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Positive Action enables us to recruit a 
wider pool of talented people making us 
more representative of the communities 
we serve. It will help us to build better 
trust, confidence and strengthen 
engagement with the public. This is 
about being more effective in protecting 
our communities from harm and build 
on our existing achievements protecting 
vulnerable people and bringing criminals 
to justice. 

Positive Action enables us to be a more 
transparent organisation who value 
difference and promote diversity within 
our workforce.

To become a Police Service with 
embedded focus and attention on diversity, 
equality, and inclusivity. 

Ensuring we encourage and value 
differences among our workforce, fostering 
a culture of psychological safety and 
openness at all levels of the Constabulary. 

Providing fair and consistent Policing to our 
communities, addressing areas in which we 
do not meet this standard. 

Effectively communicating our ambitions 
and engaging with our communities and 
partners to foster high trust relationships.

The Equality Act 2010 enables us to 
address disproportionate representation 
within an organisation. The Act seeks 
to promote equality of opportunity and 
inclusion. 

It provides a number of lawful steps that 
can be taken to minimise disadvantages 
faced by underrepresented groups or to 
support employers to meet their needs.

• Continue to proactively develop 
the culture of inclusivity and valuing 
difference within our organisations
• Attract, support and retain a 
workforce representative of the 
diverse communities we serve
• To engage and build better trust, 
increasing confidence within our 
communities
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Public Sector General Equality Duty
The Equality Act (2010) places a general 
duty on all public sector organisations to 
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.

The Act explains that having due regard 
for advancing equality involves:
• Removing or minimising disadvantages 
suffered by people due to their protected 
characteristics.
• Taking steps to meet the needs of people 
from protected groups where these are 
different from the needs of other people.
• Encouraging people from protected 
groups to participate in public life or in 
other activities where their participation is 
disproportionately low.

Discrimination under the act is where a 
person is treated less favourably or is 
subject to a practice or provision that 
disadvantages them due to their protected 
characteristics.

Compliance with the Public Sector General 
Equality Duty may involve treating some 
people more favourably than others, but 
that is not to be activity that is positive 
discrimination. The positive action taken 
must be proportionate and requires an 
analysis of:

Positive action is different to positive 
discrimination, which is treating one person 
more favourably than another because 
they have a protected characteristic. That 
is unlawful although positive discrimination 
because of a person’s disability is allowed.

Equality Act Information
• Protected characteristics list
• Age
• Disability
• Gender reassignment
• Marriage and civil partnership
• Race
• Religion and belief
• Sex
• Sexual orientation
• Pregnancy and maternity

Positive action can be used to support 
and individual who shares a protected 
characteristic if that individual has 
a protected characteristic that is 
underrepresented in the workforce or has 
a particular need that is a consequence of 
their characteristic or suffers disadvantage 
connected to that characteristic.

• S158 of the Equality Act
• S159 of the Equality Act

The below diagram to the right shows the 
three main priorities for positive action 
within the constabularies.

LEGISLATION
• The seriousness of the relevant 
disadvantage
• The extremity of need or under-
representation
• The availability of other means of 
countering them
• An employer may need to consider:
• Is the action appropriate to achieve the 
stated aim?
• If so, is the proposed action reasonably 
necessary to achieve the aim, or would 
it be possible to achieve the aim as 
effectively by other means that are less 
likely to result in less favourable treatment 
of others?
• An employer should not take positive 
action that continues indefinitely 
without review, as the steps taken may 
remedy the situation making it no longer 
proportionate to continue the action.

The Equality Act 2010 (EA 2010) contains 
provisions concerning lawful “positive 
action”, which an employer may take 
where persons who share a protected 
characteristic
• suffer a disadvantage
• have particular needs
• are disproportionately under-
represented.

Positive action is different to positive 
discrimination, which is treating one 
person more favourably than another 
because they have a protected 
characteristic. That is unlawful although 
positive discrimination because of a 
person’s disability is allowed.
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The strategy and priorities are 
underpinned by four main attractions.

1attraction
• We are committed to attracting the 
talented and skilled people into the variety 
of roles within the policing family from all 
communities
• We will use innovative and targeted 
marketing
• We will use mainstream media and social 
media to raise awareness
• We will hold attraction events where 
people can find out about the policing 
family and career opportunities, these will 
be in person in our communities, virtually 
and at appropriate events
• We will seek advice and work with 
partners, stakeholders and the IAG
• We will build and develop relationships 
and hold events with schools, colleges, and 
universities
• We will evaluate, benchmark and listen to 
feedback on our attraction activity

2recruitment
• We will recruit on merit but make sure that 
no candidate is disadvantaged through our 
processes.
• We will train recruitment teams, and those 
officers and staff who support this activity 
on Positive Action, the Equality Act and 
appropriate positive Action measures.
• We will use develop our workforce 
engagement and activity in recruitment 
events and promotion of policing career 
opportunities
• We will continue to develop positive links 
with our diverse communities to increase 
trust and confidence, increase awareness, 
knowledge and understanding of policing 
careers, pathways and voluntary roles in 
our organisations.
• We will review our policies and processes
• Hold recruitment events and surgeries 
providing appropriate support, advice and 
guidance through the recruitment process
• We will participate in national, local and 
virtual recruitment events and activity

3support & 
development

• We will promote and deliver diversity and 
inclusion training within our organisations
• We will provide information and support 
on the role and scope of positive action, 
dispelling myths around the offering

support & 
development 4progression

• We will ensue our policies and procedures 
in relation to progression are open and 
transparent – all individuals will compete 
on a level playing field with support and 
guidance available
• We will encourage individuals from 
underrepresented groups to step forward 
for promotion an career opportunities
• We will scrutinise promotion processes 
to identify an unconscious bias or potential 
barriers to progressions
• We will provide appropriate coaching, 
training and development programmes
• We will raise awareness amongst 
managers and supervisors to consider 
potential barriers to progression for officers 
and staff in protected characteristic groups 
and take steps where possible to mitigate 
them 
• We will provide appropriate support to 
those whishing to progress 



what will success 
look like?
Success for the Constabularies will look like:

1
A greater diversity profile of the workforce, being 
able to not only recruit but retain and support a more 
diverse workforce. In doing so ensuring our workforce 
is representative of the communities in which the 
Constabularies serve.

2Embedding of a culture of inclusivity and intersectionality 
amongst our workforce, where difference is both valued 
and encouraged.

3
A high trust relationship of psychological safety amongst 
our workforce, in which individuals are able to be 
themselves at work. Fostering a high trust and confidence 
relationship between the Constabularies and the 
communities they serve. 




