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Force Policy Document 

Equal Opportunities Policy 

 

Summary  
This policy document is about ensuring that diversity is embedded in every aspect of 
the way in which work as a service provider and as an employer.  The policy 
document is complimented by our Diversity Strategy, Disability, Gender and Race 
Equality Schemes.  Our commitment to all aspects of diversity is wide ranging and 
includes age, culture, disability, ethnicity, colour, nationality, gender, including 
transgender, sexual orientation, religion or belief, physical abilities, learning abilities, 
language, working patterns, political or other opinion.     
 
 
 
 
 
 

Policy owner Deputy Chief Constable  

Policy holder Head of HR Service Development 
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 Please note that if the FPD still has the word DRAFT in the footer when asked for 
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Legal Basis 

(Please list below the relevant legislation which is the legal basis for this policy 
document).  You must update this list with changes in legislation that are relevant to 
this policy document. 
 
Principal Legislation specific to the subject of this policy document 
 

Act (title and year) 

Employment Equality (Age) Regulations 2006 
Equal Pay Act 1970 (Amended) 
Employment Act 1989 
Employment Rights Act 1996 
Employment Act 2002 (Flexible Working Regulations)  
European Equal Treatment (Amendment) Directive (2003/73)   
Gender Recognition Act 2004 [April 2005] 
Equality Act 2010   
Work and Families Act 2006 
Asylum & Immigration Act 1996 
Employment Equality (Religion or Belief) Regulations 2003  
Employment Equality (Sexual Orientation) Regulations 2003 

Other legislation which you must check this document against 

Act (title and year) 

Human Rights Act 1998 (in particular A.14 – Prohibition of discrimination) 

Equality Act 2010 

Crime and Disorder Act 1998 

Health and Safety at Work etc. Act 1974 and associated Regulations 

General Data Protection Regulation (GDPR) and Data Protection Act 2018 

Freedom Of Information Act 2000 

The Civil Contingencies Act 2004 
Criminal Justice and Public Order Act 1994 
Police Act 2002 
Police (Conduct) Regulations 1999 
Police and Criminal Evidence Act 1984 
Protection from Harassment Act 1997 
Public Order Act 1986 
Public Interest Disclosure Act 1998 

http://www.legislation.gov.uk/ukpga/1998/42/schedule/1/part/I/chapter/12
http://www.legislation.gov.uk/ukpga/2010/15/contents
http://www.legislation.gov.uk/ukpga/1998/37/contents
http://www.hse.gov.uk/legislation/
https://ico.org.uk/
http://www.legislation.gov.uk/ukpga/2000/36/contents
https://www.gov.uk/guidance/preparation-and-planning-for-emergencies-responsibilities-of-responder-agencies-and-others
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Related Documents / Strategies  

Diversity Strategy  
Disability Equality Scheme 

Gender Equality Scheme  
Race Equality Scheme  

 

Related Policies – The people who work with us 

Acting and Temporary Appointments 
Career Development 
Community Volunteers 
Confidential Reporting 
Disciplinary Procedures – Police Staff 
 
Fairness at Work [Grievance] 
PCSO 
Posting 
Promotion Procedures 
Recruitment 
Redundancy and Redeployment 
Reporting Breaches of Professional Conduct 
Secondments 
Special Constabulary 
Student Officers 
Training and Development 
Uniform and Standards 
Unsatisfactory Performance – Police Officers 
Secondments 
Transgender and Gender Reassignment 
Work Life Balance 

Related Policies – The people we serve 

Child Protection 
Crime Recording 
Critical Incidents 
Distraction Burglary 
Domestic Violence 
Fixed Penalty Notices 
Forensic Prisoner Handling 
Hate Incidents 
Homophobic Incidents 
Identification Procedures 
Media Liaison 
Policing Sex in Public Places 
Post Incident Management 
Search and Entry of Premises 
Serious Sexual Offences 
Stop and Search 
Transgender and Transvestite 
Witness Intimidation 



Force Policy Document Group Policy Statement (GPS): Employee Support 

Protective security marking OFFICIAL 

 

 
FPD Title: Equal Opportunities  
 

Policy owner:  DCC  

Review 2012: No  Changes 
 

Implementation 
date 

04.06.08. Review date 30.07.16. 

 
Page 4 of 13 

 
NORFOLK CONSTABULARY 

 
Equal Opportunities Statement 

 
 
Our commitment to fair treatment and equality of opportunity is non-negotiable.   
 
We believe that the members of the diverse communities we serve and all those who 
contribute to the work of the police service have a right to be treated with dignity and 
respect. 
  
We will ensure that our employment practices promote a culture that values diversity 
and respect for the individual and where the only criterion for recruitment and 
promotion is suitability for the post.  We are determined to eliminate all forms of 
harassment and unfair bias.   
 
We recognise our responsibilities in promoting equality of opportunity, eliminating 
unlawful discrimination and promoting good relations between diverse communities.  
 

We are committed to the development of a workforce, which fully reflects the diversity 

of our community. 
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Overview of Equality Goals and Aims 
 

Norfolk Constabulary will address the question of 

equality in all its core activities 

Conduct Equality 

impact 

Assessments on all 

policies and 

procedures across 

the six strands of 

diversity

Recognise 

achievementsAdopt and support 

a range of flexible 

working patterns

Manage 

Performance

Annually review 

actual performance 

against objectives

Train our staff to 

help them 

understand their 

rights and 

responsibilities

Create clear 

accountability for 

the meeting of 

objectives

Norfolk Constabulary Race 

Equality Scheme

Equality Goals & Aims 

To foster a culture of integrity, which respects 

differences, values experiences, openness, trust and 

respect.  This includes the right of every individual to 

be treated with dignity and respect so that behaviour, 

which is inconsistent with that right, is universally 

acknowledged as unacceptable.

Norfolk Constabulary Diversity 

Strategy

Norfolk Constabulary Gender 

Equality Scheme

Norfolk Constabulary 

Disability Equality Scheme
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The People who Work with Us 
 

Training 

We provide our staff with the training they need to enable them to understand how 
equality impacts on every aspect of their work and ensure that they are aware of their 
legal responsibilities.  We will ensure that our policies, procedures and practices 
relating to access to: 

 training; 

 training support; 

 and training linked to career development; 
are transparent and equitable in terms of both content and the opportunity to take 
part.  
 
Recruitment, Retention and Progression 

We will ensure that policies, procedures and practices relating to recruitment retention 
and career progression of police officers, special constables, PCSO’s, police staff and 
community volunteers meet the aims of this policy.  This extends to cover: 

 recruitment 

 promotion 

 posting 

 transfers 

 secondments 

 acting/temporary appointments 

 grading and pay 

 part-time working/job-sharing  

 work-life balance 

 redundancy/redeployment 

 discipline/misconduct  

 countering bullying and harassment 
 
This includes a range of positive action initiatives where it is needed and legal to do 
so. 
 
Supporting our Staff and the Communities we serve  
 
We are committed to being an inclusive organisation that is seen by all to act in an 
ethical and professional manner respecting and embracing the diversity of staff, our 
partners and those we serve with a working environment where all staff feel a 
genuine obligation to openness and transparency when reporting breaches of 
professional standards.  

 
We are committed to understanding, valuing and supporting our staff and members of 
the communities we serve.  We actively encourage any member of staff or member of 
the public who believes that she or he has been treated unfairly or subject to 
unacceptable or corrupt behaviour or has witnessed this happening to others to report 
it.  The following policies and procedures provide guidance to members of staff, 
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members of the public and managers on the reporting, investigation and resolution of 
such inequalities: 
 

Professional Standards – Reactive Investigation and Anti- Corruption and Integrity 
Units: 

 Complaint/Misconduct (police)     

 Reporting Breaches of Professional Standards   

 IPCC Complaints Procedures  
 
Human Resources - Assistant Chief Constable (People) and HR specialists: 
  

 Fairness at Work (Grievance) 

 Disciplinary (Police Staff)  
  

The People We Serve 
Service Delivery 

We are committed to responding in ways that ensure individuals and groups are 
treated equitably but with awareness that because of: 

 past experiences; 

 lifestyles; 

 age; 

 cultural, ethnic, racial, national origin; 

 disability, physical or mental differences; 

 gender/transgender status; 

 sexual orientation;  

 religious or other belief; 
Individuals may require solutions that are tailored to meet their specific needs.  
 
Working with our partner agencies we will strive for community cohesion by delivering 
a policing service that is proportionate and fit for purpose.   
 

Consultation, Engagement, Involvement and Participation 

We are committed to reaching out to our diverse communities and staff to enable 
them to contribute to discussions about the work we do in ways that will enhance and 
maintain our drive for equality and help us to meet our statutory duties.  However we 
recognise that we need to use a variety of consultation and involvement mechanisms 
to meet their different and specific needs of, for example: 
 

 heterosexual, lesbians, gay men, bi-sexual men and women 

 minority and majority ethnic groups 

 diverse religious groups; 

 older and younger people; 

 disabled people; 

 Gypsy Travellers; and  

 women, men and transgendered people 
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Internally we will engage with our staff in a number of ways including Staff Networks, 
The Police Federation, UNISON and the Superintendents Association.  Externally we 
will engage with service users in a number of ways including through the Safer 
Neighbourhood Teams, and the Force wide Community Cohesion and Equality 
External Group who will act as critical friends. 
 
We will conduct Equality Impact Assessments on our policies and procedures and 
Community Impact Assessments on the potential impact that planned operations, 
local, national and international events may have on different communities in Norfolk.  
 
Procurement  

We will give regard to equality when making procurement decisions.  At the supplier 
approval stage additional points will be awarded to suppliers who are able to 
demonstrate their active commitment to all aspects of equality. 
 
It will be a condition of appointment that all contractors and sub-contractors will 
operate in a way that is consistent with this policy. 
 

Breaches of the Equal Opportunities Policy 

Norfolk Constabulary will not tolerate and will vigorously work towards eliminating 
corruption, unlawful discrimination, harassment, victimisation and bullying.  This 
applies to everyone regardless of role in the organisation, their rank or grade and 
this includes external contractors, volunteers and partner agencies.  Everyone is 
able to challenge any breach of this or related policies by making a formal complaint 
through recognised procedures.  
 
We will develop, implement, monitor and review those procedures which enable 
service users and staff to raise a grievance under the Fairness at Work Procedure; 
or raise a report under Reporting Breaches of Professional Standards where they 
believe they have been treated unfairly/inappropriately or have witnessed breaches 
of policies/procedures/professional standards.   
 

As a police officer, member of police staff, PCSO or special constable you should be 
aware that breaches of this policy may lead to disciplinary/misconduct hearings 
within agreed procedures.   
 
Where it is found that policies or procedures have been deliberately abused, 
breached or ignored disciplinary sanctions will be imposed and this may include 
dismissal.  In certain circumstances, a criminal investigation may take place.  

 

http://www.norfolk.police.uk/articleListing.cfm?bctrail=0,780&catID=772
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Monitoring 

 
Norfolk Constabulary recognises the importance of monitoring, evaluating and 
reviewing its policies and practices to ensure that they: 

 continue to reflect our objectives 

 meet the diverse needs to our staff and the communities we serve 

 can be measured to determine how successfully they are achieving those 
objectives and needs 

 external monitoring will be provided by the Community Cohesion and 
Equality External Group – chaired by the ACC and the Police Authority 
Personnel and Scrutiny Committees. 

 Internal monitoring will be provided by the Confidence and Equality Board 
Group chaired by the Chief Constable and the Confidence and Equality 
Action Group chaired the DCC. 

 
Strategic Governance Structure – Diversity 

 

 

Strategic Inputs - Police Authority, 

Government, Environmental Scanning

Confidence & Equality Board-
Meet every 4 months: Membership – Chair 

Chief Constable, Police Authority, DCC, ACC, 

ACO Resources, ACC (P), Head of AK, 

Commander (portfolio holder Diversity Ops), 

Head of Crime, Head of Diversity

Staff Support 

Network Steering 

Group
Meet Quarterly – Chair - ACC 

(P), Membership- BPA, NAWP, 

GPA, LGBT, Reach Out, Part-

time, CPA, Head of Diversity

Confidence & Equality Action 

Group 
Meet BI- Monthly: Membership – DCC Chair, 

Supt of Community Safety, Partnerships & 

Diversity, Head Diversity,  Supts Ass, 

Federation, UNISON, P.S.D. , Support 

Services, Representative from each 

Operational Area, Crime Command, HR 

(Training & Employment Services), Citizens 

Focus, Representative from Staff Support 

Networks and Diversity Leaders

Community Cohesion 

& Equality External 

Group 
Meet Quarterly- Chair DCC

Membership – Police Authority,  

I.A.G, F.F.L.A.G.G, Youth, 

N.N.R.E.C, Representative of 

the BME Community, 

N.C.O.D.P., OASIS ,Disability 

Forum, Head of Diversity, Supt 

Community Safety, 

Partnerships & Diversity, Area 

Commander (Operational)

Diversity Working 

Group(s)

Meets When Required: Chair,  

membership and terms of 

reference as agreed by 

C.E.A.G, 

 

 

The previous Area Governance Structure for Diversity has been disbanded with 

the introduction of the County Delivery Unit (CDU).  The CDU will devise local 

delivery at district level.  Further details will be provided when available.
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Roles and Responsibilities 

 

All Staff 
 

Every member of staff is responsible for mainstreaming equality 
considerations into their work and the way in which they interact with 
members of the public and colleagues.   This includes: 

 reporting corrupt behaviour 

 reporting unfair or unacceptable behaviour they have either 
experienced or witnessed 

 developing a personal understanding of different communities, 
cultures, disabilities and other differences and how these differences 
impact on the way in which they need to work  

 respecting the right of others to their beliefs, lifestyle and culture 
 

Managers and 
Supervisors 
 

Managers and supervisors have particular responsibilities.  These include: 

 ensuring that staff have the training they need to enable them to 
understand and to meet their responsibilities 

 monitoring and managing performance via the PDR process  

 setting positive examples to their staff in the way in which they deal 
with all aspects of equal opportunities and work life balance   

 ensuring that all allegations of bullying, harassment, or victimisation of 
staff are fully investigated and appropriately dealt with in line with 
Fairness at Work FPD 

 actively supporting the work of Staff networks, First Contacts, Gay and 
Disability Liaison Officers and Diversity Leaders 

 

 
DCC 

The DCC has overall responsibility for the operation and monitoring of: 

 Recruitment, Training, Promotion and Retention  

 the First Contact Scheme 

 the Fairness at Work Procedure 

 Unsatisfactory Performance and Disciplinary Procedures 
 

HR Specialists  Human Resource staff are responsible for providing advice and assistance to 
managers and staff on all staffing and employment related issues including: 

 Bullying and Harassment  

 Career Development 

 Disciplinary Procedures 

 Fairness at Work 

 Progression 

 Reasonable Adjustments 

 Recruitment 

 Retention 

 Training and development opportunities 

 Unsatisfactory Performance 

Diversity Team  The Diversity Team are responsible for  the development publication 
and reporting on the progress of the: 

 Diversity Strategy 
 Disability, Gender and Race Equality Schemes 
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 The development and support of: 
 Staff networks 
 External consultative networks such as FFLAGG; Oasis, the 

Disability Forum and the Interfaith Network 

 Monitoring and Reporting on: 
 Hate Crime 
 Stop and Account 
 Stop Search 
 Traffic Stops 

 Providing support and advice to officers and staff on diversity issues 

 The management of the INTRAN partnership (translation services) 
 

Professional 
Standards 
Department 

The Professional Standards Department is responsible for: 

 Investigations into allegations of misconduct against police officers, 
police staff, PCSOs and Special Constables 

 recording and investigating reports of corrupt and unethical behaviour 
involving a member of Norfolk Constabulary 

 

Commanders 
and  Department 
Heads 
 

Commanders/Department Heads are responsible for ensuring that: 

 equality of opportunity considerations are built into all local plans 

 setting positive examples to their staff in the way in which they deal 
with all aspects of equal opportunities and work life balance   

 ensuring that Community Impact Assessments are undertaken 

 working with diverse communities both externally and internally to 
develop External Community Confidence and Equality Groups and 
Diversity and Equality Boards 

 

Force 
Executive 
 

 Ultimate responsibility for delivering the commitments detailed in this 
policy lies with the Chief Constable.  

 The ACC is the portfolio holder for diversity and equality. 
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Definitions 

Community 
Impact 
Assessment 
 

A Community Impact Assessment is a tool for operational policing.  It is a way of 
focussing on and assessing the potential impact that known events or planned 
operations may have on diverse communities such as a police operation against 
suspected persons within a specific community or a forthcoming political 
demonstration.  It is also used to identify any actual and potentially vulnerable 
persons or groups following an event such as a terrorist attack in the UK 
attributable to a particular cultural group.  This will enable officers to reduce or 
eliminate adverse effects and increase community confidence.   

Community 
Tension 
 
 

Community tension can arise from local, national or international events which 
focus attention on specific sections of the community and can act as a trigger for 
hate crimes against these communities, organisations or the police.  Examples 
could include religious festivals, demonstrations, strikes, terrorist incidents such as 
9/11 or 7/7 and resultant arrests and trials.  The level of tension and ways in which 
the tension can be reduced or managed are assessed in Community Impact 
Assessments.   

Community 
Cohesion 
 

Community cohesion is where diverse communities share a common vision and 
sense of belonging and the diversity of people’s backgrounds and circumstances 
is appreciated and valued. In cohesive communities, people of different 
backgrounds have similar life opportunities and strong and positive relationships 
are being developed between people of different backgrounds and circumstances 
in the workplace, in schools and within neighbourhoods.  It has to be recognised 
that this is very complex and community cohesion can be affected by local, 
national and international events, public perceptions and the media.  

Equality Impact 
Assessment 
 

An equality impact assessment is a method by which an organisation can 
examine its activities and services to ensure there is no potential for discrimination 
against a particular group, for example black and minority ethnic people, disabled 
people, women or men.   
 
The aim is to examine functions, policies, provisions, criteria and practices in a 
structured way to avoid a disproportionately adverse effect on a particular group or 
groups and to assess what positive action could be taken to promote equality of 
opportunity.  

First Contacts These are colleagues whose role is to provide support and information to officers 
and staff who have issues of concern at work. First Contacts can provide 
information about the range of options available to individuals to help them deal 
with concerns in a way that meets their needs.   

Hate Crime 
 

This is a crime where the perpetrator’s prejudice against any identifiable group of 
people is a factor in determining who is victimised.   A victim of hate crime does 
not have to be a member of a minority or someone who is generally considered to 
be ‘vulnerable’. For example: the friends of a visible minority ethnic person, 
lesbian or refugee may be victimised because of their association.  
 
In some cases the perpetrator’s perception may be wrong.  This can result in a 
person entirely unconnected with the hate motivation becoming a victim.    Anyone 
can become a victim of a hate crime, especially where they have been identified 
as being in some way ‘different’.   In addition to those subjected to racist and 
homophobic crime, other groups which might be subject to hate crime include faith 
groups; asylum seekers and refugees;  the homeless;  disabled people; people 
with mental health issues and transgender people. 
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Positive Action 
 

Positive Action is about a range of initiatives designed to encourage and enable 
people from groups that are under-represented in the workforce - in terms of 
specialist posts and certain ranks/grades - to apply for jobs and promotions.  This 
includes providing support and information to enable them to compete on a level 
playing field with their majority counterparts, however, appointment either in terms 
of recruitment or promotion is strictly on merit and ability.  
 
Positive Action provides an opportunity to recognise and develop potential that 
has not been used well before due to past discrimination or disadvantage. It is 
concerned with the equality of outcome that takes account of any specific 
disadvantages suffered by an individual or a particular group of people.  Positive 
Action deals with where and how jobs are advertised and includes access to 
training.  The law allows for a wide range of initiatives in specified circumstances 
including: 

 targeted advertising – in specific media and in specific languages 

 encouragement to apply for jobs/roles where groups are under-
represented 

 familiarisation/awareness days, recruitment information events, 
taster days, open days, recruitment fairs in specific locations 

 traineeship schemes 

 work experience, work shadowing, student placements 

 mentoring schemes 

 additional training in skills, techniques, confidence/assertiveness 

 secondments 

 access courses 

 refresher courses 

 career counselling and guidance 
The aim is to equip those individuals/groups with the skills and knowledge they 
need to compete equally with others so that all members of our diverse 
communities have similar opportunities to achieve their full potential in 
employment.    

Proportionality 
 

Proportionality is calculated by taking figures, broken down by ethnicity, age, 
gender, disability or other difference and comparing them with the respective 
resident population as per Census figures. It allows the scrutiny and analysis of 
interactions to identify the reason behind any disproportionality and eradicate any 
adverse impact. (ACPO Stop & Search Manual). 
  
Disproportionality refers to the method used to measure the extent to which 
police powers are used against different groups of people ‘in proportion’ to the 
demographic profile of the general population. Disproportionality is not the same 
as discrimination. In order to establish whether practices are discriminatory, it is 
important to find out whether disproportionality or other activities can be explained 
by legitimate factors. 

 


