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Equality and Human Rights Impact Assessment (EqHRIA)
Summary of Results
	Policy / Practice
	Acting Ranks (Police Officers) Procedure V1.0

	Owning Department
	People and Development (Recruitment, Promotion & Selection)

	Date EqHRIA Completed
	01/02/2023

	Purpose of Policy / Practice
	To introduce a national formalised selection process for acting ranks, for police officers up to and including the rank of Chief Superintendent.  




	A. Summary of Analysis / Decisions - What the assessment found and actions already taken.

	It is anticipated that the introduction of a standardised acting rank process for police officers across Police Scotland will have a positive impact by providing clear, consistent, and transparent framework for appointments, regardless of rank.

It has historically been recognised that discrimination based on protected characteristics could lead to a line manager’s lack of support during the application process for acting ranks.  As part of the new process, divisional/departmental management are responsible for determining fair and justifiable criteria to identify the most suitable officers for acting rank opportunities.  For all long-term appointments, the rationale for criteria selected must be fully outlined within a business case and submitted for Executive Approval.  
The Acting Ranks procedure aims to:

· ensure officers are offered acting ranks based on merit taking into account skills, background and experience;

· ensure fair, clear, consistent and transparent processes with relevant information are communicated at regular intervals;

· assess and address under-representation of protected and minority groups through work in relation to flexible career paths and the acting rank process; and
· address potential unconscious bias e.g. recruitment, MyCareer etc.



	B. Summary of Mitigation Actions - What else we plan to do and how we are going to check that it has been done.

	Some gaps have been identified in the available data regarding the link between part-time working and acting ranks. Equality & Diversity Monitoring will be developed to enable more informed and evidence-based insight into potential discrimination. This will also be valuable data to incorporate within the ongoing evaluation process which will review the fairness and transparency of divisional/departmental application of the new procedure. 

It has been identified there is the potential for certain groups to be underrepresented in promoted ranks.  As part of wider Positive Action initiatives, it has been highlighted that work should be undertaken to encourage participation from officers under these protected characteristics to identify the reasons for underrepresentation and to actively seek ways to mitigate these.
To mitigate the potential risk of individual bias’s impacting on the selection process, officers involved in any stage of the process have received core Equality and Diversity Training and Line Manager training.
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