  

1. We are an anti-
racist organisation and 
have zero tolerance for 
any discrimination, 
bullying or 
harassment.  We act 
at all times in 
accordance with our 
values. 
 

  3 of 9 tasks to deliver upon this action are complete. 
 
HMICS Recommendation 7 related to the grievance procedure is being delivered 
under this Master Action. An Evidence Submission Form is progressing through 
management for consideration of submitting this recommendation to HMICS for 
closure. 
 
During the reporting period the tasks under this Master Action were reviewed and 
updated to ensure they are SMART and deliver on the Joint Equality Outcomes for 
Policing. 
 
The Crimestoppers Integrity Line went live on the 21 July 2025. 
 
A PSD VAWG Operational and Tactical Group are now in place chaired by ACU 
Detective Superintendent looking at prevention, training, communications and 
engagement opportunities.  
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Colleague Support 
 
Provide support throughout the 
life cycle of careers and 
improve retention of 
colleagues with protected 
characteristics.  

4. Our colleagues 
represent and reflect 
the communities we 
serve and keep people 
safe. 

7. Colleague Support  4 of 8 tasks to deliver upon this action are complete. 
 
SEMPER Scotland Allies Network (SSAN) was launched on 6 October as part of Black 
History Month.  
 
 

Representative Workforce 
 
Work to ensure that our 
workforce is as 
demographically 
representative of the 
communities of Scotland as 
possible.  

4. Our colleagues 
represent and reflect 
the communities we 
serve and keep people 
safe. 

5.Representation 
and Colleague Voice  

 2 of 6 tasks to deliver upon this action are complete. 
 
2 of the remaining 4 tasks relate to female representation. Improving access to the 
organisation for women considering careers in policing and enabling women to embark 
upon leadership roles. The Positive Action Team activity has ensured that across the 6 
intakes made in 2024/25, female representation was either in alignment with current 
profiles or exceeding them demonstrating ongoing and consistent organisational 
commitment. 
 
The Policing Together Tasking and Performance Group receives analytical exception 
reporting from the Culture Dashboard and promotions data was considered which 
showed a significant disparity in BME officers in promoted ranks. A report is made by 
exception in Section 2. 
 
 

Our Values 
 
Further embed a shared 
understanding across the 
organisation of the behaviours 
set out within our Competency 
Values Framework. 
 

3. We are committed 
to an inclusive culture, 
which is supportive 
and welcoming, where 
colleagues feel they 
belong and can be at 
their best. 

6. Leadership and 
Colleague 
Experience 

 0 of 2 tasks to deliver upon this action are complete. 
 
Both the CVF and MyCareer are being reviewed. This is a longer-term action. 
 
HMICS Recommendation 3 is held under this Master Action. It requires the 
probationer training syllabus to be more reflective of frontline demand and the CVF. 
The recommendation has been submitted to HMICS for consideration of closure. 
 

Human Rights Based 
Approach to Policing 
 
Develop a rights-based 
approach to police framework 
to build on existing practices to 
co-ordinate and support 
activity across the service.  

2. Equality, Diversity, 
Inclusion and Human 
Rights are embraced 
and central to 
everything we do. 

N/A  4 of 10 tasks to deliver upon this action are complete. 
 
HMICS Recommendation 6 in relation to re-enforcing the human rights and ethics-
based approach to Policing was delivered under this Master Action. It has been 
submitted to HMICS for consideration of closure. 

Culture Change 
 
Deliver demonstrable cultural 
change across the service. 

3. We are committed 
to an inclusive culture, 
which is supportive 
and welcoming, where 

5.Representation 
and Colleague Voice 
 

 4 of 11 tasks to deliver upon this action are complete. 
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colleagues feel they 
belong and can be at 
their best. 

6. Leadership and 
Colleague 
Experience. 
 
7. Colleague Support 

HMICS Recommendation 2 in relation to addressing inequalities between staff 
Groups is a longer term action dependent on for example delivery of milestones within 
the 3 year business plan relating to building frontline capacity. 
 
HMICS Recommendation 9 is held under this master action relating to investing in 
organisational development and design to develop a clear model of adopting culture 
change. It remains on-going. 
 
HMICS Recommendation 11 re putting in place a mechanism for monitoring progress 
against HMICS AFDs has been closed. 
 

Policies, Procedures and 
Practice  
 
Regularly review our policies, 
to ensure they do not contain 
unconscious bias.  

1. We are an anti-
racist organisation and 
have zero tolerance for 
any discrimination, 
bullying or 
harassment.  We act 
at all times in 
accordance with our 
values. 

7. Colleague Support  5 of 9 tasks to deliver upon this Action are complete. 
 
Focus remains on the EqHRIA Improvement work which is key to policy and procedure 
review. A Pilot CPD event took place on 23 September to refresh the knowledge and 
upskill people already trained in writing EqHRIA. Section 2 of this report contains an 
update by exception on EqHRIA Improvement work. 

Effective Recommendation 
Management 
 
Police Scotland should 
respond transparently and pro-
actively to adverse findings 
made against it and monitor 
implementation of 
recommendations. 

N/A N/A  1 of 1 task to deliver upon this Action is complete. 
 
The effective recommendation management action was confirmed as complete at the 
PT Implementation Group on 6 October 2025. 
 
All recommendations from external scrutiny are tracked centrally by Audit Management 
using 4 Action. Controls are in place for logging evidence to measure and assess 
impact of the change. There is a 2-stage process for discharging recommendations - 
the Audit Management Team review and guide the business areas to respond 
effectively, the response is then submitted to the scrutiny body for discharge or 
approval is obtained from the senior responsible officer where there isn’t a requirement 
to reply to the scrutiny body. All recommendations are also reviewed at SPA Audit, 
Risk and Assurance Committee and in greater detail at each of the SPA Sub 
Committees. 
 

Reporting crime and 
community concerns 
 
Improve the confidence of 
minoritised communities to 

 1. Reporting crime 
and community 
concerns - 
confidence and 
support 

 0 of 6 tasks to deliver upon this Action are complete. 
 
Over the reporting period we have developed SMART tasks to deliver on Equality 
Outcome 1.  
 
We will: 
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report crime and community 
concerns. 

• Analyse recorded crime, including hate crime, by protected characteristics to 
gain an understanding of which communities are not reporting crime. 

• Monitor community tensions identified within the North, such as those arising 
from anti-immigration protests, and increase availability of Hate Crime Advisor 
in North Command to support local officers in addressing identified community 
tensions. 
 

• Work with partners to review and enhance TPR, setting out new governance 
structures, processes and guidance to support local policing. 
 

• Pilot the use of a Tensions Dashboard on Operation Leste with a view to 
understanding if there is value utilising the approach for other operations to 
monitor community tensions. 
 

• Move the Community Impact Assessment Form on to the Core Operational 
Solutions (COS) system and re-design the CIA form to ensure it can capture 
updates from Community Reassurance Cells. 

 
• Review the pre-2024 trained cadre of Hate Crime Champions and ensure all 

trained officers/staff have current knowledge following changes to legislation 
and policing processes and increase the number of Hate Crime Champions 
across the country to improve experiences for victims and witnesses reporting 
hate crime. 

 
Accessibility  
 
Improve access to information 
and enable people to 
communicate with Police 
Scotland in ways that meet 
their diverse needs. 

 2. Accessibility of 
services and 
communications 

 0 of 6 tasks to deliver upon this Action are complete. 
 
Over the reporting period we have developed SMART tasks to deliver on Equality 
Outcome 2.  
 
We will: 
 

• Improve access to Policing and access to information for BSL communities by 
developing VRI capacity, working with BSL interpreting providers to gather 
data to support service improvement, providing training opportunities and 
creating resources to support officers/staff in engaging with BSL communities. 
 

• Trail a communications aid which will provide front line police officers with a 
tool to interact with people with diverse needs, improving communication 
during initial contact with police. 
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• Provide opportunities for Interpreters, both spoken language and BSL, to 
understand the justice system and build confidence in carrying out interpreting 
work for the Police through inputs and training. 

 
• Review exception reporting for Interpreting and Translation with the aim of 

improving use and submission of the form to enable the identification of gaps 
in provisions and improvements required. 
 

• Deliver new digital contact channels through the Police Scotland Public Digital 
Contact Project to meet the needs of the diverse communities of scotland. 
Offer a channel choice to suit individual needs and improve accessibility in 
order that people can contact the Police when they need to and in ways which 
suits them. 
 

• In compliance with the Corporate Communications Accessibility Strategy, work 
to improve the accessibility of content and digital services on the Police 
Scotland website. Ensure only accessible documents are added, including 
updated/new versions of documents. In addition, work with the FOI team to 
ensure FOI responses are accessible. 

 
Community engagement 
 
Improve engagement with our 
communities, using their 
insights and experience to 
shape how best to deliver 
services and work with 
partners to keep people safe. 

 3. Meaningful 
engagement 

 0 of 8 tasks to deliver upon this Action are complete. 
 
We will: 
 

• Pilot the use of a Citizens panel with the LGBTQI+ Community focusing on 
what Police Scotland must change and do to build trust and confidence among 
LGBTQI+ people. 
 

• Commission and support academic research which will support policing to 
explore new engagement opportunities with minoritised groups. 
 

• Utilise the IPAC structure to provide independent advice and diverse 
community perspectives to inform decision making on EDI related matters. 
 

• Review existing initiatives aimed at connecting with African, Black and 
minoritised communities across all policing divisions, and identify the relevant 
communities, groups, non-profit organisations, and public institutions that are 
essential for engaging to achieve goals. Use the information to develop a plan 
for improving connecting and involvement of communities and mechanisms to 
sustain the connections. 
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• Through the use of our electronic community engagement form, understand 
and map gaps in engagement with diverse communities and take steps to 
address them. 
 

• Create a bank of lived experience resources, to be used in Hate Crime training 
and CPD sessions with a view to increasing the understanding of colleagues to 
deliver better service/outcomes. 
 

• Improve the Community Advisor Process including developing a clear 
recruitment process and strengthening the Cadre with additional 
representation to address gaps in advisors across the trans community, 
Deaf/Deafblind community, gypsy traveller communities, Afghan and, 
Pakistani, Iranian, Eritrean, Syrian & Vietnamese 
 

• Work with partner agencies to update the Scots law booklet to ensure 
information within meets the needs of refugee and asylum communities. 

  



OFFICIAL 
 

 
 OFFICIAL  13 

Section 2 
 
Policing Together Implementation Plan Progress Reporting. 
   
This section includes examples of key areas of progress by exception across the reporting period. 
 
Master Action: Representative Workforce 
 
Equality Outcome: Equality Outcome 5 – Representation and Colleague Voice 
 
Status: Ongoing 
 
We said we 
would: 
 

 
• Reduce EDI data gaps and improve workforce EDI data and insights which 

inform our decision making. 

 
We have: 
 

 
• Developed our annual EDI Workforce Monitoring Report based on data at 31 

March 2025 and for the reporting period 1 April 2024 to 31 March 2025. 
 

Our EDI Workforce Monitoring Report is now developed using PowerBi to 
assist with analysis and presentation of the data. A matrix of available data 
and data gaps has also been updated to inform next steps in our iterative 
approach to understanding and using EDI workforce data.  

 
 
We have 
achieved: 
 

 
• A continued reduction in the proportion of police officers and police staff who 

Choose not to Disclose for the protected characteristics of Disability, Race, 
Religion or Belief, Sexual Orientation and Transgender Identity. This has 
been the trend on an annual basis since 2017. 

 
Police Scotland 
Choose Not to 
Disclose 

2020 2021 2022 2023 2024 2025 

Police Officer 
Disability % 

10% 9% 9% 8% 7.9% 7.3% 

Police Officer 
Race % 

7% 7% 7% 6% 6.1% 5.6% 

Police Officer 
Religion or Belief 
% 

14% 14% 13% 12% 11.9% 11.2% 

Police Officer 
Sexual Orientation 
% 

13% 12% 12% 11% 10.8% 10.2% 

Police officer and 
Police Staff 
Transgender 
Identity % 

6% 6% 5% 5% 5.2% 4.7% 

Police Staff 
Disability % 

7% 6% 6% 5% 5.1% 4.8% 

Police Staff Race 
% 

4% 4% 4% 3% 3.3% 3.0% 
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Police Staff 
Religion or Belief 
% 

10% 10% 9% 9% 8.7% 8.0% 

Police Staff Sexual 
Orientation % 

10% 10% 9% 9% 8.7% 8.1% 

 
• A better understanding of the current EDI workforce data, trends and gaps 

which will be used to inform our measures of progress.   
 

 
We will: 

 
• Publish the EDI Workforce Monitoring Report internally. 
 
• Continue to use the EDI Workforce Monitoring Report to inform our actions 

and decision making and to help with measuring progress and impact.  
 
• Review our updated EDI data Matrix to identify any further actions to address 

current data gaps.  
 
• Review the variety of EDI data reports and dashboards to ensure they align 

and complement each other and to remove any duplication or cross over.    
 

 
Master Action: Colleague Support  
 
Equality Outcome: Equality Outcome 5 – Representation and colleague voice.  
 
Status: ongoing  
 
We said we 
would: 
 

 
• Have a better understanding of the needs of minoritised groups. 

We have: 
 

• Analysed the data in the Culture Dashboard to identify exceptions for further 
analysis and pro-active activity to ensure colleague needs are met. Business 
intelligence analysts have selected exceptions by using comparisons and 
discrepancies noticed from the proportions in the workforce data. They then 
interrogate these discrepancies using statistical techniques to establish any 
potential disparity.  

 
This has identified an exception that highlights officers/staff who have 
disclosed a disability raise grievances at a disproportionately higher rate 
compared with workforce who have not disclosed a disability. 
 
This exception was discussed at the Policing Together Tasking and 
Performance Group to identify relevant context to the quantitative data. It 
helped develop a full understanding of the exceptions and identify any further 
research or action required.  

 
 
We achieved: 

 
• A better understanding of areas for further analysis and consideration of 

action.  
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We will: 

 
• Undertake further exploration and analysis to understand any causes for the 

exception identified and develop actions to address them if they are not 
already being address through the current actions.  

 
 
Master Action:  Representative Workforce   
 
Equality Outcome: Representation and Colleague Voice 
 
Status: On-going 
 
We said we 
would: 
 

 
• Continue to design and develop high quality data and insights across EDI 

and workforce data to ensure transparency, support colleagues and enable 
evidence-based planning and decision making. 
 

• Have fair career development practices that support colleagues in their 
career journey.  

 
• Ensure fairness and transparency in the promotion system and undertake 

more detailed analysis of who is applying and getting promoted, who is not 
and why by protected characteristic.  

 
 
We have: 
 

 
• Analysed the data within the Culture Dashboard and identified there are 

proportionally less Black Minority Ethnic (BME) officers in ranks above 
PC/DC. We have dived deeper into the exception, discussed the data, 
applied context to it and took the below action. 

 
• Reviewed the REACH Forum and approved a re-brand to ‘BRIDGE’ with a 

clear focus now put on providing opportunities for coaching, mentoring and 
networking for BME colleagues to support them in building the skills and 
knowledge required for career advancement. (Building Relationships, 
Inspiring Diversity, Growth and Empowerment).  

 
• Reviewed the EDI profiles produced following each promotion process. There 

was no evidence of a disparity in the success rates of BME candidates, or 
candidates with other protected characteristics. Although small numbers can 
affect the data picture, this provides a degree of reassurance the promotion 
process is fair with proportionate success rates for all who enter it. 

 
 

 
We achieved: 

 
• A deeper understanding of reasons why BME Colleagues are under-

represented in promoted ranks. For example: 
 

o It takes on average 14 years to be promoted to the rank of 
Sergeant and BME officers have an average length of service of 
10.3 years.  

 
o The average length of service of BME officer leavers is less than 

the average length of service to become a Sergeant.  
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o From 1 April 2019 to 30 June 2025 there was 351 officers that left 
the organisation before completing 2 years of service with BME 
officers accounting for 5.7% of these levers, despite only 
accounting for 2.4% of all new officer recruits.  

 
 
We will: 

 
• Pursue coaching and mentoring opportunities for members of the 

BRIDGE Forum supporting retention efforts by demonstrating a 
commitment to diversity, inclusion and a representative workforce across 
the ranks. Efforts will aim to enrich the talent pool providing development 
opportunities to work towards applying for promotion. 

 
• Participate in the RECPOL 2 Research Programme which is an 

international longitudinal research study. Over the project investigation of 
the quantitative and qualitative data will allow Police Scotland to 
understand the differences, divergences, and potential inequalities 
experienced by minoritised probationers (in comparison to non-
minoritised probationers). Developing an understanding of the probationer 
experience at an entire cohort-level, with appropriate exploration of the 
minoritised experience, will aid understanding of the context which may 
provide information as to why minoritised probationers may leave the 
service earlier than their counterparts. 

 
• Continue to make follow-up contact with all officers who resign within their 

probationer period to gain an understanding of the reasons for leaving 
and anything the organisation can improve on in terms of the recruitment 
process, on-boarding, and managing expectations. Currently there are no 
apparent difference in themes when comparing the reasons for BME 
officers leaving the service within their first two years. 
 

• Deliver communications to the workforce to manage expectations around 
the success rate within the promotion process from PC to PS and PS to 
PI in particular, due to the increased competitiveness of the process, i.e. 
posts available v applicants. 
 

• Continue to monitor the rate of probationer leavers across all 
demographics and the proportion of BME officers in leadership roles. 

 
 
Master Action: Regularly review our policies, to ensure they do not contain unconscious bias. 
 
Equality Outcome: N/A 
 
Status: On-going 
 
We said we 
would: 
 

 
• Deliver the recommendations within the BDO Audit of EqHRIA  

 
We have: 
 

 
• Piloted an Equality, Human Rights and Child Rights CPD event with 

officers/staff previously trained in EqHRIAs and key internal stakeholder 
involved in the EqHRIA process. During the event subject matter experts 
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held sessions on relevant legislation and provided advice on EqHRIA 
completion. 

 
• Benchmarked our EqHRIA process against other public body 

organisations to share and adopt good practice.  
 

• Identified a suitable digital storage solution for impact assessments 
(COS) and are further exploring options within the Core Operating 
Solution (COS) system for storage and management of EqHRIAs/CRIAs. 
 

• Aligned the EqHRIA and CRIA process and ensure both assessments 
work hand in hand to support Police Scotland in fulfilling their legal duty to 
assess impact.  
 

• Carried out a Force Needs Analysis (FNA) in relation to our EqHRIA 
process. 
 
 

 
We achieved: 

 
• Attendance of 22 people at the CPD event which was above 

expectations. 
 

• Positive feedback from the CPD event which resulted in an 31% increase 
in attendees understanding of the content and 85% of attendees stating 
they would recommend the training to colleagues.  
 

• Delivery of 12 out of 18 recommendations in the BDO Audit of EqHRIA.  
 

• An understanding of the numbers of officers trained in writing EqHRIA’s 
across the service (283) and the breakdown of ranks and grades and 
divisions/business areas. Local Policing Divisions (46) Specialist 
Divisions (165), Corporate Services (72). This will enable prioritisation 
and management of improvement. 
 
 

 
We will: 

 
• Update the EqHRIA guidance to reflect the current impact assessment 

process using feedback from the EqHRIA Improvement Group, diversity 
staff associations and other relevant stakeholders.  
 

• Develop further learning tools and sessions for authors and owners of 
EqHRIAs and CRIAs.  
 

• Develop owner specific training aimed at executive level colleagues to 
ensure understanding of EqHRIA owner responsibilities.  
 

• Work towards storing all local impact assessments on a digital site.  
 

• Deliver the 5 remaining BDO Audit recommendations whilst also 
considering our FNA and the recommendations from it. Particularly those 
in relation to EqHRIA training and training to provide a baseline 
understanding of Human Rights across the organisation. 
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Master Action: N/A 
Equality Outcome 4: By 2029, we will have supported societal change in ending Violence 
against Women and Girls, support those at risk of becoming victims of violence, and those facing 
violence are safer and confident that the police will be responsive to their needs. 
 
Status: On-going 
 
We said we 
would: 
 

 
• We will continue to ensure our partnerships are effective and are focused 

on Harm Prevention and seeking Justice for Women and Girls who are 
affected and/or are survivors of violence, abuse, exploitation and 
harassment. 
 

• We will continue to ensure our partnerships are effective and are focused 
on creating safe spaces for Women and Girls to report and receive 
support regarding being affected and/or are survivors of violence, abuse, 
exploitation and harassment. 
 

 
We have: 
 

 
• Reviewed the current VAWG Implementation Action Plan in partnership 

with internal and external stakeholders. 
 

• Adopted novel approaches for outstanding actions from the 
Implementation Plan. 
 

• Developed and will propose 6 new priority actions areas based on current 
threat/risk/harm 
 

 
We achieved: 

 
• 79 of the 86 actions contained in the prior VAWG Implementation Plan 

are now or are nearing embedded as business as usual. This covers 
topics as diverse as embedding Human Trafficking Victim Navigators 
within the National Human Trafficking Unit, the provision of Digital 
Detection Dogs and mobile digital triage vans for NOCAP enforcement, 
training for officers and staff and BSL translations of DAQ.  
 

• 7 outstanding actions have been reviewed and subsumed into a proposed 
6 new Priority Actions for 2025-2029 focusing on areas linked to 
prostitution, rape and sexual crime, human trafficking and exploitation, 
online child sexual abuse and exploitation, technology facilitated VAWG 
and domestic abuse. 
 

 
 
We will: 

 
• Work towards refreshing our VAWG Strategy in line with Equally Safe in 

2026 to ensure we are responding effectively to the threats and harms 
that face women and girls in our communities. 
 

• Work with our partners to understand shared risks and agree how we 
respond organically to meet those challenges through the VAWG SEF. 
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• Consult with internal and external partners on the new proposed 6 priority 

actions 
 

• Agree a performance framework with VAWG SEF partners to ensure the 
agreed priorities are shared and responsibilities and responses are 
understood. 
 

• Prepare to present the new Implementation Plan at the VAWG Strategic 
Engagement Forum in December 2025. 
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Section 3  

Measuring Impact  
 

The Police Scotland Culture Dashboard holds key metrics from a range of sources across the 
organisation. It enables easy access to data to inform evidence-based progress reporting and 
provide an understanding of culture change and improvement. The build of the Dashboard aligns 
to the themes of our Policing Together Strategy vision:  

• Police Scotland is welcoming and inclusive.  

• Police Scotland is representative of communities. 

• Our people demonstrate our values. 

• Our people know they belong.  

• We deliver a high standard of service. 

The indicators on the Dashboard have been considered, prioritised and aligned to the master 
actions within the Policing Together Implementation Plan. This enables us to monitor and 
understand high-level progress over time as it relates to the Outcomes of the Policing Together 
Strategy. Appendix A provides these indicators and their alignment.  

Furthermore, owners of tasks either held under master actions, or which are delivering on the 
Equality Outcomes have, or are, identifying insights and measures from other sources which will 
provide evidence of impact of their activities. 

As this work develops performance reporting will continue to mature. Consideration is being given 
to the best way to use our insights and measures and present our data in future reporting. 
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Appendix A – Measures / Insights   
 

PT Strategy 
Outcome No. Question to Monitor Data Set on 

Culture Dashboard 

Implementation 
Plan - Master 

Action Link 

Outcome 1: 
 

We are an 
anti-racist 

organisation 
and have zero 
tolerance for 

any 
discriminatio
n, bullying or 
harassment.  
We act at all 

times in 
accordance 

with our 
values. 

1 

What is the percentage of aggrieved 
compared to the workforce profile? Is 
this showing an upward or downward 
trend? 

Grievance Data to 
track 
Bullying/ 
Harassment, 
Equality and 
Diversity, 
Conduct/Gross 
misconduct,  
Part time working 
related. 

Reporting 
Mechanisms 

2 
Are the grievances relating to Bullying / 
Harassment and Equality & Diversity 
showing an up or downward trend? 

Grievance Data  Reporting 
Mechanisms 

3 

Are the numbers of people who raise a 
grievance against the organisation 
from minority groups going up or 
down? 

Grievance Data Reporting 
Mechanisms 

4 

Satisfaction with overall experience. 
Does satisfaction show an up or 
downwards trend? 
 
Disaggregate the data - How does the 
minority community respondents 
compare with over all respondents. 

External Surveys 
Data 

Reporting 
crime and 
community 
concerns 
 
Accessibility 
 
Community 
Engagement 

5 

Satisfied with treatment. Does 
satisfaction show an up or downwards 
trend?  
 
Disaggregate the data - How does the 
minority community respondents 
compare with over all respondents. 

External Surveys 
Data 

Reporting 
crime and 
community 
concerns 
 
Accessibility 
 
Community 
Engagement 

6 

Agrees confident in police. Does 
agreement show an up or downwards 
trend? 
 
Disaggregate the data - How does the 
minority community respondents 
compare with over all respondents. 

External Surveys 
Data 

Reporting 
crime and 
community 
concerns 
 
Accessibility 
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Community 
Engagement 

7 

Agrees police are friendly. Does 
agreement show an up or downwards 
trend? 
 
Disaggregate the data - How does the 
minority community respondents 
compare with over all respondents. 

External Surveys 
Data 

Reporting 
crime and 
community 
concerns 
 
Accessibility 
 
Community 
Engagement 

8 

Are the number of Complaints Against 
the Police going up or down?   
 
(Disaggregate by protected 
characteristic) 

CAP Data to track 
Discriminatory 
Behaviour, 
Incivility, 
Oppressive 
Conduct/ 
Harassment. 
Excessive Force, 
Assault, Unlawful/ 
Unnecessary 
Arrest/detention. 

Reporting 
Mechanisms 

  9 Are the number of complaints upheld 
going up or down? 

CAP Data to track 
Discriminatory 
Behaviour, 
Incivility, 
Oppressive 
Conduct/ 
Harassment. 
Excessive Force, 
Assault, unlawful/ 
Unnecessary 
Arrest/detention. 

Reporting 
Mechanisms 

Outcome 2:  
 

Equality, 
Diversity, 

Inclusion and 
Human 

Rights are 
embraced 

and central 
to everything 

we do.  

10 

Measures will be identified from other 
sources. 
There are current very little direct 
measures identified for use in the 
dashboard for Outcome 2 –  
(consideration to: Excessive Force, 
Assault, Unlawful/Unnecessary 
Arrest/detention)  

N/A Human Rights 
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Outcome 3: 

 
We are 

committed to 
an inclusive 

culture, 
which is 

supportive 
and 

welcoming, 
where 

colleagues 
feel they 

belong and 
can be at 

their best. 

11 

Is the % of those resigning from the 
organisation from minority 
backgrounds going up or down? How 
does this compare to the workforce 
profile?  

Leavers Data  

Representative 
Workforce  
 
Colleague 
Support 
 
Culture 
Change  

12 Is our disclosure rate for work force 
monitoring going up? 

Workforce 
Demographic 
Indicators 

Representative 
Workforce  
 
Culture 
Change 

13 

“Is Police Scotland a good place to 
work?”  
 
Does the % of leavers agreeing with 
this statement go up or down?  
 
How do minority leavers compare to 
the overall workforce in answer to this 
question?  

Exit Survey Data Culture 
Change 

14 

“Does Police Scotland create an 
inclusive environment?”  
 
Does the % of leavers agreeing with 
this statement go up or down?  
 
How do minority leavers compare to 
the overall workforce in answer to this 
question? 

Exit Survey  Data Culture 
Change 

Outcome 4:  
 

Our 
colleagues 
represent 

and reflect 
the 

communities 
we serve and 
keep people 

safe. 

15 How does our workforce profile 
compare to the Scottish Census? 

Workforce 
Demographics  

Representative 
Workforce  

16 
Is the profile at promoted ranks/grades 
showing progress towards being in line 
with Scottish Census? 

Workforce 
Demographics 

Representative 
Workforce  

17 
How does the percentage of new 
recruits from minority backgrounds 
compare to the Scottish Census? 

Recruitment Data 
  

Representative 
Workforce  

18 
How does the percentage of 
successful promotion candidates 
compare with the workforce profile. 

Career 
Progression 
Indicators - 
Promotion   

Representative 
Workforce  

19 
How does the percentage of those 
selecting develop to lead compare 
with the workforce profile.   

Career 
Progression 
Indicators - 
MyCareer 

Representative 
Workforce  
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Workforce 
Survey 

Indicators  
 
 

x 18 indicators 
from the 
annual 

workforce 
survey have 

been selected 
which are 

deemed to 
align most to 

workforce 
culture and 

the outcomes 
of the Policing 

Together 
Strategy.   

 
All responses 

can be 
disaggregated 
by protected 

characteristic. 

A 

Is the % of workforce willing to call out 
and challenge inappropriate 
behaviours or comments going up or 
down? 

Workforce Survey 
Data - Our Culture 

Reporting 
Mechanisms 

B 

Is the % of people who feel our staff 
express behaviours which are 
consistent with our values going up or 
down 

Workforce Survey 
Data - Our Culture  

Our Values 
 
Culture Change 

C is the % of people who 'Have a sense 
of belonging'  going up or down? 

Workforce Survey 
Data - Our Culture Culture Change 

D 

Is the % of people that feel the 
organisation value diversity and 
different ways of thinking going up or 
down? 

Workforce Survey 
Data - Our Culture Culture Change 

E 
Is the % of people who feel our leaders 
call out inappropriate behaviours 
going up or down? 

Workforce Survey 
Data -Our Leaders Leadership  

F 
Is the % of people who feel our leaders 
create an inclusive environment going 
up or down? 

Workforce Survey 
Data -Our Leaders Leadership  

G 
Is the % of people who feel our leaders 
are pro-active in understanding needs 
going up or down? 

Workforce Survey 
Data -Our Leaders Leadership  

H 
Is the % of people who feel our 
organisation listens to the workforce 
going up or down? 

Workforce Survey 
Data - Our 
Organisation  

Colleague 
Engagement 

I 

Is the % of people who feel the 
organisation communicates 
effectively with the workforce going up 
or down.  

Workforce Survey 
Data - Our 
Organisation  

Colleague 
Engagement 
 
Communications 

J 

Is the % of people who feel the 
organisation fosters a call out culture 
equipping all to challenge 
inappropriate behaviours going up or 
down. 

Workforce Survey 
Data - Our 
Organisation  

Culture Change 

K The organisation ensures there is 
Equal Access to opportunities. 

Workforce Survey 
Data - Our 
Organisation  

Representative 
Workforce 

L 
Is the % of people who are given 
opportunities for flexible working going 
up or down? 

Workforce Survey 
Data - Your Role 

Policies, 
Procedures and 
Practice 

M Is the % of people who feel valued for 
the work they do going up or down? 

Workforce Survey 
Data - Your Role Culture Change 

N 
Is the % of people who believe their 
team is a positive and inclusive 
environment going up or down. 

Workforce Survey 
- Your Team Culture Change 
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O 
Is the % of people experiencing 
Harassment, Bullying, Discrimination 
going up or down? 

Workforce Survey 
- Harassment, 
Bullying, 
Discrimination 
Data  

Culture Change 
 
Reporting 
Mechanisms 

P 
Is the % of people witnessing or been 
aware of Harassment, Bullying, 
Discrimination going up or down. 

Workforce Survey 
- Harassment, 
Bullying, 
Discrimination 
Data  

Culture Change 
 
Reporting 
Mechanisms 

Q 
Is the % of people reporting incidents 
relating to Harassment, Bullying, 
Discrimination going up or down? 

Workforce Survey 
- Harassment, 
Bullying, 
Discrimination 
Data  

Culture Change 
 
Reporting 
Mechanisms 

R 
Is the % of people satisfied with the 
support they received going up or 
down  

Workforce Survey 
- Harassment, 
Bullying, 
Discrimination 
Data  

Reporting 
Mechanisms 
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Introduction 

This Equality and Diversity Monitoring Report is a collection of Police Scotland data at 31 March 
2025 and for the reporting period 1 April 2024 to 31 March 2025. The data aims to compare 
against data in our last published report at 31 March 2024 and for the reporting period 1 April 2023 
and 31 March 2024 and identifying trends since the creation of Police Scotland in 2013.  

The publication of this report supports the requirement to fulfil our specific duties under the 
Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012, which states Police Scotland 
must gather, use, and publish both employee and gender pay gap information. We use this data to 
identify trends to inform both national and divisional activities, to inform evidence-based decision 
making, including the use of equality and human rights impact assessment and to measure 
progress against our equality outcomes.  
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Methodology 

Equality and diversity monitoring is carried out for employment activity within Police Scotland and 
produces significant amounts of data. Therefore, the data presented within this report is to 
highlight  key themes and trends in relation to the Police Scotland workforce, including those who 
work for us, staff who leave us, individuals who apply to join us and for career development.  

The equality and diversity data has been gathered and collated as follows: 

• The data collected is at 31 March 2025 or where relevant for the period 1 April 2024 to 31 
March 2025.  

• The data is used to identify trends and to address any issues to continue to make progress 
in meeting and achieving our current Equality Outcomes 5, 6 and 7. 

• Data comparisons have been made against data at 31 March 2024 as published in our 
most recent mainstreaming report or where otherwise indicated. 

• The equality and diversity data within this report is based upon voluntary individual self-
classification where individuals have the option to choose not to disclose. 

• The Choose not to Disclose option is available for those individuals who do not wish to 
identify their information on one or more of the protected characteristics. Not Recorded 
indicates that no information has been provided by an individual in the self-classification 
options.  

• Figures are based on headcount and include those on a temporary contract but do not 
include agency workers. 

• Where applicable, the categories that have been used for the protected characteristics 
follow the 2011 Census for Scotland. Work is currently underway to update our categories 
to reflect the 2022 Census for Scotland. 

• For the protected characteristic of Race, the ethnic origin categories have been categorised 
in the following way due to some of them having very small numbers: 
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BME - Mixed or Multiple Ethnic Group, Asian Pakistani, Asian Indian, Asian Bangladeshi, 
Asian Chinese, Asian Other, African, African Other, Caribbean, Black, Caribbean or Black 
Other, Arab and Other Ethnic Group.  

White Minority - White Irish, White Gypsy/Traveller, White Polish and White Other. 

All Other White British - White English, White Northern Irish, White Welsh and White 
Other British. 

• For the protected characteristic of Religion or Belief some of the categories also have very 
small numbers and they have been categorised as All Other Religions, which includes those 
who have self-classified as Buddhist, Hindu, Jewish, Muslim and Sikh. This is to ensure that 
individuals are not inadvertently identified. 

• For the protected characteristics of Sexual Orientation, LGB includes those who have 
identified as Lesbian, Gay or Bisexual. 
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Equality & Diversity Workforce Profiles 

There continues to be a steady decrease in either the number or proportion of police officers and 
police staff who Choose not to Disclose for the protected characteristics of Disability, Race, 
Religion or Belief, Sexual Orientation and Transgender Identity.  This has been the trend on an 
annual basis since 2017.  

Key points relating to Choose not to Disclose (unless otherwise stated under the relevant 
protected characteristic): 

• The 35-44 age group is the most common for  police officers who Choose not to Disclose 
for each of the protected characteristics. The 55-64 age group is the most common for 
police staff who Choose not to Disclose. 

• A higher proportion of male police officers Choose not to Disclose for each of the relevant 
protected characteristics.  A higher proportion of male police staff Choose not to Disclose 
for the protected characteristics of Disability, Race and Religion or Belief.  However, there 
is no difference in the proportion of male and female police staff who Choose not to 
Disclose for the protected characteristic of Sexual Orientation.  

• The 16-20 years’ service band is the most common for police officers and police staff who 
Choose not to Disclose. 
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a. Sex 

The 2022 Census for Scotland identifies that 51% of the population are female and 49% are male. 

 
Sex Police 

Officer  
% 

Police 
Officer  

No. 

Police 
Staff  

% 

Police 
Staff  
No. 

Special 
Constable 

% 

Special 
Constable 

No. 
Male 65.60% 11036 38.04% 2140 68.83% 265 
Female 34.40% 5786 61.96% 3485 31.17% 120 

 

Police Officers 

• The proportion of female police officers remains consistent with the  Equality and Diversity 
Employment Monitoring Report at 31/03/2024. There has been an increase in the number 
of male and female police officers. 

The graph below shows the proportion of female police officers at 31st March of each year. 
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• 16-20 years’ service is the most common length of service for both male and female police 
officers.  The most common length of service has shifted from 11-15 years’ service in 
previous years. 

Police Staff 

• The proportion of male and female police staff remains consistent; this has been a similar 
trend since 2013.   

• The 0-2 years’ service band continues to be the most common for male and female police 
staff.  In previous years, the 16-20 years’ service band was equally the most common with 
the 0-2 years’ service band for female police staff.  

Special Constables 

• The proportion of female special constables remains consistent when compared to our 
previously published Equality and Diversity Employment Monitoring Report at 31/03/2024.  
 

• The  0-2 years’ service band is the most common for male and female special constables at 
31/03/2025. 
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b. Age 

 
Age 

Group 
Police 
Officer  

% 

Police 
Officer  

No. 

Police 
Staff  

% 

Police 
Staff  
No. 

Special 
Constable 

% 

Special 
Constable 

No. 
16-24 5.14% 864 2.90% 163 11.95% 46 
25-34 29.21% 4913 18.20% 1024 20.26% 78 
35-44 37.42% 6295 21.48% 1208 21.56% 83 
45-54 25.31% 4258 27.96% 1573 20.26% 78 
55-64 2.91% 490 26.86% 1511 22.60% 87 
65+ 0.01% 2 2.60% 146 3.38% 13 

Police Officers 

• The 35-44 age group remains the most common age group for police officers for both 
males and females. 35-44 has been the most common age group since 2013. 

• The average age of a police officer is 39 years old (38 years old for females and 39 years 
old for males). 

The following graph shows the proportion of male and female police officers who are aged 45 and 
over since 2014. We can see that the proportion of male police officers has remained fairly 
consistent over the years.  However, since 2014 there has been an increase in the proportion of 
female police officers who are aged 45 and over. 
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Police Staff 

• The 44-54 age group remains the most common age group for police staff. This has been 
the trend since 2013.  However, is closely followed by the 55-64 age group. The 45-54 age 
group is the most common for female police staff. The 55-64 age group is the most 
common for male police staff.  

• The average age of police staff is 46 years old (45 years old for females and 48 years old 
for males). 

Special Constables 

• The 55-64 and 35-44 age groups are the most common age groups for special constables.  
There has been a shift in trend where the 25-34 age group was the most common between 
2013 and 2020 and the 45-54 age group was the most common between 2021 and 2023.  
At 31/03/2024, the 35-44 age group was the most common.  

• The 35-44 and 25-34 age groups are the most common for female special constables 
compared to the 55-64 age group for male special constables. 
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c. Disability 
 
Disability Police 

Officer 
% 

Police 
Officer 

No. 

Police 
Staff  

% 

Police 
Staff 
No. 

Special 
Constable 

% 

Special 
Constable 

No. 
Yes 4.79% 806 7.88% 443 1.56% 6 
No 83.81% 14098 85.40% 4804 75.84% 292 
Choose Not to Disclose 7.34% 1234 4.76% 268 3.38% 13 
Not Recorded 4.07% 684 1.96% 110 19.22% 74 

Police Officers 

• The number of police officers who identified as Yes continues to increase, which has been 
the trend since 2019 as illustrated in the graph below.   

• The proportion of police officers who identified as Yes also continues to increase. In 2014 
the proportion was 2% compared to 4.79% in 2025. 

 

• 35-44 is the most common age group for police officers who identified as Yes, No or 
Choose not to Disclose.   This reflects the overall Police Officer Age Workforce Profile at 
31/03/2025. 
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• In 2023, we started to see a shift in the age demographic of police officers who identified as 
Yes and this trend has continued into 2025, where the 35-44 age group is the most 
common for those who identified as Yes.  Prior to this, the 45-54 age group had always 
been the most common age group for police officers who identified as Yes.  However, the 
overall age demographic of police officers who identified as Yes is still older when 
compared to those who identified as No. 

• The proportion of male and female police officers who identify as Yes is similar. 

• 16-20 years’ service is the most common length of service for police officers who identified 
as Yes or Choose not to Disclose and reflects the overall police officer service profile at 
31/03/2025.  The most common service band for those who identified as No was the 6-10 
years’ service band.  Those who identify as Yes appear to have longer lengths of service. 

Police Staff 

• The number of police staff who identified as Yes continues to increase when compared to 
the published Equality and Diversity Employment Monitoring Report at 31/03/2024, as 
illustrated in the graph below.   The proportion has remained consistent at around 7% since 
2017 and is slowly edging up to 8% at 31/03/2025. 

 

• The trend in the Police Scotland profile shows that the proportion of males and females who 
identify as Yes is not too dissimilar. 
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• 45-54 is the most common age group for police staff who identified as Yes or No and 
reflects the most common age group within the Police Staff Workforce Profile by Age at 
31/03/2025. Those identifying as Choose not to Disclose appear an older demographic 
where the 55-64 age group is the most common. 

• The 16-20 and 0-2 years’ service are the most common service bands for police staff who 
identified as Yes compared to 0-2 years for those who identified as No and 16-20 years’ 
service for those who identify as Choose not to Disclose.  0-2 years’ service is the most 
common service band within the Police Staff Workforce Profile by Service at 31/03/2025 
followed by the 16-20 and 6-10 years’ service bands. 

Special Constables 

• The number of special constables who identified as Yes remains small and minimal trends 
can be established in relation to the most common age group or most common service 
band. There is likely to be a link due to the higher proportion of those whose information is 
not recorded. 

• The proportion and number of special constables who Choose not to Disclose for the 
protected characteristic of disability has remained consistent since 2021.  

d. Race 

Due to some ethnic origin categories having very small numbers they have been categorised as 
follows. 

• BME - Mixed or Multiple Ethnic Group, Asian Pakistani, Asian Indian, Asian Bangladeshi, 
Asian Chinese, Asian Other, African, African Other, Caribbean, Black, Caribbean or Black 
Other, Arab and Other Ethnic Group.  

• White Minority - White Irish, White Gypsy/Traveller, White Polish and White Other. 

• All Other White British - White English, White Northern Irish, White Welsh and White 
Other British. 
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Ethnic Origin Police 

Officer 
% 

Police 
Officer 

No. 

Police 
Staff  

% 

Police 
Staff 
No. 

Special 
Constable 

% 

Special 
Constable 

No. 
White Scottish 77.73% 13075 83.47% 4695 63.38% 244 
All Other White British 8.14% 1369 7.09% 399 8.83% 34 
White Minority 2.54% 427 1.94% 109 2.86% 11 
BME 1.87% 314 2.49% 140 3.12% 12 
Choose Not To 
Disclose 

5.62% 945 2.99% 168 2.60% 10 

Not Recorded 4.11% 692 2.03% 114 19.22% 74 

Police Officers 

• There has been an increase in the number of police officers who identify as BME or White 
Minority when compared to our previous published Equality and Diversity Employment 
Monitoring Report at 31/03/2024, with the proportions remaining broadly the same but 
slowly increasing on an annual basis.    

• The graph below shows the number of police officers identifying as BME or White Minority 
at 31st March of each year. 
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• The most common ethnic origin categorised as BME for police officers was Mixed or 
Multiple Ethnic Group, this was also the most common for female police officers. Pakistani 
was the most common for male police officers.   

• Other White Ethnic Group was the most common ethnic origin category for both male and 
female police officers identifying as White Minority. 

• There was a higher proportion of male police officers who identified as BME or Other White 
British and a higher proportion of female police officers identifying as White Scottish or 
whose data was not recorded. There was no significant difference in the proportion of male 
and female police officers who identified as White Minority. 

• The 35-44 age group was the most common for all ethnic origin categories except for those 
whose data was not recorded where the 25-34 age group was the most common. This was 
also the trend at 31/03/2024 and is likely to be linked to probationary constables who have 
yet to complete their Equality and Diversity Questionnaire on SCOPE.  These trends reflect 
the Police Officer Age Workforce Profile at 31/03/2025. 

• 6-10 years’ service was the most common service band for those who identified as White 
Scottish, Other White British, BME or White Minority at 31/03/2025.  The most common 
service bands appear to have fluctuated for those identifying as White Scottish or Other 
White British when compared to 31/03/2024.  However, the proportion of police officers with 
0-10 years’ service is higher for those identifying as BME or White Minority. 

Police Staff 

• There has been an increase in the number of police staff who identify as BME or White 
Minority when compared to our Equality and Diversity Employment Monitoring Report at 
31/03/2024, with the proportions remaining broadly the same but slowly increasing on an 
annual basis. 

The graph below shows the number of police staff identifying as BME or White Minority at 31st 
March of each year. 
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• The most common ethnic origin categorised as BME for police staff was Indian, this was 
also the most common ethnic origin category for female police staff.  Pakistani, Indian and 
Mixed or Multiple Ethnic Group were equally the most common ethnic origin categories for 
male police staff. 

• The most common ethnic origin categorised as White Minority was Other White Ethnic 
Group for both male and female police staff. 

• There was a higher proportion of male police staff who identified as BME, Other White 
British and Choose not to Disclose compared to a higher proportion of female police staff 
identifying as White Scottish. There was no significant difference in the proportion of male 
and female police staff who identified as White Minority. 

• 35-44 was the most common age group for police staff identifying as BME or White Minority 
compared to the 45-54 age group being the most common for those who identify as White 
Scottish or Other White British.    Those who identify as BME or White Minority are a 
younger demographic than those who identify as White Scottish or Other White British. 

• 0-2 years’ service was the most common service band for police staff identifying as BME, 
White Minority, White Scottish and Other White British. 16-20 years’ service was the most 
common for those who Choose not to Disclose. 
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Special Constables 

• There has been no significant change to the profile for those who identify as BME, White 
Minority or Choose not to Disclose when compared to our previously published Equality and 
Diversity Employment Monitoring Report at 31/03/2024. 

• The most common ethnic origin categorised as BME is Indian or Pakistani for both male 
and female special constables. 

• The most common ethnic origin categorised as White Minority is Other White Ethnic Group 
for both male and female special constables. 

• The most common age group varies across each of the ethnic origin categories, with some 
categories having more than one common age group.  There is a trend that shows special 
constables who identify as White Minority have a younger average age compared to the 
other ethnic origin categories. 

• 0-2 years’ service is the most common length of service across each of the ethnic origin 
categories for special constables, with the exception of Choose not to Disclose where 11-15 
years’ service is the most common. 

e. Religion or Belief 

Due to some religion or belief categories having very small numbers they have been categorised 
as All Other Religions, which includes those who have self-classified as Buddhist, Hindu, Jewish, 
Muslim and Sikh. 
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Religion or Belief Police 

Officer 
% 

Police 
Officer 

No. 

Police 
Staff  

% 

Police 
Staff  
No. 

Special 
Constable 

% 

Special 
Constable 

No. 
Church of Scotland 15.13% 2545 20.89% 1175 23.38% 90 
Roman Catholic 10.61% 1784 13.14% 739 8.05% 31 
Other Christian 2.24% 376 2.24% 126 3.12% 12 
All Other Religions 1.05% 176 1.37% 77 2.86% 11 
Other 1.17% 196 0.62% 35 - <5 
None 54.48% 9165 51.77% 2912 38.18% 147 
Choose not to 
Disclose 

11.15% 1875 7.96% 448 4.42% 17 

Not Recorded 4.19% 705 2.01% 113 19.22% 74 

 

Police Officer and Police Staff 

• The trends found in the Religion or Belief profiles for police officers and police staff show 
that there has been an increase in the proportion of those identifying as None and a 
decrease in the proportion of those identifying as Church of Scotland.   We have seen this 
trend developing since 2013 and the 2022 Census for Scotland shows similar trends within 
the wider population of Scotland. 

• The proportion of police officers and police staff who identify as Roman Catholic remains 
similar to our previously published Equality and Diversity Employment Monitoring Report at 
31/03/2024 and has remained consistent since 2014. 

• We have seen an increase in the number of police officers and police staff identifying as All 
Other Religions when compared to our previous Equality and Diversity Monitoring Report at 
31/03/2024.  Muslim is the most common for police officers and police staff categorised as 
All Other Religions and this trend appears similar to the findings in the 2022 Census for 
Scotland. 
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• We have identified a link between age and how police officers and police staff identify their 
religion or belief. Police officers who identify as Church of Scotland are an older 
demographic when compared to the other religion or belief categories.  Police staff who 
identify as All Other Religions are a younger demographic when compared to the other 
religion or belief categories. 

• We looked at whether the protected characteristic of sex had any impact on how police 
officers and police staff identified their religion or belief.  We identified that there was no 
significant difference in the proportion of male and female police staff who identified as 
Church of Scotland, All Other Religions, None, Other or Choose not to Disclose.   A higher 
proportion of female police staff identified as Roman Catholic.  For police officers there was 
no significant difference in the proportion of males and females who identified as Roman 
Catholic or Other. A higher proportion of female police officers identified as None and a 
higher proportion of male police officers identified as Church of Scotland, All Other 
Religions, Other Christian or Choose not to Disclose. 

Special Constables 

• There have been no significant differences in the proportions for each of the religion or 
belief categories for special constables when compared to our previously published report 
in 2024. 
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f. Sexual Orientation 
 
Sexual Orientation Police 

Officer 
% 

Police 
Officer 

No. 

Police 
Staff  

% 

Police 
Staff  
No. 

Special 
Constable 

% 

Special 
Constable 

No. 
Lesbian/Gay/ Bisexual 
(LGB) 

4.51% 759 4.52% 254 7.01% 27 

Heterosexual 81.11% 13644 83.35% 4801 66.75% 257 
Choose not to Disclose 10.21% 1718 8.12% 457 7.01% 27 
Not Recorded 4.17% 701 2.01% 113 19.22% 74 

Police Officers 

• Since 2013, the number of police officers who identify as LGB has increased on an annual 
basis until 31/03/2024 where there was a small reduction in the number.  This was likely 
linked to the overall reduction in the number of police officers during the previous couple of 
reporting periods. However, the number has started to increase again at 31/03/2025.   

• The proportion of police officers who identify as LGB continues to sit at around 4%, which 
has been the trend since 2021. This reflects what the population in Scotland have disclosed 
within the 2022 Census for the voluntary question about Sexual Orientation. At 31/03/2025, 
we can see that the proportion is slowly edging towards 5%.    

The graph below shows the number of police officers identifying as LGB at 31st March of each 
year. 
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• 35-44 was the most common age group for police officers identifying as LGB or 
Heterosexual. The shift in trend identified during the previous two reporting periods 
continues, where prior to 2023, the 25-34 age group was the most common for those 
identifying as LGB.  This shift in trend is likely to be linked to retention.  However, the age 
demographic of police officers who identify as LGB is still a younger demographic when 
compared to police officers who identify as Heterosexual.  

• The 6-10 years’ service band is the most common for police officers who identify as LGB or 
Heterosexual.  This is the service band that is the second most common for police officers 
at 31/03/2025. The 6-10 years’ service band continues to be the  most common for police 
officers who identify as LGB. However, there has been a change in the most common 
service band for police officers identifying as Heterosexual from 11-15 years’ service at 
31/03/2024 to 6-10 years’ serve at 31/03/2025. The general trend sees that police officers 
who identify as LGB have shorter lengths of service compared to police officers who identify 
as Heterosexual. 

• We have seen a trend where a higher proportion of female police officers identify as LGB 
when compared to male police officers. 
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Police Staff 

• The proportion of police staff who identify as LGB continues to sit at around 4%, which has 
been the trend since 2022 and reflects the trends identified in the 2022 Census for Scotland 
for the voluntary question on sexual orientation. 

The graph below shows the number of police staff identifying as LGB at 31st March of each year. 

 

• 25-34 is the most common age group for police staff identifying as LGB compared to the 
45-54 age group being the most common for police staff identifying as Heterosexual. 

• 0-2 years’ service is the most common service band for police staff who identify as LGB or 
Heterosexual.  This reflects the overall service profile for police staff at 31/03/2025. 

• We have found that there was no significant difference in the proportion of male and female 
police staff who identified as LGB. 

Special Constables 

• The number and proportion of special constables identifying as LGB has increased when 
compared to our Equality & Diversity Monitoring Report published at 31/03/2024. 
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• 35-44 was the most common age group for those identifying as LGB compared to the 55-64 
age group being the most common for those identifying as Heterosexual. There has been a 
shift from the 45-54 age group being the most common for special constables identifying as 
Heterosexual when compared to 31/03/2024. 

• There was no common service band for special constables identifying as LGB, which is a 
shift in trend when compared to 31/03/2024 where the 3-5 years’ service band was the 
most common.   The 0-2 years’ service band was the most common for those identifying as 
Heterosexual, which is also a shift in trend when compared to 31/03/2024 where the 11-15 
years’ service band was the most common. 
 

g. Transgender Identity 

The information below includes police officers, police staff and special constables due to very small 
numbers of staff who have identified as Transgender. 
 
Transgender Identity All Staff 

Groups  
% 

All Staff 
Groups 

No. 
Yes 0.08% 18 
No 91.36% 20859 
Choose Not to Disclose 4.70% 1073 
Not Recorded 3.86% 882 

• The number of staff identifying as Yes to the following question “Do you currently or have 
you previously considered yourself as transgender?” has seen a decrease from 26 when 
compared to our published Equality and Diversity Employment Monitoring Report at 
31/03/2024.  
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Occupational Segregation 

Occupational segregation refers to the clustering of sex, race, disability and sexual orientation 
categories into different levels of work (vertical segregation) and into different types of work within 
each level (horizontal segregation).  

There is additional information for the protected characteristics of Disability, Race and Sex under 
Vertical Segregation and Horizontal Segregation to ensure the requirements of The Equality Act 
2010 (Specific Duties) (Scotland) Regulations 2012 are met. This also allows benchmarking with 
data published within previous mainstreaming reports. 
 

1. Vertical Segregation 
 

Police Officer Rank Profile at 31st March 2025 
 
Note: 

• Sergeant and above includes the ranks of: Sergeant, Inspector, Chief Inspector, 
Superintendent, Chief Superintendent, Assistant Chief Constable, Deputy Chief Constable 
and Chief Constable. 
 

• Chief Inspector and above includes the ranks of: Chief Inspector, Superintendent, Chief 
Superintendent, Assistant Chief Constable, Deputy Chief Constable and Chief Constable. 

 
• Overall, 21% of police officers are in a promoted rank of sergeant and above and 79% are 

in the rank of constable. 
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a. Sex 
 
Rank Female  

% 
Female  

No. 
Male  

% 
Male  
No. 

Chief Constable 100.00% 1 0.00% 0 
Deputy Chief Constable 66.67% 2 33.33% 1 
Assistant Chief Constable 27.27% 3 72.73% 8 
Chief Superintendent 34.37% 11 65.63% 21 
Superintendent 35.90% 42 64.10% 75 
Chief Inspector 28.57% 52 71.43% 130 
Inspector 26.57% 212 73.43% 586 
Sergeant 31.35% 762  68.65% 1669 
Sergeant and Above 30.35% 1085 69.65% 2490 
Constable 35.49% 4701 64.51% 8546 
Police Scotland Profile at 
31/03/2025 34.40% 5786 65.60% 11036 

 
• The proportion and number of female police officers in the promoted ranks of sergeant and 

above remains the same when compared to our published Equality and Diversity 
Employment Monitoring Report at 31/03/2024.  The proportion has remained consistent 
since 31/03/2023. 
 

The graph below shows the proportion of female police officers in the ranks of sergeant and above 
at 31st March of each year. 
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• At 31/03/2025, 19% of female police officers were in the ranks of sergeant and above and 
81% were in the rank of constable compared to 23% of males in the ranks of sergeant and 
above and 77% in the rank of constable.    

 
• The trend for male police officers in the ranks of sergeant and above has remained fairly 

static ranging between 23% and 25% since 2013. However, for female police officers this 
has increased from 15% in 2013 to 19% in 2025 and has remained static at 19% since 
2022.  
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Age 
 
Age Group Sergeant & 

Above % 
Sergeant & 
Above No. 

Constable  
% 

Constable  
No. 

18-24 0.00% 0 6.52% 864 
25-34 5.01% 179 35.74% 4734 
35-44 48.45% 1732 34.45% 4563 
45-54 43.38% 1551 20.43% 2707 
55-64 3.13% 112 2.85% 378 
65+ 0.03% 1 0.01% 1 

 
• The most common age group for those in the ranks of sergeant and above was the 35-44 

age group. There has been a shift in the most common age group from 45-54 to 35-44 for 
those in the ranks of sergeant and above, which emerged in 2024 and has continued into 
2025.  The average age of those in the ranks of sergeant and above was 44 years’ old. 
 

• The average age of those at the rank of constable was 37 years old and 43 years old for 
those at the rank of sergeant. 
 

• There is no difference in the most common age group or the average age for male and 
female police officers who are in the ranks of sergeant and above.  

 
The table below shows the rank profile by each of the age groups.  
 
Rank 16-24 25-34 35-44 45-54 55-64 65+ 
Chief Inspector and Above 0.00% 0.29% 24.57% 71.68% 3.47% 0.00% 
Inspector 0.00% 1.13% 42.98% 52.63% 3.26% 0.00% 
Sergeant 0.00% 6.95% 53.64% 36.32% 3.04% 0.04% 
Constable 6.52% 35.74% 34.45% 20.43% 2.85% 0.01% 
Police Scotland Profile 
at 31/03/2025 5.14% 29.21% 37.42% 25.31% 2.91% 0.01% 
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Disability 
 
Disability Sergeant 

& Above 
% 

Sergeant 
& Above 

No. 

Constable 
% 

Constable 
No. 

Yes 4.53% 162 4.86% 644 
No 85.26% 3048 83.42% 11050 
Choose not to Disclose 10.10% 361 6.59% 873 
Not Recorded - <5 5.13% 680 

 
• The proportion of police officers in the ranks of sergeant and above who identified as Yes is 

not too dissimilar to the Police Officer Disability Workforce Profile of 4.79% at 31/03/2025. 
This is the highest number and proportion of police officers in the ranks of sergeant and 
above who have identified as Yes to date. 
 

• 20% of police officers who identified as Yes were in the ranks of sergeant and above and 
80% were in the rank of constable compared to 22% of police officers who identified as No 
who were in the ranks of sergeant and above and 78% were in the rank of constable. 

 
The graph below shows the number of police officers in the ranks of sergeant and above at 31st 
March of each year who have identified as Yes. The graph shows the number has continued to 
steadily increase since 2019.  
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The table below shows the rank profile split by each of the disability categories.  
 
Rank Yes No Choose not 

to Disclose 
Not 

Recorded 
Chief Inspector and Above 2.31% 91.62% 5.78% 0.29% 
Inspector 4.39% 87.22% 8.40% 0.00% 
Sergeant 4.90% 83.71% 11.27% 0.12% 
Constable 4.86% 83.42% 6.59% 5.13% 
Police Scotland Profile at 
31/03/2025 4.79% 83.81% 7.34% 4.07% 

 
• When compared to our previously published Equality and Diversity Employment Monitoring 

Report at 31/03/2024, there have been small increases in the proportions at each rank who 
have identified as Yes.  However, the trend where the proportion decreases for those in the 
ranks of  Chief Inspector and above is still relevant for this reporting period.  It has been 
identified that this is likely to be linked to under-recording on the Police Scotland HR 
System (SCoPE) where individuals have not updated their information for a variety of 
reasons. Work will continue to address this and investigate the range of factors that may be 
influencing this trend. 
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Race 
 
The following table shows the profile for police officers in the ranks of sergeant and above and for 
the rank of constable by each ethnic origin category. 
 
Ethnic Origin Sergeant & 

Above  
% 

Sergeant & 
Above 

 No. 

Constable  
% 

Constable  
No. 

White Scottish 80.14% 2865 77.07% 10210 
All Other White British 8.81% 315 7.96% 1054 
White Minority 1.51% 54 2.82% 373 
BME 1.23% 44 2.04% 270 
Choose not to Disclose 8.20% 293 4.92% 652 
Not Recorded - <5 5.19% 688 

• The number and proportion of police officers in the ranks of sergeant and above who 
identified as BME or White Minority remains similar when compared to our previous 
published Equality and Diversity Employment Monitoring Report at 31/03/2024. Trends 
identified in the Police Officer Race Workforce Profile highlight the links between length of 
service and ethnic origin categories.    

 
Police officers who identify as White Scottish, Other White British or Choose not to Disclose have 
a higher proportion in the ranks of sergeant and above compared to those who identify as BME or 
White Minority as explained below. Trends identified in the Police Officer Race Workforce Profile 
highlight the links between length of service and the ethnic origin categories.    
 

• 14% of police officers who identify as BME were in the ranks of sergeant and above and  
86% were in the rank of constable. 
 

• 13% of police officers who identify as White Minority were in the ranks of sergeant and 
above and 87% were in the rank of constable. 
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• 22% of police officers who identify as White Scottish were in the ranks of sergeant and 
above and 78% were in the rank of constable. 
 

• 23% of police officers who identify as Other White British were in the ranks of sergeant and 
above and 77% were in the rank of constable. 
 

• 31% of police officers who identify as Choose not to Disclose for the protected 
characteristic of Race were in the ranks of sergeant and above and 69% were in the rank of 
constable. 

 
The table below shows the rank profile by each of the ethnic origin categories.  
 
Rank White 

Scottish 
Other 
White 
British 

White 
Minority 

BME Choose 
not to 

Disclose 

Not 
Recorded 

Chief Inspector and 
Above 80.06% 10.69% 1.45% 1.16% 6.36% 0.29% 
Inspector 82.83% 7.64% 1.75% 1.38% 6.39% 0.00% 
Sergeant 79.27% 8.93% 1.44% 1.19% 9.05% 0.12% 
Constable 77.07% 7.96% 2.82% 2.04% 4.92% 5.19% 
Police Scotland 
Profile at 31/03/2025 77.73% 8.14% 2.54% 1.87% 5.62% 4.11% 
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Religion or Belief 
 

Religion or Belief 

Sergeant & 
Above  

% 

Sergeant & 
Above  

No. 

Constable 
% 

Constable 
No. 

Church of Scotland 23.02% 823 13.00% 1722 
Roman Catholic 11.30% 404 10.42% 1380 
Other Christian 2.91% 104 2.05% 272 
All Other Religions 0.87% 31 1.09% 145 
Other 1.17% 42 1.16% 154 
None 43.89% 1569 57.34% 7596 
Choose not to Disclose 16.59% 593 9.68% 1282 
Not Recorded 0.25% 9 5.25% 696 

 
• None continues to be the most common religion or belief for police officers in the ranks of 

sergeant and above, which follows the overall trend identified in the Police Officer Religion 
or Belief Workforce Profile at 31/03/2025. However, the profile for those in the ranks of 
sergeant and above has a higher proportion identifying as Church of Scotland and Choose 
not to Disclose and reflects the trends linked to age identified in the Police Officer Religion 
or Belief Workforce Profile at 31/03/2025. 
 

• The proportion of those in the ranks of sergeant and above who identify as Roman Catholic 
or All Other Religions  is similar to the  Police Officer Religion or Belief Workforce Profile at 
3/03/2025.  

 
• Buddhist and Muslim are the most common religion or belief categories categorised as All 

Other Religions for those in the ranks of sergeant and above compared to Muslim being the 
most common in the overall Police Officer Religion or Belief Workforce Profile at 
31/03/2025. 
 

The table below shows the rank profile by each of the religion and belief categories. 
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Religion or Belief Chief 

Inspector 
and Above 

% 

Inspector 
% 

Sergeant 
% 

Constable 
% 

Police 
Scotland 
Profile at 

31/03/2025 
% 

Church of Scotland 31.21% 26.19% 20.81% 13.00% 15.13% 
Roman Catholic 12.72% 10.65% 11.31% 10.42% 10.61% 
Other Christian 4.05% 3.63% 2.51% 2.05% 2.24% 
All Other Religions 0.58% 1.00% 0.86% 1.09% 1.05% 
Other 0.87% 1.13% 1.23% 1.16% 1.17% 
None 37.86% 41.48% 45.54% 57.34% 54.48% 
Choose not to Disclose 12.43% 15.54% 17.52% 9.68% 11.15% 
Not Recorded 0.29% 0.38% 0.21% 5.25% 4.19% 

 
Sexual Orientation 
 
Sexual Orientation Sergeant 

& Above 
% 

Sergeant & 
Above  

No. 

Constable 
% 

Constable 
No. 

Lesbian/Gay/Bisexual (LGB) 3.94% 141 4.67% 618 
Heterosexual 82.07% 2934 80.85% 10710 
Choose Not to Disclose 13.87% 496 9.22% 1222 
Not Recorded - <5 5.26% 697 

 
• The proportion of police officers in the ranks of sergeant and above who identify as LGB is 

not too dissimilar to the Police Officer Sexual Orientation Workforce Profile of 4.51% at 
31/03/2025.  
 



OFFICIAL 

 

33 

 

OFFICIAL 

• The trend seen in the Police Officer Sexual Orientation Workforce Profile at 31/03/2025, 
identified that a higher proportion of females identified as LGB. This trend is also reflected 
in the ranks of sergeant and above. 
 

The graph below shows the number of police officers in the ranks of sergeant and above who 
identify as LGB at 31st March of each year. The graph shows the number steadily increasing 
between 2014 and 2024. However, the number has remained static at 31/03/2025, with the 
proportion remaining the same as the previous reporting period. 
 

 
 
The table below shows the rank profile by each of the sexual orientation categories. 
 
Rank LGB Heterosexual Choose not 

to Disclose 
Not 

Recorded 
Chief Inspector and Above 2.89% 86.42% 10.40% 0.29% 
Inspector 4.89% 82.71% 12.41% 0.00% 
Sergeant 3.78% 81.24% 14.85% 0.12% 
Constable 4.67% 80.85% 9.22% 5.26% 
Police Scotland Profile at 
31/03/2025 4.51% 81.11% 10.21% 4.17% 
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Police officers who identify as LGB have a lower proportion in the ranks of sergeant and above 
compared to those who identify as Heterosexual as highlighted below. Trends identified in the 
Police Officer Sexual Orientation Workforce Profile highlight the links between length of service 
and sexual orientation categories. 

 
• 19% of police officers who identify as LGB were in the ranks of sergeant and above and 

81% were in the rank of Constable. 
 

• 22% of police officers who identify as Heterosexual were in the ranks of sergeant and 
above and 78% were in the rank of Constable. 

 
 
Police Staff Grade Profile at 31st March 2025 

 
• Overall, 8% of police staff are in roles grade 8 and above and 92% are in roles grade 7 or 

below. 
 

• Grade 3 is the most common grade overall for police staff at 31/03/2025. 
 

Sex 
 
The table below shows the profile for those in roles grades 8 and above and grades 7 and below. 
 
Sex Grade 8 & 

Above  
% 

Grade 8 and 
Above  

No. 

Grade 7 and 
Below 

 % 

Grade 7 & 
Below  

No. 
Male 58.39% 254 36.34% 1886 
Female 41.61% 181 63.66% 3304 

 
• The profile for male and female police staff in roles grade 8 and above continues to remain 

static since 2020. 
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A lower proportion of female police staff are grades 8 and above.  
 

• 94.81% of female police staff are grades 7 or below compared to 88.13% of male police 
staff. 
 

• 5.19% of female police staff are grades 8 or above compared to 11.87% of male police 
staff. 

 
 The following table shows the grade profile for male and female police staff at 31/03/2025. 
 

Grade Female 
% 

Female 
% 

Male 
% 

Male 
No. 

Director 12.50% 1 87.50% 7 
Grade 14 100.00% 1 0.00% 0 
Grade 13 41.67% 5 58.33% 7 
Grade 12 23.53% 4 76.47% 13 
Grade 11 45.45% 10 54.55% 12 
Grade 10 57.53% 42 42.47% 31 
Grade 9 40.74% 55 59.26% 80 
Grade 8 37.72% 63 62.28% 104 
Grade 7 42.46% 138 57.54% 187 
Grade 6 45.12% 148 54.88% 180 
Grade 5 56.48% 488 43.52% 376 
Grade 4 60.18% 801 39.82% 530 
Grade 3 74.61% 1399 25.39% 476 
Grade 2 65.06% 229 34.94% 123 
Grade 1 87.83% 101 12.17% 14 
Police Scotland 
Profile at 31/03/2025 

61.96% 3485 38.04% 2140 
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• Grade 3 is the most common grade for female police staff compared to Grade 4 for male 
police staff.  

 
Age 
 
The table below shows the profile for police staff in roles grade 8 and above and grade 7 and 
below. 
 
Age Group Grade 8 and 

Above  
% 

Grade 8 and 
Above  

No. 

Grade 7 and 
Below  

% 

Grade 7 and 
Below  

No. 
16-24 0.00% 0 3.14% 163 
25-34 5.29% 23 19.29% 1001 
35-44 24.60% 107 21.21% 1101 
45-54 37.93% 165 27.13% 1408 
55-64 30.57% 133 26.55% 1378 
65+ 1.16% 7 2.68% 139 

 
• The 45-54 age group continues to be the most common for those in roles who are grade 8 

and above.  The 45-54 and 55-64 age groups are the most common for those in roles which 
are grade 7 and below.  
 

• Grade 3 continues to be the most common grade for all age groups. 
 
Disability 
 
The table below shows the profile for police staff in roles grade 8 and above and grade 7 and 
below. 
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Disability Grade 8 and 
Above  

% 

Grade 8 and 
Above  

No. 

Grade 7 and 
Below  

% 

Grade 7 and 
Below  

No. 
Yes 3.45% 15 8.25% 428 
No 91.49% 398 84.89% 4406 
Choose not to Disclose 3.91% 17 4.84% 251 
Not Recorded 1.15% 5 2.02% 105 

  
• The proportion of police staff in roles grade 8 and above who identified as Yes remains 

similar when compared to our last published Equality and Diversity Employment Monitoring 
Report at 31/03/2024. However, it is a lower proportion when compared to the Police Staff 
Disability Workforce Profile of 7.88% at 31/03/2025. 
 

• Grade 3 is the most common grade for police staff regardless of disability category. 
 
We can see that there is a lower proportion of police staff in roles grade 8 and above who identify 
a Yes when compared to those who identify as No or Choose not to Disclose as identified below. 
 

• 3% of police staff who identify as Yes are in roles grade 8 and above and 97% are in roles 
grade 7 and below. 
 

• 8% of police staff who identify as No are in roles grade 8 and above and 92% are in roles 
grade 7 and below. 
 

• 6% of police staff who identify as Choose not to Disclose are in roles grade 8 and above 
and 94% are in roles grade 7 and below. 

 
Race  
 
The table below shows the profile for police staff in roles grade 8 and above and grade 7 and 
below. 
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Ethnic Origin Grade 8 and 

Above  
% 

Grade 8 and 
Above  

No. 

Grade 7 and 
Below  

% 

Grade 7 and 
Below  

No. 
White Scottish 77.01% 335 84.01% 4360 
All Other White British 10.80% 47 6.78% 352 
White Minority 2.53% 11 1.89% 98 
BME 4.83% 21 2.29% 119 
Choose not to Disclose 3.68% 16 2.93% 152 
Not Recorded 1.15% 5 2.10% 109 

   
• The proportion and number of police staff  in roles grade 8 and above who identify as BME 

has increased when compared to our last published Equality and Diversity Employment 
Monitoring Report at 31/03/2024.  
 

• The proportion of police staff in roles grade 8 and above who identify as White Minority 
remains similar when compared to our last published Equality and Diversity Employment 
Monitoring Report at 31/03/2024. 

 
• Grade 3 is the most common grade for all ethnic origins, except for Choose not to Disclose 

where Grade 4 was the most common. 
 

A higher proportion of police staff who identify as BME, Other White British, White Minority or 
Choose not to Disclose are in roles grade 8 and above when compared to police staff who identify 
as White Scottish as outlined below.   

 
• 15% of police staff who identify as BME are in roles grade 8 and above and 85% are in 

roles grade 7 and below. 
 

• 10% of police staff who identify as White Minority are in roles grade 8 and above and 90% 
are in roles grade 7 and below. 
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• 7% of police staff who identify as White Scottish are in roles grade 8 and above and 93% 

are in roles grade 7 and below. 
 

• 12% of police staff who identify as All Other White British are in roles grade 8 and above 
and 88% are in roles grade 7 and below. 

 
• 10% of police staff who Choose not to Disclose are in roles grade 8 and above and 90% 

are in roles grade 7 and below. 
 

Religion or Belief 
 
The table below shows the profile for police staff in roles grade 8 and above and grade 7 and 
below. 
 
Religion of Belief Grade 8 and 

Above  
% 

Grade 8 and 
Above  

No. 

Grade 7 and 
Below  

% 

Grade 7 and 
Below  

No. 
Church of Scotland 22.99% 100 20.71% 1075 
Roman Catholic 14.94% 65 12.99% 674 
Other Christian 4.37% 19 2.06% 107 
All Other Religions 2.07% 9 1.31% 68 
Other - <5 0.64% 33 
None 46.90% 204 52.18% 2708 
Choose not to Disclose 7.13% 31 8.03% 417 
Not Recorded 1.15% 5 2.08% 108 

 
• None is the most common religion or belief for police staff in roles grade 8 and above and 

grade 7 and below, which follows the overall trend identified in the Police Staff Religion or 
Belief Workforce Profile at 31/03/2025.   
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• The profile for police staff in roles grade 8 and above has a higher proportion of police staff 
identifying as Church of Scotland, Roman Catholic and Other Christian and lower 
proportions identifying as None when compared to the Police Staff Religion or Belief 
Workforce Profile at 31/03/2025.  However, the general trends reflected in the overall Police 
Staff Religion or Belief Workforce Profile at 31/03/2025 are also reflected in the Police Staff 
Grade Profile. 
 

• Police staff in roles grade 7 and below appears reflective of the overall Police Staff Religion 
or Belief Workforce Profile at 31/03/2025. 
 

• Grade 3 was the most common grade for all religion or belief categories.  
 
Sexual Orientation 
 
The table below shows the profile for police staff in roles grade 8 and above and grade 7 and 
below. 
 
Sexual Orientation Grade 8 

and Above 
% 

Grade 8 
and Above 

No. 

Grade 7 
and Below 

% 

Grade 7 
and Below 

No. 
Lesbian/Gay/Bisexual (LGB) 3.68% 16 4.59% 238 
Heterosexual 90.11% 392 84.95% 4409 
Choose Not to Disclose 5.06% 22 8.38% 435 
Not Recorded 1.15% 5 2.08% 108 

 
• The number and proportion of police staff in roles grade 8 and above and police staff in 

roles grade 7 and below who identify as LGB has increased when compared to our last 
published Equality and Diversity Employment Monitoring Report at 31/03/2024. 
 

• The proportion of police staff in roles grade 8 and above who identify as LGB is lower when 
compared to the Police Staff Sexual Orientation Workforce Profile of 4.52% at 31/03/2025. 
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Police staff in roles grade 7 and below and who identify as LGB reflects the Police Staff 
Sexual Orientation Workforce Profile at 31/03/2025. 
 

• Grade 3 is the most common grade regardless of sexual orientation category. 

A higher proportion of police staff who are in roles grade 8 and above identify as Heterosexual as 
outlined below.  

 
• 6% of police staff who identify as LGB are in roles grade 8 and above and 94% are in roles 

grade 7 and below. 
 

• 8% of police staff who identify as Heterosexual are in roles grade 8 and above and 92% are 
in roles grade 7 and below. 

 
• 5% of police staff who identify as Choose not to Disclose are in roles grade 8 and above 

and 95% are in roles grade 7 and below. 
 
As highlighted in the Police Staff Sexual Orientation Workforce Profile at 31/03/2025,  those 
identifying as LGB are a younger demographic  when compared to those who identify as 
heterosexual.   This is likely to be one of the reasons why there is a lower proportion of police staff 
who identify as LGB in grades 8 and above. 
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2. Horizontal Segregation 

Police Officers 
 

Division Female 
% 

Male 
% 

Recorded 
Disability 

% 

No Recorded 
Disability 

% 
Contact, Command and Control 37.00% 63.00% 8.29% 91.71% 
Corporate Services 37.19% 62.81% 9.05% 90.95% 
Criminal Justice Services 33.94% 66.06% 12.18% 87.82% 
Local Policing 35.55% 64.45% 4.20% 95.80% 
Operational Support 16.99% 83.01% 3.98% 96.02% 
Specialist Crime Division 36.93% 63.07% 4.12% 95.88% 
Police Scotland Profile 34.40% 65.60% 4.79% 95.21% 

 
Division White 

Scottish 
% 

Other 
White 
British 

% 

White 
Minority 

% 

BME 
% 

Choose not 
to Disclose 

% 

Not 
Recorded 

% 

Contact, Command 
and Control 

76.87% 9.41% 2.39% 2.23% 8.77% 0.32% 

Corporate Services 78.22% 10.89% 2.18% 1.68% 6.70% 0.34% 
Criminal Justice 
Services 

80.31% 8.29% 2.33% 1.30% 6.99% 0.78% 

Local Policing 77.60% 7.30% 2.71% 2.05% 4.46% 5.88% 
Operational Support 75.78% 11.81% 1.86% 1.46% 8.89% 0.40% 
Specialist Crime 
Division 

80.45% 7.61% 1.85% 1.54% 8.38% 0.15% 

Police Scotland 
Profile 

77.73% 8.14% 2.54% 1.87% 5.62% 4.11% 
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Police Staff 
 
Division Female 

% 
Male  

% 
Recorded 
Disability 

% 

No Recorded 
Disability 

% 
Contact, Command and 
Control 

71.63% 28.37% 10.53% 89.47% 

Corporate Services 53.82% 46.18% 5.50% 94.50% 
Criminal Justice Services 55.76% 44.24% 7.75% 92.25% 
Local Policing 77.85% 22.15% 10.02% 89.98% 
Operational Support 69.40% 30.60% 9.70% 90.30% 
Specialist Crime Division 58.17% 41.83% 7.54% 92.46% 
Police Scotland Profile at 
31/03/2025 

61.96% 38.04% 7.88% 92.12% 

 
Division White 

Scottish 
% 

Other 
White 
British 

% 

White 
Minority 

% 

BME 
% 

Choose 
not to 

Disclose 
% 

Not 
Recorded 

% 

Contact, Command 
and Control 

86.35% 6.09% 0.99% 1.56% 2.63% 2.38% 

Corporate Services 81.96% 6.24% 2.82% 3.62% 2.97% 2.38% 
Criminal Justice 
Services 

80.96% 9.12% 1.94% 2.05% 3.53% 2.39% 

Local Policing 86.80% 7.28% 0.76% 1.52% 3.19% 0.46% 
Operational Support 86.94% 6.72% 1.87% 1.12% 2.61% 0.75% 
Specialist Crime 
Division 

82.05% 8.98% 1.97% 2.33% 3.05% 1.62% 

Police Scotland 
Profile at 
31/03/2025 

83.47% 7.09% 1.94% 2.49% 2.99% 2.03% 
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Pay Gap Reporting 

In addition to the Gender Pay Gap calculation that Police Scotland is required to publish under 
The Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012, the Gender Pay Gap has 
also been reported using calculations outlined in the Equality Act 2010 (Gender Pay Gap 
Information) Regulations 2017 to enable benchmarking with forces in England and Wales and 
other organisations. 

Reporting continues to be provided in respect of race, disability and sexual orientation. While this 
is not a requirement under Scottish legislation, additional reporting demonstrates our commitment 
to report beyond our legislative requirements and progress towards an inclusive workforce. This 
also links to our support for the Scottish Government Race Commitment and the recommendation 
that all public authorities subject to the Scottish Specific Public Sector Equality Duty should, as a 
minimum, voluntarily record and publish their ethnicity pay gap. 

Gender Pay Gap 

The data used to calculate the Gender Pay Gap was based upon police officers and police staff in 
post at 31 March 2025. 

The gender pay gap is determined as the difference between men’s and women’s average hourly 
earnings (excluding overtime) (AHE). 

 
Gender Pay Gap Base Pay  

(for info only) 
Average Hourly 

Earnings 
Police Staff 11.3% 10.8% 
Gender Pay Gap Figure at 31/03/2024 11.4% 11.2% 

  

Gender Pay Gap Base Pay  
(for info only) 

Average Hourly 
Earnings 

Police Officers 1.7% 1.4% 
Gender Pay Gap Figure at 31/03/2024 1.9% 1.3% 
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The mean average hourly earnings translate as: 

• Female police staff are paid £21.42 / hr and male police staff are paid £24.02 / hr. 

• Female police officers are paid £23.56 / hr and male police officers are paid £23.89 / hr. 

The following tables show the comparison between the mean and median average hourly earnings 
for police staff and police officers: 

 
Measure – Mean Police  

Staff 
Police 

Officers 
Mean Female AHE £21.42 £23.56 
Mean Male AHE £24.02 £23.89 
Mean Gender Pay Gap 10.8% 1.4% 

 
Measure – Median Police  

Staff 
Police 

Officers 
Median Female AHE £20.19 £24.23 
Median Male AHE £22.81 £24.25 
Median Gender Pay Gap 11.5% 0.1% 

The table below splits the pay gap by police staff grade.  

 
Police Staff 
AHE (£) 

Female Male Pay Gap 

Grades 7 & Below £20.53 £22.11 7.2% 
Grades 8 & Above £37.63 £38.21 1.5% 

The table below splits the pay gap by police officer rank.  
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Police Officer 
AHE (£) 

Female Male Pay Gap 

Constable  £22.02 £22.04 0.1% 
Sergeant  £27.03 £27.09 0.2% 
Inspector  £32.66 £32.38 -0.9% 
Chief Inspector  £35.60 £35.29 -0.9% 
Superintendent  £43.54 £44.17 1.4% 
Chief Superintendent £52.13 £54.36 4.1% 
ACC/DCC/CC £93.68 £80.97 -15.7% 

The table below splits the pay gap by part time and full time.  

 
Working Pattern 
AHE (£) 

Part Time  
(less than 1 

FTE) 

Full Time Pay Gap 

Police Staff £20.30 £22.92 11.4% 
Police Officers £24.55 £23.73 -3.4% 

Pay Gaps by Disability, Race and Sexual Orientation 

Disability 

 
AHE (£) Recorded Disability 

(Yes) 
No Disability 

Recorded 
Pay Gap 

Police Staff £21.72 £22.46 3.3% 
Police Officers £24.27 £23.76 -2.2% 
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Race 

 
AHE (£) White 

Scottish 
Other 
White 
British 

Pay 
Gap 

White 
Minority 

Pay 
Gap 

BME 
 

Pay 
Gap 

Choose 
not to 

Disclose 

Pay 
Gap 

Police 
Staff 

£22.38 £23.29 -4.1% £22.94 -2.5% £23.64 -5.6% £23.76 -6.2% 

Police 
Officers 

£23.97 £24.55 -2.4% £22.26 7.1% £22.53 6.0% £26.05 -8.7% 

 

Sexual Orientation 

 
AHE (£) Heterosexual LGB 

 
Pay 
Gap 

Choose not 
to Disclose 

Pay 
Gap 

Police Staff £22.55 £22.20 1.5% £22.42 0.6% 
Police Officers £23.96 £22.67 5.4% £25.51 -6.4% 
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Development and Retention 
 

1. Promotion Profile – Police Officers 
 

The following profile is based upon police officers who were promoted (either on a temporary or 
substantive basis) during the reporting period 01/04/2024 and 31/03/2025. Police officers are 
required to pass a process for the relevant rank prior to promotion. However, there will be times 
that police officers will be promoted on a temporary basis to meet specific demand. The profile for 
those who undertook a promotion process is outlined under point 2 Promotion Process – Police 
Officers. 
 

• The number of promotions during this reporting period was lower when compared to 
previous reporting periods. 
 

• 57.31% (353) were promoted on a permanent basis and 42.69% (263) on a temporary 
basis.  
 

• 16-20 years’ service was the most common service band for those promoted during this 
reporting period.  Notable points have been highlighted under the relevant protected 
characteristic. The overall average length of service for those promoted during this 
reporting period was 17 years’ service. 
 

• 11-15 years’ service was the most common service band for those promoted to sergeant 
during this reporting period.  The average length of service on promotion to the rank of 
sergeant was 14 years. 

 

a. Sex 
 

Sex % No. 
Male 69.48% 428 
Female 30.52% 188 
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• The proportion of female police officers who were promoted during this reporting period 

remains lower when compared to the Police Officer Workforce Profile of 34.40% at 
31/03/2025.  
 

• The number of males and females who were promoted during this reporting period is lower 
when compared to previous reporting periods. 

 
The graph below shows the proportion of female police officers promoted on an annual basis. 

 

 
 

• There was no difference in the proportion of males and females who were promoted on a 
substantive basis for the reporting period between 01/04/2024 and 31/03/2025.  57% of 
female police officers and 57% of male police officers who were promoted during this 
reporting period were promoted on a substantive basis.  

 
The table below shows the proportion and number of male and female police officers who were 
promoted either on a temporary or substantive basis between 01/04/2024 and 31/03/2025. 
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Rank Promoted to between 
01/04/2024 and 31/03/205 

Female  
% 

Female  
No. 

Male  
% 

Male  
No. 

Chief Constable 0.00% 0 0.00% 0 
Deputy Chief Constable 0.00% 0 0.00% 0 
Assistant Chief Constable 25.00% 1 75.00% 3 
Chief Superintendent 58.33% 7 41.67% 5 
Superintendent 34.72% 25 65.28% 47 
Chief Inspector 27.69% 18 72.31% 47 
Inspector 27.63% 42 72.37% 110 
Sergeant 30.55% 95 69.45% 216 

 
• 16-20 years’ service was the most common for males and females, which reflects the 

overall most common service band for those promoted during this reporting period. The 
average length of service for females promoted during this reporting period was 18 years 
compared to 17 years for males. 
 

• For those promoted to the rank of sergeant, 11-15 years’ service was the most common 
service band for males and females, which reflects the overall profile for those promoted to 
the rank of sergeant. The average length of service for males promoted to the rank of 
sergeant was 14 years compared to 16 years for females.  

 
b. Age 

 
Age Group % No. 
16-24 0.00% 0 
25-34 11.36% 70 
35-44 54.87% 338 
45-54 32.31% 199 
55-64 1.46% 9 
65+ 0.00% 0 
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• 35-44 was the most common age group for those promoted during 2024/2025 and has 
been the trend since 2015/2016. This was also the trend for males and females  35-44 
reflects the most common age group in the Police Officer Workforce Profile by Age at 
31/03/2025.  
 

• The average age on promotion during 2024/2025 was 42 years’ old and is also the average 
age for both males and females on promotion. This is an older average age when 
compared to the overall average age of a police officer at 31/03/2025. 
 

• The most common age group on promotion to Sergeant was also the 35-44 age group for 
both males and females.  A higher proportion of males who were promoted to the rank of 
sergeant were in the 25-34 age group when compared to females. 
 

• The average age on promotion to the rank of sergeant was 40 years’ old, which is 
similar to the average age of a police officer at 31/03/2025. The average age on promotion 
to the rank of sergeant  for males was 39 years’ old and 40 years’ old for females.  

 

c. Disability 
 
Disability % No. 
Yes 2.76% 17 
No 87.99% 542 
Choose not to Disclose 9.25% 57 
Not Recorded - <5 

 
• The proportion of police officers promoted during 2024/2025 who identified as Yes was 

lower when compared to the Police Officer Disability Workforce Profile of 4.79% at 
31/03/2025. However, as identified under the Police Officer Rank Profile at 31/03/2025, 
there is likely to be under reporting of police officers identifying as Yes and is a trend 
identified during equality and diversity employment monitoring of Police Officer Promotion 
Processes. 
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• The 35-44 age group was the most common on promotion with an average age of 42 years’ 

old regardless of disability category. 
 

• The 35-44 age group was the most common on promotion to the rank of Sergeant for 
those identifying as Yes, No or Choose not to Disclose. 
 

• There was no common service band on promotion for those who identified as Yes 
compared to the 16-20 years’ service band for those identifying as No or Choose not to 
Disclose. 

 
• There was no common service band for those who identified as Yes and who were 

promoted to Sergeant compared to the 11-15 years’ service band for those who identified 
as No and 16-20 years’ service for those who Choose not to Disclose. 

 

d. Race 
 
Ethnic Origin % No. 
White Scottish 83.77% 516 
All Other White British 6.82% 42 
White Minority 1.14% 7 
BME 1.14% 7 
Choose not to Disclose 7.14% 44 
Not Recorded - <5 

 
• The proportion of police officers promoted during 2024/2025 who identified as BME was 

lower when compared to the Police Officer Workforce Profile by Race profile of 1.87% at 
31/03/2025. 
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• The proportion of police officers promoted during 2024/2025 who identified as White 
Minority was lower when compared to the Police Officer Workforce Profile by Race profile 
of 2.54% at 31/03/2025. 
 

• The 35-44 age group was the most common on promotion for all ethnic origin categories 
with the exception of those identifying as Choose not to Disclose where the 45-54 age 
group was the most common.  
 

• The most common age group on promotion to the rank of sergeant was the 35-44 age 
group for all ethnic origin categories. 
 

• 16-20 years’ service was the most common service band on promotion for those identifying 
as White Scottish, Other White British and Choose not to Disclose compared to the 11-15 
years’ service band for those identifying as BME. There was no common service band for 
those identifying as White Minority. 
 

• The most common service band on promotion to sergeant was the 11-15 years’ service 
band for those who identified as White Scottish, Other White British and BME.  The 6-10 
years’ service band was the most common for those who identified as White Minority and 
the 16-20 years’ service band for those who Choose not to Disclose. This was a similar 
trend when compared to the previous reporting period of 2023/2024. 
 

e. Religion or Belief 
 
Religion or Belief % No. 
Church of Scotland 21.92% 135 
Roman Catholic 10.88% 67 
Other Christian 2.44% 15 
All Other Religions - <5 
Other 0.97% 6 
None 47.08% 290 



OFFICIAL 

 

54 

 

OFFICIAL 

Religion or Belief % No. 
Choose not to disclose 16.23% 100 
Not Recorded - <5 

 
• The most common religion or belief for police officers promoted during this reporting period 

was None, which reflects the trend identified in the overall Police Officer Religion or Belief 
Workforce Profile at 31/03/2025.  When compared to previous reporting periods, the trends 
emerging within the Police Officer Religion or Belief Profile on an annual basis are also 
reflected in the Police Officer Promotion Profile. 
 

• The most common age group for those promoted during this reporting period who identified 
as None, Church of Scotland, Roman Catholic and Choose not to Disclose was the 35-44 
age group. The 45-54 age group was the most common for those identifying as Other 
Christian or Other and there was no common age group for those identifying as All Other 
Religions. 
 

• The most common age group on promotion to sergeant for those identifying as None, 
Church of Scotland, Roman Catholic and Choose not to Disclose was the 35-44 age group. 
There were no common age groups for those identifying as Other Christian, All Other 
Religions and other. 
 

• The 16-20 years’ service band was the most common on promotion for those who identified 
as None, Church of Scotland and Choose not to Disclose compared to the 21-25 years’ and 
11-15 years’ service bands for those identifying as Roman Catholic. There was no common 
service band for those who identified as Other Christian, All Other Religions or Other. 
 

• The most common service band on promotion to sergeant varied between the religion or 
belief categories. The 11-15 and 16-20 years’ service bands were equally the most 
common for those identifying as None and Choose not to Disclose. The 11-15 years’ 
service band was the most common for those identifying as Church of Scotland or Other. 
The 6-10 years’ service band was the most common for those identifying as Other Christian 
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and All Other Religions and there was no common service band for those identifying as 
Roman Catholic.  

 

f. Sexual Orientation 
 
Sexual Orientation % No. 
Lesbian/Gay/Bisexual (LGB) 3.90% 24 
Heterosexual 82.31% 507 
Choose not to Disclose 13.80% 85 
Not Recorded - <5 

 
• The proportion of police officers promoted during this reporting period who identified as 

LGB is not dissimilar to the overall Police Officer Sexual Orientation Workforce Profile of 
4.51% at 31/03/2025.  
 

• 35-44 was the most common age group for those promoted and who identified as LGB, 
Heterosexual or Choose not to Disclose. This was also the most common age group on 
promotion to sergeant for those identifying as LGB, Heterosexual or Choose not to 
Disclose.   

 
• 16-20 years’ service was the most common regardless of sexual orientation category. The 

most common service band on promotion to sergeant was 6-10 years’ service for those 
who identified as LGB compared to 11-15 years’ service for those who identified as 
Heterosexual and 16-20 years’ service for those who Choose not to Disclose. 

 

2. Promotion Process – Police Officers 

Work has continued to build a greater understanding about the trends and themes for police 
officers who undertake a promotion process. This section focuses on the themes and trends 
based on police officers who participated in a promotion process that concluded between 
01/04/2024 and 31/03/2025.  
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Note: 

• Where possible, profiles have been provided by each process. However, for some ranks 
there is an overall lack of diversity and coupled with small numbers it has not been possible 
to publish equality and diversity profiles in their entirety for the protected characteristics of 
Disability, Race, Religion or Belief and Sexual Orientation. This is to avoid potentially 
disclosing how an individual identified their protected characteristics. 

• Equality and diversity profiles at 31/03/2024 were used to benchmark when carrying out the 
promotion process monitoring  between 01/04/2024 and 31/03/2025. This was to  
determine how proportionate the applications were to the proportion of police officers in the 
rank applying for promotion. 
 

• 39% of police officers participating in a promotion process that concluded during 2024/2025 
were successful.  
 

The police officer promotion processes included for this profile are as follows:  
 

• Constable to Sergeant – 40% success rate. 
• *Sergeant to Inspector – 33% success rate 
• Inspector to Chief Inspector -  54% success rate. 
• Chief Inspector to Superintendent – 45% success rate (small number of applicants). 

 
Note:  * The 2023 Sergeant to Inspector process did not conclude until May 2024 and has been 
included in the profile for 2024/2025. 

 

a. Sex 
 
The overall profile for police officer promotion processes by sex between 01/04/2024 and 
31/03/2025 is noted in the table below. 
 



OFFICIAL 

 

57 

 

OFFICIAL 

Sex % 
Police 

Scotland 
Profile at 

31/03/2024 

%  
Applications 

Received 
Profile 

% 
Successful 
through the 

Process 
Profile 

% 
Success 

Rate 

Male 65.74% 75.39% 72.53% 37% 
Female 34.26% 24.61% 27.47% 43% 

 
• The proportion of applications received from female police officers was lower when 

compared to the Police Scotland Workforce Profile at 31/03/2024. 
 

• Female police officers had a higher success rate when compared to males during the 
promotion processes which concluded during 2024/2025. However, the profile of those 
successful through the process was still lower when compared to the Police Scotland 
Workforce Profile by Sex at 31/03/2024.  

 
The table below shows the profile of applications received for each promotion process and the 
profile of police officers successful through the whole process by sex. 

 
Promotion Process Applications 

Received 
Female Police 

Officers 
% 

Applications 
Received 

Male Police 
Officers 

% 

Successful 
through the 

Process 
Female Police 

Officers 
% 

Successful 
through the 

Process 
Male Police 

Officers 
% 

Constable to Sergeant 22.84% 77.16% 27.41% 72.59% 
Sergeant to Inspector 26.70% 73.30% 26.95% 73.05% 
Inspector to Chief 
Inspector 

24.53% 75.47% 29.82% 70.18% 

Chief Inspector to 
Superintendent 

30.00% 70.00% 25.93% 74.07% 
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The trends identified for each process showed the following: 
 

• Sergeant Process - The proportion of females applying for the sergeant process was lower 
when compared to the constables’ profile of 35.38% at 31/03/2024. The success rate for 
females participating in the sergeants’ process was 47% compared to 37% for male police 
officers. 
 

• Inspector Process – The proportion of females applying for the inspector process was 
lower when compared to the sergeants’ profile of 31.21% at 31/03/2024.  There was no 
difference in the success rate for males and females each with a success rate of 33%.  

 
• Chief Inspector Process - The proportion of females applying for the chief inspector 

process was lower when compared to the inspector profile of 26.79% at 31/03/2024. The 
success rate for females participating in the chief inspector process  was 65% compared to 
50% for males. 
 

• Superintendent Process - The proportion of females applying for the superintendent 
process was not too dissimilar to the chief inspector profile of 28.89% at 31/03/2024. The 
success rate for females participating in the superintendent process was 39% compared to 
48% of males. 

 

b. Age 
 
The overall profile for police officer promotion processes by age group concluded between 
01/04/2024 and 31/03/2025 is noted in the table below. 
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Age Group % 

Police 
Scotland 
Profile at 

31/03/2024 

%  
Applications 

Received 
Profile 

% 
Successful 
through the 

Process 
Profile 

% 
Success 

Rate 

18-24 3.91% 0.00% 0.00% n/a 
25-34 29.89% 14.50% 17.37% 46% 
35-44 38.18% 51.49% 56.36% 42% 
45-54 25.34% 31.74% 25.05% 31% 
55-64 2.65% 2.27% 1.21% 21% 
65+ 0.02% 0.00% 0.00% n/a 

The 35-44 age group was the most common for those undertaking a promotion process during 
2024/2025 and reflected the most common age group for police officers at 31/03/2024.   The 25-
34 age group had the highest success rate and is likely to be linked to the sergeants’ process as 
noted below. 
 

• Sergeant Process – the 35-44 age group was the most common for those who submitted 
an application and for those who were successful at the sergeant’s process.  The 25-34 age 
group had the highest success rate. The 25-34 age group was the second most common 
age group for applications received. 
 

• Inspector Process – the 35-44 age group was the most common for those who submitted 
an application form and for those who were successful through the process.  It was also the  
age group with the highest success rate. 

• Chief Inspector Process - the 45-54 age group was the most common for those who 
submitted an application and for those who were successful through the process.   It was 
also the age group with the highest success rate.  
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• Superintendent Process - the 45-54 age group was the most common for those who 
submitted an application and who were successful through the process.  However, those in 
the 35-44 age group had the highest success rate for this process. 

 
c. Disability 
 
Disability Category Police 

Scotland 
Profile at 

31/03/2024 

%  
Applications 

Received 
Profile 

% 
Successful 
through the 

Process Profile 

% 
Success 

Rate 

Yes 4.35% 4.55% 1.62% 14% 
No 84.52% 85.50% 90.10% 41% 
Choose not to Disclose 7.88% 9.95% 8.28% 32% 
Not Recorded 3.25% 0.00% 0.00% n/a 

 
• The proportion of applications received for police officers undertaking a promotion process 

who identified as Yes is not too dissimilar to the Police Scotland profile at 31/03/2024.  
However, the profile for those successful through the whole process was lower for those 
who identified as Yes.  Those identifying as Yes also had the lowest success rate.   

 
Reasonable Adjustments 
 

Note: It is important to note that those who had a reasonable adjustment implemented were not 
necessarily the same police officers who voluntarily identified as Yes as noted in the above table.  

  
• 4.78% of police officers who submitted an application for a promotion process that 

concluded between 01/04/2024 and 31/03/2025, had a reasonable adjustment 
implemented.  
 

• 7.07% of police officers who were successful at a promotion process that concluded 
between 01/04/2024 and 31/03/2025 had a reasonable adjustment implemented.  57% of 
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police officers who had a reasonable adjustment implemented were successful. This shows 
that a higher proportion of police officers who had a reasonable adjustment implemented 
were successful through the process when compared to those who identified as Yes.  

 
The Police Officer Disability Profile at 31/03/2025, identified under-recording on SCOPE in relation 
to police officers who identify as Yes.  This trend would appear to be reflected within the Police 
Officer Promotion Process profile for 2024/2025. 

 

d. Race 
 
Race Category Police 

Scotland 
Profile at 

31/03/2024 

%  
Applications 

Received 
Profile 

% 
Successful 
through the 

Process 
Profile 

% 
Success 

Rate 

White Scottish 78.11% 81.27% 85.86% 41% 
Other White British 8.25% 7.37% 5.86% 31% 
White Minority 2.44% 1.18% 0.61% 20% 
BME 1.82% 1.41% 0.81% 22% 
Choose not to Disclose 6.08% 8.62% 6.67% 30% 
Not Recorded 3.30% 0.16% 0.20% 50% 

 
• There would appear to be a lower proportion of police officers identifying as BME or White 

Minority who participated in a promotion process concluded during 2024/2025 when 
compared to the Police  Officer Race Profile at 31/03/2024.  The number of police officers 
who identified as White Minority or BME participating in the promotion processes was small.  
However, as identified in the Police Officer Race Workforce Profile, there are links between 
the length of service and ethnic origin categories, which are likely to be a factor. 
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e. Religion or Belief 
 
Religion or Belief 
Category 

% 
Police 

Scotland 
Profile at 

31/03/2024 

%  
Applications 

Received 
Profile 

% 
Successful 
through the 

Process 
Profile 

% 
Success 

Rate 

Church of Scotland 16.12% 20.45% 18.18% 34% 
Roman Catholic 10.65% 9.64% 8.89% 36% 
Other Christian 2.28% 1.88% 1.62% 33% 
All Other Religions 1.03% 0.78% 0.81% 40% 
Other 1.18% 1.10% 0.81% 29% 
None 53.48% 49.29% 53.74% 42% 
Choose not to Disclose 11.87% 16.61% 15.96% 37% 
Not Recorded 3.37% 0.24% 0.00% 0% 

 
• None was the most common religion or belief category for applications received and for 

those successful through the promotion processes during 2024/2025.  This reflects the 
trends seen in the Police Officer Religion or Belief Workforce Profile and the Police Officer 
Rank Profile. Those identifying as None had the highest success rate. 
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e. Sexual Orientation 
 
Sexual Orientation 
Category 

% 
Police 

Scotland 
Profile at 

31/03/2024 

%  
Applications 

Received 
Profile 

% 
Successful 
through the 

Process 
Profile 

% 
Success 

Rate 

Lesbian/Gay/ Bisexual 
(LGB) 

4.36% 5.09% 5.45% 42% 

Heterosexual 81.45% 81.11% 82.42% 39% 
Other 0.00% 0.00% 0.00% 0% 
Choose not to Disclose 10.82% 13.56% 12.12% 35% 
Not Recorded 3.37% 0.24% 0.00% 0% 

 
• The proportion of applications received for police officers who identified as LGB was similar 

to the Police Scotland profile at 31/03/2024.  The proportion of police officers successful at 
the promotion process during 2024/2025 was also similar. Those identifying as LGB had 
the highest success rate.  However, the number was small. 
 
 

3. Promotions Police Staff 
 
The equality and diversity profile by each of the protected characteristics is highlighted below for 
police staff who were promoted between 1 April 2024 and 31 March 2025. The opportunities to 
apply for promotion are not comparable on an annual basis.  However, trends that emerge will be 
identified under each relevant protected characteristic.  
 
The career grade structure and promotion process differ for police staff and does not follow the 
same format as police officers. Police staff apply for a specific role at a higher grade. 
 
Please note there are small numbers for some of the protected characteristic categories. 
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• Grade 4 was the most common grade overall for police staff who were promoted during this 
reporting period. 
 

• 16% of police staff were promoted into roles grade 8 and above during this reporting period. 
 

a. Sex 
 
Sex % No. 
Male 40.14% 112 
Female 59.86% 167 

 
• A higher proportion of male police staff were promoted compared to the Police Staff 

Workforce Profile of 38.04% at 31/03/2025. 
 

Grade Promoted To between 
01/04/2024 and 31/03/2025 

Female  
% 

Female  
No. 

Male  
% 

Male  
No. 

Director 0.00% 0 100.00% 1 
Grade 14 100.00% 1 0.00% 0 
Grade 13 0.00% 0 0.00% 0 
Grade 12 25.00% 1 75.00% 3 
Grade 11 100.00% 2 0.00% 0 
Grade 10 33.33% 1 66.67% 2 
Grade 9 22.22% 4 77.78% 14 
Grade 8 62.50% 10 37.50% 6 
Grade 7 35.90% 14 64.10% 25 
Grade 6 44.00% 22 56.00% 28 
Grade 5 76.00% 38 24.00% 12 
Grade 4 75.00% 57 25.00% 19 
Grade 3 86.67% 13 13.33% 2 
Grade 2 100.00% 4 0.00% 0 
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• A higher proportion of male police staff were promoted into roles that were grades 8 or 
above. 23% of males were promoted into roles grade 8 and above compared to 11% of 
females. 
 

b. Age 
 
Age Group % No. 
16-24 3.58% 10 
25-34 30.82% 86 
35-44 28.67% 80 
45-54 27.24% 76 
55-64 9.68% 27 
65+ 0.00% 0 

 
• The 25-34 age group was the most common for police staff promoted during this reporting 

period.  The overall age demographic appears younger for those who were promoted when 
compared to the most common age group of 45-54 within the Police Staff Age Workforce 
Profile at 31/03/2025. However, the 45-54 age group was the most common for male police 
staff who were promoted compared to 25-34 for female police staff. 
 

• Grade 4 was the most common grade on promotion for age groups 16-24, 25-34 and 35-44.  
Grade 6 was the most common for those in the 45-54 age group and grades 5 and 6 were 
equally the most common for those in the 55-64 age group.  

 

c. Disability 
 

Disability % No. 
Yes 5.73% 16 
No 90.32% 252 
Chose not to Disclose 2.51% 7 
Not Recorded - <5 
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• A lower proportion of police staff who identified as Yes were promoted when compared to 

the Police Staff Disability Workforce Profile of 7.88% at 31/03/2025. This is likely to be 
linked to the younger age demographic of those who were promoted during this reporting 
period. The most common age group within the Police Staff Disability Workforce Profile at 
31/03/2025 for those who identified as Yes was the 45-54 age group. There was no 
common age group for police staff who were promoted and who identified as Yes during 
this reporting period. 
 

• Grade 4 was the most common on promotion for police staff who identified as Yes or No. 
There was no common grade for those who Choose not to Disclose. 
 

• A higher proportion of those who were promoted into Grades 8 and above identified as Yes 
when compared to those who identified as No. 
 

d. Race 
 
Ethnic Origin  % No. 
White Scottish 86.02% 240 
All Other White British 7.53% 21 
White Minority 2.87% 8 
BME - <5 
Choose not to Disclose - <5 
Not Recorded - <5 

 
• The proportion of BME police staff promoted during this reporting period was lower when 

compared to the Police Staff Race Workforce Profile of 2.49% at 31/03/2025.  
 

• The proportion of White Minority police staff promoted was higher when compared to the 
Police Staff Race Workforce Profile of 1.94% at 31/03/2025. 

 



OFFICIAL 

 

67 

 

OFFICIAL 

e. Religion or Belief 
 
Religion or Belief % No. 
Church of Scotland 17.92% 50 
Roman Catholic 15.77% 44 
Other Christian - <5 
All Other Religions - <5 
Other - <5 
None 57.35% 160 
Choose not to disclose 3.94% 11 
Not Recorded - <5 

 
• None was the most common religion or belief for police staff promoted during this reporting 

period, which follows the trend in the overall Police Staff Religion or Belief Workforce Profile 
at 31/03/2025. 
 

• The trends in the Police Staff Promotion Profile for this reporting period reflect the links to 
age and religion or belief as identified in the Police Staff Workforce Profile by Religion or 
Belief. 
 

f. Sexual Orientation 
 
Sexual Orientation % No. 
Lesbian/Gay/Bisexual (LGB) 3.94% 11 
Heterosexual 88.89% 248 
Choose not to Disclose 5.73% 16 
Not Recorded - <5 

 
• The proportion of police staff who identified as LGB and who were promoted during this 

reporting period was similar when compared to the Police Staff Sexual Orientation 
Workforce Profile of 4.52% at 31/03/2025.   
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• There was no common grade on promotion for police staff who identified as LGB.  Grade 4 

was the most common for those who identified as Heterosexual.  
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Recruitment 

Note: The profile and insights for recruitment processes are reported separately. 

1. Newly Appointed – Police Officers, Police Staff and Special 
Constables 

The following profile includes police officers, police staff and special constables newly appointed to 
Police Scotland between 01/04/2024 and 31/03/2025.  

• The system that records the external recruitment process sits separately to the Police 
Scotland HR system (SCoPE) and does not automatically update because the data is 
collected for different purposes. This means that there is a delay for police officers and 
special constables getting access to update their equality and diversity data, which is 
usually done on completion of their initial training. This explains the higher proportion of 
data that is Not Recorded within this report.  For this reason, the analysis is based on what 
is known at the time the data was extracted from SCoPE and narrative may not be 
provided. 

• 53% of data for newly appointed special constables is unknown for the protected 
characteristics of Disability, Race, Religion or Belief and Sexual Orientation and for this 
reason the profiles cannot be published due to the small number. 

• Grade 3 was the most common grade for newly appointed police staff during this reporting 
period.  This follows the trend for the most common grade within the Police Staff Grade 
Profile at 31/03/2025.  4% of police staff were newly appointed into roles that were Grade 8 
or above. 
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a. Sex 

 
Sex Police 

Officer  
% 

Police 
Officer 

No. 

Police 
Staff  

% 

Police 
Staff  
No. 

Special 
Constable 

% 

Special 
Constable 

No. 
Male 66.31% 675 38.75% 215 69.35% 43 
Female 33.69% 343 61.25% 343 30.65% 19 

Police Officer 

• The proportion of newly appointed female police officers is similar when compared to the 
overall Police Officer Workforce Profile by Sex at 31/03/2025.   

The following graph shows the proportion of newly appointed female police officers for each 
reporting period since 2014/2015. 
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Police Staff 

• The proportion of newly appointed male police staff is similar when compared to the Police 
Staff Workforce Profile by Sex at 31/03/2025.   

The following graph shows the proportion of newly appointed male police staff since 
2014/2015. 

 

• The graph shows that the proportion of newly appointed male police staff has been 
decreasing since the 2020/2021 reporting period. 

The following table shows the grade profile for newly appointed police staff between 01/04/2024 
and 31/03/2025.    
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Grade Female  

% 
Female 

No. 
Male  

% 
Male 
No. 

Director 0.00% 0 0.00% 0 
Grade 14 0.00% 0 0.00% 0 
Grade 13 100.00% 1 0.00% 0 
Grade 12 0.00% 0 100.00% 1 
Grade 11 0.00% 0 100.00% 1 
Grade 10 100.00% 2 0.00% 0 
Grade 9 66.67% 2 33.33% 1 
Grade 8 26.67% 4 73.33% 11 
Grade 7 54.17% 13 45.83% 11 
Grade 6 27.78% 10 72.22% 26 
Grade 5 51.61% 32 48.39% 30 
Grade 4 49.24% 65 50.76% 67 
Grade 3 76.15% 166 23.85% 52 
Grade 2 77.36% 41 22.64% 12 
Grade 1 58.33% 7 41.67% 5 

 
• Grade 3 was the most common grade for newly appointed female police staff compared to 

grade 4 for male police staff.  
 

• 3% of female police staff and 6% of male police staff were newly appointed into roles that 
were grade 8 or above between 01/04/2024 and 31/03/2025.  

Special Constable 

• The proportion of newly appointed female special constables reflects the Special Constable 
Workforce Profile by Sex at 31/03/2025 and is consistent with the previous reporting period 
at 31/03/2024.  
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The following graph shows the proportion of newly appointed female special constables since 
2014/2015 and shows that the proportion of female special constables has fluctuated across 
each of the reporting periods. 

 
 

b. Age 

 
Age Group Police 

Officer  
% 

Police 
Officer 

No. 

Police 
Staff  

% 

Police 
Staff  
No. 

Special 
Constable 

% 

Special 
Constable 

No. 
16-24 51.28% 522 17.68% 99 45.16% 28 
25-34 37.23% 379 31.07% 174 25.81% 16 
35-44 9.33% 95 17.86% 100 8.06% 5 
45-54 1.96% 20 20.00% 112 14.52% 9 
55-64 0.20% 2 12.32% 69 6.45% 4 
65+ 0.00% 0 1.07% 6 0.00% 0 
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Police Officer 
 

• The average age of a newly appointed police officer for this reporting period was 26 years’ 
old. 

• We have seen a change in the most common age group for newly appointed police officers, 
for this reporting period, where the 16-24 age group was the most common.  Previously, the 
25-34 age group had been the most common and had been the trend since 2017/2018. 

Police Staff 

• The average age of newly appointed police staff was 38 years’ old. This was not too 
dissimilar to previous reporting periods. 

• The 25-34 age group continues to be the most common for newly appointed police staff and 
has been the trend since 2015/2016. 

• Grade 3 was the most common grade across each of the age groups.  
 

Special Constable 
 

• The average age of a newly appointed special constable was 31 years’ old.  
 

• The 18-24 age group was the most common for this reporting period and reflects the 
general trend over previous reporting periods.   
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c. Disability 
 

Disability Police 
Officer  

% 

Police 
Officer 

No. 

Police 
Staff  

% 

Police 
Staff 
 No. 

Yes 3.24% 33 6.79% 38 
No 57.27% 583 81.43% 456 
Choose not to Disclose 1.28% 13 3.21% 18 
Not Recorded 38.21% 389 8.57% 48 

 
Police Staff 
 

• The proportion of newly appointed police staff was not too dissimilar to the Police Staff 
Disability Profile at 31/03/2025.  This has been the highest proportion of newly appointed 
police staff who have identified as Yes. 
 

• Grade 3 was the most common grade for newly appointed police staff who identified as 
either Yes or No, which reflects the most common grade for those newly appointed overall.   

• The proportion of police staff who identified as Yes who were newly appointed into roles 
grade 8 or above is lower when compared to the overall proportion for those newly 
appointed. 
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d. Race 
 

Ethnic Origin Police 
Officer 

% 

Police 
Officer 

No. 

Police 
Staff  

% 

Police 
Staff 
No. 

White Scottish 50.20% 511 73.57% 412 
All Other White British 5.50% 56 8.21% 46 
White Minority 3.34% 34 3.39% 19 
BME 2.65% 27 5.71% 32 
Choose Not to Disclose - <5 - <5 
Not Recorded 38.21% 389 8.57% 48 

Police Officer 

• The most common ethnic origin categories for newly appointed police officers identifying as 
BME was Pakistani or Mixed or Multiple Ethnic Groups. 

• The most common ethnic origin category for newly appointed police officers identifying as 
White Minority was Other White Ethnic Group or White Polish. 

 

Police Staff 

• The most common ethnic origin category for newly appointed police staff identifying as 
BME was Indian.  

• The most common ethnic origin category for newly appointed police staff identifying as 
White Minority was Other White Ethnic Group.    

• Grade 3 was the most common grade for newly appointed police staff who identified as 
White Scottish, Other White British, White Minority and for those whose information was not 
recorded.  Grades 4 and 5 were the most common for newly appointed police staff who 
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identified as BME.  There was no common grade for newly appointed police staff who 
Choose not to Disclose.  

• The proportion of police staff who identified as BME who were newly appointed into roles 
that were grade 8 or above is higher when compared to the overall proportion for those 
appointed to roles grade 8 and above. However, the number was small. 
 
 

e. Religion or Belief 
 

Religion or Belief Police 
Officer 

% 

Police 
Officer 

No. 

Police 
Staff  

% 

Police 
Staff 
No. 

Church of Scotland 4.13% 42 11.96% 67 
Roman Catholic 6.29% 64 10.89% 61 
Other Christian 2.16% 22 2.86% 16 
All Other Religions 1.28% 13 2.50% 14 
Other 0.49% 5 0.89% 5 
None 44.99% 458 60.00% 336 
Choose Not to Disclose 2.46% 25 2.32% 13 
Not Recorded 38.21% 389 8.57% 48 

Police Officer 

• Despite a high proportion of data that is not recorded, None would appear to be the most 
common religion or belief, which follows the trends in the overall Police Officer Religion or 
Belief Workforce Profile at 31/03/2025. 

Police Staff 

• None continues to be the most common religion or belief for newly appointed police staff 
and reflects the trends identified in the overall Police Staff Religion or Belief Workforce 
Profile at 31/03/2025.  
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• The most common religion or belief for newly appointed police staff who identified as All 
Other Religions was Muslim.  This reflects the trend within the overall Police Staff Religion 
or Belief Workforce Profile at 31/03/2025. 

• Grade 3 was the most common grade for newly appointed police staff with the exception of 
Church of Scotland and All Other Religions where Grade 4 was one of the most common 
grades on appointment.  

 

f. Sexual Orientation 
 

Sexual Orientation Police 
Officer 

% 

Police 
Officer 

No. 

Police 
Staff  

% 

Police 
Staff 
No. 

Lesbian / Gay / Bisexual (LGB) 5.11% 52 8.04% 45 
Heterosexual 54.81% 558 79.46% 445 
Choose Not to Disclose 1.87% 19 3.93% 22 
Not Recorded 38.21% 389 8.57% 48 

 
Police Staff 

• Grade 3 was the most common grade for police staff regardless of sexual orientation 
category. 
 

• Grade 7 and below were the most common grades for those who identified as LGB. This is 
likely to be linked to newly appointed police staff being a younger demographic when 
compared to those who identified as Heterosexual. 
 

g. Transgender Identity 
 
The information below includes all newly appointed police officers, police staff and special 
constables due to very small numbers of staff who identified as Transgender. 
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Transgender Identity % No. 
Yes - <5 
No 71.16% 1167 
Choose Not to Disclose - <5 
Not Recorded 28.66% 470 

• The proportion of newly appointed police officers, police staff and special constables would 
appear to reflect the overall Police Scotland Transgender Workforce Profile at 31/03/2025 
for those who identified as Yes.  
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Leavers 

The Leavers Profile covers the reporting period 01/04/2024 to 31/03/2025. 

Key points relevant to the profile are as follows: 

• 56% of police officers and 31% of police staff leavers left through retirement. 

• 30% of police officers and 36% of police staff leavers resigned from Police Scotland. 

• 26-30 years’ service was the most common service band for police officers who left during 
this reporting period.  This is linked to retirement being the most common reason for 
leaving. 
 

• 0-2 years’ service was the most common service band for police staff who left during this 
reporting period. 
 

• 3-5 years’ service was the most common service band for special constables who left 
during this reporting period. 
 

• The number of special constables is low for some protected characteristics and meaningful 
analysis cannot be provided. 

 

a. Sex 

 
Sex Police 

Officer  
% 

Police 
Officer  

No. 

Police 
Staff  

% 

Police 
Staff  
No. 

Special 
Constable 

% 

Special 
Constable 

No. 
Male 69.30% 578 35.68% 167 70.49% 43 
Female 30.70% 256 64.32% 301 29.51% 18 
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Police Officers 

• The proportion of female police officer leavers was lower when compared to the overall 
Police Officer Workforce profile of 34.40% at 31/03/2025.  

The following graph shows the proportion of female police officers who left since the 2013-
2014 reporting period with the Workforce Profile noted for comparison purposes. 

 

• Retiral continues to be the most common reason for leaving for both male and female 
police officers. This has been the trend since the 2016-2017 reporting period.  

• 26-30 years’ service was the most common service band for males and females who left 
during this reporting period. 

The following graph shows the proportion of male and female police officers who retired from 
Police Scotland for each noted reporting period. The graph shows that the proportion of males 
who retired continues to decrease and is the lowest proportion to date.  The proportion of females 
who retired during this reporting period has increased and is similar to the proportion of males who 
retired. Trends will continue to be monitored. 
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• A higher proportion of male police officers who retired were in a promoted rank of sergeant 
and above when compared to females who retired. 

• 43% of females who retired were in the ranks of sergeant and above and 57% were in the 
rank of constable compared to 52% of males who retired who were in the ranks of sergeant 
and above and 48% were in the rank of constable. 
 

The following graph shows the proportion of male and female police officers who resigned from 
Police Scotland for each noted reporting period.   The graph shows that during the latest reporting 
period, the proportion of male police officers who resigned has increased and the proportion of 
female police officers resigning has decreased when compared to the previous reporting period for 
2023/2024.  
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• For this reporting period the proportion of male and female police officers who resigned 
during 2024/2025 is similar. 
 

• There was no difference in the average length of service on resignation for male and female 
police officers, with an average length of service of seven years. The 0-2 years’ service 
band was the most common for both male and female police officers who resigned.  The 6-
10 years’ service band was the next most common service band for both males and 
females. 

• There was no difference in the proportion of males and females who resigned and held the 
ranks of sergeant and above. 8% of females and 8% of males who resigned held the rank 
of sergeant and above. 
 

Trends identified for other reasons for leaving during this reporting period are as follows: 

• There was no significant difference in the proportion of male and female police officers who 
were dismissed from Police Scotland. 
 

• A higher proportion of female police officers left Police Scotland on medical retirement. 
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• A higher proportion of male police officers transferred to another police force.  

Police Staff 

• The proportion of male police staff leavers was lower when compared to the Police Staff 
Workforce Profile of 38.04% at 31/03/2025. 
 

• Resignation was the most common reason for leaving for female police staff and retirement 
was the most common reason for leaving for male police staff.    
 

• Female police staff had a higher average length of service on resignation compared to male 
police staff. The average length of service on resignation for female police staff was six 
years compared to three years for male police staff.  The 0-2 years’ service band was the 
most common for both male and female police staff on resignation.  However, 60% of male 
police staff who resigned had 0-2 years’ service compared to 49% of female police staff 
who resigned.  
 

• A higher proportion of male police staff retired when compared to female police staff.   
 

• Female police staff had a higher average length of service on retiral when compared to 
male police staff.  The average length of service on retirement was 24 years for female 
police staff and 19 years for male police staff. The most common service band for female 
police staff who retired was the 30+ service band compared to the 11-15 years’ service 
band for male police staff.   

Trends identified for other reasons for leaving during this reporting period are as follows: 

• A higher proportion of male police staff  joined Police Scotland to become a probationary 
constable.  5% of male police staff leavers joined Police Scotland as a police officer 
compared to 3% of female police staff leavers.  
 

• A higher proportion of female police staff left during this reporting period on voluntary 
redundancy. 
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Special Constables 

• The proportion of female special constable leavers was similar when compared to the 
overall Special Constable Workforce Profile of 31.17% at 31/03/2025. 

• Resignation was the most common reason for leaving for both male and female special 
constables as anticipated in this voluntary role. 

• The average length of service on resignation for a female special constable was seven 
years compared to 14 years for a male special constable. The 0-2 years’ and 11-15 years’ 
service bands were the most common for male special constables who resigned compared 
to the 3-5 years’ service band for female special constables. 

• A higher proportion of male special constable leavers joined as a probationary constable 
with Police Scotland when compared to female special constable leavers. 16% of male 
special constable leavers joined as probationary constable compared to 11% of female 
special constable leavers. 
 

• The average length of service for male and female special constables who resigned to join 
as a probationary constable was three years’ service, with the 3-5 years’ service band being 
the most common.  

 

b. Age 
 

Age Group Police 
Officer  

% 

Police 
Officer  

No. 

Police 
Staff  

% 

Police 
Staff  
No. 

Special 
Constable 

% 

Special 
Constable 

No. 
16-24 3.60% 30 5.13% 24 16.39% 10 
25-34 16.67% 139 13.25% 62 22.95% 14 
35-44 14.27% 119 12.82% 60 16.39% 10 
45-54 45.80% 382 15.81% 74 11.48% 7 
55-64 19.54% 163 33.97% 159 22.95% 14 
65+ 0.12% 1 19.02% 89 9.84% 6 
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Police Officers 
 

• The 45-54 age group was the most common for police officer leavers, this is an older 
demographic when compared to the overall Police Officer Age Workforce Profile at 
31/03/2025. This is linked to retirement being the most common reason for leaving.  
 

• Police officers who resigned were a younger demographic, where 25-34 was the most 
common age group with an average age of 34 years’ old.  
 

• The 35-44 age group was the most common for female police officers who resigned 
compared to the 25-34 age group for male police officers. However, the average age for 
both male and female police officers who resigned was 34 years’ old. 
 

Police Staff 
 

• The 55-64 age group was the most common for police staff leavers, this was an older 
demographic when compared to the overall Police Staff Age Workforce Profile at 
31/03/2025, where the most common age group was 45-54. 
 

• The most common age group on Resignation for police staff was the 25-34 age group, with 
an average age of 40 years’ old.  The most common age group for female police staff who 
resigned was older, with the 45-54 age group being the most common. 25-34 was the most 
common age group for male police staff who resigned. 

 
• The 55-64 age group was the most common for police staff who retired, with an average 

age of 63 years’ old.  The 55-64 age group was also the most common for female police 
staff.  However, the 65+ age group was the most common for male police staff. 

 
• The most common age group for police staff who left on Voluntary Redundancy was the 55-

64 age group, with an average age of 56 years’ old. This was also the trend for male and 
female police staff. 
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Special Constables 
 

• The 25-34 age group continues to be the most common age group for special constable 
leavers. However, the 55-64 age group was equally the most common age group for this 
reporting period. 
 
 

c. Disability 
 

Disability Police 
Officer 

% 

Police 
Officer 

No. 

Police 
Staff  

% 

Police 
Staff 
No. 

Yes 6.59% 55 10.90% 51 
No 78.78% 657 80.13% 375 
Choose Not to Disclose 10.31% 86 5.98% 28 
Not Recorded 4.32% 36 2.99% 14 

 
Police Officers 

• The proportion of police officer leavers who identified as Yes was higher when compared to 
the overall Police Officer Disability Workforce Profile of 4.79% at 31/03/2025.  This is likely 
to be linked to the retirement being the most common reason for leaving and the 45-54 age 
group being one of the most common age groups for those who identify as Yes. 

• Retiral was the most common reason for leaving for those who identified as Yes, No or 
Choose not to Disclose.  Resignation was the most common reason for those whose 
information was not recorded. 

Police Staff 

• The proportion of police staff leavers who identified as Yes was higher when compared to 
the overall Police Staff Disability Workforce profile of 7.88% at 31/03/2025.  This is likely to 
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be linked to 69% of police staff leavers being aged 45 and over and the link between age 
and disability, which is also the trend within the Police Staff Disability Workforce Profile at 
31/03/2025. 
 

• Resignation or Redundancy was the most common reason for leaving for those who 
identified as Yes compared to Resignation or Retirement for those who identified as No and 
Retirement for those who identified as Choose not to Disclose.  

 
 

d. Race 
 

Ethnic Origin Police 
Officer 

% 

Police 
Officer 

No. 

Police 
Staff  

% 

Police 
Staff 
No. 

White Scottish 73.50% 613 81.62% 382 
All Other White British 8.87% 74 8.33% 39 
White Minority 2.40% 20 1.71% 8 
BME 2.28% 19 2.14% 10 
Choose Not to Disclose 8.63% 72 3.21% 15 
Not Recorded 4.32% 36 2.99% 14 

 
Police Officers 

 
• The proportion of police officer leavers identifying as BME was similar to the overall Police 

Officer Race Workforce Profile of 1.87% at 31/03/2025. 
 

• For police officer leavers identifying as White Minority, the proportion was similar to the 
Police Officer Race Workforce Profile of 2.54% at 31/03/2025.   
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• Retiral was the most common reason for leaving for those who identified as White Scottish, 
Other White British, BME and Choose not to Disclose.  Resignation was the most common 
reason for those who identified as White Minority or whose ethnic origin was not recorded.   
 

• The most common service bands align with the most common reasons for leaving with 
those identifying as White Minority or those who data was not recorded having shorter 
lengths of service compared to White Scottish, Other White British, BME or Choose not to 
Disclose having longer lengths of service. 

Police Staff 

• The proportion of police staff leavers identifying as BME was similar to the Police Staff 
Race Workforce Profile of 2.49% at 31/03/2025.   
 

• The proportion of police staff leavers identifying as White Minority was similar to the Police 
Staff Race Workforce Profile of 1.94% at 31/03/2025.  

 
• Resignation was the most common reason for leaving for those who identified as Other 

White British, White Minority and BME.  Resignation and retirement were equally the most 
common for those identifying as White Scottish. There was no common reason for those 
identifying as Choose not to Disclose. 
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e. Religion or Belief 
 

 
Religion or Belief 

Police 
Office 

% 

Police 
Officer 

No. 

Police 
Staff  

% 

Police 
Staff 
No. 

Church of Scotland 21.58% 180 27.56% 129 
Roman Catholic 10.19% 85 14.96% 70 
Other Christian 3.72% 31 2.78% 13 
All Other Religions 0.96% 8 - <5 
Other  0.96% 8 1.28% 6 
None 41.49% 346 39.53% 185 
Choose Not to Disclose 16.55% 138 10.04% 47 
Not Recorded 4.56% 38 2.99% 14 

 
• None was the most common religion or belief for police officers, police staff and special 

constable leavers during this reporting period and reflects the trend in the Religion or Belief 
Workforce Profiles at 31/03/2025. However, the proportion of leavers identifying as None 
was lower when compared to the Religion or Belief Workforce Profiles. 
 

• The proportion of police officers and police staff leavers identifying as Church of Scotland is 
higher when compared to the Religion or Belief Workforce Profiles at 31/03/2025 and this is 
likely to be linked to age and how individuals identify their religion or belief.  This trend is 
reflected within the 2022 Census for Scotland.  

 
Police Officers 

 
• Retiral was the most common reason for leaving across each of the Religion or Belief 

categories. Resignation was the most common reason for those whose data was not 
recorded. 
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Police Staff  

• Resignation was the most common reason for police staff leavers who identified as None, 
All Other Religions, Other Christian and for those who data was not recorded.  Retirement 
was the most common reason for police staff leavers who identified as Church of Scotland, 
Other and Choose not to Disclose.  Resignation and retirement were equally the most 
common reasons for police staff leavers who identified as Roman Catholic. 
 

f. Sexual Orientation 
 

Sexual Orientation Police 
Officer 

% 

Police 
Officer 

No. 

Police 
Staff  

% 

Police 
Staff 
No. 

Lesbian/Gay/Bisexual (LGB) 3.24% 27 2.14% 10 
Heterosexual 78.30% 653 85.47% 400 
Choose Not to Disclose 14.03% 117 9.40% 44 
Not Recorded 4.44% 37 2.99% 14 

 
Police Officers 
 

• The proportion of police officer leavers identifying as LGB was lower than the Police Officer 
Sexual Orientation Workforce Profile of 4.51% at 31/03/2025. 
 

• Resignation was the most common reason for leaving for those who identified as LGB or 
whose data was not recorded. Retiral was the most common for those who identified as 
Heterosexual or Choose not to Disclose. 

 
• Overall, 45-54 was the most common age group for leavers who identified as LGB, 

Heterosexual or Choose not to Disclose.   The 25-34 age group was the most common for  
those who resigned and identified as LGB or Heterosexual. 
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Police Staff 
 

• The proportion of police staff leavers identifying as LGB was lower when compared to the 
Police Staff Sexual Orientation Workforce Profile of 4.52% at 31/03/2025. 
 

• Resignation continues to be the most common reason for leaving for police staff who 
identify as LGB or Heterosexual during this reporting period. 

 
 

g. Transgender Identity 
 
• For the reporting period 2024/2025, <1% of leavers identified as Yes, which reflects the Police 

Scotland Transgender Workforce Profile at 31/03/2025. This includes police officers, police 
staff and special constables. 


	REP C 20251125 ITEM 3.3 - Bi-Annual Policing Together Report
	PURPOSE
	RECOMMENDATIONS

	REP C 20251125 ITEM 3.3 Appendix A -  6 Monthly PT Performance Report Q1&2 v0.2
	Introduction
	Summary
	Policing Together Implementation Plan Tracker.
	Policing Together Implementation Plan Progress Reporting.
	Measuring Impact
	Appendix A – Measures / Insights

	REP C 20251125 ITEM 3.3 Appendix B -  EDI Monitoring Report 2024 to 2025 v1.0
	Introduction
	Equality & Diversity Workforce Profiles
	a. Sex
	Police Officers
	Police Staff

	b. Age
	Police Officers
	Police Staff
	Special Constables

	c. Disability
	Police Officers
	Police Staff
	Special Constables

	d. Race
	Police Officers
	Police Staff
	Special Constables

	e. Religion or Belief
	f. Sexual Orientation
	Police Officers
	Police Staff
	Special Constables

	g. Transgender Identity

	Occupational Segregation
	1. Vertical Segregation
	a. Sex
	Age
	Disability
	Race
	Religion or Belief
	Sexual Orientation
	Sex
	Age
	Disability
	Race
	Religion or Belief
	Sexual Orientation

	2. Horizontal Segregation
	Police Officers
	Police Staff


	Pay Gap Reporting
	Gender Pay Gap
	Pay Gaps by Disability, Race and Sexual Orientation
	Disability
	Race
	Sexual Orientation


	Development and Retention
	1. Promotion Profile – Police Officers
	a. Sex
	b. Age
	c. Disability
	d. Race
	e. Religion or Belief
	f. Sexual Orientation

	2. Promotion Process – Police Officers
	a. Sex
	b. Age
	c. Disability
	d. Race
	e. Religion or Belief
	e. Sexual Orientation

	3. Promotions Police Staff
	a. Sex
	b. Age
	c. Disability
	d. Race
	e. Religion or Belief
	f. Sexual Orientation


	Recruitment
	1. Newly Appointed – Police Officers, Police Staff and Special Constables
	a. Sex
	b. Age
	c. Disability
	d. Race
	e. Religion or Belief
	f. Sexual Orientation
	g. Transgender Identity


	Leavers
	a. Sex
	Police Officers
	Police Staff
	Special Constables

	b. Age
	Police Officers
	Police Staff
	Special Constables

	c. Disability
	Police Officers
	Police Staff

	d. Race
	Police Officers
	Police Staff

	e. Religion or Belief
	 None was the most common religion or belief for police officers, police staff and special constable leavers during this reporting period and reflects the trend in the Religion or Belief Workforce Profiles at 31/03/2025. However, the proportion of le...
	Police Officers
	Police Staff

	f. Sexual Orientation
	Police Officers
	Police Staff

	g. Transgender Identity



