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THE OFFICE OF POLICE AND CRIME COMMISSIONER 

FOR DERBYSHIRE 

DECISION RECORD 

Request for PCC Decision 
Received in OPCC 

Date: 2 May 2013 
OPCC Ref: 49/13 

 

Title: EQUALITY STRATEGY 

 

Executive Summary: To be completed by PCC Specialist lead 

The strategy which sets out the joint commitment to equality and diversity is 

consistent with the provisions of the Equality Act 2010 and related secondary 

legislation which outlines the public sector equality duty to which the Commissioner 

and the Constabulary are subject.  The strategy outlines the obligations and sets out 

how both organisations will comply with these together with outlining objectives the 

constabulary has set in accordance with the specific duties.   

 

Decision 

Resolved that 

To approve the joint Commissioner and Constabulary equality strategy. 

 

 

Declaration 

I confirm that I have considered whether or not I have any personal or prejudicial 

interest in this matter and take the proposed decision in compliance with the Code of 

Conduct for the Police and Crime Commissioner for Derbyshire.  Any such interests 

are recorded below. 

None 

The above request has my approval. 
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PUBLICATION SCHEME CONSIDERATIONS 

Is the related Section B report to be published     Yes 

If no, please indicate relevant exemption 

 

Is the publication of this approval to be deferred     No 

If Yes, provide reasons below 

 

Date to be deferred to – 

NB Statutory Instrument 2011/3050 (as amended by SI 2012/2479) states that: all decisions made by 

a PCC are in the types of information that must “be published as soon as practicable after it becomes 

available to the elected local policing body”. 

 

OFFICER APPROVAL 

Chief Executive or Nominee: 

I have been consulted about the proposal and confirm that financial, legal and 

equalities advice has been taken into account in the preparation of this report.  

I am satisfied that this is an appropriate request to be submitted to the Police and 

Crime Commissioner 

 

 

Name                                                                                Date 
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Equality 
Plan 

 

from 2012 to 2016 



 

1 What is this about? 
 
 
 
 

This booklet is written by 

Derbyshire Constabulary and 

the Police and Crime 

Commissioner who look after 

policing in Derbyshire. 
 

 
 
 
 
 
 
 
 

We want Derbyshire to be 

a safe place to live where 

everyone trusts the police 

to do a good job of fighting 

crime and treating people 

fairly. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

To help us do this we need a 

plan. This plan is called an 

equality strategy. 
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It does not matter: 
 

• what age people are 
 
 

• what race they are 
 
 

• what religion they are 
 
 

• if they are disabled 
 
 

• if they are a man or 

a woman 
 

• if they are having a baby 
 
 

• if they are gay or not 
 
 

• if they are married or have 

a boyfriend or a girlfriend 
 

• if they change from being 

a man to a woman, or a 

woman to a man. 
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2 Why do the police need this plan? 
 
 
 
 

It is the right thing to do 
 

We need to know that people 

trust us.  If we trust and respect 

people, then people will trust 

and respect us. 
 

 
 
 
 
 
 
 
 

It will help us do our job better 

People will be happier to come 

to us for help or to give us 

information. 

It will help us keep good workers 

if they know that they will be 

treated fairly. 
 

 
 
 
 
 
 
 
 

Because we have to 
 

There is a law to make sure that 

people are treated fairly and we 

want to make sure we follow 

these laws. 
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3 About our plan 
 
 
 
 

Treating disabled people fairly 
 

We want to make sure 

disabled people: 
 

• Can easily get help and 

information from the police. 
 

• Can get information that is 

easy to understand. 
 

• Are offered extra help when 

talking to the police. 
 

• Can have a chance of getting 

a job with the police. 
 

• We look at what disabled 

people can do, not what they 

can not do. 
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Treating young and 

old people fairly 

Sometimes people are treated 

unfairly because they are young. 

Just because someone is young 

it does not mean they are a liar 

or a troublemaker. 
 

 
 
 
 

Older people may be treated 

unfairly because they are  

old and might not be taken 

seriously, or some people might 

think they are too old to do a 

job. 
 

 
 
 
 

The police must remember this 

and make sure this does not 

happen. 
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Treating people of all races 

and religions fairly 

When we talk to people who 

have been victims of a crime, 

or who have broken the law, we 

do not let their race or colour of 

their skin affect the way we talk 

to them. 

                         There are many religions. 
 

For some people, religion is a 

big part of their life, and they go 

to religious places like churches, 

temples or mosques. 
 

Some people are not religious 
 
 

We need to make sure that we 

treat everyone fairly if they have 

a religion or not. 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

6 



 
 
 
 
 

Treating men and women fairly 

Its important to treat men and 

women fairly. For example,  

when women work for us they 

get equal pay and pensions and 

men get chance to look after 

their children. 
 

When women talk to the police 

we take what they say seriously, 

for example, if a man hits their 

partner or someone in the family. 
 

 
 
 
 

Treating gay people fairly 
 

In the past people who are gay 

and who had been beaten up or 

bullied might not tell the police 

because they thought the police 

would not listen or treat them 

unfairly. We need to make sure 

that people who are gay trust the 

police. 
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4 How we will make our plan work 
 
 
 
 

Our employment rules 

Treating our workers fairly 

makes them happier and better 

workers. We use surveys and 
 

interviews to find out how 

workers feel about the way 

they are treated. We keep the 

information about our workers 

private. 
 

We ask questions like, 
 
 

“why are there not many women 

doing that job?” 
 

or 
 
 

“what is stopping people with a 

disability from doing this job?” 
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Training 
The way we train our 

police officers 

Our police officers are trained 

to make sure they know how to 

treat people fairly. Also people 

from the local community have 

the chance to meet and help 

train our new police officers. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

The way we offer our services 

to people 

We want to make sure that we 

give people the services that 

they need, and that our services 

are of a high standard for 

everyone. 
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5 Hate Crime 
 
 
 
 

We work with other groups that 

all want to help you if you are a 

victim of hate crime. 
 

Hate crime is where someone 

hurts you or treats you badly 

because you have a disability or 

because you are gay or come 

from a different culture. 
 

If you are a victim of hate crime: 
 

• We give you advice about 

what to do. 

• We stay in touch with you 

so that you know we are 

still dealing with the 

crime. 
 

• We give you a phone 

number that you can ring 

to talk to us. 
 

• We can get other groups 

to help if you want. 
 

• We do all we can to find 

and talk to the person that 

hurt you. 
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DERBYSHIRE 
CONSTABULARY 

 0 

IN AN 
EMERGENCY 
ALWAYS 
CALL 999 

6 What happens next? 
 
 
 
 

We have written 5 main areas in 

our plan that we want to work 

on over the next four years. 
 

We will talk and listen to many 

different people and ask them 

to fill in questionnaires to make 

sure that they are happy with 

the plan. 
 

Each year we will write a 

booklet on what work has been 

done and show how well we are 

doing at being fair and equal. 
 

If you would like to see the 

areas we are looking at or our 

reports each year you will find 

them on the internet. 
 

If you need help to find them or 

understand them please give us 

a ring on telephone number 101 

and ask for the Equality Unit. 
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Foreword 
 

This strategy sets out our long standing 

commitment to fairness and equality, explaining 

how we will meet and surpass our legal 

responsibilities. This document details how 

all members of Derbyshire Constabulary and The 

Office of the Police and Crime Commissioner for 

Derbyshire will challenge each other and ourselves 

to continue to meet our commitment. We 

acknowledge that it is our duty to engage with 

local people, to really listen to what they tell us, 

and most importantly take action to deliver. 
 

The Equality Act 2010 presented us with a 

welcome and timely opportunity to review the 

progress made to date and to identify areas 

for improvements. Actively engaging with the 

communities we serve helps us to treat everyone 

 

 

 

according to their needs and doing everything 

possible to protect the most vulnerable and 

marginalised, and to be active, visible and 

approachable in all the communities we serve. 
 

This strategy is integral to both the Force 

Commitment and the objectives of the Police and 

Crime Commissioner, and is one of the ways we 

demonstrate our duty to effectively police 

Derbyshire.  Understanding and recognising the 

importance of equality is fundamental to being a 

part of policing in Derbyshire and fits properly 

with our values and our commitment to our 

communities. This equality strategy is not optional 

and we therefore commend it to you and look 

forward to you demonstrating your own support 

for the plan and the principles within it. 
 

 
 
 
 
 
 
 
 
 
 
 

                              
 
 
 
               
 

Mick Creedon 

Chief Constable 
Derbyshire Constabulary 

                          Alan Charles 

Police and Crime Commissioner                                                         
Derbyshire 
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Principles 
How does this fit? 
As well as having a moral responsibility to 

address equality and diversity issues, Derbyshire 

Constabulary and the Office of the Police and 

Crime Commissioner for Derbyshire, like all public 

authorities have a legal obligation under section 

149 of the Equality Act 2010 (the Act) known as 

the public sector equality duty, to their workforce 

and the communities they serve. 
 

Section 149 extends the new equality duty to 

cover a range of protected characteristics (age, 

disability, gender reassignment, marriage & civil 

partnership, pregnancy & maternity, race, religion 

or belief, sex, and sexual orientation). The equality 

duty is a major driver for the constabulary and the 

commissioner’s office to demonstrate how we 

integrate consideration of equality and good 

relations into day to day business; it requires 

equality considerations to be reflected into the 

design of policies, the delivery of services, and the 

way in which the constabulary and the 

Commissioner deal with officers and staff. 
 

Purpose/vision 
How does this help the 
organisation? 
Our vision is to treat people fairly and equally.  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. 
 

In order to do this, we have developed a strategy 

which brings together our Commitment, Values, 

Equality Policy and Legal obligations under the 

public sector equality duty. 

 

The general equality duty is set out in the Act.  In 

summary, those subject to the equality duty must, 

in the exercise of their functions, have due regard 

to the need to: 

 ❙ Eliminate unlawful discrimination, harassment 

and victimisation and other conduct 

prohibited by the Act 

 ❙ Advance equality of opportunity between 

people who share a protected characteristic 

and  those who do not 

 ❙ Foster good relations between people who 

share a protected characteristic and those 

who do not. 
 

Our commitment of 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. 
 

To deliver on our commitment we use the 

following values to guide our conduct, expressing 

the behaviour and attitudes expected of every 

officer and member of staff: 

Integrity We are open and honest. 

Our relationship with our 

communities, our partners and 

each other is based on trust. 

Respect We respect and value everyone 

at every level of the organisation. 

Valuing our differences is one of 

our strengths 



3  

 

Performance We aim for the highest possible 

standard. We want to do 

the right thing every time. We 

work to get the best out of all 

that we have and we celebrate 

our achievements. 
 

Responsibility  We take responsibility for what 

we do, as individuals and team 

members. We work together 

and support each other to put 

our communities at the heart of 

everything we do. 

Innovation We will be courageous to meet 

the most difficult challenges and 

adapt to new and developing 

situations. 

 

Benefits 
 

What will happen when we 
get there? 
We have a tradition of policing with the support 

and co-operation of our communities. Support is 

given when the public have confidence in us and 

the service we provide. Co-operation from the 

public help us to maintain order, solve crime and 

keep communities safe.  Promoting equality and 

embracing diversity is not only the right thing to 

do, it is essential to the effectiveness of policing. 
 

Working in communities our police officers and 

staff treat everyone according to their needs 

and do everything possible to protect the 

most vulnerable. We will be active, visible and 

approachable to all communities in Derbyshire. 
 

Key outcomes: 

 ❙ Service delivered according to need 

 ❙ Improved public confidence in policing 

 ❙ Communities more involved in performance 

scrutiny 

 ❙ Sustained improvement in satisfaction across 

diverse communities. 

Strategic themes 
How do we make sure this 
works? 
We recognise that equality is fundamental in 

everything we do, and so requires consideration  

at all levels. To do this, we gauge policies and 

functions used to deliver our day-to-day business 

and manage our workforce to ensure they comply 

with our commitment and obligation to equality 

and diversity. We achieve this by undertaking a 

process known as an Equality Impact Assessment 

(EIA). 
 

An EIA is a ‘tool’ which helps us make sure our 

policies, and the way we do business is fair for 

everyone. An EIA makes us think about the impact 

of our proposed or existing policies and functions 

on all communities and on our workforce, making 

sure that, as far as possible, any negative impacts 

are minimised and that opportunities for promoting 

equality are maximised. 

(see Appendix a & b on pages 8-9) 
 

The EIA process underpins our approach to 

equality duty compliance across three strategic 

themes: 

1 Operational Delivery 
 

Derbyshire Constabulary carries out its business at 

an operational level by adopting ways to: 

 ❙  Prevent and reduce crime 

 ❙ Attack criminality 

 ❙   Protect vulnerable people 

 ❙  Provide reassurance 

 ❙  Deliver value for money. 
 

It is crucial in the delivery of these policing 

activities to ensure that we provide a fair and equal 

service to all involved. 
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We will achieve this by ensuring 

 ❙ our services are non-discriminatory, enabling 

equality of access and service provision 

 ❙ we actively engage with all communities in 

order for them to influence and shape 

policies and functions in order to gain equal 

levels of satisfaction 

 ❙ priorities are influenced and set by the needs 

of all communities in Derbyshire and 

inequalities are narrowed by seeking views of 

the community. 
 

2 People and Culture 
 

Derbyshire Constabulary endorses the principle 

that our workforce should reflect the community 

which it serves. 
 

By treating our staff fairly and equally, and by 

embracing diversity, we will create an inclusive and 

positive working environment for all. 
 

We are committed to focusing our employment 

procedures and practices on maximising the 

potential of each unique individual. 
 

To achieve this we will: 

 ❙ Monitor the diversity profile of our staff and 

officers to understand the composition of 

the workforce and ensure we address their 

needs at work 

 ❙ Challenge and investigate any discriminatory 

behaviour and enforce the disciplinary 

procedure when this is considered 

necessary 

 ❙ Provide all staff and officers with 

opportunities to influence the development of 

policies and practices 

 ❙ Support staff and officers by making 

reasonable adjustments 

 ❙ Monitor and measure diversity across a range 

of employment areas including recruitment, 

progression and retention to remove any 

direct or indirect associative or perceptive 

discrimination. 

3 Organisational processes 
 

Derbyshire Constabulary recognises that by 

embedding equality into organisational processes 

it can use its influence and resources, where 

possible to promote inclusion and redress 

inequality. 
 

We will achieve this by 

 ❙ Ensuring that the providers of products and 

services procured by Derbyshire 

Constabulary are compliant with equality and 

diversity issues 

 ❙ Managing our buildings and other equipment 

to ensure the needs of our workforce and 

communities are taken into account 

 ❙ Ensuring we have the capacity to learn from 

complaints made by the public. 

 

Responsibilities 
 

This strategy applies to everyone in the 

constabulary, regardless of rank or position, 

including volunteers and contractors who deliver 

services on our behalf. We all have a part to play 

in ensuring that the service we provide to our 

community is fair and professional regardless of 

individuals protected characteristics. 
 

We are all responsible for promoting equality and 

diversity by our behaviour and actions, and for 

co-operating with measures introduced to ensure 

equality of opportunity and non discrimination. 
 

It is also vital there is robust governance in place 

to ensure that equality is mainstreamed into 

the constabulary’s day-to-day business. This 

is provided internally by the Strategic Equality 

Assurance Board. The Commissioner provides the 

overall governance of the constabulary, and this 

includes a responsibility to oversee the 

constabulary’s equality activity to ensure 

compliance with the duty. 
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The Strategic Equality Assurance Board is chaired 

by the Deputy Chief Constable. The structure as 

illustrated on the following page. 

The board is responsible for: 

❙ leadership to the constabulary in the 

promotion of equality and diversity 

❙ compliance with equality legislation 

❙ access and provision of service which meets 

the needs of service users 

❙ dismantling barriers that prevent equality of 

access to employment and promotion for all. 
 

Having due regard to the equality duty means 

taking a proportionate approach and as a result 

of significant changes stemming from public 

spending cuts, the board have adopted 

risk-based method to meet our obligations. 
 

 
 

Strategic equality assurance board 
 

 
 
 

Head of Corporate Services 
 

 
 
 
 
 

Assistant 
Chief Constable 
(Operation Support) 

       Representative of 
the Police and Crime          
Commissioner 

 
 
 
 

Deputy 
Chief Constable 

 
 
 

 
Assistant 

Chief Constable 
(Crime & Territorial) 

 
 
 
 
 
 

Head of Human 
Resources 

Head 
of Equality Unit 

Director of 
Finance & 

Business Services 
 
 

Head of Legal Services 
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Police & Crime 
Commissioner 
for Derbyshire    

 

November 2012 saw the election of 

Derbyshire’s first Police and Crime 

Commissioner. 

The Police Reform and Social Responsibility 

Act 2012 made radical changes to police 

governance providing for the introduction of 

elected Commissioners’ who would supersede 

Police Authorities in taking responsibility for 

police governance. 

The Commissioners main responsibilities are: 

Setting and updating the Police and Crime 

Plan, which sets out the Commissioners 

objectives, 

 Setting the force budget and council 

tax precept, 

 Engaging with communities to 

ascertain their views, 

 Appointing, and where necessary 

dismissing, the Chief Constable and 

 Commissioning services of partner 

agencies to deliver a joined up 

approach to crime including the 

distribution of grants from central 

government. 

The Police and Crime Commissioner’s 

responsibilities with regard to equality are two 

fold. 

- Firstly as part of the governance role to 

oversee constabulary compliance with 

the equality duties and ensure that the 

constabulary encompasses equality as 

an integral part of delivering services to 

the public and dealing with staff. 
-  

To achieve this, the Commissioner is 

represented at the Constabulary’s Strategic 

Equality Assurance Board to which any high 

level equality related risk would be escalated. 

This allows regular oversight at the 

strategic group to which other force 

groups and departments report. 
  

 

The Commissioner periodically receives  

reports on constabulary equality activity and 

compliance at Strategic Governance Board 

meetings, this being a primary forum for 

constabulary reporting to the Commissioner. 

He will be sighted on the equality data and 

information published by the constabulary  

which so far has been highlighted for its 

high standard by the EHRC. Oversight of this 

information enables the Commissioner to  

scrutinize performance in relation to the duties. 

The Commissioner also receives reports and 

briefings which relate to a wide variety of policing 

issues in which equality considerations are a  

priority such as hate crime, ASB, domestic abuse 

and sexual exploitation to name but a few. 

Confidence and satisfaction levels are also  

monitored. 
 

- Secondly – the Commissioner, as a 

public body, is also subject to the 

general public sector equality duty. 

As the elected voice of the people and with wide 

responsibilities for the provision of policing and 

community safety services, the principles of 

equality and inclusion will be integrated into daily 

business. 

The Commissioner is committed to promoting 

equality and diversity into dealings with the public, 

the constabulary, partners and stakeholders, staff 

and volunteers, contractors and suppliers. 

The Commissioner’s first Police and Crime Plan 

has now been published and this sets out the 

Commissioner’s manifesto commitments and 

election pledges and contains 6 key objectives. 

These take into account the risks and threats in 

the county as a whole ensuring a holistic and 

inclusive approach to the setting of strategic 

priorities. 

The plan also sets out the Commissioner’s 

commitment to equality and to ensuring that we 

engage and consult with as wide a range of 

people and groups as possible. This, we hope 

will enable us to ensure that appropriate 

services are commissioned and resources 

directed equitably and proportionately taking into 

account the community as a whole and also 

those people who are vulnerable. 
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The way forward ❙ Objective 3 - We aim to improve 
The public sector equality duty is made up of a 

general equality duty set out in the Equality Act 2010 

supported by specific duties imposed by statutory 

regulations. Like other public authorities listed in the 

schedule which accompanies the regulations, the 

constabulary is required to publish information 

demonstrating our compliance with the equality duty. 

This equality information is published and updated 

annually on our website 

(www.derbyshirepolice.co.uk). This 

includes information on the effect that our policies and 

practices have had on employees and service users 

who share a protected characteristic. 
 

Derbyshire Constabulary 
Equality Objectives 2012 - 2016 
Our equality objectives strengthen our performance 

in meeting the equality duty. Setting objectives 

encourages an outcome focused approach resulting 

in an improved service and a positive working 

environment. 
 

Progress on our equality objectives are incorporated 

into an action plan and monitored by the Strategic 

Equality Assurance Board with continuing oversight 

provided by the Commissioner. 

 ❙ Objective 1 - We aim to improve 
community relations by ensuring 
equality and fairness is at the heart of 
everything we do. 
We will achieve this by ensuring Derbyshire 

Constabulary consistently meets its equality 

obligations in the way it develops and delivers policies 

and practices that impact on our public functions, 

staff and operational structure.  
  

protection and support for those 
more at risk from crime and 
anti-social behaviour. 
We will achieve this by ensuring Derbyshire 

Constabulary does everything possible to protect  

the most vulnerable and strengthen partnership 

working with statutory agencies and voluntary sector 

organisations. 

 

❙ Objective 4 - We aim to improve 
community confidence in policing by 
being more open about what we do. 
We will achieve this by increasing transparency on the 

use of police powers to improve the confidence of our 

communities. 

❙ Objective 5 - We aim to improve the 
diversity of our workforce 
We will achieve this by creating an inclusive and 

positive working environment for a workforce which 

reflects the communities it serves. 

 

 

 
 

❙ Objective 2 - We aim to improve our 
understanding of our communities 
so that we can treat everyone 
individually and according to their 
needs. 
We will achieve this by having a clear plan on how to 

reach out to all our communities and by finding out 

who needs our services and how best that can be 

delivered. 
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Q3. Using your professional judgement, which of the particular protected characteristics is the 
policy, function or project likely to disproportionately impact upon? 

Age 

Disability 

Gender  reassignment 

Marriage and Civil Partnership 

Pregnancy and maternity 

  Race 

Religion or belief 

Sex 

Sexual orientation 

None 

 

Q4. Using your knowledge of the subject and your professional judgement, do you consider
that… (please chose option from below) 

There is direct relevance to the equality duty, and it is proportionate to 
conduct a full EIA. 

 
Carry out full EIA 

 
There is direct relevance to the equality duty, but it is not proportionate to 
conduct a full EIA. 

 
Fill in below 

 
There is no direct relevance to the equality duty and therefore does not 
require a full EIA 

 
Fill in below 

Please explain why a full EIA is NOT required and include an explanation, especially where it is 
considered not to be proportionate (please include statistical information and evidence if available). 
Please be aware this document may be made publicly available. 

Appendix a 
 

 
 

DERBYSHIRE  CONSTABULARY 
Equality Impact Assessment – Screening 

Form 0027 
N10/11 

 
SECRET 

 
CONFIDENTIAL 

 
RESTRICTED 

 
NOT PROTECTIVELY MARKED 

(when complete)   (when complete) (when complete) (when complete) 
 

Name of Policy 
function or project:   Policy/Ref 

No:  
 

Q1. Briefly describe the intention of the policy, function or project and who will be affected (For 
example service users, staff and officers, Police Authority, partner agencies?) 

 

 
Q2 How relevant is the policy, function or project to the equality duty for service users, staff or 
the wider community? 

(Tick all that apply) Direct 
relevance 

If ticked please explain: 

Affect a large proportion of people (service 
users, staff or wider community) 

 
Have the potential for affecting people 
differently? 

 
Significantly affect a small proportion of 
people? 

 
Relate to a function that has been identified 
previously as unfair or disproportionate? 

 
Have a likelihood of creating an adverse 
impact on relations between any particular 
protected group? 

Involve a significant commitment of 
resources? (staff or finance) 

 
Provide services or facilities? 

 
Declaration – this information is accurate to the best of my knowledge. 
Assessment Author: Name: Date: 

Policy/Function/Project  Owner: I am satisfied the assessment meets the legal  Date: 
requirements  of  the  public  sector  equality 

Other  (expand/explain)  

 
No direct 

 

 
If ticked please explain: 

Please  be  aware  this  document   duty. 
may  be  made  publicly  available.   Name: 
Please      select      the      suitable 
protective     marking     for     this   Suitable protective 

 

 
YES 

relevance completed  document. marking selected 

Detail administration processes? 
Head of Equality: Name: Date: 

 
Have little or no direct impact upon people. 

 
This form may be published alongside the policy document on the intranet. Information gathered from 
this screening will be retained by the Equality Unit as evidence of our duty to comply with the Equality 
Act 2010. 
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Who have you consulted with? 
Notes: Liaise with the Equality Unit to identify who to consult with. 

Please summarise what these people/ groups have said. 
What were their recommendations? Were their recommendations adopted? 
If not why not? 

 
Is further consultation required? If so who with? 
(Details should also be recorded on action plan for continued monitoring) 

Engagement 
and 

consultation 

 
Assessment 

of likely 
impacts 

Does this policy, function or project have the potential to directly or 
indirectly discriminate against any protected group? If so, who and why? 

 
How does the organisation advance equality through this policy, function or 
project? How does it better meet the needs of people with a protected 
characteristic? 

 
Is the proposed policy, function or project likely to affect relations between 
certain protected groups? Is there an opportunity to promote better 
understanding between different groups? If so how? 

 

 

What can be done to reduce any adverse impact? Mitigating 
adverse 
impact 

What are the resource implications, for undertaking the above? 
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Appendix b 
 
 
 

 
DERBYSHIRE CONSTABULARY 

Equality Impact Assessment – Full 

Form 0028 
N10/11 

 
SECRET 
(when complete) 

 
CONFIDENTIAL 
(when complete) 

 
RESTRICTED 
(when complete) 

 
NOT PROTECTIVEY MARKED 
(when complete) 

 
Name of the policy, 
function or project 

Divisional / Departmental owner 

 
Policy/Ref 

No 

 
Person completing the EIA 

 
Date EIA Started 

 
Version Number 
Briefly describe the intention of the policy, function or project and who will be affected. 
(For example, service users, staff and officers, Police Authority, partner agencies) 

 
Using your professional judgement, which of the protected characteristics is the policy, 
function or project likely to disproportionately impact upon? 

 
Age Race 

Disability Religion or belief 

Gender reassignment Sex 

Marriage and Civil Partnership Sexual orientation 

Pregnancy and maternity None 

 
What existing information, statistical data or evidence-based research is 
there to help identify how this policy, function or project might affect people 
from protected groups differently? What does this tell you? 

What gaps in the information or research have been identified? 
If there are gaps, what other sources of information can be used? 

Data 
collectio
n 

 
Decision Having considered the potential or actual impact of the policy, function or 

project which of the following options has been taken? 
No major change – the policy, function or project will be maintained 
in current form: 
The  EIA  demonstrates  the  policy  or  practice  is  robust;  there  is  no 
potential  for  discrimination  or  adverse  impact.    All  opportunities  to 
promote equality have been taken. 

.  

Adjust the policy, function or project: 
The EIA identified potential problems or missed opportunities.  Adjust the 
policy or practice to remove barriers or better promote equality. 

 
2 

 
 
 

Continue with the policy, function or project despite known issues: 
The   EIA   identifies   the   potential   for   adverse   impact   or   missed 
opportunities  to  promote  equality. Clearly  set  out  the  justification for 
continuing with the policy or practice. Any justification must be in line with 
the duty to have due regard. 

 

Stop and remove the policy, function or project: 
The EIA shows actual or potential unlawful discrimination. It must be 
stopped and removed. Please state how the implications of abandoning 
this activity will be managed. 

 

 

Please justify and summarise why the above decision has been 
made:  

 
This EIA will be available as a public document in its entirety on the Force’s 
website, unless otherwise advised, and information from it may form as part of the 
Force’s annual reporting on the public sector equality duty. Please select the 
suitable protective marking for this completed document. 

Name: 
EIA Author 

Date: 

 
Name: 
Date: 

 
 
Policy Owner 

Suitable protective marking 
selected 

YES 

 
Name: 

Publishing 
and sign 
off 

 
Head of Equality 

Date: 

 
Review Review date (12 months after sign off or sooner if monitoring indicates an 

adverse impact with the policy or function) 

   
Date 

 

Governance of process will be by the Strategic Equalities Assurance Board 
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If you require copies of items from this document in 

another format or language please contact: 

Equality Unit 

Derbyshire Constabulary 

Police Headquarters · Butterley Hall 

Ripley · Derbyshire · DE5 3RS 

email: equalityunit@derbyshire.pnn.police .uk 
 
 
 

 
Jeśli potrzebujesz tych informacji w innym języku lub formacie, prosimy 
o kontakt pod adresem podanym powyżej. 


	Section A Equality Strategy
	Easy Read Equality Plan fv as amended April 2013
	Equality and Diversity Strategy 2013 as updated  in April 2013

