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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



Guidance for ethical and professional behaviour in policing:

The guidance describes how policing professionals should behave. It provides practical advice on areas of policing that are important to maintaining public trust and legitimacy.  A link to further information can be found here: Guidance for ethical and professional behaviour in policing | College of Policing


1. POLICY
This policy will support the Constabulary mission to deliver an outstanding police service to keep Cumbria safe.
Individual circumstances must always be considered when determining the best course of action in any particular case in relation to leave requests.  Individual advice and guidance is available from the HR Department. 

Policy statement
[bookmark: _Hlk81387350]The purpose of this policy is to create a climate within Cumbria Constabulary where all officers and staff are treated with dignity, respect and courtesy at work and is underpinned by our statutory duty to promote equality across all protected groups.  The Constabulary is committed to promoting and ensuring an inclusive, safe and healthy working environment and will deal seriously with any instances of bullying, harassment, victimisation or discrimination. 
The Constabulary has a legal duty to protect its officers and staff from unlawful and unfair discrimination and treatment on the grounds of their protected characteristics, as defined in the Equality Act (2010).

Aim
The Constabulary has a duty of care to ensure all officers and staff have the right to safe and healthy working conditions free from bullying, harassment, victimisation or discrimination.  We are committed to establishing and maintaining a working environment in which officers and staff are treated with dignity, respect and courtesy, and to providing an environment which encourages acceptance and tolerance of all individuals. 
The procedures set out steps that will be taken to deal with any incidents and aim to support officers, staff and managers to deal with all issues as promptly and effectively as possible.
It is the aim of the Constabulary to provide a working environment where everyone feels a personal responsibility to ensure that the dignity of colleagues is not in any way abused. 

Scope
This Policy and Procedure applies to all Police Officers, Special Constables, Volunteers and members of Police Staff.  In specific circumstances consideration will be given to application of the policy to staff not employed by the Constabulary e.g. agency or contractors. 
This policy covers any instances both in the workplace itself (including virtual settings) and in locations away from the workplace (i.e. business trips, events or social functions) and on social media. 



2 OVERVIEW
Bullying, harassment, victimisation or discrimination is unacceptable and will not be tolerated, whether in the workplace or outside of the workplace where it involves or affects officers or staff of the Constabulary.  Such conduct will not be ignored, and any complaints will be taken seriously, investigated quickly, proportionately and effectively.  Consideration will be given to all the circumstances before reaching a conclusion and particularly the perception of the complaint.
Bullying, harassment or victimisation may lead to a formal investigation for a police officer under the Police Officer (Conduct) Regulations or for staff under the Disciplinary procedures.
This policy should be used in conjunction with other documents including the Grievance Policy, Code of Ethics, Disciplinary Policy and Police Conduct Regulations.
Protected Characteristics
The Equality Act 2010 describes nine protected characteristics:
Age					Disability			Gender reassignment
Marriage and civil partnership		Pregnancy and maternity	Race
Religion or belief			Sex				Sexual orientation.
Every person has one or more of the protected characteristics.  By law, discrimination is when someone is treated unfairly because of any of the 'protected characteristics'.  It is unlawful to treat someone unfairly because of any of them, except in very rare circumstances.  For example, if someone is turned down for a job or promotion because of their sexual orientation it is likely to be discrimination.
[bookmark: _Hlk83293653]Bullying
Bullying is not specifically defined in law, but ACAS advises the following: Bullying is unwanted behaviour from a person or group that makes someone feel uncomfortable, including feeling; frightened, less respected or put down, made fun of, upset.  Bullying may be characterised as offensive, intimidating, malicious or insulting behaviour, an abuse or misuse of power through means intended to undermine, humiliate, denigrate or injure the participant.
Harassment
By law, harassment is when bullying or unwanted behaviour is related to a 'protected characteristic' under the Equality Act 201, however it does not cover the protected characteristics of ‘pregnancy and maternity’ (depending upon the circumstances the behaviour may be covered under one of the other protected characteristics i.e. Sex or Sexual Orientation) and the law on harassment does not cover marriage and civil partnership.
As with bullying, the person being harassed might feel; disrespected, frightened, humiliated, made fun of, offended, threatened.  To count as harassment, the unwanted behaviour must have either:
· violated the person's dignity, whether it was intended or not
· created a hostile environment for the person, whether it was intended or not
The law on harassment also applies to:
· a person being harassed because they are thought to have a certain protected characteristic when they do not
· a person being harassed because they are linked to someone with a certain protected characteristic
· a person who witnesses harassment because of someone else's protected characteristic and is upset by it
It is how the person feels, their personal perception.  It can involve a single incident or may be persistent and may be directed towards one or more individuals.
It's important to remember that sexual harassment is unwanted behaviour of a sexual nature.  Sexual harassment can happen to men, women and people of any gender identity or sexual orientation.  It can be carried out by anyone of the same sex, a different sex or anyone of any gender identity.
Sexual harassment is different to harassment related to a person's protected characteristic, for example sex, sexual orientation or gender reassignment.  Someone could experience both types of harassment at the same time, or separately.
Victimisation
Victimisation is when an individual is treated less favourably because they have complained about bullying or harassment or they have supported someone who has complained.  This is regarded by the Constabulary as just as serious as more direct forms of bullying or harassment.  Any incident of victimisation arising from a complaint having been made by an individual in accordance with this procedure will be treated as a disciplinary issue. 
Mediation
The overriding aim of workplace mediation is to restore and maintain the employment relationship wherever possible and is a completely voluntary and confidential form of alternative dispute resolution.  The focus is on working together to go forward, not determining who was right or wrong in the past. 
Mediation involves an independent, impartial trained mediator helping two or more individuals, or groups, to reach a solution that is acceptable to everyone.  Mediators do not make judgements or determine outcomes. 
For further details refer to the Constabulary’s Mediation Policy. 

3 PROCEDURE
This policy and procedure seeks to encourage officers and staff to raise concerns promptly to challenge and educate where behaviour may be inappropriate or insensitive.  
As far as possible, any incidents should be dealt with informally.  Prompt, proportionate, effective and sensitive intervention is crucial, this will facilitate early problem solving and ensure that everyone is fully supported.
Often a person being complained about is unaware of the impact of their behaviour, and a direct approach can sometimes secure a satisfactory change of behaviour. 
[bookmark: _Hlk169876413]Where serious incidents occur, they must be dealt with promptly and taken seriously.  Any allegation of bullying within Cumbria Constabulary will automatically be assessed by PSD to ascertain whether it should be dealt with as a matter of misconduct. Any form of behaviour which may amount to gross misconduct must be properly investigated and dealt with using the formal conduct or disciplinary procedure.
Investigating complaints into alleged cases of bullying, harassment and / or victimisation is likely to require different responses and the procedure contains both informal and formal action for dealing with such complaints. 
Confidentiality is a key issue and all parties should be aware of the need to maintain confidentiality throughout. 
An individual is entitled to be accompanied by a recognised Trade Union / Federation Representative, or a work colleague at any formal meeting detailed in this procedure. 
Formal Action 
The formal procedure should be followed if;
· [bookmark: _Hlk83649480]informal action does not result in ending the bullying or harassment, or 
· when an incident is so serious that an individual considers it appropriate to make a formal complaint immediately (this should be discussed first with an appropriate person, e.g. their line manager, union / federation representative)
· when an incident is so serious that the line manager considers that it warrants a formal investigation immediately (in this instance managers should consult with Human Resources). 
Formal complaints should be raised following the process set out in the Grievance Policy.  Any formal complaint submitted through the Grievance Policy will be assessed by Professional Standards in relation to any potential criminal offences or misconduct.
Temporary measures 
Where allegations are made and are sufficiently serious Cumbria Constabulary reserves the right to alter working arrangements, temporarily redeploy an individual or to suspend the alleged offender pending further investigation. 
The first consideration must be to change the working pattern or to move the alleged offender but there may more unusual instances, for practical reasons, where and when the complainant may be moved.  Advice should be sought from HR / Professional Standards in these circumstances.
Consideration will be given to voluntary temporary alterations in working arrangements or temporary redeployment in the first instance. 
In such cases, these temporary measures will not be unnecessarily protracted and will be reviewed at regular intervals. 
[bookmark: _Hlk83640934]Suspension
Suspension is likely to be more appropriate in the case of serious incidents, will only be imposed after careful consideration and should not be considered as disciplinary action.  The decision to suspend will be taken in accordance with the Constabulary’s Suspension Policy and Procedure.
All decisions to suspend will be taken by the Deputy Chief Constable, reviewed at regular intervals and will not be unnecessarily protracted. 
It is important to note that any temporary working arrangement, temporary redeployment or suspension in no way implies any guilt on the part of the alleged officer / staff member. 
Possible outcomes
Case to answer – Recommendation to proceed to formal disciplinary action 
If the Investigating Officer determines there is a case to answer, they may recommend disciplinary action and the relevant formal disciplinary / misconduct proceedings will be progressed.  Professional Standards will consider and assess for any misconduct under the Police Conduct Regulations.

No case to answer – No disciplinary action recommended 
The Investigating Officer may determine there is no case to answer, or there may be insufficient evidence on which to make a decision.  However, it is likely that a range of recommendations will still need to be made.  These are likely to cover:
· The arrangements that should be made to restore a positive working relationship between the two parties
· The arrangements that should be made to monitor the situation in the future
· Training implications for the parties and / or wider team
· The support required by the parties involved (e.g. counselling, regular meetings with the manager). 
No case to answer – Investigation concludes that the complaint is malicious 
Such situations are very rare but not unheard of, in these circumstances the Investigating Officer and Reporting Manager may decide to recommend formal disciplinary action against the complainant.  This would be in consultation with Human Resources / Professional Standards to determine the most appropriate course of action, which may include the range of disciplinary sanctions.  

4 WHAT DO I NEED TO DO? (officers and staff)
Informal
If you believe you have been subjected to or have witnessed bullying, harassment or victimisation you are encouraged to raise your concerns.  You should not be afraid to object about inappropriate, insensitive or unacceptable behaviour.  All concerns raised will be dealt with sensitively and taken seriously. 
You can help in preventing bullying or harassment by tackling colleagues whose behaviour appears to be causing distress to others, by reporting to management incidents which have previously been unable to be resolved and by providing support to individuals who are bullied and or harassed.
If possible, anyone who believes that they have been the subject of bullying or harassment should, in the first instance, seek to resolve the problem through informal means.  The aim of such is to produce a solution which is speedy, effective and protects the psychological wellbeing of all parties.
In many cases it is sufficient for the recipient to point out that the persons conduct is unwelcome, offensive or interfering with work.  Some people are unaware that their behaviour in some circumstances is bullying or harassment.  If you wish this can be done with the support of a Union / Federation representative, line manager or colleague.
You may find it helpful to keep a note of any incidents as they happen and of responses to any approach that you make to the alleged bully / harasser. 
[bookmark: _Ref383510863]How to make a formal complaint
You should follow the grievance procedure when:
· bullying and / or harassment continues after the person responsible has been asked to stop their behaviour
· when an incident is so serious that an individual considers it appropriate to make a formal complaint immediately (this should be discussed first with an appropriate person, e.g. your line manager or union / federation representative)
5 WHAT DO I NEED TO DO? (managers and supervisors)
Line managers must lead by example and act as a role model, being consistent in how you deal with your team and not showing any form of favouritism or bias is essential.
Bullying, harassment, discrimination and victimisation are disciplinary issues.  You are responsible for the well-being at work and the discipline of the officers and staff members whom you manage and for ensuring that they are aware of the Constabulary’s policies and procedures.  
As a leader within the Constabulary, you are responsible for the prevention of bullying and harassment, and if it does occur for ensuring that it is properly investigated and dealt with in strict confidence.  You must act quickly to prevent the escalation of an issue and to support the member of your team involved and to resolve the actual issue promptly and fairly.  Failure to do so will be considered a failure to fulfil the responsibility of the position. Or You may be culpable for either your inappropriate actions or for failure to exercise responsibility in taking remedial action to eliminate inappropriate workplace behaviour.
You are also responsible for ensuring that your team know how to complain if they become victims of bullying, harassment, discrimination or victimisation.  
For more information surrounding what is expected from an individual in a position of leadership, please see the SharePoint page: Leadership - Are You Ready? How to deal with a formal complaint
The grievance procedure should be followed when:
· harassment continues after the person responsible has been asked to stop their behaviour
· the victim does not wish or does not feel it appropriate to resolve the matter informally.
· when an incident is so serious that you consider it warrants a formal investigation immediately (in this instance you should consult with Human Resources). 
Ensure that the individual is fully aware of the process that will be followed and aware of the support that is available. 

6 WHAT DO I NEED TO DO? (any specialist function)
Human Resources
Will provide advice and support on the delivery of these procedures; take responsibility for monitoring and recording any complaint submitted, sharing data with Professional Standards and the use of mediation, where this is deemed appropriate.
Professional Standards Department
Any formal complaint submitted in relation to bullying or harassment will be assessed by Professional Standards in relation to any potential criminal offences or misconduct.
Professional Standards will provide advice and support in assisting in reaching an effective solution.  The Confidential Reporting Line is available to raise issues of serious concern.
Trades Union / Federation representatives
Will provide advice, guidance and support to an individual.  
The relevant regional office will be notified of any grievance raised in relation to a Trades Union / Federation representative, in the pursuance of their Union / Federation duties.
[bookmark: _Hlk83635872]Investigating Officer
Will be appointed for formal investigations.  They will be impartial and non-judgemental, and where appropriate / practicable should be recruited from a department neutral to both parties.  The Investigating Officer should be (where possible) of a more senior rank to that of the complainant and the alleged and will be determined by the department head of the complainant.
The role of the Investigating Officer is to:
i) Conduct interviews of all associated parties to the case, starting with the complainant.
ii) Collect, record and analyse information.
iii) Compile an independent report for the Reporting Manager.  The report should concentrate on facts, supporting evidence and other relevant background factors.  The report should include a statement as to whether there is any evidence that bullying or harassment has taken place. 
iv) Produce a summary of the findings of the report to be given to the complainant and the alleged bully or harasser. 
Occupational Health Unit
The Occupational Health Unit will provide medical advice and specialist support including access to external counsellors.  Management referrals can be submitted following the normal process. 

7 EQUALITY ANALYSIS  
An Equality Analysis must be completed before and during development of a policy and procedure to inform its content, and the template presented below must be used.
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.
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4

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:

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

	Other positive impact (provide details)

	Age
	The policy and procedures applies to anyone of working age within the Constabulary and clearly outlines the steps which need to be taken to deal effectively with bullying, harassment or victimisation.
	The policy seeks to provide an environment which encourages acceptance and tolerance of all individuals.

	The policy and procedures have been designed to create a climate where all officers and staff are treated with dignity, respect and courtesy at work. 
All cases will be treated seriously and dealt with promptly, to prevent additional stress and anxiety.
	It is intended for all who feel they are being bullied, harassed or victimised to be encouraged to complain about it rather than suffer the distress it can cause. 

	Disability
	The policy and procedures applies to all officers and staff and clearly outlines the steps which need to be taken to deal effectively with bullying, harassment or victimization.  Any reasonable adjustments will be provided as stated in the Equality Act.

	The policy seeks to provide an environment which encourages acceptance and tolerance of all individuals
	The policy and procedures have been designed to create a climate where all officers and staff are treated with dignity, respect and courtesy at work. 
All cases will be treated seriously and dealt with promptly, to prevent additional stress and anxiety.
	It is intended for all who feel they are being bullied, harassed or victimised to be encouraged to complain about it rather than suffer the distress it can cause. 

	Sex
	The policy and procedures applies to all officers and staff, whether male or female, and clearly outlines the steps which need to be taken to deal effectively with bullying, harassment or victimisation.  

	The policy seeks to provide an environment which encourages acceptance and tolerance of all individuals
	The policy and procedures have been designed to create a climate where all officers and staff are treated with dignity, respect and courtesy at work. 
All cases will be treated seriously and dealt with promptly, to prevent additional stress and anxiety.
	It is intended for all who feel they are being bullied, harassed or victimised to be encouraged to complain about it rather than suffer the distress it can cause. 

	VAWG
	All female members of staff could be subject to VAWG and this policy can be applied to mitigate any discrimination or bullying that maybe happening
	Making sure that this is advertised via the intranet will advance the equality of opportunity
	Females will feel supported within the work place and can raise issues if required.
	

	Sexual orientation
	 Although it may not be obvious what a person’s sexuality, they may be discriminated/bullied because someone perspective is that they are gay.  This may be one of the most unreported incidents as the individual may not be ‘out ‘ in the workplace.  By applying the policy and marketing its existence, discrimination can be mitigated
	 Making sure that this is advertised via the intranet will advance the equality of opportunity
	 Females will feel supported within the work place and can raise issues if required
	 

	Gender reassignment
	The policy and procedures applies to all officers and staff and clearly outlines the steps which need to be taken to deal effectively with bullying, harassment or victimisation.  
The Constabulary has a separate policy that deals with any officer or staff member considering / has transitioned, which would assist in dealing with any bullying or harassment.

	The policy seeks to provide an environment which encourages acceptance and tolerance of all individuals
	The policy and procedures have been designed to create a climate where all officers and staff are treated with dignity, respect and courtesy at work. 
All cases will be treated seriously and dealt with promptly, to prevent additional stress and anxiety.
	It is intended for all who feel they are being bullied, harassed, or victimised to be encouraged to complain about it rather than suffer the distress it can cause. 

	Marriage and civil partnership
	No impact identified
	No impact identified
	No impact identified
	No impact identified

	Pregnancy and maternity
	The policy and procedures applies to all officers and staff and clearly outlines the steps which need to be taken to deal effectively with bullying, harassment or victimization. 

	The policy seeks to provide an environment which encourages acceptance and tolerance of all individuals
	The policy and procedures have been designed to create a climate where all officers and staff are treated with dignity, respect and courtesy at work. 
All cases will be treated seriously and dealt with promptly, to prevent additional stress and anxiety
	It is intended for all who feel they are being bullied, harassed or victimised to be encouraged to complain about it rather than suffer the distress it can cause.

	Race
	The policy and procedures applies to all officers and staff regardless of their race and clearly outlines the steps which need to be taken to deal effectively with bullying, harassment or victimisation. 
Any cultural issues relating to persons background which may influence how they behave with others which could be seen as bullying and harassment will be taken into consideration.
	The policy seeks to provide an environment which encourages acceptance and tolerance of all individuals
	The policy and procedures have been designed to create a climate where all officers and staff are treated with dignity, respect and courtesy at work. 
All cases will be treated seriously and dealt with promptly, to prevent additional stress and anxiety.
	It is intended for all who feel they are being bullied, harassed or victimised to be encouraged to complain about it rather than suffer the distress it can cause. 

	Religion and belief including non-belief
	The policy and procedures applies to all officers and staff regardless of their religion and belief and clearly outlines the steps which need to be taken to deal effectively with bullying, harassment or victimisation. 
Any cultural issues relating to persons background which may influence how they behave with others which could be seen as bullying and harassment will be taken into consideration.
	The policy seeks to provide an environment which encourages acceptance and tolerance of all individuals
	The policy and procedures have been designed to create a climate where all officers and staff are treated with dignity, respect and courtesy at work. 
All cases will be treated seriously and dealt with promptly, to prevent additional stress and anxiety.
	It is intended for all who feel they are being bullied, harassed or victimised to be encouraged to complain about it rather than suffer the distress it can cause. 


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
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8 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
	
	

	
	Individuals may need to divulge information as part of any investigation, all information collected is confidential and retained in a secure system.
	
	
	

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

	
	Individuals may need to divulge information as part of any investigation, all information collected is confidential and retained in a secure system.
	
	
	

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

	
	Potentially depending on the nature of the allegations
	
	
	

	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
	
	

	
	An individual may receive a sanction or dismissal as a result of a formal investigation.  A fair hearing will be held with full rationale regarding any outcome provided.
	
	
	

	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
	
	

	
	If information is used e.g. from health records etc, the rationale will be provided and consent obtained from the individual.
	
	
	

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

	
	Investigations can be upsetting and will be handled in a balanced, sensitive and proportionate manner.
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