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The Code of Ethics
The Code of Ethics sits at the heart of everything we do.  It sets out how we work together in policing and with the public to keep people safe.
The Code of Ethics is inclusive and supports everyone in policing. It has two parts, both of which are non-statutory. 
1. Ethical Policing Principles
2. Guidance for ethical and professional behaviour in policing
Ethical Policing Principles:
These principles are a series of guiding statements that should be used to help people in policing do the right things, in the right way, for the right reasons.
· Courage – Making, communicating and being accountable for decisions, and standing against anything that could bring our profession into disrepute.

· Respect and Empathy - Encouraging, listening to and understanding the views of others, and seeking to recognise and respond to the physical, mental and emotional challenges that we and other people may face.

· Public Service - Working in the public interest, fostering public trust and confidence, and taking pride in providing an excellent service to the public.

	Courage
	Respect & Empathy
	Public Service

	We show courage by:
· Taking responsibility
· Setting an example
· Challenging unprofessional behaviour and practice
· Being honest, open and accountable
· Encouraging feedback and scrutiny
	We show respect & empathy by:
· Acting with respect
· Listening to and understanding different perspectives
· Understanding the impact of emotions and welfare
· Responding to individual needs
· Being fair and impartial
	We provide public service by:
· Delivering a service to be proud of
· Acting lawfully
· Understanding and responding to the public’s needs
· Reflecting on and applying knowledge and experience
· Improving our self, our peers and our profession











POLICY
This policy will support the Constabulary mission to deliver an outstanding police service to keep Cumbria safe. 
Principles
· Consider organisational needs to deliver our objective to keep Cumbria safe
· Consider the impact on the wider team
· Consider flexibility and the needs of the individual recognising the provisions of the Equality Act 2010 and where appropriate, in exceptional circumstances
· All decision making must be reasonable, fair and consistent
Our staff and officers are important wherever they work, whether that’s in the workplace or remote working. The Constabulary recognises the contribution of its entire workforce and is committed to creating a fully inclusive working environment.  This will be achieved by making reasonable adjustments where appropriate and valuing the differences that a diverse workforce can bring.
A blended approach offers flexibility and details how individuals can work flexibly from different locations including varying degrees of remote working. Any agile working will be based on sound decision making and supported by the Addendum to Contract letter for police staff. 
Agile working aims to create a more mobile, efficient, and effective organisation, which ultimately improves performance and provides benefits for working people. Agile working will be assessed on an individual basis, balancing the requirements of the role, individual preference and relevant operational and information security considerations as well as the impact to the public of Cumbria.

Some roles will not be suitable for agile working, such as those requiring a physical presence in the workplace or specific system access is required and this cannot be facilitated away from the workplace. 

The Constabulary aspires to create an environment where police officers can work from the office on a more regular/permanent basis, however, understanding that management can consider the requirements of the role or individual circumstances and agree variances if suitable.

[bookmark: _Hlk170109993]It is recognised that some police staff roles will be better suited to more remote working than others, depending on the nature of work and demand.  Managers should consider the main principles of agile working and all decisions should be reasonable, fair and consistent.

It is expected that senior leaders of Chief Inspector rank and above, and staff equivalent roles provide a visible presence in the workplace.  

DEFINITIONS
Agile Working
Refers to a role that is able to be conducted at the contractual place of work, other police locations, on the move and remotely, including from home. Individuals who, when not working from their contractual place of work, will work from another police location or remotely.
The police staff members work location will be reflected in a contract of employment and will be the contractual place of work. Police Officers will have a specific work location as detailed within their posting. 
The Constabulary are offering the flexibility to work remotely, but this is a discretionary benefit and managers can request individuals to attend their normal place of work when required, but consideration must be given to the main principles of agile working and all decisions should be reasonable, fair and consistent.
The agreements for agile working are likely to differ between departments due to business requirements and demand. 
Examples of working remotely could mean that in one month the individual may be in the office for 8 days: a full 5 days one week, 3 the next and then working in a different location including from home for the remainder of the month.  Consideration can be given to those who work part time hours and discussing a pro rata balance of agile working.
If an individual agrees to work remotely, including from home, this is not a scenario HMRC would accept as being a permanent workplace given a choice to work from home has been exercised and there is an alternative place of work available. There are precedent cases for determining whether, and in what circumstances, a home can be correctly considered to be a permanent workplace (e.g. Kirkwood -v- Evans).
Agile working may also include:
· Flexible Working Agreement / staggered shift / start times / job share
· Use of staff flexi scheme

With regard to the above, these are not intended to be prescriptive. Hours may be worked with a blended approach whereby staff may start in the workplace and finish their working day remotely, or vice-versa.

Individual requirements will be considered in line with the Equality Act 2010.

[bookmark: _Hlk98336707]Agile Working - Domestic & Caring Responsibilities
The ability to work remotely, including at home, may allow staff /officers to manage their domestic responsibilities and will allow for a greater flexibility to achieve an improved and bespoke work/life balance for staff/officers, providing that this does not have a negative impact upon the individuals’ ability to carry out their work or on service delivery. It should be noted that the ability to work remotely is not a substitute for childcare or other caring responsibilities and staff should not undertake caring responsibilities whilst at work, unless on an unpaid refreshment break. During work time dependents should be looked after by someone other than the officer or member of staff as they would if they were working in the office environment. It is the individual’s responsibility to ensure that adequate provisions are in place, should they work remotely.

Managers should have discussions with individuals if there are any issues with working arrangements and potentially agree a different way of working and should be open to alternative work schedules and not just the traditional core hours, if the role allows. Managers must be open-minded and remember the focus should be on what staff do, not where or when they do it. 
Agile Working - Flexible Working Arrangements
Flexible location arrangements do not affect an individual’s statutory right to apply for other flexible working arrangements (i.e. part-time working, compressed hours) and any such application should be submitted to the line manager as usual. The flexible working policy is separate and should be considered independently. Flexible Working.docx 
Agile Working - Hours Worked
The number of hours a staff member/officer is contracted to work will not change, but the individual has some flexibility, within the constraints of the role and with the agreement of their line manager, as to when they work. The Constabulary has a duty of care to its staff/officers and must comply with Working Time Regulations. Therefore, individuals must ensure they are not regularly exceeding contractual hours without prior approval from the line manager.
Working hours should be recorded on the Duty management System, as per usual practice and flexi staff should continue to adhere to the Flexi Scheme arrangements. Flexi Time Policy and Procedure.docx
Agile Working - Insurance, Mortgage and Tenancy Arrangements
There may be insurance implications if staff/officers work occasionally from home. The individual 
must contact their insurance company to confirm that there are no restrictions on their domestic policy relating to home working. Individuals are responsible for any additional premium incurred as a result.

Similarly, staff/officers must also contact their mortgage provider or landlord as some mortgage and rental 
agreements do not permit any form of homeworking to take place on the premises. It is the responsibility of the employee to check their circumstances.

Agile Working - Expenditure/allowances
The Constabulary will not pay for the following, which the individual will be responsible for: 
· Any additional cost incurred in terms of energy, internet usage, rental charges, home insurance and other utilities used at home.
· The cost of moving or installing the equipment should the individual move home
· HMRC contributions
· Home working allowance
An individual officer or member of staff whose role does not normally attract an unsocial hours/shift allowance cannot subsequently claim such if they choose to work such hours to meet their domestic needs, unless the Force requires you to work unsocial hours of shift pattern that qualifies for such an allowance.

[bookmark: _Hlk99998040]Agile Working - Broadband Provision
If a staff member/officer works at home, they must maintain adequate domestic broadband provision which allows them to work effectively and efficiently. (Standard average 10/11Mb is usually sufficient for work requirements or light streaming for one person; higher provision will be necessary if multiple people use the home broadband at the same time.)
Whilst working at home and accessing data and services delivered by the Constabulary IT Services, information will not be visible to any third party as the transfer and connection is encrypted and the device connects securely through the Constabulary virtual private network (VPN). Domestic IP addresses are however visible to the Constabulary IT Services as a point of connection.
In the event of protracted domestic broadband failure, the individual will need to physically attend a Constabulary workplace where they would be able to work. 
Faults with broadband provision within the home address will need to be resolved with the relevant service provider – they cannot be resolved by the Constabulary. Any time lost will not be recorded as working time. If a wider Constabulary IT connection, software or hardware failure prevents the individual effectively working they must contact their supervisor but there will be no reduction in recorded working time.
Agile Working – IT Support
Technical support will be provided for Force laptops but IT Services will not attend individual’s homes. If the device needs repair the unit will need to be returned to ICT by the individual. 
Agile Working - Travel Expenses 
When an individual works remotely, they will continue to have a contractual place of work, namely their posted workplace, which will be classed as their ‘contractual place of work’ in line with the travel expenses guidance.

Travel expenses will not be payable where an individual exercises personal choice to work at a location other than their normal deployment base/contractual workplace to carry out routine duties e.g., travel to use a more convenient location.   No travel expenses will be paid if the individual must travel to their contractual place of work.  Any journeys to the individual’s contractual place of work will be made in an individual’s own time.

Non-taxable mileage will be payable if the individual is required to visit any other location (not being 
their normal/secondary place of work) for a purpose other than primarily to undertake routine duties e.g., to complete essential training, attend a physical meeting or deliver IT Kit for repair.  

If an individual travels to a temporary place of work (as above) and the journey is substantially the same as their normal commute to their ‘contractual place of work’, only the additional mileage can be claimed where it is 10 miles or more, further than their normal place of work. Please refer to the Business Travel and Expenses policy regarding what to claim for attendance at a temporary place of work.   

Before undertaking a journey to a temporary place of work individuals should consult the Central Services Travel Desk for the most cost-effective travel option.

The only exemptions specified in Police Regulations surround the recall to duty and where an officer works a split duty.

Mandatory Home Working
Refers to a role that is fully based at the individual’s home.  This is their work location and will be the contractual place of work and will be classed as a Mandatory Home Worker, there is no individual choice but mandated. There may be some other financial considerations to take into account for home workers which will need to be discussed and understood prior to commencing employment as a Mandatory Home Worker.
The home address will be the staff members contractual place of work.
In accordance with Police Regulations an officer must have a “normal place of duty” and working from home could mean that some Police Regulations are unable to be complied with should an officer have their home designated as their ‘normal place of work’, for example the whole section on allowances is predicated on having a ‘normal place of duty’. However, this can be assessed on a case-by-case basis in line with individual circumstances, but for the purpose of Police Regulations their ‘normal place of duty’ will not change from the police establishment they are formally posted to.
A Home Working allowance will be paid and HMRC suggests that such a payment would be a sufficient sum to cover those additional costs incurred whilst working from home, particularly heating and lighting of a single room. The Constabulary will seek to adopt this principle to continue the running of an efficient and effective service, with the legitimate aim being to provide suitable compensation to those mandatory home-based workers. This entitlement will be paid on a pro rata basis those who work reduced hours in the same way as the entitlement to a full time equivalent.
Appropriate equipment will be provided. 
The Force has Public and Employer’s Liability Policies in place to cover authorised business activities undertaken by officers and staff who are ‘Mandatory Home-Based Workers’ provided the Health and Safety risk assessment has been completed, the individual has taken reasonable care and their home has been approved as their permanent place of work. IT equipment and furniture supplied by the constabulary will be covered by the Constabulary’s Property insurance policy on the understanding the individual has taken reasonable care to prevent loss/damage. 
Permanently working from a ‘home’ location outside of the UK is not currently permitted by the Constabulary. This is due to internet security standards varying considerably, data privacy legislation not being consistent, hardware maintenance/access challenges and income tax complications.
In limited cases, it may be necessary to consider if a member of staff can live beyond a bordering county and still work from ‘home’ for the Constabulary. Primarily such circumstances will involve a recruitment or retention requirement for a specific role and thus will require individual consideration. These circumstances must be treated as a ‘Flexible Working Application’. Whilst there are no restrictions on where a Police Officer may choose to live, they cannot be approved as a ‘Home Based Worker’ and live beyond a bordering county as that would be incompatible with undertaking the full role and responsibilities of a Police Officer.
Mandatory Home Working - Travel Expenses

No journey should be undertaken before first consulting Central Services Travel Desk for most cost-effective travel options.

Fixed Based
Refers to a role that cannot be completed at a location other than the individual’s contractual workplace due to the nature of the role and/or the service being delivered and/or specialist equipment/software required. Examples include Operational officer roles / CCR / DO / PCSO / Front Counter / CSI / Fingerprint etc.  For police staff, the persons work location will be reflected in a contract of employment and will be the contractual place of work. With line manager agreement, an individual may work more flexibly on an ad hoc basis (including working remotely) to complete a specific task.

Fixed Based - Travel Expenses

Individuals will be expected to travel to their normal deployment base/contractual workplace at their own cost for each tour of duty. Consideration should be given to those officers and staff who may have more than one deployment base/contractual place of work “Dual workplace” – please refer to the Dual workplace guidance in the Business Travel & Expenses Policy.

An individual who works from a ‘fixed location’ can claim the full mileage for any journey to and from a temporary workplace whether they start from home or their normal workplace.  There is no deduction for commuting distance, except where the journey is substantially the same as the daily commute and the distance travelled is less than 10 miles longer in any one direction.
This means if an individual travels to a place of work and the journey is not similar to their normal commute, they can claim all of the mileage.
If they travel to a place and any part of the journey is similar to their normal commute, they can only claim the difference in mileage where additional mileage is 10 or more miles, further than normal place of work. 
Information Security

Constabulary data (both digital and physical) should not be at any greater risk in a remote place, including the individual’s home than when located at police premises. Individuals working remotely are responsible for taking adequate steps to safeguard the security and confidentiality of Constabulary assets, for example equipment, documentation, information and data. This includes any transportation of assets such as travelling between sites. The remote environment must be suitable and appropriate, and no other person should be allowed access to work materials which must be stored securely. 
The use of non-police owned computing facilities (including private e-mail accounts, printers, etc.) for the processing of police data is strictly prohibited. This includes the e-mailing of police information to home computers, the copying of files to removable media or any other method of transferring data to a non-police computer. Attend a workspace to use printer. 
If a staff member/officer does work at home on occasion they must be aware of the following:
· Documents or the computer screen must not be visible outside of the home through a window or to other occupants and visitors to the home
· Laptops must always be ‘locked’ if they are to be left unattended, even if the house is otherwise empty
· Documents must not be left on view when not being worked upon
· Hard copies of any Constabulary information must be securely destroyed on police premises only and never placed in household waste
· Ensure ‘Personal Assistant devices’ such as Amazon Alexa, Google Assistant, Apple Home Pod and Facebook Portal are not are not capturing any sensitive police data via an audio recording. The settings within a Personal Assistant device are set to ‘always listening’, these can be switched off
Any security incident, such as the loss or theft of documents or equipment, must be reported immediately.

Policies, Procedures and Protocols
All existing terms and conditions of service, police regulations, policy and procedures remain the same and will apply in the same way as permanent office-based staff/officers. This includes misuse of computers, data protection, sickness reporting etc.

WHAT DO I NEED TO DO?   The procedure for officers and staff
You all have a contractual place of work, and the Constabulary are offering agile working to those who are able to work differently in their role. This is a discretionary benefit and a voluntary way of working and all discussions should be reasonable, fair and consistent. Staff should sign the Addendum to Contract letter for police staff  Addendum - Staff Letter.doc.
This policy will allow managers to agree that individuals may work from different locations, other than their contracted place of work, where it suits the organisation, the team, the member of staff/officer and is agreed with the manager.  This blended approach to an individual’s place of work will offer agility to members of staff/officers and teams.
You need to have discussions with your manager of what works for you and the department, ultimately you need to agree objectives and outputs in line with the Constabulary priorities and agree how you can do this. It is envisaged that agile working arrangements may vary from week to week, or month to month, to suit both the demands of your role and ensure that duties are carried out in the most effective way.
You may be called back into your contracted place of work unexpectedly by your line manager; however, it is expected that this will be in exceptional circumstances only. Otherwise, your location of your working days should be planned with your manager. 
This is an opportunity for you to engage with changing processes to engage in different ways of working, learning new skills and embracing new technology. Whilst the Constabulary support agile working, it is a discretionary benefit to meet the requirements of the organisation, the team, individuals and the delivery to the public, you should consider your contractual obligations when discussing agile working.
It should be noted that your manager may have reasons why you cannot work in an agile way on occasions or completely and there may be reasons why agile working should end or be paused and your manager should fully discuss the reasons with you. Likewise, there may be reasons why agile working is unsuitable for you. , i.e. the employee may not agree with the decision.
The principles should be applied in a fair and consistent manner. 
For police staff, your manager cannot instruct you to work remotely, including from home, unless there are other considerations and national requirements such as was experienced during the Covid pandemic and Government directive to stay at home where possible. 
Choose what’s right for you and your team in consultation with your manager. You may work differently each week depending on work demands. For example, you could work 2 days at home and 3 in the office, or something different. All police staff will have a contractual place of work set out within their contract of employment.
If you work in an agile way, you are expected to maintain appropriate communication with your manager and colleagues, including joining meetings and accessing training as and when required to do so. You should comply with agreed work outputs and deadlines. 

You will consider Health & Safety requirements and complete the agile worker assessment with your manager.

If the assessment results in any equipment being provided, you must inform your line manager if your circumstances change, such as your environment or if you develop ergonomic symptoms through the home working set up. 
If you require any reasonable adjustments these will be considered on an individual basis.

The same standards of behaviour that are expected in the workplace will continue to apply when individuals are working in a more flexible way, including working from home and there is an expectation that staff/officers will maintain satisfactory levels of performance and attendance. 

When ‘virtual meetings’ are taking place staff/officers are expected to ensure that their standard of appearance is maintained, and you project and enhance a professional image which reflects positively on the Constabulary.

It is good practice for managers to review any arrangements and ongoing practices to ensure business requirements are being met and the arrangements are suitable for the individual and the organisation. 

Agile working can benefit the Constabulary and individuals and, in considering a request, it is expected that the line manager will adopt the principles outlined in the policy. 
Every effort should be made to reach a mutually agreeable arrangement but, in the event that you feel that you have been disadvantaged or not treated fairly, you are able to raise the matter via the Grievance process Grievance Policy.docx
WHAT DO I NEED TO DO?   The procedure for managers and supervisors
You are responsible for enabling and supporting digital and remote working where appropriate and encouraging staff/officers to learn and embrace new ways of working.

You are responsible for staff/officers wherever they are working, and communication is key with any remote working. It is your responsibility to promote good management principles, offering flexibility as well as keeping in touch on a regular basis to ensure the wellbeing of your staff and discuss business requirements. Having face to face departmental meetings is good practice, to promote the team ethos and inclusivity. 

You will assess the working patterns and locations which best suits both the organisation and the member of staff/officer in keeping with both organisational directives and public impact.  You do have discretion and flexibility regarding agile working and can agree when and how many days each week a person works in the office and remotely. For example, if someone is in the office more one week, you may agree for more remote working the following week if appropriate. Other examples may include agreeing remote working in bad weather conditions etc. 

Agile working is voluntary, and any agreements with your staff member/officer should be based on reasonable, fair and consistent decision making. There may be valid reasons why the individual cannot work in an agile way or reasons why you need the individual to attend the workplace. Also, you may have agreed remote working but there may be reasons in the future why this cannot continue or should be paused, this may be due to business requirements and demand, training requirements for existing and new staff, or it could be linked to performance and welfare issues, where some of the support involves monitoring in the workplace.

The key to managing staff working remotely is no different to everyday good management practice; managers should set specific objectives and clear outcome requirements, through the PDR process to enable them to assess how well the individual is performing. In turn, staff should feel appropriately supported and any welfare needs, or reasonable adjustments will be acted upon. Performance management will focus on productivity and outcomes rather than individual presence if agile working.

You may, following discussion with individuals during the H&S assessment request the following standard kit, without the need for occupational health involvement; keyboard, mouse, laptop riser, USB hub/cable.

Where specific roles require the need for extra screens due to the nature of the operational tasks, the line manager should liaise directly with ICT if necessary, to provide this.

Any additional requirement will be identified by the occupational health team, and you should consider reasonable adjustments if appropriate. Encourage the staff member/officer to complete the Fair Passport  Fair Passport Agreement.docx and signpost to the Inclusion Hub to ensure all support has been considered. 

The financial impact should be taken into consideration as part of any decision making. 

You must complete the online Agile worker assessment together with your staff member/officer Click here. If an assessment recommends equipment, it is your responsibility to order this and ensure your staff/officer receive the required equipment. 

You should revisit the assessment if there are any changes. If there is a concern regarding health, you should complete a Management Referral to OH for a more detailed assessment.

The same standards of behaviour that are expected in the workplace will continue to apply when individuals are working in a more flexible way, including working from home and there is an expectation that staff/officers will maintain satisfactory levels of performance and attendance. 

It is good practice for managers to review any arrangements and ongoing practices to ensure business requirements are being met and the arrangements are suitable for the individual and the organisation. 

Agile working can benefit the Constabulary and individuals and, in considering a request, it is expected that the line manager will adopt the principles outlined in the policy. 
Every effort should be made to reach a mutually agreeable arrangement but, in the event that the individual feels that they have been disadvantaged or not treated fairly, then they are able to raise the matter via the Grievance process. 
WHAT DO I NEED TO DO?   The procedure for any specialist function
Health & Safety
The Constabulary has a duty under the Health and Safety at Work Act 1974 to make sure all employees, no matter where they are working, are safe.

Agile working assessments are available to ensure that officers and staff are kept safe ergonomically whilst away from their normal place of work.   The assessment will assist with identifying which, if any, equipment should be provided to ensure the safety and welfare of employees under the Health & Safety (Display Screen Equipment) Regulations 1992. 
The force Ergonomic Physiotherapist will review the assessment in consultation with the individual and decide what equipment is required, if any.
The Manager is responsible for requesting the required equipment from either their department, if possible, in the first instance or through ICT/Commercial.  Nonstock order for Commercial. 
An asset tracker must be maintained by the line manager to record what equipment their staff/officers have taken home, Homeworking Asset Register Homeworking Asset Register.
HomeworkingAssetTracking@cumbria.police.uk has been created in outlook for any changes to be captured.
It is not the Constabularies intention or capability to recreate the office environment within the home environment however it will do what is reasonable and proportionate to ensure the safety and wellbeing of all its officers and staff.
Additional furniture and equipment required to enable the individual to perform duties from home. If reasonable adjustments are required, these will be considered on a case-by-case basis, with cognisance to the Equality Act 2010.
· Ensure the home working environment is free from hazards that could result in slips, trips and falls
· Ensure that effective lighting is maintained within the working environment
· It is advisable that individuals working from home should have access to first aid facilities
· All incidents (i.e. accidents, assaults, non-injury incident or near miss) either at home or in the course of working, should be reported as usual
Working with Display-Screen Equipment (DSE) at Home
The risks of working at home with DSE is the same as using DSE in the workplace. However, the risks are increased if the home-based equipment cannot be adjusted to achieve good posture. 
Individuals working remotely, including at home are advised to: 
· take at least a 5-minute break every hour, take breaks from long spells of DSE work, change activity frequently 
· avoid static postures by regularly changing position  
· getting up, moving or doing stretching exercises 
· avoiding eye tiredness by changing focus such as focusing on different distances i.e. looking out of a window into the distance.









EQUALITY ANALYSIS  
In summary, the Equality Duty has three aims:
· Eliminate unlawful discrimination, harassment, victimisation and any other conduct prohibited by the Equality Act 2010.
· Equality of opportunity between people who share a protected characteristic and people who do not share it.
· Foster good relations between people who share a protected characteristic and people who do not share it.

Consider:
· The Police Act 1996
· Equality Act 2010 
· Health and Safety at Work Act 1974 
· The Health and Safety Display Screen Equipment Regulations 1992 
· Management of Health and Safety at Work Regulations 1999 
· General Data Protection Regulation EU 2016/679
· Data Protection Act 2018 
· Other internal policy and procedure relevant to agile working
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1. What is the potential impact in relation to the General Duty of this proposal on each of the protected groups below?

	Protected 
characteristics

	Positive Impact
Does the proposal:
	Negative Impact (provide details and mitigating actions taken or proposed)
	No 
Impact
(√)

	
	eliminate unlawful discrimination
(provide details)
	advance equality of opportunity
(provide details)
	Foster good relations
(provide details)

	Other positive impact (provide details)
	
	

	Age
	This policy applies to any one of any age who would have the ability to hybrid/work from home
During COVID-19 and beyond homeworking will offer enhanced protection for those within this group.
	The opportunity to work more flexibly will benefit those that can work from home
	The workplace is agreed by line managers and staff to suit both the Constabulary and the member of staff which will foster good relations
	
	
	

	Disability
	Any requirement to make a reasonable adjustment will be considered and provided whether it is equipment at home or in the Constabulary’s workspace
	The opportunity to work more flexibly will benefit those that can work from home.
Adjustment may have already been applied to the home environment making it easier for the employee to work from home
Potentially a reduced requirement to travel to and from a central office will enable more people access to work.
	The workplace is agreed by line managers and staff to suit both the Constabulary and the member of staff which will foster good relations.

	
	
	

	Sex
	The policy will apply to anyone of any defined gender who would have the ability to hybrid/work from home.
Increased flexibility may offer better work/life balance opportunities for individuals who may not have been able to work previously due to other commitments and help towards closing our Gender Pay gap when positioning it as an opportunity adopted by men as well as women, and as much for senior roles as junior roles 
	Although this policy does not allow for any childcare/caring responsibilities, with the flexible working arrangements, this can accommodate, if business allows, to work around appointments, e.g. school runs
	The workplace is agreed by line managers and staff to suit both the Constabulary and the member of staff which will foster good relations.

	
	
	

	VAWG
	No Impact Identified
	No Impact Identified
	No Impact Identified
	
	
	

	Sexual orientation
	No Impact Identified
	No Impact Identified
	No Impact Identified
	
	
	

	Gender reassignment
	We have specific Gender Reassignment policies which deal with issues this community may face
	The opportunity to work more flexibly will benefit those that can work from home
	The workplace is agreed by line managers and staff to suit both the Constabulary and the member of staff which will foster good relations.
This policy will also give those that are considering or going through gender reassignment a safe environment to progress the change, whilst also giving the work place an opportunity to educate.
	
	
	

	Marriage and civil partnership
	No impact identified
	No Impact Identified
	No Impact Identified
	
	
	

	Pregnancy and maternity
	Risk assessments would still be carried out if working from home or on a hybrid working pattern
Also, by working from home those breastfeeding mothers would be able to express milk in a safe environment
	Those that fall into this category may feel more at ease/comfortable working from home without having to travel to another workplace
During COVID-19 and beyond homeworking will offer enhanced protection for those within this group.
	The workplace is agreed by line managers and staff to suit both the Constabulary and the member of staff which will foster good relations.

	
	
	

	Race
	There is nothing to suggest that this policy would cause an adverse impact in relation to race. There may be some advantage in relation to improving work / life balance due to a reduction in the need for commuting to and from the office.
	During COVID-19 and beyond homeworking will offer enhanced protection for those within this group
	The workplace is agreed by line managers and staff to suit both the Constabulary and the member of staff which will foster good relations.

	
	
	

	Religion and belief including non-belief
	This policy will apply to anybody who have a belief or no belief
	The opportunity to work more flexibly will benefit those that can work from home
During COVID-19 and beyond homeworking will offer enhanced protection for those within this group.
	This policy may offer greater scope for individuals to structure work around important religious events such as Eid or Ramadan.
	
	
	


If there is no potential impact (positive or negative) please provide a brief explanation why this is the case, e.g. the data utilised in arriving at the decision, summary of responses to consultation, etc.
Brief explanation of the ‘no impact’ decisions above
NA
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DATA PROTECTION IMPACT ASSESSMENT 
	
	DPIA Screening Questions
	Yes
	No
	N/A

	1
	2. Will the project/policy involve the collection of new information about individuals?
	
	X
	

	
	(provide details)

	
	
	

	2
	Will the project compel individuals to provide information about themselves?
	
	X
	

	
	(provide details)

	
	
	

	3
	Will information about individuals be disclosed to organisations or people who have not previously had routine access to the information?
	
	X
	

	
	(provide details)

	
	
	

	4
	Does the project/policy involve multiple organisations, whether they are government agencies (e.g. as a joint working initiative) or private sector organisations (e.g. providing a service as data processor).
	
	X
	

	
	(provide details) If any shared data will be anonymised prior to being shared, please state here what will be shared and how it is anonymised.

	
	
	

	5
	Are you using information about individuals for a purpose it is not currently used for, or in a way it is not currently used?
	
	X
	

	
	(provide details):

	
	
	

	6
	Does the project/policy involve you using new technology which might be perceived as being privacy intrusive? For example, the use of biometrics or facial recognition.
	
	X
	

	
	(provide details):

	
	
	

	7
	Will the project/policy result in you making decisions or taking action against individuals in ways which can have a significant impact on them?
	X
	
	

	
	Discussions between staff and managers will decide agile ways of working. Full rationale will be provided if an agreed arrangement cannot be reached
	
	
	

	8
	Is the information about individuals of a kind particularly likely to raise privacy concerns or expectations? For example, health records, criminal records or other information that people would consider to be particularly private.
	
	X
	

	
	(provide details) 
	
	
	

	9
	Will the project/policy require you to contact individuals in ways which they may find intrusive?
	
	X
	

	
	(provide details) 
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