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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



POLICY STATEMENT
This policy will support the Constabulary mission to deliver an outstanding police service to keep Cumbria safe.
This policy sets out the purpose of a Fair Passport and the procedure for individuals and management. 
POLICY
[bookmark: _Hlk193115193]What is a Fair Passport?
A Fair Passport is a live document which records reasonable adjustments resulting from an individual’s circumstances. The purpose of the Fair Passport is to facilitate communication between the individual and the organisation and it can be shared with anyone whom the passport holder feels should be aware of it.  If the individual experiences a change in role or supervisor, their Fair Passport should be shared, but this is only with the consent of the individual.   A Fair Passport can also be used as a mechanism to highlight other adjustments or arrangements that have been agreed in line with other policies and procedures, such as flexible working arrangements, recuperative duties etc.  These are not approved through the Fair Passport.
Fair Passports aid communication and help prevent duplication of sensitive conversations; they are subject to regular reviews which take place at least every six months with their supervisor. They will also be reviewed in response to relevant changes in circumstances. 
Where appropriate, the Fair Passport may signpost or refer to other Constabulary policies.

Application Process
In all cases, the process of acquiring a Fair Passport begins with the completion of the [image: ​docx icon] Fair Passport Agreement.docx by the individual and their line manager, which is then reviewed and retained by the HR Department. 
The Fair Passport Agreement has seven key sections:
1. Reason for Fair Passport -The individual requesting the Fair Passport documents the nature of the circumstances requiring adjustments and how these affect them.

2. Reasonable adjustments requested – The individual suggests adjustments which will support them in the workplace.

3. Comments from line manager – The individual’s line manager provides feedback to parts 1 & 2.

4. HR Review - The proposed adjustments are reviewed by a HR professional with the line manager, to ensure correct formal HR processes have been followed where the individual’s working hours or ability to fully perform their role will be impacted by the adjustments proposed.

5. Agreed adjustments – line manager records any adjustments made.

6. Additional measures taken – Where adjustment requests relate to other policies and procedures beyond the sole scope of a Fair Passport, line managers are required to record details within the Fair Passport Agreement and signpost to other relevant policy if appropriate. 

7. Authorisation – Signed and dated confirmation by the requestee and line manager that the form has been completed and sent to HR.
A Fair Passport can be used to agree some workplace adjustments. However, if whilst completing a Fair Passport Agreement form, the individual or the manager believes that an adjustment should be made which will affect one or more of the criteria listed below, they should follow the formal associated HR policy & procedure, such as Flexible Working Arrangements.  The Fair Passport should only be used as a tool to record any adjustments made in line with those policies & procedures. A Fair Passport should never be used as a substitute for formal HR limited duties or flexible working arrangements. 

The Fair Passport should not supersede any of the below polices:

	Type of Adjustment
	HR Policy / Procedure

	Officer’s ability to be fully operationally deployed / Police Staff ability to fully perform their role
	Limited Duties for Police Officers
Attendance Support Policy

	Change to working / contracted hours
Working Pattern
Workplace Location
	Flexible Working Policy


	Workplace Location
	Agile Working Policy & Procedure


	Sickness, leave, disability related leave, medical appointments etc.
	Attendance Support Policy




Reviews
Supervisors are responsible for reviewing any Fair Passport Agreement. In all cases, supervisors are directed to engage with HR before agreeing any adjustments and must submit the completed form to HR at the end of the process. 
All Fair Passports will be reviewed every six-months as a minimum. The passport may also be reviewed more frequently than the six-month minimum if changes in circumstances apply. It is the responsibility of the individual to notify their supervisor of any change of circumstance which may affect their Fair Passport, as this will initiate any review process which may be required.
The Constabulary reserve the right to withdraw a Fair Passport at any time.


EQUALITY ANALYSIS  
An Equality Analysis must be completed before and during development of a policy & procedure to inform its content, and the template presented below must be used.
Without an Equality Analysis, our policies and procedures can be challenged in court.
When carrying out an Equality Analysis the following documents may be of use:
· The essential guide to the public sector equality duty.
· Equality Act 2010 public sector equality duty – what do I need to know? 
· Equality Act 2010 specific duties to support the equality duty – what do I need to know?
· Constabulary equality objectives in the current Police & Crime Plan.
· Equality data workbook on the performance dashboard. 
· Other equality data (e.g. from external sources).

The essential guide to the public sector equality duty and the Equality Act 2010 quick start guides are all available on the Policy Library site.  
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.
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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
	The purpose of this policy is to support the documentation of reasonable adjustments, to eliminate unlawful discrimination across all protected characteristics.
There are clear lines of escalation and governance.
	Where operationally viable, reasonable adjustments are agreed to advance equality of opportunity.
This policy and the agreement support all protected characteristics with the ability to request reasonable adjustments and have them considered.
	There are clear processes in place to ensure this policy and agreement provide comprehensive support if operationally viable, to colleagues with a wide range of personal circumstances to foster good relations by improving working environments.
	
	
	X

	Disability
	
	
	
	
	
	X

	Sex
	
	
	
	
	
	X

	VAWG
	
	
	
	
	
	X

	Sexual orientation
	
	
	
	
	
	X

	Gender reassignment
	
	
	
	
	
	X

	Marriage and civil partnership
	
	
	
	
	
	X

	Pregnancy and maternity
	
	
	
	
	
	X

	Race
	
	
	
	
	
	X

	Religion and belief including non-belief
	
	
	
	
	
	X


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
There no equality impact associated with Benefit Realisation. Each individual project, programme or work stream will have identified and equality impacts. The Benefits Realisation procedure is solely designed to track the progress of the benefits that have been identified.
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DATA PROTECTION IMPACT ASSESSMENT 
A DPIA is required for any project/policy where the processing of personal data could result in a high risk to the rights and freedoms of individuals. 
(Information Management) can advise when the requirement is statutory and when it is required as part of our policy development.
A DPIA ensures the force can meets its legal obligations to evidence that information risks, along with Data Protection principles and obligations, have been fully considered relating to the intended processing, and that control measures are considered and proportionate.

The introduction of all new projects, initiatives and policies that involve the processing of personal data or sensitive operational data require the completion of a DPIA Screening Questionnaire for review and consideration by the Data Protection Officer/Information Management Team

Triggers for completion of a screening questionnaire include: 
· Procurements
· Policy publication
· IT Project business cases
· Partnership working and Information sharing initiatives; and 
· Equality Impact Assessments – where Article 8 consideration is identified 

Where the outcome of a screening questionnaire is that a Stage 2/Full DPIA is required, it is the responsibility of the policy lead to complete the documentation with the support of IM if necessary. 

A DPIA questionnaire must be completed before the development of a policy & procedure to inform its content, and the template presented below must be used.
If you have answered ‘yes’ to any of the screening questions, please contact Information Management for advice to see if a full DPIA is required.
You can get advice from David Cherry, DPO /Lesley Johnson, GDPR PM












	
	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
	

	
	(provide details) 

	
	
	

	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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