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Application:	Derbyshire	Constabulary	2020

Workplace	Equality	Index

Summary

ID:	A-3103800918
Last	submitted:	9	Sep	2019	10:48	PM	(UTC)

Section	1:	Employee	Policy
Completed	-	16	Mar	2020

Workplace	Equality	Index	submission

Policies	and	Benefits:	Part	1

Section	1:	Policies	and	Benefits
This	section	comprises	of	7	questions	and	examines	the	policies	and	benefits	the	organisation	has	in	
place to	support	LGBT	staff.	The	questions	scrutinise	policy	audit	process,	policy	content	and	
communication. This	section	is	worth	7.5%	of	your	total	score.	

Below	each	question	you	can	see	guidance	on	content	and	evidence.	At	any	point,	you	may 

save	and	exit	the	form	using	the	buttons	at	the	bottom	of	the	page.

1.1	Does	the	organisation	have	an	audit	process	to	ensure 
relevant	policies	(for	example,	HR	policies)	are	explicitly 
inclusive	of	same-sex	couples	and	use	gender	neutral 
language?

GUIDANCE:	The	audit	process	should	be	systematic	in	its	implementation	across 
all	relevant	policies.	Relevant	policies	include	HR	policies,	for	example	leave 
policies.

Yes
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Please	describe	the	audit	process:

State	when	the	process	last	happened: This	is	systematic	and	on-going,	either	following	a
change	in	legislation,	having	new	guidance/best
practice	from	other	force/organisation	or	as	part	of
the	natural	review	of	each	policy	(approx.	annually)

Describe	the	audit	process: We	have	a	systematic	audit	process	whereby	all
new	policy,	guidance	documents	and
organisational	‘stances’	are	reviewed	(either
annually	or	biannually).	This	is	to	ensure	that	they
are	not	only	strategically	and	legally	compliant,	but
also	to	wherever	possible	ensure	that	we	are	in	line
with	‘best	practice’.	It’s	a	force	objective	that	we
‘look	after	our	people’	and	that	we	have	a	diverse
workforce	ensuring	that	we	constantly	grow	and
adapt	the	way	we	deliver	our	policing	priorities	to
build	trust	within	communities.	We	can	only
achieve	this	by	ensuring	our	workforce	is	as
representative	and	diverse	as	possible.	However,
it’s	also	important	for	us	to	be	considered	as	an
employer	of	choice	whereby	we	attract	the	best
possible	talent.
We	have	a	dedicated	member	of	staff	who
oversees	the	process	of	policy	review.	This	person
is	a	central	point	of	contact	for	environmental
scanning	and	liaising	with	other	forces.	If	there	are
any	changes	required	to	any	policy/guidance,	the
Policy	Officer	contacts	the	relevant	business
‘owner’	of	that	particular	business	process,
highlighting	areas	to	change.	This	can	also	happen
the	other	way,	when	the	business	‘owner’/Head	of
Department	wants	to	change	a	process/policy.
As	part	of	this	formal	process	there	is	an	Equality
Impact	Assessment	(EIA)	document	which	is
completed,	the	contents	of	which	are	monitored	by
a	different	member	of	staff	(Compliance	and
Inclusion	Manager)	who	oversees	the	EIA	process.
This	has	different	levels	depending	on	the	level	of
impact	this	has	on	people,	either	internally
(employees)	or	externally	(members	of	the	public
as	our	service	users).	Areas	which	are	considered
to	have	a	high	impact	on	people	are	often
progressed	to	full	consultation	which	always
includes	asking	the	views	of	individuals	from	our
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LGBT+	support	networks;	and	if	necessary,
consultation	with	other	partner	agencies	or
stakeholders,	such	as	Derbyshire	LGBT+	and	our
force	Independent	Advisory	Group.	This	EIA	is	then
formally	signed	off	by	the	Head	of	Equality.
The	force	is	also	subject	to	audit	reviews	which	are
undertaken	by	HMIC	(Her	Majesty's	Inspectorate	of
Constabulary).	External	inspectors	carry	our	audits
to	assess	and	report	on	the	efficiency	and
effectiveness	of	police	forces.	In	July	2017	their
remit	expanded	to	include	responsibility	to	assess
and	report	on	the	efficiency,	effectiveness	and
leadership.	Therefore	our	organisational	vision,
code	of	ethics,	our	core	values,	our	commitment
and	guiding	principles	have	equality	and	fairness
and	the	ethos	of	valuing	people	and	difference	at
the	heart.
We	also	have	an	excellent	working	relationship
with	Derbyshire	Fire	&	Rescue	Service	(DFRS)	and
other	forces	who	we	liaise	with	asking	for	feedback
from	them	as	‘critical	friends’	e.g.	we	invited	a
police	officer	from	another	force	to	undertake	an
official	‘peer	review’	of	some	of	our	working
practices	around	equality	and	inclusion	which
included	looking	to	ensure	we	meet	all	of	our
equality	and	diversity	requirements,	including	the
appropriate	use	of	language	and	terminology.

Describe	any	previous	outcomes	of	the	audit
process:

Outcomes	from	internal	consultation	have	resulted
in	positive	changes	to	our	force	family	policies.	For
example,	there	have	been	changes	to	our	force
maternity/paternity	guidance;	removing	he/she
pronouns	to	including	the	use	of	gender-neutral
language	and	are	fully	inclusive	of	same	sex
couples.
Another	positive	outcome	resulted	from	internal
consultation	has	been	changes	in	terminology	in
relation	to	questions	asked	on	our	internal	equality
monitoring	forms/HR	system.	Although	further
work	is	still	required	and	there’s	a	project	currently
being	undertaken	to	have	extra	free	text	fields
included	(e.g.	prefer	to	self-describe).
Unfortunately,	this	is	taking	longer	than
anticipated	as	this	is	a	multi-force/regional
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computer	system	so	there	are	the	usual
bureaucratic/financial	issues	holding	this	up.
Following	a	recent	HMIC	Inspection	there	has	been
the	creation	of	new	guidance	for	officers	and	staff
working	within	the	police	custody	environment.
Training	programme	being	written	specifically	for
custody	detention	officers	which	includes	the
procedures	for	conducting	searches	for	people	who
identify	as	trans	or	non-binary.	Also	covering
guidance	for	our	internal	staff	who	identify	as	trans
and	who	face	searching	individuals	as	part	of	their
role.
An	outcome	from	a	recent	peer	review	was	the
updated	terminology	guidance	we	have	on	our
force	intranet	system.	This	included	a	whole
section	dedicated	to	trans	and	non-binary
definitions	and	also	included	a	whole	glossary
terms	of	useful	LGBT+	terminology.

1.2	Does	the	organisation	have	a	policy	(or	policies)	which
includes	the	following?

Tick	all	that	apply

GUIDANCE:	The	policy/policies	should	clearly	state	that	the	organisation	will	not
tolerate	discrimination	against	employees	on	the	grounds	of	sexual	orientation,
gender	identity	and/or	trans	identity.	These	may	be	listed	along	with	other
protected	characteristics.	The	policy/policies	should	also	demonstrate,	through
careful	wording,	a	zero-tolerance	approach	to	homophobic,	biphobic	and
transphobic	bullying	and	harassment.	They	should	explicitly	include	examples	of
what	homophobia,	biphobia	and	transphobia	in	the	workplace	may	look	like.

Responses	Selected:

A. Explicit	ban	on	discrimination	based	on	sexual	orientation

B. Explicit	ban	on	discrimination	based	on	gender	identity	and	gender	expression

C. Explicit	ban	on	bullying	&	harassment	based	on	sexual	orientation

D. Explicit	ban	on	bullying	&	harassment	based	gender	identity	and	gender	expression
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Name	the	policy	and	paste	the	relevant	policy	excerpt:

Policy Excerpt

Derbyshire	Constabulary	takes	a
zero-tolerance	approach	to	any
form	of	discrimination,	bullying,
harassment,	victimisation	or	any
unacceptable	behaviour	towards
an	individual	or	group.	Police
Officers,	Police	Staff,	Police
Community	Support	Officers,
Special	Constables	and
Volunteers	of	Derbyshire
Constabulary,	have	both	the
right	to	complain	about
discrimination,	bullying,
harassment,	victimisation	and
the	means	of	pursuing	such
complaints.	Further,	they	have
the	right	to	expect	that	every
complaint	will	be	properly
investigated	and	dealt	with
appropriately.

Discrimination	law	protects
people	from	being	treated	less
favourably	because	of	certain
protected	characteristics	as
defined	within	the	Equality	Act
2010	(Age,	Disability,	Gender
reassignment,	Marriage	and	civil
partnership,	Pregnancy	and
maternity,	Race,	Religion	or
belief,	Sex	(Gender)	and	Sexual
orientation).

Direct	Discrimination	-	This
occurs	where	an	individual	is
able	to	show	that	they	have	been
treated	less	favourably	than
others	have	in	similar
circumstances,	because	they
display	a	protected
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A. Explicit	ban	on	discrimination
based	on	sexual	orientation Bullying	and	Harassment

characteristic.	Direct 
discrimination	also	applies	where 
an	individual	is	subjected	to	less 
favourable	treatment	by	reason 
of	their	association	with	a	person 
against	whom	it	would	be 
unlawful	to	discriminate,	e.g. 
harassing	an	individual	who	has a	
disabled	child.	Subjecting 
someone	to	less	favourable 
treatment	for	a	perceived	reason 
for	which	it	is	unlawful	to 
discriminate,	for	example, 
harassment	of	an	individual	by	a 
colleague	who	believes	the 
individual	to	be	gay	is	also	direct 
discrimination	or	if	an	officer 
informs	the	organisation	they 
wish	to	spend	the	rest	of	their	life 
as	a	different	gender	and	they 
are	transferred	against	their 
wishes	so	they	no	longer	have 
customer	contact	(i.e.	no	longer a	
‘front	line’	operational	officer).

Indirect	Discrimination	-	This 
occurs	when	an	apparently	non-
discriminatory	requirement	or 
condition	which	applies	equally 
to	everyone.	i.e.	can	only	be	met 
by	a	considerably	smaller 
proportion	of	people	from	a 
particular	group;	and	which	is	to 
the	detriment	of	a	person	from 
that	group	because	he	or	she 
cannot	meet	it;	and	the 
requirement	or	condition	cannot 
be	justified.

You	are	expected	to	treat	your 
colleagues	fairly	and	with	dignity 
and	respect;	value	differences	in 
others	and	the	contribution	they 
make;	be	aware	of	how	your 
behaviour	impacts	on	others	and
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change	it	if	it	is	likely	to	cause
offence;	challenge	inappropriate
behaviour	constructively	and
bring	unfair	treatment	you	have
witnessed	to	the	attention	of
your	supervisor	or	another
member	of	staff;	co-operate	with
investigations	into	allegations
made	under	this	policy	and
maintain	confidentiality	as
agreed;	be	aware	that
disciplinary	action	may	be
considered	if	you	make	false	or
malicious	allegations;	and
support	others	where	possible	as
the	lodging	of	a	complaint	and
any	associated	investigation	can
be	extremely	difficult	and
distressing	for	both	the
complainant	and	the	subject	of
the	complainant.

The	behaviour	of	employers	and
senior	managers	is	as	important
as	any	formal	policy.	Effective
management	can	unfortunately
sometimes	tip	bullying
behaviour.	As	managers	you
must	make	it	clear	that	bullying
and	harassment	is	unacceptable.
You	should	listen	carefully	to	the
person	making	the	complaint	and
the	particular	concerns	they	tell
you.

Derbyshire	Constabulary	takes	a
zero-tolerance	approach	to	any
form	of	discrimination,	bullying,
harassment,	victimisation	or	any
unacceptable	behaviour	towards
an	individual	or	group.	Police
Officers,	Police	Staff,	Police
Community	Support	Officers,
Special	Constables	and
Volunteers	of	Derbyshire
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Constabulary,	have	both	the
right	to	complain	about
discrimination,	bullying,
harassment,	victimisation	and
the	means	of	pursuing	such
complaints.	Further,	they	have
the	right	to	expect	that	every
complaint	will	be	properly
investigated	and	dealt	with
appropriately.

Discrimination	law	protects
people	from	being	treated	less
favourably	because	of	certain
protected	characteristics	as
defined	within	the	Equality	Act
2010	(Age,	Disability,	Gender
reassignment,	Marriage	and	civil
partnership,	Pregnancy	and
maternity,	Race,	Religion	or
belief,	Sex	(Gender)	and	Sexual
orientation).

Direct	Discrimination	-	This
occurs	where	an	individual	is
able	to	show	that	they	have	been
treated	less	favourably	than
others	have	in	similar
circumstances,	because	they
display	a	protected
characteristic.	Direct
discrimination	also	applies	where
an	individual	is	subjected	to	less
favourable	treatment	by	reason
of	their	association	with	a	person
against	whom	it	would	be
unlawful	to	discriminate,	e.g.
harassing	an	individual	who	has
a	disabled	child.	Subjecting
someone	to	less	favourable
treatment	for	a	perceived	reason
for	which	it	is	unlawful	to
discriminate,	for	example,
harassment	of	an	individual	by	a
colleague	who	believes	the
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B. Explicit	ban	on	discrimination
based	on	gender	identity	and
gender	expression

Bullying	and	Harassment

individual	to	be	gay	is	also	direct
discrimination	or	if	an	officer
informs	the	organisation	they
wish	to	spend	the	rest	of	their	life
as	a	different	gender	and	they
are	transferred	against	their
wishes	so	they	no	longer	have
customer	contact	(i.e.	no	longer
a	‘front	line’	operational	officer).

Indirect	Discrimination	-	This
occurs	when	an	apparently	non-
discriminatory	requirement	or
condition	which	applies	equally
to	everyone.	i.e.	can	only	be	met
by	a	considerably	smaller
proportion	of	people	from	a
particular	group;	and	which	is	to
the	detriment	of	a	person	from
that	group	because	he	or	she
cannot	meet	it;	and	the
requirement	or	condition	cannot
be	justified.

You	are	expected	to	treat	your
colleagues	fairly	and	with	dignity
and	respect;	value	differences	in
others	and	the	contribution	they
make;	be	aware	of	how	your
behaviour	impacts	on	others	and
change	it	if	it	is	likely	to	cause
offence;	challenge	inappropriate
behaviour	constructively	and
bring	unfair	treatment	you	have
witnessed	to	the	attention	of
your	supervisor	or	another
member	of	staff;	co-operate	with
investigations	into	allegations
made	under	this	policy	and
maintain	confidentiality	as
agreed;	be	aware	that
disciplinary	action	may	be
considered	if	you	make	false	or
malicious	allegations;	and
support	others	where	possible	as
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the	lodging	of	a	complaint	and
any	associated	investigation	can
be	extremely	difficult	and
distressing	for	both	the
complainant	and	the	subject	of
the	complainant.

The	behaviour	of	employers	and
senior	managers	is	as	important
as	any	formal	policy.	Effective
management	can	unfortunately
sometimes	tip	bullying
behaviour.	As	managers	you
must	make	it	clear	that	bullying
and	harassment	is	unacceptable.
You	should	listen	carefully	to	the
person	making	the	complaint	and
the	particular	concerns	they	tell
you.

Derbyshire	Constabulary	is
committed	to	promoting	a
positive	work	environment	where
the	dignity	and	respect,	to	which
all	employees	are	entitled,	is	not
undermined.	We	understand	the
psychological	and	physical
effects	that	workplace	bullying
can	have.	Statistics	have	shown
that	workplace	bullying	can	lead
to	both	prolonged	sickness
absence	and	high	absenteeism,
often	leaving	those	affected
depressed,	full	of	self-doubt,
displaying	a	decline	in	workplace
performance	which	if	not
addressed	can	cause	individuals
to	resign.
Derbyshire	Constabulary	takes	a
zero-tolerance	approach	to	any
form	of	bullying,	harassment,
victimisation	or	any
unacceptable	behaviour	towards
an	individual	or	group.	Police
Officers,	Police	Staff,	Police
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C. Explicit	ban	on	bullying	&
harassment	based	on	sexual
orientation

Bullying	and	Harassment

Community	Support	Officers,
Special	Constables	and
Volunteers	of	Derbyshire
Constabulary,	have	both	the
right	to	complain	about	bullying
and	harassment	and	the	means
of	pursuing	such	complaints.
Further,	they	have	the	right	to
expect	that	every	complaint	will
be	properly	investigated	and
dealt	with	appropriately.

Derbyshire	Constabulary	aims	to
eradicate	all	workplace	bullying
and/or	harassment.	This
guidance	aims	to	create	an	anti-
bullying	ethos	as	part	of	a	wider
commitment	to	ensure	a	safe,
friendly	and	comfortable	working
environment.	

Derbyshire	Constabulary	has	a
legal	obligation	of	a	duty	of	care
to	provide	a	safe	place	and
system	of	work.	Any	bullying	that
is	reported	must	be	investigated,
informally	or	formally	whichever
is	appropriate	to	comply	with	the
duty	of	care.	This	guidance
highlights	the	duty	of	all
managers	and	supervisors	to	be
vigilant	thoroughly	investigate
and	deal	promptly	and	fairly	with
all	complaints	or	allegations	of
bullying	and	harassment.

Further,	all	employees	of	the
Constabulary	have	a
responsibility	to	ensure	that	their
working	environment	is	free	from
bullying	and	harassment	and
that	they	treat	each	other	with
dignity	and	respect.	Anyone	who
becomes	aware	of	bullying	of
harassment	has	a	duty	to	do	all
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in	their	power	to	stop	it.	

Harassment	related	to	sexual
orientation

Harassment	related	to	sexual
orientation	is	unwanted	conduct
directed	at	a	person	because	of
their	actual	or	perceived	sexual
orientation.	It	most	frequently
affects	individuals	who	identify
as	gay,	lesbian	or	bisexual,	but
can	sometimes	be	directed	at
heterosexuals	too.	Harassment
related	to	sexual	orientation	may
go	unreported	because	a	person
does	not	wish	to	disclose	their
sexuality.

Harassment	related	to	sexual
orientation	may	be	specifically
manifested	as	intrusive	questions
about	a	person’s	private	life,
homophobic/biphobic	comments,
jokes	and	‘banter’	about
sexuality,	gossip	and	speculation
about	a	person’s	sexuality,
refusal	to	work	or	study
alongside	someone	because	of
their	sexuality	and	actual
physical	assault.

Harassment	related	to	sexual
orientation	is	unlawful	under	the
Equality	Act	2010.	Some
examples	would	be:

• ‘Outing’	someone	by	releasing
personal	information,	would	also
be	considered	harassment.
• Colleagues	making	sexually
suggestive	or	offensive
comments	by	asking	or	alluding
to	an	individual’s	sex	life	or
suggesting	they	could	‘turn’	a
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colleague	identifying	with	a
different	sexual	orientation	to
their	own.
• Comments	such	as,	‘bi	people
are	greedy’	or	‘bi	people	should
make	up	their	minds’	is	biphobia
and	harassment	relating	to
sexual	orientation.

Derbyshire	Constabulary	is
committed	to	promoting	a
positive	work	environment	where
the	dignity	and	respect,	to	which
all	employees	are	entitled,	is	not
undermined.	We	understand	the
psychological	and	physical
effects	that	workplace	bullying
can	have.	Statistics	have	shown
that	workplace	bullying	can	lead
to	both	prolonged	sickness
absence	and	high	absenteeism,
often	leaving	those	affected
depressed,	full	of	self-doubt,
displaying	a	decline	in	workplace
performance	which	if	not
addressed	can	cause	individuals
to	resign.

Derbyshire	Constabulary	takes	a
zero-tolerance	approach	to	any
form	of	bullying,	harassment,
victimisation	or	any
unacceptable	behaviour	towards
an	individual	or	group.	Police
Officers,	Police	Staff,	Police
Community	Support	Officers,
Special	Constables	and
Volunteers	of	Derbyshire
Constabulary,	have	both	the
right	to	complain	about	bullying
and	harassment	and	the	means
of	pursuing	such	complaints.
Further,	they	have	the	right	to
expect	that	every	complaint	will
be	properly	investigated	and
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D. Explicit	ban	on	bullying	&
harassment	based	gender
identity	and	gender	expression

Bullying	and	Harassment

dealt	with	appropriately.

Derbyshire	Constabulary	aims	to
eradicate	all	workplace	bullying
and/or	harassment.	This
guidance	aims	to	create	an	anti-
bullying	ethos	as	part	of	a	wider
commitment	to	ensure	a	safe,
friendly	and	comfortable	working
environment.	

Derbyshire	Constabulary	has	a
legal	obligation	of	a	duty	of	care
to	provide	a	safe	place	and
system	of	work.	Any	bullying	that
is	reported	must	be	investigated,
informally	or	formally	whichever
is	appropriate	to	comply	with	the
duty	of	care.	This	guidance
highlights	the	duty	of	all
managers	and	supervisors	to	be
vigilant	thoroughly	investigate
and	deal	promptly	and	fairly	with
all	complaints	or	allegations	of
bullying	and	harassment.

Further,	all	employees	of	the
Constabulary	have	a
responsibility	to	ensure	that	their
working	environment	is	free	from
bullying	and	harassment	and
that	they	treat	each	other	with
dignity	and	respect.	Anyone	who
becomes	aware	of	bullying	of
harassment	has	a	duty	to	do	all
in	their	power	to	stop	it.

Harassment	related	to	gender
identity

Harassment	related	to	gender
identity	(or	gender	expression)	is
unwanted	conduct	directed	at	a
person	who	identifies	as	being
trans;	has	a	trans	history;	or	is
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transgender	(transsexual).	This
includes	individuals	who	are
undergoing,	have	undergone	or
plan	to	undergo	a	gender
reassignment	process	to	change
their	gender	identity.	Specific
examples	of	such	harassment
include:

• Refusing	to	use	the	correct
pronoun,	i.e.	he/she/they	(‘they’
often	being	the	pronoun	used	by
individuals	who	identify	as	being
non-binary	or	gender	fluid)
• Refusing	to	acknowledge	a
person	in	their	acquired	gender
• Excluding	a	person
• Jokes	and	name-calling

Further	examples	of	harassment

Harassment	takes	many	forms,
from	relatively	mild	“banter”	to
physical	violence.	Staff	may	not
always	realise	that	their
behaviour	constitutes
harassment.
Examples	of	harassing	behaviour
include	(but	are	not	restricted
to);	verbal	harassment;
nonverbal	harassment;	physical
harassment;	coercion;	isolation;
and	intrusion.
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1.3	Where	the	organisation	has	the	following	policies,	do
they	explicitly	state	they	are	applicable	to	same-sex
couples	and	use	gender	neutral	language?	

Tick	all	that	apply

GUIDANCE:	Where	applicable,	the	policies	should	explicitly	state	that	they	apply	to	same-sex
couples	(or	same-gender	or	non-heterosexual	couples).	Alternatively,	they	should	explicitly
state	that	they	apply	regardless	of	the	gender	of	an	employee's	partner.	The	policies	should
avoid	unnecessarily	gendered	language	and	pronouns,	for	example,	by	using	the	term
‘partner’	instead	of	‘husband’	or	‘wife’	(as	long	as	you	have	previously	stated	what	constitutes
a	partner).	It	should	be	clear	that	parental	leave	policies	apply	to	all	employees,	regardless	of
gender.

Responses	Selected:

A. Adoption	policy

B. Special	or	Compassionate	Leave	Policy

C. Maternity	policy

D. Paternity	policy

E. Shared	Parental	leave	policy
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Provide	a	brief	description	of	the	policy/policies	you	have
uploaded:

Family	Leave	Policy	-	which	incorporates	adoption,	paternity,	shared	parental	leave
Maternity	Policy	

This	policy	has	been	established	for	some	considerable	time,	being	amended	and	updated	regularly	in
line	with	legislative	changes	and	Police	Regulations.	It	seeks	to	inform	police	officers	and	managers	of
the	leave	facilities	available	to	police	officers	to	balance	various	family	and	other
urgent	domestic	situations.

The	guidance	and	procedures	sitting	under	this	policy	aim	to	balance	the	need	to	take	into	account
individual	circumstances	of	police	officers	in	a	supportive	and	compassionate	way,	whilst	maintaining	an
efficient	and	effective	service.	Whilst	this	document	touches	on	aspects	of	maternity	leave,	it	does	not
cover	the	maternity	scheme,	which	is	published	separately.

A. Upload	the	adoption	policy

please	be	aware	only	one	file	is	allowed	per	answer

1.3	-	leave	policy	(uploaded	LW)

Filename:	1.3	-	leave	policy	(uploaded	LW)	Size:	199.9	kB

B. Upload	the	special	or	compassionate	leave	policy

please	be	aware	only	one	file	is	allowed	per	answer

1.3	b	-	leave	policy

Filename:	1.3	b	-	leave	policy	Size:	199.9	kB

https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627464/133572596-OkBK41Lrgo/1.3%20-%20leave%20policy%20(uploaded%20LW).pdf
https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627464/133572596-tkitMIXhdn/1.3%20b%20-%20leave%20policy.pdf
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C.	Upload	the	maternity	policy

please	be	aware	only	one	file	is	allowed	per	answer

1.3	c	-	maternity	policy

Filename:	1.3	c	-	maternity	policy	Size:	388.7	kB

D.	Upload	the	paternity	policy

please	be	aware	only	one	file	is	allowed	per	answer

1.3	-	leave	policy	(uploaded	LW)

Filename:	1.3	-	leave	policy	(uploaded	LW)	Size:	199.9	kB

E.	Upload	the	shared	parental	leave	policy

please	be	aware	only	one	file	is	allowed	per	answer

1.3	e	-	Shared	Parental	Leave	Procedure	-	Staff	April	2015

Filename:	1.3	e	-	Shared	Parental	Leave	Procedure	-	Staff	April	2015	Size:	404.1	kB

Policies	and	Benefits:	Part	2

Next	Steps

1.4	Does	the	organisation	have	a	policy	(or	policies)	which
support	employees	who	are	transitioning?

Yes

https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627464/133572596-0sGU2ihCky/1.3%20c%20-%20maternity%20policy.pdf
https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627464/133572596-T3ERPqTNsQ/1.3%20-%20leave%20policy%20(uploaded%20LW).pdf
https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627464/133572596-J0xLA4boR4/1.3%20e%20-%20Shared%20Parental%20Leave%20Procedure%20-%20Staff%20April%202015.pdf
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Does	the	policy	(or	policies)	in	place	to	support	employees
who	are	transitioning	cover	the	following?

Tick	all	that	apply

GUIDANCE:	Evidence	submitted	should	demonstrate	how	information	around
organisational	support	for	people	transitioning	is	tailored	to	different	employee
groups.	For	guidance	on	creating	a	transitioning	at	work	policy,	see	Stonewall’s
resource	here.

Responses	Selected:

A. Work	related	guidance	for	an	employee	who	is	transitioning

B. Work	related	guidance	on	the	process	for	an	employee	to	change	their	name	and	gender	marker	on
workplace	systems

C. Work	related	guidance	for	HR	staff	on	how	to	support	an	employee	who	is	transitioning

D. Work	related	guidance	for	managers	on	how	to	support	an	employee	who	is	transitioning

E. Work	related	guidance	for	employees	on	how	to	support	a	colleague	who	is	transitioning

Provide	a	brief	description	of	the	policy/policies	you	have
uploaded:

Transgender	and	non-binary	policy-	Derbyshire	Constabulary	complies	with	Authorised	Professional
Practice	(APP)	which	contains	information	to	assist	policing,	and	has	established	a	local	procedure	to
provide	clear	standards	and	guidelines	to	ensure	that	any	individual	who	comes	into	contact	with	the
police	and	is	undergoing,	intends	to	undergo,	or	has	undergone	gender	reassignment	are	treated	with
dignity	and	respect.	It	outlines	the	responsibilities	of	Line	Managers	and	HR,	as	well	as	officers	and	staff
in	relation	to	trans	and	non-binary	members	of	the	public.	This	information	is	further	given	in	the	Trans
and	Non-binary	guide	for	colleagues	and	managers

http://www.stonewall.org.uk/sites/default/files/creating_a_transitioning_at_work_policy_2016_0.pdf
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A. Upload	guidance	for	members	of	staff

please	be	aware	only	one	file	is	allowed	per	answer

1.4	Derbyshire	-	Trans	and	non-binary	policy	document

Filename:	1.4	Derbyshire	-	Trans	and	non-binary	policy	document	Size:	254.2	kB

B. Upload	guidance	for	making	changes	on	systems

please	be	aware	only	one	file	is	allowed	per	answer

1.4	Derbyshire	-	Trans	and	non-binary	policy	document

Filename:	1.4	Derbyshire	-	Trans	and	non-binary	policy	document	Size:	254.2	kB

C. Upload	guidance	for	HR	staff

please	be	aware	only	one	file	is	allowed	per	answer

1.4	Derbyshire	-	Trans	and	non-binary	policy	document

Filename:	1.4	Derbyshire	-	Trans	and	non-binary	policy	document	Size:	254.2	kB

D. Upload	guidance	for	managers

please	be	aware	only	one	file	is	allowed	per	answer

1.4	d	Trans	&	non-binary	guide	for	managers	(uploaded	LW)

Filename:	1.4	d	Trans	&	non-binary	guide	for	managers	(uploaded	LW)	Size:	1.7	MB

E. Upload	guidance	for	colleagues

please	be	aware	only	one	file	is	allowed	per	answer

Trans	&	non-binary	guide	for	colleagues

Filename:	Trans	&	non-binary	guide	for	colleagues	Size:	3.2	MB

https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627464/133572596-gA5onIolfq/1.4%20Derbyshire%20-%20Trans%20and%20non-binary%20policy%20document.pdf
https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627464/133572596-4Gui2ytD5P/1.4%20Derbyshire%20-%20Trans%20and%20non-binary%20policy%20document.pdf
https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627464/133572596-7UOn01Nb1x/1.4%20Derbyshire%20-%20Trans%20and%20non-binary%20policy%20document.pdf
https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627464/133572596-ov2czmqo8C/1.4%20d%20Trans%20&%20non-binary%20guide%20for%20managers%20(uploaded%20LW).pdf
https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627464/133572596-qIxgxfMaCH/Trans%20&%20non-binary%20guide%20for%20colleagues.pdf
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1.5	Does	the	organisation	have	a	policy	(or	policies)	in
place	to	support	all	trans	employees,	including	people	with
non-binary	identities?

Yes

Does	the	policy	(or	policies)	in	place	to	support	all	trans
employees,	including	people	with	non-binary	identities
cover	the	following?

Tick	all	that	apply

GUIDANCE:	Policies	submitted	should	include	clear	information	around	how	the
organisation	supports	all	trans	employees,	including	non-binary	people.	Guidance
on	dress	code	should	be	offered	regardless	of	whether	an	organisation	has	a
uniform	or	dress	code	policy.

Responses	Selected:

A.	A	clear	commitment	to	supporting	all	trans	people,	including	those	with	non-binary	identities

B.	Information	on	language,	terminology	and	different	trans	identities

C.	Guidance	on	facilities	and	dress	code	for	non-binary	people
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Provide	a	brief	description	of	the	policy/policies	you	have
uploaded:

Derbyshire	Constabulary	does	not	discriminate	on	the	basis	of	gender	identity,	treating	everyone	with
dignity	and	respect.	This	extends	to	organisational	dealings	with	members	of	the	community	and	public
at	large,	including	those	who	are	subject	to	detention	and/or	searches,	and	circumstances	where
personal	information	is	stored	on	information	systems,	to	ensure	fairness,	dignity	and	confidentiality.	

Our	staff	identifying	as	transgender	and	non-binary,	contribute	a	variety	of	experience	and	expertise.
Working	with	transgender	and	non-binary	communities,	will	always	have	a	positive	impact	on
organisational	priorities,	values	and	experience	promoting	information	sharing,	learning	and
development.

This	policy	aims	to	provide	support	to	those	members	of	staff	who	identify	as	transgender	and	non-
binary,	to	provide	support	for	managers,	to	provide	general	guidance,	and	as	a	learning	tool	for	the
organisation	as	a	whole.	The	guidance	is	published	on	our	intranet	system	along	with	other	supporting
guidance	of	trans	and	non-binary	issues.

Upload	the	policy	and	highlight	content	relevant	to	option
A

please	be	aware	only	one	file	is	allowed	per	answer

1.5	a	-	trans	policy

Filename:	1.5	a	-	trans	policy	Size:	253.8	kB

Upload	the	policy	and	highlight	content	relevant	to	option
B

please	be	aware	only	one	file	is	allowed	per	answer

1.5	b	-	information	on	language	terminology	and	different	trans	identities

Filename:	1.5	b	-	information	on	language	terminology	and	different	trans	identities	Size:	447.5	kB

https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627464/133572596-GFKDD3TTgb/1.5%20a%20-%20trans%20policy.pdf
https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627464/133572596-amtnaiEWc1/1.5%20b%20-%20information%20on%20language%20terminology%20and%20different%20trans%20identities.pdf
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Upload	the	policy	and	highlight	content	relevant	to	option
C

please	be	aware	only	one	file	is	allowed	per	answer

1.5	c	-	guidance	on	facilities	and	dress	code

Filename:	1.5	c	-	guidance	on	facilities	and	dress	code	Size:	269.1	kB

1.6	In	the	past	two	years,	has	the	organisation
communicated	that	its	policies	are	LGBT	inclusive	to	all
employees?

GUIDANCE:	The	communication	uploaded	should	demonstrate	the	organisation
has	informed	employees	that	policies	are	LGBT	inclusive.	This	may	be	on	a	post
on	an	intranet	system,	but	any	file	or	screenshot	must	demonstrate	the	reach	of
the	communication.

Yes

Provide	a	brief	description	of	the	communication	you	have
uploaded:

There	is	a	clear	message	posted	on	our	Force’s	internal	intranet	system	(accessible	to	all	employees	of
the	organisation)	which	communicates	information	regarding	all	of	Derbyshire	Constabulary’s	policies
being	fully	LGBT+	inclusive.	This	message	is	easily	accessible	and	clearly	visible,	and	has	further	been
included	on	the	LGBT+	Support	networks	page	(as	part	of	the	updates	to	the	intranet	system	in
preparation	for	LGBT+	History	Month	in	February)	where	it	stands	as	a	lasting	reminder	of	the	Force’s
commitment	to	maintaining	fully	inclusive	policies.

https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627464/133572596-zrQToS4t2r/1.5%20c%20-%20guidance%20on%20facilities%20and%20dress%20code.pdf
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Upload	a	communication	from	the	past	two	years
highlighting	the	relevant	content:

please	be	aware	only	one	file	is	allowed	per	answer

1.6

Filename:	1.6	Size:	201.9	kB

Provide	the	date	that	the	communication	was	shared.

1	Feb	2019

The	following	question	is	for	information	gathering
purposes	only	and	is	not	scored.

1.7	Does	the	organisation	provide	its	employees	with
private	healthcare	insurance	which	is	explicitly	inclusive	of
LGBT-specific	health	needs?

No

Section	2:	The	Employee	Lifecycle
Completed	-	16	Mar	2020

Workplace	Equality	Index	Application

The	Employee	Lifecycle:	Part	1

Section	2:	The	Employee	Lifecycle

https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627464/133572596-h6CkZJbBNu/1.6.pdf
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Section	2:	The	Employee	Lifecycle
This	section	comprises	of	9	questions	and	examines	the	employee	lifecycle	within	the	organisation;	from
attraction	and	recruitment	through	to	development.	The	questions	scrutinise	how	you	engage	and	support
employees	throughout	their	journey	in	your	workplace.	This	section	is	worth	13.5%	of	your	total	score.	

Below	each	question	you	can	see	guidance	on	content	and	evidence.	At	any	point,	you	may

save	and	exit	the	form	using	the	buttons	at	the	bottom	of	the	page.

2.1	When	advertising	for	external	appointments,	how	does
the	organisation	attract	LGBT	talent?

Tick	all	that	apply

GUIDANCE:	This	question	examines	the	ways	in	which	you	attract	external	LGBT
candidates	to	apply	for	roles	within	your	organisation.

Responses	Selected:

A.	Advertise	or	recruit	from	LGBT/diversity	websites/diversity	recruitment	fairs	and	events

B.	Include	a	statement	around	valuing	diversity,	explicitly	inclusive	of	LGBT	people	in	job	packs	and
pages

C.	Supply	potential	applicants	with	information	about	your	LGBT	employee	network	group	or	LGBT
inclusion	activities

D.	Other
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Describe	the	evidence	uploaded:

Staff	from	the	equality	unit	and	officers	from	our	LGBT+	network	always	attend	local	Pride	events.	We’ve 

two	dedicated	Positive	Action	officers	within	the	Inclusion	unit	who	attend	local	colleges/universities 

recruitment	fairs.	At	these	events	we	speak	to	individuals	from	the	LGBT+	community	to	build
trust/confidence	with	a	view	to	attracting	LGBT+	talent.

We	advertise	all	vacancies	on	our	internet	page	(e-recruitment)	and	use	our	individual	network	twitter 
accounts	to	explicitly	reach	out	to	members	of	the	LGBT+	community.	We	have	a	specialised	account	for 
our	positive	action	work	‘Valuing	People	Valuing	Difference’	... 	and	an	account	run	by our	LGBT+	support	
network	... .	Both	accounts	directly	aim	to	send	positive	message	to members	of	the	LGBT+	community	
that	we	are	an	inclusive	employer.

The	... 	allows	our	local	LGBT+	community	to	keep	up-to-date	with	events, recruitment	details	etc.	This	
network	is	made	up	of	partner	agencies	and	other	local	authority	LGBT+ groups	which	attracts	more	
followers.

We	produce	specific	materials	for	local	events	which	promotes	the	organisation	as	a	LGBT+	supportive 

employer	of	choice,	listing	information	about	our	employee	networks	to	members	of	the	public	and 

potential	applications	(e.g.	literature	produced	for	international	Women’s	Day,	Black	History	Month).

Upload	evidence	for	option	A

please	be	aware	only	one	file	is	allowed	per	answer

2.1	a

Filename:	2.1	a	Size:	235.9	kB

Upload	evidence	for	option	B

please	be	aware	only	one	file	is	allowed	per	answer

2.1	b

Filename:	2.1	b	Size:	617.7	kB

https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627467/133580627-ziJTrTL6iu/2.1%20a.pdf
https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627467/133580627-GEtvDDgsds/2.1%20b.pdf
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Upload	evidence	for	option	C

please	be	aware	only	one	file	is	allowed	per	answer

2.1	c

Filename:	2.1	c	Size:	525.5	kB

Upload	evidence	for	option	D

please	be	aware	only	one	file	is	allowed	per	answer

Filename:	Size:	0	Bytes

2.2	What	percentage	of	employees	with	recruitment
responsibilities	have	been	trained	on	reducing	bias	and
discrimination	towards	LGBT	people	in	the	recruitment
cycle?

Select	the	completion	rate	for	the	training

GUIDANCE:	The	training	should	reach	as	many	employees	who	recruit	as
possible.	Training	content	should	explicitly	mention	examples	of	discrimination
and	bias	towards	LGBT	people.	Content	should	also	include	the	steps	recruiters
can	take	in	eliminating	this	discrimination	and	bias.	Examples	of	content	you
could	upload	are	case	studies,	e-learning	screenshots	or	PowerPoint	presentations.

E.	No	employees	completed	training

https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627467/133580627-dLxg5a119S/2.1%20c.pdf
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2.3	What	information	does	the	organisation	supply	to	all
new	employees	(external	appointments)	when	being
inducted	in	to	the	organisation?

Tick	all	that	apply

GUIDANCE:	The	senior	leader	message	should	explicitly	call	out	LGBT	inclusion.
The	content	of	all	options	given	can	be	either	in	person,	online,	through	a	video	or
post,	or	on	paper.

Responses	Selected:

A.	Explicit	message	from	senior	leader	on	their	commitment	to	LGBT	inclusion

B.	Information	on	the	LGBT	employee	network/allies	programme	or	initiative

C.	Information	on	LGBT	inclusive	policies

Briefly	describe	the	induction	process	and	at	what	point
the	new	starter	receives	the	above	information:

When	a	new	member	of	staff	joins	the	organisation,	the	same	time	their	contract	of	employment	is
issued,	the	individual	is	also	sent	a	welcome	pack.	This	is	sent	via	an	electronic	link.

This	welcome	pack	includes	a	welcome	message	from	the	Chief	Constable	and	explains	the	role	of	the
Police	Crime	Commissioner	and	the	senior	leadership	team.	It	also	includes	information	about	our	force
commitment	to	our	Communities	and	our	force	values,	one	being	‘respect:	we	respect	everyone	at	every
level	of	the	organisation;	we	thrive	on	our	differences’.	There	is	a	section	on	‘Equality	&	Diversity’	which
includes	an	explicit	message	from	our	Organisational	Leader,	the	Chief	Constable	highlighting	his
commitment	to	LGBT+	inclusion	(evidenced	for	option	a).

There	is	also	a	specific	section	on	Staff	Networks	which	highlights	the	types	and	level	of	employee
support	which	is	offered	to	new	employees,	one	being	staff	support	networks	(evidenced	for	option	b).

On	the	first	day	there	is	an	induction	whereby	all	new	starters	are	given	an	overview	of	our	intranet
system.	On	the	very	first	page	there	is	a	section	on	enjoying	the	benefits	of	being	a	member	of	the	force
with	a	clear	link	to	staff	networks	and	the	initiatives	they	undertake,	such	as	how	to	become	a	proud
LGBT+	ally.
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In	addition	to	this,	there	is	a	‘First	Few	Days	Induction	Checklist’	undertaken	to	ensure	that	all	new
members	of	staff	have	an	introduction	to	their	immediate	working	environment	and	role.	There	is	a
section	on	this	induction	sheet	which	relates	to	staff	support	networks.	This	is	then	followed	by	a	‘Within
One	Month	Checklist’	which	includes	the	requirement	for	line	managers	to	discuss	essential	policies,
procedures	and	information	with	the	new	member	of	staff	–	one	area	being	Equality	and	Diversity	and
Staff	Support	Networks.

During	the	first	weeks	of	the	new	student	officer	training	the	group	is	given	a	specific	input	on	the
Equality	Act	2010	(covering	all	protected	characteristics)	and	information	about	our	staff	networks.	They
are	all	also	issued	with	a	staff	support	network	booklet	which	promotes	the	LGBT+	support	network	and
demonstrates	the	added	value	that	this	network	brings	to	the	organisation.	Specific	training	on	equality
and	diversity,	including	all	the	protected	characteristics	and	role	play	exercises	is	delivered	by	the
Equality	Unit	to	all	new	starters	in	our	Contact	Centre.

There	is	a	clear	statement	on	the	LGBT+	network	page	which	highlights	the	networks	involvement	in
ensuring	that	our	policies	are	LGBT+	inclusive	(evidenced	for	option	c).

The	Police	Officer	welcome	pack	(including	the	Chief	Constable’s	message	and	information	on	the
support	staff	networks	evidenced	below)	is	viewable	in	full	following	this	link:
https://view.pagetiger.com/Police-Induction/Officer	

Upload	evidence	for	option	A

please	be	aware	only	one	file	is	allowed	per	answer

2.3	a	-	Equality	and	Diversity

Filename:	2.3	a	-	Equality	and	Diversity	Size:	603.5	kB

https://view.pagetiger.com/Police-Induction/Officer
https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627467/133580627-BZklElr3JF/2.3%20a%20-%20Equality%20and%20Diversity.pdf
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Upload	evidence	for	option	B

please	be	aware	only	one	file	is	allowed	per	answer

2.3	b	-	Staff	Networks	and	Support

Filename:	2.3	b	-	Staff	Networks	and	Support	Size:	356.7	kB

Upload	evidence	for	option	C

please	be	aware	only	one	file	is	allowed	per	answer

2.1	c

Filename:	2.1	c	Size:	525.5	kB

The	Employee	Lifecycle:	Part	2

2.4	Does	the	organisation	enable	non-binary	employees	to
have	their	identities	recognised	on	workplace	systems?

GUIDANCE:	Examples	include	being	able	to	use	the	title	Mx,	the	option	to	choose
a	gender	marker	other	than	male	or	female	and	the	ability	to	have	a	passcard
with	two	forms	of	gender	expression	present.

Yes

https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627467/133580627-DzvvlFnvsE/2.3%20b%20-%20Staff%20Networks%20and%20Support.pdf
https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627467/133580627-qEiCCwqzWl/2.1%20c.pdf
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Describe	how	non-binary	identities	are	recognised	on
workplace	systems:

Our	internal	computerised	HR	system,	‘Gateway’	has	a	Mx	title	option	for	individuals	to	use	if	they	want
to	choose	a	gender	marker	other	than	male	or	female.	It	would	be	fair	to	say	that	there	are	many	people
within	the	force	who	would	not	be	aware	of	this	title	option	or	understand	what	it	is	used	for.	Therefore,
the	below	text	was	put	on	our	intranet	system	to	raise	awareness	and	inform	the	wider	organisation	that
we	are	aiming	to	continually	progress	with	gender	equality:

Is	that	Mr	or	Mrs?	Actually,	it	Mx

Some	may	have	noticed	that	on	our	HR	Gateway	system	has	an	option	for	Mx	as	a	title	any	there	are
many	within	the	force	who	may	not	have	come	across	this	before	or	don’t	understand	the	reason	behind
it.

The	‘Mx’	title	was	coined	in	the	1970’s	as	a	reaction	to	existing	‘discriminatory’	titles.	The	first	change	to
officially	recognised	titles	took	place	in	2015,	when	the	gender	non-specific	option	‘Mx’	(pronounce	“mix
or	“mux”)	was	added	to	driving	licenses	and	other	official	documents.

It’s	a	gender-neutral	version	of	Ms	or	Mr.	A	Mr	is	typically	a	man	and	a	Mrs	it	typically	a	woman,	Mx	is	a
gender-neutral	title	often	used	by	a	person	identifying	as	non-binary	(someone	who	doesn’t	consider
themselves	either	a	man	or	a	woman).

The	MX	title	is	available	to	people	who	do	not	identify	as	a	particular	gender,	or	who	do	not	want	to	be
identified	by	gender.	Some	individuals	identifying	as	non-binary	say	that	they	(and	sociality)	feel	more
comfortable	with	the	Mx	title,	than	without	it.

However,	it’s	not	just	non-binary	or	genderqueer	individuals	who	may	benefit	from	using	Mx.	Just	as
women	began	using	Ms	because	they	did	not	want	their	title	to	denote	their	marital	status,	some	people
do	not	want	their	title	to	denote	their	gender,	regardless	of	what	their	gender	is.	The	force	is	currently	in
the	process	of	looking	into	how	this	title	can	be	incorporated	into	our	crime	recording	and	other
computer	systems.
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2.5	Does	the	organisation	provide	all-employee	equality
and	diversity	training	which	includes	the	following	topics,
explicitly	covering	LGBT	people?
Tick	the	completion	rate	for	the	training

GUIDANCE:	The	training	should	reach	as	many	employees	as	possible	across
your	organisation.	Training	content	should	explicitly	mention	LGBT	people	and
cover	lesbian,	gay,	bi	and	trans	in	the	context	of	each	option	selected.	Examples
of	content	you	could	upload	are	case	studies,	e-learning	screenshots	or
PowerPoint	presentations.

A.	Organisational	policy	and	legislation 76–100%

B.	Language,	stereotypes	and	assumptions 76–100%

C.	Challenging	inappropriate	behaviour 76–100%

D.	Routes	to	reporting	bullying	and	harassment 76–100%

Describe	how	you	estimate	completion	rates: All	staff	are	required	to	undergo	Level	1	e-learning
training.	All	managers	are	expected	to	complete
level	2.	A	record	of	completion	rates	is	recorded
and	maintained	within	HR	and	on	the	relevant
systems.

Additional	inputs	are	given	to	all	student	police
officers,	Police	Community	Support	Officers	and
Specials	by	the	Equality	Unit	and	Staff	Support
Networks	as	part	of	their	induction.	All	new
telephone	operators	within	the	Contact	Centre
receive	an	input	from	the	Equality	Unit	that	covers
the	protected	characteristics	and	role	play
scenarios.

Describe	the	format	of	the	training	and	the	content
you	have	uploaded:

It	is	not	possible	to	upload	the	NCALT	training
package	due	to	the	system	it	is	held	on	and	its	use
for	internal	staff	only
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Upload	evidence	for	option	A

please	be	aware	only	one	file	is	allowed	per	answer

Filename:	Size:	0	Bytes

Upload	evidence	for	option	B

please	be	aware	only	one	file	is	allowed	per	answer

Filename:	Size:	0	Bytes

Upload	evidence	for	option	C

please	be	aware	only	one	file	is	allowed	per	answer

Filename:	Size:	0	Bytes

Upload	evidence	for	option	D

please	be	aware	only	one	file	is	allowed	per	answer

Filename:	Size:	0	Bytes
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2.6	In	the	past	year,	which	of	the	following	messages	have
appeared	in	internal	communications	to	all	employees?

Tick	all	that	apply

GUIDANCE:	Communications	uploaded	should	have	been	sent,	or	made	available
to	all	employees	(or	as	many	as	geographically	possible	through	the	specific
communication	method).	Evidence	could	include	emails	and	screenshots	of
intranet	posts.	IDAHoBiT	refers	to	the	International	Day	Against	Homophobia,
Biphobia	and	Transphobia.	In	your	uploaded	evidence,	make	clear	who/how	many
employees	the	communication	reached.	Evidence	provided	for	option	A.	must
clearly	include	all	identities	within	LGBT.

Responses	Selected:

A.	Information	about	LGBT	History	Month,	Pride,	Spirit	Day	and/or	IDAHoBiT

B.	Information	about	Bi-visibility	Day	and/or	other	bi	specific	events	(e.g.	bi	pride	events	or	Bicon)

C.	Information	about	Transgender	Day	of	Visibility,	Transgender	Day	of	Remembrance	and/or	Trans	Pride

D.	Information	about	the	LGBT	Employee	Network	Group	and	allies	activity

Upload	evidence	for	option	A

please	be	aware	only	one	file	is	allowed	per	answer

2.6	a	b	c

Filename:	2.6	a	b	c	Size:	582.2	kB

Upload	evidence	for	option	B

please	be	aware	only	one	file	is	allowed	per	answer

2.6	a	b	c

Filename:	2.6	a	b	c	Size:	582.2	kB

https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627467/133580627-HCRtTDwTW4/2.6%20a%20b%20c.pdf
https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627467/133580627-BiIaGwohps/2.6%20a%20b%20c.pdf
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Upload	evidence	for	option	C

please	be	aware	only	one	file	is	allowed	per	answer

2.6	a	b	c

Filename:	2.6	a	b	c	Size:	582.2	kB

Upload	evidence	for	option	D

please	be	aware	only	one	file	is	allowed	per	answer

2.6	d

Filename:	2.6	d	Size:	1.2	MB

Provide	date	for	option	A

30	Nov	2018

Provide	date	for	option	B

30	Nov	2018

Provide	date	for	option	C

30	Nov	2018

Provide	date	for	option	D

1	Feb	2019

The	Employee	Lifecycle:	Part	3

https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627467/133580627-GXT4lhmpr5/2.6%20a%20b%20c.pdf
https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627467/133580627-8EdDnq45bu/2.6%20d.pdf
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2.7	In	the	past	year,	which	of	the	following	career
development	opportunities	has	the	organisation
specifically	communicated	to	LGBT	employees?

Tick	all	that	apply

GUIDANCE:	Communications	here	can	either	be	specific	communications	to	LGBT
people	through	the	employee	network	group	OR	an	all-employee	communication
making	it	clear	you	welcome	LGBT	employees	on	the	programmes/opportunities.

Responses	Selected:

A.	General	leadership	and	development	programmes

B.	LGBT	specific	leadership/professional	development	programmes

C.	LGBT	specific	seminars	and	conferences

A.	Describe	the	programmes	and	how	these
programmes	are	promoted	to	LGBT	employees:

Our	Career	&	Development	function	is	facilitated
by	our	HR	Department.	They	detail	different	staff
development	opportunities	available.	Included	on
this	page	is	a	statement	about	our	use	of	positive
action	for	the	recruitment,	retention	and
progression	of	those	from	all	underrepresented
groups	(all	protected	characteristics	are	listed)
explaining	how	we	aim	to	use	innovative	and	new
approaches	to	fostering	good	relations	in	order	to
break	down	barriers	and	build	trust,	improve	career
opportunities	to	tackle	under-representation;
evaluate	our	processes	and	address	any	barriers	to
entry;	and	work	with	others	who	can	support	us	in
the	improvement	of	diversity.

B.	Describe	the	programmes	and	how	these
programmes	are	promoted	to	LGBT	employees:

We	have	a	specific	section	on	our	intranet	page
advertising	LGBT+	leadership	and	development
programmes.	This	section	is	hosted	within	the
main	“Professional	Development”	and	includes	the
importance	of	specific	development	opportunities
for	those	from	a	protected	group.	This	includes
information	on	the	different	programmes	offered
by	Stonewall	(LGBT+	Leadership;	LGBT+	Role
Models;	Bi	Empowerment;	Trans	Empowerment;
LGBT+	Allies;	and	Trans	Allies.)	There	is	a
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breakdown	describing	each	programme	and
associated	costs.	Also	there’s	a	link	to	LGBT+
reverse	mentoring	detailing	the	benefits	of	being	a
mentor	to	those	in	a	leadership	role.

C.	Describe	the	programmes	and	how	these
programmes	are	promoted	to	LGBT	employees:

The	2019	National	Police	LGBT+	conference	was
held	in	Wales.	Invitations	was	specifically
communicated	to	members	of	the	LGBT+	network
(Derbyshire	were	represented	by	14-delegates)
including	a	police	volunteer,	allies,	LGBT+	network
leads,	HR	manager,	board	and	senior
management.
Agenda	items	included	issues	behind	‘prefer	not	to
say’	monitoring	(offered	on	sexual	orientation/trans
history	only)	‘coming	out	the	other	side’:	links
between	poor	mental	health	and	the	LGBT+
community;	the	importance	of	supportive	policies;
‘minority	within	a	minority’	(bi	inclusion);	‘creating
the	environment’:	reflections	and	discussion	on
workplace	improvements	in	LGBT+	equality;	and
‘challenging	perceptions’	a	workshop	on
unconscious	basis.

A.	Provide	a	date	on	which	these	opportunities	were	communicated

30	Sep	2018

B.	Provide	a	date	on	which	these	opportunities	were	communicated

1	Feb	2019

C.	Provide	a	date	on	which	these	opportunities	were	communicated

15	Jul	2019
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2.8	Does	the	organisation	proactively	recognise
contributions	to	the	LGBT	employee	network	group	during
employee	performance	appraisals?

GUIDANCE:	The	onus	should	be	on	the	employer/manager	to	make	explicit	that
network	group	activity	links	in	with	organisational	values	and	count	towards
diversity	goals.	Please	note,	the	recognition	doesn't	have	to	be	financial,	but
should	be	systematic	and	applied	to	all	performance	appraisals,	not	just	those	of
the	network	leads.

Yes
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Describe	how	contributions	are	recognised:

The	below	email	message	was	sent	to	several	members	of	the	LGBT+	support	network	from	the	force
Strategic	Lead	for	Inclusion,	C/Insp	Dol	requesting	that	the	message	of	appreciation	was	included	during
their	next	performance	appraisal.
“I	just	wanted	to	take	the	opportunity	to	formally	thank	you	for	all	the	fantastic	work	you	have	done	to
contribute	to	our	LGBT+	Support	Network	over	the	past	year.	You	have	been	an	excellent	role	model,	not
only	for	the	LGBT+	community	and	our	internal	LGBT+	support	network,	but	also	for	our	overarching
guiding	policing	principles	and	organisational	values.
You	have	been	extremely	positive	and	proactive	around	valuing	diversity	particularly	in	terms	of	sexual
orientation	and	gender	identity	within	the	organisational	values,	in	particularly:
•	College	of	Policing	-	Code	of	Ethics
Standards	of	Professional	Behaviour:	Equality	&	Diversity
•	Derbyshire	Constabulary	–	Valuing	People,	Valuing	Difference	Strategy
creating	an	inclusive	and	positive	working	environment	for	our	policing	family,	reflecting	the
communities	we	serve;	improve	our	understating	of	communities	so	we	can	treat	everyone	individually
and	according	to	need;	and	improve	protection	and	support	for	those	most	at	risk	from	harm.
•	Derbyshire	Constabulary	LGBT+	Support	Network	Objectives
To	increase	an	inclusive	and	positive	working	environment	for	all.
Offering	advice	and	support	on	all	LGBT+	issues.	Working	with	partner	agencies	to	help	improve	the
service	we	offer	and	being	a	critical	friend	in	relation	to	operations;	and	policy/initiatives.
I	would	also	like	to	personally	thank	you	for	going	that	little	bit	extra	and	undertaking	lots	of	network
initiatives	in	your	own	time	and	this	truly	demonstrates	your	full	commitment	to	making	one	of	our
organisational	principles:	‘Doing	the	right	thing’	and	force	priorities:	‘Looking	after	our	people’	truly
imbedded.	The	fantastic	advances	in	LGBT+	equality	within	force	wouldn’t	have	happened	without	your
support	and	ongoing	commitment.”
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2.9	Does	the	organisation	identify	and	act	on	any	LGBT
issues	raised	at	exit	interviews	or	on	exit	surveys?

GUIDANCE:	Examples	include	giving	employees	an	opportunity	to	raise	any
issues	relating	to	discrimination	they	may	have	experienced	in	the	organisation.

Yes
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Describe	the	exit	interview/survey	process	and
how	LGBT	issues	would	be	identified	or	raised:

When	an	individual	resigns	from	the	organisation,
they	receive	communication	with	an	exit
questionnaire	and	an	invitation	to	attend	an	exit
interview.	The	questionnaire	includes	any	concerns
arising	during	employment,	including	asking	about
any	discrimination,	harassment	or	bullying.

We	seek	to	gain	information	on	the	reasons	for
people	leaving	Derbyshire	Constabulary.	This
questionnaire	allows	people	to	tell	us	honestly
about	how	the	organisation	is	performing.	

This	information	also	helps	to	identify	reasons	for
and	trends	in	turnover,	areas	needing	change,	and
any	training	and	development	needs	for	remaining
staff	(including	management	training	needs).	

There	is	an	equality	monitoring	section	on	this
form	which	asks	for	sexual	orientation	(Bisexual,
Gay/Lesbian.	Heterosexual/straight,	prefer	not	to
say,	prefer	to	self-describe,	please	specify)	and
gender	identify	(Male,	Female,	non-binary)	and	Do
you	identify	as	trans	or	a	person	with	trans	history?
(Yes/	No/	Prefer	not	to	say/	prefer	to	self-describe).

Describe	how	any	issues	raised	would	be	acted
upon	by	the	organisation:

Copies	of	these	exit	interviews	are	sent	to	relevant
heads	of	department.	Any	issues	raised	are
referred	to	an	HR	Advisor	or	senior	manager	to
investigate	and	acted	upon.	Additionally,	advice,	if
applicable,	would	be	sought	through	the	Head	of
Equality,	force	solicitor	and	staff	associations.

Our	force	has	recently	promoted	the	rebranding	of
our	new	“Organisational,	Learning,	Culture	and
Ethics”	department	(previously	known	as
Professional	Standards)	with	an	aim	to	be	more
proactive	in	dealing	with	any	issues	surrounding
performance	or	lack	of	professionalism/lack	of
understand	of	different	community	needs.	It’s
hoped	that	this	will	allow	for	further	‘lessons	learnt’
from	grievances	or	matters	which	may	have
historically	escalated	to	an	employment	tribunal
level.
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Section	3:	LGBT	Staff	Network	Group
Completed	-	16	Mar	2020

Workplace	Equality	Index	Application

ENG:	Part	1

Section	3:	LGBT	Employee	Network
Group
This	section	comprises	of	7	questions	and	examines	the	activity	of	your	LGBT	employee	network	group.
The	questions	scrutinise	its	function	within	the	organisation.	This	section	is	worth	11%	of	your	total	score.	

Below	each	question	you	can	see	guidance	on	content	and	evidence.	At	any	point,	you	may

save	and	exit	the	form	using	the	buttons	at	the	bottom	of	the	page.

3.1	Does	the	organisation	have	an	LGBT	employee	network
group	for	LGBT	employees?

A.	Yes,	with	a	defined	role	and	terms	of	reference

Upload	the	LGBT	employee	network	group’s	terms	of
reference:

please	be	aware	only	one	file	is	allowed	per	answer

3.1	Terms	of	Reference

Filename:	3.1	Terms	of	Reference	Size:	82.9	kB

ENG:	Part	2

https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627470/133587947-XfJa2nsHqS/3.1%20Terms%20of%20Reference.pdf
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3.2	Does	the	LGBT	employee	network	group	have	clearly
defined	yearly	objectives?

GUIDANCE:	Examples	could	include	holding	a	certain	number	of	events	or
campaigns,	engaging	with	different	groups	of	staff	across	the	organisation	and
collaborating	with	other	organisation's	network	groups.

Yes

List	examples	of	some	of	your	most	recent	objectives	and
progress	towards	achieving	them:

To	promote	and	raise	awareness	of	the	Derbyshire	Constabulary	LGBT+	Support	Network.

To	work	with	our	members	to	provide	support	and	advocacy	to	protect	individual	rights	and	to	provide	a
fair	service	to	all.	Offer	advice	and	support	to	staff	on	all	LGBT+	related	issues,	including	advice	on
‘coming	out’,	by	offering	guidance	and	signposting.

To	work	with	Partner	Agencies	to	help	develop	our	staff	internally,	and	to	offer	advice	and	support	within
the	local	LGBT+	Community.

To	promote	the	network	internally	and	externally,	and	to	enhance	positive	perceptions,	by	actively
representing	the	Force	at	local	community	events	and	forging	links	with	community	groups	to	increase
trust	and	confidence.

To	provide	a	link	between	the	LGBT+	Community	within	the	county	and	work	with	partner	agencies	to
support	the	vulnerable	and	victims	of	Hate	Crime,	whilst	positively	promoting	the	diversity	of	the	LGBT+
communities	we	serve.

To	provide	consultation,	advice	and	intervention	where	necessary	surrounding	LGBT+	issues.	To	act	as	a
critical	friend	in	relation	to	operations,	policy	and	initiatives	and	to	ensure	compliance	with	the	Equality
Act	2010.

The	network	has:
-	Updated	the	new	intranet	system,	ensuring	key	dates	(e.g.	IDAHOBIT,	Trans	day	of	Visibility	etc.)
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information	and	resources	are	included.	
-	Promoted	the	Allies	Programme	and	encouraged	allies	to	join	the	network	(that	it	isn’t	only	for	members
of	the	LGBT+	community)
-	Communicated	via	email	and	public	intranet	posts	about	social	events	being	held	by	the	network,	along
with	invitations	to	the	local	and	National	LGBT+	Conferences	and	LGBT+	Partnership	Network	IDAHOBIT
lunch	social.
-	Held	meetings	with	the	Chief	Constable	to	discuss	how	the	network	can	add	value	to	operational
policing.	This	helped	to	raise	awareness	and	promote	the	networks	value,	resulting	in	positive	outcomes
and	opportunities,	including	a	‘Pride	Car’	and	a	commitment	from	the	Chief	Constable	to	ensure	he	is
available	to	attend	key	LGBT+	events
-	Collaborated	with	other	networks	as	part	of	DerbysLGBT+	partnership	network.	Regular	meetings	have
helped	to	develop	policies	through	sharing	best	practice,	ensuring	that	policies	are	fully	inclusive.	The
networks	have	collaborated	to	host	the	Derbyshire	LGBT+	conference,	and	come	together	to	celebrate
key	LGBT+	dates.
-	Worked	with	Derbyshire	LGBT+.	Members	of	the	charity	have	helped	with	plotting	our	service	users
journey	resulting	in	recommendations	for	improvements.
-	Promoted	our	three	confidential	support	helplines	(held	by	a	male,	female,	and	trans	colleague)	on	the
intranet	system.	
-	Produced	specific	trans	and	non-binary	guidance	for	manager	and	colleagues
-	Promoted	the	‘Mx’	option	that	on	various	systems,	providing	information	around	terminology
-	Started	official	reverse	mentoring	programme,	offered	to	executive	leadership	team	and	senior
managers
-	Been	utilised	for	advice	throughout	the	Equality	Impact	assessment	process	for	several	policy	reviews	
-	Acted	as	point	of	contact	for	a	number	of	incidents	whereby	victims	have	insisted	on	only	speaking	to	a
member	of	the	LGBT+	community.
-	Worked	with	independent	custody	advisors,	providing	presentations	and	input	at	various	training	days
(e.g.	searching	in	custody)
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3.3	Which	of	the	following	support	activities	does	the	LGBT
employee	network	group	facilitate?

Tick	all	that	apply

GUIDANCE:	The	individual	support	the	network	offers	should	be	available	and
advertised	to	all	staff.	Consultation	on	internal	policies	and	practices	should	be
considered	as	policies	which	impact	upon	employee	welfare,	for	example,
reviewing	an	updated	adoption	policy.	Consultation	on	the	organisations	broader
work	refers	to	organisational	outcomes,	for	example	being	consulted	on	a	LGBT
media	marketing	campaign.

Responses	Selected:

A.	Provide	confidential	support	to	all	employees	on	LGBT	issues

B.	Provide	support	to	enable	employees	to	report	homophobic,	biphobic	and	transphobic	bullying	and
harassment

C.	Have	been	consulted	on	improving	internal	policies	and	practices

D.	Have	been	consulted	on	business	development,	organisational	priorities	and/or	the	organisation
broader	work

Describe	the	options	selected:

A.	Describe	the	confidential	support	the	group
offers	and	how	this	is	communicated	to	all	staff:

Within	the	LGBT+	support	network	there	are	3
volunteers	who	offer	confidential	support.	Their
contact	details	(email	address	and	mobile	phone
numbers)	are	clearly	advertised	on	our	force
intranet.	Their	details	are	also	broken-down	further
identifying	male	colleague,	female	colleague	and
trans	colleague.

These	colleagues	offer	a	support	service	and	are
promoted	as	general	good	points	of	contact.	They
have	had	training	as	colleague	supporters	which
included	having	a	detailed	overview	of	key	HR
policies	which	may	help,	contact	details	of	other
local	support	networks	which	could	help,	and	a
range	of	other	signposting	options,	such	as	internal
employee	assisted	counselling	scheme;	contact
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details	of	local	police	chaplaincy	services;	contact
details	of	local	Blue	Light	Champions	(mind	mental
health);	force	mediators	and	force	mindfulness
champions.

The	support	options	extended	by	our	network	also
includes	the	offer	to	discuss	any	LGBT+	issues	with
our	employees’	extended	family	members	and
employees	of	Derbyshire	Fire	&	Rescue	Services
(as	we	are	continuing	to	share	a	large	number	of
buildings	and	resources	with	this	organisation).

These	3	volunteer	network	supporters	also	have
close	links	with	our	local	staff	associations,	in
particular	the	police	federation	and	Unison	equality
leads,	plus	the	Inclusion	and	HR	teams.

B.	Describe	how	the	group	offers	support	to	enable
employees	to	report	homophobic,	biphobic	and
transphobic	bullying	and	harassment	and	how	this
is	communicated	to	all	staff:

Our	LGBT+	network	has	a	dedicated	intranet	space
(accessible	to	all	force	members)	with	a	part
specifically	highlighting	support	available	to
employees	to	report	homophobic,	biphobic	and
transphobic	bullying/harassment.	A	supportive
welfare	system	is	in	place,	incorporating	members
of	all	the	diversity	strands,	providing	24/7	services
to	listen	and	signpost.	We	all	have	access	to	the
CiC	counselling	service	(external	support	facility).

The	LGBT+	network	advises	on	ways	of	dealing
with	issues,	with	options	to	discuss	the	matter	with
line	managers,	second	line	managers	or	with	HR.	A
‘bad	apple’	system	is	in	place,	where	employees
can	anonymously	report	incidents	of
inappropriateness	and	bullying	to	our	Professional
Standards	Department	(PSD).

When	matters	require	reporting	to	and
documenting	by	the	police,	they	can	record
restricted	incidents	on	police	systems	and/or
discuss	the	matter	with	PSD	and/or	escalate	it	to	a
higher-ranking	officer.	Reports	are	treated	in	the
strictest	confidence,	barring	a	concern	for
individual	welfare.	We	are	victim	focussed	and	the
appropriate	methods	and	desired	outcomes	of
actions	are	fully	considered	and	discussed.
Reporting/notifying	procedures	are	always
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discussed-	due	to	severity	of	reported	actions,	a
higher-ranking	officer	may	need	to	be	informed	so
appropriate	safeguarding	measures	can	be	put	in
place.

C.	Describe	the	consultation	process	and	outcome: When	a	policy/function/project	has	been	identified
as	having	the	potential	to	affect	people	from
different	groups	unfavourably,	an	Equality	Impact
Assessment	(EIA)	is	undertaken.	This	can	include
consultation,	as	this	is	a	legislative	requirement
and	also	best	practice	to	review	how	our	working
practices	impact	on	individuals,	particularly	those
from	‘protected’	groups.

The	process	isn’t	overly	complicated	or
bureaucratic	process	with	the	level	of	consultation
and	involvement	varying	dependent	upon	each
specific	circumstance.	Consultation	with	any
affected	‘protected’	group	can	take	place	in	a
number	of	ways,	one	of	which	is	by	asking
members	from	our	LGBT+	staff	network	to	act	as
‘critical	friends’	to	see	if	they	can	identify	who
does/doesn’t	benefit	and	why	not,	and	who	should
be	expected	to	benefit	and	if	necessary	why	they
don’t.

As	part	of	the	policy/guidance	review	process,	any
changes	are	circulated	by	our	Force	Staff	Networks
Manager,	who	highlights	particularly	relevant	areas
(if	applicable)	which	may	have	the	potential	to
affect	individuals	from	a	LGBT+	perspective.

This	feedback,	which	is	captured	on	an	EIA,	is	then
sent	to	the	policy	‘owner’	via	our	Equality	Unit.
Positive	outcomes	result	in	policy	change	and/or
progressed	to	the	relevant	strategic	governance
board	as	necessary.

D.	Describe	the	consultation	process	and	outcome: When	a	policy,	function	or	project	has	been
identified	as	having	the	potential	to	affect	people
from	different	groups	unfavourably	an	Equality
Impact	Assessment	(EIA)	is	undertaken,	which	can
includes	consultation.	Consultation	is	not	just	a
legislative	requirement	but	it	also	makes	good
business	sense	to	review	how	our	working
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practices	impact	on	individuals,	particularly	those
from	‘protected’	groups.

Consultation	with	any	affected	‘protected’	group
can	take	place	in	a	number	of	ways,	one	of	which	is
by	using	our	LGBT+	Staff	as	a	‘critical	friend’	to
see	if	they	can	identify	who	benefits;	who	doesn’t
benefit	and	why	not;	and	who	should	be	expected
to	benefit	and	if	necessary	why	they	don’t.

Policy/guidance	is	circulated	by	our	force	Staff
Networks	Manager,	who	also	highlights	particularly
relevant	areas	(if	applicable)	which	may	have	the
potential	to	affect	individuals	from	a	LGBT+
perspective.

This	feedback	which	is	captured	on	an	Equality
Impact	Assessment	is	then	sent	to	the	policy
‘owner’	via	our	Equality	Unit.	Positive	outcomes
result	in	policy	change	and/or	progressed	to
Valuing	People	Valuing	Difference	governance
board,	e.g.	outcome:	promoting	the	reporting	of
same	sex	domestic	abuse,	outcome:	different
options	for	reporting	LGBT+	hate	crime.

ENG:	Part	3
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3.4	In	the	past	year,	which	of	the	following	activities	has
the	LGBT	employee	network	group	undertaken?

Tick	all	that	apply

GUIDANCE:	‘Awareness	raising	events’	here	refers	to	activities	which	serve	to
educate	or	inform	the	wider	organisation	about	different	sexual	orientation,
gender	identity	and/or	trans	issues,	for	example	panel	discussions,	lunch	and
learns	or	stalls	during	diversity	events.	‘Mentoring	or	coaching	programme’	here
refers	to	either	a	specific	programme	run	by	the	network,	or	alternatively	an
organisation	wide	programme	which	proactively	incorporates	LGBT	mentoring
with	the	aid	of	(and	driven	by)	the	network	group.	‘Reverse	mentoring’	here	refers
to	a	formal	process	whereby	senior	employees	are	reversed	mentored	by	more
junior	LGBT	employees.

Responses	Selected:

A.	Social	networking	event	for	members

B.	Lesbian,	gay	and	bi	equality	awareness	raising	event

C.	Trans	equality	awareness	raising	event

D.	Collaborated	with	other	LGBT	network	groups

E.	Collaborated	with	other	internal	network	groups

F.	Mentoring	or	coaching	programme

G.	Reverse	mentoring	programme

H.	Fundraised	for	an	LGBT	charity,	community	group	or	event

Describe	the	activities	selected	and	when	they	occurred.
Please	provide	specific	dates	or	time	periods	within	the
last	year.

A.	Social	networking	event	for	members The	local	area	police	Inspector	arranged	a	social
networking	event	for	all	those	who	attended	the
local	Pride	in	Belper	event	3rd	August.	He	also
kindly	paid	for	food	and	drinks	for	this	social	event
allowing	for	the	opportunity	to	network	with	those
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from	other	emergency	services.	It	also	included
members	of	the	organisation’s	LGBT+	support
network;	LGBT+	Ally	police	officers	from	the	local
Safer	Neighbour	Team;	LGBT+	senior	manager	role
model;	members	from	the	Equality	Unit;	a	number
of	our	police	support	volunteers;	and	our	local
police	cadet	team.
Co-chair	of	our	LGBT+	network	sent	out	details	of	a
social	gathering	to	all	delegates	from	Derbyshire
attending	the	National	LGBT+	police	conference.
This	provided	the	perfect	opportunity	for	a	formal
social	‘meet	and	greet’	whereby	a	number	of
Derbyshire	Constabulary	delegates	met.	This	invite
was	sent	to	our	Deputy	Chief	Constable;	several
members	from	our	LGBT+	support	network;
member	from	our	Equality	Unit;	a	police	support
volunteer;	representative	from	a	divisional
command	team;	and	representative	from	HR.	This
provided	the	perfect	opportunity	in	a	social
environment	for	networking	and	helped	forge
relationships	which	developed	throughout	the
conference	and	resulted	in	a	collective	group
taking	part	in	Cardiff	pride	parade.

B.	Lesbian,	gay	and	bi	equality	awareness	raising
event

Our	LGBT+	network	jointly	hosted	this	year’s
Derbyshire	LGBT+	Conference.	An	invitation	was
available	to	all	within	the	organisation	on	our
intranet	system.	Delegates	from	across	the
organisation	attended.	Our	LGBT+	network
facilitated	our	Strategic	Lead	for	Inclusion’s
involvement	to	be	a	speaker	at	the	event.	In	his
speech	he	reflected	on	positive	actions	of	the
organisation	in	expanding	understanding	of	LGBT+
issues,	promoting	equality	and	inclusion,	but	also
reflected	on	unconscious	bias	and	discrimination
LGBT+	individuals	can	still	face.

The	conference	covered	a	variety	of	subjects,	with
speakers	reflecting	on	issues	relating	to	mental
health,	HIV	stigma	and	sexual	orientation;	matters
relating	to	bi	individuals	and	biphobia;	and	‘LGBT+
Inclusion	for	all’.	The	theme	was	‘reaching	out’,
and	encouraged	greater	understanding	of	LGBT+
issues	faced	in	the	workplace	and	actions	that	can
be	taken	to	combat	these	issues	faced	in	relation
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to	sexual	orientation	and	gender	identity.
Workshops	provided	information	on	such	topics	as
reverse	mentoring	and	service	provision,
encouraging	action	for	positive	change.

A	member	of	our	network	chairs	the	partnership
network.	During	the	planning	process,	our	network
providing	meeting	rooms	at	HQ,	chaired	meetings
and	provided	printing	services	and	materials	for
the	conference.

C.	Trans	equality	awareness	raising	event Co-chair	of	our	LGBT+	support	network	is	a	police
sergeant	that	identifies	as	trans.	Our	network	co-
chair	represented	Derbyshire	Constabulary	at	the
National	LGBT+	police	conference,	helping	to
facilitate	the	'minority	within	a	minority'	workshop
which	delivered	information	of	trans	issues	and	the
differing	experiences	of	trans	individuals	within	the
LGBT+	community.	It	presented	research	relating
to	trans	specific	issues,	transphobia	and	mental
health	statistics	for	the	trans	community.

Our	support	network	was	further	showcased	as	our
trans	officer	sat	on	a	discussion	panel.	He	was	able
to	answer	questions	relating	to	trans	issues,
reflecting	on	national	research	and	drawing	from
personal	experience.	Answers	aimed	to	broaden
understanding	of	trans	related	issues	and	promote
equality	which	could	be	taken	back	to	as	good
practice	to	other	organisation.

Trans	related	issues	were	also	raised	at	our	LGBT+
partnership	Conference,	highlighting	the
unconscious	bias	and	transphobia	still	faced	by
many,	and	the	actions	we	can	take	to	combat
these	issues.	Additionally,	we	fly	the	Trans
awareness	flag	at	HQ	on	Trans	day	of
remembrance	and	international	day	of	trans
visibility,	with	this	being	promoted	by	use	of
internal	communications,	e.g.	message	of	the	day
on	our	intranet	and	externally	via	social	media.

D.	Collaborated	with	other	LGBT	network	groups There	has	been	further	work	carried	out	in
collaboration	with	other	LGBT+	networks	as	part	of
the	DerbysLGBT+	Support	network	(with



52	/	145

representatives	from	Derbyshire	Fire	&	Rescue,
Derbyshire	Health	Authority,	Derby	University,
Derbyshire	County	Council).	This	year,	working
with	the	partnership	network,	our	LGBT+	network
hosted	the	Derbyshire	LGBT+	conference	(12	June
2019),	focussing	on	the	theme	of	‘reaching	out’
and	making	change	within	organisations,
promoting	equality	and	the	importance	of	allies.
The	partnership	networks	have	also	come	together
on	key	dates	such	as	IDAHOBIT	(17	May	2019),	in
which	it	hosted	a	lunch	social	at	Derbyshire
Constabulary	HQ,	to	help	raise	awareness	for	the
day	and	how	we	can	help	tackle	issues	still	facing
members	of	the	LGBT+	community.

The	co-chairs	of	our	LGBT+	support	network	have
also	attended	meetings	for	the	National	Police
LGBT+	Network.	Through	this	they	were	able	to
interact	with	the	LGBT+	networks	of	other	forces,
as	well	as	the	National	network,	collaborating	to
promote	LGBT+	issue,	tackle	homophobia,
biphobia	and	transphobia,	and	in	the	organisation
of	LGBT+	initiatives.

E.	Collaborated	with	other	internal	network	groups The	organisation	has	a	number	of	other	staff
support	networks	who	work	alongside	our	LGBT+
support	network	(Black	Police	Association,	Gender
Agenda	Network,	Christian	Police	Association,
enable	disability	support	network).

Chairs/vice-chairs	from	each	network	formally
meet	collectively	around	twice	a	year,	along	with
representatives	from	our	HR	department,	the
UNISON	equality	lead	and	the	Police	Federation
equality	representative.	These	formal	meetings	are
called,	‘Staff	Network	Forum’	meetings.

All	of	these	networks	support	equality	and	diversity
within	the	organisation	and	this	forum	allows
members	of	staff	from	each	network	to	meet	up,
receive	support	and	raise	issues	of	common
interest	at	all	levels	of	the	organisation.	These
networks	also	play	an	important	role	in	our
equality	consultation	process.	Any	new	policy
changes	of	issues	which	may	affect	a	particular
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protected	group	is	highlighted	as	we’re	all	aware
that	individuals	may	have	more	than	one	protected
characteristic	(intersectionality).

Collectively	these	networks	worked	together	on
joint	initiatives,	such	as	local	mental	health
awareness	raising	event,	menopause	awareness
sessions,	female	staff	development	day	and	the
LGBT+	partnership	‘reaching	out’	conference.

F.	Mentoring	or	coaching	programme The	force	has	been	running	a	mentorship	scheme
for	a	number	of	different	recruitment	opportunities.
The	mentorship	scheme	is	mainly	aimed	at
candidates	with	protected	characteristics,	including
LGBT+	candidates,	and	the	scheme	offers	the
support	of	a	police	officer/police	staff	mentor	for
candidates.	Mentors	were	requested	from	divisions
across	the	force	and	from	our	staff	support
networks.

We	requested	mentors	from	our	LGBT+	staff
network	and	several	members	offered	their
support	to	us	helping	candidates	through	their
application,	answering	any	queries	or	questions
candidates	had,	sharing	their	own	experiences
working	as	a	police	officer	and	preparing	them	for
their	interview	which	can	be	a	daunting	experience
for	some	individuals.

The	mentorship	scheme	is	an	important	and	legal
way	of	utilising	Positive	Action	under	the	Equality
Act	2010	by	ensuring	we	are	a	workforce	that	is
representative	of	the	community	we	serve	which
includes	a	large	LGBT+	community.	Mentors	from
our	LGBT+	staff	network	have	been	extremely
helpful	and	supportive	of	this	scheme	and	their
mentees	have	given	us	fantastic	feedback.

This	year	the	network	has	formally	launched	a
reverse	mentoring	scheme.	5	members	of	the
network	have	been	trained	on	how	to	reverse
mentor	and	have	started	the	process.

G.	Reverse	mentoring	programme This	year	we	introduced	a	formal	reverse
mentoring	programme	whereby	a	number	of
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members	from	our	LGBT+	support	network	have
offered	their	services	to	all	members	of	our
executive/board	level	leaders	and	senior
management	such	as	those	in	Head	of	Department
roles.	This	type	of	initiative	previously	happened
on	an	informal	basis,	but	now	there	has	been	a
formal	process	put	in	place.

Information	was	given	to	those	in	positions	of
leadership	and	influence	explaining	the	business
benefits	of	reverse	mentoring,	such	as	helping	to
remove	hierarchal	barriers;	developing	a	culture	of
continuous	learning;	being	open	to	differences;
being	more	creative/open	to	change.	All	of	which
helps	to	offer	excellent	public	service	and
demonstrates	that	we	are	an	employer	of	choice
valuing	people	and	valuing	difference.

The	programme	works	by	mentees	having	the
option	to	email	the	network	and	request	that	they
are	introduced	to	their	mentor,	a	process	which	is
facilitated	by	our	Staff	Networks	Manager.	Then
both	parties	agree	a	number	of	planned	meetings
whereby	both	can	discuss	issues	and	develop
options	for	positive	change	and	LGBT+	equality
progression.	Several	‘gaps’	have	been	identified
and	areas	for	improvement	have	already	been
actioned	as	a	result	of	this	initiative.

H.	Fundraised	for	an	LGBT	charity,	community
group	or	event

As	part	of	the	Derbyshire	LGBT+	conference	that
our	LGBT+	network	jointly	hosted,	money	was
raised	through	a	raffle,	with	all	proceeds	being
donated	to	Derbyshire	LGBT+,	our	local	LGBT+
charity	based	in	Derby.	Our	network	provided	raffle
prizes,	and	two	of	our	members	sold	the	raffle
tickets	on	the	day	to	generate	the	money	for
donation.	A	total	of	£100	was	raised	on	the	day,
which	will	help	the	charity	in	their	work	within	the
local	LGBT+	community.

It	was	agreed	that	money	from	our	LGBT+	Support
network	would	contribute	to	Derbyshire	LGBT+	in
order	for	them	to	attend	with	display	boards
charting	LGBT+	history	and	voices	in	the	region.
Many	of	these	boards	relate	to	the	law	and	historic
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actions	of	the	police	towards	members	identifying
as	LGBT+,	and	helped	to	highlight	how	much
positive	change	has	occurred	within	the
organisation	and	in	its	relationship	with	the	local
LGBT+	community.	Financial	support	towards	this
display	will	enable	further	research	into	'local
voices	of	Derbyshire	LGBT+'	and	aid	in	the	other
works	that	the	charity	perform	

Annually	our	LGBT+	Support	Network	also	sells	red
ribbons	to	raise	awareness	of	World	Aids	Day	with
profits	donated	to	Derbyshire	LGBT+.
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3.5	In	the	past	two	years,	has	the	LGBT	employee	network
group	held	campaigns,	initiatives,	seminars	or	events
engaging	with	the	following	diversity	strands?

Tick	all	that	apply

GUIDANCE:	'Initiatives'	and	'campaigns'	here	refer	to	specific	programmes	or	projects
–	online	or	offline	–	undertaken	to	achieve	LGBT	specific	aims	in	the	near-term.	For
example,	creating	a	series	of	blog	posts	during	LGBT	History	Month	to	highlight
homophobia,	biphobia	and	transphobia	in	sport.

Examples	include	raising	awareness	of	the	specific	mental	health	challenges	faced	by
LGBT	people	during	mental	health	awareness	week	and	profiling	prominent	trans	women
on	International	Women's	Day.

This	question	is	looking	at	how	your	network	group	engages	with	the	intersections
between	LGBT	identities	and	other	diversity	strands,	work	on	LGBT	identities	that	does
not	clearly	engage	one	of	these	other	diversity	strands	will	not	be	accepted	for	this
question.

Please	provide	specific	dates	or	time	periods	within	the	last	two	years.

Responses	Selected:

A.	Age

B.	BAME

C.	Disability	(excluding	disability	related	to	mental	health)

D.	Women

E.	Low	income	communities	(for	example,	working	class	communities,	people	with	experience	of	poverty
or	homelessness)

F.	Mental	health	(including	disability	related	to	mental	health)

G.	Religion

Describe	the	campaigns,	initiatives,	seminars	or	events
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and	when	they	occurred:

A.	Age The	force	ran	a	campaign	throughout	the	summer
call,	“Operation	Engage”.	A	series	of	events	took
place	over	several	months	targeting	various
sections	of	the	community,	specific	to	their	needs,
in	order	to	increase	the	public’s
involvement/communication	with	the	force	and	to
become	more	available/visible	to	some	sections	of
society	who	wouldn’t	always	get	to	see	a	police
officer.	Officers	from	our	LGBT+	network	visited
post	offices	and	care	homes	and	discussed	matters
including	home	safety,	safeguarding,	domestic
abuse	and	also	LGBT+	matters.
Officers	as	part	of	this	also	took	part	in	high
visibility	patrols	outside	schools	and	the
Chesterfield	Youth	Engagement	Team	visited	and
taught	classes	and	led	assemblies	on	key	topics
including	LGBT+	awareness,	hate	crime,	bullying,
domestic	abuse	and	much	more.
For	hate	crime	awareness	week	an	officer	from	our
LGBT+	network	visited	a	number	of	primary
schools	discussing	topics	such	as	disability,	LGBT+
and	race	hate	crime.	Speakers	from	these
protected	groups	also	talked	to	the	children	to
raise	awareness	of	hate	crime	and	specifically	help
understanding	around	these	strands.	Vice	chair	of
our	LGBT+	support	network	ran	a	‘design	a	poster’
competition	for	secondary	schools	in	order	to	raise
hate	crime	reporting	awareness.

B.	BAME Three	members	of	Derbyshire	Black	Police
Association	attended	our	LGBT+	conference	earlier
this	year.	Two	of	the	delegates	were	Sikh	males
and	the	other	delegate	was	a	female	Christian.	All
of	these	delegates	where	thoroughly	passionate
about	sharing	their	learning	and	experiences
following	the	conference	saying	how	much	they
enjoyed	the	event	and	took	away	in	terms	of
developing	a	deeper	understanding	on	LGBT+
issues.

These	delegates	also	provided	feedback	to
members	of	the	Black	Police	Association	executive
team	saying	how	good	the	event	was	and	how
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much	they	learnt,	even	saying	that	there	were
unaware	of	many	of	the	issue’s	members	of	the
LGBT+	can	face	in	terms	of	discrimination	and	hate
crime.	Especially	in	the	minority	within	a	minority
aspect,	e.g.	trans	and	bi	issues.

A	female	black	officer	who	is	part	of	the	LGBT+
network	(and	openly	gay)	had	her	picture	taken
wearing	rainbow	police	epilates	in	a	bid	to	reach
out	to	other	females,	other	gay	females,	other
individuals	from	the	black	or	Asian	minority
background	to	consider	being	part	of	our	policing
family	and	joining	our	origination.	If	a	picture	can
say	a	thousand	words,	this	image	does,	promoting
intersectionality	and	inclusion	within	our	force.

C. Disability The	vice-chair	or	our	LGBT+	support	network	has
worked	closely	with	the	local	safer	neighbourhood
teams	within	the	Chesterfield	area,	alongside	a
representative	from	the	local	disability	direct
charity	at	local	police	events.
This	has	been	the	ideal	platform	to	raise
awareness	of	disabilities	through	this	work	it	was
identified	that	there	was	part	of	the	wider	LGBT+
community	with	disabilities	that	would	benefit	from
meeting	police	officers	to	gain	trust	and	for	an
education	input.
Derbyshire	has	the	highest	number	of	deaf	people
proportionally	to	our	population	and	as	such	there
has	been	a	considerable	amount	of	work
undertaken	to	develop	our	PLOD	scheme	(Police
Link	Officers	for	the	Deaf).	A	number	of	officers
have	been	trained	up	to	level	2	in	British	Sign
Language.	There	are	several	‘PLOD’	officers	who
are	also	part	of	the	LGBT+	support	network.
Individuals	who	are	deaf	are	often	more	fearful	of
crime,	knife	crime	and	hate	crime	due	to	fears	they
had	from	recent	reports	in	the	media.	The	safer
neighbourhood	team	put	events	on	education
establishments	to	discuss	initially	knife	crime,	but
to	also	discuss	other	LGBT+	issues	helping	to
support	them	in	reporting	any	bullying/hate	crime
to	the	police.

Our	Deputy	Chief	Constable	is	part	of	our	LGBT+
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D.	Gender support	network	and	opened	this	year’s	Female
Police	Officer	Development	day	in	July	2019.
During	the	opening	she	discussed	all	areas	of
equality	and	diversity,	also	covering	all	areas	of
intersectionality.	She	addressed	the	importance	of
understanding	that	people	cannot	be
compartmentalised	(e.g.	just	‘women’	or	‘LGBT+’)
but	that	intersectionality	between	different	aspect
of	ourselves	work	together	to	make	us	unique.	She
spoke	of	the	importance	of	bringing	your	full	and
authentic	self	to	work,	and	the	result	of	being	able
to	do	this	allows	for	greater	honesty	within	teams
and	overall	better	performance.	Ensuring	a	full
understanding	of	intersectionality	is	key	to	allow
people	to	comfortably	do	this.

During	her	speech,	DCC	shared	accounts	helping	to
put	delegates	at	ease;	showing	it	was	a	safe	space
to	be	their	authentic	self.	She	demonstrated	a	clear
commitment	that	sexual	orientation	and	gender
identity	shall	not	a	barrier	for	career	progression	in
Derbyshire	Constabulary.

As	part	of	this	year’s	international	women’s	day
celebrations	a	commemorative	booklet	was
produced	by	our	staff	networks	manager	which
included	a	section	of	Trans	women	promoting	the
work	currently	being	undertaken	promoting	trans
inclusion	in	the	workplace.

E.	Low	income	communities Throughout	the	last	12	months	there	have	been	a
series	of	events	in	the	local	areas	of	Chesterfield
hosted	by	the	safer	neighbourhood	police	teams
which	have	been	in	areas	whereby	a	large	number
of	low	income	families	live.	These	areas	were
identifies	as	areas	that	could	benefit	from	police
engagement	and	early	intervention.
Our	LGBT+	vice	chair	used	these	events	to	raise
awareness	regarding	various	issues	in	communities
such	as	bullying,	hate	crime	and	anti-social
behaviour.	At	the	events,	officers	from	our	LGBT+
support	network	helped	raise	awareness	and
discussed	LGBT+	matters	by	handed	out	rainbow
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shoelaces	and	keyrings.	Also	at	the	events,	to
ensure	the	wider	LGBT+	community	were	included
Derbyshire	LGBT+	were	invited	to	provided	support
and	also	the	police	were	able	to	direct	any	member
the	public	to	them	if	they	needed	support	with
personal	matters	or	wished	to	access	the	services
that	the	Derbyshire	LGBT+	provided.
The	result	of	these	outreach	community
engagement	initiatives	has	resulted	in	Chesterfield
Pride	being	seen	in	very	high	regards	and	a	family
and	fully	inclusive	event.	In	fact,	the	attendance	is
higher	than	at	our	Derby	Pride	which	is	in	the	city.

F.	Mental	Health There	is	a	section	on	our	force	intranet	specifically
promoting	mental	health	within	the	workplace,
promoting	our	Blue	Light	Champions	(colleagues	to
promote	the	initiative	on	behalf	of	MIND	the	mental
health	charity).	There	are	alarming	statistics
showing	that	those	working	within	the	emergency
services	are	more	likely	to	suffer	with,	and	less
likely	to	ask	for	help	on	mental	health	issues.

In	addition,	some	individuals	identify	as	being
LGBT+,	are	at	a	higher	risk	of	experiencing	mental
health	problems	than	the	wider	population.	We’ve
published	information	on	the	intranet	highlighting
that	if	you	are	LGBT+	and	have	experienced
mental	health	issues,	you	are	not	alone.

The	information	published	(May	2019-	for	Mental
Health	Awareness	Week)	states	that	the	reasons
for	this	are	complex	and	not	yet	fully	understood.
However,	mental	health	problems	experienced	by
LGBT+	people	have	been	linked	to	discrimination,
bullying,	homophobia,	biphobia	or	transphobia.
Some	individuals	also	experience	rejection,
negative	reactions	or	hostility	from	family
members,	friends,	strangers,	employers	or
members	of	other	communities.	This	can	have	a
big	impact	on	an	individual’s	self-esteem	and	mean
they	may	feel	unable	to	be	open	about	their	sexual
orientation	or	gender	identity	at	work,	home	or	the
wider	world.

A	key	element	of	the	LGBT+	conference	our	LGBT+
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G. Religion support	network	organised	and	ran	in	June	this 
year	was	the	inclusion	of	workshops	–	so	there	was 
an	education	element	to	the	conference	rather 
than	just	being	an	awareness	raising	event, 
particularly	as	many	of	the	delegates	identified	as 
being	LGBT+.

It	was	agreed	that	it	would	be	useful	to	have	a 
workshop	specifically	on	LGBT+	issues	and 
religion/belief.	The	workshop	covered	the 
importance	of	building	trusting	relationships	with 
people	from	the	LGBT+	community	and	the 
journey	towards	celebrating	same	sex	marriages 
and	marriage	in	places	of	worship.

Part	of	the	workshop	discussed	the	role	that	Liberal 
Jews,	Quakers	and	Unitarians	had	in	lobbying	for, 
and	endorsing	same-sex	marriages	in	places	of 
worship.

The	workshop	will	be	led	by	,,, ,	Chief Community	
Cultivator	at	...	based	in	the ...	Centre,	and	
celebrant	at	the	...in	a	place	of	worship	in	
Derbyshire; and	...

ENG:	Part	4
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3.6	In	the	past	year,	what	initiatives	has	the	LGBT
employee	network	group	undertaken	to	ensure	the
membership	is	as	diverse	as	possible?

Tick	all	that	apply

GUIDANCE:	Examples	provided	should	clearly	demonstrate	that	the	LGBT
employee	network	group	is	driven	in	ensuring	the	membership	is	representative
of	many	different	types	of	people.

Responses	Selected:

A. Implemented	a	formal	mechanism	or	process	to	ensure	bi	and	trans	issues	are	covered	and	engaged
with	(for	example,	bi	or	trans	reps)

B. Promoted	the	LGBT	employee	network	group	as	being	open	to	all	employees	and	inclusive	of	LGBT
people	with	multiple	identities	(for	example,	BAME	LGBT	people	or	LGBT	people	with	experience	of
mental	health	problems)

C. Reviewed	and	evaluated	past	and	future	activity	to	remove	barriers	to	engagement	from	LGBT	people
with	multiple	identities

Describe	the	initiatives	selected	and	when	they	took	place
or	were	implemented.	Please	include	specific	dates	or	time
periods.

A. Implemented	a	formal	mechanism	or	process	to
ensure	bi	and	trans	issues	are	covered	and
engaged	with	(for	example,	bi	or	trans	reps)

Our	LGBT+	support	network	this	year	made	a
conscious	decision	to	separate	the	information	that
was	previously	held	in	one	space	on	the	force
intranet	under	LGBT+	support.	This	suggestion	was
firstly	discussed	with	those	within	the	network	who
identify	as	being	bi	and	trans	and	they	agreed	that
this	would	be	a	positive	step.

It	was	agreed	that	there	would	be	separate
sections,	one	being	“Understanding	and	supporting
trans	and	non-binary	individuals”	the	other	being
“understanding	and	supporting	bi	individuals
within	the	workplace”.

It	also	included	a	specific	commitment	from	our
Deputy	Chief	Constable;	Trans	ally	workshop	have
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been	promoted	and	planned;	the	Trans	flag	is	flown
at	HQ	on	TDoR	and	TDov	and	Trans	empowerment
training	programmes	have	been	promoted.

The	same	goes	for	bi.	There	is	a	commitment	from
our	Chief	Constable	highlighting	some	the	issues	bi
individuals	may	face,	which	can	prevent	them
achieving	their	full	potential	at	work.	These
experiences	are	often	quite	distinct	from	those	of
their	lesbian	and	gay	colleagues.

Again,	the	bi	flag	is	flow	on	Bi	visibility	day	and	bi
empowerment	programmes	are	promoted	on	the
intranet.	This	is	to	ensure	these	very	separate
issues	get	the	support	they	need.

B. Promoted	the	LGBT	employee	network	group	as
being	open	to	all	employees	and	inclusive	of	LGBT
people	with	multiple	identities

Our	LGBT+	support	network	promote	that	it	is
open	to	all.	There	are	lots	of	individuals	who	play	a
huge	part	in	the	success	of	this	network.	Our	co-
chairs	represent	the	force	at	regional	and	national
LGBT+	police	meetings	and	share	best	practice
and	national	initiatives	within	Derbyshire	but	there
are	lots	of	other	roles	within	the	network	which
others	are	involved	with.	For	example,	attendance
at	local	pride	events,	delivering	presentations	to
local	community	groups	on	LGBT+	issues	and	hate
crime,	helping	to	promote	the	network,	or	by
getting	involved	with	conference/training	events.
It	is	promoted	on	the	intranet	that	all	individuals
who	identify	as	LGBT+	or	are	an	LGBT+	ally	can
join	the	support	network	and	that	membership	is
anonymous	and	does	not	require	the	approval	of
any	line	manager.

It’s	also	promoted	that	the	network	also	provides	a
resource	that	is	available	to	all	offer	support	and
advice	to	chief	officers	and	managers	on	any
LGBT+	issues.	They	also	offer	welfare	support	by
identifying	appropriate	welfare	or	counselling
agencies	if	appropriate	and	that	they	are	always
here	to	listen.

C. Reviewed	and	evaluated	past	and	future	activity
to	remove	barriers	to	engagement	from	LGBT

Following	the	LGBT+	role	models	launch
conference	which	took	part	last	year,	it	was
evident	that	there	was	a	lack	of	representation
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people	with	multiple	identities from	members	of	our	Black	Police	Association	(BPA)
and	Christian	Police	Association	(CPA).

Our	staff	networks	manger	discussed	with	each	of
the	network	chairs	from	the	BPA	and	CPA	to	see	if
they	would	like	to	attend	further	events.	They	both
said	that	they	would	love	to	and	it	was	perhaps	an
oversight	whereby	a	personal	invite	didn’t	go	to
these	chairs.	There	was	a	perception	that	they	may
not	be	invited	due	to	historical	issues	between	the
LGBT+	community	and	those	identify	as	being
from	a	faith	group.

This	resulted	in	three	members	of	Derbyshire	Black
Police	Association	attended	our	LGBT+	conference
earlier	this	year.	Two	of	the	delegates	were	Sikh
males	and	the	other	delegate	was	a	female
Christian.	All	of	these	delegates	where	thoroughly
passionate	about	sharing	their	learning	and
experiences	following	the	conference	saying	how
much	they	enjoyed	the	event	and	took	away	in
terms	of	developing	a	deeper	understanding	on
LGBT+	issues.

A	number	of	members	from	our	CPA	also	attended
for	the	first	time	to	show	their	support.

3.7	Has	the	LGBT	employee	network	group	undertaken	any
additional	work	in	the	past	year	to	advance	LGBT	equality
in	both	your	organisation	and	the	wider	community?

GUIDANCE:	The	work	detailed	here	should	be	additional	to	the	work	already
covered	in	other	questions.	

Yes
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Describe	the	activity	and	impact.	Please	include	specific
dates	or	time	periods.

Officers	from	a	local	safer	policing	team	contacted	the	LGBT+	supporting	network	seeking	their	views
following	a	number	of	comments	that	had	been	expressed	during	the	course	of	their	duties.
Vice-chair	of	our	LGBT+	network	arranged	a	local	meeting	and	invited	wider	members	of	the	LGBT+
community	to	the	police	station	to	discuss	their	issues	within	the	community	with	an	aim	to	try	and	build
a	better	police	relationship	with	the	LGBT+	community.
Learning	and	a	number	of	positive	outcomes	from	this	meeting	were	identified.	It	was	felt	that	the
LGBT+	community	did	not	particularly	trust	the	police	to	deal	with	the	hate	crime	they	reported	or	had
the	perception	that	the	police	hadn’t	take	it	seriously.
This	trust	was	not	through	the	officers	not	doing	their	jobs,	but	was	through	what	they	believed	to	be	the
majority	of	officers’	lack	of	understanding	regarding	LGBT+	issues	and	understanding	the	dynamics	and
differences	that	LGBT+	persons	are	presented	with.
Due	to	this	it	was	identified	that	officers	could	benefit	from	LGBT+	specific	hate	crime	training	and	from
this	there	were	a	series	of	training	events	ran	through	the	multi-agencies	that	covered	general	LGBT+
issues,	youth	LGBT+,	older	LGBT+	and	LGBT+	individuals	who	have	disabilities.
These	awareness	sessions	were	offered	to	officers	but	more	specifically	safer	neighbourhood	officers
working	in	the	North	of	the	county.	The	outcome	also	resulted	in	the	vice	chair	of	the	network	was	able	to
raise	awareness	of	our	LGBT+	network	with	officers	and	offer	them	the	opportunity	to	join	the	network
as	allies	and	to	learn	more	internally	as	well	as	externally	through	the	training	provided.
There	is	now	regular	hate	crime	training	offered	via	the	council	covering	LGBT+	awareness,	and	all	safer
neighbourhood	officers	and	PCSO’s	in	the	North	of	the	county	are	required	to	attend.

The	following	question	is	not	scored.

3.8	Does	the	LGBT	employee	network	group's	terms	of
reference	state	that	the	group	is	inclusive	of	bi	and	trans
people?	Tick	all	that	apply.
No	Responses	Selected

Section	4:	Allies	and	Role	Models
Completed	-	16	Mar	2020
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Workplace	Equality	Index	Application

Allies	and	Role	Models:	Part	1

Section	4:	Allies	and	Role	Models
This	section	comprises	of	9	questions	and	examines	the	process	of	engaging	allies	and	promoting	role
models.	The	questions	scrutinise	how	the	organisation	empowers	allies	and	role	models,	then	the
individual	actions	they	take.	This	section	is	worth	11%	of	your	total	score.

Below	each	question	you	can	see	guidance	on	content	and	evidence.	At	any	point,	you	may

save	and	exit	the	form	using	the	buttons	at	the	bottom	of	the	page.

Allies

4.1	Does	the	organisation	have	a	formal	programme	or
initiative	to	engage	all	non-LGBT	employees	to	become
allies?

GUIDANCE:	The	programme	should	be	a	formal	mechanism	to	engage	non-LGBT
people	with	LGBT	equality.

A. Yes,	as	part	of	our	LGBT	employee	network	group

Describe	the	allies	programme	or	initiative:

This	is	the	second	year	our	LGBT+	support	network	has	promoted	this	LGBT+	allies	initiative	aiming	to
engage	with	all	non-LGBT+	employees.	We	have	information	on	our	intranet	which	details	practical	ways
to	being	a	proactive	LGBT+	ally.

This	includes	asking	non-LGBT+	members	of	staff	to:

• Get	education	and	empowered	–	by	researching	and	confronting	any	assumptions,	prejudices,	and
biases.
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• Listen	-	Remember	that	just	because	someone	has	come	out	to	you,	they	might	not	be	out	to	everyone.
Be	respectful	to	each	other	and	enjoy	learning	about	all	the	differences	and	diversity	in	the	communities
around	us.
• Be	kind	-	Be	courteous,	patient	and	caring	with	people.	And	simply	apologise	if	you	make	a	mistake.
Everyone	makes	mistakes	and	that	is	ok!
• Be	visible	and	challenge	-	Have	courage	to	challenge	views	or	actions	that	could	be	interpreted	as
inappropriate.
• Influence	others	-	Think	about	the	opportunities	you	have	to	share	messages	during	conversations	with
friends,	family	or	colleagues.
• Being	an	Ally	goes	beyond	just	LGBT+	-	Being	an	Ally	is	about	listening	to	and	learning	from	someone
else's	experiences	and	showing	your	support	for	them.	People	have	lots	of	different	elements	to	their
identities.
• Raise	awareness	-	wear	rainbow	laces	and	update	you	email	signature
• Get	your	pair	of	rainbow	laces	to	wear	in	your	boots	on	patrol.	Take	a	photo	and	share	this	on	social
media	from	your	local	accounts	(also	including	@DerbysPoliceLGBT)	and	remember	to	use	the	hash	tags:
#SaferTogether	and	use	the	LGBT+	ally	jpeg	image	as	part	of	your	email	signature
• Attend	a	local	event	-.	By	having	a	police	presence	at	a	local	LGBT+	event	not	only	shows	support	but
can	inspire	others	to	do	the	same.	Again,	take	a	photo	if	appropriate	and	share	this	on	social	media	from
your	local	accounts	(also	including	@DerbysPoliceLGBT)	and	remember	to	use	the	hash	tags:
#PolicingWithPride	#SaferTogether

The	below	information	is	also	displayed	on	this	same	page:

The	Stonewall	one-day	Allies	programme	gives	non-LGBT	individuals	the	opportunity	to	explore	what	it
means	to	be	an	ally	and	the	space	to	identify	how	they	are	going	to	create	an	inclusive	environment	for
everyone.	The	programme	offers:
• An	insight	into	what	it	means	to	be	yourself.
• Understanding	of	what	it	means	to	be	an	ally	and	why	it's	important	to	have	visible	and	active	allies	in
the	workplace.
• Practical	ways	to	step	up	as	an	ally.
• Opportunities	to	explore	and	develop	inclusive	behaviours	and	approaches.
• Active	listening	skills	and	techniques	for	having	good-quality	conversations.
• Increased	motivation	and	confidence	to	become	a	visible	and	influential	ally.
• Helps	develop	a	network	of	peers	from	across	a	range	of	sectors	and	communities.
This	programme	is	designed	for	non-LGBT+	individuals	at	any	level.	The	cost	per	person	is	around	£325.
If	you	are	interested	in	registering	to	attend	one	of	these	programmes,	in	the	first	instance	please
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contact	our	LGBT+	support	network.

Upload	a	communication	advertising	the	allies	programme
or	initiative:

please	be	aware	only	one	file	is	allowed	per	answer

4.1	A	screenshot

Filename:	4.1	A	screenshot	Size:	348.5	kB

4.2	In	the	past	year,	has	the	organisation	held	internal
awareness	raising	sessions,	campaigns	or	initiatives
specifically	for	allies	which	cover	the	following?

Tick	all	that	apply

GUIDANCE:	Content/activity	should	be	tailored	for	non-LGBT	people	and	run
through	mechanisms	that	engage	allies.	Content	should	cover	all	LGBT	identities
(lesbian,	gay,	bi	and	trans).

Responses	Selected:

A. The	importance	of	allies

B. Discrimination	towards	LGBT	people

C. Personal	stories	from	LGBT	people

D. Actions	they	can	take	to	be	effective	allies

https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627473/133595123-kkN9QSKHNa/4.1%20A%20screenshot.pdf
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Provide	a	brief	description	of	the	content	you	have
uploaded:

Through	the	year	we	have	promoted	the	importance	of	LGBT+	allies	and	actions	they	can	take	to	be
effective.	On	key	LGBT+	notable	dates,	e.g.	LGBT+	history	month,	IDAHOBIT,	TDOV,	TDOR,	Bi	visibility
there	is	a	display	(which	includes	images	in	option	A)	in	the	main	areas	within	the	HQ	complex.

‘Messages	of	the	day’	are	promoted	on	our	force	intranet	system-	messages	are	communicated	force
wide	on	these	dates	so	individuals	unable	to	see	the	display	at	HQ	are	still	aware	of	work	we’re
undertaking.	The	importance	of	LGBT+	allies	are	promoted	via	links	to	the	relevant	intranet	pages.

“LGBT	in	Britain-	Hate	Crime	and	Discrimination”	report	published	by	Stonewall	is	uploaded	onto	our
intranet	to	highlight	current	issues	faced	members	of	the	LGBT+	community.	The	statistics,	particularly
in	relation	to	lack	of	trust	and	reporting	hate	crimes	to	the	police	is	alarming,	which	will	hopefully	make
officers	remember	how	important	it	is	to	offer	an	effective,	sometimes	specially	tailored	service	to	those
from	the	LGBT+	community.

We	have	personal	stories	from	people	who	identify	as	being	LGBT+;	also,	a	role	model	booklet	featuring
a	wide	range	of	individuals	from	the	LGBT+	community	talking	about	their	experiences	and	perceptions.

Upload	content	covering	option	A:

please	be	aware	only	one	file	is	allowed	per	answer

4.2	a	-	importance	of	allies

Filename:	4.2	a	-	importance	of	allies	Size:	2.2	MB

Upload	content	covering	option	B:

please	be	aware	only	one	file	is	allowed	per	answer

4.2	b

Filename:	4.2	b	Size:	293.2	kB

https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627473/133595123-idH7rHFTkw/4.2%20a%20-%20importance%20of%20allies.pdf
https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627473/133595123-CuRhaaxGJs/4.2%20b.pdf
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Upload	content	covering	option	C:

please	be	aware	only	one	file	is	allowed	per	answer

LGBT+	Role	Models	Booklet	2019

Filename:	LGBT+	Role	Models	Booklet	2019	Size:	2.6	MB

Upload	content	covering	option	D:

please	be	aware	only	one	file	is	allowed	per	answer

4.2	d	-	Extract	from	Connect	and	Extract	from	'trans	and	non-binary	guidance	for	colleagues'

Filename:	4.2	d	-	Extract	from	Connect	and	Extract	from	'trans	and	non-binary	guidance	for	colleagues'
Size:	2.0	MB

Provide	a	date	for	Option	A:

1	Feb	2019

Provide	a	date	for	Option	B:

1	Feb	2019

Provide	a	date	for	Option	C:

1	Feb	2019

Provide	a	date	for	Option	D:

1	Feb	2019

https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627473/133595123-2pyVM7tHD7/LGBT+%20Role%20Models%20Booklet%202019.pdf
https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627473/133595123-EldupEXszI/4.2%20d%20-%20Extract%20from%20Connect%20and%20Extract%20from%20'trans%20and%20non-binary%20guidance%20for%20colleagues'.pdf
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4.3	Does	the	organisation	enable	allies	to	visibly	signal
their	commitment	to	LGBT	equality?

GUIDANCE:	Examples	include	visual	signals	such	as	email	signatures,	badges,
lanyards	and	mugs.

Yes

Describe	how	allies	can	visibly	signal	their	commitment	to
LGBT	equality:

There	is	a	whole	section	on	our	intranet	system	promoting	the	different	ways	LGBT+	allies	can	visible
signal	their	commitment	to	LGBT+	equality,	which	include:

•	Requesting	a	pair	of	rainbow	laces	to	wear	in	the	boots	on	patrol
•	Requesting	a	rainbow	lanyard	to	hold	their	ID/warrant	card
•	Requesting	a	rainbow	‘slider’	to	use	of	their	epaulets
•	Detailed	instruction	on	who	to	include	a	LGBT+	ally	image	with	our	force	crest	as	part	of	their	email
signature
•	An	invitation	to	attend	one	of	our	pride	events	within	the	county	and	actively	promotes	them	to	take
part	in	any	pride	parade	in	police	uniform
•	Requesting	a	rainbow	flag	or	LGBT+	support	network	pin	badge	to	wear	at	work
•	Requesting	a	‘report	hate	crime’	rainbow	wrist	band
•	Requesting	a	LGBT+	role	models	pen

Our	intranet	system	also	has	the	functionality	to	be	used	similar	to	‘Facebook’	whereby	people	can	‘like’
comment,	blogs	etc.	and	also	leave	comments.	This	is	another	way	for	allies	to	visibly	show	their
commitment	to	LGBT+	equality.	A	good	example	of	this	is	when	our	LGBT+	support	network	co-chair
published	a	blog	on	Pride	and	there	was	a	comment	‘what	about	straight	pride-	support	from	LGBT+
allies	was	remarkable.

Allies	and	Role	Models:	Part	2
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Allies

4.4	In	the	past	year,	which	of	the	following	activities	have
allies	engaged	in?

Tick	all	that	apply

GUIDANCE:	'Helped	organise'	here,	refers	to	allies	taking	an	active	involvement
in	the	planning	and	execution	of	events.	It	does	not	mean	allies	simply	turning	up
to	events.

Responses	Selected:

A. Participated	in	LGBT	network	group	activities

B. Helped	organise	a	lesbian,	gay	and	bi	equality	awareness	raising	event

C. Helped	organise	a	trans	equality	awareness	raising	event

D. Recruited	other	allies

E. Coached	or	mentored	other	allies

Describe	the	activities	selected.	Please	include	specific
dates	or	time	periods.

A. Participated	in	LGBT	network	group	activities This	year	has	seen	further	work	of	DerbysLGBT+ 
Support	Network,	a	local	partnership	support 
network	group.	The	chair	is	an	LGBT+	Ally	from 
Derbyshire	Constabulary.	Another	Ally	is	a 
Derbyshire	Constabulary	...,	who	is	heavily involved	
in	this	group,	taking	minutes	and	aiding	in network	
activities.	This	year	the	network	has	had	a number	
of	meetings	in	order	to	organise	their
‘Reaching	Out’	Conference	at	the	University	of 
Derby.	The	group	came	together	for	a	lunch 
meeting	at	Derbyshire	Constabulary	HQ	for 
IDAHOBIT.	An	invitation	was	sent	out	to	all	in	the 
LGBT+	network	to	join	the	group	for	this	lunch. 
This	meeting	promoted	the	network	organisations 
working	together,	with	this	being	shared	and 
published	on	social	media.	It	also	acted	as	a	final
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B. Helped	organise	a	lesbian,	gay	and	bi	equality
awareness	raising	event

C. Helped	organise	a	trans	equality	awareness

meeting	before	the	conference.

One	key	initiative	of	the	LGBT+	network	is 
attending	Pride	events	in	Derbyshire.	We	currently 
have	3	Pride	events	which	members	of	the	network 
(Allies	and	those	identifying	as	LGBT+)	have	been 
present	at.	Further	to	this,	the	network	engaged 
with	Derbyshire	Police	and	Crime	Commissioner	to 
be	involved	with	these	events.	As	an	Ally,	the 
Crime	Commissioner	attended	the	first	ever	‘Pride 
in	Belper’,	and	even	spoke	and	opened	the	event.

DerbysLGBT+	Support	Network	held	their	second 
LGBT+	Conference	at	the	University	of	Derby.	...	
partnership	group	is	from	Derbyshire Constabulary	
and	is	an	ally	and	was	heavily involved	in	all	
aspects	of	organisation	of	the conference.	She	
produced	the	booklet,	helped organise	workshops,	
communicated	with	the members	of	the	network	
and	promoted	the conference.	During	the	
conference,	she	helped promote	the	raffle,	raising	
funds	for	Derbyshire LGBT+	(our	local	charity).	
Another	ally	involved was	an	...-	he	was	involved	in	
planning meetings	for	the	group,	taking	minutes	
and produced	the	PowerPoints	and	delegate	packs	
for the	event.	On	the	day,	he	was	involved	in	the	
room set	up,	and	in	charge	of	the	microphone	for	
the audience,	as	well	as	conference	photography.	

The	chair	encouraged	other	allies	from	Derbyshire 
Constabulary	to	attend,	including	our	Strategic 
Lead	for	Inclusion	who	spoke	at	the	conference. 
The	conference	was	well	attended	by	both 
members	of	the	LGBT+	community	and	Allies	from 
all	organisations	involved,	as	well	as	other	local 
businesses/organisation	(e.g.	Rolls-Royce).	The 
theme	was	‘Reaching	Out’	and	promoted workplace	
improvements	to	increase	equality	for members	of	
the	LGBT+	Community,	tackling homophobia/
biphobia/transphobia,	and	promoting the	
importance	of	allies.

An	executive	member	of	our	force	LGBT+	support
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raising	event network	identifies	as	an	ally.	This	year	she	has
undertaken	fantastic	work	to	raise	awareness	on
trans	equality,	producing	a	guidance	booklet	aimed
for	colleagues	who	want	to	support	individuals
within	the	work	place	who	identify	as	trans	or	non-
binary.

She	researched	about	the	Trans	ally	programme
delivered	by	Stonewall	in	terms	of	offering	training
for	those	who	would	like	to	become	specific	Trans
allies	and	has	registered	her	interest	in	attending	a
programme.

She	has	liaised	with	a	trans	member	of	our	LGBT+
network,	planning	a	number	of	local	workshops	for
officers	and	staff	to	explore	and	better	understand
language/terminology;	hear	personal	stories	from
trans	people	and	learn	about	lived	experiences	of
trans	individuals;	gain	deeper	understanding	of
common	impacts	of	transphobia	on	trans	people
and	the	trans	community;	and	find	practical	ways
to	step	up	as	an	effective	and	positive	trans	ally.

She	put	together	details	of	practical	ways
members	of	staff	can	show	their	commitment	to
trans	equality	and	be	a	trans	ally	(e.g.	wearing
rainbow	laces,	updating	email	signature	using	the
trans	ally	jpeg	image,	watch	the	BB3	‘things	not	to
ask’	clips	on	trans	and	non-binary	individuals).

D. Recruited	other	allies Additional	efforts	have	been	made	this	year
following	the	success	of	last	years	'importance	of
being	an	ally'	session	run	by	the	network.	Two	ally
members	of	the	LGBT+	network	engaged	with
people	in	different	offices,	asking	if	they	would	be
photographed	to	raise	awareness	of	the
importance	LGBT+	allies.	The	allies	were	able	to
provide	information	and	answer	questions	raised
by	the	rainbow	colours.	This	has	led	to	new	allies
joining	the	network,	when	they	hadn’t	previously
realised	‘they	could	join	if	they	were	straight’,	and
being	invited	to	LGBT+	network	events,	with	many
attending	Pride	events	and	LGBT+	conferences.

The	Staff	Networks	Lead	is	an	LGBT+	ally,	has
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done	much	work	on	the	new	intranet	system	to
help	promote	the	LGBT+	network	and	provide
information	about	the	importance	of	allies.
It	highlights	the	little	things	allies	can	do	that	make
a	big	difference,	e.g.	promoting	yourself	as	an	ally
through	your	email	signature,	wearing	rainbow
laces/badges/lanyards.	As	a	result,	there	has	been
a	significant	increase	in	network	membership	and
visibility	of	LGBT+	allies.	The	Staff	Network	Lead
has	also	produced	a	booklet	focussing	on	being	a
trans	ally,	again	raising	awareness	and	recruiting
more	allies,	particularly	trans	allies.

E. Coached	or	mentored	other	allies One	of	our	LGBT+	network	support	executive
members	is	a	LGBT+	ally	and	over	the	past	year
has	undertaken	countless	activities	to	promote
LGBT+	equality	both	within	the	workplace	and	the
wider	LGBT+	community.

Again,	over	the	past	year	she	has	coached	and
mentored	a	number	of	other	allies.	She	has
encouraged	an	apprentice	to	attend	the	LGBT+
conference	and	mentored	him	asking	for	him	to
take	photos	at	the	event.	The	apprentice	was
initially	a	little	shy	but	needed	some	evidence	for	a
collage	assignment	and	she	mentored	him	along
the	way.

Another	apprentice	approached	the	ally	asking	to
get	more	involved	with	the	network	but	again	was
a	little	shy	and	didn’t	want	to	come	to	any
meetings	to	talk	to	anyone.	The	ally	arranged	for
the	apprentice	to	design	a	poster	to	promote	the
LGBT+	conference	and	to	send	a	few	tweets	from
the	force	LGBT	network	twitter	account.	The
apprentice	has	now	said	that	she	would	like	to
attend	the	next	network	meeting	and	feels	less
anxious	due	to	the	mentoring.
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4.5	Does	the	organisation	support	all	non-trans	employees
(including	lesbian,	gay	and	bi	employees)	to	become	trans
allies	through	training,	programmes	and/or	resources?

GUIDANCE:	Examples	can	include	information	booklets,	programmes	or	training,	but
must	focus	specifically	on	being	an	ally	to	trans	people.	By	non-trans,	we	mean	people
who	do	not	identify	as	trans.

Yes

Describe	the	training,	programmes	and/or	resources:

This	year	we	have	developed	a	specific	resource	aimed	to	educate	colleagues	about	some	of	the	issues
people	identifying	as	trans	may	face.	The	resource	includes	highlighting	discrimination	trans	people	may
face;	personal	stories	from	individuals	who	identify	as	being	trans;	the	importance	of	being	an	ally;	and
actions	colleagues	can	take	to	be	an	effective	ally.

The	booklet	has	a	foreword	from	our	Strategic	Lead	for	Inclusion	presenting	a	clear	commitment	on	trans
equality	within	the	force.	This	is	alongside	a	message	from	the	National	Police	Chiefs’	Council	Lead	for
LGBT+,	on	the	importance	of	supporting	staff	who	are	transitioning	whilst	in	work.	This	again
demonstrates	a	strong	commitment	from	our	leaders	on	trans	equality	within	the	police	service.

Statistics	from	Stonewall’s	LGBT	in	Britain	report	2017	were	included	to	help	puts	the	issues	faced	by
many	trans	individuals	into	context.

The	main	section	of	the	booklet	offers	practical	ways	for	all	non-trans	employees	(including	lesbian	gay
and	bi	employees)	to	become	trans	allies	from	a	number	of	different	initiatives.	For	example,	
• By	Wearing	rainbow	laces	in	boots	whilst	on	patrol,	taking	a	photo	and	sharing	this	on	social	media.
• Update	an	email	signature	by	using	a	LGBT+	ally	or	trans	ally	jpeg	image	as	part	of	your	email
signature	–	especially	on	key	dates	such	as	Trans	Day	of	Visibility	and	Trans	Day	of	Remembrance.
• Have	a	link	to	our	internal	LGBT+	support	network	page	to	raise	awareness	and	show	your	support.
• Attend	local	events	-	by	having	a	police	presence	at	a	local	event	at	LGBT+	/	trans	specific	event	not
only	shows	support	but	can	inspire	others	to	do	the	same.	Again	consider	taking	a	phone	and	sharing
this	on	social	media	(if	appropriate).
• Increase	their	awareness	by	review	guidance	on	the	intranet	on	terminology	or	watching	some	video
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clips/training	resources	about	trans	issues.

Two	personal	stories	from	individuals	who	identify	as	being	trans	are	included,	both	of	which	make
reference	to	the	importance	of	trans	allies.	This	then	links	to	the	section	with	the	booklet	which	specially
highlights	the	practical	steps	trans	allies	can	take	in	relation	to	facilities	and	the	importance	of
confidentially.

The	booklet	talks	about	employing	a	tactful,	sensitive	approach	to	the	use	of	titles	and	names	for
preferred	gender,	i.e.	addressing	transgender	people	in	the	gender	they	present	(referring	to	a
transgender	female	as	a	Woman	and	a	transgender	male	as	a	Man)	and	using	the	correct	personal
pronouns	of	she/he.	For	non-binary	people,	pronouns	he/she,	his/hers,	may	be	replaced	with	more
neutral	pronouns	such	as:	they,	per,	zie	or	fey.	It	also	covers	ensuring	that	any	notes,	paperwork,	records
or	printouts	which	may	disclose	an	individual’s	gender	status	are	securely	stored/disposed	of.

There’s	a	section	promoting	other	specific	useful	points	of	contact,	such	as	external	organisations,
charities,	links	to	other	useful	guides;	contact	details	of	our	internal	trans	representative	and	co-chair	of
our	internal	LGBT+	support	network	along	with	specific	guidance	from	UNISON	on	being	a	Trans	ally.

Allies	and	Role	Models:	Part	3

LGBT	Role	Models

4.6	Does	the	organisation	support	LGBT	employees	at	all
levels	to	become	visible	role	models	through	training,
programmes	and/or	resources?

GUIDANCE:	Examples	can	include	role	model	and	information	booklets,
programmes	or	training,	but	must	focus	specifically	on	steps	LGBT	people	can
take	to	become	active	role	models.

Yes

Describe	the	training,	programmes	and/or	resources:
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In	February	2018	the	DerbysLGBT+	network	(police,	fire,	council,	University	of	Derby	et	al)	produced	a 

collective	LGBT+	Role	models	booklet.	The	booklet	featured	role	models	from	each	organisation,	with 

Derbyshire	Constabulary	having	2	profiled	role	models.	The	launch	of	the	booklet	was	held	at	Derby 

University	and	members	of	staff	associations,	other	partnership	agencies,	senior	leaders	from	each 

organisation	and	the	local	Derbyshire	LGBT+	Charity	were	invited	to	attend	the	launch.	The	message 

throughout	the	day	was	the	importance	of	role	models	within	an	organisation	and	how	individuals	could 

get	involved	with	their	local	network.	A	member	of	our	police	LGBT+	support	network	produced	a	video 

clip	to	further	promote	our	LGBT+	role	models,	which	is	also	promoted	on	our	intranet
https://www.youtube.com/watch?v=uCoVhwoWzqI

Having	visible	LGBT+	role	models	can	have	a	transformative	impact	on	creating	a	truly	inclusive 

workplace	and	it	shouldn’t	be	underestimate	the	impact	that	viability	makes	to	people	as	it	not	longer 
becomes	abstract.	After	this	partnership	Role	Models	project,	many	other	individuals	from	within	the 

organisation	have	come	forward	to	our	LGBT+	support	network	asking	to	become	more	involved	with	the 

work	that	is	undertaken.	This	included	two	senior	police	officers	(...),	2	board level	members,	an	BAME	
individual	and	two	individuals	who	identifies	as	bi.	They	were	happy	to	be	part of	the	networks	and	be	
identified	as	being	part	of	the	LGBT+	community.

This	was	a	significant	moment	for	the	LGBT+	network	as	these	role	models	helped	show	that	it	is	OK	to 

be	you.	They	showed	that	there	should	be	no	limits	on	who	you	can	be	and	what	you	can	achieve.	The 

more	role	models	there	are	and	the	more	diversity	they	represent,	the	more	we	can	break	down	barriers 

and	challenge	misconceptions.

Statistics	in	Stonewell’s	2017	School	Report	show	that	53%	of	LGBT+	students	say	there	isn’t	an	adult	at 
their	school	they	feel	they	can	talk	to.	The	workplace	in	2018	Stonewall	released	research	that	revealed 

more	than	a	third	of	LGBT	staff	(35%)	have	hidden	they	are	LGBT	at	work	and	almost	one	in	five	LGBT 

employees	(18%)	have	been	the	target	of	negative	comments	from	colleagues	because	of	their	sexual 
identity.	It’s	clear	that	there	is	a	demand	for	more	positive	LGBT+	roles	models	to	be	promoted.	This	year 
our	vice-chair	of	the	LGBT+	network	has	delivered	a	number	of	presentations	to	school	taking	about 
bullying,	hate	crime	and	how	a	comment	such	as,	‘that’s	so	gay’	are	perceived	and	are	discriminative.

Our	force	has	3	priorities,	one	being	to	“look	after	our	people”.	Our	organisation	support	LGBT+ 

employees	at	all	levels	to	become	visible	roles	models	100%.	We	have	a	role	models	booklet	which	is 

promoted	on	our	intranet	and	we	also	actively	promote	the	opportunity	for	members	of	the	LGBT+ 

network	to	attend	further	development	by	advertising	as	specific	LGBT+	Role	Models	Programme.

https://www.youtube.com/watch?v=uCoVhwoWzqI
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4.7	In	the	past	year,	have	any	visible	LGBT	role	models	at 
board	level	from	the	organisation	been	profiled?

GUIDANCE:	For	information	about	what	is	meant	by	board	level,	see	here.	Within 
the	profiling	opportunity,	the	person's	sexual	orientation,	gender	identity	and/or 
trans	identity	must	be	clear.	It	should	not	be	left	up	to	the	reader	or	viewer	to 
make	assumptions.

Yes

Submit	evidence	where	you	have	profiled	the	person/s	in 
the	last	year:

please	be	aware	only	one	file	is	allowed	per	answer

Provide	the	date	on	which	this	profile	was	shared.

1	Feb	2019

http://stonewallsubmit.fluidreview.com/res/p/SMT/
https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627473/133595123-SBwQSUOPG5/4.7%20-%20Terry%20Neaves.pdf
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4.8	In	the	past	year,	have	any	visible	LGBT	role	models	at
senior	management	level	from	the	organisation	been
profiled?

Tick	all	that	apply

GUIDANCE:	For	information	about	what	is	meant	by	senior	management	level,
see	here.	Within	the	profiling	opportunity,	the	person's	sexual	orientation,	gender
identity	and/or	trans	identity	must	be	clear.	It	should	not	be	left	up	to	the	reader
or	viewer	to	make	assumptions.

Responses	Selected:

A. Lesbian

B. Gay

A. Submit	evidence	where	you	have	profiled	the	person/s 
in	the	last	year:

please	be	aware	only	one	file	is	allowed	per	answer

B. Submit	evidence	where	you	have	profiled	the	person/s	in 
the	last	year:

please	be	aware	only	one	file	is	allowed	per	answer

A. Provide	the	date	on	which	this	profile	was	shared:

1	Feb	2019

http://stonewallsubmit.fluidreview.com/res/p/SMT/
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B. Provide	the	date	on	which	this	profile	was	shared:

1	Feb	2019

C. Provide	the	date	on	which	this	profile	was	shared:

(No	response)

D. Provide	the	date	on	which	this	profile	was	shared:

(No	response)

Allies	and	Role	Models:	Part	4

LGBT	Role	Models
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4.9	In	the	past	18	months,	has	the	organisation	profiled
visible	role	models	from	the	following	communities?	Tick
all	that	apply.

Tick	all	that	apply

GUIDANCE:	Within	the	profiling	opportunity,	the	person's	identity	must	be	clear.
It	should	not	be	left	up	to	the	reader	or	viewer	to	make	assumptions.

Responses	Selected:

A. Gay	people	or	lesbians

B. Bi	people

C. Binary	trans	people	(e.g.	trans	men	and	trans	women)

D. Non-binary	people	(e.g.	genderfluid	and	genderqueer	people)

E. Older	LGBT	people	(aged	50	or	over)

F. Young	LGBT	people	(aged	25	or	under)

G. Disabled	LGBT	people	(excluding	disability	related	to	mental	health)

H. BAME	LGBT	people

I. LGBT	people	of	faith

J. LGBT	people	being	open	about	their	mental	health	(including	disability	related	to	mental	health)	or
wellbeing	challenges

K. LGBT	parents

Evidence:



83	/	145

A. Submit	evidence	where	you	have	profiled	the	person/s 
in	the	last	18	months:

please	be	aware	only	one	file	is	allowed	per	answer

B. Submit	evidence	where	you	have	profiled	the	person/s	in 
the	last	18	months:

please	be	aware	only	one	file	is	allowed	per	answer

C. Submit	evidence	where	you	have	profiled	the	person/s	in 
the	last	18	months:

please	be	aware	only	one	file	is	allowed	per	answer

D. Submit	evidence	where	you	have	profiled	the	person/s 
in	the	last	18	months:

please	be	aware	only	one	file	is	allowed	per	answer
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E. Submit	evidence	where	you	have	profiled	the	person/s	in 
the	last	18	months:

please	be	aware	only	one	file	is	allowed	per	answer

F. Submit	evidence	where	you	have	profiled	the	person/s	in 
the	last	18	months:

please	be	aware	only	one	file	is	allowed	per	answer

G. Submit	evidence	where	you	have	profiled	the	person/s in	
the	last	18	months:

please	be	aware	only	one	file	is	allowed	per	answer

H. Submit	evidence	where	you	have	profiled	the	person/s in	
the	last	18	months:

please	be	aware	only	one	file	is	allowed	per	answer
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I. Submit	evidence	where	you	have	profiled	the	person/s	in 
the	last	18	months:

please	be	aware	only	one	file	is	allowed	per	answer

J. Submit	evidence	where	you	have	profiled	the	person/s	in 
the	last	18	months:

please	be	aware	only	one	file	is	allowed	per	answer

K. Submit	evidence	where	you	have	profiled	the	person/s 
in	the	last	18	months:

please	be	aware	only	one	file	is	allowed	per	answer

Dates:

A. Provide	the	date	on	which	this	profile	was	shared:

1	Feb	2019

B. Provide	the	date	on	which	this	profile	was	shared:

1	Feb	2019
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C. Provide	the	date	on	which	this	profile	was	shared:

1	Feb	2019

D. Provide	the	date	on	which	this	profile	was	shared:

1	Feb	2019

E. Provide	the	date	on	which	this	profile	was	shared:

1	Feb	2019

F. Provide	the	date	on	which	this	profile	was	shared:

1	Feb	2019

G. Provide	the	date	on	which	this	profile	was	shared:

1	Feb	2019

H. Provide	the	date	on	which	this	profile	was	shared:

1	Feb	2019

I. Provide	the	date	on	which	this	profile	was	shared:

1	Feb	2019
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J. Provide	the	date	on	which	this	profile	was	shared:

1	Feb	2019

K. Provide	the	date	on	which	this	profile	was	shared:

1	Feb	2019

Allies	and	Role	Models:	Part	5

The	following	question	is	not	scored.

4.10	Does	the	organisation	support	all	non-bi	employees
(including	lesbian	and	gay	employees)	to	become	bi	allies
through	training,	programmes	and/or	resources?

GUIDANCE:	Examples	can	include	information	booklets,	programmes	or	training,	but	must	focus
specifically	on	being	an	ally	to	bi	people.

(No	response)

Describe	the	training,	programmes	and/or	resources:

(No	response)
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The	following	question	is	not	scored.

4.11	Does	the	organisation	enable	allies	to	visibly	signal
their	commitment	to	bi	and	trans	equality?	Tick	all	that
apply.

GUIDANCE:	Examples	include	visual	signals	such	as	email	signatures,	badges,	lanyards	and	mugs.	These
could	display	the	bi	and	trans	flags,	or	other	symbols	of	support.

No	Responses	Selected

Section	5:	Senior	Leadership
Completed	-	16	Mar	2020

Workplace	Equality	Index	Application

Senior	Leadership:	Part	1

Section	5:	Senior	Leadership
This	section	comprises	of	4	questions	and	examines	how	the	organisation	engages	senior	leaders.	The
questions	scrutinise	how	the	organisation	empowers	senior	leaders	at	different	levels,	then	the	individual
actions	they	take.	This	section	is	worth	8.5%	of	your	total	score.

Within	this	section,	senior	leaders	are	split	between	two	levels	-	board	level	and	senior	management.	For
more	information	about	how	we	use	these	two	terms,	please	see	here.	

Below	each	question	you	can	see	guidance	on	content	and	evidence.	At	any	point,	you	may

save	and	exit	the	form	using	the	buttons	at	the	bottom	of	the	page.

Board	level	staff

http://stonewallsubmit.fluidreview.com/res/p/SMT/
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5.1	How	does	the	organisation	support	board	level
employees	to	understand	the	issues	that	affect	LGBT
people?

Tick	all	that	apply

GUIDANCE:	The	support	given	should	be	systematic	in	its	implementation.

Responses	Selected:

A. Reverse	mentoring	opportunities	for	board	level	employees

B. Promote	LGBT	specific	conferences	or	seminars	to	the	board	level	employees

Describe	each	option	selected:

A. Reverse	mentoring	opportunities	for	board	level
employees

One	of	our	LGBT+	support	network	actions	this
year	was	to	offer	reverse	mentoring	opportunities
to	members	of	our	executive	team.	Our	staff
network	manager	is	a	strategic	LGBT+	Ally	and
took	ownership	of	this	initiative.	It	was	felt	that	it
would	be	beneficial	to	have	an	independent	person
(i.e.	someone	not	offering	the	mentoring	service)
to	coordinate	the	mentor/mentee	matching	process
and	make	the	initial	introductions.

An	information	sheet	was	designed	for	all	members
of	the	executive	team	explaining	the	concept	of
reverse	mentoring	and	highlight	some	of	the
benefits,	e.g.	the	most	senior	leaders	getting	an
insight	to	current	issues	affecting	the	LGBT+
community	(service	users)	and	members	of	the
organisation	who	identity	as	being	LGBT+;	and
lower	ranking	officers	getting	the	opportunity	to
take	any	ideas	of	concerns	‘to	the	top’.

Despite	being	regarded	as	a	traditional	hierarchical
organisation,	the	ideas	of	‘boundaryless’
organisational	behaviour	was	also	presented
allowing	for	the	removal	of	any	barriers.	Each
member	of	the	executive	team	chair	key	strategy
governance	boards	(Wellbeing,	Valuing	People
Valuing	Difference,	Hate	Crime	etc.)	so	it’s
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B. Promote	LGBT	specific	conferences	or	seminars
to	the	board	level	employees

extremely	positive	that	4	out	of	5	members	of	the 
executive	team	have	already	taken	up	the 
opportunity.

An	email	was	sent	out	from	the	Chief	Constable	
of ...Police	to	all	local	police	LGBT+ support	
network	chairs	with	details	of	the	national LGBT+	
conference	which	was	being	hosted	by them.	This	
invite	was	sent	to	all	executive members	and	
senior	leaders	of	our	force.	

The	conference	theme	focused	on	wellbeing	in	the 
police	service	with	a	specific	perspective	on	LGBT+ 
mental	health	issues	and	ways	in	which	we	can	all 
influence	a	healthier	working	environment	through 
low	cost	organisational	change.	There	was	a 
number	of	topics	discussed	through	presentations 
and	working	groups	and	inviting	those	attending	to 
make	pledges	to	take	back	to	their	workplaces	and 
implement	their	learning.

The	conference	aimed	to	specifically	encourage 
best	practice	within	organisations	with	focus	on 
HR,	Equality	&	Diversity	and	Learning	and 
Development.	Derbyshire	Constabulary	had	the 
largest	number	of	delegates	attending	the 
conference	and	included	representation	from 
executive	team	who	contributed	and	spoke	at	this 
external	LGBT+	event.

An	invite	to	attend	two	specific	social	events	were 
also	emailed	to	the	executive	delegate	attending 
representing	the	force,	along	with	information	and 
a	request	for	top	level	representation	to	take	part 
in	the	city	Pride	LGBT+	parade	in	uniform.
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5.2	In	the	past	year,	which	of	the	following	activities	have
members	of	the	board	engaged	in?

Tick	all	that	apply

GUIDANCE:	Messages	communicated	should	explicitly	reference	sexual
orientation	and	trans	equality.	Meetings	with	the	LGBT	employee	network	group
should	be	systematic	and	not	ad	hoc.

Responses	Selected:

A. Communicated	a	strong	message	on	sexual	orientation	equality

B. Communicated	a	strong	message	on	trans	equality

C. Met	regularly	with	the	LGBT	employee	network	group

D. Reviewed	top	line	LGBT	monitoring	reports	and	actions

E. Spoken	at	an	internal	LGBT	event

F. Spoken	at	an	external	LGBT	event

Describe	each	option	selected.	Please	include	specific
dates	or	time	periods.

A. Communicated	a	strong	message	on	sexual
orientation	equality

Below	is	displayed	on	our	intranet:

Derbyshire	Constabulary	is	committed	to	delivering
the	best	possible	service	to	all	in	Derbyshire.	We
can	only	achieve	this	by	ensuring	a	truly
representative	and	diverse	workforce	

We	need	to	embrace	the	different
backgrounds/experiences	every	member	of	the
organisation	has.	Legislation	talks	about	protected
characteristics	(age,	disability,	gender
reassignment,	marriage/civil	partnership,
pregnancy	and	maternity,	race,	religion/belief,	sex,
and	sexual	orientation)	but	true	diversity	is	more
than	this.	Having	a	diverse	workforce	ensures	we
constantly	grow	and	adapt	the	way	we	deliver	our
policing	priorities	and	build	trust	within	our
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communities.

Research	shows	people	perform	better	when	they
can	be	themselves	and	communities	assisted	by
public	services	feel	more	confident	when	their
identities	are	reflected	in	those	delivering	services.
Our	Force	priority	is	“looking	after	our	people”-
LGBT+	staff	are	more	efficient,	confident,	creative
and	motivated	when	they	feel	able	to	be	open
about	their	sexual	orientation/gender	identity.	

I’m	a	proud	LGBT+	Ally.	Allies	play	a	huge	part	in
stopping	discrimination	and	supporting	the	whole
workforce.	We’re	here	to	try	and	make	a	difference.
I	want	our	organisation	to	be	a	place	where
difference	is	celebrated	-	I	want	to	be	a	part	of
that!

B. Communicated	a	strong	message	on	trans
equality

We	have	a	number	of	helpful	guidance	information
on	trans	issues	and	our	Deputy	Chief
Constable/Equality	Lead	has	provided	the	following
as	a	foreword/quote.	This	is	also	displayed	on	our
force	intranet	system	and	is	linked	to	key	LGBT+
noticeable	dates:

“In	Derbyshire	Constabulary	I	want	people	to	be
able	to	be	who	they	are	and	not	feel	limited	in	this,
knowing	their	difference	will	be	respected	by	those
they	work	with.

“There	is	room	for	all	of	us	in	policing.	People	need
not	feel	they	have	to	conform	or	fall	into	a
stereotype	to	be	accepted	and	to	get	on	at	work.
Managers	have	a	key	part	to	play	in	encouraging
individuals	to	be	their	authentic	selves	in	the
workplace,	for	example	being	open	about	their
gender,	identifying	as	trans,	or	a	person	with	trans
history.

“I	believe	this	is	vital	to	providing	inclusive	services
to	our	communities,	and	recruiting	a
representative	workforce.	I	am	proud	that	as	a
force	we	acknowledge	and	celebrate	International
Transgender	Day	of	Visibility;	along	with
respectfully	honouring	those	who	have	lost	their
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lives	and	have	been	victims	as	a	direct	result	of
trans	discrimination,	prejudice	and	transphobic
hate.”

C. Met	regularly	with	the	LGBT	staff	network	group Co-chairs	of	our	LGBT+	support	network	have
regular	meetings	with	the	Chief	Constable	whereby
actions	are	taken	forward	without	the	need	for	an
over	complicated	or	bureaucratic	process.	There
are	also	a	number	of	the	executive	team	who	are
taking	part	in	the	LGBT+	reverse	mentoring
initiative	–	all	of	which	are	being	mentored	by
someone	from	our	LGBT+	support	network	and
who	identifies	as	being	LGBT+.

Additionally,	a	senior	leader	was	approached	by
our	Deputy	Chief	Constable/Equality	Lead	(who	is
also	part	of	the	LGBT+	network/community)	asking
for	her	to	assist	to	ensure	that	the	network	was
well	supported.	Our	Equality	lead	has	been
explicitly	clear	that	the	LGBT+	network	is
fundamentally	about	offering	support	to	our	staff,
recommended	that	the	network	sets	their	own
action	plan	for	what	they	want	to	achieve	over	the
next	year	and	that	they	continue	to	meet	regularly
to	ensure	that	the	goals	are	met	and	any	issues
can	be	resolved.

Our	Deputy	Chief	has	committed	support	through
the	continuing	meetings	and	reports	on	LGBT+
network	activity	and	any	perceived	barriers	that
are	being	faced,	helping	to	ensure	that	LGBT+
matters	are	promoted	in	the	organisation.

D. Reviewed	top	line	LGBT	monitoring	reports	and
actions

The	below	meetings	which	take	place	4	times	a
year	and	are	chaired	by	our	Deputy	Chief
Constable.	At	each	meeting	there	is	always	the
most	up-to-date	monitoring	report	which	are
discussed	and	actions	are	formulated	based	on	any
trends	or	issues	of	concerns:

We	have	a	Valuing	People,	Valuing	Difference
strategy
Equality	and	Diversity	strategy
Leadership	strategy
People	strategy
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E. Spoken	at	an	internal	LGBT	event

F. Spoken	at	an	external	LGBT	event

Wellbeing	strategy

Deputy	Chief	Constable	Rachel	Swann	opened	this 
year’s	Female	Police	Officer	Development	day. 
During	the	opening,	DCC	Swann	discussed	all	areas 
of	equality	and	diversity,	going	on	to	cover	all 
areas	of	intersectionality.	She	addressed	the 
importance	of	understanding	that	people	cannot 
be	compartmentalised	(e.g.	just	‘women’	or
‘LGBT+’)	but	that	the	intersectionality	between 
different	aspect	of	ourselves	work	together	to 
make	us	unique.	She	spoke	of	the	importance	of 
bringing	your	full	and	authentic	self	to	work,	and 
the	result	of	being	able	to	do	this	allows	for	greater 
honesty	within	teams	and	overall	better 
performance.	Ensuring	a	full	understanding	of 
intersectionality	is	key	to	allow	people	to 
comfortably	do	this.	

DCC	Swann	also	spoke	specifically	about	the 
importance	of	ensuring	that	all	of	Derbyshire 
Constabulary	policies	are	fully	LGBT+	inclusive, 
speaking	particularly	of	pressing	for	change	to	the 
policies	regarding	adoption	and	IVF	treatment. 
During	her	speech,	DCC	Swann	shared	accounts, 
which	helped	to	put	delegates	at	ease	and	showing 
that	it	was	a	safe	space	to	truly	be	their	authentic 
self.	She	demonstrated	a	clear	commitment	that 
sexual	orientation	and	gender	identity	shall	not	a 
barrier	for	career	progression	in	Derbyshire 
Constabulary.

An	email	was	sent	out	from	the	Chief	Constable	
of ...	Police	to	all	local	police	LGBT+ support	
network	chairs	with	details	of	the	national LGBT+	
conference	which	was	being	hosted	by them.	This	
invite	was	sent	to	all	executive members	and	
senior	leaders	of	our	force.	

The	conference	theme	focused	on	wellbeing	in	the 
police	service	with	a	specific	perspective	on	LGBT+ 
mental	health	issues	and	ways	in	which	we	can	all 
influence	a	healthier	working	environment	through 
low	cost	organisational	change.	There	was	a 
number	of	topics	discussed	through	presentations
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and	working	groups	and	inviting	those	attending	to
make	pledges	to	take	back	to	their	workplaces	and
implement	their	learning.

The	conference	aimed	to	specifically	encourage
best	practice	within	organisations	with	focus	on
HR,	Equality	&	Diversity	and	Learning	and
Development.	Derbyshire	Constabulary	had	the
largest	number	of	delegates	attending	the
conference	and	included	representation	from
executive	team	who	contributed	and	spoke	at	this
external	LGBT+	event.

An	invite	to	attend	two	specific	social	events	were
also	emailed	to	the	executive	delegate	attending
representing	the	force,	along	with	information	and
a	request	for	top	level	representation	to	take	part
in	the	city	Pride	LGBT+	parade	in	uniform.

Please	list	the	names	and	job	titles	of	the	individuals	named	above.	Please	ensure	you	have

strict	permission	from	them	for	their	name	to	appear	in	this	submission.

Name Job	title

Person	1 Peter	Goodman Chief	Constable

Person	2 Rachel	Swann Deputy	Chief	Constable

Person	3 Hardyal	Dhindsa Derbyshire	Police	&	Crime
Commissioner

Person	4

Person	5 Type	here... Type	here...

Senior	Leadership:	Part	2

Senior	Management	level	staff
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5.3	How	does	the	organisation	support	senior	management
to	understand	the	issues	that	affect	LGBT	people?

Tick	all	that	apply

GUIDANCE:	The	support	given	should	be	systematic	in	its	implementation.

Responses	Selected:

A. Reverse	mentoring	opportunities	for	senior	management	level	employees

B. Promote	LGBT	specific	conferences	or	seminars	to	senior	management	level	employees

Describe	each	option	selected:

A. Reverse	mentoring	opportunities	for	senior
management	level	employees

One	LGBT+	support	network	action	this	year	was
to	offer	reverse	mentoring	opportunities	to
members	of	our	management	team.	Our	staff
network	manager	is	a	strategic	LGBT+	Ally	and
took	ownership	of	this	initiative.	It	was	felt	to	be
beneficial	to	have	an	independent	person	(i.e.
someone	not	offering	the	mentoring	service)	to
coordinate	the	mentor/mentee	matching	process
and	make	the	initial	introductions.

An	information	sheet	was	designed	for	all	members
of	our	senior	management	team	explaining	the
concept	of	reverse	mentoring	and	highlighting
some	of	the	benefits,	e.g.	gaining	insight	into
current	issues	affecting	the	LGBT+	community
(service	users)	and	LGBT+	members	of	the
organisation;	lower	ranking	officers	getting	the
opportunity	to	take	any	ideas/concerns	to	those
responsible	for	progressing	and	managing	change
within	their	business	area.

The	involvement	of	senior	management/Head	of
Departments	that	have	signed	up	to	the	Reverse
Mentoring	initiative	will	be	vital	in	helping	facilitate
positive	change	within	the	organisation.	Interest
from	the	head	of	Information	Services	is	significant,
allowing	updates/amendments	to	the	system	(e.g.
terms	on	drop-down	menus)	to	be	implemented
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B. Promote	LGBT	specific	conferences	or	seminars
to	senior	management	level	employees

more	quickly	and	efficiently.	Involvement	from	East 
Midlands	Special	Operations	Unit	will	help	increase 
diversity	in	an	area	that	has	predominantly	lacked 
diversity.

An	email	was	sent	out	from	the	Chief	Constable	
of ...	Police	to	all	local	police	LGBT+ support	
network	chairs	with	details	of	the	national LGBT+	
conference	which	was	being	hosted	by them.	This	
invite	was	sent	from	our	support network	co-chair	
to	all	members	of	the	network and	heads	of	
department	for	their	personal consideration	to	
attend.

The	conference	theme	focused	on	wellbeing	in	the 
police	service	with	a	specific	perspective	on	LGBT+ 
mental	health	issues	and	ways	in	which	we	can	all 
influence	a	healthier	working	environment	through 
low	cost	organisational	change.

The	conference	aimed	to	specifically	encourage 
best	practice	within	organisations	with	focus	on 
HR,	Equality	&	Diversity	and	Learning	and 
Development.	Our	HR	Manager	for	Wellbeing	& 
Policy;	area	Divisional	Commander	for	North 
Division;	a	senior	manager	(C/Insp	rank) 
represented	South	Divisional	Command	Team;	and 
a	manager	from	within	the	force	Inclusion	team 
attended.	All	of	these	delegates	are	LGBT+	allies 
and	attended	as	a	direct	result	of	this	invite	being 
promoted	to	them-	calling	to	help	progress	LGBT+ 
equality.

An	invite	to	attend	social	events	and	a	request	for 
them	to	take	part	in	the	city	Pride	parade	as	an	ally 
was	also	sent.
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5.4	In	the	past	year,	which	of	the	following	activities	have
senior	management	engaged	in?	Tick	all	that	apply.

Tick	all	that	apply

GUIDANCE:	Messages	communicated	should	explicitly	reference	sexual
orientation	and	trans	equality.	Meetings	with	the	LGBT	employee	network	group
should	be	systematic	and	not	ad	hoc.

Responses	Selected:

A. Communicated	a	strong	message	on	sexual	orientation	equality

B. Communicated	a	strong	message	on	trans	equality

C. Met	regularly	with	the	LGBT	employee	network	group

F. Spoken	at	an	external	LGBT	event

H. Reviewed	and/or	approved	an	LGBT	inclusion	strategy

Describe	each	option	selected.	Please	include	specific
dates	or	time	periods.

A. Communicated	a	strong	message	on	sexual
orientation	equality

The	below	is	a	quote	from	one	of	our	police
superintendents	displayed	at	South	Division	for
LGBT+	history	month	this	year

“The	involvement	of	LGBT	staff	in	policing	lends
legitimacy	to	our	work	in	these	very	communities.
We	also	need	to	provide	an	environment	where	our
staff	can	develop	and	perform	well.	This	means
eradicating	discrimination	and	harassment.

We	work	with	local	LGBT+	partners	to	promote	the
reporting	of	Hate	Crime.	We	have	a	LGBT	Liaison
Officers	and	safer	neighbourhood	officers	who	visit
schools	to	talk	to	the	children	about	Hate	Crime
and	bullying,	and	the	perception	around	LGBT
people	is	not	as	bad	with	the	younger	age	groups.

We	promote	equality	within	the	organisation,
making	Derbyshire	Constabulary	a	better	and	more
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understanding	place	to	be	able	to	‘come	out’.	We
also	speak	to	each	new	intake	of	officers	during
week	one	about	Staff	Support	Networks	and
Equality,	making	them	aware	of	what	support	and
guidance	is	on	offer,	both	with	personal	and
workload	matters.	However	there	is	still	a	way	to
go	with	educating	managers	to	recognise	LGBT
issues	more.

We	have	some	fantastic	examples	where	we	have
done	just	that….	but	we	can	and	need	to	do	more!”

B. Communicated	a	strong	message	on	trans
equality

C. Met	regularly	with	the	LGBT	staff	network	group

The	Strategic	Lead	for	Inclusion,	...,	oversees	the	
support	networks	within the	Derbyshire	
Constabulary.	This	year	the	LGBT+ network	
produced	trans	and	non-binary	guidance for	all	
levels	within	the	organisation.	As	part	of
‘Trans	and	non-binary	guidance	for	colleagues’,	he 
included	the	following	message	on	trans	equality:	

For	some,	working	with	people	identifying	as	being 
trans	or	non-binary,	maybe	awkward.	This	is 
probably	down	to	the	fact	that	this	area	is 
generally	unfamiliar	ground	and	colleagues	are 
perhaps	worried	about	‘getting	it	wrong’.

The	aim	of	this	guidance	is	to	try	to	give	as	much 
help	and	support	as	possible	for	individuals	who 
are	working	with	or	offering	support	to	colleagues 
who	are	planning	to	undergo	transition	within	the 
workplace;	identify	as	being	non-binary;	or	have	a 
trans	history.

Our	force	is	committed	to	progressing	trans 
equality.	As	an	organisation	we	believe	in	serving 
all	of	our	communities	effectively,	whilst	also 
aiming	to	be	an	employer	of	choice	for	all.	This 
guidance	has	been	created	by	our	LGBT+	staff 
support	network,	by	pulling	together	information 
from	the	National	LGBT+	network,	the	National 
Police	Chiefs'	Council	and	Stonewall	-	which	will 
helpfully	ensure	we	meet	our	commitment.

All	staff	network	chairs	meet	quarterly	with	the 
Deputy	Chief	Constable.	Additional	meetings	take
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F. Spoken	at	an	external	LGBT	event

H. Reviewed	and/or	approved	an	LGBT	inclusion
action	plan

place	with	the	Office	of	the	Police	and	Crime 
Commissioner	as	required	-	usually	3	-	4	times	per 
year.

The	strategic	lead	for	inclusion	has	regular 
meetings	with	all	staff	network	chair	and	co-chairs 
whereby	any	issues	can	be	then	taken	to	the 
governance	board	where	he	sits.	This	governance 
board	meets	4	times	a	year.

The	Strategic	Lead	for	Inclusion	for	Derbyshire 
Constabulary,	...attended the	Derbyshire	LGBT+	
Partnership	Conference	and made	a	speech	at	the	
opening	of	the	event.	In	his speech,	he	reflected	on	
the	actions	that	Derbyshire Constabulary	has	taken	
to	promote	LGBT+	equality and	diversity,	in	
creating	an	inclusive	environment in	which	all	are	
comfortable	to	‘come	out’	and	be themselves.	He	
promoted	Derbyshire	Constabulary as	an	
organisation	that	values	every	individual	and 
inspires	its	staff	to	be	LGBT+	allies.	He	also 
encouraged	all	to	be	aware	of	the	ways	that	these 
groups	may	still	face	unconscious	bias	and 
discrimination.	
...went	on	to	discuss	the importance	of	
understanding	intersectionality, particularly	in	
organisations	such	as	Derbyshire Constabulary	
which	have	such	a	large	and	diverse workforce.	He	
emphasised	the	value	that	people from	different	
backgrounds	bring	to	an organisation,	when	they	
are	able	to	share	their different	“lived	
experiences”.	By	allowing individuals	to	be	
themselves	and	share	these experiences,	members	
within	the	organisation	are able	to	be	comfortable	
at	work,	and	gain	a	greater understanding	of	
different	people	and	groups.	This leads	to	a	more	
productive	workforce	and	better interactions	with	
the	public	and	communities	we serve.

The	police	superintendent	along	with	the	Head	of 
Equality	within	the	force	regularly	reviews	and 
approves	the	staff	networks	action	plan,	which 
includes	the	LGBT+	inclusion	and	equality.	The 
Head	of	Equality	and	Strategy	Lead	for	Inclusion
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both	attend	the	below	meetings	which	take	place	4
times	a	year:

We	have	a	Valuing	People,	Valuing	Difference
strategy
Equality	and	Diversity	strategy
Leadership	strategy
People	strategy
Wellbeing	strategy

Please	list	the	names	and	job	titles	of	the	individuals	named	above.	Please	ensure	you	have

strict	permission	from	them	for	their	name	to	appear	in	this	submission.

Person	1

Person	2

Person	3

Person	4

Person	5

Name

Superintendent	Type	here...
Type	here...
Type	here...

Job	title

Strategic	Lead for	Inclusion

Type	 here...

Type	 here...

Type	here...

Section	6:	Monitoring
Completed	-	16	Mar	2020

Workplace	Equality	Index	Application

Monitoring:	Part	1

Section	6:	Monitoring
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Section	6:	Monitoring
This	section	comprises	of	7	questions	and	examines	how	the	organisation	monitors	its	employees.	The
questions	scrutinise	data	collection	methods,	analysis	and	outcomes.	This	section	is	worth	11%	of	your
total	score.

Below	each	question	you	can	see	guidance	on	content	and	evidence.	At	any	point,	you	may

save	and	exit	the	form	using	the	buttons	at	the	bottom	of	the	page.

Please	ensure	that	no	personally	identifiable	information	is	contained	in	your	answers	or

evidence.

6.1	Does	the	organisation	gather	data	on	employee	sexual
orientation	on	diversity	monitoring	forms	and/or	systems?

GUIDANCE:	If	you	collect	data	on	multiple	systems,	you	should	paste	the
question/s	and	options	you	ask	on	the	majority	of	the	systems.	In	the	text	box,
explain	what	proportion	of	systems	the	question	is	used	on.

Yes
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Copy	and	paste	the	question/s	you	ask	and	options	staff
can	select:

The	following	options	are	given	for	members	of	staff	to	share	information	on	their	sexual	orientation	on
diversity	monitoring	forms/systems:

Sexual	Orientation
• Heterosexual	/	straight
• Gay	/	Lesbian
• Bisexual
• Prefer	not	to	say
• Prefer	to	self-describe	(please	specify)

These	standard	questions	are	used	all	internal	questionnaires	as	standard,	e.g.	on	staff	surveys,
recruitment	application	forms,	staff	exit	surveys	etc.

6.2	Does	the	organisation	gather	data	on	whether
employees	are	trans	and/or	non-binary	on	diversity
monitoring	forms	and/or	systems?

GUIDANCE:	If	you	collect	data	on	multiple	systems,	you	should	paste	the
question/s	and	options	you	ask	on	the	majority	of	the	systems.	In	the	text	box,
explain	what	proportion	of	systems	the	question	is	used	on.

Yes
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Copy	and	paste	the	question/s	you	ask	and	options	staff
can	select:

The	following	options	are	given	for	members	of	staff	to	share	their	gender	identify,	including	trans	and
non-binary	identifies	on	diversity	monitoring	forms/systems:

Male
Female
Non-binary
Prefer	to	Self-describe
Prefer	not	to	say

A	separate	question	for	trans	is	now	included:

Do	you	identify	as	trans	or	a	person	with	trans	history?
Yes
No
Prefer	not	to	say

These	questions	are	used	on	all	internal	questionnaires	e.g.	on	staff	surveys,	staff	exit	surveys	etc.
Unfortunately	not	all	systems	have	been	fully	updated	as	the	system	we	use	is	currently	shared	with
other	forces.	But	on	all	systems	that	are	‘Derbyshire	owned’	and	all	new	surveys	etc.	have	the	above
wording.

We’re	currently	only	a	few	months	away	from	having	a	new	e-recruitment	system.	There	are	many
improved	functionalities	in	terms	of	monitoring	the	diversity	of	our	applicants	and	has	fully	analytical
capabilities	to	show	any	trends	in	‘drop	out’	statistics	or	results	of	any	positive	action	work	undertaken.

Monitoring:	Part	2
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6.3	Does	the	organisation	monitor	and	analyse	from
application	to	appointment	the	success	rate	of	LGBT
applicants?

GUIDANCE:	This	refers	to	external	appointments	to	the	organisation	and
comparing	applicant	diversity	forms	to	new	starter	diversity	forms.

Yes

Upload	the	most	recent	data	showing	analysis	of
application	to	appointment	by	sexual	orientation	and	trans
identity:

please	be	aware	only	one	file	is	allowed	per	answer

6.3

Filename:	6.3	Size:	104.7	kB

https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627479/133624256-qhPdF58TnG/6.3.pdf
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Describe	who	the	analysis	is	seen	by	and	action	taken:

This	analysis	is	seen	by	the	HR	department	(recruitment	section	and	workforce	planning	team);	the
Equality	Unit;	and	the	strategic	governance	team	as	part	of	our	Valuing	People	Valuing	Difference	board.
Figures	from	this	are	used	as	evidence/guidance	as	to	areas	of	improvement	for	the	next	recruitment
campaign.

The	figures	from	the	current	analysis	of	application	to	appointment	success	rate	has	highlighted	a	couple
of	trends	relating	to	the	success	rate	of	applicants	that	identified	as	bi	or	trans.	Overall	success	rate	for
applicants	that	identify	as	bi	or	trans	is	lower	than	those	of	lesbian/gay	or	heterosexual	applicants-
across	all	departments,	only	6.5%	of	bi	applicants	were	successful	compare	with	11.4%	of	lesbian/gay
applicants	and	8.4%	heterosexual.

The	figures	have	also	highlighted	a	significantly	lower	proportion	of	trans	applicants.	The	data	for
analysis	is	limited	in	relation	to	trans	individuals,	particularly	in	relation	to	individuals	that	identify	as
non-binary.	This	is	possibly	due	to	the	limited	possibility	during	the	recruitment	process	to	select	these	as
options	for	sexual	orientation/gender	identity.	As	a	result	,	an	action	has	been	raised	(as	part	of	a	process
that	has	already	been	initiated)	to	ensure	that	accurate	reporting	of	sexual	orientation	and	gender
identity	is	available	across	the	entire	Force	systems,	including	systems	used	in	the	recruitment	process.	

Further	actions	that	have	been	recommended	as	a	result	are	in	relation	to	promoting	the	organisation	as
being	fully	inclusive	to	all	applicants,	particularly	in	relation	to	individuals	that	identify	as	bi,	trans	and
non-binary.	There	has	also	been	the	possibility	raised	for	unconscious	bias	training	for	staff	involved	in
the	recruitment	process.

6.4	Does	the	organisation	monitor	and	analyse	through	a
HR	system,	the	spread	of	LGBT	people	at	different	pay
grades	and/or	levels?

GUIDANCE:	The	system	of	data	collection	cannot	be	through	an	anonymous	staff
satisfaction	survey.

No
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6.5	When	running	staff	satisfaction	surveys,	does	the
organisation	break	down	and	analyse	the	satisfaction	of
LGBT	employees?

GUIDANCE:	This	can	be	through	collecting	diversity	data	on	a	staff	satisfaction
survey.

Yes

Upload	the	most	recent	staff	satisfaction	data:

please	be	aware	only	one	file	is	allowed	per	answer

Viewpoint	2018	Presentation	Charts

Filename:	Viewpoint	2018	Presentation	Charts	Size:	1.5	MB

Describe	who	the	analysis	is	seen	by	and	action	taken:

This	staff	satisfaction	data	was	produced	by	an	external	company
The	findings	were	analysed	by	HR,	Corporate	Services

Findings	discussed	that	the:
Legitimately	Board	–	which	focuses	on	external	matters,	e.g.	service	delivery?
Ethics	&	Culture	Group;	and	Valuing	People,	Valuing	Difference	–	both	focus	on	internal	matters,	e.g.
employment

Page	7	shows	a	breakdown	of	sexual	orientation	which	is	positive,	however	further	in	the	report	(pages
57-63)	then	go	further	to	breakdown	the	levels	of	satisfaction	with	the	different	age,	length	of	service,
disability,	ethnicity,	gender)	however	there	isn’t	a	detailed	breakdown	on	sexual	orientation	or	any
reference	to	individuals	who	identify	as	being	trans	or	non-binary.

Monitoring:	Part	3

https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627479/133624256-rwRkmECJWL/Viewpoint%202018%20Presentation%20Charts.pdf
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6.6	What	proportion	of	employees	have	answered	the
monitoring	question	asked	in	6.1?

Tick	one

GUIDANCE:	The	proportion	should	not	include	those	who	prefer	not	to	say	and
should	be	from	an	HR	system,	not	an	anonymous	staff	survey.

Under	50%

Upload	reports	or	data	demonstrating	the	declaration	rate:

please	be	aware	only	one	file	is	allowed	per	answer

Filename:	Size:	0	Bytes

Provide	a	brief	description	of	the	report	you	have
uploaded:

Type	here...

6.7.	What	proportion	of	employees	have	answered	the
monitoring	question	asked	in	6.2?

Tick	one

GUIDANCE:	The	proportion	should	not	include	those	who	prefer	not	to	say	and
should	be	from	an	HR	system,	not	an	anonymous	staff	survey.

We	do	not	monitor
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The	following	question	is	not	scored.

6.8.	Do	you	analyse	differences	in	staff	satisfaction	levels
between	different	LGBT	identities?

(No	response)

Describe	who	the	analysis	is	seen	by	and	what	action	is
taken.

(No	response)

Section	7:	Procurement
Completed	-	16	Mar	2020

Workplace	Equality	Index	Application

Procurement:	Part	1

Section	7:	Procurement
This	section	comprises	of	4	questions	and	examines	how	the	organisation	affects	change	in	its	supply
chain.	The	questions	scrutinise	the	steps	taken	to	ensure	LGBT	inclusive	suppliers	are	procured	and	held	to
account.	This	section	is	worth	9%	of	your	total	score.

Below	each	question	you	can	see	guidance	on	content	and	evidence.	At	any	point,	you	may

save	and	exit	the	form	using	the	buttons	at	the	bottom	of	the	page.
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7.1	Does	the	organisation	train	or	give	guidance	to	the
person/team	responsible	for	procurement	around	diversity
and	inclusion	outcomes,	inclusive	of	LGBT	equality?

GUIDANCE:	Examples	can	include	information	booklets,	programmes	or	training,	but	must	explicitly
mention	LGBT	equality	in	relation	to	procuring	services.

Yes

Describe	the	role	or	team	responsible	for
procurement:

The	team	comprises	3	MCIPS	Qualified
procurement	professionals	(Member	of	the
Chartered	Institute	of	Procurement	and	Supply)
and	one	trainee	procurement	assistant	who	is
currently	studying	the	CIPS	qualifications.
(Chartered	Institute	of	Purchasing	and	Supply)

Describe	the	diversity	and	inclusion	training	or
guidance	they	receive:

The	Head	of	Procurement	has	attended	a
Procurement	Equality	Training	and	the	rest	of	the
team	have	been	issued	with	the	East	Midland	Force
guidance	‘Equality	Guide	for	Procurement	staff’
and	Equality	Duty	for	Contractors.

All	members	of	the	team	have	undertaken	Equality
Act	2010	training	and	have	received	additional
training	on	our	Equality	Impact	Assessment
process.
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7.2	Before	awarding	a	contract,	does	the	organisation
scrutinise	the	following	in	the	tender	process?

Tick	all	that	apply

GUIDANCE:	Although	it	would	be	best	practice,	these	criteria	do	not	need	to	be
deciding	factors	when	awarding	contracts.	They	should	however	still	be
scrutinised	and	appropriate	action	taken	if	the	contract	is	awarded.

Responses	Selected:

A.	Whether	the	potential	supplier	has	a	policy	which	explicitly	bans	discrimination/bullying	and
harassment	based	on	sexual	orientation	or	gender	identity

Describe	the	options	selected	below:

A.	Describe	how	the	organisation	scrutinises	the
potential	suppliers'	policies:

Contracts	that	are	awarded	where	the	Police	and
Crime	Commissioner	for	Derbyshire	is	the
contracting	authority	compliance	with	the	equality
requirements	copied	below	are	included.

Where	we	utilise	contracts	prepared	by	other
forces	it	is	usually	the	case	that	the	same
requirements	are	included	as	a	contractual
commitment.

Extract	from	our	Conditions	of	Contract:

Discrimination	-	The	Contractor	shall	not	unlawfully
discriminate	either	directly	or	indirectly	on	such
grounds	as	race,	colour,	ethnic	or	national	origin,
disability,	gender	identity	or	sexual	orientation,
religion	or	belief,	or	age	and	without	prejudice	to
the	generality	of	the	foregoing	the	Contractor	shall
not	unlawfully	discriminate	within	the	meaning	and
scope	of	the	Human	Rights	Act	1998,	the	Equality
Act	2010	or	any	other	relevant	Law	relating	to
discrimination	in	employment	or	any	equivalent
law	(including	any	equivalent	legislation	or
regulation	in	force	from	time	to	time	in	any	other
jurisdiction	in	which	any	activities	are	carried	out
under	or	in	connection	with	the	Contract	by	the
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Contractor	or	any	of	the	Staff).

The	Contractor	shall	take	all	reasonable	steps	to
secure	the	observance	of	the	provisions	of	clause
23.1	by	all	of	the	Staff	engaged	in	the	execution	of
the	Contract.

The	Contractor	shall	and	shall	ensure	that	the
Subcontractor(s)	shall	comply	with	obligations	set
out	in	the	Agreed	Equality	Policy	or	has	and
complies	with	an	equality	and	diversity	policy
which	is	substantially	the	same	as	the	Agreed
Equality	Policy.

Where	a	Sub-contractor	has,	pursuant	to	clause
23.3	or	otherwise,	adopted	an	equality	and
diversity	policy	which	is	substantially	the	same	as
the	Agreed	Equality	Policy,	the	Contractor	shall:	
procure	that	each	of	its	direct	Sub-contractors
provides;	and	in	respect	of	other	tiers	of	sub-
contractors	beneath	the	Contractor’s	direct	Sub-
contractors,	use	reasonable	endeavours	to	procure
that	those	indirect	Sub-contractors	provide,	a	copy
of	that	policy	to	the	Customer	within	20	Working
Days	of	a	written	request	from	the	Customer.

All	contractors	and	suppliers	should	have	their	own
Equality	and	Diversity	policy	which	demonstrates
their	commitment	to	eliminate	discrimination,
foster	good	relations	and	promote	equality	of
opportunity	for	staff,	service	users,	the	general
public,	and	businesses.	The	East	Midlands	Equality
Duty	to	Contractors	Document	is	sent	to	all
suppliers	and	contractors	with	an	expectation	that
they	uphold	their	duty	under	the	Equality	Act	2010
throughout	their	work	with	the	organisation

Contractors/suppliers	working	on	site	should	be
given	an	input	on	Equality	and	Diversity	which
includes	the	breakdown	of	the	specific	protected
characteristics,	including	sexual	orientation	and
gender	identity.

Also,	the	procurement	unit	undertake	open	source
research	on	potential	contractors	and	suppliers.	In
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the	event	that	there	is	concern	that	a	company
does	not	portray	the	values	and	expectations	of
our	organisation	with	regards	to	equality	and
diversity,	to	include	the	LGBT+	strand,	then	the
procurement	manager	will	contact	the	Forces
Equality	Unit	for	advice	as	to	whether.
All	staff	within	the	procurement	team	is	now
undertaking	their	CIPS	training	and	qualification.

Procurement:	Part	2

7.3	Once	a	contract	is	awarded,	how	does	the	organisation
hold	the	supplier	to	account?

Tick	all	that	apply

GUIDANCE:	The	slot	in	supplier	monitoring	meetings	does	not	have	to	be
specifically	for	LGBT	related	issues,	but	should	be	inclusive	of	them.

Responses	Selected:

A.	Include	a	broad	diversity	and	inclusion	slot	in	contract	monitoring	meetings	inclusive	of	LGBT	issues
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Describe	the	options	selected	below:

A.	Describe	how	D&I	outcomes	are	included	within
contract	monitoring	meetings:

Derbyshire	Police	act	and	conduct	business	with	its
suppliers	with	honesty	and	integrity	and	will
maintain	high	ethical	standards	and	consistency	in
all	processes	and	actions.	Procurement	team
members	commit	to	the	Chartered	Institute	of
Purchasing	and	Supply	Code	of	Conduct	in	addition
to	Derbyshire	Constabulary	standards.

All	contractors	and	suppliers	should	have	their	own
Equality	and	Diversity	policy	which	demonstrates
their	commitment	to	eliminate	discrimination,
foster	good	relations	and	promote	equality	of
opportunity	for	staff,	service	users,	the	general
public,	and	businesses.

Contractors	are	encouraged	to	agree	to	further
voluntary	steps	to	promote	equality,	after	the
contract	has	been	awarded.	Contractors/suppliers
working	on	site	should	be	given	an	input	on
Equality	and	Diversity	and	if	applicable	are	invited
to	attend	staff	network	events	and	wellbeing
conferences.

It	is	also	made	clear	to	contractors	that	members
of	our	procurement	unit	undertake	open	source
research	on	potential	and	current	contractors	and
suppliers.	In	the	event	that	there	is	concern	that	a
company	does	not	portray	the	values	and
expectations	of	our	organisation	with	regards	to
equality	and	diversity,	including	all	protected
characteristics	(age,	disability,	gender
reassignment,	race,	religion	or	belief,	sex,	sexual
orientation,	marriage	and	civil	partnership	and
pregnancy	and	maternity)	then	the	procurement
manager	may	contact	the	Head	of	Equality	and/or
Head	of	Legal	Services	to	further	action.	There	is	a
standard	agenda	item	on	the	team’s	monthly
meeting	whereby	such	issues	are	discussed	to	this
matter	is	kept	on	the	radar.
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7.4	In	the	past	year,	how	has	the	organisation	engaged	or
collaborated	with	its	suppliers?	Tick	all	that	apply.

Tick	all	that	apply

GUIDANCE:	Joint	LGBT	diversity	and	inclusion	training	can	also	include	sharing
training	with	your	suppliers.

Responses	Selected:

E.	None	of	the	above

Section	8:	Community	Engagement
Completed	-	16	Mar	2020

Workplace	Equality	Index	Application

Community	Engagement:	Part	1

Section	8:	Community	Engagement
This	section	comprises	of	4	questions	and	examines	the	outreach	activity	of	the	organisation.	The
questions	scrutinise	how	the	organisation	demonstrates	its	commitment	to	the	wider	community	and	the
positive	impact	it	has.	This	section	is	worth	10%	of	your	total	score.

Below	each	question	you	can	see	guidance	on	content	and	evidence.	At	any	point,	you	may

save	and	exit	the	form	using	the	buttons	at	the	bottom	of	the	page.
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8.1	In	the	past	year,	has	the	organisation	utilised	its	social
media	accounts	and	online	presence	to	demonstrate	its
commitment	to	LGBT	equality?

GUIDANCE:	The	social	media	accounts	here	should	be	the	ones	with	the	widest
reach.	This	question	examines	how	you	demonstrate	to	the	largest	possible
audience	that	your	organisation	is	committed	to	LGBT	equality.

Please	upload	evidence	of	two	seperate	social	media	posts.	The	two	social	media
posts	uploaded	(for	example	tweets),	should	be	across	a	year	and	not
concentrated	on	one	event.	The	evidence	can	be	an	LGBT	employee	network
group	being	re-posted	by	an	account	with	bigger	reach.
	

Yes

Describe	the	activity:

The	organisation	has	multiple	social	media	accounts	and	has	utilised	these	to	show	dedication	and	help
build	trust	with	the	different	communities,	with	the	LGBT+	community	being	one.	
On	Twitter,	the	LGBT+	support	network	(@DerbyPoliceLGBT	)	works	in	collaboration	with	the	main
Derbyshire	Constabulary	account	(@DerbysPolice).	These	accounts	are	active	in	promoting	LGBT+
events	that	the	network	and	the	force	as	a	whole	are	involved	with.	This	year	it	has	highlighted	the
networks	involvement	with	the	National	LGBT+	Police	Conference	which	was	attended	by	a	large
delegation	from	Derbyshire	Constabulary.	It	also	promoted	the	networks	involvement	in	jointly	hosting
the	regional	LGBT+	Conference	with	other	member	organisations	of	the	DerbysLGBT+	Support	network.
Through	showing	the	involvement	in	conferences	such	as	these	by	the	LGBT+	network,	senior
management	leaders,	and	other	individuals	in	the	organisation,	it	has	helped	to	highlight	the	serious
commitment	of	Derbyshire	Constabulary	in	promoting	LGBT+	equality	and	its	intent	in	furthering	the
understanding	of	LGBT+	issues	within	its	workforce.	
Use	of	our	social	media	to	demonstrate	the	collaborative	work	being	carried	out	between	the	network
and	other	organisation	as	part	of	the	DerbysLGBT+	Support	network	(such	as	the	regional	LGBT+
conference,	meetings	and	lunch	social	for	IDAHOBIT	etc.),	has	helped	send	a	message	to	the	wider
communities	in	which	the	organisation	works,	helping	to	build	trust	and	foster	relationships.	Through
working	together	as	a	broader	network,	the	public	has	been	shown	the	drive	of	the	organisation	to
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support	LGBT+	matters,	and	work	with	other	organisations	to	implement	positive	change.	This	not	only
helps	to	promote	the	values	of	LGBT+	equality	and	inclusivity	that	the	organisation	holds,	but	has
improved	communication	with	the	wider	LGBT+	community,	and	encouraged	them	to	engage	with	the
force	in	relation	to	issues	such	as	Hate	Crime	reporting.	
During	the	build	up	to	key	LGBT+	events	throughout	the	year,	such	as	Derby,	Belper	and	Chesterfield
prides,	the	force	accounts	promote	their	attendance	at	these	celebration	events.	We	also	post	to	show
support	for	members	of	the	LGBT+	community	on	key	dates	such	as	the	Lesbian/Bi/Trans	days	of
visibility	etc.	and	IDAHOBIT.	In	order	to	for	these	messages	to	reach	as	wide	an	audience	as	possible,
multiple	posts	and	retweets	are	made	on	the	main	Derbyshire	Constabulary	accounts	(which	have	larger
following),	as	well	as	the	LGBT+	Support	Network	accounts.
In	the	run	up	to	Derby	Pride,	Chief	Constable	Goodman	conveyed	a	message	in	a	Facebook	post	on	the
Derbyshire	Constabulary	page,	in	which	he	supported	the	LGBT+	celebration	and	of	the	forces
attendance	at	these	celebration	events.	He	went	on	to	comment	on	the	work	still	being	carried	out	within
the	organisation	to	enhance	knowledge	on	issues	facing	the	LGBT+	community.	This	has	highlighted	the
force’s	commitment	to	LGBT+	issues	and	equality,	and	to	foster	a	greater	understanding	within	its
workforce,	allowing	Derbyshire	Constabulary	to	provide	the	best	possible	service	and	building
relationships	with	all	of	our	communities.	This	post	was	well	received	and	shared,	helping	to	promote	and
demonstrate	the	organisations	commitment.

Upload	a	screenshot	of	social	media	activity:
Facebook	Derby	Pride	Screenshot

Filename:	Facebook	Derby	Pride	Screenshot	Size:	294.0	kB

Upload	a	screenshot	of	social	media	activity:
Twitter	IDAHOBIT2019	Screenshot

Filename:	Twitter	IDAHOBIT2019	Screenshot	Size:	98.2	kB

Provide	the	date	of	the	activity:

6	Sep	2019

https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627485/133635407-XBqLZPfPC4/Facebook%20Derby%20Pride%20Screenshot.pdf
https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627485/133635407-tNFgdhKCLz/Twitter%20IDAHOBIT2019%20Screenshot.pdf
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Provide	the	date	of	the	activity:

17	May	2019

8.2	Which	of	the	following	outreach	activities	has	the
organisation	taken	part	in	the	last	year?	Tick	all	that	apply.

Tick	all	that	apply

GUIDANCE:	Sponsored	or	supported	can	include	in-kind	gifts	and	donations,	for
example	providing	a	meeting	room	for	a	group,	and	doesn't	have	to	be	directly
financial	(i.e.	giving	money).	The	support	of	a	campaign	to	tackle	homophobia,
biphobia	and	transphobia	needs	to	be	externally	facing	and	not	an	internal
awareness	raising	event.
	

Responses	Selected:

A.	Sponsored	or	supported	LGB	community	group/s

B.	Sponsored	or	supported	trans	community	group/s

C.	Sponsored	or	supported	LGB	community	event/s

D.	Sponsored	or	supported	trans	community	events

E.	Supported	campaign/s	to	tackle	hate	crime	or	homophobic,	biphobic	and	transphobic	bullying

Describe	each	option	selected.	Please	include	specific
dates	or	time	periods.

A.	Sponsored	or	supported	LGB	community	group/s We	support	the	LGBT+	Centre	in	Derby-	a	charity
funded	centre,	employing	several	co-ordinators,
who	provide	advice	to	the	local	LGBT+	community,
and	a	safe	space	for	LGBT+	support	groups	to
meet.	We	have	established	links	at	the	centre	to
provide	community	policing	support-	a	police
sergeant	and	police	constable,	acting	as	a	general
point	of	contact	for	advice	and	one-to-one	support
for	victims	of	hate	crime,	who	can	be	reluctant	to
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report	through	policing	regular	channels.	The
sergeant	identifies	as	female-to-male	trans,	and
has	extensive	experience	within	the	LGBT+
community,	so	has	a	good	understanding	of	the
needs	of	individuals	and	the	community	as	a
whole.	This	year	the	officer	has:	attended	a
support	group	for	LGBT+	families,	providing
general	advice	and	support	in	respect	of	hate
crime;	attended	the	centre	to	speak	with	a	male
who	identified	as	trans	and	who	was	at	the	start	of
his	transition	journey,	to	provide	one-to-one
support	in	respect	of	advice	and	a	discussion
around	the	officer’s	own	personal	transition;
spoken	directly	with	a	victim	of	homophobic	hate
crime	as	a	result	of	contact	through	the	centre,
during	which	he	provided	advice	and	support	to
the	individual,	guiding	her	through	the
investigation	process,	liaising	with	a	housing
association	on	her	behalf	as	she	experienced
learning	difficulties.	This	investigation	resulted	in	a
successful	outcome	for	all	parties	concerned.

We	also	provide	a	space	for	the	meetings	of	the
DerbysLGBT+	Support	network,	with	access	to	all
appropriate	facilities,	and	providing	hospitality	and
printing	services.

B.	Sponsored	or	supported	trans	community
group/s

This	year	our	LGBT+	network	co-chair	(an	officer
identifying	as	trans),	attended	Worksop	Out.	This	is
a	volunteer	support	group	for	young	people	who
identify	as	transgender	and	non-binary.
Participation	was	facilitated	through	the	Derby
LGBT+	Centre,	who	supports	this	outreach	work.
The	group	meets	at	pre-arranged	times	in	the	week
at	a	local	community	facility.	The	group	that	day
consisted	of	approximately	12	young	people	aged
between	16	and	21,	and	two	support	workers	who
helped	to	facilitate	the	visit.	Topics	up	for
discussion	were-	young	people’s	experience;
challenges	faced	outwardly–	both	within	families
and	in	a	social	and	work	setting;	how	to	come	‘out’
as	trans	and	non-binary	and	people’s	shared
experience	within	this;	the	effect	of	hormones;	the
journey	experienced	on	the	NHS	waiting	list	for
assessment	and	private	consultant	options	and
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C. Sponsored	or	supported	LGB	community	event/s

experience;	and	how	to	access	general	support 
mechanisms.

The	...also	talked	openly	about	his	own experience	
of	transition.	Many	of	the	group	were surprised	that	
the	officer’s	transition	had	gone	‘so well’–	initially	
believing	that	a	biologically-born,	cis male	had	
attended	for	training.	This	reassured	the group	
enabling	them	to	see	beyond	their	current 
experience,	to	life	beyond	the	main	transition 
process.	It	was	also	helpful	to	discuss	surgery 
options,	and	themes	surrounding	these,	with 
several	of	the	group	stating	that	they	did	not 
consider	surgical	procedures	to	be	something	that 
they	felt	the	need	to	go	through.	The	over-arching 
theme	was	to	just	be	true	to	yourself,	whatever 
that	looked	like	in	practice.

This	year,	the	force	was	represented	at	local	pride 
events	in	Derby,	Belper	and	Chesterfield,	with	a 
delegation	also	taking	part	in	Cardiff	Pride.	Officers 
and	staff	in	uniform	from	the	force	have	taken	part 
in	the	parade,	and	also	been	active	on	our	stall, 
providing	a	‘pop-up’	Police	Station	as	a	point	for 
members	of	the	public	to	discuss	issues	and 
concerns,	and	as	part	of	the	Hate	Crime	campaign 
to	encourage	reporting	of	hate	crime	and	incidents 
against	the	LGBT+	Community.	The	organisation 
handed	out	rainbow	flags/badges	etc.	to	promote 
its	commitment	to	LGBT+	causes	and	progressing 
LGBT+	equality.	Attendance	at	these	events	allows 
us	to	engage	positively	with	LGBT+	people	who	are 
celebrating	being	out	and	open	about	themselves. 
The	Derbyshire	Police	and	Crime	Commissioner 
also	gave	his	time	to	attend	and	open	the	first 
Belper	Pride.

The	organisation	also	provided	financial	support	to 
fund	the	Derbyshire	LGBT+	Conference.	The 
conference	was	open	for	all	and	acted	to	bring 
members	of	the	LGBT+	community	and	allies 
together	from	across	a	number	of	organisations, 
with	the	involvement	of	our	local	Derbyshire 
LGBT+	charity.	It	was	also	agreed	that	money	from



121	/	145

D. Sponsored	or	supported	trans	community
events

our	LGBT+	Support	network	would	contribute	to 
Derbyshire	LGBT+	in	order	for	them	to	attend	the 
conference	with	display	boards	charting	LGBT+ 
history	and	voices	in	the	region	Social	media	posts 
throughout	this	event	promoted	the	organisations 
involvement	with	supporting	LGBT+	causes	and	in 
coming	together	to	tackle	issues	facing	the	LGBT+ 
community.

Local	SNT	attend	drop	in	events	(including	a 
regular	trans	specific	event	at	the	LGBT+	Centre 
in	Derby-	a	charity	funded	centre,	employing 
several	co-ordinators,	who	provide	advice/support 
to	the	local	LGBT+	community,	and	offer	a	safe 
space	for	LGBT+	support	groups	to	meet.

We	have	established	links	at	the	centre	to	provide 
community	policing	support	by	way	of	a	police 
sergeant	and	several	police	constables.	These 
officers	act	as	general	points	of	contact	for	advice 
and	one-to-one	support	for	vulnerable	victims	of 
hate	crime,	who	can	be	reluctant	to	report	through 
regular	policing	channels.

The	...	that	identifies	as	trans	was	asked	to 
attended	the	centre	to	speak	with	a	male	who 
identified	as	trans	and	who	was	at	the	start	of	his 
transition	journey.	One-to-one	support	in	respect	of 
advice	and	support	was	given	and	included	a 
discussion	around	the	officer’s	own	personal 
transition.	During	part	of	the	event	a	victim	of 
transphobic	hate	crime	was	supported	and	the 
hate	crime	reported	as	a	direct	result	of	contact 
through	the	centre	at	this	event	and	was	able	to 
help	with	referrals	to	other	agencies.

The	...attended	Belper	Pride,	during	which he	had	a	
one-on-one	discussion	with	a	young person	that	
identified	as	trans.	This	discussion helped	to	
reassure	the	young	individual	that everything	was	
going	to	be	OK.	He	was	also	able	to reassure	the	
young	person’s	mother	that	the	police take	
transphobic	hate	crime	seriously	and	he	was able	
to	signpost	other	local	agencies	to	help.
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E. Supported	campaign/s	to	tackle	hate	crime	or
homophobic,	biphobic	and	transphobic	bullying

Members	of	our	LGBT+	support	network	are
currently	helping	promote	the	force	campaign	for
Hate	Crime	week	in	October	2019.	This	work	has
involved	both	local	and	Network	officers	reaching
out	to	members	of	the	local	communities	within
the	force	area	and	supporting	individual	projects,
designed	to	promote	awareness	of	hate	crime	and
increase	trust	and	confidence	in	the	community
projects	and	the	police.

For	example,	design	a	poster–	reaching	out	to
schools	of	differing	age	bands	to	ask	students	to
design	a	poster	to	reflect	the	impact	of	hate	crime
within	one	of	the	hate	crime	strands,	the	pupils	of
the	participating	schools	then	vote	for	the	winning
poster,	which	is	in	turn	put	forwards	with	other
winners	to	a	public	vote,	supported	by	the
local/force	media.

The	use	of	winning	posters	from	last	year’s	school
competition	will	be	displayed	at	bus	stands	within
Derby	City	bus	station	raising	awareness	of	hate
crime	and	the	reporting	processes;	Community
libraries	promoting	hate	crime	awareness	material,
encouraging	victims	to	report	by	way	of	Stop	Hate
UK,	and	also	locally	agreed	procedures,	supported
by	attendance	from	local	police	Safer
Neighbourhood	Teams.	

We	have	also	asked	for	a	LGBT+	specific	poster	to
be	displayed	in	public	spaces,	especially	in	the
Derbyshire	LGBT+	centres.	This	includes	the
wording:	“Experiencing	homophobia,	biphobia	or
transphobia?	Whatever	they	call	you…	call	us”.
The	force	supported	similar	projects	last	year	and
work	raising	awareness	of	homophobic,	biphobia
and	transphobic	bullying	within	schools	which
worked	especially	well.

Community	Engagement:	Part	2
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8.3	In	the	past	year,	have	you	collaborated	with	other
organisations	in	your	region	or	sector	on	an	initiative	to
promote	LGBT	equality	in	the	wider	community?

GUIDANCE:	The	initiative	can	be	a	one-off	or	on-going	project.

Yes

Complete	the	following.	Please	include	specific	dates	or
time	periods.

Name	the	organisation/s	you	collaborated	with: Derbyshire	Fire	&	Rescue	Service
Derbyshire	County	Council
Derbyshire	local	HNS	authority
Derby	University

Derbyshire	LGBT+

Office	of	the	Police	and	Crime	Commissioner
(Derbyshire)

Describe	the	collaboration	or	initiative: Partnership	conference
Likeminded	individuals	from	local	public	sector
organisations/agencies	have	continued	to	meet	on
a	regular	basis	continuing	to	promote	partnership
working.	This	is	a	specific	LGBT+	network	and	all
our	joint	work	is	promoted	via	social	media
(#DerbysLGBTnetwork).

The	group	has	continued	to	meet	throughout	the
year,	with	these	meeting	usually	taking	places	at
our	HQ.	The	main	initiative	this	year	has	been	the
planning	of	the	partnership	conference	which	took
place	12th	June	2019.	The	conference	theme	was
‘reaching	out’	and	was	attended	by	around	140
delegates	from	a	range	of	organisations.

The	conference	this	year	also	gave	delegates	the
opportunity	to	participate	in	a	number	of
workshops	focusing	on	‘reaching	out’,	partnership
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work,	multi-agency	approaches	and 
intersectionality.

There	were	a	number	guest	speakers	presenting	on 
the	day	who	were	asked	to	participate	due	to	their 
intersectionality.	For	example,	... addressing	often	
forgot	‘B’	in	the	LGBT+ community;	and	... raising/* 
awareness	of	the	stigma	and	discrimination	still 
surround	HIV	and	the	LGBT+	community	along	
with giving	personal	accounts	of	mental	health	
within the	LGBT+	community.

One	of	our	LGBT+	allies	from	our	police	LGBT+ 
support	network	volunteered	to	produce	the 
delegate	booklet	on	behalf	of	the	partnership group	
and	another	ally	from	our	network	co-ordinated	the	
presentations	and	took	ownership	of social	media	
for	the	event.	Our	police	support volunteer	took	
ownership	for	emailing	delegates joining	
instructions,	co-ordinated	the	workshop allocation	
for	delegates	and	made	the	delegate conference	
packs.

New	facilities	in	Chesterfield
Another	example	of	effective	collaboration	with 
other	initiative	to	promote	LGBT+	equality	in	the 
wider	community	has	been	the	successful	launch of	
the	Derbyshire	LGBT+	center	in	the	Chesterfield 
area.	This	is	a	fantastic	outreach	center	where 
members	of	the	wider	community	can	visit	and 
receive	services	such	as	counselling,	weekly	meet-
ups,	various	social	events	and	also	received 
support	in	relation	to	any	occurrences	of 
homophobic,	biphobic	or	transphobic	hate	crime.

The	aim	of	the	collaboration	between	the	centre 
and	the	police	is	to	provide	support	and	the	help 
‘reaching	out’	to	the	local	LGBT+	community.	The 
police	safer	neighborhood	team	was	involved	in the	
opening	event	of	the	centre	and	was	on	hand to	
offer	advice	and	to	show	support	for	LGBT	wider 
community.	

Step	Up	Beat	Hate
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The	force	has	continued	to	work	in	partnership	with
this	initiative.	This	campaign	is	a	joint-agency	pilot,
led	by	Derbyshire	Victims	Services'	provider
Remedi	and	the	Restorative	Justice	Council	(RJC)
supporting	Derbyshire's	Police	and	Crime
Commissioner	aim	to	improve	support	to	victims	of
hate	crime	across	the	county	and	encourage	more
survivors	to	report	their	experiences	to	police.
The	project	covers	the	whole	of	the	county	and
takes	account	of	victims	of	all	types	of	hate	crime
including	age,	disability,	gender,	race,	religion,
sexual	orientation	or	transgender	identity,
Islamophobia	and	alternative	subcultures.	It
includes	victims	of	hate	crimes	committed	by	both
adults	and	young	people.

Describe	the	impact	of	the	collaboration	or
initiative:

Partnership	conference
The	partnership	conference	this	year	added	an
educational	aspect	to	the	day.	It’s	hoped	that
people	will	begin	to	have	a	better	understanding	of
some	of	the	barriers	that	LGBT+	people	can	face,
rather	than	just	awareness.

There	were	a	series	of	workshop	on	LGBT+	&
religion/belief;	reverse	mentoring;	the	importance
of	LGBT+	allies	and	role	models;	LGBT+	mental
health	&	wellbeing;	and	service	provision	and	the
LGBT+	community.

Delegates	were	offered	practical	tips	for
improvements,	e.g.	from	a	keynote	speaker	on	how
you	can	make	your	own	workplace,	community	and
attitude,	more	‘bi	friendly’,	and	tips	on	being	a
good	LGBT+	ally	(guidance	produced	by	a	member
of	our	police	LGBT+	support	network).

New	facilities	in	Chesterfield
The	impact	of	opening	the	center	has	created	a
safe	space	in	the	north	of	the	county	for	the
LGBT+	community	to	visit	and	access	services.
Previously,	the	only	space	available	was	the	main
center	based	in	Derby	city	centre.

The	needs	of	individuals	and	often	perception	of
the	police	can	differ	considerably	between	North
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and	South	Division.	North	is	quite	rural	and	has	a
more	‘traditional’	outlook,	consisting	of	several
historic	mining	communities.	South	cover	the	city
and	includes	areas	of	higher	populations	of	those
from	diverse	backgrounds	and	from	new	and
emerging	communities.

North	Division	officers	are	able	to	provide	the	same
standard	of	service	whilst	being	able	to	tailor	this
service	delivery	to	the	individual	needs	of	the	local
community.	We	have	started	to	build	relationships
with	those	considered	to	be	more	vulnerable	and
built	stronger	relationships	and	trust.	We	now	have
an	opportunity	for	the	LGBT+	community	to	meet
their	local	safer	neighborhood	team	(SNT)	and
have	been	asked	to	attend	for	regular	drop-in
sessions	so	facilities	users	have	established	a	link
with	a	‘familiar	face’	allowing	for	increased	trust.

Step	Up	Beat	Hate
A	representative	from	Remedi	(Derbyshire	Victims
Services)	has	attended	a	number	of	events
alongside	representatives	from	the	Office	of	the
Police	and	Crime	Commissioner	for	Derbyshire,
officers	from	local	SNT	and	officers	and	staff	from
the	LGBT+	support	network	at	Pride	events	this
year,	promoting	this	partnership	working.

The	campaign	aims	to	increase	awareness	of	the
benefits	of	Restorative	Justice	among	past	and
current	victims	of	hate	crime.	Research	shows
restorative	justice	has	given	victims	of	hate	crime
a	voice	and	helped	them	move	forward,	as	being
able	to	tell	the	offender	in	person	what	the	effects
of	their	actions	have	been	is	empowering	for	the
victim	and	a	wake-up	call	for	the	offender.

Having	a	police	officer	relaying	the	same	message,
particularly	one	from	the	LGBT+	community	talking
about	the	serious	issue	and	harmful	consequences
hate	crime	can	have	on	individuals	has	proved	to
be	very	impactful.	As	a	force	we	have	seen	an
increase	in	hate	crime	reporting,	demonstrating
that	people	are	becoming	more	comfortable
knowing	where	to	turn	for	help	and	advice	and	that
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the	police	will	do	everything	in	their	power	to
tackle	all	forms	of	hate	crime.

8.4	Has	your	organisation	done	any	further	work	in	the
past	year	to	promote	LGBT	equality	in	the	wider
community?

GUIDANCE:	Activity	here	should	be	additional	to	anything	already	mentioned	in
the	submission.	Please	include	specific	dates	or	time	periods.

Yes

Describe	the	activity	and	impact:

Again	we	took	a	number	of	photographs	which	were	transformed	into	black	and	white	images,	apart	from
officers	rainbow	epilates,	this	proved	to	be	very	effective.	These	photographs	were	taken	of	a	number	of
different	individuals	from	a	wide	coverage	of	the	departments	and	divisions	from	within	the	force,
including	individuals	from	different	rank	structures.	A	different	image	was	utilised	on	social	media
throughout	LGBT+	history	month.

The	LGBT+	pride	rainbow	flag	has	been	flow	at	the	HQ	and	other	key	police	stations	to	promote	LGBT+
equality	on	certain	dates,	e.g.	LGBT+	history	month,	IDAHoBiT	and	Pride.	We	have	invested	in	bespoke
flags	with	our	force	crest	on	to	promote	Bi-visibility	(flown	on	bi	visibility	day)	and	trans	visibility	(flown
on	trans	day	of	remembrance	and	trans	day	of	visibility).

This	is	the	first	year	Pride	in	Belper	has	run,	which	was	a	fantastic	event,	for	a	small	local	town.	This	has
resulted	in	local	police	units	now	asking	to	take	part	in	Pride,	which	historically	has	been	seen	as
something	officers	and	staff	from	the	LGBT+	support	network	have	done	in	isolation.

Our	police	support	volunteers	also	show	a	huge	interested	in	wanting	to	attend	the	events	and	they	are
instrumental	in	handing	out	information	on	general	crime	prevention,	domestic	abuse	and	hate	crime
(LGBT+	specific	literature).

Derbyshire	Constabulary	had	the	launch	of	its	safer	together	campaign	across	the	county	with	the	focus
of	the	launch	in	the	Chesterfield	Town	Centre.	One	element	of	the	campaign	is	aimed	at	showing	and
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making	people	aware	the	collaboration	work	the	force	does	in	order	to	make	everyone	safer	together.	

The	launch	of	the	campaign	was	in	the	Chesterfield	town	centre	and	was	an	event	day	led	by	a	member 
of	the	LGBT+	Support	network	(a	Police	...)	involving	other	agencies	such	as	DFRS,	Council, Shopwatch,	
Local	businesses.	At	the	heart	of	this	was	encouraging	and	allowing	the	wider	community from	various	
backgrounds	to	have	the	opportunity	to	chat	to	all	the	above	agencies	about	any	concerns or	pass	on	
any	information.	Not	only	was	the	Constabularies	key	stakeholders	(multi-agencies)	part	of this,	our	
Police	Sergeant	ensured	that	Derbyshire	LGBT+	were	a	part	of	this	and	that	this	was	advertised to	
ensure	we	would	encourage	the	wider	LGBT+	community	to	come	to	the	event	and	discuss	hate	crime 

issues.	Since	the	main	launch	event	there	have	been	various	events	in	the	surrounding	areas	and 

Derbyshire	LGBT+	have	been	invited	as	part	of	the	safer	together	campaign.	These	events	have	allowed 

us	to	reach	out	and	discuss	the	key	issues	affecting	our	wider	LGBT	communities.

The	following	question	is	not	scored.

8.5	In	the	past	year,	has	the	organisation	utilised	its	social 
media	accounts	to	demonstrate	its	commitment	to	bi	and 
trans	equality?

GUIDANCE:	The	social	media	accounts	here	should	be	the	ones	with	the	widest 
reach.	This	question	examines	how	you	demonstrate	to	the	largest	possible 
audience	that	your	organisation	is	committed	to	LGBT	equality.	The	evidence	can 
be	an	LGBT	employee	network	group	being	re-posted	by	an	account	with	bigger 
reach.	

No	Responses	Selected

A. Upload	a	screenshot	of	social	media	activity:

Filename:	Size:	0	Bytes

B. Upload	a	screenshot	of	social	media	activity:

Filename:	Size:	0	Bytes
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Provide	the	date	of	the	activity:

(No	response)

Provide	the	date	of	the	activity:

(No	response)

Section	9:	Clients,	Customers	and	Service	Users
Completed	-	16	Mar	2020

Workplace	Equality	Index	Application

Routing	question	Section	9

Section	9:	Clients,	Customers	and
Service	Users
This	section	comprises	of	between	3-5	questions	and	examines	how	the	organisation	engages	with	clients,
customers,	services	users	or	partners.	This	section	is	worth	8.5%	of	your	total	score.

In	order	to	begin	this	section,	choose	which	sector	best	describes	the	organisation	below.

Please	choose	the	option	that	best	describes	your
organisation:

A. Public	or	third	sector	with	service	users

Clients,	Customers	and	Service	Users:	PS	SU	P1

Public	or	third	sector	with	service	users
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9A.1	In	the	past	3	years,	has	the	organisation	examined
the	service	user	journey	to	ensure	there	are	no	barriers	to
access	for	LGBT	people?

GUIDANCE:	This	should	be	a	formal	mapping	process	of	the	touch	points	of	the
service	user	and	the	service.

Yes

Describe	the	process	by	which	you	examined	the	service
user	journey.	Please	include	specific	dates	or	time	periods.

The	LGBT+	support	network	had	meetings	to	progress	their	action	plan.	One	action	being	to	act	as
‘critical	friend’	to	the	organisation	in	terms	of	examining	the	service	users	journey	to	ensure	there	are	no
barriers	to	access	for	LGBT+	people.	Due	to	the	complex	nature	of	work	and	different	services	the	police
are	asked	to	provide,	a	focus	on	the	reporting	of	hate	crime	was	decided.

This	formal	mapping	process	began	by	working	a	representative	from	our	Contact	Management	and
Resolution	Centre	(CMRC)-	telephone	contact	centre	which	receives	and	process	call	for	service	via	101
(non-emergency)	and	999	(emergency).

Three	main	ways	a	person	to	report	hate	crime	were	identified.	Firstly:	the	individual	reporting	directly	to
the	police	via	101.	The	control	room	operator	undertakes	a	risk	assessment	and	when	required	a
management	assessment.	If	appropriate,	this	occurrence	is	marked	as	an	incident	or	crime	and
processed	as	necessary,	mainly	for	a	police	officer	to	contact	the	victim.	The	‘process’	is	investigated
with	either	an	outcome	or	‘no	further	action’.	The	victims	may	also	be	signposted	to	support	and	referral
to	support	services	following	review	from	CMRC,	following	police	contacting	the	victim,	and	during	or
after	any	investigation.

Secondly:	third	party	reporting	via	specific	channels	such	as	True	Vision	or	Stop	Hate	UK.	Thirdly:	via	a
friend/relative/witness/advocate.	This	is	then	processed	via	CMRC	and	actioned	as	explained	before.	The
disadvantage	with	this	a	higher	risk	of	key	information	being	lost	as	it’s	not	directly	from	the	‘victim’	so
further	probing	questions	may	not	be	an	option.
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If	the	user’s	journey	was	to	start	with	the	victim	reporting	a	hate	crime	directly	to	an	officer,	the	process
would	be	picked	up	at	the	investigation	level.

In	the	LGBT+	network	meeting,	it	was	agreed	that	the	best	way	to	evaluate	our	process	and	identify
gaps/shortcomings	would	be	to	have	a	‘Mystery	Shopper’	exercise	testing	the	hate	crime	reporting
system	in	respect	of	a	homophobic	assault	upon	a	non-binary	individual.

It	was	important	to	select	the	right	person	for	this	role,	who	would	treat	the	exercise	with	professional
sensitivity	and	the	outcome	with	a	measure	of	confidentiality.	The	hate-crime	coordinator	at	the	Derby
LGBT+	Centre	was	selected	as	a	good	candidate	and	agreed	to	participate.	In	August	2019	he	placed	a
call	into	the	101	non-emergency	reporting	system,	reporting	the	made-up	assault.	He	followed	a	brief–
not	giving	the	call-handler	too	much	information,	to	facilitate	more	probing	questions–	this	would	test:
use	of	language;	measure	of	engagement;	attitude	and	empathy	levels	from	the	call-taker;	how	far	the
call-taker	would	go	to	obtain	the	necessary	information;	whether	correct	procedures	and	policy	were
followed;	whether	the	option	of	Victim	Services	was	explained.	The	call-taker	obtained	details	from	the
coordinator	and	booked	on	a	homophobic	hate	crime,	also	explaining	options	for	Victim	Services.	Crime
Management	Unit	was	then	contacted	by	a	Network	member	to	inform	the	manager	that	the	call	had
been	placed,	and	the	crime	report	would	need	to	be	cancelled	on	the	system.

Describe	the	outcome	and	impact.	Please	include	specific
dates	or	time	periods.

The	‘victim’	scored	the	‘mystery	shopper’	test/experience	as	7/10	and	was	able	to	feedback	that	he	felt
listened	to	and	understood	and	that	the	call-taker	was	‘thorough’	in	his	line	of	questioning.	However,	he
identified	a	number	of	fundamental	flaws.

When	asked	whether	he	would	define	his	gender	as	male	the	victim	said	‘no’	then	asked	how	he	would
define	it	the	victim	identified	himself	as	non-binary,	resulting	in	a	pause	in	the	conversation	and	then	the
call-taker	moved	along.	Whilst	this	in	itself	is	not	necessarily	perceived	as	a	negative	indicator,	it	did	not
install	confidence	within	the	victim.

The	victim	identified	that	he	may	know	the	offender	that	had	assaulted	him	through	a	local	school.	He
was	tasked	to	make	his	own	enquiries	and	if	positive	asked	to	ring	back,	which	goes	against	our	hate
crime	policy.
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The	victim	was	informed	that	his	crime	report	would	now	be	filed	pending	any	positive	information
coming	to	light,	when	protocol	for	a	hate	crime	is	that	it	will	always	be	allocated	to	an	officer	for
investigation	and	reviewed	by	an	officer	of	the	rank	of	inspector.

As	a	result	of	this	some	of	the	areas	for	improvement,	a	meeting	was	held	by	our	LGBT+	strategic	lead
on	12	August	2019,	and	heads	of	department	attended.	Specific	constructive	feedback	was	directed	at
the	call-taker,	as	well	as	generalised	training	to	operators	within	the	department.	Problem-solving	has
started	to	take	place	in	respect	of	both	internal	and	external	police	IT	systems,	incorporating	the
requirement	for	drop-down	gender	options	for	male,	female,	transgender,	non-binary,	other	and	prefer
not	to	say.	At	present	IT	systems	are	limiting	when	it	comes	to	highlighting	gender	options,	Niche	being
an	example,	giving	options	only	for	male,	female,	other	and	indeterminate.

Other	outcomes/impacts:
• need	to	establish	whether	any	further	steps	are	required	in	relation	to	reminders,	training	etc.	relation
to	Hate	Crime	field	being	ticked	and	occurrence	being	able	to	be	marked	as	‘no	further	action’.
• Our	crime	recording	system	has	limited	gender	options.	There	is	now	an	action	to	explore	national
position	regards	inclusion	of	more	appropriate	options	in	support	of	LGBT+	and	gender	diversity.
• Inability	to	properly	identify	gender	in	Niche	means	that	victim	care	unit	staffs	often	have	to	guess
gender	when	they	make	contact	with	a	victim	recorded	as	unknown	identity.	There’s	now	an	action	in	the
absence	of	any	national	change	to	identify	options	for	‘workarounds’	in	local	domains.
• There	is	a	level	of	uncertainty	as	to	how	Victim	Care	and	Remedi	address	victims	in	the	letters	they
send	out	e.g.	Sir,	Madam	etc.	There’s	an	action	to	establish	whether	letter	content	for	persons	where
gender	is	not	clear	is	appropriate.



133	/	145

9A.2	Does	the	organisation	collect	LGBT	monitoring
information	for	service	users	to	allow	for	the	following
analysis?	Tick	all	that	apply.

Tick	all	that	apply

GUIDANCE:	You	should	demonstrate	how	you	collect	the	data	and	how	it	is
analysed.

Responses	Selected:

A. Assess	whether	LGBT	people	are	accessing	your	services

B. Assess	the	satisfaction	of	your	LGBT	service	users	in	comparison	to	other	groups

Describe	the	options	selected:

A. Assess	whether	LGBT	people	are	accessing	your
services:

(No	response)

B. Assess	the	satisfaction	of	your	LGBT	service
users	in	comparison	to	other	groups:

(No	response)

Upload	analysis	reports	for	option	A:

please	be	aware	only	one	file	is	allowed	per	answer

9A.2	Report

Filename:	9A.2	Report	Size:	74.5	kB

Upload	analysis	reports	for	option	B:

please	be	aware	only	one	file	is	allowed	per	answer

9A.2	Report

Filename:	9A.2	Report	Size:	74.5	kB

https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627488/133641125-K3TydBnOsG/9A.2%20Report.pdf
https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627488/133641125-SepQ8PMrob/9A.2%20Report.pdf
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Clients,	Customers	and	Service	Users:	PS	SU	P2

9A.3	Has	the	organisation	consulted	with	LGBT	service
users	in	the	past	3	years	to	tailor	the	services	to	their
needs?

GUIDANCE:	The	consultation	should	have	involved	all	LGBT	identities.

Yes

Complete	the	following.	Please	include	specific	dates	or
time	periods.

A. Describe	the	consultation	process: Another	objective	for	our	LGBT+	support	network 
this	year	was	to	consult	with	LGBT+	services	users 
to	see	how	we	can	improve	our	services	to	meet 
their	needs.	To	start	this	process,	our	LGBT+ 
support	network	co-chair	contacted	the	co-
ordinator	at	the	Derbyshire	LGBT+	Centre	(based 
in	Derby	and	held	an	initial	scoping	meeting.	It 
was	agreed	that	further	consultation	would	be 
appropriate	if	we	were	going	to	make	real	positive 
changes.

A	meeting	was	arranged	between	our	network	co-
chair,	vice	chair,	equality	rep	and	Service 
Improvement	manager.	The	group	held	a 
discussion	around	that	fact	that	reports	of	hate 
crime	against	LGBT+	individuals	in	Derbyshire 
have	risen	significantly	in	the	last	few	years,	e.g. 
41	reports	of	hate	crime	in	2013	rising	to	83	in 
2017,	with	only	15%	of	these	resulting	in	a	person 
being	charged

... ,	hate	crime	advocate	for Derbyshire	LGBT+	
attended	the	meeting.	His	view was	that	
many	people	deal	with	homophobic	abuse	and 
hate	speech	"on	a	daily	basis"	and	that	figures
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highlighted	an	increase	in	LGBT+	people	speaking 
out.	He	mentioned	that	the	LGBT+	centre	was 
working	closely	with	police	but	a	large	amount	of 
time	is	needed	to	try	to	help	encourage	people	to 
speak	up	and	not	to	just	“take	it”.

...	suggested	more	needs	to	be	done	to	help 
people,	businesses	and	organisations	to 
understand	that	hate	crime	and	hate	incidences 
need	to	be	addressed	and	stated	that	he	actively 
encourages	reporting,	telling	victims	that	this 
allows	the	police	to	understand	where	more 
resources	are	needed	in	order	to	stamp	it	out.

Our	network	co-chair	then	explained	the	number	of 
processes	currently	in	place,	e.g.	senior	manager 
reviewing	every	new	hate	crime	report	on	a	daily 
basis	to	ensure	investigations	are	being	conducted 
thoroughly.	A	police	inspector	reviews	all	hate 
crimes	before	they	are	finalised	ensuring 
reasonable	opportunities	to	detect	a	crime	have 
not	been	missed.	Information	about	Remedi
(Derbyshire	Victims	Services	is	offered	to	help 
victims	come	to	terms	with	what’s	happened	to 
them.

The	pervious	commissioned	third-party	reporting 
facility	we	have	used	for	a	number	of	years	(Stop 
Hate	UK	had	not	been	utilised	as	much	in	the	last 
few	years.	This	again	suggests	that	like	most	crime 
types,	it	is	suspected	that	many	hate	crime 
offences	will	go	unreported.	It’s	therefore	difficult 
to	say	a	rise	in	recorded	crime	is	due	to	an 
increase	in	offences	being	committed	when	it	could 
possibly	be	due	to	victims	having	greater 
confidence	in	reporting	crimes	to	us.	If	down	to 
increased	confidence	to	report,	the	rise	in	recorded 
numbers	is	encouraging	to	see,	indicating	victims 
feel	we	will	take	reports	seriously	and	do	our	best 
to	achieve	the	right	outcome	for	them.

...	mentioned	that	Derbyshire	Police	and	Crime 
Commissioner	has	commissioned	their	[Derbyshire 
LGBT+]	services	for	research	to	be	undertaken	and 
recommendations	presented	in	relation	to	how	we
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can	increase	the	number	of	reported	incidents	of
hate,	particularly	in	light	of	the	numbers	from	Stop
Hate	UK	dropping.

B. Describe	the	outcome	and	how	services	were
tailored	to	the	needs	of	LGBT	people:

As	a	result	of	the	consultation	process	meeting
there	were	some	clear	conclusions	and
recommendation	being	made.	The	LGBT+	centre
co-ordinator	confirmed	that	a	number	of
community	members	approach	him	whilst	visiting
the	drop-in	facility	and	inform	him	that	an	LGBT+
specific	hate	crime	had	been	committed.	These
crimes	frequently	go	unreported	due	to	a	lack	of
faith	in	the	police.	It	was	agreed	that	a	police
officer	from	the	LGBT+	support	network	(who	is
also	part	of	the	LGBT+	community)	would	act	as	a
visible	‘interface’	between	the	victims	of	LGBT+
hate	crime	who	were	too	frightened	to	come
forwards,	and	provide	a	one-to-one	to	support	and
increase	trust	and	confidence.	Practically	this
means	that	officers	now	show	more	of	a	visible
presence	at	the	centre	(both	centres,	at	Derby	and
Chesterfield)	and	victims	are	referred	directly
through	to	a	point	of	contact	that	was	able	to
provide	an	enhanced	level	of	service.

Another	victim	recently	elected	to	communicate
via	email	throughout	the	process,	which	enabled
details	for	a	homophobic	public	order	hate	crime	to
be	recorded	involving	a	neighbour.	This	matter	was
dealt	with	swiftly	according	to	the	needs	of	the
victim,	when	otherwise	it	would	have	gone
unreported.	This	is	a	direct	result	of	the
consultation	and	now	the	centre	co-ordinator	is
able	to	explain	that	this	could	also	be	an	option	for
other	who	may	be	reluctant/embarrassed	to
discuss	the	matter	‘face-to-face’	with	a	police
officer.

The	outcome	of	these	proactive	and	supportive
actions	have	resulted	in	the	victim	experiencing	an
increased	sense	of	trust	and	confidence	in	the
police,	because	she	was	actively	listened	to,
therefore	feeling	like	she	had	a	voice	and	was
understood.	She	fed	back	that	this	was	the	case,
which	prompted	her	to	open	up	further	about	other
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historical	incidents	that	had	taken	place	with	the
same	neighbour,	which	had	not	been	reported.
This	resulted	in	the	alleged	offender	being	dealt
with	swiftly,	providing	an	efficient	level	of	service
for	the	victim,	in	line	with	force	organisational
priorities,	and	also	crucially	in	line	with	the	victim’s
wishes.	On	this	occasion	she	simply	wanted	words
of	advice,	which	were	given	with	the	assistance	of
a	partner	agency	(the	local	housing	association)
who	owned	the	supported	living	complex.	This
process	also	enabled	Victim	Services	to	link	in	with
the	victim	at	the	earliest	opportunity,	further
increasing	trust	and	confidence	in	both	the	police
and	partnership	systems.

Both	the	centre	co-ordinator	and	the	victim	spoke
with	other	service	users	and	shared	the	positive
process	and	outcome,	which	has	prompted	further
calls	for	personal	contact	from	other	victims	of
LGBT+	hate	crime.	Internally,	this	provides	a
means	to	accurately	capture	crime	data,	to	see
real-time	crime	trends	and	patterns,	and	identify
means	to	proactively	engage	communities	and
minimise	risk	to	vulnerable	members	of	the	public
falling	within	this	hate	crime	strand.
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9A.4	What	percentage	of	frontline	employees	have	been
trained	on	reducing	bias	and	discrimination	towards	LGBT
service	users?

Select	the	completion	rate	for	the	training

GUIDANCE:	The	training	should	reach	as	many	frontline	employees	as	possible.
Training	content	should	explicitly	mention	examples	of	discrimination	and	bias
towards	LGBT	service	users.	Content	should	also	include	the	steps	frontline
employees	can	take	in	eliminating	this	discrimination	and	bias.	Examples	of
content	you	could	upload	are	case	studies,	e-learning	screenshots	or	powerpoint
presentations.

A. 76	-	100	per	cent

Describe	how	you	estimate	completion	rates:

Completion	rates	are	held	by	our	HR	Department

Describe	the	format	of	the	training	and	the	content	you
have	uploaded:

The	reduction	of	bias	and	discrimination	is	threaded	throughout	all	training	programmes.	The	Equality
Action	Plan	includes	the	dip	sampling	and	observation	of	training	programmes	by	the	Equality	Unit	to
ensure	unconscious	bias	and	discrimination	is	considered.

Upload	training	content:

please	be	aware	only	one	file	is	allowed	per	answer

Filename:	Size:	0	Bytes
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Upload	training	content:

please	be	aware	only	one	file	is	allowed	per	answer

Filename:	Size:	0	Bytes

9A.5	In	the	past	year,	has	the	organisation	communicated
or	promoted	its	services	as	being	explicitly	LGBT	inclusive?

GUIDANCE:	The	communication	can	be	digital	or	physical.

Yes

Describe	the	reach	of	the	communication.	Please	include
specific	dates	or	time	periods.

The	communication	is	posted	on	Derbyshire	Constabulary	website	and	is	accessible	to	all	members	of
the	public.	It	provides	details	of	the	Forces	commitment	to	equality,	diversity	and	inclusion,	in	regards	to
all	protected	characteristics,	including	LGBT+.	It	also	includes	details	of	the	support	networks	within	the
organisation,	with	details	of	the	LGBT+	support	network,	further	reflecting	the	inclusive	nature	of	the
organisation.

There	has	also	been	the	partnership	work	to	support	and	promote	the	'Step	Up	Beat	Hate'	campaign	to
increase	the	reporting	of	hate	crime.

Upload	an	example	communication:

please	be	aware	only	one	file	is	allowed	per	answer

9A.5

Filename:	9A.5	Size:	617.7	kB

Section	10:	Additional	Work
Completed	-	16	Mar	2020

https://stonewallsubmit.smapply.org/media/assets2/smapply/survey-uploads/627488/133641125-b4ZxpSRDd1/9A.5.pdf
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Workplace	Equality	Index	Application

Section	10

Section	10:	Additional	work
This	section	is	your	opportunity	to	tell	us	about	any	additional	work	the	organisation	has	carried	out	over
the	past	year.	This	section	is	worth	1%	of	your	total	score.

10.1	Has	the	organisation	done	any	further	work	in	the
past	year	to	improve	the	working	environment	for	LGBT
staff?

GUIDANCE:	The	activity	detailed	here	should	not	have	been	mentioned
anywhere	else	in	the	submission.	The	activity	should	relate	to	the	UK,	rather	than
global	operations;	please	see	the	Global	Equality	Index	to	showcase	global	work.

Yes

Describe	the	activity	and	impact.	Please	include	specific
dates	or	time	periods.

Applicants	are	able	to	describe	their	title	as	Mx,	but	the	gender	identity	question	only	enables	(at	this
stage)	either	Male	or	Female	or	Prefer	not	to	say.	This	can	be	considered	for	amendment,	though	may
require	negotiation	with	our	IT	system	supplier	to	incorporate	alternative	descriptors.	Passcards	do	not
include	gender	identity,	but	include	just	name	(no	title)	and	job	title	–	there	is	nothing	to	identify	the
gender	of	the	card	holder.

Staff	Feedback	Survey

Has	your	organisation	circulated	the	Staff
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Has	your	organisation	circulated	the	Staff
Feedback	Survey?

The	Staff	Feedback	Survey	is	worth	10%	of	points	in	the	Workplace	Equality
Index.

The	survey	can	be	found	at	www.stonewall.org.uk/index-survey-2020
and	closes	on	Friday	1	November.

Your	colleagues	will	need	your	organisation’s	4-digit	code	in	order	to	access
the	survey.	If	you	do	not	have	this	code,	contact
memberships@stonewall.org.uk.	

Optional	Awards

Individual	awards
The	following	awards	will	be	given	to	outstanding	individuals,	network
groups	and	organisations	who	have	contributed	significantly	to	LGBT
equality,	both	within	their	workplace	and	the	wider	community.	

The	nominations	are	longlisted	by	the	Membership	Programmes	team	and
then	shortlisted	and	awarded	by	an	internal	Stonewall	panel.

Award	winners	are	profiled	in	Stonewall’s	Top	100	Employers	publication.

You	can	still	be	named	as	an	award	winner	if	your	organisation	does	not
reach	the	Top	100	list.

For	individual	awards,	please	ensure	you	have	the	person’s	permission	to
share	their	details	before	completing	and	submitting	the	nominations.

http://www.stonewall.org.uk/index-survey-2020
mailto:xxxxxxxxxxx@xxxxxxxxx.xxx.xx
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Role	Models	of	the	Year

If	you	would	like	to	nominate	an	individual(s)	for	one	or	more
of	the	role	model	awards,	please	select	from	the	below	options
and	tell	us	about	the	great	work	they’ve	done	over	the	past
year.

Guidance:	You	should	tell	us	how	the	individuals	have	contributed
significantly	to	LGBT	equality	in	both	your	workplace	and	the	wider
community.

Please	note	that	we	use	the	below	terms	as	umbrella	terms	for
many	different	identities	(See	the	Stonewall	glossary).

You	should	ensure	the	nominated	individual	is	comfortable	being
identified	with	the	specific	term	selected.	For	example,	if	someone
is	pansexual,	making	sure	they're	comfortable	receiving	the	award
and	being	profiled	as	Bi	Role	Model	of	the	Year.

We	will	work	with	them	to	explore	their	identity	fully	within	their
profile	in	the	Top	100	Employers	publication.

No	Responses	Selected

Ally	of	the	Year

http://www.stonewall.org.uk/help-advice/glossary-terms
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Ally	of	the	Year

If	you	would	like	to	nominate	an	individual	for	the	ally	award,
please	tell	us	about	the	great	work	they’ve	done	over	the	past
year.

Guidance:	You	should	tell	us	how	the	individual	has	contributed
significantly	to	LGBT	equality	in	both	your	workplace	and	the	wider
community.

Please	note	this	category	can	also	include	allies	within	the	LGBT
community.	For	example,	a	lesbian	women	who	has	shown	fantastic
allyship	to	the	trans	community.

(No	response)

Senior	Champion	of	the	Year

If	you	would	like	to	nominate	an	individual	for	the	senior
champion	award,	please	tell	us	about	the	great	work	they’ve
done	over	the	past	year.

Guidance:	You	should	tell	us	how	the	individual	has	contributed
significantly	to	LGBT	equality	in	both	your	workplace	and	the	wider
community.

Please	note	the	senior	champion	does	not	need	to	identify	as	LGBT.

(No	response)

Employee	Network	Group	of	the	Year
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Employee	Network	Group	of	the	Year

If	you	would	like	to	nominate	your	organisation's	network
group,	please	tell	us	about	the	great	work	it's	carried	out	over
the	past	year.

Guidance:	You	should	tell	us	how	the	network	group	has	contributed
significantly	to	LGBT	equality	in	both	your	workplace	and	the	wider
community.

Please	note	you	may	reference	work	which	has	already	been
documented	in	the	LGBT	Employee	Network	Group	section.

(No	response)

Bi-Inclusive	Workplace	of	the	Year

If	you	would	like	to	nominate	your	workplace	for	the	Bi-
Inclusive	Workplace	of	the	Year	award,	please	tell	us	about	the
great	work	you’ve	done	over	the	past	year.

Guidance:	This	is	an	opportunity	to	demonstrate	that	your	organisation	is
leading	the	way	as	a	bi-inclusive	workplace.

Please	note	you	may	reference	work	which	has	already	been
documented.

(No	response)

Logo
Completed	-	16	Mar	2020

Logo

Filename:	Force_Crest.png	Size:	122.2	kB

https://m1.fluidreview.com/media/assets2/smapply/reviewroom/16832/file_attachments/Force_Crest.png
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1. INTRODUCTION

Congratulations on your news. This handbook has been prepared as an easy source of 
reference throughout the pregnancy, maternity leave and return to work. 

Whilst there will always be questions that are not covered, it is hoped that the most common 
queries are answered and that you will find the booklet useful and informative. It sets out the 
key things that must be done by law such as paid time off for ante-natal appointments, 
maternity leave and pay and the right not to be treated unfairly because of pregnancy, child 
birth or maternity leave. Employment law also protects the organisation, for example making 
sure that the force has time to plan for your maternity leave. 

This handbook should be read in conjunction with the relevant force policies and procedures 
such as Work-life balance, flexible working, shared parental leave. These can be found on the 
intranet on the Policy and Procedure page. 

If there is anything which puzzles you in relation to your entitlements or concerns at work, or if 
you need further explanation, please don’t hesitate to contact the relevant HR Officer in the 
first instance, who will be able to assist or be able to forward you to the best source of 
information. 

Enjoy! 

2. FINDING OUT YOU’RE PREGNANT

The signs of pregnancy 

The earliest and most reliable sign of pregnancy for the majority of women is a missed period. 

Other signs can include feeling sick, needing to pass water more often, feeling tired or ‘going 
off’ certain things like tea or coffee for example. 

Some women don’t even need these signs. They just ‘know’ that they are pregnant. 

You may feel very happy or excited when you discover that you are pregnant, but you shouldn’t 
worry if you don’t. 

Even if you have been looking forward to pregnancy, it is not unusual for your feelings to take 
you by surprise. 

You may want to share the news with family and friends immediately or wait a while until you’ve 
sorted out how you feel. 

I’ve got some news... 

When a pregnancy at work is announced, supportive line managers and colleagues are often 
delighted, however continued support and understanding for the duration of the pregnancy is 
also welcomed and appreciated. 

Many women decide to wait until they have passed the 12-week milestone and the pregnancy 
is established before making it public. 

Unfortunately, the first 3 months when the news often wants to be kept private can be the 
same months when women feel sick and tired and would welcome some help and support. 
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Once the pregnancy is announced, roles and workloads can be adjusted, especially if the role 
involves standing, lifting, carrying or is considered to be a front line operational role. 

3. SUMMARY OF PREGNANCY

Early pregnancy (months 1-3) 

By week 3 of pregnancy, dozens of cells of different shapes and sizes form a cluster. By week 
6 it is roughly the size of a grain of rice and the heart has started to beat. By week 8 it’s the 
size of a peanut and tiny limbs and muscles develop. A week later eyes and ears have formed 
and fingers and toes are almost separated. By week 10 the embryo is about as long as the top 
joint of your little finger and all the main body parts including bones are formed. At week 14 of 
pregnancy the finishing touches such as eyelids and fingernails have already been added and 
everything is beginning to function. 

Although there is little to show and the outside world may be unaware of the pregnancy, 
enormous physical and emotional changes are taking place. It can take time to adjust to having 
a baby and the demands that pregnancy makes on the body and can sap energy and cause 
exhaustion. Hormone activity may cause symptoms that are distressing and feelings may 
swing from joy and excitement to self-doubt or despair. This is quite common. 

Mid pregnancy (months 4-6) 

By week 16 the baby is as long as your hand and as heavy as an apple. It floats in a teacupful 
of amniotic fluid. The eyes, ears and nose are well formed and fingernails and genitals can 
now be identified. At the end of the 5th month the baby measures about 30cm and weighs 450g 
(1lb). All the body systems are beginning to work. 

By week 16 the exhaustion, sickness and see-saw emotions you may have been experiencing 
usually settle down. A first pregnancy often barely shows for 5 of 6 months. The next few 
weeks it is quite common to have moments of self-doubt often between periods of utter 
confidence and almost euphoria. 

Late pregnancy (months 7-9) 

At 28 weeks the average baby measures about 35cm and weighs nearly 1kg (2lb) and now 
each week grows roughly 1cm and puts on 225g (1/2lb) before birth. 

Most women slow down a little, but if you’re fit and experience no complications, late 
pregnancy can be very enjoyable. You may feel at your happiest and most relaxed. A large 
bump usually elicits well-intentioned support and kindliness from other people. 

Many women have mixed feelings about giving up work. Some count the days until they leave 
work, while others dread the loss of income, stimulus and companionship. Every change in life 
has its good and bad aspects. You will be able to rest more, but you may find that time passes 
slowly without work and you may become bored. 
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4. YOU’RE PREGNANT, WHAT HAPPENS NEXT?

What do you need to do? 

By no later than the 15th week, known as the qualifying week, before your baby is due (around 
25 weeks pregnant) you have to advise your line manager that you are pregnant, when your 
baby is due and when you wish your maternity leave to begin. You can change your mind 
about the date you start your maternity leave, but you must give 28 days’ written notice of the 
change to your line manager. A Risk Assessment should be organised by your line manager 
(discussed later). Formal letters and useful information will be issued by the Shared HR 
Service Centre. A midwife will complete a ‘MAT B1’ form (a NHS form that states the likely 
date of birth) approximately 14 weeks before the baby is due. This should be forwarded to the 
Shared HR Service Centre. 

Birthing parents to be are entitled to take reasonable time off with pay during duty time to 
receive ante- natal care. This includes appointments with the doctor, hospital or clinic, as well 
as relaxation and parent craft classes if it is medically advised. Wherever possible, 
appointments should be made at the start or end of the working day. As much notice should 
be given as possible of appointments and an appointment card should be provided if 
necessary. 

Maternity Leave Entitlement 

All employees are entitled to a maximum period of maternity leave of 15 months, which can 
be taken in one or more periods. The period in which maternity leave can be taken starts six 
months before the expected week of childbirth and ends no later than 12 months afterwards. 
The ability to take maternity leave in more than one period allows the employee to: 

• return to work for e.g. a court appearance or training course, and then resume
maternity leave.

• take annual leave during a break in maternity leave; otherwise any accrued  or
unused annual leave should be carried over to the next leave year.

Maternity Pay 

Employees who have at least 26 weeks service by the end of the 15th week before the 
expected date of birth are entitled to Statutory Maternity Pay (SMP) for 39 weeks. Occupational 
maternity pay is offset against SMP/MA. 

Payments for employees who have completed 1 year’s continuous service at the 11th week 
before the EWC shall be 18 weeks at full pay. Employees can elect, with the agreement of 
the employer, to extend their final five week’s maternity pay to 10 weeks at half pay. 

Maternity Support entitlements 

If the birthing parent’s partner is a police staff employee within the force, the partner is entitled 
to leave under the Family Leave Scheme. Partners are entitled to time off with pay up to a 
maximum of five half days for the specific purpose of ante-natal appointments. 

Time off with full pay up to a maximum of 2 working weeks may be taken following the birth or 
adoption of their child. The payment will incorporate an element of Statutory Paternity Pay. 
The time off can only be taken in a single continuous period and cannot be taken as odd days. 
Employees will need to take their leave within 56 days of the birth or adoption of the child. 
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Police staff who are nominated by the birthing parent to assist in the care of the child and 
provide support to the birthing parent at or around the time of the birth are entitled to 5 days 
leave with full pay. 

If the birthing parent’s partner is a police officer, they are entitled to 2 weeks paternity leave, 
which includes the first week on full-pay, the second on Statutory Paternity Pay. Police 
Regulations do not allow for paid time-off for ante-natal appointments. However from 1 October 
2014 an expectant birthing parent or the partner of a pregnant individual will be entitled to take 
unpaid time-off to accompany the birthing parent to 2 of their ante-natal appointments. The 
time off is capped at six and half hours for each appointment. 
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Pay and Leave Entitlements 

Eligibility – Service Entitlement 

Police Staff with 1 year’s continuous 
service at the 11th week before the EWC 

• 18 weeks at full Pay

• or 13 weeks at full pay, followed by
10 weeks at half pay

• 21 weeks paid at the standard rate
of SMP or 90% of average weekly
earnings, which ever is the lesser.

Police Staff with over 26 weeks’ continuous 
service, but less than 1 years continuous 
service at the 15th week before the EWC 

• 6 weeks at 90% of average weekly
earnings, and

• 33 weeks paid at the standard rate
of SMP or 90% of average weekly
earnings, which ever is the lesser.

Police Staff with less than 26 weeks 
continuous service at the 15th week before 
the EWC 

• May qualify for Maternity
Allowance of up to 39 weeks at the
standard rate of SMP. Maternity
Allowance is payable by
completing form SMP1.
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Flow-chart: During Pregnancy 

Do you wish to change the date when you 
will commence your maternity leave: 

No 

Yes 

*please see glossary of terms for full definitions at back of document.

Go to ‘During Maternity Leave’ flow 
chart 

SHRSC to confirm in writing to the individual their 
new maternity details based on the amended 
start date within 28 days of notification. 

I am a pregnant member of police staff 

To ensure appropriate safeguards are in place, inform your line manager of your pregnancy and notify 
SHRSC by e-mail no later than the end of your Qualifying Week, or if this is not possible, as soon as 

is reasonably practicable. 

SHRSC sends acknowledgement e-mail with links to maternity information and forms to be completed 
to pregnant police staff 

Line Manager to complete Risk Assessment and forward copy to SHRSC 

Individual to complete Form GF-004 following authorisation level, detailing the date of commencement 
of and intended length of maternity leave and if the 18 weeks full pay is to be paid whilst on maternity 

leave or not. The SHRSC will require a copy of the ‘MAT B1’ Form. 

HR to confirm in writing maternity start date and maternity end date, together with entitlements to 
maternity leave and pay. If individual is not eligible for SMP the SHRSC will refer individual to HMRC 

Maternity Allowance form SMP1 via Payroll 

Individual allowed paid time off to attend ante-natal appointments as necessary. Line Manager to 
take the opportunity following appointment to conduct Risk Assessment and in any case at suitable 

regular intervals 

You must notify your line manager and SHRSC of a 
request to change the start date of your maternity 
leave at least 28 days before the maternity leave was 
due to start (if it is not reasonably practicable to do 
this, then the variation should be notified as soon as 
possible). 
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5. PREGNANCY AND HEALTH & SAFETY

Introduction 

Your body has a great deal to do during pregnancy. Sometimes the changes taking place will 
cause irritation or discomfort and on occasions they may seem quite alarming. There is rarely 
any need for alarm but you should mention anything that is worrying you to your midwife or 
GP. 

Pregnancy should not be equated to ill-health, it is part of everyday life and its health and 
safety implications can be adequately addressed by normal health and safety management 
procedures. During the 9 months of pregnancy many changes take place within the body, but 
these are interlinked and generally build up slowly and smoothly so as to cause the least 
possible disturbance to the body. 

The heart beats faster and pumps more blood around the body to deliver increased amounts 
of oxygen, mainly to the developing baby and breathing is deeper to take in the extra oxygen. 
There are many changes in the number of hormones circulating in the body, one which, in 
early pregnancy, relaxes the muscles of the bladder leading to an increase in the production 
of urine and more frequent trips to the loo! As the baby grows in later pregnancy and presses 
on the bladder, the same problem occurs. 

Risk Assessments 

The Management of Health and Safety at Work Regulations 1999 include regulations that 
protect the health and safety of new and expectant birthing parents who work and require that 
a risk assessment be carried out to take particular account of risks to new and expectant 
birthing parents, within the work activity. 

As soon as you know you are pregnant, you should inform your line manager. It is the line 
manager’s responsibility to identify and manage the risks and implement the control measures 
identified on the risk assessment. 

Only the line manager has the relevant knowledge, practical and theoretical experience of the 
task, the working location and environment. 

If the assessment reveals a risk to safety of health of a new or expectant birthing parent, steps 
will be taken to reduce that risk to protect their safety or health and that of their child. Line 
managers will ensure this is carried out and will involve your respective HR Officer, if deemed 
necessary. 

In addition to these assessments, further action may be required with regard to night work if 
applicable. If the pregnant employee’s GP or midwife believes that night work is unsuitable for 
the individual, the Force should provide alternative work arrangements. 

Pregnancy and health and safety at work 

Most women are treated by their local Midwife and if necessary their GP. Taking advantage of 
the excellent ante-natal care that is offered is one of the most important elements of pregnancy. 
Any pending problems can be diagnosed early; advice and practical guidance are available on 
all aspects of pregnancy and care of the baby; and also difficulties can be discussed and 
anxieties can be relieved. Time off with pay is available to attend ante-natal clinics and this 
facility should be used for the benefit of both birthing parent and unborn child. 

Should any particular medical issues arise relating to your job role and the workplace, these 
can be discussed with the occupational health specialists and support is required during and 
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after the pregnancy, both internal and external welfare and counselling facilities are available. 

A request for a transfer to a different area of work may be made to your Head of 
Department/Divisional Commander at any time during your pregnancy if you have concerns 
regarding your work. On receiving the request, redeployment will, if possible, be arranged for 
the duration of your pregnancy. Such a transfer will be on your existing grade, salary and 
conditions of employment. However, to accommodate this request it may be necessary to 
move to another section or department. Please contact HR Policy & Pay for any matters 
relating to this, or indeed any advice on maternity matters. 

Common minor problems 

Inevitably, pregnancy is often associated with common minor problems, such as, backache; 
constipation; cramp; faintness; feeling hot; headaches; indigestion and heartburn; itching; 
nausea and morning sickness; nose bleeds; passing water often; piles; skin and hair changes, 
sleeplessness, stretch marks, swollen ankles, feet and fingers; teeth and gums and varicose 
veins. All of which are considered a normal aspect of pregnancy. 

Medication 

Some women take medication for all sorts of general health problems and their use is usually 
monitored during ante-natal care. In general it is advised that no other drugs or medicines be 
taken during pregnancy, even the more routine ones like paracetamol or aspirin, without 
medical advice. The most common complaint for which medicine is taken is a headache and 
most headaches are caused by stress/tension. Relaxing for half an hour or massaging the 
temples can often have as beneficial an effect as painkillers. 

Diet 

A healthy diet is an important part of a healthy lifestyle at any time, but particularly if you are 
pregnant. Eating healthily during pregnancy will help your baby develop and grow and will help 
keep you fit and well. A balanced diet is the key with meals spaced out fairly evenly throughout 
the day – morning sickness permitted. 

No lunch and a large evening meal makes the digestive system work harder at the end of the 
day and with little exercise to use these calories, there is greater change of gaining unwanted 
weight. 

Pregnant women are advised to avoid certain foods to be on the safe side, health care 
practitioners will discuss this at length during routine ante-natal appointments. Particular care 
should be taken to cook all meat and poultry thoroughly, wash fruit, vegetables and salads and 
make sure that eggs are thoroughly cooked. 

Exercise 

Exercise is beneficial to muscles, heart and lungs. If there are no complicating factors during 
the pregnancy, most forms of exercise which were undertaken prior to the pregnancy may be 
continued for as long as it is comfortable to do so. Any particular strenuous activity should be 
discussed during your ante-natal visit for individual advice. 

Posture 

This is important in relation to the previous section and also in its own right. Correct lifting 
procedures are especially important in pregnancy – irrespective of the weight of the load. 
Keeping the back straight, knees bent and never turning or twisting to lift a load are essential rules to 

follow. Trying to maintain a good posture when standing or sitting assists back and neck 
muscles and changes of position, i.e. sitting to standing and vice-versa, are preferable to 



12 

either standing or sitting for long periods of time. A chair providing good lumber support is 
useful both at home and at work. At work rather than a change of chair the Health and Safety 
Advisor can obtain support pads should further support be required. It is lovely to sink into the 
depths of a soft armchair, but it does not help sagging muscles! 

Illness or Injury 

It is advised that new and expectant birthing parents ensure that staff around them are aware 
of  their condition in the event of them being taken ill or receiving an injury which requires 
treatment (at hospital), so that they may notify an ambulance crew or paramedic in attendance 
if the person is unable to do so themselves. This is important as some treatments given could 
cause harm to the unborn child. 

Lifting and Handling 

This is another of these areas which overlaps between home and work, and where there are 
no hard and fast rules. How much or how little lifting may be undertaken is very much 
dependant on the individual, this again, is wholly dependent on your state of health and any 
past history of pregnancy difficulties. Generally, heavy lifting should be avoided and you should 
always seek assistance from other members of staff in carrying out such tasks, but most other 
tasks around the home and at work may be carried out unless advised to the contrary by the 
ante-natal clinic or hospital. Obviously, increasing size as the pregnancy progresses will curtail 
activities in a natural way. 

Stress 

This is one aspect which is relevant to both general health and to health at work. A certain 
amount of pressure is normal and without it no-one can perform to their optimum capability. 
But again moderation is essential and situations which produce excessive amounts of tension 
should be avoided. Try to find time in each day just to relax and have time just for yourself. It 
is a good habit to carry on after the pregnancy as well. 

Alcohol 

This is an area where abstinence is preferable, although the risk of problems is far greater 
where the birthing parent drinks heavily. If possible, alcohol should be avoided during 
pregnancy, but consumption should certainly be cut down as far as possible. 

Smoking 

The Force operates a ‘no smoking policy’. Cigarette smoke is a known risk to pregnancy. There 
are very few areas where total abstinence is advised but smoking is one of those. Stopping 
smoking during pregnancy means less morning sickness, fewer complications, a higher 
chance of a healthier pregnancy and baby, a reduced risk of stillbirth and a reduced risk of cot 
death. There is also a higher risk of a baby being born prematurely and underweight if the 
birthing parent smokes. 

Stopping smoking before becoming pregnant is obviously the ideal, but sometimes becoming 
pregnant provides the impetus to stop. Not everyone is able to stop, cut cutting down the intake 
of cigarettes will help. Further advice and information on ‘Stop Smoking’ groups can be 
obtained from the HR Health & Attendance team. 
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Display Screen Equipment (VDUs) 

In the past there has been a great deal of publicity regarding reports of higher levels of 
miscarriage and birth defects amongst some groups of VDU operators. More recent scientific 
studies have since been carried out which, when taken as a whole, do not show any link 
between miscarriages or birth defects and working with VDUs. If individuals are anxious about 
working with VDUs they are advised to discuss these concerns with their line manager or 
contact one of the Health and Safety Advisors. 

Sickness Absence 

If staff work up to the birth, the maternity pay period will commence from the date following the 
date of birth. If staff are absent from work because of a pregnancy related illness on or after 
the start of the 4th week before the baby is due, maternity pay period (SMP) and maternity 
leave will automatically commence. Statutory Sick Pay will not be paid. 

Staff will notify their line manager in writing that they are absent through a pregnancy related 
illness and this will be forwarded to HR Health & Attendance for information. Absence due to 
illness not connected with pregnancy will still attract Statutory Sick Pay/Occupational Sick Pay, 
until either the intended date to commence maternity leave is reported or when the  baby is 
born. 

Whilst on maternity leave, you will not be entitled to payment under the sickness scheme. If 
you are ill at the end of your maternity leave, you may postpone your return by providing a 
medical certificate stating you are incapable of work. The provision within the sickness scheme 
will apply following the period of maternity leave. 

A final point………….. 

Finding some time during the day or in the evening just to relax is important to everyone, but 
especially when pregnant. Relaxation techniques are part of the ante-natal process and they 
can be usefully carried on after the birth of your baby. If you have any concerns regarding 
health and safety within your workplace, you should in the first instance raise the issue with 
your line manager or respective HR Officer. 

6. IF THINGS DON’T GO AS PLANNED

Premature Birth 

In cases of premature birth a period of unpaid leave equal to the number of weeks/days by 
which the baby is born prematurely will be provided at the end of the maternity leave period. 
Where further leave is requested the Unpaid Time Off scheme should be considered. 

Miscarriage or Death of a Baby 

Unfortunately, not all pregnancies end well. For a few, pregnancy ends with a miscarriage or 
with the death of the baby. 

If a pregnancy ends in the first 6 months, it is known as a miscarriage. Miscarriages are quite 
common in the first 3 months of pregnancy. Medical research suggests that 1 in 6 clinically 
recognised pregnancies ends this way. If you bleed or begin to have pains, you should contact 
the person who is giving you antenatal care. You may be told to lie down quietly or go into 
hospital. Sometimes the bleeding stops by itself and the pregnancy carries on quite normally. 
But if a miscarriage is going to happen, there is very little that anyone can do to stop it. 
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A miscarriage can be very difficult to come to terms with. You may feel disappointed, angry, or 
even guilty, wondering what you did wrong. In fact, whatever the cause, it is very rarely 
anyone’s fault. You will almost certainly feel a sense of loss. You need time to grieve over the 
lost baby just as you would over the death of anyone close to you. 

If a baby dies or is stillborn after 24 weeks, the provisions of the Occupational Maternity 
Scheme will apply. Where this applies before 24 weeks, sympathetic consideration should be 
given to the circumstances and where necessary special leave or sick leave may be granted. 

If a pregnancy ends other than by a live birth before the 28th week of pregnancy SMP is not 
payable, there may be an entitlement to SSP. However, if a still birth occurs later than the 28th 
seek SMP will continue to be paid. 

Support 

If your pregnancy ends in this way, then you will need both information and support. Talk to 
the people close to you about how you feel and to your doctor, midwife or health visitor about 
what has happened and why. Sometimes it is easier to talk to someone outside your immediate 
circle. The organisation has a number of people you can talk to, internally and externally. HR 
Health & Attendance will be able to provide you with these contact details. 

There are numerous organisations that can offer information and support to you and your 
partner both locally and nationally. Your health care professional will be able to give you further 
details. 
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During Maternity Leave 

No Yes 

Yes  No     Yes No 

Yes  No 

No 

*Please see glossary of terms for full definitions at back of document

Line manager to maintain contact within agreed levels 

Do you intend to return to work after maternity leave? 

Do you wish to resign? 
Are you considering returning to work on a part 

time basis or on a different work pattern? 

Individual to contact HR Service Centre 
for details about career breaks, parental 

leave, unpaid leave etc. 

Individual to contact line 
manager regarding a request for 

flexible working 

Have you received Occupational Maternity 
Pay during your maternity leave? 

Do you still intend to return to work on 
the last date confirmed by the HR 

Service Centre? 

You must give 8 weeks’ notice of your intended date 
of return. If you do not give this notice, your return to 
work date may be postponed for 8 weeks, although 

this will not be postponed beyond your maternity 
leave entitlement. You may not return in the 2 weeks 

following the birth 

I have commenced my maternity leave 

Individual to notify line manager and HR Service Centre of the actual date on which 
the baby was born as soon as practicable after the birth. 

If you do not return 
to work for at least 1 

month after your 
maternity leave, you 

will have to repay 
any OMP payments 

made. 

Hand in resignation to line 
manager with the appropriate 

notice from the contract of 
employment 

Shared HR Service Centre to 
confirm in writing to the 

individual her new return to 
work date 

Go to ‘Return 
to Work’ flow 

chart 
END 

Line manager to contact individual 8 weeks before return 
to work to discuss issues and any concerns, including 
working hours and training needs in order to ensure 

individual is fully supported on her return to work 
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7. THE ORGANISATION AND YOU DURING YOUR MATERNITY LEAVE

‘Keeping in Touch’ days 

The maternity leave regulations provide that you can attend 10 days’ work during maternity 
leave without bringing maternity leave to an end. Working part of a day will count as one day 
in terms of attendance. You will not lose any SMP for working up to 10 days. Payment at your 
rate per hour for the number of hours worked to a maximum of a full day will be paid (combined 
with SMP, if applicable). 

Should any work be undertaken over the 10 days, you will lose your SMP for any week in 
which you do further work. Please note that work cannot be carried out during the first two 
weeks following the birth of the child. ‘Work’ is defined as any work done under the contract 
of employment and although not exhaustive, may include court appearances, job related 
training and team meetings/team building events. 

The Force is not obliged to offer work and you do not have to accept it. ‘Keeping in Touch’ 
days should be recorded on Force Form GF-003 which is an electronic form and will be 
supplied by the Shared HR Service Centre. 

Line Managers 

It is the responsibility of the current line manager to be in regular contact both during the 
pregnancy and maternity leave period. Such regular contact allows for parties to have the 
opportunity to raise any health/welfare issues. 

During the maternity leave period, the line manager may make reasonable contact with you 
and in the same way that you make contact with your line manager. This contact will give you 
an opportunity to be kept informed of issues such as job vacancies, significant workplace 
developments and training opportunities as well as discussing your return to work. Members 
of staff can apply for and if eligible and successful, accept another post whilst absent on 
maternity leave. Also whilst on maternity leave staff should receive any relevant organisation 
publications. 

Contact between the line manager and member of staff can be made in any way that best 
suits either or both parties. For example, it could be by telephone, text, e-mail, letter, involving 
individuals making a visit to the workplace, or in other ways. Note that such  contact will not 
bring the maternity leave period to an end and does not constitute ‘work’ and would not, 
therefore, count towards the 10 ‘Keeping in Touch’ days. 

Before commencing maternity leave, arrangements should be discussed between the line 
manager and member of staff for staying touch with each other. This might include 
agreements on the way in which contact will happen, how often and who will initiate the 
contact. 
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END 

Yes 

If you do not return to work for at least 1 month after your maternity leave, you will have to 
repay any OMP payments made. 

Have you received 
Occupational Maternity 

Pay? 

Individual to hand in her resignation to her line 
manager with the appropriate notice as stated 

on contract of employment. 

Return to Work 

Yes No 

Yes 

 No 

No 

Yes 

No 

*Please see glossary of terms for full definitions at back of document

Line Manager to hold return to work meeting with individual on first day back at work. 

I am due to return to work after my maternity leave 

You are entitled to return to the same job on the same terms and conditions of employment as if you 
had not been absent. If there is a genuine reason why it is not reasonably practicable to return to 

the same job you will be offered a similar post on terms and conditions which are not less favourable 
than your original post. If a redundancy situation has arisen, you are entitled to be offered a suitable 

alternative vacancy. (see redundancy policy) 

Will you actually return to work on the last confirmed date of return? 

Line manager to arrange review to risk assessment if the return is within 6 months of 
childbirth or if individual is breast feeding. 

END 

END 
Are you unable to return due 

to sickness? 

Individual should follow the normal procedures 
for sickness absence and notify their line 

manager. 

END 
Do you wish to resign? 

Notify your line manager immediately to 
discuss reason and remedies. 
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8. RETURNING TO WORK

Things to note… 

You cannot return to work during the 2 weeks following the birth of the child. If your intention is to 
return to work on the date communicated to you in the last letter from Shared HR Service Centre, 
i.e. the first working day 52 weeks after your maternity leave began, no further notice is required
of your return. However, in order to ensure that you are paid correctly, if you are returning to work,
you should write to your line manager at least 21 days before your return to work, confirming the
actual date of birth of the baby and if you intend taking annual leave, parental leave or unpaid
leave.

If you are not planning to take the full maternity leave entitlement, you should give 8 weeks’ written 
notice to your line manager of the change or return date, who will in turn notify Shared HR Service 
Centre. 

Should you change your mind about the date you intend to return where you have already notified 
an early return date, you will need to give 8 weeks’ written notice before the original early return 
date. Your letter should also include the actual date of birth of the baby as well as if you intend 
taking annual leave, parental leave or unpaid leave. This allows the Force to claim additional SMP 
refunds. 

When you return to work, it is possible that a number of things may have changed. In order to 
ensure that your integration back into the workplace is as smooth as possible you will be offered 
the opportunity to have an agreed mentor for a limited period upon your return. 

Additionally you should have an induction to suit your individual needs, ideally arranged prior to 
your return, and should take into account any new training needs, new computer systems, updates 
on relevant changes in policy/legislation. 

If you are breastfeeding and require facilities to express and store milk, please contact your line 
manager as this will be arranged for you. 

If you decide not to return to work, you must give written notice of at least the amount of notice for 
leaving our job under your contract, to your line manager. You are still entitled to receive SMP or 
Maternity Allowance for up to 39 weeks, even if you are not coming back to work. Your notice 
period can run during your maternity leave. However, if you had more than one years’ service at 
the beginning of the 11th week before the expected week of confinement, you will be required to 
refund the 18 weeks at full pay, including National Insurance Contributions. In addition, any excess 
annual leave may also have to be repaid. 

Flexible Working 

Examples of different types of flexible working… 

• Job sharing – one full-time job divided between 2 or more workers.

• Part-time working – fewer hours than for the standard working week.

• Annual hours – set annual number of hours worked in any one year.

• Compressed or elongated hours – shorter working week of longer days.

• Regularise flexi – extended daily hours with regular days off.

• Staggered hours – normal hours with a number of starting and ending times.

In addition, the force offers flexi-time, parental leave, and unpaid leave. For further information 
please contact HR Policy & Pay. 

If you wish to request flexible working, for example - reduction in hours, job-share, variation to 
working days, this should be discussed with your line manager at the earliest opportunity. 



19 

Request for Flexible Working form E-012-F-001 should be completed. Please note that not all 
posts are suitable for flexible working and each application is considered on an individual basis. 

Flexible working – guidance for managers 

The Flexible Working Regulations state that the statutory right to request flexible working covers 
all employees after 26 weeks' service, rather than only those with caring responsibilities. 

Each application for flexible working should be considered on its own merits. The applicant’s 
request for flexible working should be considered in the light of operational requirements and their 
personal needs. The applicant may not be aware of all the possible options, so managers should 
take the opportunity to establish the applicant’s minimum requirements. 

Please contact HR Policy & Pay if you require any additional information on this matter. 

Shared Parental Leave 

SPL enables eligible parents to choose how to share the care of their child during the first year of 
birth or adoption. Its purpose is to give parents as much flexibility as possible in considering how 
best to care for their child. This scheme attracts a statutory payment for both parents. On 
commencing SPL maternity leave and pay will cease. Please see the Family Leave policy for more 
information. 

Childcare Vouchers 

Derbyshire Constabulary, in conjunction with RG Childcare operates a system whereby part of 
your salary can be exchanged for childcare vouchers. These vouchers are exempt from National 
Insurance Contributions and tax. They represent a saving for staff who use them to purchase 
childcare. Childcare vouchers are a recognised method of paying for registered childcare. They 
are not just for children of pre-school age. You can use them to pay for registered childcare for 
children aged up to 16. 

Childcare vouchers may affect SMP, and you will need to check this for yourself. SMP is calculated 
on your salary on which National Insurance is payable, so there may be a reduction in SMP when 
taking childcare vouchers via salary sacrifice. Although SMP may be  reduced, current legislation 
means that you are entitled to receive all non-cash benefits (including childcare vouchers) 
throughout the full period of Statutory Maternity Leave. A sacrifice cannot be made if it will take 
you below SMP, so this is an ongoing benefit to you at no additional cost. You will need to weigh 
up the option that suits your circumstances, for example, leaving the programme by week 17 of 
the pregnancy to avoid the reduction of SMP compared to staying on the programme and 
benefitting from ongoing childcare vouchers at no cost to you. There is currently no impact on 
SPP, as long as your pay remains above the Lower Earnings Limit for National Insurance. 

For more information you may also wish to visit: https://www.gov.uk/childcare-vouchers-better- 
off-calculator. 

http://www.gov.uk/childcare-vouchers-better-
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9. FREQUENTLY ASKED QUESTIONS

Q. Will my maternity pay be taxed?

A. Income Tax and National Insurance Contributions will be deducted from your maternity pay as
appropriate.

Q. Does my maternity leave count towards my pension?

A. If you contribute to the Local Government Pension Scheme you must continue to pay your
normal contribution while you receive maternity pay. Whilst in your unpaid period of maternity
leave, no pension contributions will be taken. Pension can only be accrued if this is brought back
for the unpaid period, otherwise a break in pensionable service will occur. A quote can be obtained
through the Pensions Section at Derbyshire County Council (tel: 01629 580000). Any period of
non-payment will not count as reckonable service for Superannuation purposes. Any period of
payment will be classed as reckonable service.

If you contribute to the State Earnings Related Pension Scheme the appropriate National 
Insurance Contributions will automatically be deducted from your maternity pay. However, there 
is no facility to contribute during periods of unpaid leave and this period will not count for pension 
purposes. If you contribute to a personal pension you should discuss this with your pension 
provider. 

Should there be further queries relating to pay or pensions, please contact the Headquarters 
Finance Department. 

Q. What about my existing subscriptions and fees I give to the Force?

A. The payment of Sports Club subscriptions, the Force Lottery, fees for PMAS and Staff
Associations are all affected during maternity leave. Once you are in the unpaid period of maternity
leave and you contribute to PMAS etc, please contact them direct to ensure no break of payments.
If you have Group Life Insurance Cover, please contact Federation will advise you how to make a
payment in order that your cover is not broken.

Q. How will maternity leave affect my annual leave?

A. Staff are able to accrue annual leave whilst on paid and unpaid maternity leave. All outstanding
annual leave may be carried forward from one leave year to the next following return from
maternity leave.

Q. How will maternity leave affect bank holidays?

A. Where a bank holiday coincides with maternity leave you will be entitled to a paid day off in lieu.
You will, therefore, be able to accrue bank holidays as part of your statutory leave entitlements
whilst on maternity leave. All outstanding annual leave together with bank holidays may be carried
forward from one leave year to the next following return from maternity leave.

Q. What day does my maternity leave start?

A. When commencing maternity leave, Statutory Maternity Pay/Maternity Allowance can start on
the same day; instead of only Sundays as previously was the case.
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10. GLOSSARY OF TERMS

Ante-Natal Appointments – If you are pregnant, you are entitled to paid time off for ante-natal 
care recommended by your registered medical practitioner, midwife or health visitor. 

Contact Meeting – Discussion between line manager and individual to identify who the 
individual’s Liaison Officer will be (usually the line manager), the frequency and type of contact 
during the maternity leave and what information will be forwarded to the individual during maternity 
leave. This should be recorded and copies of discussion given to the local HR Officer. 

Keeping in Touch Days (KIT) – If you are on maternity leave, you may work up to 10 days during 
your leave. 

MAT B1 Form – This is a certificate to confirm pregnancy and the expected week of childbirth, 
issued by the Doctor or Midwife. Individuals must forward this to the HR Service Centre as soon 
as possible. 

Maternity Allowance/Incapacity Benefit – Payable for up to 39 weeks by the local JobCentre 
Plus office if individuals are not eligible to receive Statutory or Occupational Maternity Pay. 

Maternity Leave – All staff are eligible to a maximum of 15 months, 6 months prior to the date of 
childbirth and no more than 12 months from the date of childbirth. 

National Insurance Lower Earnings Limit (LEL) – This is the amount you can earn before you 
are liable to pay national insurance contributions. The LEL is subject to review each April. 

Occupational Maternity Pay – Full pay for 18 weeks from the start of Ordinary Maternity Leave 
for police staff. This must be repaid if individuals do not return to work for at least 1 month after 
maternity leave. 

Qualifying Week – This is the 15th week before the Expected Week of Childbirth (EWC). 

Return to Work Meeting – The focus of the return to work meeting is to support and facilitate the 
individual’s re-integration into the workplace, taking into account any health, welfare or job related 
issues that may need addressing. 

Risk Assessment – If you are pregnant your line manager should undertake an initial risk 
assessment or overview of your duties and discuss with you any risks identified in relation to your 
duties. If any risks are identified and there is a recommendation for your duties to be 
adjusted/restricted whilst you are pregnant and if applicable within 6 months after childbirth and  if 
still breastfeeding on the return to work. If the assessment reveals a risk to safety or health of  a 
new or expectant birthing parent, steps will be taken to reduce that risk to protect their safety or 
health and that of their child. Categories and examples or risks to be assessed are shock, vibration 
or movement, handling of heavy loads where this is a risk of injury, extremes of temperature, work 
in areas if undue risk, e.g. pressurised enclosures and potential conflict situations. It may be 
necessary to restrict duties and/or temporarily transfer you to provide suitable alternative work. 
Any transfer/redeployment will not affect career development or deprive individuals of the 
opportunity to return to their normal duties after a period of maternity absence. It is imperative that 
the health and welfare of both the individual and the unborn baby are protected. 

Similar Post – In relation to returning from maternity leave, a similar post is defined as one where 
the capacity and location in which you are employed and other terms and conditions of the post 
are no less favourable than if you had continued to be employed in your old post. 

SHRSC - Shared HR Service Centre 

Statutory Maternity Pay (SMP) – Paid for up to 39 weeks. SMP is paid through the payroll and 

reclaimed from national insurance contributions. The first proportion of SMP will be at the higher 
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rate of 90% of your normal earnings, however the remaining weeks are paid at the lower national 
rate which is subject to review each April. Payment will commence at the start of Ordinary 
Maternity Leave and can commence on any day of the week. If individuals are also entitled to 
receive Occupational Maternity Pay, your payments will be offset for the weeks that both payments 
coincide. 
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Policy Statement 

Aim & Purpose Derbyshire Constabulary actively promotes equality and diversity within the 
organisation, and does not discriminate on the basis of gender identity, 
treating everyone with dignity and respect. This extends to organisational 
dealings with members of the community and public at large, including 
those who are subject to detention and/or searches, and circumstances 
where personal information is stored on Force information systems, to 
ensure fairness, dignity and confidentiality. 

Organisational staff members, who identify as transgender and non-binary, 
contribute a variety of experience and expertise to the organisation. 
Working with transgender and non-binary communities, will always have a 
positive impact on organisational priorities and values, as this experience 
promotes information sharing, learning and development.  

This policy aims to provide support to those members of staff who identify 
as transgender and non-binary, to provide support for managers, to provide 
general guidance, and as a learning tool for the organisation as a whole.  

Scope This policy applies to all police officers and police staff, and trans and non-
binary people who are victims, witnesses, subject to a legal procedure and 
those who are in custody. 

Principles 

General • All transgender and non-binary individuals will be dealt with respectfully,
and in accordance with the Chief’s Vision, values and code of ethics.

• The key focus of this policy is the individual police officer, staff member or
member of the public.

• The Force will support officers and staff who identify as transgender and
non-binary, at whatever stage of the transitioning journey, and will agree a
care plan where needed.

• Line managers and HR staff will be provided with help and advice.
• Any issues concerning transgender and non-binary identities will be dealt

with confidentially.
• Officers and staff must ensure that they deal with an individual who comes

in contact with the police in the gender in which they present, in order to
treat them appropriately, as well as search and update police records
correctly and immediately.
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Disclosure • When an individual has made an application under the Gender Recognition
Act 2004 (GRA) to obtain a new birth certificate, S22 of the GRA establishes
it is an offence for a person to disclose protected information acquired in
an official capacity to any other person (exceptions apply).

• ‘Protected information’ is any information relating to:
o Their application for a Gender Recognition Certificate, or
o The gender history of a successful applicant.

• Consent must be obtained on each and every occasion.

Responsibilities – Trans and Non-Binary Officers and Staff 

Line Manager 

Individual 
Considering 
Gender 
Reassignment 

Where an officer or staff member is considering gender reassignment the 
Line manager is responsible for: 
• Holding a face to face meeting to discuss and agree an individual care plan.
• Undertaking a risk assessment where needed.
• Discussing any anticipated treatment dates if applicable.
• Providing assurance that all information will be treated in the strictest

confidence.
• Asking the individual which toilets/changing facilities they are most

comfortable using.
• Discussion surrounding uniform, which is now gender neutral.
• Asking the individual what name they would like to be known by and what

pronouns they prefer.
• Discussing with the individual who needs to be informed and when and

how they choose to be supported through the process.
• Discussing whether an Occupational Health Unit (OHU) referral is

appropriate.
• Under no circumstances must a line manager pass information to any

other person inside or outside the organisation without the individual’s
explicit consent.

• Disclosing any information about an individual’s transgender or non-binary
status, without their consent, is a breach of legislation and may constitute
a criminal offence.

After Transition Following transition, the Line manager must hold a face to face meeting with 
the individual to discuss: 
• Any time off that may be required (as special leave).
• Any welfare or support required.
• Whether an OHU referral would be of benefit.
• Dates for moves (if applicable).
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Human Resources (HR) Responsibilities 

Responsibilities The local HR team are responsible for: 
• Amending all records.
• Destruction/conversion of historical records.
• Ensuring password protection and restricted access to any electronic

documents which refer to the individual’s former gender.
• Seeking consent of the individual to notify IT admin so that the individual’s

name change can be made on the IT systems.
• Arranging for the update of the individual’s warrant or ID card as often as

necessary to reflect any physical changes taking place.
• Monitoring the attendance of any student officer undergoing transition

during their probationary period. An extension to the probationary period
may need to be considered depending on the length of absences.

Responsibilities – Trans and Non-Binary Members of the Public 

Officers and Staff 

Responsibilities Officers and staff are responsible for: 
• Employing a tactful, sensitive approach to the use of titles and names for

preferred gender, i.e. addressing transgender people in the gender they
present (referring to a transgender female as a Woman and a transgender
male as a Man) and using the correct personal pronouns of she/he. For
non-binary people, pronouns he/she, his/hers, may be replaced with more
neutral pronouns such as: they, per, zie or fey.

• Securing properly any records or printouts which may disclose an
individual’s gender status.

• Refraining completely from asking an individual about whether they have a
Gender Recognition Certificate. If you deal with an individual whose
name/gender on Niche/PNC is different from the gender they have
assigned for themselves, and they have not disclosed their current status,
add the individual’s name as an alias to the respective record.  If they
disclose their transgender status, refer to the flowchart – updating police
systems: transgender and non-binary individuals, before making any
changes to systems. Further information is also within the supporting
information.

• Protecting an individual’s transgender or non-binary status when
communicating over Airwave, or other insecure method.

• Refraining from disclosing any unnecessary or irrelevant information. Any
such disclosure may breach legislation and result in a criminal prosecution.
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Searching and Detention 

Establishing 
Gender 

• Officers must never assume an individual’s gender identity.
• APP Detention and Custody – Equality and individual needs and Code C,

Annex L outlines the procedure to follow in order to establish the
preferred gender of an individual, particularly when searching.

• The decision making used to establish a detained person’s gender must be
fully recorded and explained on the detention log or custody record and
the detainee must sign this to indicate their consent. The detained
person’s preferred gender will also need to be recorded.

If… Then… 
Gender is apparent • Treat the person as that gender.
There is doubt as to 
the individual’s 
gender 

• Ask what gender they consider themselves to
be.

• Also consider, if identifying as Non-Binary,
referring to Annex L, Code C, to establish the
predominant gender. Being guided by the
individual and evidencing this is key.

• If the individual expresses a preference to be
dealt with as a particular gender, ask the
person to sign:
 The custody record; 
 The pocket book; or 
 Other appropriate document; 
to indicate their preference. 

• The person should be treated according to
their preference.

If there are still 
grounds for doubt 

• If there are grounds to doubt that the
preference above accurately reflects the
person’s predominant lifestyle, e.g. if they
ask to be treated as a woman but documents
and other information make it clear that they
live predominantly as a man, or vice versa,
officers should treat them according to what
appears to be their predominant lifestyle and
not their stated preference.

The person is 
unwilling to indicate 
their preference 

• Efforts should be made to determine the
predominant lifestyle of the person, e.g. if
they appear to live predominantly as a
woman, they should be treated as such.

None of the above 
applies 

• The person should be dealt with according to
what reasonably appears to have been their
gender as registered at birth.
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Searching and 
Recording 
Detainees 

• All searches and procedures must be carried out with courtesy,
consideration and respect.  Officers should show particular sensitivity when
dealing with transgender and non-binary individuals.

• When detaining a transgender person, custody staff should be mindful of
any medical treatment the person may be undergoing and how this may
affect behaviour.

• The officer or staff member carrying out the search must be advised of the
decision made about which gender the individual is to be treated as, and
the reasons supporting it, before carrying out the search.

• The detainee must be asked which gender of officer/staff they want to
undertake the search, and they both must sign the custody record (or in
the case of a stop and search, the officer’s pocket notebook).  They may
request that two officers (female and male) search appropriate areas of
their person.

Detention • In line with the College of Policing’s Detention and Custody Guidance,
transgender and transvestite detainees must always be accommodated in a
cell or detention room on their own.

Strip and 
Intimate 
Searches 

• In certain cases, a person in detention may be subject to further intrusive
searches.  Annex A to Code C relates to 'strip' and 'intimate' searches.

• The detainee’s request to be searched by an officer of the gender of their
choice must be granted wherever possible.

• There is also a requirement to be sensitive to the dignity of Police Officers
called upon to undertaken the search.  An officer or member of police staff
can choose not to conduct the search.  See the Gender Recognition Act
2004.

Independent 
Custody Visitors 

• Independent Custody Visitors (ICVs) must secure a detainee’s consent prior
to viewing the custody record of any detainee, and the interaction should
be recorded in the custody record in all cases, including if the detainee
does not give consent.

• Gender reassignment information is protected under the Gender
Recognition Act, and disclosure to any other person should not be made.

Updating Police Systems 

Introduction • An individual’s gender status and history is private to that individual.
However, it is important that information is recorded accurately on Police
IT systems for all victims, complainants and witnesses.
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• This must reflect the particular needs of Transgender and non-binary
people wherever possible, and flexibility may be required.

Updating Niche 
and PNC 

• A transgender individual’s details can be updated in most circumstances.
Derbyshire Constabulary is working towards improving IT systems to record
when an individual self-identifies as non-binary.



NOT PROTECTIVELY MARKED 

NOT PROTECTIVELY MARKED 
Trans and Non-Binary Individuals Page 8 of 8 

Additional Information 

Compliance This policy complies with the following legislation, policy and guidance: 
• The Gender Recognition Act 2004 (GRA)
• The Equality Act 2010
• The Human Rights Act 1998
• The Data Protection Act 1998
• APP Detention and Custody
• Police and Criminal Evidence Act 1948 (PACE), Code of Practice C
• Practice Advice on Search Management and Procedures 2006
• ACPO Gender Recognition Act – Guidance for police officers and staff
• College of Policing Detention and Custody Guidance
• Dignity and respect in the workplace policy
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Policy Statement 

Aim & Purpose Derbyshire Constabulary actively promotes equality and diversity within the 
organisation, and does not discriminate on the basis of gender identity, 
treating everyone with dignity and respect. This extends to organisational 
dealings with members of the community and public at large, including 
those who are subject to detention and/or searches, and circumstances 
where personal information is stored on Force information systems, to 
ensure fairness, dignity and confidentiality. 

Organisational staff members, who identify as transgender and non-binary, 
contribute a variety of experience and expertise to the organisation. 
Working with transgender and non-binary communities, will always have a 
positive impact on organisational priorities and values, as this experience 
promotes information sharing, learning and development.  

This policy aims to provide support to those members of staff who identify 
as transgender and non-binary, to provide support for managers, to provide 
general guidance, and as a learning tool for the organisation as a whole.  

Scope This policy applies to all police officers and police staff, and trans and non-
binary people who are victims, witnesses, subject to a legal procedure and 
those who are in custody. 

Principles 

General • All transgender and non-binary individuals will be dealt with respectfully,
and in accordance with the Chief’s Vision, values and code of ethics.

• The key focus of this policy is the individual police officer, staff member or
member of the public.

• The Force will support officers and staff who identify as transgender and
non-binary, at whatever stage of the transitioning journey, and will agree a
care plan where needed.

• Line managers and HR staff will be provided with help and advice.
• Any issues concerning transgender and non-binary identities will be dealt

with confidentially.
• Officers and staff must ensure that they deal with an individual who comes

in contact with the police in the gender in which they present, in order to
treat them appropriately, as well as search and update police records
correctly and immediately.
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Disclosure • When an individual has made an application under the Gender Recognition
Act 2004 (GRA) to obtain a new birth certificate, S22 of the GRA establishes
it is an offence for a person to disclose protected information acquired in
an official capacity to any other person (exceptions apply).

• ‘Protected information’ is any information relating to:
o Their application for a Gender Recognition Certificate, or
o The gender history of a successful applicant.

• Consent must be obtained on each and every occasion.

Responsibilities – Trans and Non-Binary Officers and Staff 

Line Manager 

Individual 
Considering 
Gender 
Reassignment 

Where an officer or staff member is considering gender reassignment the 
Line manager is responsible for: 
• Holding a face to face meeting to discuss and agree an individual care plan.
• Undertaking a risk assessment where needed.
• Discussing any anticipated treatment dates if applicable.
• Providing assurance that all information will be treated in the strictest

confidence.
• Asking the individual which toilets/changing facilities they are most

comfortable using.
• Discussion surrounding uniform, which is now gender neutral.
• Asking the individual what name they would like to be known by and what

pronouns they prefer.
• Discussing with the individual who needs to be informed and when and

how they choose to be supported through the process.
• Discussing whether an Occupational Health Unit (OHU) referral is

appropriate.
• Under no circumstances must a line manager pass information to any

other person inside or outside the organisation without the individual’s
explicit consent.

• Disclosing any information about an individual’s transgender or non-binary
status, without their consent, is a breach of legislation and may constitute
a criminal offence.

After Transition Following transition, the Line manager must hold a face to face meeting with 
the individual to discuss: 
• Any time off that may be required (as special leave).
• Any welfare or support required.
• Whether an OHU referral would be of benefit.
• Dates for moves (if applicable).
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Human Resources (HR) Responsibilities 

Responsibilities The local HR team are responsible for: 
• Amending all records.
• Destruction/conversion of historical records.
• Ensuring password protection and restricted access to any electronic

documents which refer to the individual’s former gender.
• Seeking consent of the individual to notify IT admin so that the individual’s

name change can be made on the IT systems.
• Arranging for the update of the individual’s warrant or ID card as often as

necessary to reflect any physical changes taking place.
• Monitoring the attendance of any student officer undergoing transition

during their probationary period. An extension to the probationary period
may need to be considered depending on the length of absences.

Responsibilities – Trans and Non-Binary Members of the Public 

Officers and Staff 

Responsibilities Officers and staff are responsible for: 
• Employing a tactful, sensitive approach to the use of titles and names for

preferred gender, i.e. addressing transgender people in the gender they
present (referring to a transgender female as a Woman and a transgender
male as a Man) and using the correct personal pronouns of she/he. For
non-binary people, pronouns he/she, his/hers, may be replaced with more
neutral pronouns such as: they, per, zie or fey.

• Securing properly any records or printouts which may disclose an
individual’s gender status.

• Refraining completely from asking an individual about whether they have a
Gender Recognition Certificate. If you deal with an individual whose
name/gender on Niche/PNC is different from the gender they have
assigned for themselves, and they have not disclosed their current status,
add the individual’s name as an alias to the respective record.  If they
disclose their transgender status, refer to the flowchart – updating police
systems: transgender and non-binary individuals, before making any
changes to systems. Further information is also within the supporting
information.

• Protecting an individual’s transgender or non-binary status when
communicating over Airwave, or other insecure method.

• Refraining from disclosing any unnecessary or irrelevant information. Any
such disclosure may breach legislation and result in a criminal prosecution.
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Searching and Detention 

Establishing 
Gender 

• Officers must never assume an individual’s gender identity.
• APP Detention and Custody – Equality and individual needs and Code C,

Annex L outlines the procedure to follow in order to establish the
preferred gender of an individual, particularly when searching.

• The decision making used to establish a detained person’s gender must be
fully recorded and explained on the detention log or custody record and
the detainee must sign this to indicate their consent. The detained
person’s preferred gender will also need to be recorded.

If… Then… 
Gender is apparent • Treat the person as that gender.
There is doubt as to 
the individual’s 
gender 

• Ask what gender they consider themselves to
be.

• Also consider, if identifying as Non-Binary,
referring to Annex L, Code C, to establish the
predominant gender. Being guided by the
individual and evidencing this is key.

• If the individual expresses a preference to be
dealt with as a particular gender, ask the
person to sign:
 The custody record; 
 The pocket book; or 
 Other appropriate document; 
to indicate their preference. 

• The person should be treated according to
their preference.

If there are still 
grounds for doubt 

• If there are grounds to doubt that the
preference above accurately reflects the
person’s predominant lifestyle, e.g. if they
ask to be treated as a woman but documents
and other information make it clear that they
live predominantly as a man, or vice versa,
officers should treat them according to what
appears to be their predominant lifestyle and
not their stated preference.

The person is 
unwilling to indicate 
their preference 

• Efforts should be made to determine the
predominant lifestyle of the person, e.g. if
they appear to live predominantly as a
woman, they should be treated as such.

None of the above 
applies 

• The person should be dealt with according to
what reasonably appears to have been their
gender as registered at birth.
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Searching and 
Recording 
Detainees 

• All searches and procedures must be carried out with courtesy,
consideration and respect.  Officers should show particular sensitivity when
dealing with transgender and non-binary individuals.

• When detaining a transgender person, custody staff should be mindful of
any medical treatment the person may be undergoing and how this may
affect behaviour.

• The officer or staff member carrying out the search must be advised of the
decision made about which gender the individual is to be treated as, and
the reasons supporting it, before carrying out the search.

• The detainee must be asked which gender of officer/staff they want to
undertake the search, and they both must sign the custody record (or in
the case of a stop and search, the officer’s pocket notebook).  They may
request that two officers (female and male) search appropriate areas of
their person.

Detention • In line with the College of Policing’s Detention and Custody Guidance,
transgender and transvestite detainees must always be accommodated in a
cell or detention room on their own.

Strip and 
Intimate 
Searches 

• In certain cases, a person in detention may be subject to further intrusive
searches.  Annex A to Code C relates to 'strip' and 'intimate' searches.

• The detainee’s request to be searched by an officer of the gender of their
choice must be granted wherever possible.

• There is also a requirement to be sensitive to the dignity of Police Officers
called upon to undertaken the search.  An officer or member of police staff
can choose not to conduct the search.  See the Gender Recognition Act
2004.

Independent 
Custody Visitors 

• Independent Custody Visitors (ICVs) must secure a detainee’s consent prior
to viewing the custody record of any detainee, and the interaction should
be recorded in the custody record in all cases, including if the detainee
does not give consent.

• Gender reassignment information is protected under the Gender
Recognition Act, and disclosure to any other person should not be made.

Updating Police Systems 

Introduction • An individual’s gender status and history is private to that individual.
However, it is important that information is recorded accurately on Police
IT systems for all victims, complainants and witnesses.
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• This must reflect the particular needs of Transgender and non-binary
people wherever possible, and flexibility may be required.

Updating Niche 
and PNC 

• A transgender individual’s details can be updated in most circumstances.
Derbyshire Constabulary is working towards improving IT systems to record
when an individual self-identifies as non-binary.
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Additional Information 

Compliance This policy complies with the following legislation, policy and guidance: 
• The Gender Recognition Act 2004 (GRA)
• The Equality Act 2010
• The Human Rights Act 1998
• The Data Protection Act 1998
• APP Detention and Custody
• Police and Criminal Evidence Act 1948 (PACE), Code of Practice C
• Practice Advice on Search Management and Procedures 2006
• ACPO Gender Recognition Act – Guidance for police officers and staff
• College of Policing Detention and Custody Guidance
• Dignity and respect in the workplace policy
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Authored by: ... 
Publish: 04/09/2019 12:17:00
Last update: 05/09/2019 12:31:01

Information for force members on the terms used by trans and non-binary individuals, how the organisation supports trans in the workplace and how you can become 
a trans ally.

Commitment from our leaders

What trans means

Employment laws

Confidentiality

Supporting trans

LGBT+ support network

Further information

Commitment from our leaders
“In Derbyshire Constabulary I want people to be able to be who they are and not feel limited in this, knowing their difference will be respected by those they work with.

There is room for all of us in policing. People need not feel they have to conform or fall into a stereotype to be accepted and to get on at work. Managers have a key part to play 
in encouraging individuals to be their authentic selves in the workplace, for example being open about their gender, identifying as trans, or a person with trans history.

I believe this is vital to providing inclusive services to our communities, and recruiting a representative workforce.

I am proud that as a force we acknowledge and celebrate International Transgender Day of Visibility; along with respectfully honouring those who have lost their lives and have 
been victims as a direct result of trans discrimination, prejudice and transphobic hate.

DCC Rachel Swann - Equality lead for Derbyshire.

commitment from our leaders
what trans means
employment
confidentiality
supporting
support network
further
https://connect/interact/pages/modules/directory/entry.aspx?person=4100


What trans means

Trans people may describe themselves as transsexual, transgender, a cross-dresser (transvestite), non-binary and anyone else who may not conform to traditional gender roles. It
includes those who have transitioned from male to female (trans women) or from female to male (trans men) as well as those who do not have a typically ‘male’ or ‘female’
gender identity (non-binary).



Acquired
gender

The gender role that a trans person achieves through the process
of transition. It is the legal term.

Gender
It is largely culturally determined and is assigned at birth based
on the sex of the individual. It affects how people perceive
themselves and how they expect others to behave.

Gender
identity

The gender to which one feels one belongs. A person’s sense of
self as a man, woman, non-binary person or other sense of
gender.

Gender
dysphoria

An anxiety, uncertainty or persistently uncomfortable feelings
experienced by an individual about their assigned gender which
is in conflict with their internal gender identity.

Non-
binary/
gender
queer

Describes any gender identity which does not fit within the
binary of male and female.

Agender Person who does not identify themselves as having a particular
gender.

Gender
recognition
certificate
(GRC)

A GRC certificate issued under the Gender Recognition Act
which enables someone to be legally recognised in their
acquired gender.

Transition

The social, psychological, emotional and economic processes
that a trans person undergoes to move from their assigned
gender role into their identified gender. The time this takes is
variable and depends on the individual’s ability to embrace
significant change in their life. This may refer to social transition
(changing name, clothes etc), medical transition (hormones and/
or surgery) or both.

Cisgender A person who identifies with their gender assigned at birth.

Employment laws

As an organisation, we have a legal obligation to ensure that all staff, regardless as to whether individuals plan to undergo, are undergoing or have undergone gender
reassignment, do not suffer discriminatory treatment at work, and it is best practice to ensure that all trans staff are able to reach their full potential.

There are a number of laws in place to support trans individuals.

The Data Protection Act, 1998

Controls how personal information can be processed and used.

The Gender Recognition Act, 2004

A system which allows people to change their legal gender if they wish to.



The Equality Act, 2010

A single legal framework which protects individual against discrimination and promotes equality of opportunity.

The Equality Act 2010 covers all aspects of employment, inclusion recruitment and selection processes, employment related benefits, training, career development and
references. It also covers the delivery of goods, facilities and services.

Confidentiality

Where an employee reveals information about their gender identity, the recipient of such information must keep it confidential and must not disclose it to a third party without
that individual's consent. This includes information provided to the line manager when the employee is transitioning.

Disclosure of this information would constitute harassment and in some cases legal action could be taken as it may constitute a criminal offence.

Supporting trans

Be an effective trans ally

Being an ally is important. It lets everyone around you know that you are supportive and attentive to the needs of others. Being an ally demonstrates that you want to help change
the world for marginalised communities even if you are not necessarily part of a particular group.

Do your homework

Use social media, blogs, websites and books to educate yourself on the issues facing trans communities.

Be kind

Be courteous, patient and caring with people. Smiling and asking about someone’s day can go a long way when someone is used to facing stares or harassment.

Make ally a verb

Being an ally is about doing something and making change with and for trans communities.

Apologise when you make a mistake

Everyone makes mistakes and that is ok! If and when someone points out your mistakes, acknowledge the wrong that has been done, apologise and move on. It isn’t always
about your intent, but about the impact.

Understand your privilege

Recognise the ways that being cisgender allows you to access washrooms, health care, or transcripts with ease. Think about the entitlements you take for granted for which
others must fight.

Listen

Experiences of transphobia can be dismissed, affirm the experiences of trans people. Listen to how you can provide support and be an ally.



Attend a workshop

Become a trans ally and attend one of our workshops where you will be able to:

• Explore and better understand language and terminology.
• Hear personal stories from trans people and learn about the lived experiences of trans individuals in society and at work.
• Recognise your influence and responsibility when it comes to creating an inclusive workplace.
• Gain a deeper understanding of the common impacts of transphobia on trans people and the trans community.
• Find practical ways to step up as an effective and positive trans ally.

• Meet other colleagues and help develop a network of trans allies who can create more inclusive workplaces together.

Send an email to ... to register your interest and further information will be sent to you in due course.

LGBT+ support network
Our LGBT+ staff network is here to support employees and create an inclusive and positive working environment for all. The network also offers welfare support by identifying 
appropriate welfare or counselling agencies if appropriate and offer support and advice to chief officers, senior management and staff on LGBT+ issues.

See LGBT+ support network for more information and contact details.

Help raise awareness

Wear rainbow laces

Send an email ... and request a pair of your very own rainbow laces to wear in your boots on patrol. Take a photo and share this on social media from your local accounts (also 
including ... and remember to use the ...

Update your email signature

Use the attached jpeg image as part of your email signature for the Trans Day of Visbility and include a link to this page to raise awareness and show your support.

• Save the attached jpg image to your computer.
• Open a blank email and select the Insert tab.
• Choose Signature and then Signatures from the drop-down list.
• In the Edit signature box select where you want the image to appear (usually at the end) and click the image button that looks like mountains.
• This opens your folders. Find the image and select Insert.
• The image will be inserted, so click OK.
• Close the email and select Yes when asked if you want to save changes.

Attend a local event

Derbyshire LGBT+ is a local charity dedicated to offering support to all members and allies of the LGBT+ community. They have two centres within the county (Derby and 
Chesterfield). Why not find out what they are planning locally?

Having a police presence at a local bi-visibility event not only shows support but can inspire others to do the same. Again, take a photo if appropriate and share this on social 
media from your local accounts (also including ...and remember to use the ...

https://connect/interact/pages/content/document.aspx?id=2443


Educate yourself

Do you know the differences between gender identity, gender expression, Sex, sexual orientation and emotional attraction? Would you know how to refer to a trans person?
Would you know how to offer the correct service to a trans person in custody for example?

Want to show your support?

Contact us and request a pair of your very own rainbow laces to wear in your boots on patrol? Take a photo and share this on social media from your local accounts (also 
including ... and remember to use the ...

Become a visible trans ally

Get involved, get proud and become an active LGBT+ ally. Learn about the LGBT+ ally and trans ally programmes.

Further information
There are a number of useful videos that give guidance on transgender in the workplace and things not to say to trans and non-binary people.

• Transgender in the workplace.
• Things not to say to ask a trans person.
• Things not to say to a non-binary person.

Follow the @DerbysPoliceLGBT twitter page.

mailto:xxxx@xxxxxxxxxx.xxxxxx.xx
https://connect/interact/pages/content/document.aspx?id=4352
http://www.foxfisher.com/2017/12/21/transgender-in-the-workplace/
https://www.youtube.com/watch?v=pvbwweg4rpc
https://www.youtube.com/watch?v=8b4mzjmvgdk
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Policy Statement 

Aim & Purpose Derbyshire Constabulary actively promotes equality and diversity within the 
organisation, and does not discriminate on the basis of gender identity, 
treating everyone with dignity and respect. This extends to organisational 
dealings with members of the community and public at large, including 
those who are subject to detention and/or searches, and circumstances 
where personal information is stored on Force information systems, to 
ensure fairness, dignity and confidentiality. 

Organisational staff members, who identify as transgender and non-binary, 
contribute a variety of experience and expertise to the organisation. 
Working with transgender and non-binary communities, will always have a 
positive impact on organisational priorities and values, as this experience 
promotes information sharing, learning and development.  

This policy aims to provide support to those members of staff who identify 
as transgender and non-binary, to provide support for managers, to provide 
general guidance, and as a learning tool for the organisation as a whole.  

Scope This policy applies to all police officers and police staff, and trans and non-
binary people who are victims, witnesses, subject to a legal procedure and 
those who are in custody. 

Principles 

General • All transgender and non-binary individuals will be dealt with respectfully,
and in accordance with the Chief’s Vision, values and code of ethics.

• The key focus of this policy is the individual police officer, staff member or
member of the public.

• The Force will support officers and staff who identify as transgender and
non-binary, at whatever stage of the transitioning journey, and will agree a
care plan where needed.

• Line managers and HR staff will be provided with help and advice.
• Any issues concerning transgender and non-binary identities will be dealt

with confidentially.
• Officers and staff must ensure that they deal with an individual who comes

in contact with the police in the gender in which they present, in order to
treat them appropriately, as well as search and update police records
correctly and immediately.
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Disclosure • When an individual has made an application under the Gender Recognition
Act 2004 (GRA) to obtain a new birth certificate, S22 of the GRA establishes
it is an offence for a person to disclose protected information acquired in
an official capacity to any other person (exceptions apply).

• ‘Protected information’ is any information relating to:
o Their application for a Gender Recognition Certificate, or
o The gender history of a successful applicant.

• Consent must be obtained on each and every occasion.

Responsibilities – Trans and Non-Binary Officers and Staff 

Line Manager 

Individual 
Considering 
Gender 
Reassignment 

Where an officer or staff member is considering gender reassignment the 
Line manager is responsible for: 
• Holding a face to face meeting to discuss and agree an individual care plan.
• Undertaking a risk assessment where needed.
• Discussing any anticipated treatment dates if applicable.
• Providing assurance that all information will be treated in the strictest

confidence.
• Asking the individual which toilets/changing facilities they are most

comfortable using.
• Discussion surrounding uniform, which is now gender neutral.
• Asking the individual what name they would like to be known by and what

pronouns they prefer.
• Discussing with the individual who needs to be informed and when and

how they choose to be supported through the process.
• Discussing whether an Occupational Health Unit (OHU) referral is

appropriate.
• Under no circumstances must a line manager pass information to any

other person inside or outside the organisation without the individual’s
explicit consent.

• Disclosing any information about an individual’s transgender or non-binary
status, without their consent, is a breach of legislation and may constitute
a criminal offence.

After Transition Following transition, the Line manager must hold a face to face meeting with 
the individual to discuss: 
• Any time off that may be required (as special leave).
• Any welfare or support required.
• Whether an OHU referral would be of benefit.
• Dates for moves (if applicable).
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Human Resources (HR) Responsibilities 

Responsibilities The local HR team are responsible for: 
• Amending all records.
• Destruction/conversion of historical records.
• Ensuring password protection and restricted access to any electronic

documents which refer to the individual’s former gender.
• Seeking consent of the individual to notify IT admin so that the individual’s

name change can be made on the IT systems.
• Arranging for the update of the individual’s warrant or ID card as often as

necessary to reflect any physical changes taking place.
• Monitoring the attendance of any student officer undergoing transition

during their probationary period. An extension to the probationary period
may need to be considered depending on the length of absences.

Responsibilities – Trans and Non-Binary Members of the Public 

Officers and Staff 

Responsibilities Officers and staff are responsible for: 
• Employing a tactful, sensitive approach to the use of titles and names for

preferred gender, i.e. addressing transgender people in the gender they
present (referring to a transgender female as a Woman and a transgender
male as a Man) and using the correct personal pronouns of she/he. For
non-binary people, pronouns he/she, his/hers, may be replaced with more
neutral pronouns such as: they, per, zie or fey.

• Securing properly any records or printouts which may disclose an
individual’s gender status.

• Refraining completely from asking an individual about whether they have a
Gender Recognition Certificate. If you deal with an individual whose
name/gender on Niche/PNC is different from the gender they have
assigned for themselves, and they have not disclosed their current status,
add the individual’s name as an alias to the respective record.  If they
disclose their transgender status, refer to the flowchart – updating police
systems: transgender and non-binary individuals, before making any
changes to systems. Further information is also within the supporting
information.

• Protecting an individual’s transgender or non-binary status when
communicating over Airwave, or other insecure method.

• Refraining from disclosing any unnecessary or irrelevant information. Any
such disclosure may breach legislation and result in a criminal prosecution.
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Searching and Detention 

Establishing 
Gender 

• Officers must never assume an individual’s gender identity.
• APP Detention and Custody – Equality and individual needs and Code C,

Annex L outlines the procedure to follow in order to establish the
preferred gender of an individual, particularly when searching.

• The decision making used to establish a detained person’s gender must be
fully recorded and explained on the detention log or custody record and
the detainee must sign this to indicate their consent. The detained
person’s preferred gender will also need to be recorded.

If… Then… 
Gender is apparent • Treat the person as that gender.
There is doubt as to 
the individual’s 
gender 

• Ask what gender they consider themselves to
be.

• Also consider, if identifying as Non-Binary,
referring to Annex L, Code C, to establish the
predominant gender. Being guided by the
individual and evidencing this is key.

• If the individual expresses a preference to be
dealt with as a particular gender, ask the
person to sign:
 The custody record; 
 The pocket book; or 
 Other appropriate document; 
to indicate their preference. 

• The person should be treated according to
their preference.

If there are still 
grounds for doubt 

• If there are grounds to doubt that the
preference above accurately reflects the
person’s predominant lifestyle, e.g. if they
ask to be treated as a woman but documents
and other information make it clear that they
live predominantly as a man, or vice versa,
officers should treat them according to what
appears to be their predominant lifestyle and
not their stated preference.

The person is 
unwilling to indicate 
their preference 

• Efforts should be made to determine the
predominant lifestyle of the person, e.g. if
they appear to live predominantly as a
woman, they should be treated as such.

None of the above 
applies 

• The person should be dealt with according to
what reasonably appears to have been their
gender as registered at birth.
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Searching and 
Recording 
Detainees 

• All searches and procedures must be carried out with courtesy,
consideration and respect.  Officers should show particular sensitivity when
dealing with transgender and non-binary individuals.

• When detaining a transgender person, custody staff should be mindful of
any medical treatment the person may be undergoing and how this may
affect behaviour.

• The officer or staff member carrying out the search must be advised of the
decision made about which gender the individual is to be treated as, and
the reasons supporting it, before carrying out the search.

• The detainee must be asked which gender of officer/staff they want to
undertake the search, and they both must sign the custody record (or in
the case of a stop and search, the officer’s pocket notebook).  They may
request that two officers (female and male) search appropriate areas of
their person.

Detention • In line with the College of Policing’s Detention and Custody Guidance,
transgender and transvestite detainees must always be accommodated in a
cell or detention room on their own.

Strip and 
Intimate 
Searches 

• In certain cases, a person in detention may be subject to further intrusive
searches.  Annex A to Code C relates to 'strip' and 'intimate' searches.

• The detainee’s request to be searched by an officer of the gender of their
choice must be granted wherever possible.

• There is also a requirement to be sensitive to the dignity of Police Officers
called upon to undertaken the search.  An officer or member of police staff
can choose not to conduct the search.  See the Gender Recognition Act
2004.

Independent 
Custody Visitors 

• Independent Custody Visitors (ICVs) must secure a detainee’s consent prior
to viewing the custody record of any detainee, and the interaction should
be recorded in the custody record in all cases, including if the detainee
does not give consent.

• Gender reassignment information is protected under the Gender
Recognition Act, and disclosure to any other person should not be made.

Updating Police Systems 

Introduction • An individual’s gender status and history is private to that individual.
However, it is important that information is recorded accurately on Police
IT systems for all victims, complainants and witnesses.
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• This must reflect the particular needs of Transgender and non-binary
people wherever possible, and flexibility may be required.

Updating Niche 
and PNC 

• A transgender individual’s details can be updated in most circumstances.
Derbyshire Constabulary is working towards improving IT systems to record
when an individual self-identifies as non-binary.
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Additional Information 

Compliance This policy complies with the following legislation, policy and guidance: 
• The Gender Recognition Act 2004 (GRA)
• The Equality Act 2010
• The Human Rights Act 1998
• The Data Protection Act 1998
• APP Detention and Custody
• Police and Criminal Evidence Act 1948 (PACE), Code of Practice C
• Practice Advice on Search Management and Procedures 2006
• ACPO Gender Recognition Act – Guidance for police officers and staff
• College of Policing Detention and Custody Guidance
• Dignity and respect in the workplace policy

Policy Database Administration 

Item Details 
Document title: Transgender and Non-Binary Individuals 
Owner: Derbyshire Constabulary 
Author / Reviewer: ... 
Date of last review: September 2018 
Date of next review: September 2019 

The table below details revision information relating to this document: 
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Policy Statement 

Aim & Purpose Derbyshire Constabulary actively promotes equality and diversity within the 
organisation, and does not discriminate on the basis of gender identity, 
treating everyone with dignity and respect. This extends to organisational 
dealings with members of the community and public at large, including 
those who are subject to detention and/or searches, and circumstances 
where personal information is stored on Force information systems, to 
ensure fairness, dignity and confidentiality. 

Organisational staff members, who identify as transgender and non-binary, 
contribute a variety of experience and expertise to the organisation. 
Working with transgender and non-binary communities, will always have a 
positive impact on organisational priorities and values, as this experience 
promotes information sharing, learning and development.  

This policy aims to provide support to those members of staff who identify 
as transgender and non-binary, to provide support for managers, to provide 
general guidance, and as a learning tool for the organisation as a whole.  

Scope This policy applies to all police officers and police staff, and trans and non-
binary people who are victims, witnesses, subject to a legal procedure and 
those who are in custody. 

Principles 

General • All transgender and non-binary individuals will be dealt with respectfully,
and in accordance with the Chief’s Vision, values and code of ethics.

• The key focus of this policy is the individual police officer, staff member or
member of the public.

• The Force will support officers and staff who identify as transgender and
non-binary, at whatever stage of the transitioning journey, and will agree a
care plan where needed.

• Line managers and HR staff will be provided with help and advice.
• Any issues concerning transgender and non-binary identities will be dealt

with confidentially.
• Officers and staff must ensure that they deal with an individual who comes

in contact with the police in the gender in which they present, in order to
treat them appropriately, as well as search and update police records
correctly and immediately.
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Disclosure • When an individual has made an application under the Gender Recognition
Act 2004 (GRA) to obtain a new birth certificate, S22 of the GRA establishes
it is an offence for a person to disclose protected information acquired in
an official capacity to any other person (exceptions apply).

• ‘Protected information’ is any information relating to:
o Their application for a Gender Recognition Certificate, or
o The gender history of a successful applicant.

• Consent must be obtained on each and every occasion.

Responsibilities – Trans and Non-Binary Officers and Staff 

Line Manager 

Individual 
Considering 
Gender 
Reassignment 

Where an officer or staff member is considering gender reassignment the 
Line manager is responsible for: 
• Holding a face to face meeting to discuss and agree an individual care plan.
• Undertaking a risk assessment where needed.
• Discussing any anticipated treatment dates if applicable.
• Providing assurance that all information will be treated in the strictest

confidence.
• Asking the individual which toilets/changing facilities they are most

comfortable using.
• Discussion surrounding uniform, which is now gender neutral.
• Asking the individual what name they would like to be known by and what

pronouns they prefer.
• Discussing with the individual who needs to be informed and when and

how they choose to be supported through the process.
• Discussing whether an Occupational Health Unit (OHU) referral is

appropriate.
• Under no circumstances must a line manager pass information to any

other person inside or outside the organisation without the individual’s
explicit consent.

• Disclosing any information about an individual’s transgender or non-binary
status, without their consent, is a breach of legislation and may constitute
a criminal offence.

After Transition Following transition, the Line manager must hold a face to face meeting with 
the individual to discuss: 
• Any time off that may be required (as special leave).
• Any welfare or support required.
• Whether an OHU referral would be of benefit.
• Dates for moves (if applicable).
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Human Resources (HR) Responsibilities 

Responsibilities The local HR team are responsible for: 
• Amending all records.
• Destruction/conversion of historical records.
• Ensuring password protection and restricted access to any electronic

documents which refer to the individual’s former gender.
• Seeking consent of the individual to notify IT admin so that the individual’s

name change can be made on the IT systems.
• Arranging for the update of the individual’s warrant or ID card as often as

necessary to reflect any physical changes taking place.
• Monitoring the attendance of any student officer undergoing transition

during their probationary period. An extension to the probationary period
may need to be considered depending on the length of absences.

Responsibilities – Trans and Non-Binary Members of the Public 

Officers and Staff 

Responsibilities Officers and staff are responsible for: 
• Employing a tactful, sensitive approach to the use of titles and names for

preferred gender, i.e. addressing transgender people in the gender they
present (referring to a transgender female as a Woman and a transgender
male as a Man) and using the correct personal pronouns of she/he. For
non-binary people, pronouns he/she, his/hers, may be replaced with more
neutral pronouns such as: they, per, zie or fey.

• Securing properly any records or printouts which may disclose an
individual’s gender status.

• Refraining completely from asking an individual about whether they have a
Gender Recognition Certificate. If you deal with an individual whose
name/gender on Niche/PNC is different from the gender they have
assigned for themselves, and they have not disclosed their current status,
add the individual’s name as an alias to the respective record.  If they
disclose their transgender status, refer to the flowchart – updating police
systems: transgender and non-binary individuals, before making any
changes to systems. Further information is also within the supporting
information.

• Protecting an individual’s transgender or non-binary status when
communicating over Airwave, or other insecure method.

• Refraining from disclosing any unnecessary or irrelevant information. Any
such disclosure may breach legislation and result in a criminal prosecution.
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Searching and Detention 

Establishing 
Gender 

• Officers must never assume an individual’s gender identity.
• APP Detention and Custody – Equality and individual needs and Code C,

Annex L outlines the procedure to follow in order to establish the
preferred gender of an individual, particularly when searching.

• The decision making used to establish a detained person’s gender must be
fully recorded and explained on the detention log or custody record and
the detainee must sign this to indicate their consent. The detained
person’s preferred gender will also need to be recorded.

If… Then… 
Gender is apparent • Treat the person as that gender.
There is doubt as to 
the individual’s 
gender 

• Ask what gender they consider themselves to
be.

• Also consider, if identifying as Non-Binary,
referring to Annex L, Code C, to establish the
predominant gender. Being guided by the
individual and evidencing this is key.

• If the individual expresses a preference to be
dealt with as a particular gender, ask the
person to sign:
 The custody record; 
 The pocket book; or 
 Other appropriate document; 
to indicate their preference. 

• The person should be treated according to
their preference.

If there are still 
grounds for doubt 

• If there are grounds to doubt that the
preference above accurately reflects the
person’s predominant lifestyle, e.g. if they
ask to be treated as a woman but documents
and other information make it clear that they
live predominantly as a man, or vice versa,
officers should treat them according to what
appears to be their predominant lifestyle and
not their stated preference.

The person is 
unwilling to indicate 
their preference 

• Efforts should be made to determine the
predominant lifestyle of the person, e.g. if
they appear to live predominantly as a
woman, they should be treated as such.

None of the above 
applies 

• The person should be dealt with according to
what reasonably appears to have been their
gender as registered at birth.
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Searching and 
Recording 
Detainees 

• All searches and procedures must be carried out with courtesy,
consideration and respect.  Officers should show particular sensitivity when
dealing with transgender and non-binary individuals.

• When detaining a transgender person, custody staff should be mindful of
any medical treatment the person may be undergoing and how this may
affect behaviour.

• The officer or staff member carrying out the search must be advised of the
decision made about which gender the individual is to be treated as, and
the reasons supporting it, before carrying out the search.

• The detainee must be asked which gender of officer/staff they want to
undertake the search, and they both must sign the custody record (or in
the case of a stop and search, the officer’s pocket notebook).  They may
request that two officers (female and male) search appropriate areas of
their person.

Detention • In line with the College of Policing’s Detention and Custody Guidance,
transgender and transvestite detainees must always be accommodated in a
cell or detention room on their own.

Strip and 
Intimate 
Searches 

• In certain cases, a person in detention may be subject to further intrusive
searches.  Annex A to Code C relates to 'strip' and 'intimate' searches.

• The detainee’s request to be searched by an officer of the gender of their
choice must be granted wherever possible.

• There is also a requirement to be sensitive to the dignity of Police Officers
called upon to undertaken the search.  An officer or member of police staff
can choose not to conduct the search.  See the Gender Recognition Act
2004.

Independent 
Custody Visitors 

• Independent Custody Visitors (ICVs) must secure a detainee’s consent prior
to viewing the custody record of any detainee, and the interaction should
be recorded in the custody record in all cases, including if the detainee
does not give consent.

• Gender reassignment information is protected under the Gender
Recognition Act, and disclosure to any other person should not be made.

Updating Police Systems 

Introduction • An individual’s gender status and history is private to that individual.
However, it is important that information is recorded accurately on Police
IT systems for all victims, complainants and witnesses.
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• This must reflect the particular needs of Transgender and non-binary
people wherever possible, and flexibility may be required.

Updating Niche 
and PNC 

• A transgender individual’s details can be updated in most circumstances.
Derbyshire Constabulary is working towards improving IT systems to record
when an individual self-identifies as non-binary.
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Additional Information 

Compliance This policy complies with the following legislation, policy and guidance: 
• The Gender Recognition Act 2004 (GRA)
• The Equality Act 2010
• The Human Rights Act 1998
• The Data Protection Act 1998
• APP Detention and Custody
• Police and Criminal Evidence Act 1948 (PACE), Code of Practice C
• Practice Advice on Search Management and Procedures 2006
• ACPO Gender Recognition Act – Guidance for police officers and staff
• College of Policing Detention and Custody Guidance
• Dignity and respect in the workplace policy
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1.0 Introduction 

1.1 This procedure sets out the statutory rights and responsibilities of Police 
Staff who wish to take statutory Shared Parental Leave (SPL) and 
statutory Shared Parental Pay (ShPP).   

1.2 Shared Parental Leave (SPL) enables eligible parents to choose how to 
share the care of their child during the first year of birth or adoption. Its 
purpose is to give parents as much flexibility as possible in considering 
how best to care for their child.  

1.3 Shared Parental Leave (SPL) should not be confused with Ordinary 
Parental Leave (OPL) which is unaffected by the new legislation 
regarding SPL.  Ordinary Parental Leave (OPL) is an entitlement to take 
up to 18 weeks unpaid leave and is covered under a separate procedure. 

1.4 Parents remain entitled to take maternity, paternity and adoption leave as 
appropriate.  However, an eligible birthing partner or adopter may now 
choose to end their maternity/adoption leave early and opt into SPL. 

2.0 Scope of the procedure 

2.1 This procedure applies to all Police Staff employed either by 
Leicestershire Police or Derbyshire Constabulary, whether they are the 
birthing partner/adopter of a child or the partner of the birthing partner/
adopter. 

2.2 If it is the birthing partner/adopter who is employed by either police 
force, their partner must (where relevant) submit any notifications to 
take SPL set out in this procedure to their own employer, if they want to 
take a period of SPL. 

2.3 Similarly, if it is the partner who is employed by either police force, the 
birthing partner/adopter must (where relevant) submit any 
notifications to take SPL to their own employer. 

2.4 Where both parties are employed by the relevant police force then they 
must comply with the obligations set out within this procedure in order to 
be eligible for SPL and ShPP (where applicable). 

3.0 Shared Parental Leave entitlement 

3.1 Shared Parental Leave is a legal entitlement for eligible parents of babies 
due, or children placed for adoption, on or after 5th April 2015 and must 
be taken between the baby’s birth and first year or within one year of 
adoption. 

3.2 Shared Parental Leave is available only to babies whose expected week 
of birth begins on or after 5th April 2015.  The actual date of birth is not 
relevant for the purposes of eligibility.   
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Examples 

 A baby is due on the 22nd March 2015 but arrives late on the 6th April
2015 – the parents are not eligible to apply for SPL;

 A baby is due on the 5th April 2015 but is born early before this day –
the parents are eligible for SPL.

3.3 The amount of SPL available is calculated using the birthing partner/adopter’s 
entitlement to maternity/adoption leave, which allows them to take up to 
52 week’s leave.  If they end (curtail) their maternity/adoption leave 
entitlement then they and/or their partner may opt-in to the SPL system 
and take any remaining weeks as SPL. This means their partner could 
begin to take SPL while the birthing partner/primary adopter is still on 
maternity/adoption leave. 

3.4 SPL must be taken in blocks of at least one week but can begin on any 
day of the week.  A maximum of three requests for leave can be made by 
each parent. 

3.5 Police Staff can request to take SPL in one continuous block (in which 
case the force is required to accept the request as long as the person 
meets the eligibility and notice requirements), or as a number of 
discontinuous blocks of leave (in which case the person requires the 
force’s agreement).  

3.6 A birth birthing partner must take at least two weeks maternity leave following the 
birth of a child (four weeks for manual work in a factory environment) but 
can otherwise choose to end her maternity leave at any stage.  An 
adopter can end their adoption leave once they have taken it for two 
weeks after the date of placement. 

3.7 The birthing partner/adopter’s partner can begin a period of SPL at any time from 
the date of the child’s birth/placement for adoption (but the partner 
should bear in mind that he/she is entitled to take up to two weeks’ 
Ordinary Paternity Leave (OPL) following the birth/placement of the child, 
which they will lose if SPL is taken first). 

Surrogacy Arrangements 

3.8 Where a child is born to a surrogate birthing partner, the intended parents can 
become the child’s legal parents by applying for a parental order. One of 
the intended parents must be genetically related to the child and the child 
must live with the intended parents. 

3.9  Where a couple have a parental order in relation to a child, one of the 
parents can be eligible for adoption leave and pay and the other can be 
eligible for paternity leave and pay.  The couple must elect which one of 
them will take adoption leave. 

3.10 Police Staff who take adoption leave in these circumstances can curtail 
their adoption leave and take shared parental leave with the other parent, 
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provided that both parents meet the relevant eligibility requirements.  The 
date of the child’s due date must be on or after 5th April 2015. 

4.0 Shared Parental Leave eligibility 

4.1 For Police Staff to be entitled to take SPL, both parents/adopters must 
meet certain eligibility requirements: 

Birthing partner/adopter eligibility for SPL 

The birthing partner/adopter is eligible for SPL if she/he: 

 Satisfies the ‘continuity of employment test’;

 Has, at the date of the child’s birth or placement for adoption, the
main responsibility (apart from the partner) for the care of the child;

 Is entitled to statutory maternity/adoption leave in respect of the child;

 Complies with the relevant maternity/adoption leave curtailment
requirements (or has returned to work before the end of statutory
maternity/adoption leave), and SPL notice and evidence
requirements.

In addition, for the birthing partner/adopter to be eligible for SPL, the 
partner must: 

• Meet the ‘employment and earnings test’;

• Have, at the date of the child’s birth or placement for adoption, the main
responsibility (apart from the birthing partner) for the care of the child.

“Continuity of Employment Test” “Employment and Earning Test” 

Has at least 26 weeks’ continuous 
employment ending with the 15th week 
before the expected week of 
childbirth/matching date and remains 
in continuous employment until the 
week before any period of SPL 

Have been employed or self-employed 
in the 66 weeks leading up to the 
baby’s expected due date/matching 
date, the individual has worked for at 
least 26 weeks and earned an average 
of at least £30 (as of 2015) a week in 
any 13 weeks. 

Partner’s eligibility for SPL 

The partner is eligible for SPL if he/she: 

 Satisfies the ‘continuity of employment test’;
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• Has, at the date of the child’s birth or placement for adoption, the main
responsibility (apart from the birthing partner) for the care of the child;

• Complies with the relevant SPL notice and evidence requirements.

In addition, for the partner to be eligible for SPL, the birthing 
partner/adopter must: 

 Satisfy the ‘employment and earnings test’;

 Be entitled to statutory maternity/adoption leave, statutory
maternity/adoption pay or maternity allowance in respect of the child;

 Has, at the date of the child’s birth or placement for adoption, the
main responsibility (apart of the partner) for the care of the child; and

 Complies with the relevant maternity/adoption leave or pay
curtailment requirements (or has returned to work before the end of
statutory maternity/adoption leave).

5.0 Continuous leave 

5.1 A period of ‘continuous leave’ means a notification of a number of weeks 
of leave taken in a single unbroken period of leave, for example six 
weeks in a row. 

5.2 If a member of Police Staff submits a period of leave notice requesting 
one continuous period of leave, they will be entitled to take that period of 
leave. 

6.0 Discontinuous leave 

6.1 A period of ‘discontinuous leave’ means a request for a set number of 
weeks of leave over a period of time, with breaks between the leave 
where the person returns to work. 

6.2 If a member of Police Staff submits a period of leave notice requesting 
discontinuous periods of leave, the force, in the two weeks beginning 
with the date the period of notice was given, can: 

 Consent to the pattern of leave requested;
 Propose an alternative pattern of leave; or
 Refuse the pattern of leave requested.

If agreement is reached within those two weeks, the individual is entitled 
to take the leave on the agreed dates. 

6.3 If no agreement is reached within the two week discussion period, the 
individual is entitled to take the leave as one continuous period of leave. 
In that event, the individual must choose a start date for the leave that is 
at least eight weeks from the date on which the period of leave notice 
was originally given. 
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6.4 Police Staff must notify the force of that date within five days of the end 
of the two week discussion period.  If the individual does not choose a 
start date within five days of the end of the two week discussion period, 
the period of continuous leave will start on the date of the first period of 
leave requested in the period of leave notice. 

6.5 If the force has refused the request for discontinuous leave or no 
agreement has been reached during the two week discussion period, the 
individual may withdraw the period of leave notice.  The withdrawal can 
be made at any time on or before the 15th day after the period of leave 
notice was given. 

6.6 A notice for discontinuous leave that has been withdrawn before it is 
agreed does not count towards the total number of requests for leave 
that an individual can make. 

6.7 The force will consider a discontinuous leave notification but has the right 
to refuse it.  Applications for discontinuous leave must meet with the 
needs of the individual and the business needs of the force. 

6.8 Each request for discontinuous leave will be considered on a case-by-
case basis, taking into account potential benefits for both the member of 
staff and the force in question. Line managers will record agreed 
outcomes from any meeting and give the individual a copy. 

Further guidance for line managers on the factors to take into account for 
considering discontinuous leave applications is contained in  
Appendix C.  

7.0 Statutory Shared Parental Pay (ShPP) 

7.1 For Police Staff to be eligible for ShPP, both parents must meet certain 
eligibility requirements. 

Birthing partner/Adopter’s eligibility for ShPP 

The birthing partner/adopter is eligible for ShPP if he/she: 

 Satisfies the ‘continuity of employment test’ (see para 4.1) and
remains in continuous employment with the force until the week
before any period of shared parental pay;

 Has average weekly earnings for a period of eight weeks ending with
the 15th week before the expected week of child birth/matching date
of at least the lower earnings limit for national insurance contribution
purposes;

 Has, at the date of the child’s birth/placement date, the main
responsibility (apart from the partner) for the care of the child;

 Is absent from work and intends to care for the child during the week
in which ShPP is payable;
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 Is entitled to statutory maternity/adoption pay or maternity allowance
in respect of the child, but the maternity/adoption pay period or
maternity allowance period has been reduced.

In addition, for the birthing partner/adopter to be eligible for ShPP, the 
partner must: 

• Satisfy the ‘employment and earnings test’ (see para 4.1);

• Have, at the date of the child’s birth/placement date, the main responsibility
(apart from the birthing partner/adopter) for the care of the child.

Partner’s eligibility for ShPP 

The partner is eligible for ShPP if he/she: 

• Satisfies the ‘continuity of employment test’ (see para 4.1) and
remains in continuous employment with the force until the week
before any period of shared parental pay;

• Has average weekly earnings for a period of eight weeks ending with
the 15th week before the expected week of childbirth/matching date of
at least the lower earnings limit for national insurance contribution
purposes;

• Has, at the date of the child’s birth/placement date, the main
responsibility (apart from the birthing partner/adopter) for the care of
the child; and

• Is absent from work and intends to care for the child during the week
in which ShPP is payable.

In addition, for the partner to be eligible, the birthing partner must: 

 Satisfy the ‘employment and earnings test’ (see para 4.1);

 Have, at the date of the child’s birth/placement date, the main
responsibility (apart from the partner) for the care of the child;

 Be entitled to statutory maternity/adoption pay or maternity allowance
in respect of the child, but the maternity/adoption pay period or
maternity allowance period has been reduced.

7.2 If both parents qualify for ShPP they must decide who will receive it, or 
how it will be divided, and they must each inform their employer of their 
entitlement.  For examples on how pay arrangements could work see 
Appendix B.  
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8.0 Notice requirements – 

8.1 The different notices that Police Staff must give to the force to be able to 
take SPL are made up of three elements and will depend on 
whether they are the birthing partner, adopter or partner.  They are: 

• A “maternity/adoption leave curtailment notice” from a
birthing partner/adopter setting out when she/he proposes to end their
maternity/adoption leave (unless the birthing partner/adopter has
already returned to work from maternity/adoption leave);

• A “notice of entitlement and intention” from a birthing partner/
adopter or partner giving an initial non-binding indication of each
period of SPL that she/he is requesting; and

• A “period of leave notice” from the birthing partner/adopter or
partner setting out the start and end date of each period of SPL that
she/he is requesting.

8.2 Police Staff are advised that, if they have already decided the pattern of 
SPL that they would like to take, they can provide more than one type of 
notice at the same time. For example, the birthing partner/adopter could 
provide a maternity leave curtailment notice, notice of entitlement and 
intention and a period of leave notice at the same time. Similarly the 
partner could provide their notice of entitlement and intention and period 
of leave notice at the same time. 

8.3 Birthing partner/Adopter’s ‘Notice Curtailing Maternity/Adoption Leave’ 

SPL can only be used after the birthing partner/adopter has either 
already returned to work or has completed a curtailment notice. 

Police Staff who are the birthing partner/adopter who have not already 
returned to work and intend to take SPL must complete the below form: 

Form P-026-F-001 – Notice of Curtailing Maternity/Adoption Leave (Can 
be found on the GATEWAY HR Shared Service Centre home page, 
Leave button) 

8.4 A member of Police Staff who is a birthing partner/adopter can withdraw their 
notice curtailing their maternity/adoption leave only in limited 
circumstances.  The withdrawal must be in writing and can be given 
only if the birthing partner/adopter has not returned to work.  The 
birthing partner/adopter can withdraw the curtailment notice if: 

• It is discovered that neither the birthing partner/adopter nor the
partner are entitled to SPL or ShPP and the birthing partner/adopter
withdraws within eight weeks on which the notice was given;

• The maternity/adoption leave curtailment notice was given before the
birth/placement of the child and the birthing partner/adopter
withdraws the notice within six weeks of the birth/placement;
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 The partner has died.

Form P-026-F-002 – Revoking Notice of Curtailing Maternity/Adoption 
Leave (Can be found on the GATEWAY HR Shared Service Centre 
home page, Leave button). 

8.5 ‘Notice of Entitlement and Intention’ 

A member of Police Staff, whether the birthing partner/adopter or the 
partner, must provide the force with a non-binding ‘notice of entitlement 
and intention’ to take shared parental leave. This must be provided at least 
eight weeks before the start date of the first period of SPL, must be signed 
by the individual, and include a signed declaration from their partner. 

Police Staff who are the birthing partner/adopter who intend to take SPL 
must complete the below form: 

Form P-026-F003 – Notice of Entitlement and Intention to take SPL – 
birthing partner/Adopter (Can be found on the HR Shared Service Centre 
home page, Leave button). 

Police Staff who are the partner of the birthing partner/adopter who intend 
to take SPL must complete the below form: 

Form P026-F004 - Notice of Entitlement and Intention to take SPL - 
Partner (Can be found on the GATEWAY HR Shared Service Centre 
home page, Leave button). 

8.6 Within 14 days of receiving a notice of entitlement and intention from a 
member of staff whether the birthing partner/adopter or partner, the 
relevant HR Department may request from them: 

 The name and business address of the partner’s employer (where the
officer’s partner is no longer employed or is self-employed their
contact details must be given instead);

 In the case of biological parents, a copy of the child’s birth certificate
(or, where one has not been issued, a declaration as to the time and
place of birth);

 In the case of an adopted child, documentary evidence of the name
and address of the adoption agency, the date on which they were
notified of having been matched with the child and the date on which
the agency expects to place the child.

The member of Police Staff has 14 days from the date of the request to 
submit to the force the required information. 

8.7 A member of Police Staff is permitted to vary or cancel their proposed 
SPL dates, following their submission of a notice of entitlement and 
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intention, by completing the below form which must be signed by both 
the birthing partner/adopter and the partner.  There is no limit on the 
number of variations of notice of entitlement and intention to take SPL 
that an individual can make. 

Police Staff who want to vary their notice of entitlement and intention to 
take SPL must complete the below form: 

Form P-026-F-005 – Variation to a Notice of Entitlement and Intention to 
take SPL (Can be found on the GATEWAY HR Shared Service Centre 
home page, Leave button). 

8.8 Period of Leave Notice 

To take a period of SPL, Police Staff must provide the force with a written 
notice setting out the start and end dates of each period of leave. This is 
called a ‘period of leave notice’ and must be given not less than eight 
weeks before the start date of the first period of leave requested in the 
notice. 

Police Staff, whether they are the birthing partner/adopter or partner 
wishing to confirm their period of leave must complete the below form: 

Form P-026-F-006 – Period of Leave Notice (Can be found on the 
GATEWAY HR Shared Service Centre home page, Leave button). 

8.9 Police Staff can vary or cancel their proposed SPL dates following the 
submission of a period of leave notice, providing that they complete the 
below form and submit it to the force not less than eight weeks before any 
period of leave varied or cancelled by the notice is due to commence. 

Police Staff, whether they are the birthing partner/adopter or partner 
wishing to vary or cancel their period of leave must complete the below 
form: 

Form P-026-F-007 – Variation to a Period of Leave Notice (Can be found 
on the GATEWAY HR Shared Service Centre home page, Leave button). 

8.10 A member of Police Staff can provide a combined total of up to three 
period of leave notices or variations of period of leave. 

9.0 Line Managers’ action 

9.1 Line managers should meet with perspective birthing partner/adopter or partner 
who is ether pregnant or is matched to a child through an approved 
adoption agency, to discuss their maternity/adoption/paternity eligibility, 
entitlements and future plans at the earliest opportunity.   

9.2 At the meeting the individual may, if they wish, be accompanied by a 
workplace colleague or member or UNISON representative. 
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The purpose of the meeting is to discuss and clarify the following points: 

 In detail the leave proposed and what will happen while the individual
is away from work;

 Whether the request is for ‘discontinuous’ or ‘continuous leave’;
 How the leave proposal will be considered and agreed;
 Whether a modified arrangement could be considered and agreed;
 Explain what the outcome is if no agreement is reached.

9.3 Once the relevant HR Department receives the leave booking notification 
a response will be provided no later than the 14th day after the leave 
request was made.  All notices for leave will be confirmed in writing by 
HR. 

Further guidance for line managers for considering a discontinuous leave 
application is contained in Appendix C. 

9.4 The force reserves the right to maintain reasonable contact with a 
member of Police Staff from time to time during their SPL.  This may be 
to discuss their plans to return to work, any special arrangements to be 
made or training to be given to ease their return to work or to update 
them of developments at work during their absence.  Before an 
individual’s SPL begins, the line manager will discuss with them any 
arrangements for keeping in touch during their leave.  

10.0 Shared Parental Leave in Touch Days (SPLIT days) 

10.1 Police Staff on leave can agree to work for the force (or attend training) 
for up to 20 days during SPL without bringing their period of SPL to an 
end or impacting on their right to claim ShPP for that week. These days 
are known as ‘Shared Parental Leave in Touch’ (SPLIT) days.  

10.2 SPLIT days are in addition to the ten ‘Keeping in Touch’ (or KIT) days 
available to those members of Police Staff on maternity or adoption 
leave. 

10.3 Any work undertaken is a matter for agreement between the individual 
force and the member of staff on leave. Any work carried out on a day or 
part of a day constitutes a day's SPLIT day for these purposes.  

10.4 A person taking a SPLIT day will receive their normal hourly rate of pay 
for all hours worked.  Any SPLIT days worked do not extend the period of 
SPL. 

10.5 It may be appropriate, with the agreement of their line manager, to use 
SPLIT days to affect a gradual return to work by the individual towards 
the end of a period of SPL or to trial a possible flexible working pattern. 

SPLIT Days Form – Application and record of SPLIT days (Can be 
found on the GATEWAY HR Shared Service Centre home page, Leave 
button). 
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11.0 Special Circumstances 

Early birth 

11.1 If a child is born before their expected due date and the individual has 
booked to take SPL within the first eight weeks of the due date, they may 
take the same period of time off after the actual birth without having to 
provide eight weeks’ notice, by submitting a notice to vary their leave as 
soon as reasonably possible.  Unlike most other variation notices, this 
would not count as one of the three notifications.   

11.2 Any leave arranged after the first eight weeks of the due date is still 
bound by the eight week notice required to vary leave. 

11.3 If a child is born more than eight weeks before the due date and the 
notice of entitlement to SPL and/or a notice to book SPL have not yet 
been given, then there is no requirement to give eight weeks’ notice 
before the period of leave starts.  The notices should be given as soon 
as is reasonably practicable after the actual birth. 

Death of child 

11.4 If a child dies before the parents have submitted a notice of entitlement 
to take SPL then they cannot opt into SPL because a qualifying condition 
is caring for a child.  The birthing partner will remain on maternity leave 
and the partner could still qualify for statutory paternity leave. 

11.5 If the parents have opted into SPL and they have booked leave, they will 
still be entitled to take the booked leave.  No further notice booking leave 
can be submitted and only one variation notice can be given to reduce a 
period of leave or to rearrange discontinuous leave arrangements into a 
single block. 

11.6 Individuals who are absent on SPL may cancel agreed SPL and return to 
work by giving the force eight weeks’ notice of their return to work. 

Partner no longer caring for the child 

11.7 If the circumstances of an individual who has booked SPL change so that 
they will no longer be responsible for caring for the child (unless it was 
because the child has died), their entitlement to both SPL and ShPP will 
immediately cease and they must tell the relevant police force. 

11.8 If an individual has any SPL arranged within eight weeks of their 
entitlement ceasing, the force can still require them to take the SPL if it is 
not reasonably practical to have the individual at work i.e. because cover 
has been arranged for their role.  Any weeks arranged after eight weeks 
of their entitlement ceasing must be cancelled. 

11.9 If the remaining parent is still continuing to care for the child then they will 
still be eligible to take their SPL entitlement. If the parent who is no 
longer caring for the child has any SPL entitlement outstanding the 
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remaining parent may transfer it into their own entitlement providing they 
can get a signed agreement of the other parent to a notice confirming a 
variation of leave entitlement. 

Death of a parent during the child’s first year 

11.10 If a parent dies and the other parent is taking or is entitled to SPL then 
they will continue to be eligible.  Any SPL that was due to be taken by the 
deceased parent may be transferred to the other parent provided the 
other parent is eligible for SPL. 

11.11 Where it is necessary for the other parent to take a further period of SPL 
or to vary pre-agreed leave then notice may be given as soon as is 
reasonably practicable if eight weeks’ notice cannot be given.  If they 
have already given three notices to take leave they will be allowed to 
submit one further notice to book/amend SPL. 

Multiple births/adoptions 

11.12 Individuals are not entitled to extra SPL or ShPP if they are expecting 
more than one child.  The entitlements are, like maternity leave, the 
same as if the individual was expecting one child.  This also applies to 
multiple adoptions that occur in a single placement. 

12.0 Terms and Conditions of Employment 

12.1 During SPL individuals are entitled to benefit from all the terms and 
conditions of their employment except for remuneration (wages).  They 
are also bound by any obligations arising from the terms and conditions 
except the need to attend work. 

12.2 Individuals who are deemed essential car users will continue to receive 
the essential mileage lump sum during their maternity, adoption, 
paternity or shared parental leave period. This is because essential 
mileage is classed as a benefit and not remuneration under employment 
legislation. 

12.3 Pension contributions will continue to be made during any period when 
the individual is receiving ShPP but not during any period of unpaid SPL. 
The individual contributions will be based on actual pay, while the force’s 
contributions will be based on the salary that the person would have 
received had they not been taking SPL.  

12.4 Annual leave entitlement continues to accrue during a period of SPL. 
Line managers should discuss with an individual whether they will be 
taking any accrued holiday leave prior to their SPL or extending their 
absence from work by adding annual leave to the end of their leave. 
Ideally both parties should try to come to an arrangement that suits both 
the needs of the force and the needs of the individual. 
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12.5 If a public/bank holiday date falls whilst a member of staff is on SPL then 
they can take this leave date, after they have returned to work on a 
another occasion.  

13.0 Returning to work after Shared Parental Leave 

13.1 If an individual wishes to return to work earlier than the expected return 
date, they may provide a written notice to vary the leave and must give 
the force at least eight weeks’ notice of their date of early return. This will 
count as one of the individual’s notifications. 

13.2 If they have already used their three notifications to book and/or vary 
leave then the force does not have to accept the notice to return early but 
may do if it is considered to be reasonably practicable to do so.  

13.3 If their maternity/paternity/adoption leave and SPL amount to 26 weeks 
or less  in total, on returning to work a member of staff is entitled to return 
to the same job they occupied immediately before commencing their 
leave on the same terms and conditions of employment as if they had not 
been absent. 

13.4 If their maternity/paternity/adoption leave and SPL amount to more than 
26 weeks in total, the police staff member is entitled to return to the same 
job they held before commencing the last period of leave or, if this is not 
reasonably practicable, a similar job that has the same terms and 
conditions as the previous job. 
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Appendix A 

GLOSSARY OF TERMS 

Expected week of childbirth (EWC) - means the week starting on a Sunday, 
during which the birthing partner's doctor or midwife expects her to give birth. 

SPL- Shared Parental Leave. 

ShPP - Shared Parental Pay. 

Continuous leave - a period of leave that is taken in one block for example four 
weeks leave. 

Discontinuous leave - a period of leave that is arranged around weeks where 
the person will return to work for example an arrangement where the member of 
Police Staff will work every other week for a period of three months. 

Birthing partner- means the birthing partner or expectant mother or father of 
the child. 

Adopter - the person who is eligible for adoption leave and/or pay who has the 
main caring responsibility for the child.  They can be male or female. 

Partner - means the father of the child, or the person who, at the date of the 
child’s birth, is married to, the civil partner of, or the partner of the birthing 
partner.  This includes someone, of either sex, who lives with the birthing 
partner and the child in an enduring family relationship but who is not the 
birthing partner's child, parent, grandchild, grandparent, sibling, aunt, uncle, 
niece, or nephew. 

Match - when an adopter is approved to adopt a named child or children by an 
approved adoption agency. 

Curtail - where an eligible birthing partner/adopter brings their maternity/
adoption leave and, if appropriate, pay or allowance entitlement to an end early.  

SPLIT day - Shared Parental Leave in Touch Day. 

Ordinary Parental Leave - separate entitlement to Shared Parental Leave, 
entitles parents to take up to 18 weeks off work to look after a child’s welfare, 
this leave is unpaid. 
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Appendix B 

EXAMPLES 

Example 1 

Jean finishes work four weeks before her estimated week of childbirth.  Her 
partner works for another employer; they both meet the eligibility criteria for 
shared parental leave.   

She curtails her maternity leave after 14 weeks, leaving 38 weeks (of the total 
52 week entitlement) available for shared parental leave.  She takes 28 weeks 
and her partner takes the other 10 weeks.  Her partner decides to take the 10 
weeks leave immediately after he has taken his two weeks ordinary paternity 
leave after the birth of the baby so the couple are off together for the first three 
months after the birth of the child. 

Jean has 18 months continuous service with the force and therefore qualifies for 
occupational maternity pay, the first 6 weeks at 90% average weekly earnings 
followed by 12 weeks half pay.  She has the option to share her entitlement of 
39 weeks statutory shared parental pay with her partner.   

It is important to note that for the first 6 weeks of 90% any payments are offset 
against payments made by statutory maternity pay or maternity allowance. This 
means that the amount of statutory shared parental pay available for Jean to 
share with her partner will be 21 weeks because she has already taken 18 
weeks of her statutory allowance. 

Example 2 

Pete has been matched to two children for adoption through an approved 
adoption agency.  His partner will have the main caring responsibility for the 
children when they are placed for adoption and therefore are the primary 
adopter. Both meet the eligibility criteria for shared parental leave. 

His partner notifies his employer that he will curtail his adoption leave and pay 
after 12 weeks, leaving 40 weeks (of the total 52 week entitlement) available for 
shared parental leave.  

Pete and his partner decide to take 20 weeks shared parental leave each. Pete 
plans to take his 20 weeks beginning with the week his partner has returned to 
work, so that someone is at home for the first 40 weeks after the children’s 
placement. He has already taken his two weeks ordinary paternity leave after 
the children were first placed. 

By the time Pete’ partner has returned to work he will have used up 32 weeks 
statutory pay (12 weeks SAP + 20 weeks ShPP) and therefore Pete as the 
secondary adopter will be entitled to the remainder 7 weeks ShPP (39 weeks – 
32 weeks). 
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Example 3 

Shakia goes into early labour with her child and starts her maternity leave the 
day following the birth.  She returns to work after 18 weeks, not planning to take 
any shared parental leave and pay as her birthing partner is looking after the 
child while Shakia and her husband work. 

After she returns to work, Shakia’s mum falls and breaks her leg and can no 
longer look after her granddaughter.  Shakia and her husband decide to opt into 
shared parental leave and pay so that her husband can stay at home until the 
baby is older. 

Shakia notifies the Force that she is ending her maternity pay period and that 
her husband is opting into shared parental leave and pay.  The maternity pay 
period ends on the last day of the pay week in which the notice is given. 

Shakia and her husband are entitled to 34 weeks’ shared parental leave. This is 
because Shakia returned to work after 18 weeks of maternity leave and these 
18 weeks are deducted from the total available (52 weeks). 

Shakia and her husband are entitled to 21 weeks statutory shared parental pay 
calculated as follows: the total 39 weeks available minus the 18 weeks she 
received maternity pay following the birth of the child. 



Shared Parental Leave – Police Staff     April 2015 
Page 20 of 20 

Appendix C 

DISCONTINUOUS LEAVE GUIDANCE 

Factors for Police Staff to Consider Factors for the Force to Consider 
for Discontinuous Leave 

• Whether one or both parents
qualify for SPL and how they
want to share the care of the
child;

• Whether the birthing partner/
adopter is willing to curtail their
maternity/adoption leave;

• Essential dates where leave
must take place;

• Whether they want to take
continuous or discontinuous
leave;

• Leave needs of the partner;

• Child care options and
arrangements;

• Personal financial situation;

• Other working or leave options
i.e. flexible working, Ordinary
Parental Leave, Paternity
Leave, Annual Leave;

• Impact on pension;

• Timing of any career
aspirations.

 How the role will be covered in
the absence of the individual;

 Any overarching resource
issues during the period of
leave (link in with resource
planning as appropriate);

 Potential impact in client front
facing roles;

 Any future operational
commitments (where relevant);

 Consistency of service delivery;

 Whether the role can be
covered by agency workers or a
fixed term contract;

 Any impact on ongoing tasks or
projects the individual is
involved in;

 Recording any outcome of any
discussions and sharing this
with the member of staff.
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1. Guidance Identification Page

Guidance title: FAMILY LEAVE – POLICE STAFF GUIDANCE 

Registry Reference number: 08/236 

Guidance implementation date: Already implemented 

Guidance review date: April 2019 

Department / Division responsible: HR 

Guidance owner: 

Last reviewed by: 

Head of Department 

 Date last reviewed: 08 Nov 2018 

Impacts on other policies / guidance / documents (list): 

This combines previous “leave” documents; i.e. leave for urgent domestic reasons, 
bereavement, Birth Leave, Ordinary Parental Leave and Adoption Leave. 

Related documents : 
Maternity Scheme 
Shared Parental Leave 

Disclosable under FOI Act: 

Guidance to be published on Intranet 
Guidance to be published on Force Website 

YES 
YES 
YES 

2. Legislative Compliance

This document has been drafted to comply with the principles of the Human Rights Act. 
Proportionality has been identified as the key to Human Rights compliance, this means striking a 
fair balance between the rights of the individual and those of the rest of the community. There 
must be a reasonable relationship between the aim to be achieved and the means used. 

Equality and Diversity issues have also been considered to ensure compliance with the Equality 
Act 2010 and meet our legal obligation in relation to the equality duty. In addition, Data Protection, 
Freedom of Information and Health and Safety Issues have been considered. Adherence to this 
policy or procedure will therefore ensure compliance with all relevant legislation and internal 
policies. 
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3. Introduction

The content of this document accords with legislation which has been established for some 
considerable time, being amended and updated regularly in line with legislative changes. It seeks 
to inform police staff and managers of the leave facilities available to police staff to balance 
various family and other urgent domestic situations. 

The document has been updated to take in to consideration the changes from the Police Staff 
Council (April 2017). 

The guidance and procedures sitting under this policy aim to balance the need to take into account 
individual circumstances of police staff members in a supportive and compassionate way, whilst 
maintaining an efficient and effective service. Whilst this document touches on aspects of 
maternity leave, it does not cover the maternity scheme, which is published separately. 

4. Procedures

4.1 ADOPTION LEAVE SCHEME 

The following conditions of service are applicable to Police Staff intending to adopt children. The 
provisions will be available to any member of police staff who is nominated as the primary carer 
of the adopted child. 

Eligibility 

All Police Staff irrespective of hours of work are entitled to 52 weeks adoption leave and are 
eligible for consideration under the scheme subject to the following; 

1. They are planning to adopt a baby or child under the age of 18.
2. They can provide confirmation from Social Services or an adoption agency of their

intention to adopt and of the proposed placement of a child with them.

The scheme does not apply to cases of adoption by step-parents and foster parents in respect 
of children previously living with the adoptive parents. 
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Notification Procedures 

1. The employee should report, in writing, to their line manager of the intention to adopt. Where
possible, 28 days notice should be given of a request to commence adoption leave to ensure
that the employee can receive Statutory Adoption Pay. The line manager can approve the
request, following consultation with the HR department to ensure the request complies with
the requirements. In rare cases where notice is not possible within the 28 days, an adoptive
parent should give notice as soon as reasonably practicable.

Details of paid and unpaid adoption and/or parental leave should be forwarded to Shared HR
Service Centre and retained on the individuals’ Gateway file for pay and record- keeping
purposes.

2. The employee should notify the Force of their intended date of return to work following
adoption leave.

Employees who decide to return earlier than the original intended date and prior to taking the
full 52 weeks of adoption leave should give 21 days written notice to their line manager of the
change of return date. Should employees change their mind about the date they intend to
return where they have already notified an early return date, they will need to give 8 weeks
notice before the new date. Should employees wish to postpone their early return, they will
need to give 8 weeks notice before the original early return date.

3. Other periods of leave (annual leave, parental leave, unpaid leave etc.) should be applied for
in the normal manner through the line manager.

Entitlement 

1. A member of police staff who has less than 26 weeks’ continuous service will not qualify for
Statutory Adoption pay as they do not have the qualifying service of 26 weeks.

2. A member of police staff who has 26 weeks’ or more but less than one year’s continuous
service will be entitled to 39 weeks Statutory Adoption Pay.

3. A member of Police staff who has completed 1 year’s continuous service, ending with the
week in which the employee is notified of having been matched with a childwill be entitled to
the below

• 18 weeks at full pay; (Employees can elect, with the agreement of the employer,
to extend their final five week’s adoption pay to 10 weeks at half pay);

• 21 weeks at statutory adoption rate;
• 13 weeks unpaid.

The pay to which an employee is entitled to shall be reduced, in respect of any week for which 
the employee receives statutory adoption pay, by an amount equal to the statutory adoption 
pay. 

The half pay to which an employee is entitled shall be reduced, in respect of any week for 
which the member receives statutory adoption pay, by an amount equal to half of the statutory 
adoption pay that the member receives for that week. 

4. Staff can choose to commence leave: -
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• From the date of the child’s placement (whether this is earlier or later than expected).

• From a fixed date which can be up to 14 days before the expected date of the
placement.

5. Where both partners are current employees they may apply to share the period of paid
adoption leave, provided suitable arrangements can be made in the respective employing
sections.

If the secondary carer is a police staff member with the Force, leave may be granted in
accordance with the Birth Leave scheme for Police Staff. The secondary carer will also be
entitled to Shared Parental Leave (see attached Shared Parental Leave document).

6. The primary carer is also entitled to unpaid parental leave of up to 18 weeks (see Ordinary
Parental Leave Scheme – Police Staff) which may be taken immediately after the adoption
provided this is requested prior to the employee commencing adoption leave. Unpaid parental
leave cannot be postponed if it is to be taken immediately after the paid adoption leave.

7. Part time employees are entitled to adoption leave on a pro rata basis.

8. During the adoption process it may be necessary for the adoptive parent(s) to attend sessions
which cannot be arranged outside normal working hours. In such cases the line manager on
request may grant time off with pay from the employee.

9. If an employee’s request for adoption or ordinary parental leave has been unreasonably
postponed or refused the employee may appeal to the Head of HR.

Contractual Position of Employee during Adoption Leave 

Employment Rights 

Any period of adoption and ordinary parental leave counts as a period of continuous employment 
for the purposes of statutory employment rights. This includes the accrual of annual leave and 
this will continue to be accrued. 

Pensions 

In respect of the first thirty days of an approved absence it is obligatory for an employee to pay 
contributions. For a period of more than thirty days absence the employee has the right to decide 
whether or not to pay contributions. On return to work the employee should report if they wish to 
repay into the pension scheme to Shared HR Service Centre and a quotation can be obtained. 

Childcare Vouchers 

Statutory Adoption Pay is calculated on the amount of average weekly earnings. A reduction of 
National Insurance Contributions prior to the period of SAP could reduce entitlements. It may be 
advisable for employees not to order childcare vouchers for at least 2 months prior to commencing 
adoption leave. 

Statutory Sick Pay 

Employees in lower earnings categories should be aware that average pay during the eight 
weeks prior to commencement of sick leave must be equal to, or exceed, the National 
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Insurance minimum earnings limit to be eligible for Statutory Sick Pay. A period of unpaid leave 
reduces the average pay and may disqualify an employee from SSP. 

Statutory Adoption Pay 

As with SSP an employee could be disqualified from receiving SAP. 

National Insurance Related Benefits 

Once again a possible loss of benefit, such as invalidity, could be incurred during any unpaid 
leave. Employees should contact the DSS for further advice prior to making a request under the 
scheme. 

Essential Car User 

Where the employee is receiving a monthly lump sum payment as an essential car user, the 
payment will cease for the periods of any unpaid leave of one month or more. Payments will be 
made up to the month end in which any unpaid leave commences. 

Trade Union Subscriptions/PMAS/Group Assurance 

It is the employee’s responsibility for the payment of any subscriptions or savings plans during 
any period of unpaid leave. The employee should notify UNISON or any savings/assurance 
schemes if they are taking any periods of unpaid leave to identify how contributions may be 
continued. 

‘Keeping in Touch’ (KIT) Days 

Employees can attend 10 days’ work during their adoption leave without bringing their adoption 
leave to an end. Working part of a day will count as one day in terms of attendance. Employees 
will not lose any SAP for working up to 10 days. Payment at their rate per hour for the number of 
hours worked to a maximum of a full day will be paid (combined with SAP, if applicable). Should 
any work be undertaken over the 10 days, employees will lose their SAP for any week in which 
they do any further work. 

KIT days are pro rata for staff on part time contracts or hours. 

Work is defined as any work done under the contract of employment and although not exhaustive, 
may include court appearances, job related training and team meetings/team building events. 

The Force is not obliged to offer work and employees do not have to accept it. 

‘Keeping in Touch’ days should be recorded on Force Form 212. 

Keeping in Contact 

During the adoption leave period, the line manager may make reasonable contact with the 
employee, and in the same way that the primary carer may make contact with the line manager. 
This contact will give the employee an opportunity to be kept informed of issues such as job 
vacancies, significant workplace developments and training opportunities as well as discussing 
their return to work. 
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The contact between the line manager and the employee can be made in any way that best suits 
either or both of them. For example, it could be by telephone, by e-mail, by letter, involving the 
employee making a visit to the workplace, or in other ways. Note that such contact will not bring 
the adoption leave period to an end, and does not constitute ‘work’ and would not, therefore, count 
towards the 10 ‘Keeping in Touch’ days. 

Return to Work 

The primary carer must undertake to return to work following the period of absence for a minimum 
of 2 months in order to retain pay for the period of leave (4 months if returning on a part time basis 
from a full time role). 

In the event of employees not returning to work following adoption leave, they will have forfeited 
their right to adoption pay, and the Force will recover such payment. 

The option of a return to work on part-time or job share basis by the primary carer will be 
considered on request. 

Surrogacy 

Where a child is born to a surrogate birthing parent, the intended parents can become the child’s 
legal parents by applying for a parental order. One of the intended parents must be genetically 
related to the child and the child must live with the intended parents. 

Where a couple have a parental order in relation to a child, one of the parents can be eligible for 
adoption leave and pay and the other can be eligible for paternal leave and pay. The couple must 
elect which one of them will take adoption leave. 

An employee who takes adoption leave in these circumstances can curtail his / her adoption leave 
and take shared parental leave with the other parent, provided that both parents meet the relevant 
eligibility requirements. The date of the child’s due birth date must have been on or after 5th April 
2015. 

4.2 MATERNITY SUPPORT LEAVE 

It is recognised that parental child care role as a joint responsibility and is committed to enabling 
both partners to share this responsibility in the initial stages of parenthood without adversely 
affecting continuity of employment. For information a flow chart detailing pay and leave 
entitlements for the birthing parent is attached at Appendix A. 

The following scheme applies to Police Staff whose partners are pregnant. 

Ante-natal Care for partner 

Time off with pay up to a maximum of five half days may be taken by employees for the specific 
purpose of accompanying their partners to antenatal appointments. This provision includes 
attendance at medical examinations, relaxation classes and parent craft classes. 

In addition to the agreed paid time off previously mentioned, from 1 October 2014 an expectant 
non-birthing parent/partner of the birthing parent (e.g. the partner of a pregnant individual) will be 
entitled to take unpaid time off to accompany the birthing parent to up to 2 of their antenatal 
appointments. The time off is capped at six and half hours for each appointment. Partner includes 
the spouse or civil partner of the pregnant woman and a person (of either sex) in a long term 
relationship with her. There is no qualifying period for 
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employees. Agency workers, however, will have undertaken the same work for the same hirer for 
at least 12 weeks. 

Line Managers are entitled to ask the employee for a declaration stating the date and time of the 
appointments, that the police staff qualifies for the unpaid time off through his or her relationship 
with the birthing parent or child and that the time off is for the purpose of attending an antenatal 
appointment with the expectant individual that has been made on the advice of a registered 
medical practitioner, nurse or midwife. 

Maternity Support Leave (Paternity) 

Time off with full pay up to a maximum of 2 working weeks may be taken following the birth or 
adoption of their child. The payment will incorporate an element of Statutory Paternity Pay. 

The time off can only be taken in a single continuous period and cannot be taken as odd days. 
Employees will need to take their leave within 56 days of the birth or adoption of the child. 

Eligibility 

To be eligible for such leave employees must be continuously employed by the force for at least 
26 weeks by the end of the 15th week before baby is due. You must then continue to be employed 
by the force (or have continuous service) until the date baby is born. 

As a reminder, the following procedures should be followed when paternity leave is required: - 

1. Employees must; notify their line manager, request and complete a SC3 form from
Shared HR Service Centre.

2. Give at least three weeks’ notice of the date their absence is due to begin, (inform Duty
Management if necessary), or if this is not possible, as soon as is reasonably practicable

3. In respect of antenatal appointments, produce if requested the appropriate appointment
card.

Maternity Support Leave – for nominated carer 

Maternity support leave is available to an employee who has been nominated as the primary carer 
(but not partner of) of a dependant who is due to give birth. (Dependant is defined as a person 
who reasonably relies upon the employee for assistance). Time off with pay may be approved for 
the purpose of assisting in the care of the child and to provide support for the dependant at or 
around the time of the birth. Time off will not be given to attend ante-natal classes etc. 

The line manager may approve time off with pay of up to 5 days. A copy of the certificate of 
pregnancy should be produced, together with other documentation to show that the employee 
has been nominated as the main carer at or around the time of the birth (i.e. letter from doctor or 
midwife). 

4.3 SHARED PARENTAL LEAVE (SPL) 

Children born on or after 5 April 2015 or in the case of Adoption Leave children notified of 
placement on or after 5 April 2015 will be entitled to apply for Shared Parental Leave. 

Additional Parental Leave will no longer apply and will be replaced by SPL. 
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SPL enables eligible police staff to choose how to share the care of their child during the first year 
of birth or adoption. Its purpose is to give parents as much flexibility as possible in considering 
how best to care for their child. 

SPL should not be confused with Ordinary Parental Leave (OPL) which is unaffected by the new 
legislation regarding SPL. Ordinary Parental Leave (OPL) is an entitlement to take up to 18 weeks 
unpaid leave and is covered under a separate procedure. 

Parents remain entitled to take maternity, birth leave and adoption leave as appropriate. However, 
an eligible pregnant individual or adopter may now choose to reduce their maternity/adoption 
leave early and opt into SPL. 

For full details please see attached guidance Shared Parental Leave (SPL). The process and 
links to application form and other documents can be found by accessing Gateway Shared HR 
Service Centre, Home Page, and then located in the Leave folder. 

4.4 ORDINARY PARENTAL LEAVE (OPL) 

Parental Leave Scheme – Police Staff 

The right to Ordinary Parental leave is contained in the Maternity and Parental Leave Regulations 
2002 (as amended) made under the Employment Relations Act 1999. 

OPL is the right to take time off to look after a child or make arrangements for a child’s welfare. It 
can be used by parents to spend more time with their children or to strike a balance between work 
and family commitments. 

Eligibility for Ordinary Parental Leave 

The scheme is available to all Police Staff. There is no qualifying period of employment. Both 
parents, whether the natural or adoptive parents can qualify for OPL, if the force employs both. 

The parent must be named on the birth certificate or have parental responsibility under the law 
for the child. In some cases the legal responsibility will have passed to a guardian. If an employee 
has acquired parental responsibility for a child, they will be entitled to OPL under the terms of this 
policy. This covers: 

• The birthing parent of the child, e.g. the pregnant individual

• The non-birthing parent/partner of the birthing parent of the child if registered on the child’s
birth certificate.

• The non-birthing parent/partner of the birthing parent if they have acquired parental
responsibility under the Children’s Act 1989. This is either done by a court order or an
agreement between the birthing parent and non-birthing parent/partner of the birthing
parent that complies with certain legal requirements.

• A guardian appointed under Section 5 of the Children’s Act 1989.

• Adoptive parents (see Adoption Leave Scheme).

OPL must be taken to care for a child. This scheme provides for parental leave to be taken for 
children up to the age of 18. The leave may be taken for a number of reasons and examples of 
the way leave may be used are as follows:– 

• to spend more time with the child in the early years
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• to accompany a child during a planned stay in hospital
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• settling the child into new childcare arrangements

If leave is to be taken for any other purpose than to care for a child, this should be approved 
through annual leave, flexi-leave or the unpaid leave scheme. If the leave is used for any other 
purpose, this may be dealt with through the Police Staff Disciplinary Procedure. 

Leave under the Scheme 

Each parent can take 18 weeks’ unpaid leave under the scheme for each child. OPL is an 
individual right and cannot be transferred between the parents. The leave is pro-rata for 
employees working on a part time/job share basis. 

The leave must be taken in blocks of one week or more, up to a maximum of 4 weeks in a year 
for each child. 

One week’s OPL is equal to the length of time that an employee is normally required to work. 

Parents of disabled children (defined as children for whom disability living allowance has been 
awarded) take the leave in individual days, up to a maximum of 20 days in any 12-month period. 
This is to cater for any specialist needs for the child. 

A year is a twelve-month period, which starts when the employee commences the first period of 
OPL. 

 Birthing parents take the entitlement to the full 18 weeks unpaid OPL immediately after a period 
of maternity leave, provided this is requested prior to the employee commencing maternity leave. 
(Exceptional circumstances will be considered if notice cannot be given prior to commencing 
maternity leave). OPL requested following maternity leave cannot be postponed by the Force. 

Applying For Ordinary Parental Leave 

Employees should apply in writing to their line manager at least 21 days before the 
commencement of the leave. The dates that the leave will start and finish should be provided. 
Evidence of the employee’s parental responsibility should be provided with the first request for 
parental leave e.g. copy birth certificate, court order or legal documentation. 

If the OPL is to be taken by a non-birthing parent/partner of the birthing parent immediately after 
a child is born, this can be taken following the entitlement to paid Birth Leave. The request for 
OPL must be submitted with the request for Birth Leave. 

The line manager can approve the parental leave. A report authorising the unpaid leave should 
be forwarded to Shared HR Service Centre in order that amendments can be made to salary and 
update the Gateway record of parental leave taken. 

If the line manager can evidence that the employee’s absence would result in problems within the 
section/department – i.e. other staff absences at peak holiday times, work issues, the parental 
leave can be postponed for a period of 1 month after the beginning of the period that the OPL 
was originally to commence. 

(NB this cannot be postponed if the leave is to immediately follow maternity leave – see above). 

The line manager should discuss the reasons for the postponement with the employee and give 
notice of the postponement and the reasons why, in writing, no later than 7 days after the 
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employee’s request. New dates for the leave should be discussed and confirmed in writing to 
the employee. 

If the employee is dissatisfied with the reason for postponement, he/she has recourse to the 
Dispute Resolution Procedure. 

Contractual position of Employee during Ordinary Parental Leave 

Employment Rights 

The period of Parental Leave counts as a period of continuous employment for the purposes of 
statutory employment rights 

Pay 

Pay will cease for the duration of the leave. Incremental progression will be maintained. 

Pensions – Force Occupational Pension Scheme 

In respect of the first thirty days of an approved absence it is obligatory for an employee to pay 
contributions (even if the leave is unpaid). For a period of more than thirty days absence the 
employee has the right to decide whether or not to pay contributions. However, employees should 
be aware that unless contributions are paid, a loss of reckonable service would be incurred during 
the period of unpaid leave. Occupational pension rights that have accrued prior to the 
commencement of the leave are frozen until the employee returns to work. 

Statutory Sick Pay 

Employees in the lower earnings categories should note that the average pay during the eight 
weeks prior to commencement of sick leave must be equal to, or exceed, the National Insurance 
minimum earnings limit. A period of unpaid leave reduces the average pay and may disqualify an 
employee from SSP. 

Statutory Maternity Pay 

As with SSP an employee could be disqualified from receiving SMP. 

National Insurance Related Benefits 

Once again a possible loss of benefit, such as invalidity, could be incurred during any periods of 
unpaid leave. Employees should contact the DSS for further advice prior to making a request 
under the scheme. 

Annual Leave 

Periods of unpaid ordinary parental leave will count as service for determining additional days 
leave – i.e. after five years’ service. A period of absence does not affect the employee’s 
entitlement to paid annual leave. 

Essential Car User 
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Where the employee is receiving a monthly lump sum payment as an essential car user, the 
payment will cease for the periods of unpaid leave of one month or more. Payments will be made 
up to the month end in which the unpaid leave commences. 

Trade Union Subscriptions 

It is the employee’s responsibility for the payment of trade union subscriptions during any period 
of unpaid leave. 

Return to Work 

At the end of the OPL period, the employee has the right to return to the same job, as before if 
the period of leave was 4 weeks or less. 

If the period of OPL is longer than 4 weeks, the employee is entitled to the same job, or if this is 
not reasonably practicable, a similar job that has the same terms and conditions as the previous 
job. 

An employee returning to work after parental leave is entitled to benefit from any changes to the 
terms and conditions of the post. 

4.5 IVF/FERTILITY TREATMENT 

IVF/fertility treatment for members of staff undergoing treatment or for the partner of an individual 
undergoing treatment who may need to accompany and care for them (e.g. compassionate leave). 
IVF leave is a maximum of ten days, in a twelve month period, to be agreed by line managers. 
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As a manger it's incumbent on 

each of us to ensure we know 

our staff and know what we can 

do to get the best out of them.   

It's critical that we have a 

diverse and inclusive workforce 

as it's the only way that we'll 

deliver the best service to our 

communities and it will give us 

a much better understanding 

of them.  In order to support 

people we need to have 

conversations – make time to 

talk -but when talking about 

gender identity, people will 

often say 'I don't know what to 

say'. 

Guidance is designed to help 

managers to start and continue 

those conversations, to get to 

know their staff and to 

understand what they need to 

do as managers to support 

their trans staff.  The 

conversation is the starting 

point - making sure it's 

appropriate, supportive and 

considerate.  If you're ever not 

sure, just remember #mayIask. 

DCC Julie Cooke 

Cheshire Constabulary 

(NPCC lead for LGBT+) 

In Derbyshire Constabulary I want 

people to be able to be who they 

are and not feel limited in this, 

knowing their difference will be 

respected by those they work with. 

There is room for all of us in 

policing.  People need not feel 

they have to conform or fall into a 

stereotype to be accepted and to 

get on at work.  Managers have a 

key part to play in encouraging 

individuals to be their authentic 

selves in the workplace, for 

example being open about their 

gender, identifying as trans, or a 

person with trans history. 

I believe this is vital to providing 

inclusive services to our 

communities, and recruiting a 

representative workforce. 

I am proud that as a force we 

acknowledge and celebrate 

International Transgender Day of 

Visibility; along with respectfully 

honouring those who have lost their 

lives and have been victims as a 

direct result of trans discrimination, 

prejudice and transphobic hate. 

DCC Rachel Swann 

Derbyshire Constabulary 

(Equality lead for Derbyshire) 
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The aim of this document is to 

provide managers with the tools to 

have conversations about gender 

identity in the workplace and to 

feel equipped with knowledge of 

what to do when a staff member 

informs you they are going to 

transition. 

As a manager, your role is to 

ensure a positive experience for 

the trans individual and create an 

inclusive working environment.  

You must ensure trans people feel 

welcome and are motivated to 

perform at their best. 

For most people, their innate 

sense of being male or female, 

their gender identity, matches the 

sex they were assigned at birth 

and sits comfortably with it.  

However, for a small number of 

people their gender identity 

doesn't match the sex they were 

assigned at birth.  Some will 

undergo the process of aligning 

their life and physical identity to 

match their gender identity.  This is 

known as transitioning. 

However, some will not.  Others 

may identity as neither male nor 

female, which may be known as 

being non-binary.  No trans 

person's journey will be the same 

as another's, and it's important to 

recognise these differences. 

As part of the process of aligning 

their life and physical identity to 

match their gender identity, some 

trans people may choose to take 

hormones and have surgery.  

However, medical intervention 

isn't part of every trans individual's 

journey. 
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WHAT DO I SAY TO THE PERSON 
INFORMING ME THEY ARE GOING 
TO TRANSITION? 

A member of your team speaking 

to you about their gender identity is 

a huge step for the individual and 

your initial response is extremely 

important.  You don't have to know 

everything, but you need to listen, 

be supportive and reassure the 

individual that all information 

disclosed shall remain strictly 

confidential. 

Understand that every trans 

individual's experience is different 

and no journey will be the same, so 

work collaboratively to create a 

plan specific to them and their 

needs.  Agree with them which 

steps need to be taken before, 

during and after their transition. 

WHAT LANGUAGE SHOULD I USE? 

Ask the individual which pronouns 

and name they would like to use at 

each stage of their transition. 

Ask them how they would like to be 

addressed.  Think about whether 

the police usage of 'Sir' and 

'Ma'am' is appropriate for the 

individual.  Could you implement a 

change whereby people are 

referred to by their rank or ‘boss’ for 

example? 

Please see Trans Guidance for the 

Policing Sector: Glossary of Terms to 

better understand language. 

WHAT DO I NEED TO THINK 
ABOUT? 

As with any prolonged time off, 

the frequency and method of 

keeping in touch should be 

agreed with the individual. Certain 

events may cause anxiety, such as 

the first day back at work, 

changes to their role, or using 

different facilities, and discussions 

should be had to ensure that the 

individual feels safe, supported 

and comfortable returning to 

work. 

For example, offering to crew the 

individual with a trusted colleague 

and providing training in different 

search or conflict techniques may 

help alleviate some of the 

concerns. 

WHAT IF I DON’T KNOW THE 
ANSWER? 

Don't worry. Listen, be honest, 

provide reassurance and find the 

answer after the meeting.  Tell the 

individual when you will get back 

to them and agree by what 

method this will be done. 

Use the support services available 

to you for advice.  However, be 

mindful of confidentiality and the 

danger of accidentally disclosing 

details of the individual 

concerned when asking for help. 

Always ensure you gain the 

individual's written permission 

before speaking about their 

gender identity with a third party. 
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WHAT DOES TRANS MEAN? 

Trans people may describe 

themselves as transsexual, 

transgender, a cross-dresser 

(transvestite), non-binary and 

anyone else who may not 

conform to traditional gender 

roles.  It includes those who have 

transitioned from male to female 

(trans women) or from female to 

male (trans men) as well as those 

who do not have a typically 

‘male’ or ‘female’ gender identity 

(non-binary). 

ACQUIRED GENDER 

The gender role that a trans 

person achieves through the 

process of transition.  It is the legal 

term. 

GENDER 

It is largely culturally determined 

and is assigned at birth based on 

the sex of the individual.  It affects 

how people perceive themselves 

and how they expect others to 

behave. 

GENDER IDENTITY 

The gender to which one feels 

one belongs.  A person’s sense of 

self as a man, woman, non-binary 

person or other sense of gender. 

GENDER DYSPHORIA 

An anxiety, uncertainty or 

persistently uncomfortable 

feelings experienced by an 

individual about their assigned 

gender which is in conflict with 

their internal gender identity. 
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As an organisation, we have a 

legal obligation to ensure that all 

staff, regardless as to whether 

individuals plan to undergo, are 

undergoing or have undergone 

gender reassignment, do not 

suffer discriminatory treatment at 

work, and it’s best practice to 

ensure that all trans staff are able 

to reach their full potential. 

There are a number of laws in 

place to support trans individuals. 

The Data Protection Act, 1998: 

controls how personal information 

can be processed and used. 

The Gender Recognition Act, 2004: 

a system which allows people to 

change their legal gender if they 

wish to. 

The Equality Act, 2010: 

a single legal framework which 

protects individual against 

discrimination and promotes 

equality of opportunity. 

The Equality Act 2010 covers all 

aspects of employment, inclusion 

recruitment and selection 

processes, employment related 

benefits, training, career 

development and references.  It 

also covers the delivery of goods, 

facilities and services. 

NON-BINARY / GENDER QUEER 

Describes any gender identity 

which does not fit within the 

binary of male and female. 

AGENDER 

Person who does not identify 

themselves as having a particular 

gender. 

GENDER RECOGNITION 
CERTIFICATE (GRC) 

A GRC certificate issued under the 

Gender Recognition Act which 

enables someone to be legally 

recognised in their acquired 

gender. 

TRANSITION 

The social, psychological, 

emotional and economic 

processes that a trans person 

undergoes to move from their 

assigned gender role into their 

identified gender. The time this 

takes is variable and depends on 

the individual’s ability to embrace 

significant change in their life. This 

may refer to social transition 

(changing name, clothes etc), 

medical transition (hormones and/

or surgery) or both. 

CISGENDER 

A person who identifies with their 

gender assigned at birth. 
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Which practical things need to be changed and who is accountable 

What options are there for redeployment if the individual should wish 

Keeping a signed record of everything agreed between you and the individ-

Have their pictures previously been used on the force social media, website 

Where an officer or staff member 

is considering gender 

reassignment or inform you that 

they wish to change their gender 

identity, as a line manager you 

are responsible for: 

• Arranging a meeting.  You

must ensure that the

location of your initial

meeting is somewhere

private where you won't be

disturbed.  Holding a face to

face meeting to discuss and

agree an individual care

plan.

• Planning for your first

meeting: read the

documents and policies

available to you.

• Preparing for the meeting.

Things to consider.  Does the

employee need time off for

any treatment?  If so, how

will this be managed?

• Managing if, when and how

the individual wants to

inform their colleagues.

• Considering which practical

things need to be changed

and identifying who is

accountable for these? For

example, IT systems and 

warrant cards. 

• Considering what options

are available for

redeployment if the

individual should wish to do

so, ensuring that their career

progression is minimally

affected, if at all? For

example, with fitness tests or

personal safety

qualifications.

• Considering what training

might be useful for you and

your team?

• Keeping a signed record of

everything agreed between

you and the individual

• Having any of the

individual's details or

pictures which have been

previously used on the force

social media, website or

printed literature removed.

• Undertaking a risk

assessment where needed

and discuss whether an

Occupational Health Unit

(OHU) referral is appropriate.
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• Discuss any anticipated

treatment dates if

applicable.

• Provide assurance that all

information will be treated in

the strictest confidence.

• Ask the individual which

toilets/changing facilities

they are most comfortable

using.

• Discuss issues surrounding

uniform, which is now

gender neutral and issues

surrounding ID/warrant

cards.

• Ask the individual what

name they would like to be

known by and what

pronouns they prefer.

• Discuss with the individual

who needs to be informed

and when and how they

choose to be supported

through the process.

Take advice from the Equality 

& Inclusion team and/or a HR 

manager if you’d like more 

information. 

There are lots of resources 

available on the internet and it 

might be useful for you to 

undertake further research. 

The Deputy Chief Constable is 

the named nominated 

equality lead in every force. 

Remember: you can't identify 

an individual as trans to a third 

party without that individual's 

prior permission. 

Ensure you have this permission 

in writing before doing so. 

Members from 

our LGBT+ 

support 

network are also on hand to 

offer support; and we have a 

dedicated colleague within 

the force who can offer advice 

and support 24/7on any trans 

issue: 

... 

DBS CHECKS 

The DBS have a process 

to allow applicants to 

disclose previous 

gender/name 

information to the DBS only.  This 

information does not need to be 

revealed on the DBS application 

form or to a potential employer.  

This is known as the ‘Sensitive 

Applications Process’. 
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FACILITIES 

These may include 

showers, toilets and 

locker rooms.  

Individuals will likely 

use the facilities that 

align with their gender 

identity.  At different points in their 

transition, they may however 

choose to use gender neutral 

facilities or accessible facilities if 

gender neutral ones are 

unavailable. 

Think about which facilities you 

may need, to be sure they are 

available for the individual in 

different situations, for example, 

shared accommodation, external 

courses and showers after 

physical activities.  Ideally, there 

should be options in all 

circumstances to ensure the 

comfort and privacy of the 

individual. 

Where an employee 

reveals information 

about their gender 

identity, the 

recipient of such 

information must 

keep it confidential and must 

not disclose it to a third party 

without that individual's 

consent.  This includes 

information provided to the line 

manager when the employee 

is transitioning. 

Disclosure of this information 

would constitute harassment 

and in some cases legal action 

could be taken as it may 

constitute a criminal offence. 

Additionally, the employer 

must not disclose information 

relating to an employee's 

gender identity to another 

employer, for example when 

responding to a reference 

request, and all documents 

relating to the individual must 

be securely stored. 

Under no circumstances must a 

line manager pass information 

to any other person inside or 

outside the organisation 

without the individual’s explicit 

consent.  Disclosing any 

information about an 

individual’s transgender or non-

binary status, without their 

consent, is a breach of 

legislation. 
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Supporting our staff  who identify as 

trans & non-binary 

GUIDANCE FOR COLLEAGUES





As NPCC lead for LGBT issues I 

see it as extremely important 

that all officers and staff can 

come to work and bring their 

whole self. 

Policing must have a diverse 

workforce if it is to be truly 

representative of our 

communities and if we are to 

provide the best service. 

Inclusivity for trans staff is as 

important as for all members of 

our workforce. 

Staff who are transitioning whilst 

in work will be afforded 

psychological support as well 

as the time and flexibility to 

manage any related absence 

from the workplace.  Career 

opportunities and progression 

will not be restricted as a result 

of the transitioning process and 

the individual will be supported. 

All trans staff, regardless of their 

position, can expect ongoing 

support and protection from 

adverse treatment in the police 

force. 

DCC Julie Cooke 

Cheshire Constabulary 

(NPCC lead for LGBT+) 

For some, working with people 

identifying as being trans or non-

binary, maybe awkward.  This is 

probably down to the fact that this 

area is generally unfamiliar ground 

and colleagues are perhaps 

worried about ‘getting it wrong’. 

The aim of this guidance is to try to 

give as much help and support as 

possible for individuals who are 

working with or offering support to 

colleagues who are planning to 

undergo transition within the 

workplace; identify as being non-

binary; or have a trans history. 

Our force is committed to 

progressing trans equality.  As an 

organisation we believe in serving 

all of our communities effectively, 

whilst also aiming to be an 

employer of choice for all.  This 

guidance has been created by our 

LGBT+ staff support network, by 

pulling together information from 

the National LGBT+ network, the 

National Police Chiefs' Council and 

Stonewall - which will helpfully 

ensure we meet our commitment. 

Chief Inspector Ranjit Dol 

Derbyshire Constabulary 

(Strategic lead for Inclusion) 



The aim of this document is to 

provide trans allies with the tools 

to have conversations about 

gender identity in the workplace 

and to feel equipped with 

knowledge of what to do when a 

staff member informs you they are 

going to transition. 

As an LGBT+/Trans ally, your role is 

to ensure a positive experience for 

the trans individual and create an 

inclusive working environment.  

You must ensure trans people feel 

welcome and are motivated to 

perform at their best. 

For most people, their innate 

sense of being male or female, 

their gender identity, matches the 

sex they were assigned at birth 

and sits comfortably with it.  

However, for a small number of 

people their gender identity 

doesn't match the sex they were 

assigned at birth.  Some will 

undergo the process of aligning 

their life and physical identity to 

match their gender identity.  This is 

known as transitioning. 

However, some will not.  Others 

may identity as neither male nor 

female, which may be known as 

being non-binary.  No trans 

person's journey will be the same 

as another's, and it's important to 

recognise these differences. 

As part of the process of aligning 

their life and physical identity to 

match their gender identity, some 

trans people may choose to take 

hormones and have surgery.  

However, medical intervention 

isn't part of every trans individual's 

journey. 
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For confidential 

advice on any trans 

issues call  our local 

trans rep on:  

... 
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WHAT DOES TRANS MEAN? 

Trans people may describe 

themselves as transsexual, 

transgender, a cross-dresser 

(transvestite), non-binary and 

anyone else who may not 

conform to traditional gender 

roles.  It includes those who have 

transitioned from male to female 

(trans women) or from female to 

male (trans men) as well as those 

who do not have a typically 

‘male’ or ‘female’ gender identity 

(non-binary). 

ACQUIRED GENDER 

The gender role that a trans 

person achieves through the 

process of transition.  It is the legal 

term. 

GENDER 

It is largely culturally determined 

and is assigned at birth based on 

the sex of the individual.  It affects 

how people perceive themselves 

and how they expect others to 

behave. 

GENDER IDENTITY 

The gender to which one feels 

one belongs.  A person’s sense of 

self as a man, woman, non-binary 

person or other sense of gender. 

GENDER DYSPHORIA 

An anxiety, uncertainty or 

persistently uncomfortable 

feelings experienced by an 

individual about their assigned 

gender which is in conflict with 
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As an organisation, we have a 

legal obligation to ensure that all 

staff, regardless as to whether 

individuals plan to undergo, are 

undergoing or have undergone 

gender reassignment, do not 

suffer discriminatory treatment at 

work, and it’s best practice to 

ensure that all trans staff are able 

to reach their full potential. 

There are a number of laws in 

place to support trans individuals. 

The Data Protection Act, 1998: 

controls how personal information 

can be processed and used. 

The Gender Recognition Act, 2004: 

a system which allows people to 

change their legal gender if they 

wish to. 

The Equality Act, 2010: 

a single legal framework which 

protects individual against 

discrimination and promotes 

equality of opportunity. 

The Equality Act 2010 covers all 

aspects of employment, inclusion 

recruitment and selection 

processes, employment related 

benefits, training, career 

development and references.  It 

also covers the delivery of goods, 

facilities and services. 

NON-BINARY / GENDER QUEER 

Describes any gender identity 

which does not fit within the 

binary of male and female. 

AGENDER 

Person who does not identify 

themselves as having a particular 

gender. 

GENDER RECOGNITION 
CERTIFICATE (GRC) 

A GRC certificate issued under the 

Gender Recognition Act which 

enables someone to be legally 

recognised in their acquired 

gender. 

TRANSITION 

The social, psychological, 

emotional and economic 

processes that a trans person 

undergoes to move from their 

assigned gender role into their 

identified gender. The time this 

takes is variable and depends on 

the individual’s ability to embrace 

significant change in their life. This 

may refer to social transition 

(changing name, clothes etc), 

medical transition (hormones and/

or surgery) or both. 

CISGENDER 

A person who identifies with their 

gender assigned at birth. 
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Police Sergeant 

“We are able to feel happier and 

give more when we are truly 

aligned with our own self and sense 

of purpose.  We are all individuals 

and we represent communities of 

individuals.” 
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FACILITIES 

These may include showers, 

toilets and locker rooms.  

Individuals will likely use the 

facilities that align with their 

gender identity.  At different 

points in their transition, they may 

however choose to use gender 

neutral facilities or accessible 

facilities if gender neutral ones 

are unavailable. 

As a Trans ally, 

consider being 

a ‘bathroom 

buddy’.  There is 

a national 

campaign on this issue as it 

continues to still be a difficult 

areas for most to get right.  

#IllGoWithYou 

As an ally, you could 

think about which 

facilities a trans/non-

binary colleague may 

need and help ensure 

that they are available for the 

individual in different situations, for  

As a Trans ally you 

may be in the 

privileged position 

whereby a colleague 

reveals information 

about their gender 

identity to you.  The recipient of 

such information must keep it 

confidential and must not 

disclose it to a third party without 

that individual's consent. 

Disclosure of this information 

would constitute harassment and 

in some cases legal action could 

be taken as it a breach of 

legislation and may even be 

deemed to be a offence. 

Under no circumstances must 

anyone, including your line 

manager, pass information to any 

other person inside or outside the 

organisation without the 

individual’s explicit consent. 

example, shared 

accommodation, external 

courses and showers after 

physical activities.  Ideally, there 

should be options in all 

circumstances to ensure the 

comfort and privacy of the 

individual. 

Being a Trans ally would 

certainly help take the pressure 

of your colleague if you could 

help with this. 

CONFIDENTIALLY 
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“Being honest and open with  

yourself and other allows you to fully 

be your true self– life can be so 

much better.” 

Unit Manager
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Findings from the LGBT in Britain – 

Trans Report published by 

Stonewall in 2017 found that half 

of trans and non-binary people 

(51% and 50% respectively) have 

hidden or disguised the fact that 

they are LGBT+ at work because 

they were afraid of discrimination. 

Our LGBT+ support network would 

like to invite individuals to attend a 

trans ally workshop to find out 

more about the issues, offering the 

chance for colleagues to show 

their commitment to trans equality 

and become a trans ally. 

Delegates will be empowered to 

become active and positive allies 

working to create a more inclusive 

workplaces for all trans people, 

along with others identifying as 

LGB or straight. 

Attending this session delegates 

will be able to: 

 explore and better

understand language and

terminology

 hear personal stories from

trans people and learn

about their experiences of

being a trans individual at

work and in society

 recognise your influence

and responsibility when it

comes to creating an 

inclusive workplace 

 gain a deeper

understanding of the

common impacts of

transphobia on trans people

and the trans community

 find practical ways to step

up as an effective and

positive trans ally

 meet other colleagues and

help develop a network of

trans allies who can create

more inclusive workplaces

together

Who can attend? 

Anyone.  Regardless of an 

individual gender identity or 

sexual orientation.  This invite is 

open to all members of the 

Derbyshire Constabulary from all 

ranks and roles.  It is designed for 

non-trans individuals at any level 

of the organisation, including 

individuals who identify as being 

from the LGB community, LGB 

allies, those from a range of 

diverse backgrounds, people of 

faith, and individuals of different 

abilities. 

To register your interest in 

attending a session, please 

email ...

TRANS ALLY WORKSHOP & ADDITIONAL RESOURCES 
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Remember, if you need further information, resource can be found: 

 ACAS: Supporting trans employees in the workplace

 Government Equalities Office/Inclusive Employers: The recruitment

and retention of transgender staff

 Home Office/a:gender: The Workplace and Gender Reassignment

 Scottish Trans Alliance and Stonewall Scotland: Changing for the

Better  -How to Include Trans People in Your Workplace

Members from our LGBT+ 

support network are also 

on hand to offer support: 

... 

TRANS ALLY WORKSHOP & ADDITIONAL RESOURCES
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Wear rainbow laces 

Email (lgbt@derbyshire.police.uk) 

and request a pair of your very 

own rainbow laces to wear in your 

boots on patrol.  Take a photo and 

share this on social media from 

your local accounts (also including 

@DerbysPoliceLGBT) and 

remember to use the hash tags: 

#PolicingWithPride #SaferTogether 

Update your email signature 

Use the LGBT+ Ally or Trans Ally 

jpeg image as part of your email 

signature.  Include a statement on 

Trans Day of Visibility and Trans 

Day of Remembrance and include 

a link to our LGBT+ support network 

page to raise awareness and show 

your support. 

Attend local events 

Derbyshire LGBT+ is a local charity 

dedicated to offering support to 

all members and allies of the 

LGBT+ community.  They have two 

centres within the county (Derby 

and Chesterfield).  Why not find 

out what they are planning 

locally?  By having a police 

presence at a local event at 

LGBT+ / Trans specific event not 

only shows support but can inspire 

others to do the same.  Again 

consider taking a phone and 

sharing this on social media (if 

appropriate). 

Educate yourself 

Do you know the differences 

between gender identity, gender 

expression, Sex, sexual orientation 

and emotional attraction?  Would 

you know how to refer to a trans 

person?  Would you know how to 

offer the correct service to a trans 

person in custody for example? 

Things not to say... 

BBC3 have a series of interview 

style clips from people from 

difference communities'.  They 

often have a humours approach 

to education and include ’things 

not to say’ and give examples of 

how inappropriate questions/

comments can be interpreted and 

why they can cause offence.  Links 

to these clips can be found on the 

force intranet. 

How to be an effective ally 
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“ 

 Employ a tactful, sensitive approach to the use of titles and

names for preferred gender, i.e. addressing transgender people

in the gender they present (referring to a transgender female as

a Woman and a transgender male as a Man) and using the

correct personal pronouns of she/he. For non-binary people,

pronouns he/she, his/hers, may be replaced with more neutral

pronouns such as: they, per, zie or fey.

 Ensure they properly secure any records or printouts which may

disclose an individual’s gender status.

 Refrain completely from asking an individual about whether

they have a Gender Recognition Certificate.  Operationally, if

you deal with an individual whose name/gender on Niche/PNC

is different from the gender they have assigned for themselves,

and they have not disclosed their current status, add the

individual’s name as an alias to the respective record.  If they

disclose their transgender status, refer to the flowchart –

updating police systems: transgender and non-binary

individuals, before making any changes to systems. Further

information is also within the supporting information.

 Protect an individual’s transgender or non-binary status when

communicating over Airwave, or other insecure method.

 Refrain from disclosing any unnecessary or irrelevant information.

Any such disclosure may breach legislation and result in a

criminal prosecution.

TRANS ALLIES WILL... 

I am proud to support my trans colleagues.  As an 

trans ally, I take responsibility to consistently influence 

our working culture and practice to be inclusive and 

take a zero-tolerance approach to bullying, 

harassment and discrimination.  We all have a 

responsibility to make a difference. 
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UNISON has local and national groups of LGBT+ members who can provide access to 

practical advice and legal information.  Visit www.unison.org.uk for more details 
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UNISON is here for you when you need help at work 

Contact our Branch Secretary 

to find out more: 
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1. Guidance Identification Page

Guidance title: FAMILY LEAVE – POLICE STAFF GUIDANCE 

Registry Reference number: 08/236 

Guidance implementation date: Already implemented 

Guidance review date: April 2019 

Department / Division responsible: HR 

Guidance owner: 

Last reviewed by: 

Head of Department 

... Date last reviewed: 08 Nov 2018 

Impacts on other policies / guidance / documents (list): 

This combines previous “leave” documents; i.e. leave for urgent domestic reasons, 
bereavement, Birth Leave, Ordinary Parental Leave and Adoption Leave. 

Related documents : 
Maternity Scheme 
Shared Parental Leave 

Disclosable under FOI Act: 

Guidance to be published on Intranet 
Guidance to be published on Force Website 

YES 
YES 
YES 

2. Legislative Compliance

This document has been drafted to comply with the principles of the Human Rights Act. 
Proportionality has been identified as the key to Human Rights compliance, this means striking a 
fair balance between the rights of the individual and those of the rest of the community. There 
must be a reasonable relationship between the aim to be achieved and the means used. 

Equality and Diversity issues have also been considered to ensure compliance with the Equality 
Act 2010 and meet our legal obligation in relation to the equality duty. In addition, Data Protection, 
Freedom of Information and Health and Safety Issues have been considered. Adherence to this 
policy or procedure will therefore ensure compliance with all relevant legislation and internal 
policies. 
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3. Introduction

The content of this document accords with legislation which has been established for some 
considerable time, being amended and updated regularly in line with legislative changes. It seeks 
to inform police staff and managers of the leave facilities available to police staff to balance 
various family and other urgent domestic situations. 

The document has been updated to take in to consideration the changes from the Police Staff 
Council (April 2017). 

The guidance and procedures sitting under this policy aim to balance the need to take into account 
individual circumstances of police staff members in a supportive and compassionate way, whilst 
maintaining an efficient and effective service. Whilst this document touches on aspects of 
maternity leave, it does not cover the maternity scheme, which is published separately. 

4. Procedures

4.1 ADOPTION LEAVE SCHEME 

The following conditions of service are applicable to Police Staff intending to adopt children. The 
provisions will be available to any member of police staff who is nominated as the primary carer 
of the adopted child. 

Eligibility 

All Police Staff irrespective of hours of work are entitled to 52 weeks adoption leave and are 
eligible for consideration under the scheme subject to the following; 

1. They are planning to adopt a baby or child under the age of 18.
2. They can provide confirmation from Social Services or an adoption agency of their

intention to adopt and of the proposed placement of a child with them.

The scheme does not apply to cases of adoption by step-parents and foster parents in respect 
of children previously living with the adoptive parents. 
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Notification Procedures 

1. The employee should report, in writing, to their line manager of the intention to adopt. Where
possible, 28 days notice should be given of a request to commence adoption leave to ensure
that the employee can receive Statutory Adoption Pay. The line manager can approve the
request, following consultation with the HR department to ensure the request complies with
the requirements. In rare cases where notice is not possible within the 28 days, an adoptive
parent should give notice as soon as reasonably practicable.

Details of paid and unpaid adoption and/or parental leave should be forwarded to Shared HR
Service Centre and retained on the individuals’ Gateway file for pay and record- keeping
purposes.

2. The employee should notify the Force of their intended date of return to work following
adoption leave.

Employees who decide to return earlier than the original intended date and prior to taking the
full 52 weeks of adoption leave should give 21 days written notice to their line manager of the
change of return date. Should employees change their mind about the date they intend to
return where they have already notified an early return date, they will need to give 8 weeks
notice before the new date. Should employees wish to postpone their early return, they will
need to give 8 weeks notice before the original early return date.

3. Other periods of leave (annual leave, parental leave, unpaid leave etc.) should be applied for
in the normal manner through the line manager.

Entitlement 

1. A member of police staff who has less than 26 weeks’ continuous service will not qualify for
Statutory Adoption pay as they do not have the qualifying service of 26 weeks.

2. A member of police staff who has 26 weeks’ or more but less than one year’s continuous
service will be entitled to 39 weeks Statutory Adoption Pay.

3. A member of Police staff who has completed 1 year’s continuous service, ending with the
week in which the employee is notified of having been matched with a childwill be entitled to
the below

• 18 weeks at full pay; (Employees can elect, with the agreement of the employer,
to extend their final five week’s adoption pay to 10 weeks at half pay);

• 21 weeks at statutory adoption rate;
• 13 weeks unpaid.

The pay to which an employee is entitled to shall be reduced, in respect of any week for which 
the employee receives statutory adoption pay, by an amount equal to the statutory adoption 
pay. 

The half pay to which an employee is entitled shall be reduced, in respect of any week for 
which the member receives statutory adoption pay, by an amount equal to half of the statutory 
adoption pay that the member receives for that week. 

4. Staff can choose to commence leave: -
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• From the date of the child’s placement (whether this is earlier or later than expected).

• From a fixed date which can be up to 14 days before the expected date of the
placement.

5. Where both partners are current employees they may apply to share the period of paid
adoption leave, provided suitable arrangements can be made in the respective employing
sections.

If the secondary carer is a police staff member with the Force, leave may be granted in
accordance with the Birth Leave scheme for Police Staff. The secondary carer will also be
entitled to Shared Parental Leave (see attached Shared Parental Leave document).

6. The primary carer is also entitled to unpaid parental leave of up to 18 weeks (see Ordinary
Parental Leave Scheme – Police Staff) which may be taken immediately after the adoption
provided this is requested prior to the employee commencing adoption leave. Unpaid parental
leave cannot be postponed if it is to be taken immediately after the paid adoption leave.

7. Part time employees are entitled to adoption leave on a pro rata basis.

8. During the adoption process it may be necessary for the adoptive parent(s) to attend sessions
which cannot be arranged outside normal working hours. In such cases the line manager on
request may grant time off with pay from the employee.

9. If an employee’s request for adoption or ordinary parental leave has been unreasonably
postponed or refused the employee may appeal to the Head of HR.

Contractual Position of Employee during Adoption Leave 

Employment Rights 

Any period of adoption and ordinary parental leave counts as a period of continuous employment 
for the purposes of statutory employment rights. This includes the accrual of annual leave and 
this will continue to be accrued. 

Pensions 

In respect of the first thirty days of an approved absence it is obligatory for an employee to pay 
contributions. For a period of more than thirty days absence the employee has the right to decide 
whether or not to pay contributions. On return to work the employee should report if they wish to 
repay into the pension scheme to Shared HR Service Centre and a quotation can be obtained. 

Childcare Vouchers 

Statutory Adoption Pay is calculated on the amount of average weekly earnings. A reduction of 
National Insurance Contributions prior to the period of SAP could reduce entitlements. It may be 
advisable for employees not to order childcare vouchers for at least 2 months prior to commencing 
adoption leave. 

Statutory Sick Pay 

Employees in lower earnings categories should be aware that average pay during the eight 
weeks prior to commencement of sick leave must be equal to, or exceed, the National 
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Insurance minimum earnings limit to be eligible for Statutory Sick Pay. A period of unpaid leave 
reduces the average pay and may disqualify an employee from SSP. 

Statutory Adoption Pay 

As with SSP an employee could be disqualified from receiving SAP. 

National Insurance Related Benefits 

Once again a possible loss of benefit, such as invalidity, could be incurred during any unpaid 
leave. Employees should contact the DSS for further advice prior to making a request under the 
scheme. 

Essential Car User 

Where the employee is receiving a monthly lump sum payment as an essential car user, the 
payment will cease for the periods of any unpaid leave of one month or more. Payments will be 
made up to the month end in which any unpaid leave commences. 

Trade Union Subscriptions/PMAS/Group Assurance 

It is the employee’s responsibility for the payment of any subscriptions or savings plans during 
any period of unpaid leave. The employee should notify UNISON or any savings/assurance 
schemes if they are taking any periods of unpaid leave to identify how contributions may be 
continued. 

‘Keeping in Touch’ (KIT) Days 

Employees can attend 10 days’ work during their adoption leave without bringing their adoption 
leave to an end. Working part of a day will count as one day in terms of attendance. Employees 
will not lose any SAP for working up to 10 days. Payment at their rate per hour for the number of 
hours worked to a maximum of a full day will be paid (combined with SAP, if applicable). Should 
any work be undertaken over the 10 days, employees will lose their SAP for any week in which 
they do any further work. 

KIT days are pro rata for staff on part time contracts or hours. 

Work is defined as any work done under the contract of employment and although not exhaustive, 
may include court appearances, job related training and team meetings/team building events. 

The Force is not obliged to offer work and employees do not have to accept it. 

‘Keeping in Touch’ days should be recorded on Force Form 212. 

Keeping in Contact 

During the adoption leave period, the line manager may make reasonable contact with the 
employee, and in the same way that the primary carer may make contact with the line manager. 
This contact will give the employee an opportunity to be kept informed of issues such as job 
vacancies, significant workplace developments and training opportunities as well as discussing 
their return to work. 
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The contact between the line manager and the employee can be made in any way that best suits 
either or both of them. For example, it could be by telephone, by e-mail, by letter, involving the 
employee making a visit to the workplace, or in other ways. Note that such contact will not bring 
the adoption leave period to an end, and does not constitute ‘work’ and would not, therefore, count 
towards the 10 ‘Keeping in Touch’ days. 

Return to Work 

The primary carer must undertake to return to work following the period of absence for a minimum 
of 2 months in order to retain pay for the period of leave (4 months if returning on a part time basis 
from a full time role). 

In the event of employees not returning to work following adoption leave, they will have forfeited 
their right to adoption pay, and the Force will recover such payment. 

The option of a return to work on part-time or job share basis by the primary carer will be 
considered on request. 

Surrogacy 

Where a child is born to a surrogate birthing parent, the intended parents can become the child’s 
legal parents by applying for a parental order. One of the intended parents must be genetically 
related to the child and the child must live with the intended parents. 

Where a couple have a parental order in relation to a child, one of the parents can be eligible for 
adoption leave and pay and the other can be eligible for paternal leave and pay. The couple must 
elect which one of them will take adoption leave. 

An employee who takes adoption leave in these circumstances can curtail his / her adoption leave 
and take shared parental leave with the other parent, provided that both parents meet the relevant 
eligibility requirements. The date of the child’s due birth date must have been on or after 5th April 
2015. 

4.2 MATERNITY SUPPORT LEAVE 

It is recognised that parental child care role as a joint responsibility and is committed to enabling 
both partners to share this responsibility in the initial stages of parenthood without adversely 
affecting continuity of employment. For information a flow chart detailing pay and leave 
entitlements for the birthing parent is attached at Appendix A. 

The following scheme applies to Police Staff whose partners are pregnant. 

Ante-natal Care for partner 

Time off with pay up to a maximum of five half days may be taken by employees for the specific 
purpose of accompanying their partners to antenatal appointments. This provision includes 
attendance at medical examinations, relaxation classes and parent craft classes. 

In addition to the agreed paid time off previously mentioned, from 1 October 2014 an expectant 
non-birthing parent/partner of the birthing parent (e.g. the partner of a pregnant individual) will be 
entitled to take unpaid time off to accompany the birthing parent to up to 2 of their antenatal 
appointments. The time off is capped at six and half hours for each appointment. Partner includes 
the spouse or civil partner of the pregnant woman and a person (of either sex) in a long term 
relationship with her. There is no qualifying period for 
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employees. Agency workers, however, will have undertaken the same work for the same hirer for 
at least 12 weeks. 

Line Managers are entitled to ask the employee for a declaration stating the date and time of the 
appointments, that the police staff qualifies for the unpaid time off through his or her relationship 
with the birthing parent or child and that the time off is for the purpose of attending an antenatal 
appointment with the expectant individual that has been made on the advice of a registered 
medical practitioner, nurse or midwife. 

Maternity Support Leave (Paternity) 

Time off with full pay up to a maximum of 2 working weeks may be taken following the birth or 
adoption of their child. The payment will incorporate an element of Statutory Paternity Pay. 

The time off can only be taken in a single continuous period and cannot be taken as odd days. 
Employees will need to take their leave within 56 days of the birth or adoption of the child. 

Eligibility 

To be eligible for such leave employees must be continuously employed by the force for at least 
26 weeks by the end of the 15th week before baby is due. You must then continue to be employed 
by the force (or have continuous service) until the date baby is born. 

As a reminder, the following procedures should be followed when paternity leave is required: - 

1. Employees must; notify their line manager, request and complete a SC3 form from
Shared HR Service Centre.

2. Give at least three weeks’ notice of the date their absence is due to begin, (inform Duty
Management if necessary), or if this is not possible, as soon as is reasonably practicable

3. In respect of antenatal appointments, produce if requested the appropriate appointment
card.

Maternity Support Leave – for nominated carer 

Maternity support leave is available to an employee who has been nominated as the primary carer 
(but not partner of) of a dependant who is due to give birth. (Dependant is defined as a person 
who reasonably relies upon the employee for assistance). Time off with pay may be approved for 
the purpose of assisting in the care of the child and to provide support for the dependant at or 
around the time of the birth. Time off will not be given to attend ante-natal classes etc. 

The line manager may approve time off with pay of up to 5 days. A copy of the certificate of 
pregnancy should be produced, together with other documentation to show that the employee 
has been nominated as the main carer at or around the time of the birth (i.e. letter from doctor or 
midwife). 

4.3 SHARED PARENTAL LEAVE (SPL) 

Children born on or after 5 April 2015 or in the case of Adoption Leave children notified of 
placement on or after 5 April 2015 will be entitled to apply for Shared Parental Leave. 

Additional Parental Leave will no longer apply and will be replaced by SPL. 
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SPL enables eligible police staff to choose how to share the care of their child during the first year 
of birth or adoption. Its purpose is to give parents as much flexibility as possible in considering 
how best to care for their child. 

SPL should not be confused with Ordinary Parental Leave (OPL) which is unaffected by the new 
legislation regarding SPL. Ordinary Parental Leave (OPL) is an entitlement to take up to 18 weeks 
unpaid leave and is covered under a separate procedure. 

Parents remain entitled to take maternity, birth leave and adoption leave as appropriate. However, 
an eligible pregnant individual or adopter may now choose to reduce their maternity/adoption 
leave early and opt into SPL. 

For full details please see attached guidance Shared Parental Leave (SPL). The process and 
links to application form and other documents can be found by accessing Gateway Shared HR 
Service Centre, Home Page, and then located in the Leave folder. 

4.4 ORDINARY PARENTAL LEAVE (OPL) 

Parental Leave Scheme – Police Staff 

The right to Ordinary Parental leave is contained in the Maternity and Parental Leave Regulations 
2002 (as amended) made under the Employment Relations Act 1999. 

OPL is the right to take time off to look after a child or make arrangements for a child’s welfare. It 
can be used by parents to spend more time with their children or to strike a balance between work 
and family commitments. 

Eligibility for Ordinary Parental Leave 

The scheme is available to all Police Staff. There is no qualifying period of employment. Both 
parents, whether the natural or adoptive parents can qualify for OPL, if the force employs both. 

The parent must be named on the birth certificate or have parental responsibility under the law 
for the child. In some cases the legal responsibility will have passed to a guardian. If an employee 
has acquired parental responsibility for a child, they will be entitled to OPL under the terms of this 
policy. This covers: 

• The birthing parent of the child, e.g. the pregnant individual

• The non-birthing parent/partner of the birthing parent of the child if registered on the child’s
birth certificate.

• The non-birthing parent/partner of the birthing parent if they have acquired parental
responsibility under the Children’s Act 1989. This is either done by a court order or an
agreement between the birthing parent and non-birthing parent/partner of the birthing
parent that complies with certain legal requirements.

• A guardian appointed under Section 5 of the Children’s Act 1989.

• Adoptive parents (see Adoption Leave Scheme).

OPL must be taken to care for a child. This scheme provides for parental leave to be taken for 
children up to the age of 18. The leave may be taken for a number of reasons and examples of 
the way leave may be used are as follows:– 

• to spend more time with the child in the early years
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• to accompany a child during a planned stay in hospital
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• settling the child into new childcare arrangements

If leave is to be taken for any other purpose than to care for a child, this should be approved 
through annual leave, flexi-leave or the unpaid leave scheme. If the leave is used for any other 
purpose, this may be dealt with through the Police Staff Disciplinary Procedure. 

Leave under the Scheme 

Each parent can take 18 weeks’ unpaid leave under the scheme for each child. OPL is an 
individual right and cannot be transferred between the parents. The leave is pro-rata for 
employees working on a part time/job share basis. 

The leave must be taken in blocks of one week or more, up to a maximum of 4 weeks in a year 
for each child. 

One week’s OPL is equal to the length of time that an employee is normally required to work. 

Parents of disabled children (defined as children for whom disability living allowance has been 
awarded) take the leave in individual days, up to a maximum of 20 days in any 12-month period. 
This is to cater for any specialist needs for the child. 

A year is a twelve-month period, which starts when the employee commences the first period of 
OPL. 

 Birthing parents take the entitlement to the full 18 weeks unpaid OPL immediately after a period 
of maternity leave, provided this is requested prior to the employee commencing maternity leave. 
(Exceptional circumstances will be considered if notice cannot be given prior to commencing 
maternity leave). OPL requested following maternity leave cannot be postponed by the Force. 

Applying For Ordinary Parental Leave 

Employees should apply in writing to their line manager at least 21 days before the 
commencement of the leave. The dates that the leave will start and finish should be provided. 
Evidence of the employee’s parental responsibility should be provided with the first request for 
parental leave e.g. copy birth certificate, court order or legal documentation. 

If the OPL is to be taken by a non-birthing parent/partner of the birthing parent immediately after 
a child is born, this can be taken following the entitlement to paid Birth Leave. The request for 
OPL must be submitted with the request for Birth Leave. 

The line manager can approve the parental leave. A report authorising the unpaid leave should 
be forwarded to Shared HR Service Centre in order that amendments can be made to salary and 
update the Gateway record of parental leave taken. 

If the line manager can evidence that the employee’s absence would result in problems within the 
section/department – i.e. other staff absences at peak holiday times, work issues, the parental 
leave can be postponed for a period of 1 month after the beginning of the period that the OPL 
was originally to commence. 

(NB this cannot be postponed if the leave is to immediately follow maternity leave – see above). 

The line manager should discuss the reasons for the postponement with the employee and give 
notice of the postponement and the reasons why, in writing, no later than 7 days after the 
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employee’s request. New dates for the leave should be discussed and confirmed in writing to 
the employee. 

If the employee is dissatisfied with the reason for postponement, he/she has recourse to the 
Dispute Resolution Procedure. 

Contractual position of Employee during Ordinary Parental Leave 

Employment Rights 

The period of Parental Leave counts as a period of continuous employment for the purposes of 
statutory employment rights 

Pay 

Pay will cease for the duration of the leave. Incremental progression will be maintained. 

Pensions – Force Occupational Pension Scheme 

In respect of the first thirty days of an approved absence it is obligatory for an employee to pay 
contributions (even if the leave is unpaid). For a period of more than thirty days absence the 
employee has the right to decide whether or not to pay contributions. However, employees should 
be aware that unless contributions are paid, a loss of reckonable service would be incurred during 
the period of unpaid leave. Occupational pension rights that have accrued prior to the 
commencement of the leave are frozen until the employee returns to work. 

Statutory Sick Pay 

Employees in the lower earnings categories should note that the average pay during the eight 
weeks prior to commencement of sick leave must be equal to, or exceed, the National Insurance 
minimum earnings limit. A period of unpaid leave reduces the average pay and may disqualify an 
employee from SSP. 

Statutory Maternity Pay 

As with SSP an employee could be disqualified from receiving SMP. 

National Insurance Related Benefits 

Once again a possible loss of benefit, such as invalidity, could be incurred during any periods of 
unpaid leave. Employees should contact the DSS for further advice prior to making a request 
under the scheme. 

Annual Leave 

Periods of unpaid ordinary parental leave will count as service for determining additional days 
leave – i.e. after five years’ service. A period of absence does not affect the employee’s 
entitlement to paid annual leave. 

Essential Car User 
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Where the employee is receiving a monthly lump sum payment as an essential car user, the 
payment will cease for the periods of unpaid leave of one month or more. Payments will be made 
up to the month end in which the unpaid leave commences. 

Trade Union Subscriptions 

It is the employee’s responsibility for the payment of trade union subscriptions during any period 
of unpaid leave. 

Return to Work 

At the end of the OPL period, the employee has the right to return to the same job, as before if 
the period of leave was 4 weeks or less. 

If the period of OPL is longer than 4 weeks, the employee is entitled to the same job, or if this is 
not reasonably practicable, a similar job that has the same terms and conditions as the previous 
job. 

An employee returning to work after parental leave is entitled to benefit from any changes to the 
terms and conditions of the post. 

4.5 IVF/FERTILITY TREATMENT 

IVF/fertility treatment for members of staff undergoing treatment or for the partner of an individual 
undergoing treatment who may need to accompany and care for them (e.g. compassionate leave). 
IVF leave is a maximum of ten days, in a twelve month period, to be agreed by line managers. 
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1. Guidance Identification Page

Guidance title: FAMILY LEAVE – POLICE STAFF GUIDANCE 

Registry Reference number: 08/236 

Guidance implementation date: Already implemented 

Guidance review date: April 2019 

Department / Division responsible: HR 

Guidance owner: 

Last reviewed by: 

Head of Department 

... Date last reviewed: 08 Nov 2018 

Impacts on other policies / guidance / documents (list): 

This combines previous “leave” documents; i.e. leave for urgent domestic reasons, 
bereavement, Birth Leave, Ordinary Parental Leave and Adoption Leave. 

Related documents : 
Maternity Scheme 
Shared Parental Leave 

Disclosable under FOI Act: 

Guidance to be published on Intranet 
Guidance to be published on Force Website 

YES 
YES 
YES 

2. Legislative Compliance

This document has been drafted to comply with the principles of the Human Rights Act. 
Proportionality has been identified as the key to Human Rights compliance, this means striking a 
fair balance between the rights of the individual and those of the rest of the community. There 
must be a reasonable relationship between the aim to be achieved and the means used. 

Equality and Diversity issues have also been considered to ensure compliance with the Equality 
Act 2010 and meet our legal obligation in relation to the equality duty. In addition, Data Protection, 
Freedom of Information and Health and Safety Issues have been considered. Adherence to this 
policy or procedure will therefore ensure compliance with all relevant legislation and internal 
policies. 
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3. Introduction

The content of this document accords with legislation which has been established for some 
considerable time, being amended and updated regularly in line with legislative changes. It seeks 
to inform police staff and managers of the leave facilities available to police staff to balance 
various family and other urgent domestic situations. 

The document has been updated to take in to consideration the changes from the Police Staff 
Council (April 2017). 

The guidance and procedures sitting under this policy aim to balance the need to take into account 
individual circumstances of police staff members in a supportive and compassionate way, whilst 
maintaining an efficient and effective service. Whilst this document touches on aspects of 
maternity leave, it does not cover the maternity scheme, which is published separately. 

4. Procedures

4.1 ADOPTION LEAVE SCHEME 

The following conditions of service are applicable to Police Staff intending to adopt children. The 
provisions will be available to any member of police staff who is nominated as the primary carer 
of the adopted child. 

Eligibility 

All Police Staff irrespective of hours of work are entitled to 52 weeks adoption leave and are 
eligible for consideration under the scheme subject to the following; 

1. They are planning to adopt a baby or child under the age of 18.
2. They can provide confirmation from Social Services or an adoption agency of their

intention to adopt and of the proposed placement of a child with them.

The scheme does not apply to cases of adoption by step-parents and foster parents in respect 
of children previously living with the adoptive parents. 
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Notification Procedures 

1. The employee should report, in writing, to their line manager of the intention to adopt. Where
possible, 28 days notice should be given of a request to commence adoption leave to ensure
that the employee can receive Statutory Adoption Pay. The line manager can approve the
request, following consultation with the HR department to ensure the request complies with
the requirements. In rare cases where notice is not possible within the 28 days, an adoptive
parent should give notice as soon as reasonably practicable.

Details of paid and unpaid adoption and/or parental leave should be forwarded to Shared HR
Service Centre and retained on the individuals’ Gateway file for pay and record- keeping
purposes.

2. The employee should notify the Force of their intended date of return to work following
adoption leave.

Employees who decide to return earlier than the original intended date and prior to taking the
full 52 weeks of adoption leave should give 21 days written notice to their line manager of the
change of return date. Should employees change their mind about the date they intend to
return where they have already notified an early return date, they will need to give 8 weeks
notice before the new date. Should employees wish to postpone their early return, they will
need to give 8 weeks notice before the original early return date.

3. Other periods of leave (annual leave, parental leave, unpaid leave etc.) should be applied for
in the normal manner through the line manager.

Entitlement 

1. A member of police staff who has less than 26 weeks’ continuous service will not qualify for
Statutory Adoption pay as they do not have the qualifying service of 26 weeks.

2. A member of police staff who has 26 weeks’ or more but less than one year’s continuous
service will be entitled to 39 weeks Statutory Adoption Pay.

3. A member of Police staff who has completed 1 year’s continuous service, ending with the
week in which the employee is notified of having been matched with a childwill be entitled to
the below

• 18 weeks at full pay; (Employees can elect, with the agreement of the employer,
to extend their final five week’s adoption pay to 10 weeks at half pay);

• 21 weeks at statutory adoption rate;
• 13 weeks unpaid.

The pay to which an employee is entitled to shall be reduced, in respect of any week for which 
the employee receives statutory adoption pay, by an amount equal to the statutory adoption 
pay. 

The half pay to which an employee is entitled shall be reduced, in respect of any week for 
which the member receives statutory adoption pay, by an amount equal to half of the statutory 
adoption pay that the member receives for that week. 

4. Staff can choose to commence leave: -
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• From the date of the child’s placement (whether this is earlier or later than expected).

• From a fixed date which can be up to 14 days before the expected date of the
placement.

5. Where both partners are current employees they may apply to share the period of paid
adoption leave, provided suitable arrangements can be made in the respective employing
sections.

If the secondary carer is a police staff member with the Force, leave may be granted in
accordance with the Birth Leave scheme for Police Staff. The secondary carer will also be
entitled to Shared Parental Leave (see attached Shared Parental Leave document).

6. The primary carer is also entitled to unpaid parental leave of up to 18 weeks (see Ordinary
Parental Leave Scheme – Police Staff) which may be taken immediately after the adoption
provided this is requested prior to the employee commencing adoption leave. Unpaid parental
leave cannot be postponed if it is to be taken immediately after the paid adoption leave.

7. Part time employees are entitled to adoption leave on a pro rata basis.

8. During the adoption process it may be necessary for the adoptive parent(s) to attend sessions
which cannot be arranged outside normal working hours. In such cases the line manager on
request may grant time off with pay from the employee.

9. If an employee’s request for adoption or ordinary parental leave has been unreasonably
postponed or refused the employee may appeal to the Head of HR.

Contractual Position of Employee during Adoption Leave 

Employment Rights 

Any period of adoption and ordinary parental leave counts as a period of continuous employment 
for the purposes of statutory employment rights. This includes the accrual of annual leave and 
this will continue to be accrued. 

Pensions 

In respect of the first thirty days of an approved absence it is obligatory for an employee to pay 
contributions. For a period of more than thirty days absence the employee has the right to decide 
whether or not to pay contributions. On return to work the employee should report if they wish to 
repay into the pension scheme to Shared HR Service Centre and a quotation can be obtained. 

Childcare Vouchers 

Statutory Adoption Pay is calculated on the amount of average weekly earnings. A reduction of 
National Insurance Contributions prior to the period of SAP could reduce entitlements. It may be 
advisable for employees not to order childcare vouchers for at least 2 months prior to commencing 
adoption leave. 

Statutory Sick Pay 

Employees in lower earnings categories should be aware that average pay during the eight 
weeks prior to commencement of sick leave must be equal to, or exceed, the National 
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Insurance minimum earnings limit to be eligible for Statutory Sick Pay. A period of unpaid leave 
reduces the average pay and may disqualify an employee from SSP. 

Statutory Adoption Pay 

As with SSP an employee could be disqualified from receiving SAP. 

National Insurance Related Benefits 

Once again a possible loss of benefit, such as invalidity, could be incurred during any unpaid 
leave. Employees should contact the DSS for further advice prior to making a request under the 
scheme. 

Essential Car User 

Where the employee is receiving a monthly lump sum payment as an essential car user, the 
payment will cease for the periods of any unpaid leave of one month or more. Payments will be 
made up to the month end in which any unpaid leave commences. 

Trade Union Subscriptions/PMAS/Group Assurance 

It is the employee’s responsibility for the payment of any subscriptions or savings plans during 
any period of unpaid leave. The employee should notify UNISON or any savings/assurance 
schemes if they are taking any periods of unpaid leave to identify how contributions may be 
continued. 

‘Keeping in Touch’ (KIT) Days 

Employees can attend 10 days’ work during their adoption leave without bringing their adoption 
leave to an end. Working part of a day will count as one day in terms of attendance. Employees 
will not lose any SAP for working up to 10 days. Payment at their rate per hour for the number of 
hours worked to a maximum of a full day will be paid (combined with SAP, if applicable). Should 
any work be undertaken over the 10 days, employees will lose their SAP for any week in which 
they do any further work. 

KIT days are pro rata for staff on part time contracts or hours. 

Work is defined as any work done under the contract of employment and although not exhaustive, 
may include court appearances, job related training and team meetings/team building events. 

The Force is not obliged to offer work and employees do not have to accept it. 

‘Keeping in Touch’ days should be recorded on Force Form 212. 

Keeping in Contact 

During the adoption leave period, the line manager may make reasonable contact with the 
employee, and in the same way that the primary carer may make contact with the line manager. 
This contact will give the employee an opportunity to be kept informed of issues such as job 
vacancies, significant workplace developments and training opportunities as well as discussing 
their return to work. 
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The contact between the line manager and the employee can be made in any way that best suits 
either or both of them. For example, it could be by telephone, by e-mail, by letter, involving the 
employee making a visit to the workplace, or in other ways. Note that such contact will not bring 
the adoption leave period to an end, and does not constitute ‘work’ and would not, therefore, count 
towards the 10 ‘Keeping in Touch’ days. 

Return to Work 

The primary carer must undertake to return to work following the period of absence for a minimum 
of 2 months in order to retain pay for the period of leave (4 months if returning on a part time basis 
from a full time role). 

In the event of employees not returning to work following adoption leave, they will have forfeited 
their right to adoption pay, and the Force will recover such payment. 

The option of a return to work on part-time or job share basis by the primary carer will be 
considered on request. 

Surrogacy 

Where a child is born to a surrogate birthing parent, the intended parents can become the child’s 
legal parents by applying for a parental order. One of the intended parents must be genetically 
related to the child and the child must live with the intended parents. 

Where a couple have a parental order in relation to a child, one of the parents can be eligible for 
adoption leave and pay and the other can be eligible for paternal leave and pay. The couple must 
elect which one of them will take adoption leave. 

An employee who takes adoption leave in these circumstances can curtail his / her adoption leave 
and take shared parental leave with the other parent, provided that both parents meet the relevant 
eligibility requirements. The date of the child’s due birth date must have been on or after 5th April 
2015. 

4.2 MATERNITY SUPPORT LEAVE 

It is recognised that parental child care role as a joint responsibility and is committed to enabling 
both partners to share this responsibility in the initial stages of parenthood without adversely 
affecting continuity of employment. For information a flow chart detailing pay and leave 
entitlements for the birthing parent is attached at Appendix A. 

The following scheme applies to Police Staff whose partners are pregnant. 

Ante-natal Care for partner 

Time off with pay up to a maximum of five half days may be taken by employees for the specific 
purpose of accompanying their partners to antenatal appointments. This provision includes 
attendance at medical examinations, relaxation classes and parent craft classes. 

In addition to the agreed paid time off previously mentioned, from 1 October 2014 an expectant 
non-birthing parent/partner of the birthing parent (e.g. the partner of a pregnant individual) will be 
entitled to take unpaid time off to accompany the birthing parent to up to 2 of their antenatal 
appointments. The time off is capped at six and half hours for each appointment. Partner includes 
the spouse or civil partner of the pregnant woman and a person (of either sex) in a long term 
relationship with her. There is no qualifying period for 
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employees. Agency workers, however, will have undertaken the same work for the same hirer for 
at least 12 weeks. 

Line Managers are entitled to ask the employee for a declaration stating the date and time of the 
appointments, that the police staff qualifies for the unpaid time off through his or her relationship 
with the birthing parent or child and that the time off is for the purpose of attending an antenatal 
appointment with the expectant individual that has been made on the advice of a registered 
medical practitioner, nurse or midwife. 

Maternity Support Leave (Paternity) 

Time off with full pay up to a maximum of 2 working weeks may be taken following the birth or 
adoption of their child. The payment will incorporate an element of Statutory Paternity Pay. 

The time off can only be taken in a single continuous period and cannot be taken as odd days. 
Employees will need to take their leave within 56 days of the birth or adoption of the child. 

Eligibility 

To be eligible for such leave employees must be continuously employed by the force for at least 
26 weeks by the end of the 15th week before baby is due. You must then continue to be employed 
by the force (or have continuous service) until the date baby is born. 

As a reminder, the following procedures should be followed when paternity leave is required: - 

1. Employees must; notify their line manager, request and complete a SC3 form from
Shared HR Service Centre.

2. Give at least three weeks’ notice of the date their absence is due to begin, (inform Duty
Management if necessary), or if this is not possible, as soon as is reasonably practicable

3. In respect of antenatal appointments, produce if requested the appropriate appointment
card.

Maternity Support Leave – for nominated carer 

Maternity support leave is available to an employee who has been nominated as the primary carer 
(but not partner of) of a dependant who is due to give birth. (Dependant is defined as a person 
who reasonably relies upon the employee for assistance). Time off with pay may be approved for 
the purpose of assisting in the care of the child and to provide support for the dependant at or 
around the time of the birth. Time off will not be given to attend ante-natal classes etc. 

The line manager may approve time off with pay of up to 5 days. A copy of the certificate of 
pregnancy should be produced, together with other documentation to show that the employee 
has been nominated as the main carer at or around the time of the birth (i.e. letter from doctor or 
midwife). 

4.3 SHARED PARENTAL LEAVE (SPL) 

Children born on or after 5 April 2015 or in the case of Adoption Leave children notified of 
placement on or after 5 April 2015 will be entitled to apply for Shared Parental Leave. 

Additional Parental Leave will no longer apply and will be replaced by SPL. 
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SPL enables eligible police staff to choose how to share the care of their child during the first year 
of birth or adoption. Its purpose is to give parents as much flexibility as possible in considering 
how best to care for their child. 

SPL should not be confused with Ordinary Parental Leave (OPL) which is unaffected by the new 
legislation regarding SPL. Ordinary Parental Leave (OPL) is an entitlement to take up to 18 weeks 
unpaid leave and is covered under a separate procedure. 

Parents remain entitled to take maternity, birth leave and adoption leave as appropriate. However, 
an eligible pregnant individual or adopter may now choose to reduce their maternity/adoption 
leave early and opt into SPL. 

For full details please see attached guidance Shared Parental Leave (SPL). The process and 
links to application form and other documents can be found by accessing Gateway Shared HR 
Service Centre, Home Page, and then located in the Leave folder. 

4.4 ORDINARY PARENTAL LEAVE (OPL) 

Parental Leave Scheme – Police Staff 

The right to Ordinary Parental leave is contained in the Maternity and Parental Leave Regulations 
2002 (as amended) made under the Employment Relations Act 1999. 

OPL is the right to take time off to look after a child or make arrangements for a child’s welfare. It 
can be used by parents to spend more time with their children or to strike a balance between work 
and family commitments. 

Eligibility for Ordinary Parental Leave 

The scheme is available to all Police Staff. There is no qualifying period of employment. Both 
parents, whether the natural or adoptive parents can qualify for OPL, if the force employs both. 

The parent must be named on the birth certificate or have parental responsibility under the law 
for the child. In some cases the legal responsibility will have passed to a guardian. If an employee 
has acquired parental responsibility for a child, they will be entitled to OPL under the terms of this 
policy. This covers: 

• The birthing parent of the child, e.g. the pregnant individual

• The non-birthing parent/partner of the birthing parent of the child if registered on the child’s
birth certificate.

• The non-birthing parent/partner of the birthing parent if they have acquired parental
responsibility under the Children’s Act 1989. This is either done by a court order or an
agreement between the birthing parent and non-birthing parent/partner of the birthing
parent that complies with certain legal requirements.

• A guardian appointed under Section 5 of the Children’s Act 1989.

• Adoptive parents (see Adoption Leave Scheme).

OPL must be taken to care for a child. This scheme provides for parental leave to be taken for 
children up to the age of 18. The leave may be taken for a number of reasons and examples of 
the way leave may be used are as follows:– 

• to spend more time with the child in the early years
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• to accompany a child during a planned stay in hospital
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• settling the child into new childcare arrangements

If leave is to be taken for any other purpose than to care for a child, this should be approved 
through annual leave, flexi-leave or the unpaid leave scheme. If the leave is used for any other 
purpose, this may be dealt with through the Police Staff Disciplinary Procedure. 

Leave under the Scheme 

Each parent can take 18 weeks’ unpaid leave under the scheme for each child. OPL is an 
individual right and cannot be transferred between the parents. The leave is pro-rata for 
employees working on a part time/job share basis. 

The leave must be taken in blocks of one week or more, up to a maximum of 4 weeks in a year 
for each child. 

One week’s OPL is equal to the length of time that an employee is normally required to work. 

Parents of disabled children (defined as children for whom disability living allowance has been 
awarded) take the leave in individual days, up to a maximum of 20 days in any 12-month period. 
This is to cater for any specialist needs for the child. 

A year is a twelve-month period, which starts when the employee commences the first period of 
OPL. 

 Birthing parents take the entitlement to the full 18 weeks unpaid OPL immediately after a period 
of maternity leave, provided this is requested prior to the employee commencing maternity leave. 
(Exceptional circumstances will be considered if notice cannot be given prior to commencing 
maternity leave). OPL requested following maternity leave cannot be postponed by the Force. 

Applying For Ordinary Parental Leave 

Employees should apply in writing to their line manager at least 21 days before the 
commencement of the leave. The dates that the leave will start and finish should be provided. 
Evidence of the employee’s parental responsibility should be provided with the first request for 
parental leave e.g. copy birth certificate, court order or legal documentation. 

If the OPL is to be taken by a non-birthing parent/partner of the birthing parent immediately after 
a child is born, this can be taken following the entitlement to paid Birth Leave. The request for 
OPL must be submitted with the request for Birth Leave. 

The line manager can approve the parental leave. A report authorising the unpaid leave should 
be forwarded to Shared HR Service Centre in order that amendments can be made to salary and 
update the Gateway record of parental leave taken. 

If the line manager can evidence that the employee’s absence would result in problems within the 
section/department – i.e. other staff absences at peak holiday times, work issues, the parental 
leave can be postponed for a period of 1 month after the beginning of the period that the OPL 
was originally to commence. 

(NB this cannot be postponed if the leave is to immediately follow maternity leave – see above). 

The line manager should discuss the reasons for the postponement with the employee and give 
notice of the postponement and the reasons why, in writing, no later than 7 days after the 



13 

NOT PROTECTIVELY MARKED 

employee’s request. New dates for the leave should be discussed and confirmed in writing to 
the employee. 

If the employee is dissatisfied with the reason for postponement, he/she has recourse to the 
Dispute Resolution Procedure. 

Contractual position of Employee during Ordinary Parental Leave 

Employment Rights 

The period of Parental Leave counts as a period of continuous employment for the purposes of 
statutory employment rights 

Pay 

Pay will cease for the duration of the leave. Incremental progression will be maintained. 

Pensions – Force Occupational Pension Scheme 

In respect of the first thirty days of an approved absence it is obligatory for an employee to pay 
contributions (even if the leave is unpaid). For a period of more than thirty days absence the 
employee has the right to decide whether or not to pay contributions. However, employees should 
be aware that unless contributions are paid, a loss of reckonable service would be incurred during 
the period of unpaid leave. Occupational pension rights that have accrued prior to the 
commencement of the leave are frozen until the employee returns to work. 

Statutory Sick Pay 

Employees in the lower earnings categories should note that the average pay during the eight 
weeks prior to commencement of sick leave must be equal to, or exceed, the National Insurance 
minimum earnings limit. A period of unpaid leave reduces the average pay and may disqualify an 
employee from SSP. 

Statutory Maternity Pay 

As with SSP an employee could be disqualified from receiving SMP. 

National Insurance Related Benefits 

Once again a possible loss of benefit, such as invalidity, could be incurred during any periods of 
unpaid leave. Employees should contact the DSS for further advice prior to making a request 
under the scheme. 

Annual Leave 

Periods of unpaid ordinary parental leave will count as service for determining additional days 
leave – i.e. after five years’ service. A period of absence does not affect the employee’s 
entitlement to paid annual leave. 

Essential Car User 
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Where the employee is receiving a monthly lump sum payment as an essential car user, the 
payment will cease for the periods of unpaid leave of one month or more. Payments will be made 
up to the month end in which the unpaid leave commences. 

Trade Union Subscriptions 

It is the employee’s responsibility for the payment of trade union subscriptions during any period 
of unpaid leave. 

Return to Work 

At the end of the OPL period, the employee has the right to return to the same job, as before if 
the period of leave was 4 weeks or less. 

If the period of OPL is longer than 4 weeks, the employee is entitled to the same job, or if this is 
not reasonably practicable, a similar job that has the same terms and conditions as the previous 
job. 

An employee returning to work after parental leave is entitled to benefit from any changes to the 
terms and conditions of the post. 

4.5 IVF/FERTILITY TREATMENT 

IVF/fertility treatment for members of staff undergoing treatment or for the partner of an individual 
undergoing treatment who may need to accompany and care for them (e.g. compassionate leave). 
IVF leave is a maximum of ten days, in a twelve month period, to be agreed by line managers. 
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Policy Statement 

Aim & Purpose Derbyshire Constabulary actively promotes equality and diversity within the 
organisation, and does not discriminate on the basis of gender identity, 
treating everyone with dignity and respect. This extends to organisational 
dealings with members of the community and public at large, including 
those who are subject to detention and/or searches, and circumstances 
where personal information is stored on Force information systems, to 
ensure fairness, dignity and confidentiality.  

Organisational staff members, who identify as transgender and non-binary, 
contribute a variety of experience and expertise to the organisation. 
Working with transgender and non-binary communities, will always have a 
positive impact on organisational priorities and values, as this experience 
promotes information sharing, learning and development.  

This policy aims to provide support to those members of staff who identify 
as transgender and non-binary, to provide support for managers, to provide 
general guidance, and as a learning tool for the organisation as a whole.  

Scope This policy applies to all police officers and police staff, and trans and non-
binary people who are victims, witnesses, subject to a legal procedure and 
those who are in custody. 

Principles 

General • All transgender and non-binary individuals will be dealt with respectfully,
and in accordance with the Chief’s Vision, values and code of ethics.

• The key focus of this policy is the individual police officer, staff member or
member of the public.

• The Force will support officers and staff who identify as transgender and
non-binary, at whatever stage of the transitioning journey, and will agree a
care plan where needed.

• Line managers and HR staff will be provided with help and advice.

• Any issues concerning transgender and non-binary identities will be dealt
with confidentially.

• Officers and staff must ensure that they deal with an individual who comes
in contact with the police in the gender in which they present, in order to
treat them appropriately, as well as search and update police records
correctly and immediately.
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Disclosure • When an individual has made an application under the Gender Recognition
Act 2004 (GRA) to obtain a new birth certificate, S22 of the GRA establishes
it is an offence for a person to disclose protected information acquired in
an official capacity to any other person (exceptions apply).

• ‘Protected information’ is any information relating to:
o Their application for a Gender Recognition Certificate, or
o The gender history of a successful applicant.

• Consent must be obtained on each and every occasion.

Responsibilities – Trans and Non-Binary Officers and Staff 

Line Manager 

Individual 
Considering 
Gender 
Reassignment 

Where an officer or staff member is considering gender reassignment the 
Line manager is responsible for: 

• Holding a face to face meeting to discuss and agree an individual care plan.

• Undertaking a risk assessment where needed.

• Discussing any anticipated treatment dates if applicable.

• Providing assurance that all information will be treated in the strictest
confidence.

• Asking the individual which toilets/changing facilities they are most
comfortable using.

• Discussion surrounding uniform, which is now gender neutral.

• Asking the individual what name they would like to be known by and what
pronouns they prefer.

• Discussing with the individual who needs to be informed and when and
how they choose to be supported through the process.

• Discussing whether an Occupational Health Unit (OHU) referral is
appropriate.

• Under no circumstances must a line manager pass information to any
other person inside or outside the organisation without the individual’s
explicit consent.

• Disclosing any information about an individual’s transgender or non-binary
status, without their consent, is a breach of legislation and may constitute
a criminal offence.

After Transition Following transition, the Line manager must hold a face to face meeting with 
the individual to discuss: 

• Any time off that may be required (as special leave).

• Any welfare or support required.

• Whether an OHU referral would be of benefit.

• Dates for moves (if applicable).
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Human Resources (HR) Responsibilities 

Responsibilities The local HR team are responsible for: 

• Amending all records.

• Destruction/conversion of historical records.

• Ensuring password protection and restricted access to any electronic
documents which refer to the individual’s former gender.

• Seeking consent of the individual to notify IT admin so that the individual’s
name change can be made on the IT systems.

• Arranging for the update of the individual’s warrant or ID card as often as
necessary to reflect any physical changes taking place.

• Monitoring the attendance of any student officer undergoing transition
during their probationary period. An extension to the probationary period
may need to be considered depending on the length of absences.

Responsibilities – Trans and Non-Binary Members of the Public 

Officers and Staff 

Responsibilities Officers and staff are responsible for: 

• Employing a tactful, sensitive approach to the use of titles and names for
preferred gender, i.e. addressing transgender people in the gender they
present (referring to a transgender female as a Woman and a transgender
male as a Man) and using the correct personal pronouns of she/he. For
non-binary people, pronouns he/she, his/hers, may be replaced with more
neutral pronouns such as: they, per, zie or fey.

• Securing properly any records or printouts which may disclose an
individual’s gender status.

• Refraining completely from asking an individual about whether they have a
Gender Recognition Certificate. If you deal with an individual whose
name/gender on Niche/PNC is different from the gender they have
assigned for themselves, and they have not disclosed their current status,
add the individual’s name as an alias to the respective record.  If they
disclose their transgender status, refer to the flowchart – updating police
systems: transgender and non-binary individuals, before making any
changes to systems. Further information is also within the supporting
information.

• Protecting an individual’s transgender or non-binary status when
communicating over Airwave, or other insecure method.

• Refraining from disclosing any unnecessary or irrelevant information. Any
such disclosure may breach legislation and result in a criminal prosecution.
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Searching and Detention 

Establishing 
Gender 

• Officers must never assume an individual’s gender identity.

• APP Detention and Custody – Equality and individual needs and Code C,
Annex L outlines the procedure to follow in order to establish the
preferred gender of an individual, particularly when searching.

• The decision making used to establish a detained person’s gender must be
fully recorded and explained on the detention log or custody record and
the detainee must sign this to indicate their consent. The detained
person’s preferred gender will also need to be recorded.

If… Then… 

Gender is apparent • Treat the person as that gender.

There is doubt as to 
the individual’s 
gender 

• Ask what gender they consider themselves to
be.

• Also consider, if identifying as Non-Binary,
referring to Annex L, Code C, to establish the
predominant gender. Being guided by the
individual and evidencing this is key.

• If the individual expresses a preference to be
dealt with as a particular gender, ask the
person to sign:
 The custody record; 
 The pocket book; or 
 Other appropriate document; 
to indicate their preference. 

• The person should be treated according to
their preference.

If there are still 
grounds for doubt 

• If there are grounds to doubt that the
preference above accurately reflects the
person’s predominant lifestyle, e.g. if they
ask to be treated as a woman but documents
and other information make it clear that they
live predominantly as a man, or vice versa,
officers should treat them according to what
appears to be their predominant lifestyle and
not their stated preference.

The person is 
unwilling to indicate 
their preference 

• Efforts should be made to determine the
predominant lifestyle of the person, e.g. if
they appear to live predominantly as a
woman, they should be treated as such.

None of the above 
applies 

• The person should be dealt with according to
what reasonably appears to have been their
gender as registered at birth.
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Searching and 
Recording 
Detainees 

• All searches and procedures must be carried out with courtesy,
consideration and respect.  Officers should show particular sensitivity when
dealing with transgender and non-binary individuals.

• When detaining a transgender person, custody staff should be mindful of
any medical treatment the person may be undergoing and how this may
affect behaviour.

• The officer or staff member carrying out the search must be advised of the
decision made about which gender the individual is to be treated as, and
the reasons supporting it, before carrying out the search.

• The detainee must be asked which gender of officer/staff they want to
undertake the search, and they both must sign the custody record (or in
the case of a stop and search, the officer’s pocket notebook).  They may
request that two officers (female and male) search appropriate areas of
their person.

Detention • In line with the College of Policing’s Detention and Custody Guidance,
transgender and transvestite detainees must always be accommodated in a
cell or detention room on their own.

Strip and 
Intimate 
Searches 

• In certain cases, a person in detention may be subject to further intrusive
searches.  Annex A to Code C relates to 'strip' and 'intimate' searches.

• The detainee’s request to be searched by an officer of the gender of their
choice must be granted wherever possible.

• There is also a requirement to be sensitive to the dignity of Police Officers
called upon to undertaken the search.  An officer or member of police staff
can choose not to conduct the search.  See the Gender Recognition Act
2004.

Independent 
Custody Visitors 

• Independent Custody Visitors (ICVs) must secure a detainee’s consent prior
to viewing the custody record of any detainee, and the interaction should
be recorded in the custody record in all cases, including if the detainee
does not give consent.

• Gender reassignment information is protected under the Gender
Recognition Act, and disclosure to any other person should not be made.

Updating Police Systems 

Introduction • An individual’s gender status and history is private to that individual.
However, it is important that information is recorded accurately on Police
IT systems for all victims, complainants and witnesses.
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• This must reflect the particular needs of Transgender and non-binary
people wherever possible, and flexibility may be required.

Updating Niche 
and PNC 

• A transgender individual’s details can be updated in most circumstances.
Derbyshire Constabulary is working towards improving IT systems to record
when an individual self-identifies as non-binary.
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Additional Information 

Compliance This policy complies with the following legislation, policy and guidance: 

• The Gender Recognition Act 2004 (GRA)

• The Equality Act 2010

• The Human Rights Act 1998

• The Data Protection Act 1998

• APP Detention and Custody

• Police and Criminal Evidence Act 1948 (PACE), Code of Practice C

• Practice Advice on Search Management and Procedures 2006

• ACPO Gender Recognition Act – Guidance for police officers and staff

• College of Policing Detention and Custody Guidance

• Dignity and respect in the workplace policy
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Being an ally goes beyond just LGBT+ 

It's important to remember that people have lots of different elements to their identities 

someone might be bisexual and also BME (black minority ethnic) or trans and Catholic. gay and 

disabled. non-binary and dealing with a mental health issue. This may mean they suffer 

multiple levels of discrimination in their Life. Being an ally is about listening to and learning 

from someone else's experiences and showing your support for them. 

Raise awareness - wear rainbow laces 

Send an email and request a pair of your very own rainbow laces to wear in your boots on 

patrol. Take a photo and share this on social media from your local accounts (also including ... 

and remember to use the hash tags: ... 

... 

Raise awareness - update your email signature 

Use the LGBT• ally jpeg image as part of your email signature (see attached) and include a link 

to this page to raise awareness and show your support. 

Attend a local event 

Derbyshire LGBT • is a local charity dedicated to offering :support to all members and allies of 

the LGBT• community. They have two centres within the county (Derby and Chesterfield). 

Why not find out what they are planning locally on key LGBT• noticeable dates. By having a 

pol ice presence at a local LGBT• event not only shows support but can inspire others to do the 

same. Again. take a photo if appropriate and share this on social media from your local 

accounts (also including @DerbysPoliceLGBTl and remember to use the hash 

tags: #PolicingWithPride #SaferTogether 

LGBT+ Allies Programme 

The Stonewall one-day Allies programrre gives non-LGBT incividuals the opportunity to 

explore what it means to be an ally and the space to identify how they are going to create an 

inclusive environment for everyone. 

The programme of'ers: 

An insight into 'Xlhat it means to be yourself. 

Understanding of what it means to be an ally and why it's important to have visible and 

active allies in the workplace. 

Practical ways to step up as an ally. 

opportunities tJ explore and develop inclusive behaviours and approaches. 

Active Listening skills and techniques for having good-quaity conversat ions. 

Increased motivation and confidence to become a visible and influential ally. 

Helps develop a network of peers from across a range of sectors and communi:ies. 

This programme is designed for non-LGBT• individuals at any level. 

The cost per person is around fJ<t,. 

If you are interested in registering to attend one of these programmes. in the first instance 

please contact our LGBT• support network. 



Communication of information about LGBT+ Network and Allies on the Force’s internal intranet 
system. This is accessible to all Derbyshire Constabulary employees. 







LGB'I'+ support network 

«>Watch *Favourite -.Print @POF _II 

Pubtisl"..ed;3'•/tl/20'18 last UpdateaToday 

Information about the Lesbian. Gay. Bisexual and Transgender (LGBT•) 

support network. 

About the network 

Confidential support 

Role models 

Mental health support 

Annual events 

About the network 

... and ... are co-chairs of our LGBT� staff support 

network 

There are lots of other mdivlduats who play a huge part m the success of this netwo� 

however Jindy and Ben are the best initial ·go to' for all things network-related. They also 

represent the force at regional and national LGBT" police meetings and share be�t pracbce 

and national inltiativ� within Derbyshire 

All ind.ividuals who identify as LGBT 4 or are an LGBT 4 ally can join the support network. 

Memberst-lp fS anonymous and does not reqwre the approval of your line manager. 

Another important function the network has is consultation during equality impact 

a�ssments - we're seen as key stakeholders This helps. to ensure that our policies, working 

practices c.nd guidance documents are fully LGBT i indusive helping to htghUght any potential 

Impacts on the LGBT "- community and employees. 



Confidential support 

Derbyshire Con�tabulasy has. a zero tolerance stance on LGBT• bullying. harassment or 

discrimination. For confidential guidance or st.pport on this or any other U�BT• related matter,

contact our support network by email or 

•

Everyone has the right to be treated f arrly and with respecl If you feel that you are not being 

dealt with fairly. are being bullied or harassed ,r If you notice unfair treatment of others speak 

up and speak out Don't let anyone cross the lne 

Anyone from wrthin the force can confidenbally report matter� of concern relating to 

colleagues· bet\aviour and via the onUne system. Bad Apple• reporting information 

confidentially. 

We demand togh standards to maintain ntegrity and confidence We all have a duty to 

challenge, take action and report unsabs:'actory oonducl 

For further information see the Butl)'ing and harcl'..sment enabling guidance and the 
Hate crime po/jcy 

Role models 

Our fo<ee LGBT • rote model!; are seen as a valuable re-..ource Hopefully our rote model!; offer 

1nsp1rabon showmg that you can achieve anythtng and be accepted in all parts of your life  and 

the organisation as a LGBT • per-..on 

A message from DCC Rachel Swann: 

In Oefbyshire Constabulary I want people lo be able to be who they are and not feel limited 1n 

this, knowing their diFerence will be respected by those they W0<1< With.

I often remind people that we are an 1nclus1ve organisabon and there 1s room for all of� in 

policing People need not feel they have to conform or "all into a stereotype to be accepted 

and to get on at work. 

A$ a 5en1or leader I know exactly how important being your�lf 1$ to your sense of authenbcity, 

happtness and wellbeing Peq,te are more elficoent. confident. creative and mo!Nated when 

they feel able to be open about their 1denbty Role models have a big impact on this - rt makes 

a difference to see people you can relate to In ycur own organ1,:at,on I hope that I provide that

impact to the people I WOii< wrtll by s,mpty being myself 

I cho-..e to J()<n Oerbystore because I believe It I!. a force that Is truly 1nct.uSJve of difference But 

I th1n.k rt·s more than thts. It is people in au roles and poslbons who are not afraid to bring a 

difference Oe<byshire Constabulary helps me do this I believe this is Vital to prov,d ng 

1nclUS1Ve servtees to our comrn.u,1ties. and recrutmg a repre�entabve work.force



rd bke to say a massive thank you to au the people who have made a contribution to our 

LGBT .. role models booklet. You've provided vigbility whJch vlfll have a positive influence on 

the people arou.nd you and will pave the way for others to feel able to be themselves too 

which is vital I fully �upport policing with pride! 

·come out if you feel comfortable and want to, and don't worry if you don't feel ready yet I

know it can feet like a very big scary thing. but my experience is that it has never caused a 

problem and it 1s one le� things to worry about·• 

Crime Commissioner for Derbyshire. 

The importance of bringing your Whole self to work is so true The more l\re been able to 

truly be me. the more I've grown and thP. mnrP. l'vP. hP.F!t1 .=ihfP. tn nrve I also think others are 

more comfortabte knowing me better: 

·vou don't have to be a leader. manager or senior officer to be a LGBT• rote mcdel Anyone

who demonstrates they are ·out' and happy m the workplace is a role model" 

See tile attached LGBT• Role Models B00l1let and see tile LGBT• role models video on

YouTube 

Mental health support 

'1-/e all have mental health just as we have physical health. We know that one in four people in 

the UK will experience a mental health problem in any given year 

But independent research shows that the eslimated quarter of a million people who work and 

volunteer in the emergency services are even more at risk of experiencing a mental health 

problem than the general population. but are less likely to get support. 

ln adchtion to this. LGBT .. people can be at a higher nsk of experienang a mental health 

problem than the wider populatton If you are LGBT « and have experienced mental health 

issues. you are not alone. You might find you experience depression. aruaety or suicidal 

feelings. 

The reascns fo· th is :tre complex and not yet fully understood. However. mental health 

prol:lems experienced by LGBT .. pe,:,ple have been linked to: 

Oiscri11ination.

6utlyi11y Of lldf d'.:>!:>1111::-ul.

Homophobia. biphobia or t·ansi::hobia. 

lndh,idua� might alro e>q:erien:e r�ection. negative reactions or ho�tility from family 

members friends. strangers. employers er members of other oomm.mities. 

This can i-ave c- big i11pact on an indviduals self-esteem and mean :hat they might feel uiable

to be ope, obcut their SC',(U¢.( crientf:ltion or gender i:lenti:y ot work. home or in everyday life. 

T .:>.lking obout tilcx i:::.:::.uc� ond �cc king :::.upport .:,,re mportont woy:. in monogirg your mcntol 

heal:h. 

The force has c. number c4 Blue Light Champic,ns who are around the county. 

LGBT Foundati�n·s Hetpli,e Service provi::les support to thousands of people each >fear. 

Conlact them on ........... (open Mon - Fri. 10am - 6pm). 





Communication of information about key LGBT+ dates and events on the Force’s internal intranet 
system. This is accessible to all Derbyshire Constabulary employees. 



As part of our Equality and Diversity strategy, De.rbyshire Constabulary is committed to  
maintaining a highly skilled, well-motivated and effective workforce which reflects the 
diversity of the community it serves. 

Our vision is to treat people fairly and equitably. By embracing and valuing equality and diversity, we will 
improve our service delivery, enhance our social responsibility and create an inclusive and positive 
working environment for all members of the organisation. 

Our commitment to providing a high quality policing service to everyone in Derbyshire will 

be reached in terms of equality, through three supporting objectives to: 

• Eliminate discrimination through the systematic review of our operational and workplace policies
and practices.

• Provide equality of opportunity through access to service for all and delivering a service which
meets all our customers' needs.

• Foster good relations by understanding better the communities we serve and creating opportunities
for meaningful engagement.

A Message from our Chief Constable: 

Derbyshire Constabulary is committed to delivering the best possible service to the people who live, work 
in and visit the county. We can only achieve this be ensuring our workforce is as representative and 
diverse as possible. 

We all need to take account of the many different backgrounds and experiences every member of the 
organisation has. Legislation takes about protected characteristics (age, disability, gender reassignment, 
marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex, and sexual 
orientation) but true diversity is more than this. Having a diverse workforce ensures we constantly grow 
and adapt the way we deliver our policing priorities and build trust within our communities. 

Finally, I'd Just like to add that the importance of equality allies cannot be underestimated. I am a proud 
LGBT + ally. We are all here to try and make a difference and I want our organisation to be a place 
where we celebrate everyone's differences. Allies play a huge part in stopping discrimination and 
supporting all our workforce and I for one want to be a part of that n 







https://www.derbyshire.police.uk/police-forces/derbyshire-constabulary/areas/derbyshire-force-content/a/careers/our-people/valuing-people-valuing-difference/
https://www.derbyshire.police.uk/police-forces/derbyshire-constabulary/areas/derbyshire-force-content/a/careers/our-people/valuing-people-valuing-difference/
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Communication of information about key LGBT+ dates and events on the Force’s internal intranet 
system. This is accessible to all Derbyshire Constabulary employees. 











Communication of information about key LGBT+ dates and events on the Force’s internal intranet 
system. This is accessible to all Derbyshire Constabulary employees. 





Derbyshire Black Police Association 

11 Derbys�1ire
Black Police 
Association 

Respect & Dignity 

Derbyshire Christian Police Association 

CPA 
� 
CHRISTIAN POLICE ASSOCIATION 

enABLE - disability support network 

Gender Agenda 

Derbyshire Constabulary LGBT + support 

network 

•••••• 
LGBT + Support Network 
Derbyshire Constabulary 

A staff support netwcrk for all members of 
the organisation, regardless of race. open to 
.lll rpt?;m11�.._ of rolP or r::tnk Thf'I :lim nt thP 
network is to provide support. protects 
individual rights and ensures a fair and 

equitable service is provided to all. They are 
also a visible presence facilitating links and 
encouraging engagement to enhance racial 

harmony within existhg and new blade 
minority ethnic comrrunities. Membership to 
this netwOc"k is not based on echnlcity. 

Email: 

Twitter. 

This network aims to Jrovide an environment 
of friendship, support and prayer, available to 
all. Staff and police offi= of all faiths or no 
faith are wek:ome. 

Email: 

Twitter: 

Our enABLE network champions and 
supports colleagues with disabilities. or those 

Nho have c.aring respa,sibiJities. the mission 
being to focus on the .-ibility, not disability. of 

inrlivirh 1;11,._ in thP ore.:.ni'-:ltinn 

Email: 

Twitter: 

This network offel'1' support and advice to all 
:ittlcers and statt, female and male. on 
matters such as work-life balance. successful 

:a,ee.rs and p,oportional gender 
•epresentation across rank and grade. 

Email: 

Twitter: 

The LGBT + Network is a network offering 

advice and support to all staff. including 

individuals identify as from a lesbian. gay, bi, 

transgender. GQ. intersex or non-binary 
.community. Our network is also open to 

LGBT + allies (those not identify as LGBT +). 

but openly support equal rights and gender 
equallty. and challenge homophobia, bi phobia 
ltnd transphobia. 

Email: 

Twitter: 



Contact Us 

If you want to find out more about Positive Action, or what we are currently doing around 

Positive Action. contact our Positive Action team via the methods below. 

Email: ...

Phone: ...

Twitter. ...

Positive Action Interest Form 

If you're interested in receiving information about our recruitment campaigns and any of the 

positive action events behind held throughout the county, please complete our Positive 

Action interest fonn to register with our Positive Action team. 

Share DrJEJ 

https://www.derbyshire.police.uk/police-forces/derbyshire-constabulary/areas/derbyshire-force-content/a/careers/our-people/valuing-people-valuing-difference/
https://www.derbyshire.police.uk/police-forces/derbyshire-constabulary/areas/derbyshire-force-content/a/careers/our-people/valuing-people-valuing-difference/




Derbyshire Constabulary LGBT+ Staff Support Network 

Terms of Reference 

Purpose 

To support, encourage and develop the network.  To provide the network 
and individuals from the network with the opportunity to advise, influence 
and act as a critical friend on matters affecting our staff, and to assist the 
Force in meeting its legal obligations under the Equality Act 2010. 

The overarching aims of the group are to: 

1. Eliminate discrimination, harassment and victimisation.

2. Advance equality of opportunity between staff who share a protected
characteristic and those who do not.

3. Foster good relations between staff who share a protected
characteristic and those who do not.

Official Bi-annual meetings will be arranged and chaired by the co-chairs of 
the network and are facilitated by the Staff Networks Manager.  Meetings will 
include general agenda matters; progress on the network action plan, a 
training element; and if necessary a useful opportunity for Equality Impact 
Assessment consultation. 

Membership 

• Co-chair, vice chair and delegated representatives (e.g. LGBT
Superintendent lead, HR rep and departmental rep)

• Invited guest speakers as required for training input
• Representative from the Equality & Inclusion team
• Representatives from other support networks as required
• Representation from other LGBT+ support networks as requested



“People aren’t treated any  

differently and everyone has 

the freedom to be who they 

are in the police service.”   

Derbyshire Constabulary Police Officer– North Division 
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In Derbyshire Constabulary I want 

people to be able to be who they 

are and not feel limited in this, 

knowing their difference will be 

respected by those they work 

with. 

I often remind people that we are 

an inclusive organisation and 

there is room for all of us in 

policing.  People need not feel 

they have to conform or fall into a 

stereotype to be accepted and 

to get on at work. 

As a senior leader I know exactly 

how important being yourself is to 

your sense of authenticity, 

happiness and wellbeing.  People 

are more efficient, confident, 

creative and motivated when 

they feel able to be open about 

their identity.  Role models have a 

big impact on this - it makes a 

difference to see people you can 

relate to in your own organisation. 

I hope that I provide that impact 

to the people I work with by simply 

being myself. 

I chose to join Derbyshire because 

I believe it is a force that is truly 

inclusive of difference.  But I think 

it’s more than this. It is people in all 

roles and positions who are not 

afraid to bring a difference.  

Derbyshire Constabulary helps me 

do this.  I believe this is vital to 

providing inclusive services to our 

communities, and recruiting a 

representative workforce. 

So I’d like to say a massive thank 

you to all the people who have 

made a contribution to this LGBT+ 

role models booklet.  You’ve 

provided visibility which will have 

a positive influence on the people 

around you and will pave the way 

for others to feel able to be 

themselves too which is vital.  I 

fully support policing with pride. 

RACHELSWANN
Deputy Chief  Constable 

DCC, Rachel Swann 







“People aren’t treated any  

differently and everyone has 

the freedom to be who they 

are in the police service.”   





“I am so happy being the authentic 

version of myself.  Having a 

supportive team at work helps me 

to be my true self.” 





“Being honest and open with  

yourself and other allows you to fully 

be your true self– life can be so 

much better.” 





“Be kind, but be fierce in the way 

you challenge other people, and in 

all things – be the change you want 

to see in the world.”   





“You don’t have to be a leader, 

manager or senior officer to be a role 

model.  Anyone who demonstrates 

they are ‘out’ and happy in the 

workplace is a role model.” 



Derbyshire Constabulary Police Sergeant 



“The importance of bringing your ‘whole 

self’ to work is so true.  The more I’ve been 

able to truly be me, the more I’ve grown 

and the more I’ve been able to give.  I 

also think others are more comfortable 

knowing me better.” 





“My biggest piece of advice 

would always be: be yourself – 

be happy.” 



Derbyshire Constabulary Police Constable 



“We are able to feel happier and 

give more when we are truly 

aligned with our own self and sense 

of purpose. We are all individuals 

and we represent communities 

of individuals.” 



Derbyshire Constabulary Police Sergeant 



“Being a disabled lesbian has also 

given me a greater understanding 

of the difficulties that people can 

face when at work.” 
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“Role models are important 

because they show people that you 

can be yourself and it doesn't have 

to be a fight – it can be an asset.” 
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Diversity Facilitator & Retired Police Officer 



“I’ve been comfortable and open 

about being gay. This allows me to 

focus on my role within an 

organisation, build relationships with 

colleagues and be open about my 

life.” 
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“Being LGBT+ still comes with so 

much stigma, so I'm proud to be 

trans and in a position to say 'hi, I'm 

here, I'm normal, just like you!” 
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“Being LGBT+ still comes with so 

much stigma, so I'm proud to be 

trans and in a position to say 'hi, I'm 

here, I'm normal, just like you!” 
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“Being honest and open with  

yourself and other allows you to fully 

be your true self– life can be so 

much better.” 



“My biggest piece of advice 

would always be: be yourself – 

be happy.” 

Derbyshire Constabulary Police Constable 





Mr, Mrs, Mx titles 

The HR Gateway system has an option for Mx 3S a title. 

The ·Mx' title was coined in the 1g7os as a reaction to existing 'discriminatory' titles. The first 

change to officially recognised titles took place in 2015. when the gender non-specific option 

'Mx' (pronounce "mix or ·mux"> was added to driving licenses and other official documents. 

It's a gender-neutral version of Ms or Mr. A Mr is typically a man and a Mrs is typically a 

woman. Mx is a gender-neutral title often used by a person identifying as non-binary 

-someone who doesn't consider themselves either a man or a woman.

The MX title is available to people who do not identify as a particular gender. or who do not 

want to be identified by gender. Some individuals identifying as non-binary say that they feel 

more comfortable with the Mx title. than without it 

However. it's not just non-binary or genderque-er individuals who may benefit from using Mx. 

Just as women began using Ms because they did not want their title to denote their marital 

status. some people do not want their title to denote their gender. regardless of what their 

gender is. We are in the process of looking into how this title can be incorporated into our 

crime recording and other computer systems. 

LGBT+ glossary of terms 

Words and phrases used and explanations of what they mean. 

Word/phrase 

Ace 

Ally 

Bi 

Biphobia 

Definition 

Ace is an umbrella term used to describe a variation in levels of 

romantic and/or sexual attraction. including a lack of attraction. 

Ace people may describe themselves using one or more of a 

wide variety of terms. including. but not Limited to. asexual 

aromantic. demis and grey-As. 

A <typically) straight and/or cis person who supports members 

of the LGBT community 

Bi is an umbrella term used to describe a romantic and/or 

sexual orientation towards more than one gender. Bi people 

may describe themselves using one or more of a wide variety of 

terms. including. but not Limited to. bisexual. pan. queer. and 

some other non-monosexual and non-monoromantic identities 

The fear or disLike of someone who identifies as bi based on 

prejudice or negative attitudes. beliefs or views about bi people. 

Biphobic bullying may be targeted at people who are. or who 







Help raise awareness 

There are a number of things you can do to raise awareness both with colleagues in the force. 

or as an officer in the community you police. See further information on the LGBT• in the 

community page. 

Wear rainbow laces 

Send an email to request a pair of your very own rainbow laces to wear in your boots on 

patrol. Take a photo and share this on social media from your local accounts (also including 

@DerbysPoliceLGBT) and remember to use the hash tags: 

#BiVisibility #PolicingWithPride #Safer Together 

Update your email signature 

Use the attachedjpeg image as part of your email signature to support IDAHOBiT day 

(International Day Against Transphobia. Homophobia. Biphobia) on 17 May each year and 

International Day of Bi Visibility include a link to this page to raise awareness and show your 

support. 

Save the attachedjpg image to your computer. 

Open a blank email and select the Insert tab. 

Choose Signature and then Signatures from the drop-down list. 

In the Edit signature box select where you want the image to appear (usually at the end) 

and click the image button that looks like mountains. 

This opens your folders. Find the image and select Insert. 

The image will be inserted. so click OK 

Close the email and select Yes when asked if you want to save changes. 

Educate yourself 

Watch the BBC3 clip on things not to say to a bi person' and have a look at the attached 

guidance booklet which was put together tor a workshop session It includes lots more 

information and showcases two individuals from our LGBT • support network who are proud bi 

role models. 

Watch Things not to say to a bi person. 

Become a LGBT+ ally 

Get involved. get proud and become an active LGBT• ally. Learn about the LGBT• and trans 

allies programmes 

Follow the ...



Wear rainbow laces 

Email (lgbt@derbyshire.police.uk) 

and request a pair of your very 

own rainbow laces to wear in your 

boots on patrol.  Take a photo and 

share this on social media from 

your local accounts ...(also

including  and remember to use 

the hash tags: 

Update your email signature 

Use the LGBT+ Ally or Trans Ally 

jpeg image as part of your email 

signature.  Include a statement on 

Trans Day of Visibility and Trans 

Day of Remembrance and include 

a link to our LGBT+ support network 

page to raise awareness and show 

your support. 

Attend local events 

Derbyshire LGBT+ is a local charity 

dedicated to offering support to 

all members and allies of the 

LGBT+ community.  They have two 

centres within the county (Derby 

and Chesterfield).  Why not find 

out what they are planning 

locally?  By having a police 

presence at a local event at 

LGBT+ / Trans specific event not 

only shows support but can inspire 

others to do the same.  Again 

consider taking a phone and 

sharing this on social media (if 

appropriate). 

Educate yourself 

Do you know the differences 

between gender identity, gender 

expression, Sex, sexual orientation 

and emotional attraction?  Would 

you know how to refer to a trans 

person?  Would you know how to 

offer the correct service to a trans 

person in custody for example? 

Things not to say... 

BBC3 have a series of interview 

style clips from people from 

difference communities'.  They 

often have a humours approach 

to education and include ’things 

not to say’ and give examples of 

how inappropriate questions/

comments can be interpreted and 

why they can cause offence.  Links 

to these clips can be found on the 

force intranet. 

How to be an effective ally 

8    Derbyshire Constabulary  - trans & non-binary guide  for colleagues 

https://connect/Interact/Pages/Content/Search/Search.aspx?q=%23SaferTogether


Derbyshire Constabulary  - trans & non-binary guidance for colleagues          9 

“ 

 Employ a tactful, sensitive approach to the use of titles and

names for preferred gender, i.e. addressing transgender people

in the gender they present (referring to a transgender female as

a Woman and a transgender male as a Man) and using the

correct personal pronouns of she/he. For non-binary people,

pronouns he/she, his/hers, may be replaced with more neutral

pronouns such as: they, per, zie or fey.

 Ensure they properly secure any records or printouts which may

disclose an individual’s gender status.

 Refrain completely from asking an individual about whether

they have a Gender Recognition Certificate.  Operationally, if

you deal with an individual whose name/gender on Niche/PNC

is different from the gender they have assigned for themselves,

and they have not disclosed their current status, add the

individual’s name as an alias to the respective record.  If they

disclose their transgender status, refer to the flowchart –

updating police systems: transgender and non-binary

individuals, before making any changes to systems. Further

information is also within the supporting information.

 Protect an individual’s transgender or non-binary status when

communicating over Airwave, or other insecure method.

 Refrain from disclosing any unnecessary or irrelevant information.

Any such disclosure may breach legislation and result in a

criminal prosecution.

TRANS ALLIES WILL... 

I am proud to support my trans colleagues.  As an 

trans ally, I take responsibility to consistently influence 

our working culture and practice to be inclusive and 

take a zero-tolerance approach to bullying, 

harassment and discrimination.  We all have a 

responsibility to make a difference. 

” 





FACILITIES 

These may include showers, 

toilets and locker rooms.  

Individuals will likely use the 

facilities that align with their 

gender identity.  At different 

points in their transition, they may 

however choose to use gender 

neutral facilities or accessible 

facilities if gender neutral ones 

are unavailable. 

As a Trans ally, 

consider being 

a ‘bathroom 

buddy’.  There is 

a national 

campaign on this issue as it 

continues to still be a difficult 

areas for most to get right.  

#IllGoWithYou 

As an ally, you could 

think about which 

facilities a trans/non-

binary colleague may 

need and help ensure 

that they are available for the 

individual in different situations, for  

As a Trans ally you 

may be in the 

privileged position 

whereby a colleague 

reveals information 

about their gender 

identity to you.  The recipient of 

such information must keep it 

confidential and must not 

disclose it to a third party without 

that individual's consent. 

Disclosure of this information 

would constitute harassment and 

in some cases legal action could 

be taken as it a breach of 

legislation and may even be 

deemed to be a offence. 

Under no circumstances must 

anyone, including your line 

manager, pass information to any 

other person inside or outside the 

organisation without the 

individual’s explicit consent. 

10    Derbyshire Constabulary  - trans & non-binary guidance for colleagues 

example, shared 

accommodation, external 

courses and showers after 

physical activities.  Ideally, there 

should be options in all 

circumstances to ensure the 

comfort and privacy of the 

individual. 

Being a Trans ally would 

certainly help take the pressure 

of your colleague if you could 

help with this. 

CONFIDENTIALLY 



Findings from the LGBT in Britain – 

Trans Report published by 

Stonewall in 2017 found that half 

of trans and non-binary people 

(51% and 50% respectively) have 

hidden or disguised the fact that 

they are LGBT+ at work because 

they were afraid of discrimination. 

Our LGBT+ support network would 

like to invite individuals to attend a 

trans ally workshop to find out 

more about the issues, offering the 

chance for colleagues to show 

their commitment to trans equality 

and become a trans ally. 

Delegates will be empowered to 

become active and positive allies 

working to create a more inclusive 

workplaces for all trans people, 

along with others identifying as 

LGB or straight. 

Attending this session delegates 

will be able to: 

 explore and better

understand language and

terminology

 hear personal stories from

trans people and learn

about their experiences of

being a trans individual at

work and in society

 recognise your influence

and responsibility when it

comes to creating an 

inclusive workplace 

 gain a deeper

understanding of the

common impacts of

transphobia on trans people

and the trans community

 find practical ways to step

up as an effective and

positive trans ally

 meet other colleagues and

help develop a network of

trans allies who can create

more inclusive workplaces

together

Who can attend? 

Anyone.  Regardless of an 

individual gender identity or 

sexual orientation.  This invite is 

open to all members of the 

Derbyshire Constabulary from all 

ranks and roles.  It is designed for 

non-trans individuals at any level 

of the organisation, including 

individuals who identify as being 

from the LGB community, LGB 

allies, those from a range of 

diverse backgrounds, people of 

faith, and individuals of different 

abilities. 

To register your interest in 

attending a session, please 

email ...

TRANS ALLY WORKSHOP & ADDITIONAL RESOURCES 



Remember, if you need further information, resource can be found: 

 ACAS: Supporting trans employees in the workplace

 Government Equalities Office/Inclusive Employers: The recruitment

and retention of transgender staff

 Home Office/a:gender: The Workplace and Gender Reassignment

 Scottish Trans Alliance and Stonewall Scotland: Changing for the

Better  -How to Include Trans People in Your Workplace

Members from our LGBT+ 

support network are also 

on hand to offer support: 



UNISON has local and national groups of LGBT+ members who can provide access to 

practical advice and legal information.  Visit www.unison.org.uk for more details 



UNISON is here for you when you need help at work 

Contact our Branch Secretary 

to find out more: 



“I’ve been comfortable and open 

about being gay. This allows me to 

focus on my role within an 

organisation, build relationships with 

colleagues and be open about my 

life.” 
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OUR LGBT+ ALLIES 

HOW YOU CAN BE AN 

LGBT+ ALLY 

OUR LGBT+ ALLIES 



AL IES 

FOR 

LGBT+ 

>t--•d • 

AL IES
FOR
Lear+

A IES 

FOR 

'' 
When I came out, homophobic comments

were still rife in th 1e workpl,a 1ce an,d it to 1ok m 1e a 
whil1e to b 1e ,confid 1ent enough t10 chall 1eng 1e 
them. However now l'v 1e n 1otice,d there's rar 1ely 
an occasion wh 1er1e homophobi,a 1occurs, and 
on th 1e od,d occasion it does, it's chall 1eng1ed by 
allies, which really means a lot. 

'' 

, AL IES 

: FOR 

LCBT+ 



1. Educate and empower yourself
Doing some research, reading up online and learning a little more about the LGBT+ community is a great place to start.  Even if you’re part of 

the community, find out about people whose sexual orientation or gender identity differs to your own.  Confront your own assumptions, 

prejudices, and biases.  Google, YouTube and the LGBT+ media are your friends!  

2. Listen
As Allies to each other, we have to be able to listen, ask how someone is doing and be aware that other people’s lives and experiences will be 

completely different to our own, especially in terms of discrimination and prejudice.  Remember that just because someone has come out to 

you, they might not be out to everyone. Be respectful to each other and enjoy learning about all the differences and diversity in the 

communities around us. 

3. Be visible and challenge

Have courage to challenge views or actions that could be interpreted as inappropriate. This will also give others the tools and confidence to do 

the same. Be visible in your support, get involved in initiatives and events and act as an initiator for new projects and ideas wherever possible. It 

all starts with a single person. 

4. Influence others

Think about the opportunities you have to share messages.  Whether it’s a conversation with friends, family or colleagues, organising a ‘lunch 

and learn’ at work, wearing Rainbow Laces at sporting events or getting involved in events at work.  Use the platforms you have to amplify the 

voices of LGBT+ and other minority communities and be proud to share other people’s stories. 

5. Being an Ally goes beyond LGBT+

It’s important to remember that people have lots of different elements to their identities – someone might be bisexual and also BME (black 

minority ethnic) or trans and Catholic, gay and disabled, non-binary and dealing with a mental health issue. This may mean they suffer multiple 

levels of discrimination in their life.  Being an Ally is about listening to and learning from someone else's experiences and showing your support 

for them. 



Trans Ally Workshop 

Findings from the LGBT in Britain – Trans Report published by Stonewall in 2017 found that half of trans and non-binary people (51% and 
50% respectively) have hidden or disguised the fact that they are LGBT at work because they were afraid of discrimination.  Our LGBT+ 
support network would like to invite colleagues to attend a Trans Ally workshop, offering the chance to show their commitment to trans 
equality and become a Trans ally. 

Delegates will be empowered to become active and positive allies working to create a more inclusive workplaces for all trans people and 
along with others identifying as LGB. 

Attending this session delegates will be able to: 

• explore and better understand language and terminology
• hear personal stories from trans people and learn about the lived experiences of trans individuals in society and at work
• recognise your influence and responsibility when it comes to creating an inclusive workplace
• gain a deeper understanding of the common impacts of transphobia on trans people and the trans community
• find practical ways to step up as an effective and positive trans ally
• meet other colleagues and help develop a network of trans allies who can create more inclusive workplaces together

Improved Service Delivery 

Figures from the same report mentioned above show that: 

• Two in five trans people (41%) have experienced a hate crime or incident because of their gender identity in the last 12 months.  Three in ten non-binary people (31%) have experienced a hate crime or
incident because of their gender identity.

• Younger trans adults are at greatest risk:  53% of trans people aged 18 to 24 have experienced a hate crime or incident based on their gender identity in the last 12 months.

• Hate crime against trans people is significantly underreported; most trans people - four in five (79%) - don’t report it to the police.  Some trans people who report a hate crime don’t feel supported by the
police or experience even further discrimination.

• More than two in five trans people (44%) avoid certain streets altogether because they don’t feel safe there as an LGBT person.

• More than a quarter (28%) of trans people in a relationship in the last year have faced domestic abuse from a partner.

As a police service we have a duty to raise our awareness to ensure our frontline officers and staff can identify and record transphobic hate crimes, better support victims and bring perpetrators to justice. 

Who can attend? 

Anyone.  Regardless of an individual gender identity or sexual orientation.  This invite is open to all members of the Derbyshire Constabulary from all ranks and roles.  It is designed for non-trans individuals at 
any level of the organisation, including individuals who identify as being from the LGB community, LGB allies, those from a range of diverse backgrounds, people of faith, and individuals of different abilities. 

To register your interest in attending a session, please email 

“There is room for all of us in policing.  People need not feel they have to conform or fall into a stereotype to be accepted and to get on at work.  LGBT+ allies have a key part to play in encouraging individuals to 
be their authentic selves in the workplace, for example being open about their gender, identifying as trans, or a person with trans history.” 

DCC Rachel Swann, Equality Lead 

“I am proud to support my trans colleagues.  As an ally, I take responsibility to consistently influence our working culture and practice to be inclusive and take a zero-tolerance approach to bullying, harassment 
and discrimination.” 
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Courses for people who would like to find out ho\)'; to be an LGBT• or trans 

ally. 

How you can be a proactive ally 

Being a LGBT" ally is really important It lets everyone around you know that you are 

supportive anc attentive to the needs :>f others.. Being an ally demonstrates that you ·11ant to 

help change the wortd for marginalise:::t communities even if you are not necessarily part of a 

parbcular grocp 

Here's a few tt-in� you can do to help: 

Educate and empower yourself 

Doing some research, ,eadmg up on line and learning a Little rrore about the LGBT.; ccmmumty 

is a great place to start Even if you're part of the commumty. i.nd out about people \\>hose 

sexual orientation or gender identity d ffers to your own. Conf-ont your own assumptions. 

prejudices. and bia$.eS. Google. You Tube and the LGBT • med•a are your friends! 

Listen 

As allies to each other. we have to be able to bs.teo, ask how someone is doing and be aware 

that other peopte·s live$ and expenences will be completety different to our own. especially in 

terms of discrimination aod prejudice. Remember that just be:ause someone has come o-ut to 

you. they might not be out to everyone. Be respectful to each other and enjoy learning about 

all the differen:es and diversity in the :ommunities around us

Be kind 

Be courteous,. .)dtient and caring with people. Smiting and asf<ing about someone·s day can go 

.'.l long W,).Y wh�n �om cone i� u�cd to lacing �c� or �r.7M�nl And �imply .).f)Ologbc if you

make a m.stake. Everyone makes mis:ake$ and that is ok! If and when someone pouis out 

your mistakes, acknowledge the wron;1 that has been done. apologise and move on. It isn't 

always about your intent. but about the impact 







“We are able to feel happier and 

give more when we are truly 

aligned with our own self and sense 

of purpose. We are all individuals 

and we represent communities 

of individuals.” 

Derbyshire Constabulary Police Sergeant 



“Being a disabled lesbian has also 

given me a greater understanding 

of the difficulties that people can 

face when at work.” 
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“Role models are important 

because they show people that you 

can be yourself and it doesn't have 

to be a fight – it can be an asset.” 

Diversity Facilitator & Retired Police Officer 
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“The importance of bringing your ‘whole 

self’ to work is so true.  The more I’ve been 

able to truly be me, the more I’ve grown 

and the more I’ve been able to give.  I 

also think others are more comfortable 

knowing me better.” 

Derbyshire Constabulary 



“You don’t have to be a leader, 

manager or senior officer to be a role 

model.  Anyone who demonstrates 

they are ‘out’ and happy in 

the workplace is a role model.” 

Derbyshire Constabulary Police Sergeant 



“Come out if you feel comfortable and 

want to, and don’t worry if you don’t feel 

ready yet.  I know it can feel like a very 

big scary thing, but my experience is that 

it has never caused a problem and 

it is one less thing to worry about.”  



“I didn’t think for a moment that being 

gay would be an issue, when I applied for 

Derbyshire Police.” 



“Be kind, but be fierce in the way 

you challenge other people, and in 

all things – be the change you want 

to see in the world.”   



“I am so happy being the authentic 

version of myself.  Having a 

supportive team at work helps me 

to be my true self.” 

Derbyshire Constabulary Police Staff



Application Forms Received to Date

2017 PO Applicants
Applications 

Started

% Split of 

Applications 

Started

Completed 

Applications 

Received

% of 

Applications 

Received

% split of 

Applications 

Received

All Applicants 3645 1306 35.8%

Heterosexual 1146 31.4% 1123 98.0% 86.0%

LGBT 82 2.2% 80 97.6% 6.1%

Prefer Not to Say / Blank 2417 66.3% 103 4.3% 7.9%

CBQ - Application Forms Received to Date

2017 PO Applicants Sent to CBQ
% Split of 

Allocation
Passed CBQ

% of CBQ 

Pass

% split of CBQ 

Passes

All Applicants 1305 469 35.9%

Heterosexual 1122 86.0% 404 36.0% 86.1%

LGBT 80 6.1% 29 36.3% 6.2%

Prefer Not to Say / Blank 103 7.9% 36 35.0% 7.7%

Invite to Interview Stage

2017 PO Applicants Passed CBQ
% Split of 

Allocation

Invited to 

Interview

% Invited to 

Interview

% split of People 

Invited to 

Interview

All Applicants 469 428 91.3%

Heterosexual 404 86.1% 367 90.8% 85.7%

LGBT 29 6.2% 28 96.6% 6.5%

Prefer Not to Say / Blank 36 7.7% 33 91.7% 7.7%

Interview Stage

2017 PO Applicants
Invited to 

Interview

% Split of 

Allocation

Passed 

Interview

% of 

Interview 

Passes

% split of 

Interview Passes

All Applicants 428

Heterosexual 367 85.7%

LGBT 28 6.5%

Prefer Not to Say / Blank 33 7.7%

Assessment Centre

2017 PO Applicants

Attended 

Assessment 

Centre

% Split of 

Allocation

Passed 

Assessment 

Centre

% of 

Assessment 

Centre Pass

% split of 

Assessment 

Centre Passes

All Applicants

Heterosexual

LGBT

Prefer Not to Say / Blank

* The 2017 Police Officer Recruitment Campaign is a rolling process, therefore the data shown below is accurate as of the

date it was run and may be subject to change.



PCSO 

Bisexual Gay/Lesbian Heterosexual 
Prefer not to Dis-
close/Blank Total 

Applied 23 22 466 49 620 

Successful 2 6 46 6 60 

Police Officer 

Bisexual Gay/Lesbian Heterosexual 
Prefer not to Dis-
close/Blank Total 

Applied 95 118 2258 76 3098 

Successful 12 13 265 45 335 

police Staff 

Bisexual Gay/Lesbian Heterosexual 
Prefer not to Dis-
close/Blank Total 

Applied 167 195 6401 562 7325 

Successful 6 14 374 26 420 

Police Support Volunteer 

Bisexual Gay/Lesbian Heterosexual 
Prefer not to Dis-
close/Blank Total 

Applied 9 13 346 47 415 

Successful 3 49 6 58 

Special 

Bisexual Gay/Lesbian Heterosexual 
Prefer not to Dis-
close/Blank Total 

Applied 12 23 419 41 495 

Successful 4 61 6 71 

Transferees and Rejoiners 

Bisexual Gay/Lesbian Heterosexual 
Prefer not to Dis-
close/Blank Total 

Applied 6 102 29 137 

Successful 3 42 4 49 

Gender Identity (police officer recruitment) 

Trans other blank Total 

Applied 8 29 2654  

Successful 1 1 307  

Gender Identity (police staff recruitment) 

Trans other blank Total 

Applied 1  7322  

Successful 

Roles showing Trans disclosure - applicants 



Derbyshire Constabulary 

 Viewpoint Survey 2018 

Report prepared by ... October 2018 



Part 1: Introduction and Methodology 



Survey Background 

 This report sets out a summary of results from the recent Viewpoint staff survey. Data was

collected between August and September 2018.

 Comparisons are made with the 2017 Viewpoint survey

 In total 1,297 members of staff completed the survey (34% of those invited)

 The questionnaire consisted of eight sections with a total of 67 statements to which the

respondent was invited to agree or disagree, plus ‘free text’ questions inviting comments for

each section and views on ‘Priorities for the Force’

Motivation & 
Engagement 

Line Manager Leadership 
Your Career & 
Development 

Your Voice 
Your Work 

Climate 
Your Pay & 
Recognition 

Our 
Communication 



Response Rate by Department / Division 
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Who responded? 

% of Responses by Department / Division 
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Who responded cont…? 

% of Responses by Department / Division 

48 
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Who responded cont…? 

% of Responses by Department / Division 
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Survey Highlights 

Part Two: Key Results 



Level of Agreement and Mean Score 2018 by Section 

Section Percent 
Agreed 

Mean Score 
(1=strongly 

disagree, 
4=strongly 

agree) 

Overall average (all statements) 69% 2.89 

Your Work Climate 76% 2.98 

Line Manager 75% 3.02 

Motivation and Engagement 74% 3.00 

Your Voice 69% 2.86 

Your Pay and Recognition 68% 2.82 

Communication 67% 2.76 

Your Career and Development 61% 2.72 

Leadership 56% 2.75 



Comparison with 2017 Level of Agreement:  

Average of 62 Statements included in both Years 
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Statements with Highest Level of Agreement 2018 

Rank 
2018 Statement Percent 

Agreed 

Mean Score 
(1=strongly 

disagree, 
4=strongly 

agree) 

Rank 
2017 

1 When I do my job, I always put the victim/customer first 96% 3.53 2 

2 I believe in the force’s values / principles 96% 3.38 1 

3 My line manager trusts me to do my job well 91% 3.30 4 

4 I am proud to work for Derbyshire Constabulary 91% 3.39 5 

5 I work as part of a good team 90% 3.31 3 

6 My line manager treats me fairly 90% 3.27 6 

7 I believe that my role and the work I do makes a difference to the residents 
of and people who visit Derbyshire 88% 3.27 7 

8 Overall, Derbyshire Constabulary is a good place to work 88% 3.14 8 

9 If I had a problem and needed help/support, I feel my line manager would 
be supportive and treat me with compassion    87% 3.26 10 

10 I am given the authority to make decisions which I need to make in my role    86% 3.13 12 



Statements with Highest Levels of ‘Strongly Agree’ 

Rank 
2018 Statement 

Percent 
‘Strongly 

Agree’ 

1 When I do my job, I always put the victim/customer first 56% 

2 I am proud to work for Derbyshire Constabulary 48% 

3 
I work as part of a good team 

43% 

4 I believe in the force’s values / principles 41% 

5 If I had a problem and needed help/support, I feel my line manager would 
be supportive and treat me with compassion    41% 



Greatest Positive Change (2017 to 2018) 

Rank 
2018 Statement 

Percentage 
increase in 
agreement 

1 I believe that the Check-in [PDR]] process is worthwhile and adds value 26% 

2 My line manager supports my personal development  
[My line manager uses the PDR process to set me goals & objectives to support my personal development] 20% 

3 [Disagree] I would like to be more formally recognised for the work I perform from my line manager 11% 

4 I believe the force is travelling in the right direction 7% 

5 I understand how local priorities support the force objectives 5% 

6 I feel the force provides a good range of information and support on health and wellbeing areas 4% 

7 Senior leaders are open to input and the views of staff/officers 4% 

8 Derbyshire Constabulary is committed to providing a safe working environment 4% 

9 I am [not] frightened to do my job in case a complaint is made against me 3% 

10 I am involved in deciding on changes introduced that affect my work area/team/department 3%  



Lowest Level of Agreement (Bottom 10) 

Rank 
2018 Statement Percent 

Agreed 

Mean Score 
(1=strongly 

disagree, 
4=strongly 

agree) 

Rank 
2017 

1 I feel my motivation at work is increasing 40% 2.34 2 

2 I would like to be more formally recognised for the work I perform from my line 
manager [disagree] 41% 2.48 5 

3 I feel my satisfaction at work is increasing 41% 2.35 3 

4 There are opportunities for me to advance and/or be promoted within the force 42% 2.30 8 

5 I believe that the Check-in process is worthwhile and adds value 44% 2.54 1 

6 I feel that staff are fairly treated when a complaint is made about them 44% 2.57 4 

7 Senior leaders are joined up in their views and act as a team 47% 2.65 9 

8 I am fairly paid compared to people with similar roles and responsibilities in the 
organisation 47% 2.40 7 

9 My pay is fair for the work that I perform 49% 2.38 Outside bottom 
10 

10 I am happy with the arrangements for coaching and mentoring within the force 49% 2.62 6 



Greatest Negative Change (2017 to 2018) 

Rank 
2018 Statement 

Percentage 
decrease in 
agreement 

1 There are opportunities for me to advance and/or be promoted within the force -7%

2 My line manager regularly updates me and communicates with me -5%

3 I understand how my role contributes to the Police and Crime Plan and the force’s commitment -5%

4 Senior leaders demonstrate the force's principles -4%

5 My line manager demonstrates the force's principles -4%

6 My line manager’s decisions are consistent -4%

7 My line manager tackles poor performance -4%

8 I work as part of a good team -4%

9 My line manager regularly acknowledges when I do my work well -4%

10 I have confidence in senior leadership -3%



Part 3: Survey Findings in detail 



Section 1: Motivation & Engagement I 

% 
Agree 
2017 

% 
Agree 
2018 

Diff 
(2018-

2017) % 
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89 88 -1%
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I believe in the force’s values/principles 

Strongly agree Agree Disagree Strongly disagree I have no knowledge



Section 1: Motivation & Engagement II 

% 
Agree 
2017 

% 
Agree 
2018 

Diff 
(2018-

2017) % 

75 80 5% 

65 72 7% 

40 40 0% 

40 41 1% 

Not 
asked 67 N/A 8 
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I am currently considering leaving the force (not
including retirement) [disagree]

I feel my satisfaction at work is increasing

I feel my motivation at work is increasing

I believe the force is travelling in the right direction

I understand how local [departmental] priorities support
the force objectives

Strongly agree Agree Disagree Strongly disagree I have no knowledge



Section 1: Motivation and Engagement - comments 

- 15% of comments were positive, 5% more than in 2017. Negative comments were grouped

into the categories below.

24% 

23% 
23% 

11% 

4% 
15% 

Organisational

Management /
leadership

Staffing

Career
development

Pay & pensions

Positive
comment

Theme Sub-themes 

Organisational Concerns about changes implemented/the constant changed, Dual 
role not being beneficial, budget cuts and too much time spent on 
computers 

Management/ 
Leadership 

Generally lacking, not supporting/giving direction/motivating, not 
consulting appropriately, generally lacking leadership/management 
skills, not enough communication 

Staffing Many more mentions than in 2017. Low staffing levels impacting 
work loads and stress levels (‘dread coming to work’), impact on the 
service offered to the public and resultant low morale.  

Career 
Development 

Generally seen as lacking by those who commented, little 
investment in training for new positions, PCSOs saying they have no 
options for progression, different geographies and HQ focus.  

Pay & Pensions Pension changes, ‘stuck in pension-trap’, the pay cap and pay being 
too low generally, budget cuts resulting in low pay and resulting low 
motivation and morale, pay rises not reflecting changing roles. 



Section 1: Motivation and Engagement – verbatim comments 

Theme Verbatim comment 

Positive 
comment 

‘I feel proud to work for the organisation and enjoy working for the organisation - I can see 
that with some cultural changes then the organisation is heading in the right direction but 
that this will take time to implement.’ (...) 

Negative 
comments 

Organisational ‘The constant changes in place in our department are increasingly adding more and more 
stress to myself and all my colleagues.  Sometimes, things seem to be changed just for the 
sake of it and senior management don't take into account the strain the changes put onto 
staff.’ (...) 

Management/ 
Leadership 

‘I'm not sure what the force principles are now. I fully agreed with the value based approach 
but the new "do the right thing" is ambiguous and subjective.’ (...) 

Staffing ‘I feel under a lot of pressure working a larger area with less staff and very demotivated…. I 
feel front line policing is massively under valued in the organisation but it is the hardest 
job.’ (...) 



Section 2: Line Manager 

% 
Agree 
2017 

% 
Agree 
2018 

Diff 
(2018-

2017) % 

88 84 -4%

64 60 -4%

70 71 1% 

76 72 -4%

81 79 -2%

78 76 -2%

84 82 -2%36 
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My line manager is open and honest

My line manager practises what they preach

Ihave confidece in my line manager

My line manager’s decisions are consistent 

My line manager encourages me to try out new things
even if it means making mistakes

My line manager tackles poor performance

My line manager demonstrates the force's principles

Strongly agree Agree Disagree Strongly disagree I have no knowledge



Section 3: Leadership 

% 
Agree 
2017 

% 
Agree 
2018 

Diff 
(2018-

2017) % 

72 68 -4%

63 60 -3%

52 51 -1%

49 47 -2%

53 52 -1%11 
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41 

37 

40 

47 

53 
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19 

23 
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22 

25 

23 

9 

19 

0% 20% 40% 60% 80% 100%

Senior leaders are open and honest

Senior leaders are joined up in their views and act as a
team

Senior leaders practice what they preach

I have confidence in senior leadership

Senior leaders demonstrate the force's principles

Strongly agree Agree Disagree Strongly disagree I have no knowledge



Section 2&3: Line Manager/Leadership – comments 

- Of the 267 comments, 12% were positive. The less positive comments are grouped

as below (largest to smallest)

 

 

 

Theme Sub-themes 

Visibility 10% more comments about visibility than last year.  Claims that leadership 
are rarely seen and a desire for them to be more visible. A large number 
also stated that they felt ill-equipped to answer the senior leaders 
questions as they had little exposure to them.  

Approach Lacking consistency (e.g. decisions/approach/instructions), needing to 
consult and communicate more, being too focused on own promotion-
opportunities. 

Performance Poor decision-making, lacking experience, not responding to/dealing with 
feedback & ideas, not tackling poor performance, needing to be more 
open. (Concerns over ‘middle management’ and one mention of bullying.) 

Organisational Policing model major concern for many, too many changes (in 
decisions/mgt), not serving best interests of the public, not allowing poor 
performance to be tackled, dual role training not popular 

Understanding Being out of touch and detached from the ‘real world’, lack of 
understanding of day to day requirements of the job. 

Attitude Not truly caring, not always operating in line with values, not admitting 
when wrong.  

21% 

21% 

20% 

14% 

7% 

4% 
12% 

Visibility

Approach

Performance

Organisational

Understanding

Attitude

Positive
Comment



Section 2&3: Line Manager/Leadership – verbatim comments 

Theme Verbatim comments 

Positive comments “I think we have the best senior leadership team I have seen in my career. Leaders in general are 
much more democratic in style.  I am pleased with the way things are changing in this area.”  
(...) 

Negative comments 

Visibility ‘There is very little sign of any senior leaders where we work, they actively avoid speaking with 
staff.’ (...) 

Approach ‘Departments appear to act independently with no overall cohesion or strategy’ (...) 

‘I believe we have seen poor implementation of ideas based on the selfish needs of senior staff to 
forward their own careers’ (North Division, no gender given) 

Performance ‘I feel there is a lack of strategic direction within my department.’ (...) 

‘There is a culture within our department to put a lot of work on the highest productive staff where 
the lazy and lowest skilled staff that refuse or seem unable to do more are left to their own 
devices.’  (...) 



Section 4: Your Career & Development I 

% 
Agree 
2017 

% 
Agree 
2018 

Diff 
(2018-

2017) % 

86 86 0% 

72 73 1% 

18 44 26% 

61 63 2% 

53 50 -3%9 
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48 
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51 
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22 
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Opportunities & job vacancies are advertised and
recruited to fairly

I am encouraged to undertake training and personal
development

I believe that the Check-in [PDR] process is worthwhile
and adds value

I feel confident to try out new things even if it means
making mistakes

I am given the authority to make decisions which I need
to make in my role

Strongly agree Agree Disagree Strongly disagree I have no knowledge



Section 4: Your Career & Development II 

% 
Agree 
2017 

% 
Agree 
2018 

Diff 
(2018-

2017) % 

49 42 -7%

55 75 20% 

63 65 2% 

47 49 2% 7 

12 

21 

6 

42 

53 

54 

36 

19 

26 

12 

32 

8 

8 

5 

20 

24 

2 
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6 

0% 20% 40% 60% 80% 100%

I am happy with the arrangements for coaching and
mentoring within force

I am given the training and information to do my job well

My line manager supports my personal development
[My line manager uses the PDR process to set me goals &

objectives to support my personal development]

There are opportunities for me to advance and/or be
promoted within the force

Strongly agree Agree Disagree Strongly disagree I have no knowledge



Section 4: Your Career & Development - comments 

Key categories mentioned in this section are listed below. 6% were positive and focused on a 

variety of areas including great management and opportunities in the force. Others were: 

24% 

22% 
21% 

17% 

10% 
6% 

Recruitment

Career Development

Training

Check-in

Coaching/Mentoring

Positve Comment

Theme Sub-themes 

Recruitment Claims that the process was unfair with reference made to jobs not 
being advertised, little attention paid to prior experience/track record, 
jobs going to retired officers, jobs being ear-marked beforehand, 
nepotism and a bias towards those who can pass interviews. 14% 
more mentions than 2017. 

Career 
Development 

Little or no opportunities for development (multiple references made 
to this being worse for Police Staff and PSCOs), the process regarded 
as unfair/hit and miss, staff not allowed to make decisions. 

Training Many said training was refused due to low budget or staffing levels, 
the eLearning is not popular and people feel it is box-ticking. Training 
is inadequate or insufficient 

Check-In Large numbers not had a check-in yet, not being used properly, needs 
review, not fit for purpose, too informal, lacks structure. 15% fewer 
mentions than last years equivalent.  

Coaching/ 
Mentoring 

Seen as ‘pot luck’, if you have a good line manager you will get more 
help, would like more of it made  



Section 4: Your Career & Development – verbatim comments 

Theme Verbatim comments 

Positive comment ‘There has been a real push for development and learning under the current leadership, which is 
encouraging. I feel there are more opportunities now to develop than ever before.’ (...) 

Negative comments 

Recruitment ‘I believe the current promotion process is fundamentally flawed. How can an individual's 
capabilities, beliefs and commitment be assessed in a 40 minute interview and nothing else taken 
in to account.’ (...) 

Career Development ‘Although I am supported within my department I feel that current promotion prospects are 
limited due to being in a specialised post.’ (...) 

‘There appear to be very little opportunities for promotion. My experience so far is that the force 
is happy for people to "act up" which helps the force achieve staffing requirements, but does not 
provide the support to achieve promotion.’ (...) 

Training ‘The only training I have received has been from work colleagues - there does not seem to be any 
training which would help expand knowledge of the Force or assist with promotion.’ (...) 

‘Often unable to attend a course due to lack of staff cover.  Even when booked onto a course, 
attendance has been cancelled due to lack of staff.’ (...) 



Section 5: Your Voice 

% 
Agree 
2017 

% 
Agree 
2018 

Diff 
(2018-

2017) % 

58 62 4% 

59 61 2% 

87 85 -2%

87 87 0% 

49 52 3% 

69 71 3% 

Not asked 71 N/A 

Not asked 66 N/A 15 
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I believe the force is committed to the wellbeing of the
staff/officers

I am able to try new things to make improvements

I am aware of the role of the staff networks and know how to
contact them

I am involved in deciding on changes introduced that affect
my work area/team/department

If I had a problem and needed help/support, I feel my line
manager would be supportive and treat me with compassion

My line manager is open to hearing my opinions and views

I feel confident to discuss my views with senior leaders

Senior leaders are open to input and the views of
staff/officers

Strongly agree Agree Disagree Strongly disagree I have no knowledge



Section 5: Your Voice - comments 

18% of all these comments were positive (highest across all sections). Of these, the 

majority said there has been a positive change in the last few years/months with regards 

to having a voice, especially with senior managers. Many also stated that changes are 

trickling down thanks in part to things like the ‘ideas box’. 

“I feel able to discuss my ideas and thoughts with senior leaders and believe they are 
genuinely interested in hearing the views of those who work in the departments they 

manage.” (...) 

“I feel the new command structure at both force level and locally is a breath of fresh air and I 
genuinely feel those occupying these positions do listen, do care and want to make a difference. 

I say this because I have seen it.” (...) 

“The innovation from the senior team has been absolutely fantastic in the last year or two. 
I’ve felt involved and developed by them, I’ve been encouraged to come up with ideas and 

changes which has been very refreshing and policy/red tape has been reduced.  I feel motivated 
to be included in discussions.” (...) 



Section 5: Your Voice – comments cont. 

The other comments could be grouped into the themes in the chart: 

23% 

19% 

18% 

10% 

7% 

3% 

18% 

Well-being of staff

Leadership

Have my say

Line manager

Fear of speaking up

Decision-making

Positive comment

Themes Sub-themes 
Well-being of 
staff 

Staffing levels/workloads causing issues not being addressed, 
sickness of staff (e.g. mental health/depression) due to workloads 
compounding the problem. 

Leadership 

Don’t respond to being challenged, not listening, listening but not 
acting, little feedback, lacking consultation, not 
approachable/accessible 

Have my say Not being listened to, lacking consultation, not acting on input, not 
feeling heard, seeing consultation as ‘tick box’ exercise. 

Line manager Management style not appropriate, little contact, little support, 
acting as a blocker. 

Fear of 
speaking up 

Generally, this theme related to people being concerned that 
speaking up would result in them being labelled a trouble 
maker/moaner and fearing the reprisals of doing so.  

Decision-
making 

Needing more consultation and acting on feedback received, asking 
for input and not simply imposing changes.  



Section 5: Your Voice – verbatim comments 

Themes Verbatim comments 

Well-being of staff ‘I feel that sometimes individuals based at Headquarters do not appreciate what front line 
officers/staff have to deal with. Individuals are supported in the short term when they return back 
from sickness absence; however, I think a longer term plan needs to be put in to place to support 
individuals.  Not only will this increase the individual’s job satisfaction, but it may also have a 
positive impact on the Force's sickness rate.’  (...) 

‘Staff are stressed, over worked, not appreciated and struggling with their mental health 
(stress/anxiety/depression). We never used to feel like this. Sooner or later, the sickness levels will 
increase due to having no support.’ (...)  

Leadership ‘I feel that Senior leaders pretend to be open to input by having meetings, which is a good thing. 
However all ideas put forward appear to be dismissed and they go ahead with their own agenda 
which was decided prior to any meeting.’ (...) 

Have my say ‘Staff constantly voice opinions, ways forward but are not listened to and it is us that do the job day 
in and day out.  If we were doing a poor job then Derbyshire Police would not be recognised as the 
Force it is.’ (...) 

‘Officers believe that we are asked for our opinions. However we feel this is just a ‘tick box’ exercise 
and that the decision has already been made.’ (...) 



Section 6: Your Work Climate I 

% 
Agree 
2017 

% 
Agree 
2018 

Diff 
(2018-

2017) % 

88 88 0% 

84 79 -5%

81 81 0% 

80 81 1% 

94 90 -4%

78 78 0% 

68 69 1% 20 
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My working environment is clean and presents a professional
working image

I do not work excessive hours

I work as part of a good team

I like my current shift pattern/hours of work

I am able to maintain a reasonable balance between work &
my private life

I understand how my role contributes to the Police and Crime 
Plan and the force’s commitment 

Overall, Derbyshire Constabulary is a good place to work

Strongly agree Agree Disagree Strongly disagree I have no knowledge



Section 6: Your Work Climate II 

% 
Agree 
2017 

% 
Agree 
2018 

Diff 
(2018-

2017) % 

80 80 0% 

77 81 4% 

75 75 0% 

73 77 4% 

43 44 1% 

74 77 3% 

59 60 0% 
18 
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37 
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16 
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4 
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25 

4 

27 
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0 

0% 20% 40% 60% 80% 100%

I feel/believe that police staff volunteers add value to the
organisation

[Disagree] I am frightened to do my job in case a complaint is
made against me

I feel that staff are fairly treated when a complaint is made
about them

I feel the force provides a good range of information and
support on health and wellbeing areas

I feel able to manage my work-related stress effectively

Derbyshire Constabulary is committed to providing a safe
working environment

I have the necessary skills and equipment to be able to
perform my job

Strongly agree Agree Disagree Strongly disagree I have no knowledge



Section 6: Your Work Climate - comments 

Positive comments (7%) mentioned enjoying working for Derbyshire Constabulary and 

work-life balance. General negative themes are listed with highest frequency associated 

sub themes: 

23% 

19% 

18% 

15% 

10% 

9% 
7% 

Buildings

Wellbeing

Equipment

Ways of working

Complaints

Volunteers

Positive comment

Themes Sub-themes 
Buildings General conditions, air-conditioning, lack of repairs, lack of 

cleanliness. 

Wellbeing Concerns about stress, more support for mental health, there 
being an HQ bias with support/initiatives, lacking in morale, 
staffing levels/workloads. 

Equipment Mainly IS-related, tasers, uniform (lacking or inappropriate), 
gas for PCSOs. 

Ways of 
working 

Shift patterns, policing/response model, single crewing, 
accessing annual leave, dual training not popular, overtime 
being worked by many. 

Complaints Time taken to investigate, constant worries/concerns about 
being complained about, ‘guilty until proven innocent’ 
mentality, complaints being poorly handled (length of time, 
lack of updates) 

Volunteers Very mixed view, high value to no value at all, some comments 
stating that it is inappropriate that the police have to use 
them.  



Section 6: Your Work Climate – verbatim comments 

Themes Sub-themes 
Positive comment ‘I enjoy my job, where I work and the people I work with. The hours I work suit my home life 

and in general the force is a good place to work.’ (...) 

Negative comments 

Buildings General conditions, air-conditioning, lack of repairs, lack of cleanliness. 
‘Certain police stations are literally falling to pieces and are in a general state of 
disrepair and very run down.’ (...) 

Wellbeing ‘Having suffered with depression the mental health message is all words and no substance, 
Derbyshire does not look after staff and allows them to be bullied despite calls for help 
through the grievance system.’ (...) 

Equipment ‘I feel Taser should be rolled out immediately to those who wish to have it, rather than years 
of waiting list’ (...) 

‘There have been long term issues with access to computer software and systems that we 
need.’ (...) 



Section 7: Your Pay & Recognition 

% 
Agree 
2017 

% 
Agree 
2018 

Diff 
(2018-

2017) % 

91 90 -1%

75 72 -3%

51 49 -2%

93 91 -2%

44 55 11% 

73 75 2% 

64 65 1% 

48 47 -1%5 
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I am fairly paid compared to people with similar roles and
responsibilities in the organisation

I am not concerned about my finances

The force provides a good range of benefits e.g. flexi-time
policy, child-care vouchers, discounts on mobile phones,…

[Disagree] I would like to be more formally recognised for the
work I perform from my line manager

My line manager trusts me to do my job well

My pay is fair for the work that I perform

My line manager regularly acknowledges when I do my work
well

My line manager treats me fairly

Strongly agree Agree Disagree Strongly disagree I have no knowledge



Section 7: Your Pay & Recognition - comments 

- The 3% of positive comments mentioned fair pay and the satisfaction of serving the

community. The negative themes are shown below.

64% 
14% 

6% 

5% 

5% 
3% 3% Pay

Recognition

Line manager

Flexi-time

Annual leave

Benefits/incentives

Positive comment

Themes Sub-themes 
Pay Typically pay was deemed ‘not enough’ and comparisons were 

made across forces, within forces, within teams, across public 
and private sector as evidence of this. Increase in 
responsibility/workload for no increase in pay, many 
recognised that this is largely a political issue.  

Recognition Referred to needing more formal and informal recognition and 
thanks for going over and above in their role. 

Annual leave Generally deemed difficult to book, often refused due to 
staffing levels. 

Benefits / 
Incentives 

Some said there were few relevant benefits/incentives for 
them, others put forward ideas such as gym discounts, medical 
cover, links with business. 

Line 
managers 

Mentioned within the context of how they treated staff. 

Flexi-time Some said flexi-time was discouraged/not understood/hard to 
fit in. 



Section 7: Your Pay & Recognition – verbatim comments 

Themes Verbatim comments 
Positive comment ‘Money can't buy the true satisfaction I get in serving my community.’ (South Division, male) 

‘I keep getting recognition for the work that I am producing and this is reflected in my pay’ (...) 

Negative comments 

Pay ‘Pay inequality - similar roles in different areas have vastly difference pay rates’ (...) 

‘Generally feel we are underpaid, but that is a national issue, not the force.’ (...) 

‘We are certainly not paid or respected for the danger we face.’ (...) 

Recognition ‘I think the Force needs to recognise staff for ‘going the extra mile’ more.’ (...) 

‘To be recognised for doing a job well would be great.....it doesn't happen...ever.’  (...
) 

‘It's not all about money or pay, I am more motivated by recognition for doing a good job 
and feeling I have accomplished something worthwhile.’ (...) 



Section 8: Our Communication 

% 
Agree 
2017 

% 
Agree 
2018 

Diff 
(2018-

2017) % 

83 78 -5%

58 56 -2%

68 67 -1%

57 60  3% 

80 79 -1%

64 64 0% 8 
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Communication between the force and staff is effective

The Intranet is the best way for me to keep up-to-date 
with what’s happening in and around the force 

I have the opportunity to contribute to decisions which
affect me

My line manager regularly gives me feedback/tells me
when my work needs improving

Changes that affect me are communicated to me before
they take effect

My line manager regularly updates me and
communicates with me

Strongly agree Agree Disagree Strongly disagree I have no knowledge



Section 8: Our Communication - Comments 

- 10% of those who commented responded positively, many people commended the ‘Chief’s

vlog’ and videos generally. The most mentioned negative comments related to:

 

21% 

20% 

18% 

16% 

8% 

4% 
3% 

10% 

Intranet concerns

Line manager comms

Lack of consultation

Timeliness

High volume of
information
Cascading information

Technology

Positive comment

Themes Sub-themes 
Intranet concerns Search capability, navigation, quality of content (although it 

was acknowledged this is due to be updated). 

Line manager 
communication 

Lack of, style, limited contact 

Lack of consultation One-way communication, no chance to input to decisions, 
staff not asked.  

Timeliness Given info late, rely on grapevine, staff not having time to 
read information. 

Cascading 
information 

Not filtering down, not the right information being shared. 

Technology Telephone systems, N-calt, tannoy, video communication 
but no speakers to listen to them. 

High volume of 
information  

Too many methods, too many emails. 



Section 8: Our Communication – verbatim comments 

Themes Sub-themes 

Positive comments ‘There has been a noticeable improvement in the last year or so in respect of how the force 
communicates with the workforce. E.G. the vlogs from senior officers. This is a welcome 
improvement.’ (...) 

‘Chief video blogs are a good and effective way to get the SLT messages across to the 
majority of staff.’ (...) 

Negative comments 

Intranet concerns ‘The intranet is terrible, It is not user friendly in any way. There is a huge scope to 
change this.’ (...) 

‘I know that many officers do not read the items on the force intranet.’ (...) 

Line manager communication ‘My line manager doesn't communicate with us full stop! I send emails and don't get 
acknowledgement or a reply to tell us what is happening.’ (...) 

Lack of consultation ‘Within our department things are not communicated to us before they have taken effect,  
and we do not always get asked for any input to improve that change even though some 
of us have a lot of experience.’ (...) 

Timeliness ‘Changes are often heard as rumours before actual staff are told directly’ (...) 



Top Three Priorities 



Top Three Priorities 

 Respondents provided almost

3000 priority ideas.

 The largest categories are listed.

 ‘Staff related’, ‘Crime’,

‘Leadership’ and ‘Organisational

issues’ were the four biggest

areas.

 Each area can be broken down

further.

Staff-related 
46% 

Crime 
9% 

Leadership 
9% 

Organisational 
8% 

IT 
6% 

Facilities 
6% 

Approach to 
policing 

4% 

Communication 
4% 

Processes 
3% 

Our public 
3% 

Other 
3% 



Staff Related Issues 

- Over 1,200 comments were ‘staff-

related’

- The main themes from this group of

comments related to:

- Staffing levels being low/dangerous

- Staff morale being low

- Staff development/promotions

- Pay/pension-related

- Staff welfare/wellbeing/mental health

- Safety of staff

- Staff workload

- Managing staff performance

- Being given recognition/feeling valued

- Fairness

- Staff retention

- Training



Crime 

- Many respondents listed

specific types of crime that

should take priority

- Those mentioned were:

- CSE

- Drug-related

- Acquisitive

- Anti-social behaviour

- Cyber crime

- Knife crime

- Modern slavery

- Organised crime

- Domestic abuse

- Terrorism

- As well as specific crimes many

talked about risk and threat,

crime prevention/reduction and

protecting vulnerable people

14% 

14% 

13% 

13% 
11% 

9% 

9% 

8% 

7% 
4% CSE

Drug-related

Acquisitive

Anti-social behaviour

Cyber Crime

knife crime

Modern slavery

Organised Crime

Domestic Abuse

Terroism

 



Leadership 

- This group of comments related to the what the force leadership

could do:

- Consultation and Listening (seeking opinions of staff)

- Being open, transparent and honest

- Being visible

- Engaging with staff

- Creating a clear vision

- Building cohesion in their team

- Making the right decisions

- Understanding the role of officers

 



Organisational Issues 

- In this group of comments the themes were

fairly broad but tended to be linked to:

- Considering the force structure

- Thinking about better ways to collaborate,

especially with the fire service

- Culture change was mentioned, for example:

- Lose blame culture

- Trust/openness

- Continuing development/improvements

- Future proofing the organisation

- Raising standards

- More cohesion across the organisation

- Period of stability and evaluation

- Reduce bureaucracy

- Pressure government for funding

 



Other priorities 

- IT: general

dissatisfaction

with IT in terms of

technology and

systems used.

- Communication:

improvements to

communication in general, with

staff, the public and victims.

Outlining changes within the

force.

- Processes: fairness in

recruitment and promotion was

the major concern in this theme.

- Facilities:

building security,

the general state

of buildings and

work

environments and

ensuring staff

have appropriate

equipment and

vehicles to carry

out their work.

Our public: working closely 

with communities / 

neighbourhood policing, 

protecting the public, 

increasing public confidence 

through education and 

engagement.  

Approach to Policing: far 

fewer mentions of Policing 

Model and the Response Model 

than in 2017. Other comments 

focused on front-line policing 

and being visible. 



Part 4: Results by Type of Staff 



Level of Agreement by Division / Department: 
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Comparison of Views of North and South Division 
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Motivation & Engagement Statements by North / South Division 

Average Level of Agreement 
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Leadership Statements by North / South Division 
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Career & Development Statements by North / South Division 
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Level of Agreement by Job Role: 

Average of 67 Statements  
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Level of Agreement by Age: 

Average of 67 Statements  

69 
76 

69 71 73 74 

0

20

40

60

80

100

Overall average 16-24 25-34 35-44 45-54 55+

% 



Level of Agreement by Length of Service: 
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Level of Agreement by Disability: 
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Career & Development Statements by Disability 
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Level of Agreement by Ethnicity: 
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Level of Agreement by Gender: 
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Part 5: Overview 



Overview (1) 

- Overall, very similar results as in 2017. However, 69% average level of agreement with 67 (positive) statements

leaves plenty of room for improvement.

- Highest levels of agreement were with statements under headings ‘Work Climate’, ‘Line Manager’ and ‘Motivation /

Engagement’, lowest levels with statements under ‘Leadership’ heading.

- There were declines compared with 2017 in levels of agreement with ‘Line Manager’ and ‘Leadership’ statements,

slight increase for ‘Your Voice’ statements.

- 6 statements achieved 90%+ levels of agreement:

- When I do my job, I always put the victim/customer first

- I believe in the force’s principles

- My line manager trusts me to do my job well

- I am proud to work for Derbyshire Constabulary

- I work as part of a good team

- My line manager treats me fairly

- Only 5 of the 67 statements achieved ‘Strongly agree’ levels of 40% or above. 3 of these statements were from the

‘Motivation & Engagement’ section.

 



Overview (2) 

- 4 statements achieved only 42% or lower levels of agreement

- I feel my motivation at work is increasing

- [Disagree] I would like to be more formally recognised for the work I perform from my line manager

- I feel my satisfaction at work is increasing

- There are opportunities for me to advance and/or be promoted within the force

- The check-in process is regarded much more favourably than the PDR process had been.

- 5 of the 9 statements showing a decline of 4% points or more compared with 2017 related to the Line Manager.

- Almost half of the comments in respect of the Top Three Priorities related to staff issues. They included comments

about low staff levels, low morale, pay, safety, workloads, recognition and training.

- Staff in HR Services and Professional Standards showed the highest levels of agreement of all Department / Divisions,

Staff in North Division showed much the lowest levels of agreement.

- Compared with the South Division, staff in North Division were much less likely to agree with the statement ‘I believe

the force is travelling in the right direction’.

- Staff with a disability tended to show lower levels of agreement than those without a disability. In particular, they were

less likely to agree with the statements ‘There are opportunities for me to advance and/or be promoted within the force’

and ‘I am given the training and information to do my job well’.

- Female staff tended to be slightly more positive on average compared with male staff.



■■■I■
■ ■■



Posted on Twitter on 17th May 2019 



Posted on Facebook on 6th September 2019 at 10:32 







Gender Agenda 

Derbyshire Constabulary LGBT+ support 

network 

••••••••LGBT + Support Network 
Derbyshire Constabulary 

< 

This network offers support and advice lo all 

officers and statt, female and male, on 

matters such as work•life balance. successful 

careers and proportional gender 

representation across rank and grade. 

Email: 

Twitter: 

The LGBT+ Network is a network offering 

advice and support to all staff, including 
individuals ider tify as from a lesbian. gay, bi, 

transgender, GQ, intersex or non-binary 

community. Our network is also open to 

LGBT+ allies (those not identify as LGBT +), 

but openly supoort equal rights and gender 

equality, and challenge homophobia, biphobia 

and transphobia. 

Email: 

Twitter: 

> 

Contact Us 

If you want to find out more about Positive Action, or what we are currently doing around 

Positive Action, contact our Positive Action leam via the methods below. 

Phone: 
Twitter:  

Positive Action Interest Form 

If vou're interested in receiving information about our recruitment campa·ens and any of the 
positive action events be1ind held throu.ghout the county, ple2:se complete our Positive 

Action interest form to reg,sterw1th our P:::>s1t1ve Action team.



How well respondents believed the Derbyshire Police are doing 

Excellent Good Fair Poor Very poor 
Heterosexual 12.1% 38.9% 30.4% 12.3% 6.4% 

Lesbian/Gay/Bisexual/Other 16.6% 30.7% 33.0% 12.7% 7.1% 

Excellent/Good Poor/Very Poor 
Heterosexual 51.0% 18.6% 

Lesbian/Gay/Bisexual/Other 47.3% 19.7% 
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Reports of crimes against LGB and T individuals 

Hate Crimes: 

2017/18 2018/19 Volume change Percentage Change 
Lesbian/Gay/Bisexual 89 159 70 78.65% 
Transgender 10 27 17 170.00% 

Non-Hate Crimes: 

2017/18 2018/19 Volume change Percentage Change 
Lesbian/Gay/Bisexual 54 37 -17 -31.48%
Transgender 13 12 -1 -7.69%
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