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Freedom of Information Response
Our reference:  FOI 25-2563
Responded to:  22 December 2025


Your recent request for information is replicated below, together with our response.
Chief Constable Ian Livingston said that PSOS was ‘institutionally racist and discriminatory’.  He went on to state it wasn’t the officers but the ‘policies and procedures.’
I have asked several of the senior management team to provide examples of these policies and procedures and to date I have yet to receive a satisfactory example.
I am therefore submitting an FOI requesting that I be provided with examples of any policies and procedures that are racist and or discriminatory.  If this request goes beyond the current threshold of £600 for an FOI, then I request that I be provided with at least one example.
[bookmark: _MailAutoSig]I can advise that Police Scotland does not hold the requested information. 
In terms of Section 17 of the Act, this letter represents a formal notice that information is not held.
By way of information, no specific policies of procedures have been highlighted as racist and or discriminatory. 
To provide some additional context of the work undertaken by Police Scotland in relation to the former Chief Constable’s statement, we can advise that a review was undertaken, the key findings of which revolved around the use of EqHRIAs and related training for users.
These findings aligned with Jane Gordon's Baseline Assessment of Human Rights across Police Scotland which is a piece of work that resulted directly from the public acknowledgement.
As of December 2024, as part of this work a single register of policies and procedures affecting employment was created and all employment procedures were checked to ensure they had an EqHRIA. All policies and procedures with known risks or actions from audit recommendations were identified. An examination of all cyclical review dates was carried out.
The following procedures were identified for review:
 Acting Ranks
 Attendance Management
 Equality Diversity and Dignity
 Allowances & Expenses (Staff)
 Uniform and Appearance
 Disruption
 Leavers
 Flexible Working (Staff)
 Postings and Transfers
 Recruitment and Selection (Staff)
 Shared Parental Leave
 Promotion
 Grievance
 Disability in Employment
 Organisational Change
 Flexible Working (Officers)
As of 12 February 2025, the review of the above procedures remains on track for the end of the financial year 2024/25. 
Therefore, at present, no changes have been made. The reason for this is that the Service have sufficient assurance and governance in place to ensure that no policy or procedure is ‘directly discriminatory’, and we have a register of mitigating actions to ensure that any potential ‘indirect discrimination’ is monitored and managed. 
We can also advise that following the comments made, a review of all HR policies and procedures took place, and the outcome was none of the procedures owned by HR were considered by the HR Policy Team to be racist or discriminatory although in some instances they have the potential to be so, if mitigating actions are not adhered to.  
For example, the Uniform and Appearance Standards Procedure has guidance for police officers that ‘headwear should always be worn while you are on duty unless it limits your ability to perform your duties’.  The procedure places restrictions on the appearance of police officers which may impact on an officer’s capacity for cultural observance at work.  However, subject to health and safety considerations, provisions have been made wherever possible to accommodate exceptions on cultural (or religious or medical) grounds.  For example, head coverings of cultural or religious significance, such as turbans, kippahs or hijabs, may be worn instead of standard police issue headwear and officers who wear a head covering of cultural or religious significance are exempt from the direction to wear a police issue safety cycle helmet while riding a pedal cycle on duty.  These provisions mitigate against the likely impacts that were identified for this protected characteristic group during the development of the procedure.  
HR puts equality, diversity, and inclusion at the heart of policy decision making by completing an Equality and Human Rights Impact Assessment (EqHRIA) alongside all written material. These assessments are practical tools that look at policies and procedures through the eyes of those with protected characteristics, helping to identify barriers within the provisions, criteria, or practices. Where possible, these are removed within the design phase and where they cannot be removed the assessment requires mitigating actions to monitor impact, reduce risk and work toward solutions.  Ongoing consultation with the statutory and diversity staff associations also affords us with an opportunity for any unforeseen or unintended impacts to be identified and dealt with appropriately.

If you require any further assistance, please contact us quoting the reference above.
You can request a review of this response within the next 40 working days by email or by letter (Information Management - FOI, Police Scotland, Clyde Gateway, 2 French Street, Dalmarnock, G40 4EH).  Requests must include the reason for your dissatisfaction.
If you remain dissatisfied following our review response, you can appeal to the Office of the Scottish Information Commissioner (OSIC) within 6 months - online, by email or by letter (OSIC, Kinburn Castle, Doubledykes Road, St Andrews, KY16 9DS).
Following an OSIC appeal, you can appeal to the Court of Session on a point of law only. 
This response will be added to our Disclosure Log in seven days' time.
Every effort has been taken to ensure our response is as accessible as possible. 
If you require this response to be provided in an alternative format, please let us know.
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