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Durham Constabulary is fully committed to 
embracing Equality, Diversity and 
Inclusion (ED&I) in the development of 
policing for the communities of County 
Durham and Darlington.  
 
This report provides an overview of who 
we are and what we have done over the 
past 12 months (between the period 1st 

January 2021 – 31st December 2021), in 
support of our ongoing commitment to 
equality, diversity and inclusion. It also 
intends to provide an update on how we 
are meeting the Public Sector Equality 
Duty (PSED) set out by the Equality Act 
(2010) and to inform in relation to our 
future aspirations / work in progress. 
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1. Introduction & Overview 

Following the implementation of the Equality Act 2010, the PSED was introduced to assist public 
sector authorities in meeting their statutory obligations under the Act. In particular, the statutory 
responsibility for organisations (such as Durham Constabulary) to have due regard for the need to:- 
 
•   Eliminate unlawful discrimination, harassment and victimisation and any other conduct that is 
     prohibited by or under the Equality Act 2010. 
•   Advance equality of opportunity  
•   Foster good relations 

1.1 Equality Act 2010 & Public Sector 
Equality Duty (PSED)



The Equality Act 2010 encompasses the 
following nine protected characteristics: - 
 
1.  Age 
2.  Disability 
3.  Gender Reassignment  
4.  Marriage & Civil Partnership 
5.  Pregnancy & Maternity 
6.  Race 
7.  Religion & Belief 
8.  Sex 
9.  Sexual orientation  
 
The general PSED aims to embed equality 
consideration into the day-to-day work of 
relevant public authorities so that they 
proactively address and tackle discrimination 
and inequality, ensuring a positive 
contribution to making society fairer. 
 
The specific requirements of the PSED 
require relevant public bodies to:- 
 
•   Publish equality objectives every four 
     years. 

•   Publish information annually to 
     demonstrate their commitment and 
     compliance to the PSED. 
•   Publish information relating to their 
     employees (for organisations with 150 
     or more staff) and others affected by 
     their policies and practices.  
 
Our force equality objectives can be 
viewed via our ED&I Plan on a Page 
(POAP) 2020 - 2025 strategy document :- 
   
Please also refer to section 9.2, ‘Our 
Strategy & Objectives - Equality, Diversity 
& Inclusion (ED&I) Plan on a Page (POAP).’ 

Please also refer to section 9.2, ‘Our Strategy 
& Objectives - Equality, Diversity & Inclusion 
(ED&I) Plan on a Page (POAP).’

To ensure that the Constabulary is able to 
evidence ‘due regard’ in respect of the 
need to eliminate unlawful discrimination, 
harassment and victimisation, we ensure 
appropriate analysis / review is undertaken 
to assess the impact of our policy 
procedures and relevant projects. This is 
achieved by the completion of equality 
impact assessments (EIA). This process 
involves considering the potential 
consequences of a particular policy, 
project or procedural change on key 
groups (as defined by the protected 
characteristic areas) and ensuring 
wherever possible, that any negative 
impacts are fully explained, mitigated / 
reduced or subject to appropriate 
justification. EIAs are subject to regular 
review and updated whenever a policy is 
subject to change. During the course of 

2022 the Force will be reviewing its work 
around EIA completion. This will ensure 
that we are utilising best practice, 
maintaining relevant compliance in line 
with the Equality Act and that key Force 
stakeholders undertaking EIA completion 
are offered refresher training to ensure 
continuous professional development.
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1.2 Equality Impact Assessments (EIA)



Durham Constabulary maintains statistics 
on the composition of its workforce in 
respect of protected characteristics. The 
information collated is in line with the 
legislative framework for measuring 
equality of opportunity and gives the Chief 
Constable and the Police and Crime 
Commissioner (PCC) the information they 
need to make sure the workforce is as 
representative as possible of the 
communities served within County Durham 
and Darlington.    
 
The information is held on a computerised 
Human Resources (HR) system and in most 
cases is broken down into Police Officers, 
Police Staff, Police Community Support 
Officers (PCSO), Special Constables and 
Volunteer’s (where applicable). However, as 
we respect individual choices around the 
disclosure of personal information, the 
requirement to disclose is not mandatory, 
therefore in some areas the response rate is 
quite low.   
 

For more information in relation to our 
Force commitment to achieving accurate 
and comprehensive equality information, 
including our involvement with national 
work in relation to ‘Prefer Not to Say’ (PNTS) 
research and related ‘Safe to Say’ and ‘Make 
your Mark’ campaigns, please refer to 
section 11.5, ‘Understanding our Workforce 
– Improving Sharing & Declaration rates.’  
 
•   The information included within this 
     report is as accurate as our systems allow.  
 
The Force is committed to being 
transparent in the information it publishes 
around its composition and it is intent on 
acting on all feedback received to improve 
the service being delivered by the staff 
within it.  
 
Should you wish to make contact in relation to 
any aspect of this report or the organisations 
wider commitment to ED&I, please refer to 
Section 13 ‘How to Get in Touch.’  
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2. Composition of the Workforce 

2.1 Overall View of the Workforce 
The following statistics are presented in terms of actual numbers of staff (i.e., the number of staff 
currently occupying posts and includes part time staff, with the inclusion of Special Constables 
who provide additional support as part of the wider policing family). Therefore, all references in 
the below tables, contained in this report are inclusive of the Special Constabulary. 
 
TABLE 1: 
Summary of the changes in actual workforce numbers - between 01.01.2018 - 01.01.2022

Police Officers 

Police Staff 

PCSOs 

Special Constables 

Totals 

1161 

991 

141 

58 

2351 

1227 

1066 

149 

42 

2484 

66 

75 

8 

-16 

133 

Category                                  01/01/2018                     01/01/2022                      Difference
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2.2 Police Officer Recruitment Update 

During 2021 Police officer 
recruitment has continued to go from 
strength to strength.  The Force 
continues to recruit to support our 
workforce planning, both in line with 
natural attrition and the national 
police uplift programme (PUP). Our 
recruitment plans to date, have not 
been adversely affected by the 
COVID 19 pandemic. 
 
In 2020 we introduced into Force the 
Police Constable Degree 
apprenticeship (PCDA) programme 
(for non-graduates), which is the 
nationally adopted recruitment 
model and incorporates a joint 
training plan between our Learning 
and Development team based at 
Meadowfield and Northumbria 
University.   The PCDA programme 
extends the probationary period of 
student officers from 2 years to 3 
years before they become 
substantive police constables.   In 
January 2021 we also introduced an 
alternative training model into Force, 
known as the Degree Holders Entry 
Programme (DHEP). This entry route 
offers candidates who currently hold 
a degree level qualification, the 
pathway to undertake a two-year 
probationary period before they 
become substantive in the role. Both 
entry programmes will go further to 
expand the professionalising of the 
police educational qualification 
framework (PEQF). From January 
2022 we also introduced the Pre-join 
route from those students with the 
Professional Policing Degree, 
specifically. 
 
During 2021/22 financial year we 
intend to recruit 4 cohorts of 27 
student officers, with two intakes 
being under the PCDA programme 
and two taking the DHEP route.  In 
conjunction to this, the Force has also 

opened its doors to the recruitment 
of officers wishing to transfer from 
another Force. This is an open 
recruitment campaign, and so far, we 
have been extremely fortunate to 
identify several officers who have 
now transferred Forces to join us, or 
are wishing to transfer, with varied 
specialist skills and from varying 
ranks. 
 
Future planning for financial year 
2022/2023 we plan to recruit for 5 
cohorts, 32 per cohort, 3 PCDA 
programme & 2 DHEP, where those 
candidates entering via Pre-join will 
be included 2 per course on the 
DHEP programmes.  We continue to 
have our transferee’s recruitment 
open for the foreseeable future. 
Along with several promotion on 
transfer. 
 
The national decision to “Uplift” 
recruitment of officers by 20,000 over 
a three-year period has resulted in 
mass recruitment campaigns being 
held simultaneously across the 
country. This creates significant 
pressures to all Forces; however, 
Durham remains resolute to ensure 
that all recruitment methods will 
include fair and transparent 
processes.  We have recently 
introduced online assessment centres 
into our police officer recruitment 
profile, which offers further valuable 
insights into our candidates 
understanding of the competencies 
and values required of a police officer 
today. This model, used nationally 
across the service, is a speedier 
option, and provides a consistency of 
standards as well as efficiencies.    We 
will utilise every medium possible to 
encourage the recruitment of a 
balanced workforce, one which 
realistically reflects the community 
that we serve. 
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2.3 Police Staff Recruitment Update 

Police Staff recruitment has continued 
as we have progressed out of the 
COVID-19 pandemic. New & safer 
ways of conducting recruitment & 
section processes, such as online 
interviews/ assessments have 
remained where appropriate.  2021 
has seen multiple large scale 
recruitment campaigns for PCSO’s, 
Call Handlers and Detention Officers, 
in addition to the recruitment of a 
range of administrative support roles 
and a variety of specialist roles in 
Intelligence, Training, Cyber / Digital 
crime, Scientific Support and ICT.  
 
In 2022 we anticipate that all police 
staff recruitment will continue, with 
further large recruitment campaigns 
such as PCSO & Call handler intakes 
anticipated throughout the year.  
 
Recruitment post COVID-19 
pandemic has been especially 
challenging & we foresee this to be 
the case into 2022. Additional 
consideration in relation to placement 
of adverts and where possible the 
Force will attend careers fairs/ events 
throughout the year. With this in mind, 
Durham Constabulary remains 
committed to increasing its levels of 
efficiency, reducing demand and 
looking critically at ways of working 
more effectively, to deliver excellent 
levels of service. 
 
Please see the Sections entitled ‘4. 
Recruitment Summary 2021’ and ‘7. 
Leaver Summary 2021’’ for more 
information around joiners and 
leavers, within the separate 
categories. 



The following sections relate to the nine Protected Characteristic (PC) areas as described at the 
start of this document.

3. Workforce Information – Specific 
Protected Characteristic Areas

The Equality Act 2010 protects people of all ages, young and old.  Age refers to a person belonging 
to a particular age group (e.g., 32-year-old) or range of age groups (e.g., 56-65-year-old). 
 
TABLE 2: 
Summary of the average age of staff by category between 01.01.2018 - 01.01.2022 

3.1 Age  

6

Police Officers 

Police Staff 

PCSOs 

Special 
Constables 

41.6 

42.7 

35.9 

33.8 

41.4 

43.1 

35.5 

35.5 

41 

42.7 

36.3 

35.2 

40.4 

42.7 

35.5 

38.1 

39.9 

43 

34.9 

38.8 

Category                 01/01/2018         01/01/2019         01/01/2020         01/01/2021         01/01/2022

Average Age

Police Officers  
 
The minimum age for entry as a Police Officer is 18 years.   
 
As of 01.01.22 there were 76 officers under the age of 26 (7 of 
those are 21 or under) which is an increase from 2018 figures 
(where there were 47 under the age of 26, 4 of which was 
under the age of 21). The majority of Police Officers are still 
aged between 26 and 50. With 44.61% aged between 26 - 40 
years of age and 37.34% aged between 41 -50 (combined total 
of 81.95%) as of 01.01.2022. 
 
With regard to length of service, the average length of service 
has decreased from 15.9 years in 2018 to 13.8 years as of 
01.01.2022. 
 
The introduction of the Police Constable Degree 
Apprenticeship (PCDA) recruitment programme will be 
monitored in respect of its potential impact on the age profile 
of the Force. Any significant trends or items of note will be 
highlighted in future workforce equality monitoring reports.
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Police Staff 
 
Applicants for Police Staff positions must be 
minimum age of 16 years. 
  
The average age of our Police Staff has 
remained relatively static, with an average 
age of 42.7 years in 2018 and 43 years as of 
01.01.2022. 
 
As of 01.01. 22 there were 122 Police Staff 
aged 26 and under of which 47 were under 
the age of 21. This represents a slight 
reduction in younger staff in the workforce, 
as in 2018 there were 129 staff aged under 
26 years of which, 73 were aged under 21 
years.  
 
There are currently 79 members of Police 
Staff aged over 61. 
 
Average length of service has remained 
consistent for Police Staff between 01.01.18 
and 01.01.22 at 11.3 years.  
 

The Force introduced an Apprenticeship 
Scheme in September 2012 which has 
proved to be very successful in terms of the 
initial apprentices securing permanent or 
temporary posts (via open competition) 
within the Force.  The Constabulary 
continues to further develop its Apprentice 
programme, maximising opportunities for 
the recruitment of apprentice posts / 
identification of apprentice career 
pathways. In addition to the continuous 
professional development (CPD) of existing 
staff and officers via ‘Upskilling’ routes, with 
individuals completing various study and 
training opportunities via the 
apprenticeship scheme. During 2020/21 
this has included offering degree and 
master’s programmes of study (to staff and 
officers) via the apprenticeship route. Work 
has also been undertaken to utilise the 
apprentice levy in providing opportunity for 
staff across the wider organisation (where 
applicable) to acquire additional 
educational attainment e.g., level 2 Maths 
and English Functional Skills qualifications. 

Police Community Support Officer (PCSO) 
 
Applicants for this role must be a minimum 
age of 18 years.   
 
The average age of our PCSO has decreased 
slightly, 35.9 years old in 2018 to 34.7 years 
old as of 01.01.2022.  
 
The average length of service for PCSO has 
also decreased slightly, 7.2 years in 2018 to 
6.8 years as of 01.01.2022. 
 
The PCSO role offers valuable insight and a 
great opportunity to learn about wider 
neighbourhood policing. As a consequence, 
we recognise that this role affords highly 
relevant and transferrable work experience 
into the role of Police Constable. During the 
course of 2021 a number of our existing 
PCSO’s have successfully secured 
employment with the Force as Police 
Constable and commenced the associated 
officer training programme. 
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Special Constables 
 
The minimum age for appointment as a Special Constable is 18 years.   
 
The number of Special Constables volunteering with the Force (as of 01.01.2022) is 42.  The 
average age for Special Constables has increased from 33.8 years old in 2018 to 38.8 years 
old as of 01.01.2022. 
 
The average length of service for a Special Constable has increased from 5.3 years in 2018 to 
8.9 years as of 01.01.2022.  

The Equality Act 2010 states that a person has a disability if they have a physical or mental 
impairment which has a substantial and long-term adverse effect on that person's ability to 
carry out normal day-to-day activities. 
 
Statistics countrywide (prior to the introduction of the Equality Act 2010) showed only a small 
number of Police Officers declaring themselves as having a disability.  The figures shown 
below indicate that since the Equality Act has been implemented (and broadened the 
definitions) numbers in Durham have increased (please refer to Table 3 below).    
 
The Force takes its legal responsibility to consider and implement reasonable workplace 
adjustments to staff and potential applicants in achieving their full potential very seriously 
and will continue to do so. 
The Force promotes the use of ‘Individual Adjustment Passports (IAP)’. The IAP document was 
developed in consultation with the Force Disability Support Group (DSG) and has received 
the endorsement of staff associations, support networks and the Force executive. Although 
not mandatory, the IAP has been designed to provide greater levels of support and 
assurance to colleagues with a disability who may require workplace reasonable adjustments. 
It is a living record of what an individual and line manager agree to support physical and/or 
mental health or wellbeing while at work. 
. 
TABLE 3: 
Staff who have identified themselves as having a disability under the equality act 2010

Key - HC - Headcount  
8

3.2 Disability

Police Officers 

Police Staff 

PCSOs 

Special Constables 

Total Disability Declarations 

Force Total HC

25 

41 

2 

0 

68 

2901 2351 2484

0.86% 

1.41% 

0.07% 

0.00% 

2.34% 

51 

74 

3 

0 

128

4.39% 

7.47% 

2.13% 

0.00% 

5.44% 

65 

75 

5 

0 

145 

5.30% 

7.04% 

3.36% 

0.00% 

5.84%

                 01/01/2010                       01/01/2018                       01/01/2022 
                 (Prior to EA)

Category

HC % HC % HC %

Disability



In 2016, the longstanding ‘Two Ticks’ 
disability scheme was replaced by 
‘Disability Confident’. 
 
The Disability Confident scheme and 
accreditation builds on the best practices of 
the ‘Two Ticks’ model, whilst providing 
online, practical advice and guidance that 
helps employers to attract, recruit and retain 
disabled talent in a modern-day setting.  
 
Durham Constabulary has Level 2 Disability 
Confident Employer status / accreditation, 
which evidences that we have successfully 
demonstrated that we are taking positive 
action to attract, recruit and retain disabled 
candidates. During the course of 2022 we 
will work to achieve Disability Confident 
Leader  - Level 3 accreditation. 
  
Although the number of staff who declare 
themselves as being covered by the 

Equality Act (2010) has increased, it is still 
acknowledged by the organisation that 
more work can be done to increase self-
declaration / sharing rates. The Force works 
proactively with its internal Disability 
Support Group (DSG) to build, improve and 
develop employee trust and confidence in 
this area of the Equality Act. The 
organisation recognises that it is better able 
to support all its staff if it is fully aware of 
how diverse it is.  
 
As part of the National Police Uplift 
programme (PUP) there has been a number 
of co-ordinated campaigns to encourage 
sharing and declaration of workforce 
equality information. This has included 
National ‘Safe to Say’ and ‘Make your Mark’ 
streams of work. These campaigns aim to 
assist forces in achieving more 
comprehensive and increased levels of 
accurate equality monitoring data.

As defined by the Equality Act 2010 this is the process of 
transitioning from one gender to another. 
  
The Force’s computerised Human Resources recording system 
allows workers to self –declare/ disclose information with regard to 
this specific protected characteristic.  This information is also 
captured for confidential employment monitoring purposes via 
recruitment and selection (Equality Monitoring form). 

3.3 Gender Reassignment 
(or Transgender)

Marriage is defined as a 'union between a man and a 
woman'. As of April 2014, same sex couples have 
been able to marry.

3.4 Marriage and Civil 
Partnership 

9
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TABLE 4: 
An overview of the current marital status of the workforce as at 01.01.2022

Civil Partnership / Married 

Single (including Divorced / Separated / Widowed) 

Co-Habiting (Living Together) 

Not Stated 

1163 

901 

151 

269 

46.82% 

36.27% 

6.08% 

10.83% 

Marital Status                                                                                           01/01/2022                    Percentage

Pregnancy is the condition of being pregnant or expecting a 
baby. Maternity refers to the period after the birth and is linked 
to maternity leave in the employment context. In the non-work 
context, protection against maternity discrimination is for 26 
weeks after giving birth, which includes treating a woman 
unfavourably because she is breastfeeding. 
 
At 01.01.2022 the Force had 14 members of staff who were 
pregnant. As of 01.01.2022, there were 27 staff on maternity 
leave (i.e., 2.22% of the total workforce).  
 
No statistics are currently held in respect of Special Constables 
who are pregnant or on maternity leave from their full-time 
occupation.

3.5 Pregnancy/Maternity

The Equality Act 2010 defines Ethnicity as a group of people defined 
by their race, colour, and nationality (including citizenship) ethnic or 
national origins. 
 
The figures in Table 5 (below) show that the number of Black Asian 
and Minority Ethnic staff within the Force is below those highlighted 
in the 2011 Census (the Northeast is used as the comparator).   
 
•   At the time of publishing this report the updated 2021 census 
     data remains pending. This updated data is due for publish by 
     early summer 2022. 
 
It is acknowledged that action is needed to improve this under-
representation or the reluctance to disclose this information.   

3.6 Ethnicity 



We take positive action in all recruitment 
and selection processes to encourage 
applications from ethnic minorities and 
across all other areas of protected 
characteristics.  
 
We give prior notice of recruitment 
campaigns to diverse networks and utilise 
our links with our IAGs (Independent 
Advisory Groups).  We also advertise 
online via ‘Inclusive Jobs’ as part our 
membership to Inclusive Companies. In 
addition, every Force policy is subject to 
Equality Impact Assessment (EIA) and also 
referred to IAG members and our various 
internal support groups / networks to 
ensure a full and comprehensive 
consultation process. 
 
We also place particular emphasis on 
locations across the county with higher 
diverse community ratios. We actively 
utilise our Neighbourhood Policing teams 
and Cohesion unit staff as a means of 
engaging with our wider communities and 
to assist us in directing additional support 
and information in relation to the Force 

and our specific recruitment campaigns.   
 
Work is ongoing to gain a better 
understanding of the demographics of 
our communities via the development of 
‘community profiles’. 
 
We continually review our positive action 
initiatives in line with national guidance 
and the work of the College of Policing 
(COP) and National Police Chiefs Council 
(NPCC).  Accordingly, we are working 
towards the NPCC 2018 - 2025 Diversity, 
Equality and Inclusion (DEI) Strategy and 
supporting toolkits. This includes the areas 
of priority in respect of Workforce 
Representation e.g., Attraction, 
Recruitment, Retention, Progression, Exit 
from Service and Wellbeing & Fulfilment. 
 
For further information in respect of our 
Force Positive Action activity, initiatives 
and specific work undertaken during 
2021, please refer to the upcoming 
section entitled ‘9.7 Workforce 
Representation / Positive Action.’ 
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TABLE 5: 
Figures to show the breakdown of our black, asian & minority ethnic staff in comparison to 
2011 census figures.

White British 

Black / Minority / Ethnic 

Not Stated 

93.6 

2.2 

Not Recorded

94.48% 

1.45% 

4.07%

Ethnicity                                                          Northeast % from the                   Durham Constabulary % 
                                                                                 2011 Census                                      01/01/2022 

Religion/Belief includes religious and philosophical beliefs including lack of belief (e.g., 
Atheism). Generally, a belief is something which affects life choices or the way a person lives for 
it to be included in the definition. The Force has a Senior Chaplain and further chaplains who 
provide support and spiritual guidance to staff throughout the Force area, and where possible 
facilities are provided to allow for prayer or quiet/reflection periods in police buildings.  
 
Table 6 below shows the current make up of staff in relation to their religion/belief. 

3.7 Religion/ Belief



TABLE 6: 
Information collated for the workforce in respect of religion/belief as at 01.01.2022

12

Agnostic 

Atheist 

Christian (Other) 

Church of England 

Church of Scotland 

Methodist 

Muslim/ Islamic 

None 

Not Disclosed 

Not Held 

Roman Catholic 

Other 

Total 

5 

12 

238 

294 

6 

15 

5 

296 

128 

100 

116 

12 

1227 

14 

24 

133 

315 

1 

36 

0 

176 

49 

212 

88 

18 

1066 

3 

2 

19 

26 

0 

1 

0 

43 

1 

49 

3 

2 

149 

1 

1 

10 

7 

0 

0 

0 

8 

1 

11 

3 

0 

42 

23 

39 

400 

642 

7 

52 

5 

523 

179 

372 

210 

32 

2484

0.93% 

1.57% 

16.10% 

25.85% 

0.28% 

2.09% 

0.20% 

21.05% 

7.21% 

14.98% 

8.45% 

1.29% 

                                  Police            Police            PCSO           Special             Total             Total as % 
                                 Officer             Staff                                Constables                            of Workforce

Religion

Religion

TABLE 7: 
Summary of gender breakdown for staff categories from 01.01.2018 – 01.01.2022

3.8 Sex (Gender Breakdown Information)

Police 
Officers 
 
Police 
Staff 

 
PCSOs 
 

Special 
Constables 
 

M 

F 

M 

F 

M 

F 

M 

F 

815 

346 

331 

660 

64 

77 

45 

13 

70.20% 

29.80% 

33.40% 

66.60% 

45.39% 

54.61% 

77.59% 

22.41% 

789 

352 

330 

658 

71 

86 

42 

17 

69.15% 

30.85% 

33.40% 

66.60% 

45.22% 

54.78% 

71.19% 

28.81% 

786 

363 

338 

715 

63 

78 

37 

8 

68.41% 

31.59% 

32.10% 

67.90% 

44.68% 

55.32% 

82.22% 

17.78% 

799 

405 

355 

715 

63 

78 

37 

8 

66.36% 

33.64% 

33.18% 

66.82% 

44.68% 

55.32% 

82.22% 

17.78% 

803 

424 

362 

704 

63 

86 

35 

7 

65.44% 

34.56% 

33.96% 

66.04% 

42.28% 

57.72% 

83.33% 

16.67% 

Gender

                                            01-Jan-2018             01-Jan-2019             01-Jan-2020             01-Jan-2021             01-Jan-2022

OVERALL                            2351                            2345                       2388                       2460                        2484
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There has been a positive, steady and 
upward trend over the last five years, 
in terms of the number of female 
officers. In 2018 the male / female split 
for officers was 70.20% vs 29.80%. 
With effect from 01.01.22 the same 
breakdown male / female is 65.44% vs 
34.56%. 
 
Gender Pay Gap Reporting 
 
Durham Constabulary are required by 
law to carry out Gender Pay Gap 
Reporting under the Equality Act 2010 
and (Gender Pay Gap Information) 
Regulations 2017. 
 
These regulations require all 
organisations who have a headcount 
of 250 employees or more to comply 
with the above reporting frameworks. 
This report involves carrying out six 
calculations which show the difference 
between the average earnings of men 
and women in the Force: it does not 
involve publishing individual 
employee data. The calculations we 
are required to publish are: - 
 
•   Mean gender pay gap 
•   Median gender pay gap 
•   Mean bonus gender pay gap 
•   Median bonus gender pay gap 
•   Proportion of males and females 
    receiving a bonus 
•   Proportion of males and females in 
    each quartile band. 
 
Full definitions of the above can be 
found within the ACAS guidance 
within the following link 
www.acas.org.uk/genderpay. 
 
We are required to publish this data 
on both the Force’s website and also 
the government website on an annual 
basis.  The purpose of this data is to 
assess: 
 
•   The levels of gender equality in our  
    workplace 

•   The balance of male and female 
    employees at different levels 
•   How effectively talent is being 
    maximised and rewarded 
 
The challenge in our Force will be to 
eliminate any gender pay gap. 
 
The latest figures show that the overall 
gender pay gap has increased since 
last year from 13.46% to 13.82%. For 
Police Officers the mean gap has 
increased from 4.04% to 5.09%. For 
Police Staff the mean gap has 
increased from 7.74% to 8.72%. 
 
Taking Action 
 
The key steps in place and which will 
continue, include: 
 
•   Ensuring open and transparent 
    recruitment procedures to 
    encourage females to apply to join 
    the force at all levels. Over the last 5 
    years there has been a steady 
    upward trend in the number of 
    female officers securing 
    appointment with the Force. 
•   Transparent procedures for 
    identifying and delivering learning 
    and development needs across the 
    force as part of maximising both its 
    capacity and capability. 
•   Ensuring open and fair promotion 
    processes across the Force. 
•   Facilitate awareness sessions for 
    roles where there is typically under 
    representation from females e.g., 
    Public Order, Firearms, Roads Policing. 
•   Having strong role models across 
    the Force. 
•   Continuing to develop our ‘STAR 
    Gender Equality through Inclusion’ 
    Support Network. 
•   Engagement with ‘This Girl Can’ 
    campaigns around fitness, health & 
    wellbeing activities. 
•   Continued development of the 
    Force Menopause Support Group 
    (Mini MAG).
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•   Ensure we engage with the national 
    HeForShe campaign of work, 
    running internal focus sessions, 
    training female staff as part of our 
    coaching and mentoring 
    programme and ensuring that our 
    leadership and talent scheme is 
    open and accessible to all. 
•   The Force is committed to 
    embracing a holistic approach to 
    wider diversity and inclusion and is 
    a proud member of ‘Inclusive 
    Companies’ a multi-strand inclusion 
    advocate organisation. Durham 
    Constabulary have been ranked in 
    the ‘Inclusive Companies’ Top 50 
    UK Employers List for the 2021 
    /2022 period. 
•   The Force promote the application 
    of family friendly policies and 
    ensure our policies are regularly 
    reviewed and updated in line with 
    legal and best practice. 
•   The application of flexible and agile 
    working practices. The increase in 
    hybrid / ‘working from home’ has 
    improved work-life balance and 
    overall wellbeing. In some 
    instances, providing greater scope 
    and assistance for those with caring 
    responsibilities.  
•   Ensure that uniform adaptions are 
    progressed and available where 
    needed e.g., sweat wicking tops / 
    hypoallergenic / additional uniform. 

    The Force has also recently 
    collaborated with North Yorkshire 
    Police on the procurement of 
    alternative Hijab design. 
•   Continue to invest in our Positive 
    Action workstream, ensuring that 
    we consider gender 
    disproportionality across Attraction, 
    Recruitment, Progression and 
    Development as well as in terms of 
    how we retain and support our 
    Officers and Staff. 
 
As an organisation we acknowledge 
that there is more work to do to 
reduce and ultimately eliminate the 
gender pay gap within the Force. We 
will maintain our ongoing review of 
our procedures which impact on 
gender equality and continue with the 
delivery of our Leadership, Inclusion 
and Wellbeing training. Durham 
Constabulary also positively engages 
with the National Policing Wellbeing 
and Inclusion Survey run across all 
Forces in England and Wales and is 
committed to proactive work in 
relation to the local findings and 
outcomes from this survey work.  
 
*For additional information in relation 
to the Durham Constabulary Gender 
Pay Gap report in full, please refer to 
our website. 



This refers to whether a person's sexual 
attraction is towards their own sex, the 
opposite sex or to both sex.  
 
As of 01.01.2022, 40.38% of people had 
chosen to not declare or share any 
information in relation to their sexual 
orientation.  This is a smaller figure than at 
01.01.2021, when the total for the same 
group was 45.65%. 
 
As of 01.01.22 a further 2.42% have 
selected ‘prefer not to say’ and 2.86% 
have identified as lesbian, gay or bisexual. 
 
The Force continues to encourage staff to 
self-declare / share their sexual orientation 
information on the computerised HR 
system and on a quarterly basis issues a 
circulator to staff in this regard. In addition, 
there is also an annual HR system ‘Personal 

Details’ check where staff can select to 
record this information on their own record. 
 
The Force has a proactive Lesbian, Gay, Bi-
sexual and Transgender (LGBT) + Support 
Network. Ongoing collaborative work 
continues with regional Forces in respect 
of best practice and policy sharing in 
addition to our participation within the 
National Police Service LGBT Network. We 
have membership with the multi strand 
Equality, Diversity and Inclusion 
organisation ‘Inclusive Companies’ and 
ranked within the Inclusive Companies Top 
50 Employers list for 2021/2022. Work 
continues to assess how we can engage 
more effectively with our staff and the 
LGBT community we serve, including 
consideration of positive action in respect 
of LGBT+ to ensure a representative 
workforce. 
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3.9 Sexual Orientation

See below for a breakdown of specific types and 
numbers of appointments made in 2021, covering 
the areas of Police Staff, PCSO, Police Officer and 
Special Constable recruitment:- 
 
TABLE 8:  
Summary of staff categories who joined the 
organisation between 01.01.2021 - 31.12.2021 

4. Recruitment Summary 2021

Police 

Staff 

Pcso 

Total 

110 

129 

27             

266 

Number



Between 01.01.2021 – 31.12.2021 the following police officer promotions have occurred:-

5. Promotion Summary 2021

In 2021, a total of 6 Fairness at Work complaints (grievances) were received and dealt with from 
members of the organisation.   
 
During 2020 the Force Achieving Fairness at Work policy was subject to comprehensive review. 
This review has ensured it remained fit purpose and up to date. The Force Achieving Fairness at 
Work policy continues to encourage the informal resolution of workplace issues wherever 
possible and highlights the key role of line managers in addressing and working to resolve 
issues before escalation through formal channels. 
 
During 2022 we will continue to submit quarterly grievance returns to HMICFRS as part of 
ongoing scrutiny around our organisational legitimacy and effectiveness, in addition to 
participating in a local County Council led audit on our grievance files. 

6. Fairness at Work Complaints 
(Grievances) Summary 2021

                                                                                                                                Male                          Female

To SMT 
(Chief Inspector, Superintendent  
& Chief Superintendent) 
 
To Supervisor/Manager (Substantive) 
Sergeant, Inspector) 
 
To Supervisor / Manager (Temporary/and /or subject 
to completion of work-based assessment / portfolio) 
(Temp Sergeant, Temp Inspector)      
 
Total   

2 
 
 
 

9 
 
 

24 
 
 
 

35  

2 
 
 
 

3 
 
 

12 
 
 
 

17  
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There were a total of 215 leavers during the 2021 period (01.01.21 – 31.12.21), as broken 
down into the following categories:- 
 
TABLE 9: 
Leavers summary & categories 2021 
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7. Leavers Summary 2021

TABLE 10: 
Absence summary- hours lost to sickness  
 
The below table shows the total hours lost, as a percentage of the total hours available for 
each calendar year 2020 and 2021. This is split between officers and staff. 

8. Sickness Absence Summary 2020 /2021

The Force issues an Exit Monitoring Questionnaire to all staff who leave on a voluntary basis or 
have been medically retired asking questions about their experiences as members of the 
organisation and their reasons for leaving to gain insight into positive and negative aspects of 
working with us. Exit Interview requests are facilitated via an appropriate member of the Force 
Senior Leadership Team. 
 
The content of completed Exit Monitoring forms is compiled in an anonymised annual report. 
Any specific issues highlighted will be progressed / escalated as appropriate to ensure 
organisational learning and so that process improvements can be taken forward wherever 
necessary.

Police Officer 

Police Staff 

PCSO 

Special 

Total 

78 

114 

20 

3 

215 

Employee Type                                                                                                   Headcount

Headcount of Leavers

4.73% 
 

3.92% 

4.69% 
 

4.62% 

2020 
Percentage of Hours Available 

Lost to Sickness 

Police Officers 
 
Police Staff 

2021 
Percentage of Hours Available 

Lost to Sickness 



It is interesting to note that Police Officers percentage of hours lost to sickness has 
decreased, when comparing the 2020 period to 2021, this is despite policing in the 
continued climate of the COVID 19 pandemic.   
 
There are a wide range of factors that impact both officer and staff sickness levels and the 
following graphical representations provide additional information / context of hours lost v’s 
absence categories / type. 
 
*N.B. – this data considers hours lost. It should be noted that our force staffing numbers have 
increased since the start of 2020, so we would expect to see an increase in overall hours lost 
due to sickness. 
 
CHART 1: 
Police Officer sickness (hours lost) category breakdown  

CHART 2: 
Police Staff sickness (hours lost) category breakdown 
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COVID 19 continued to have a significant impact during 2021. Much work was directed 
towards ensuring that those who were unable to work from home were kept as safe as 
possible, e.g., implementation of a dedicated COVID team disseminating timely information, 
PPE and estate management.  For those able to work from home, a significant piece of work 
was undertaken to ensure individuals had appropriate equipment in place – this ranged from 
desks, chairs, and IT, to accessing the Force Wellbeing Hub offering wellbeing information 
directly accessible 24/7 on personal devices.  This work was undertaken by a number of 
directed tasking and finishing groups, under the strategic leadership of Head of People 
Command.   
 
The full benefits and efficiencies of agile / home working have been acknowledged by the 
Force, resulting in these practices becoming integrated in standard terms and conditions of 
employment wherever possible. Feedback from staff and officers around agile working 
practices adopted during the pandemic has endorsed that in the main, home working allows 
for greater work / life balance and improved levels of overall wellbeing. 
 
Staff continued to report mental health related issues as well as Muscular/Skeletal conditions 
as in previous years and these issues continued to be addressed, however some of the usual 
support mechanisms were impacted and became intermittent in their delivery and access 
due to COVID 19 e.g., access to Police Treatment Centres, physio services, face to face 
counselling. However, access to telephone counselling continued throughout as did trauma 
support through TRiM, trauma therapy and welfare care.   
 
Health campaigns continued and concerted efforts were made to ensuring that risk 
assessments were maintained and advice circulated relevant to those both at work and those 
working from home.  Those returning to the workplace after illness continued to have their 
return to work managed safely and supportively and the Disability Support Group Lead, 
endeavoured to offer additional advice and support wherever possible.   
 
Promotion and encouragement around use of the Force Individual Adjustment Passport (IAP) 
continued with an increasing number of these supportive workplace tools being initiated by 
line managers and their staff. 
 
The Force actively supports the Better Health at Work scheme run by the TUC and have 
achieved “Outstanding Achievement” recognition at Maintaining Excellence status. In 
addition, we engage with the National Police Wellbeing Service (Oscar Kilo) using such 
avenues to identify best practice in the policing sector and wider work environment. 
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The Durham Difference values are the foundation of the organisation and align with our 
strategic vision which is mapped out via the Plan on a Page document (POAP). 
 
The Force strives to espouse the wider Durham Difference values and inclusivity remains a 
central theme in our organisational attitudes and behaviours and in our wider ED&I work. 

9. Durham Constabulary Equality, 
Diversity & Inclusion (ED&I) 

9.1 Durham Difference Vision & Values 
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9.2 Our Strategy & Objectives - Equality, 
Diversity & Inclusion (ED&I) Plan on a 
Page (POAP)

9.3 Durham Constabulary Inclusion 
Charter & Next Steps
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Force strategy and key priorities in relation to Equality, Diversity and Inclusion are mapped 
out via a bespoke plan on a page. To view click below

Key outcomes include: - 
 
•   To provide an excellent service to the public and victims  
•   Continue to live our values and promote Inclusivity, Equality and Diversity 
•   Inspire Trust and Confidence in the Communities we serve 
 
We aim to continue to promote an inclusive culture which supports and recognises difference 
and provides opportunity for personal and professional development.

The Force launched its Inclusion Charter in early 
2021. The Inclusion Charter aims to give an 
understanding of what inclusion ‘looks’ and ‘feels’ 
like in Durham Constabulary and is key to 
embedding this critical value of the Durham 
Difference. 
 
The Inclusion Charter is endorsed by the Chief 
Constable, with full consultation and support from 
the Office of the Durham PCC, Staff Associations 
(UNISON and Police Federation) and Force staff 
support groups / networks.  
 
Work will continue during 2022 and beyond, to 
ensure that the Inclusion Charter is fully embedded 
and practically understood within the organisation. 

Vision statement: Durham Constabulary will provide a 
legitimate policing service ensuring our attitudes and 
behaviours generate trust and confidence in the 
public and colleagues.



The Force continues to positively engage 
and participate in the National Wellbeing 
& Inclusion Survey. These survey cycles 
aim to examine the current state of 
wellbeing, inclusivity and workplace 
culture from the perspective of the 
policing workforce, within the 43 Home 
Office Forces nationally. 
 
The purpose of the research is to support 
the achievement of the 2018-2025 NPCC 
Diversity, Equality & Inclusion Strategy. 
 
Key measures in the survey considered 
wellbeing, inclusion and sleep quality. The 
survey cycles  will be repeated on a 
longitudal basis to assess the degree of 
change over time and help inform and 
guide direction of travel. 
 

The Force has been working with Durham 
University for a significant period and has 
an understanding of what can improve 
wellbeing and emotional energy, 
including first line leadership, 
organisational culture, inclusivity. This has 
culminated in the ‘Leadership, Wellbeing 
and Inclusivity’ Programme that has been 
rolled out to all supervisors. Other 
wellbeing initiatives include: launch of the 
Talent Programme and Coaching and 
Mentoring Scheme, mindfulness 
workshops, funding for EMDR for officers 
with PTSD, introduction of TRiM, wider roll 
out of Taser, improvements to the leave 
policy, a range of financial educational and 
awareness packages, loans to help with 
financial emergencies and a wide range of 
apprenticeships, degree and MBA courses 

9.4 National Policing Wellbeing 
& Inclusion Survey 

Tracking our Force progress in relation to equality, diversity & inclusion activity is essential. 
Ensuring that our staff can ‘see’ tangible outcomes and can ‘feel’ the benefit of work and related 
activity is key to building an inclusive workplace culture and one where everyone feels valued.  
 
Although governance structures are currently under review in relation to our ED&I activity, at the 
present time the Force People Board monitors progress against the National DEI strategy (2018-
2025) including associated toolkits and against our associated local ED&I action plan. 
 
The NPCC DEI Strategy Toolkits cover: - 
 
•   Our Organisation  
•   Workforce Representation 
•   Our Communities 
•   Our Partners  
 
Our leaders are central to our success in achieving and building an inclusive and representative 
workforce, however we all have a role to play. 

9.5 National Police Chief Council (NPCC) 
Diversity, Equality and Inclusion Strategy 
& Toolkits / Force EDI Action Plan
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The Force is cognisant of the development and progress of the NPCC Race & Inclusion Plan 
of Action. Acknowledging that the focus of this work plan is black inclusion, specifically ‘the 
changes policing sets out to achieve to improve outcomes for members of the black 
community working within or interacting with policing’.  
 
There are 4 workstream areas within the plan : 
 
•   Internal Culture & Inclusivity 
•   Impact & Use of Police Powers 
•   Community Relations & Engagement 
•   Protection Against Victimisation & Harm  
 
At the time of publishing this report (March 2022) we are currently awaiting further update on 
the next steps in this NPCC scheme / programme of work and what specific local activity will 
be required of Durham Constabulary. 

9.6 NPCC Race & Inclusion Plan 
of Action 

 
 
 
Our positive progress around workforce 
representation has continued in earnest 
during 2021 and into 2022. 
 
In addition to securing a substantive 
resource for Positive Action, we also now 
have a supplementary temporary Police 
Constable to further bolster our capacity.   
 
The initial focus for our Force positive 
action activity has been on improving 
Black, Asian Minority Ethic representation 
for the Force. This has seen a focus on 
attraction and recruitment stages of the 
recruitment cycle, however there is 
acknowledgement that there is more work 
required, to improve retention and 
progression opportunities as well as wider 
positive action initiatives across all areas of 
under-representation. 
 
Our Positive Action Co-ordinator has 
continued to work proactively with a range 

of local universities and educational 
establishments, promoting career 
opportunities and wider engagement. 
Coaching and mentoring schemes have 
been forged and a range of bespoke 
support, advice and guidance provided to 
candidates keen to join the Constabulary. 
A tailored support presentation has been 
developed to assist candidates 
progressing through the Online 
Assessment Centre (OAC). 
 
Our Positive Action team have participated 
in the recently launched National Positive 
Action training course. This one-day 
training session, designed for Positive 
Action practitioners, HR staff, ED&I leads, 
and members of Media, Engagement and 
Communications teams has been 
designed and delivered by the Police 
Uplift Team. The course provides an 
excellent opportunity for Positive Action 
leads to come together and network from 
across policing nationally, sharing ideas, 
approaches and learn best practice in this 
key area of work. 

9.7 Workforce Representation / 
Positive Action 
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A particular focus of work during 2022 will 
be around Disability Inclusion, reviewing 
and progressing the recommendations 
contained in the ‘Purple Space Discovery 
Report’ on Inclusion and Workplace 
Adjustments for policing.  
 
We guarantee an offer of an interview for 
applicants who are disabled and who 
satisfy the essential criteria for the post 
they have applied for. Initiatives such as 
incorporating awareness of recruitment 
events via Community Cohesion teams, 
identification of ‘buddies’ / mentors to 
support applicants, proactivity around the 
provision of feedback and support to 
candidates and the seeking and sharing of 
best practice from other regional forces 
continue to be explored and developed.  
 
During late 2021 and into 2022, an 
increased level of joint working 
commenced between the Force Positive 

Action and the External Community 
Cohesion Teams. This inter-connected 
approach has ensured a more consistent 
level of service is achieved, resulting in 
improved working practices between the 
two teams. Joint attendance is facilitated 
at community, recruitment and 
engagement events wherever possible, 
and it is positive that face to face sessions 
are now possible again as we move out of 
the pandemic and associated restrictions.  
 
The Force continues to engage with 
regional partners and we are involved with 
the Northern region positive action 
working group (RPAG) which helps to 
drive forward the regional positive action 
agenda and links to National NPCC 
Workforce Representation portfolio. 
A dedicated Positive Action mailbox is 
now available for enquiries and to find out 
more via our Positive Action Co-ordinator 
Positive.action@durham.police.uk  

At the time of compiling this report (March 
2022) review is in train to consider the 
most appropriate governance and 
accountability routes for ED&I matters. 
 
The existing structures include :- 
 
The organisations commitment and 
response to ED&I issues are progressed 
via the Equality, Diversity and Inclusion 
Joint Association Forum meeting and also 
the People Board. 
 
The ED&I Joint Association is practitioner 

led and convenes on a bi-monthly basis. 
This meeting is attended by internal 
support group representatives, however 
all staff from within the wider organisation 
are welcome. 
 
The Strategic ED&I Adviser also attends bi-
monthly People Board and reports on 
priority thematic areas in relation to ED&I, 
in addition to highlighting trends and 
updates in respect of organisational 
fairness and legitimacy e.g., grievance and 
exit monitoring. 

9.8 Meeting Structures, Governance 
& Accountability
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During 2021 the DSG has continued to support both 
staff and officers working with a disability and has 
increased its levels of engagement with senior 
managers and the ED&I functions within the Force to 
enable such staff to fulfil their potential. 
 
As the group’s profile and recognition have increased 
the numbers of officers and staff seeking advice and 
support have risen. These can be personal, supervisory 
or organisational concerns. The group has strong links 
with the Force Welfare Staff and benefit from their 
frequent referrals. 
 
The group also continues to operate strategically to 
support the Force’s delivery of its corporate aims 
around inclusion as outlined in the force Charter. The 
recent publication of the ‘Purple Space Discovery 
report’ has raised the profile of disability nationally and the DSG is working closely with the 
Force Strategic ED&I Adviser to ensure the Force implements the report’s recommendations. 
The primary focus is on achieving Disability Confident Level 3. The group’s national contacts 
have ensured mentoring and validatory support from West Midlands Police to help us 
achieve this level. 
 
During 2021, the group actively promoted the Force’s inclusiveness to the national disability 
community by paying for an advertorial and feature in ENABLE magazine – a prominent 
publication for the disabled with a circulation of c. 250,000. The feature provided information 
on the attractiveness of the force as an inclusive employer.  
 
The group acts as a conduit for ideas and developments between the Force and the service 
nationally. A recent example has been providing links between Durham’s IT function, which 
has begun work around Office 365 accessibility, and a new national working party which aims 
to curate and disseminate innovative ideas and systems to increase the functionality of IT in 
support of enabling impaired officers and staff. 
 
The group continues to offer advice and support to staff and managers on estate issues. One 
area of continuing concern is the misuse of accessible bays in station car parks. We have 
offered further advice to the project group developing the new Investigative Hub which is a 
major new build within the Force estate.
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10. Durham Constabulary Support 
Networks, Groups & Associations 

10.1 Disability Support Group (DSG)



The group continues to provide briefings on the Force intranet to raise awareness of the 
group and particular campaigns and issues. A recent example was raising awareness around 
the UN International Day for Disabled Persons. In conjunction with Strategic ED&I Adviser the 
group will shortly be sending out reminder briefings on the Force Individual Adjustment 
Passports (IAP). 
  
The group continues to support the roll out of the Force IAPs and is increasingly being asked 
for advice by staff and managers around the benefits of the IAP. Anecdotally we are aware 
that the number of IAPs within the Force is increasing. We now have capacity to monitor the 
use and growth of IAPs via the HR system. 
 
The group continues its links to the National Disabled Police Association (DPA), with the 
group lead attending regular informal meetings of the association. Membership is providing 
opportunities to access a wide pool of expertise to assist with specific requests e.g., advice 
on staff surveys and support for the deaf community.  
 
The group is the only police disability support network to be represented in the Regional 
Stakeholders Network which allows the group to have some input into government policy on 
disability and to share good practice and ideas from stakeholder groups outside of the police 
service. 
 
Internally the group retains strong links with Health and Safety, UNISON and the Police 
Federation, Wellbeing/Welfare, HR and Occupational Health. This has been demonstrated in 
the group’s recent co-ordination of collaborative work on long covid support within the Force. It 
also aims to work more effectively with other support networks to facilitate the celebration of 
diversity and the achievement of inclusivity. Work has been ongoing recently to support the 
Cohesion Unit in its outreach to partner organisations and support to the local deaf community. 
 
As the disability spectrum is so broad and the numbers of colleagues affected is probably 
underestimated the group continues to encounter new issues. Membership of the group 
continues to increase, with the group increasingly recognised within the force as a source of 
advice around disability which brings its own, interesting, challenges. 
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As a Support Association DEMSA hold bi- annual 
meetings which are supported by The Executive 
Committee, Professional Standards Department, 
Police Federation and Equality and Diversity. The 
group also attend National meetings to share best 
practice with other Forces and also maximise 
learning. The primary intention to bring back 
positive work to Durham Constabulary and help to 
develop the organisation so it can be more visibly 
inclusive, fully representing the communities served.

10.2 Durham Ethnic Minority Support 
Association (DEMSA)



DEMSA has developed strong regional 
links with Northeast Forces and 
collaborated on several issues from 
recruitment, retention, progression and 
developing community links. DEMSA is 
now also part of the National BPA 
subgroup on Religion and Belief from a 
Muslim perspective.  
 
Shaz Sadiq has now become the Assistant 
General Secretary for the NBPA and 
Durham Police Federation Rep as Equality 
Lead. DEMSA now also have an 
established link with the National 
Association of Muslim Police and a small 
membership cohort. 
 
Prior to COVID restrictions DEMSA 
attended large community events in 
Middlesbrough and Newcastle to 
encourage people from under 
representative communities to come 
forward and join Durham Constabulary. 
With the relaxation of COVID 19 pandemic 
restrictions, plans are scheduled to re-
commence a greater level of face-to-face 
community engagement during 2022. 
 
Primarily the group look to support 
colleagues across all aspects of work, from 
career development, recruitment, 
retention and grievances etc. DEMSA are 
actively trying to improve membership 
numbers and get people active in 
promoting the support group. The group 
are very fortunate that all previous 
members have done a great deal of work 
in building and forging links in Force, 
including with other departments and 
commands. This work has continued to 
develop. DEMSA also work closely with 

our Cohesion Unit who identify any crimes 
based on racial or religious hatred 
directed towards a member of Durham 
Constabulary whereby the details are 
shared and contact made with the 
member of Durham Constabulary to offer 
any additional support.  
 
During 2020, DEMSA Chair Shaz Sadiq 
started to conduct some initial work 
around Positive Action to increase our 
Force representation in relation to Black 
Asian and Minority Ethnic communities. 
This forms an integral part of the 
commitment Durham Constabulary has to 
make itself a diverse workforce and having 
the long-term aim of increasing visible 
representation organisationally at all 
levels.  
 
This area of business continues to evolve 
and in 2021 and early 2022, Durham 
Constabulary made a firm commitment to 
Positive Action by making the Co 
Ordinator Role a permanent position and 
also appointing an additional temporary 
Positive Action Constable. Through the 
various positive action workstreams, 
constructive progress has been achieved, 
including the recruitment of a number of 
Asian female officers who will commence 
employment with the Force during 2022.  
 
In 2021 Shaz Sadiq who is also a Durham 
Police Federation Rep completed his 
Equality and Diversity Course at 
Leatherhead and is now Durham Fed 
Equality Lead Officer as well as 
completing a Police Conduct and 
Performance Course where he can 
continue to assist colleagues. 
 
In 2021 DEMSA was joined by colleagues 
from Durham Constabulary and Durham 
Police Federation to mark Stephen 
Lawrence Day, South Asian Heritage 
Month including a football event and 
Black History Month. All these events saw 
excellent levels of engagement and 
generated some lively debate and varied 
topics of discussion. 
 
During 2022, DEMSA will continue with 
their calendar of activity, ensuring that 
culturally significant festivals, knowledge 
and information is shared and accessible 
to as many people as possible. 
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The Force LGBT+ support association has in the last year been 
re-structured with a new chair and deputies. Over the past year 
a mechanism to ensure that all officers and staff who are 
subject/victim to hate related incidents has been put in place in 
conjunction with the community cohesion team. This allows 
contact to be made by the LGBT+ support association with 
those affected to ensure the correct support is provided and 
signposted to them. Members of the Force LGBT+ group 
attended the first PRIDE event since the COVID pandemic and 
will be attending an upscaled version in 2022.  
 
Group membership has grown slightly, with members of the LGBT+ community joining 
alongside allies. Early in 2022 the group held their first meeting since the changes detailed 
above, and had a pleasing level of attendance at the session from various backgrounds and 
areas of the organisation. The group have also appointed a representative to start building a 
positive social media presence on Twitter and Instagram. 
 
The LGBT+ group have been active in regional meetings over the last 12 months and the recent 
appointment of group deputies will also help improve flexibility around future attendance. 
 
The group will continue to attend all relevant meetings and ensure that updates are fed back 
and disseminated into Force. Active planning is currently ongoing in connection to PRIDE 2022. 
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10.3 Durham Constabulary LGBT+ 
Support Group

STAR have delivered on work planned in terms of the January 
2021 fitness campaign.  This offered to support colleagues by 
way of a pledge programme. The Force registered with the 
national ‘This Girl Can’ campaign and alongside this launched a 
STAR Fitness Pledge during the month of January 2021 to 
encourage female employees to take up exercise or to improve 
their daily activity levels and to help reduce the gender gap for 
physical activity between males and females. The campaign 
was supported by our Force Training and Welfare Departments. 
This was an opportunity to reinforce the positive messages 
around how physical activity can improve general wellbeing levels and to signpost our staff to 
the many initiatives that we already have in place to help.  STAR will be circulating more 
information on this with the hope that it will encourage more staff to be more active even if 
they have not signed up to the pledge.

10.4 STAR – Gender 
Equality through Inclusion 



STAR collaborated with the MINI MAG 
group to deliver an online session by an 
external speaker in relation to Menopause 
support for all our staff.  This was well 
attended and well received.  The sessions 
were recorded and made available for the 
entire organisation via the intranet. 
 
Following on from the survey conducted 
last year exploring why women weren’t 
putting themselves forward for career 
development, a significant piece of work 
was undertaken.  There has been 
structured support put in place for those 
who are preparing the Sergeants’ 
promotion process which was where the 
initial issue of a lack of women putting 
themselves forward was first identified.   
 
As a result, the number of women putting 
themselves forward and then being 
successful has vastly improved.  During 

2021 and into early 2022 STAR have also 
reviewed policies in relation to family 
leave to make them more accessible and 
inclusive, as they had been written around 
what was perceived as a traditional family 
based on the requirements pregnant 
woman.  The complexities of modern 
families are now reflected in the policy to 
take account of adoption, surrogacy, same 
sex couples and as a whole are far more 
inclusive and therefore accessible. 
 
STAR have been unable to host their 
annual development day which historically 
has been well attended, due to the 
pandemic.  Plans are in place to reintroduce 
the event later in the year.  The main focus of 
STAR this year is to improve membership 
of the group, and in particular appeal to 
younger members of the organisation (in 
terms of age and length of service) to 
ensure STAR thrives in the coming years. 
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Durham Constabulary continues to 
develop and promote its internal Mini 
Menopause Action Group (MAG). The 
group continues to have a good level 
of interest from serving officers and 
staff. Its aims are to engage both 
female and male staff, raise awareness 
of the menopause, provide support, 
discuss adjustments and empower 
staff to communicate on the subject area and take the group forward.   
 
Despite the continued impact of the pandemic during 2020/21, the Force attended several 
virtual National Menopause Awareness Group (MAG) meetings, and it has been pleasing to see 
that the virtual format of meeting has served to encourage greater levels of participation and 
engagement. 
 
In March 2021, to mark International Women’s Day the MINI MAG hosted a virtual Menopause 
awareness session for members of the Force. This event was well attended, and the session is 
now accessible as an internal staff resource. 

10.5 Durham Mini Menopause Awareness 
Group (MINI MAG)



In late 2021, local Durham Constabulary MINI MAG meeting re-commenced after a significant 
hiatus. There has been very pleasing levels of engagement and interest in the work and 
activity of the group, with a planning underway for a face-to-face menopause awareness, 
insight and wellbeing session for early Spring 2022.  
 
Local Durham Constabulary MAG meetings will continue in 2022. The Force local meetings 
are scheduled to take place after the quarterly national MAG sessions. 
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Officers within Durham Police are 
becoming increasingly aware of the issue 
of Autism within the communities they 
Police, the people they encounter as 
offenders and victims – but also 
increasingly at home, through diagnosis of 
themselves or those they care for. 
  
A combination of these factors led to a 
small team of passionate officers creating 
the Durham Constabulary Autism Association 
(DCAA) in 2018.  We also seek that the 
DCAA brings internal organisational 
benefits to staff members and their families 
– signposting them to relevant partner 
agencies, charities, opportunities and little 
nuggets of knowledge that can improve 
the lives of those living with the condition 
on a day-to-day basis. 
  
The DCAA continues to not only engage 
and educate, but challenge, break down 
barriers, and work with other minority and 
disability associations so all can be actively 
included in the future growth and 
development of the organisation and society.   
  
The COVID-19 outbreak impacted on 
many of the face-to-face meetings and 
engagement that the DCAA would 
ordinarily be involved in however, moving 
forward, the planned rollout of Wellbeing 
Boxes in all stations across the Force is 
anticipated in the first half of 2022.  These 
will look to further provide additional tools 
to officers and staff whilst continuing to 

understand the needs of those diagnosed 
with autism who find themselves being 
dealt with as victims or witnesses within a 
Police station setting.  
 
Alongside this, the group will engage in 
Autism Awareness Week in March 2022, 
using this an opportunity to disseminate 
information and refresh understanding 
about ASD throughout the force. The 
DCAA is also due to attend numerous 
roadshows and conferences throughout 
the year that will enable new ideas to be 
brought back and implemented and by 
increasing the understanding of ASD by 
those in the force who deal with this first-
hand will only bring benefit to wider society. 
  
In addition, a new protocol - J.A.C.K. - Joint 
Autism Crisis Knowledge - will be launched 
that will enable those with ASD to have an 
identified and specific way in which they 
are to be dealt with, tailored to them and 
based on their individual needs.  This 
information will be accessible when 
officers are deploying to incidents 
involving those with ASD to supply them 
with knowledge of an individual prior to 
them arriving on scene. 
  
The vision for the group in the coming year 
is to ensure that the DCAA and the 
benefits that the group  can exude are 
promoted and that increased engagement 
through a variety of platforms continues to 
be at the forefront. 

10.6 Durham 
Constabulary Autism 
Association (DCAA)



Wellbeing activity continues to be 
underpinned by our Wellbeing Plan on a 
Page (POAP) and concentrates on 
assisting colleagues to ‘Be Well’ and ‘Feel 
Well’ by helping them make better 
informed decisions that are right for them, 
whilst building confidence and trust in the 
support options available to them.   
 
Peer support is a recurring theme in many 
of the support options we offer e.g., 
Trauma support via TRiM, and effective 
engagement with our Force support 
groups is much valued as are the mutually 
beneficial collaborative working 
arrangements that exist.  Members sharing 
protected characteristics within the groups 
bring a unique understanding of shared 
lived experience and offer support in a 
different yet complementary way to the 
other support systems we have in Force.  
Where a colleague may be reluctant to 
seek help themselves via the usual 
support routes then our welfare officers 
are happy to share their contacts, 
knowledge and advice via the group 
members who may have already 
established a trusted relationship. Any 
colleagues who is victim of a hate crime is 
offered both welfare support and that of 
relevant staff support groups and 
encouraged to access all they feel most 
appropriate for them.    In 2021 we also 
introduced our first Wellbeing Support 
Dog and his handler who is MHFA trained.  
Interactions with the dog help break down 
barriers for some people who find asking 
for support difficult and the handler is a 
trained peer supporter and therefore can 
be a route to further support where this 
helps. 
 
We recognise that individuals may identify 
with multiple protected characteristics or 
may choose not to identify with any, but all 
will bring unique knowledge, insight and 
personal experience. The fact that allies 
are welcomed by the support groups is 
hugely positive and this helps raise 
awareness, gives greater confidence to 

challenge and is helping to consolidate a 
more inclusive working environment.  
Initiatives like the introduction of the OK9 
Wellbeing Dogs is helping to shape a 
more positive culture around mental 
health and this has influence on those 
within our organisation and also those 
they work with externally to our 
organisation. 
 
We actively support the Better Health at 
Work scheme run by the TUC and have 
achieved “Outstanding Achievement” 
recognition at Maintaining Excellence 
status.  In 2021 a Durham Constabulary 
officer won the Health Advocate of the 
Year award recognising his contribution in 
seeking to improve trauma support and 
many of the wellbeing campaigns we run 
supporting this scheme link directly to 
ED&I work.  The two work threads are 
reinforced by a supportive and 
cooperative working relationship between 
leads. 
 
Having created Durham Wellbeing Hub as 
the 24/7 accessible IT platform through 
which colleagues can access support 
information,  further work has been 
undertaken to develop the content in 
relation to supporting the Inclusion 
Charter, the work of the support groups 
and news and information in relation to 
external events, support agencies, 
campaigns etc.   Colleagues had told us a 
barrier to accessing info in force was fear 
of being judged by the content they 
viewed e.g., health/ debt issues, support 
for a protected characteristic they had not 
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10.7 Wellbeing 



disclosed.  To remove fear of judgement 
the Hub is hosted externally to the force, 
can be accessed on personal devices, and 
offers colleagues accessible information 
that they can share with their loved ones.  
This also removes fears of the organisation 
becoming aware of the kinds of 
information they research and 
demonstrates the aim is to be solely a 
source of help and support.   
 
Improving Inclusion is a Force priority and 
every initiative/action we can introduce 
which demonstrates our commitment to 
helping colleagues be well, feel well and 
know they are supported, can help them 
flourish and be authentic at work.  We also 

recognise that this impacts on how we are 
viewed as an employer – our wellbeing 
lead has delivered sessions with our 
recruitment team and Positive Action lead 
– and the communities we serve need to 
see that our commitments translate into 
tangible outcomes that help drive the 
organisation to be both more inclusive 
and also more emotionally aware when 
dealing with the diverse issues they 
encounter. 
 
For further information in relation to 
Durham Constabulary’s commitment to 
Wellbeing, please contact 
Wellbeing@durham.police.uk 

10.8 Independent 
Advisory Group (IAG) 
The IAG is currently focussed on a scrutiny process of 
hate crimes from the initial report to the police through 
investigation and support processes, to the Criminal 
Justice Unit (CJU) and Community Safety Partnership 
(CSP) to potential trial. This involves subject matter 
experts from appropriate departments, delivery and 
explanation of the process, providing suitable real 
examples of crimes and records to the panel of critical 
friends who have lived experience. This is then critiqued, 
and practical advice and suggestions on service delivery 
and improvements offered.  
 
This work has now led to ‘critical friends’ who have lived 
experience with specific protected characteristics offering 
their time to deliver examples to training cohorts, with the 
aim of providing suitable empathic stories for new 
recruits to consider when dealing with people from 
diverse and ethnic minority backgrounds.  
 
Critical friends in IAG also discuss other options for 
training and service delivery which has been further 
explored with supervision from control room. During 
2022, it is planned to make a series of short vlogs from 
critical friends encompassing a range of problems or 
challenges they have encountered personally, to ensure 
that the Force is better placed to educate and advise staff 
in dealing with specific issues. 



The Durham Police Branch of UNISON and 
UNISON in a national arena have Equality, 
Diversity and inclusion at the heart of their 
policies. The Durham Constabulary Police 
Branch represents members throughout the 
Force in various meetings ensuring  
concerns are noted and any necessary 
actions are taken as soon as possible. The 
Branch as part of a national UNISON 
initiative have a formal agreement with the 

National Black and Asian Police Association (NBAPA) which is reflected locally with Durham 
Constabulary Ethnic Minority Support Association (DEMSA). Following on from 2020, the 
Branch has formed closer bonds with internal support groups especially the Disability 
Support Group (DSG) and Force Menopause Awareness Group (MINI MAG) for collaborative 
working. Although UNISON has national resources available, these closer internal 
connections allow UNISON members to feel supported from both a union side and also from 
a support group side within the Force.
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10.9 UNISON ED&I Update

Durham Police Federation Branch has and 
always will be very supportive of all the 
inclusion work and the Force’s endeavour 
to continue to champion and consider 
wider ED&I in our workplace.  
 
Over the last two years, which has been an 
unprecedented time, due to the national 
COVID -19 pandemic, the Durham Police 
Federation Branch has continually liaised 
and worked very closely with many of our 
Support groups and networks. In particular 
with those members who needed 
additional support during the period of 
the pandemic, including those who may 
have been shielding. 
 
The Branch will continue to work 
alongside all our Force Support groups 
and has a dedicated Equality Branch Lead 
and also a number of Fed Reps who are 
already members, if not even Leads within 
a variety of other Support Groups, 
networks & associations across the wider 
Force. This is incredibly positive, as 

Durham Branch Board continue to work 
towards increasing visible diversity.   
 
The Branch regularly attend all the 
Durham Ethic Minority Support 
Association (DEMSA) meetings, including 
whilst these have been undertaken 
virtually during the pandemic. The Branch 
attended the national Stephen Lawrence 
Day Event and supported the Durham Fed 
Equality Lead in compiling a new “Hate 
Crime 8-point plan”, to help the continual 
education of all Hate crime, encouraging a 
service which is truly representative of our 
society within County Durham.  

10.2.1 Police Federation ED&I Update 



The Branch have also liaised with our 
Disability Support Group (DSG) holding 
meetings with the Force Lead and are 
currently working alongside them to raise 
the awareness and risk(s) to Force about 
those suffering with LONG-COVID, as very 
little is known about how this may affect 
our members in the future. 
 

During 2021, close working has been 
maintained with the Force Wellbeing lead 
and local Durham Constabulary UNISON 
branch. This has ensured that the provision 
of bespoke support, guidance and advice 
to members, during the challenging 
period of the COVID 19 pandemic.  
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Key dates and events are promoted to staff during the course of the year, highlighting 
specific equality, diversity and wellbeing celebrations (days /periods of note) and where 
additional information and resources can be found. Access to resources and information is 
easily accessible via the Intranet Home Page or via circulators and articles on the website. The 
use of Twitter feeds and social media continues to be maximised and promoted by the 
various Equality, Diversity and Wellbeing leads in force. 

11. Additional ED&I Updates & 
Useful Information  

11.1 Improving Staff Awareness of 
Equality and Diversity & Wellbeing issues 
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The Purple Space Discovery Report was 
commissioned as part of the National 
Police Chiefs’ Council’s (NPCC) Police 
Uplift Programme, and highlights strong 
leadership, effective employee networks, 
culture and language as some of the key 
focus areas to improve inclusion across 
policing. It includes:  
 
•   lived experiences of police officers 
     and staff  
•   a review of existing approaches to 
     workplace adjustments  
•   examples of emerging best practice  
•   recommendations for the NPCC, 
     College of Policing and Forces to help 
     support colleagues who are 
     neurodivergent and those with disabilities  
 
The aim of the Discovery Report is to 
identify real experiences of disability and 
neurodiversity from officers and staff, and 
to use this learning to recruit, retain and 
develop people with disabilities across all 
police Forces.  
 
The key message from the report is that 
co-creating solutions with colleagues who 
have first-hand experience of these 
challenges is the best way to identify 
priorities and actions for building a 
sustainable disability-inclusive workplace.  
 

The Discovery report has identified and 
made a series of recommendations, and 
these will be contained in a 30-point delivery 
plan for all police Forces nationally. The 
recommendations are intended to be 
progressed over the next two years and 
adopted by Forces as best practice. An 
associated toolkit will be developed by 
Oscar Kilo and College of Policing.  
 
The delivery plan has split the 30 
achievements into five thematic areas:  
 
•   Leadership and Culture  
•   Empowered Staff  
•   Workplace Adjustments  
•   Training and Awareness  
•   Data Analysis and Best Practice  
 
(Source: National Police Chief Council 
(NPCC). 
 
Durham Constabulary has a tasking and 
finish group in place to progress the 
recommendations contained in the report 
and delivery plan and will prioritise its 
approach over the coming 12 months. An 
immediate area of focus for the Force will 
be the attainment of the Disability 
Confident Leader level 3 accreditation. 

11.2 Purple Space Discovery Report - 
Inclusion & Workplace Adjustments 
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11.3 Dyslexia - Support & Provision 
The area of Specific Learning Difficulties, which 
refer to a difference or difficulty in respect to a 
particular aspect of learning remain a focus area 
for the organisation. During the course of 2021, 
we have continued to work closely with Dyslexia 
Northeast (DNE) to support staff in respect of 
referrals for Dyslexia assessment /screening via 
the use of fully trained experts in the field i.e., 
Educational Psychologists. The Force recognises 
that providing timely and proactive support is of 
vital importance to support staff who have a 
dyslexia diagnosis. We utilise the combined 
services of Access to Work, the knowledge and 
expertise of our in-house Health and Safety 
Advisers, HR Managers, Line Managers and 
Strategic ED&I Adviser to ensure that workplace 
adjustments are implemented as and when 
necessary. During 2021, work has been 
undertaken to formalise our process for Dyslexia 
support and provision by developing guidance 
for line managers and process mapping the 
steps of a dyslexia referral and related support 
pathways.

11.4 Individual Adjustment 
Passport (IAP)
During 2020 the Force launched the Individual Adjustment Passport (IAP). This document was 
developed in consultation with the Force Disability Support Group (DSG) and has received 
the endorsement of staff associations, support networks and the Force executive. Although 
not mandatory, the IAP has been designed to provide greater levels of support and 
assurance to colleagues with a disability who may require workplace reasonable adjustments. 
It is a living record of what an individual and line manager agree to support physical and/or 
mental health or wellbeing while at work. 
 
A crucial aspect of inclusion, both for the Force and the individual, is to ensure that staff are 
supported to carry out their duties / roles to the best of their abilities. An Individual 
Adjustment Passport can ensure that this support is offered and sustained and all staff (where 
appropriate) are encouraged to consider completing an IAP. 
 
The Force is now able to record the use of IAP’s which will assist the organisation in being 
able to better support staff and officers around the provision of workplace adjustments. 
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11.6 Force Estate & Inclusion Activity 
The in-house estate team are trained in understanding ED&I needs and remain committed to 
ensuring that our buildings provide appropriate access and facilities to minimise exclusion 
and discrimination. Several examples of recent and ongoing initiatives include: 
 
•   Refurbishment of Sherburn section office to provide ramping, accessible WCs and a 
     community garden used by a local charity for disabled adults. 
•   Use of specialist LED lighting to Durham Custody suitable for neurodiversity which has 
     received positive feedback on social media. 
•   Refurbishment of the former Court to Chester le Street to provide a sexual assault referral 
     centre with clinical evidence gathering space, interview and counselling rooms. The facility 
     is laid out to meet the needs of the forensic and judicial evidence gathering process in a 
     sensitive and dignified way from the colour palette to furniture selection. The suite is 
     accessible with a stair lift and WC/changing area. The facility has won a national award as 
     an example of best practice for processing all nature of crimes related to sexual assault 
     and domestic violence. 
•   Additional accessible parking bays have been provided to meet reasonable adjustment 
     requirements at Durham City and Spennymoor and a handrail provided to external 
     entrance stairs at a regional facility. 
•   Installation of automatic doors and adjusted access control system height to Spennymoor 
     police station.  
•   Accessible ramp and WC installed to Classroom.

11.5 Understanding our Workforce - 
Improving Sharing & Declaration rates 
The sharing of equality information remains an area of priority. Whilst it is recognised that 
rates of declaration have improved, there still remains a large proportion of staff who are 
reluctant to share this information. Regular circulators and internal media campaigns are 
utilised to try and improve declaration rates and our Force support groups and networks 
work collaboratively to assist with this priority area. It is recognised that often staff lack trust 
and confidence to share their equality information.  
 
The Force has engaged with national work in relation to ‘Prefer Not to Say’ (PNTS) research 
and related ‘Safe to Say’ and ‘Make your Mark’ campaigns which have been led by the Police 
Uplift Programme (PUP) across police forces nationally. The overall aim: to build and improve 
trust and confidence levels of Officers and Staff to share their personal information including 
details of their protected characteristics. The campaigns have also worked to inform and 
educate in terms of how this information / data is used and stored and how it can positively 
shape policing.  
 
The updated version of the Force HR system was rolled out in 2021, which has provided a 
greater ease of access for officers and staff to update their equality information. The annual 
‘personal details check’ is also in place for all staff to complete. Staff can be reassured that all 
information shared it treated in the strictest of confidence.  



•   Design consultations with staff associations in relation to new Investigative Hub to include 
     representatives from disability, LGBT+ and DEMSA groups. The Investigative Hub will open 
     in 2023 and has been designed to maximise privacy, dignity, safety and security of 
     detainees and staff to include the following features: 
 
     o Different cell bench heights  
     o Accessible door widths  
     o Level access with lift to First floor 
     o Platform lift to charge desk 
     o Accessible WC and change 
     o Accessible parking bays  
     o Installation of hearing loops or use of portable hearing loops 
     o Front counter reception desk Equality Act compliant  
     o Custody charge desk Equality Act compliant 
     o Neurodiversity cells to include specialist lighting and picture tiles to walls 
     o Soothing colour palette 
     o Provision of prayer material and qibla markers within cells 
     o Gender neutral WCs and changing rooms throughout 
     o Wellbeing garden with level access 
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11.7 Memberships 
The Force has membership with Inclusive Companies which is a recognised cross industry 
leader in promoting best practice and innovation to drive forward inclusion for all. The 
benefits of this membership during 2021 and in particular during the pandemic, included 
regular participation in virtual seminars and networking events, advertising via Inclusive Jobs 
and participating in the Inclusive Companies Top 50 UK Employers survey, with the Force 
ranking once again in the Top 50 list for the 2021/22 period. 

11.8 External Scrutiny 
In 2020 the Force worked with the PCC 
Office to create a scrutiny panel that 
focused on: 
 
•   Black, Asian & Minority Ethnic Arrests 
•   Use of Force 
•   Stop & Search 
 
This external scrutiny work is owned and 
led by the OPCC. The Panel meet 
quarterly and is made up of lay-members 
from across the Durham and Darlington 
region. Members are regularly refreshed 
on the policies and processes around 

each of the key three themes, as well as on 
the code of ethics and national decision 
model. This information is provided from a 
subject matter expert from Durham 
Constabulary. The Panel met on 
19/11/2021 and considered use of force 
and stop and search that had been used 
over the past quarter on members of the 
Black, Asian and Minority Ethnic 
community. The Panel use a range of 
documentation and materials to inform 
the scrutiny process, such as; incident 
logs, STORM reports, use of Force forms 
and bodycam/ custody desk footage. 



Recommendations of the Panel are 
reviewed by the OPCC lead and are fed 
back to the Force via a Stop and Search/ 
Use of Force Working Group (chaired at 
Chief Inspector level) and Force Policing 
Performance (chaired at ACC level). The 
Panel consider protected characteristics 
throughout all meetings and incidents, this 
is enabled due to the diverse nature of 
Panel members many of whom possess 
one or more protected characteristics as 

per the Equality Act 2010.  
 
ED&I is a golden strand throughout PCC 
external scrutiny. Vulnerabilities and 
protected characteristics are considered 
by members as a matter of course as both 
often present in cases scrutinised. The 
future ambition is to integrate this 
cognisance further into the process by 
ensuring ED&I becomes a standing item 
on each scrutiny panel/ group agenda. 
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11.9 Hate Crime Scrutiny 
The External OPCC ‘Hate Crime Scrutiny Panel’ has been recently introduced which will work 
with Durham Constabulary to improve performance in the investigation of Hate Crime cases 
and to improve the support offered to victims of Hate Crime by dip-sampling cases. 
 
This work will offer a ‘deep dive’ into historic hate crimes, how they have been investigated 
and if this has been done thoroughly and proportionately, in a timely manner following victim 
contact contract, providing and offering appropriate support. 
 
The Hate Crime scrutiny panel meetings and work will be supported by members of the 
Force External Cohesion team moving forward. 

11.2.1 Additional 
ED&I Updates from 
Office of Durham 
Police & Crime 
Commissioner 
(OPCC) 
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The PCC has highlighted in her Police and 
Crime Plan 2021-24 her commitment to 
ensure Durham Constabulary continue 
Attraction, Recruitment, Retention and 
Progression across all areas of protected 
characteristics to attract, develop, 
progress and retain a diverse workforce-in 
line with the NPCC DEI Strategy 2018 -
2025 and associated Workforce 
Representation Toolkit. 
 
The OPCC support and attend a range of 
internal staff support group meetings e.g., 
Durham Constabulary Autism Association 
and LGBT+ meetings, ensuring that their 
positive work and outcomes have the 
endorsement (and if applicable) financial 
assistance of the PCC. 
 
The OPCC actively support a range of 
community projects and events including 
the provision of funding e.g., Durham Kick 
Off @3’ which provides an opportunity to 
engage with young people from mixed 
gender backgrounds  through sport. The 

OPCC attended Darlington pride in 2021 
and will continue to support local PRIDE 
events -Durham and Darlington during the 
course of 2022.  
 
The OPCC engages with schools in the 
area ensuring that the work of the PCC is 
attuned to the needs and concerns of local 
children. This work has involved the use of 
survey work linked to the PCC Police and 
Crime Plan and will be continued as an 
ongoing project in the year ahead. 
 
The Victim Care and Advice Service 
(VCAS)-commissioned by OPCC 
(Cleveland and Durham) to provide free, 
independent and confidential support to 
all victims of crime. 
The OPCC receives an annual grant from 
the Ministry of Justice and currently 
commissions several specialist services to 
support victims of crime, victims of 
domestic abuse and sexual violence. 
(Harbour, RSACC and HALO).  
 

 
 
 
 
 
 
 
 
 
 
 
This is a multi-partner group chaired by 
PCC office and supported by the Force. 
The aim is to reduce levels of hate crime 
and incidents, increase reporting and 
provide effective support for victims.  The 
JHCAG has been reinvigorated to 
encompass key contacts from parallel 
front line services who have a similar buy 
in: County Councils, Fire and Rescue, 
Prisons etc. The aim to create a joined-up 
approach to dealing with hate crime 
between partner agencies.  
 
The OPCC contributes to the overarching 
Joint Partnership Hate Crime Action Group 
to facilitate a cohesive, co-ordinated 

approach to analysing, planning, and 
addressing issues relating to hate crime.  
This includes the identification of needs 
and solutions, as well as advice on 
minimum service standards, monitoring 
and evaluation. 
 
One of the key priorities is affective 
communication with our local 
communities and Durham Constabulary 
have the ownership of creation of a joint 
communications strategy so services have 
a visible overt reflection of one another 
and planning to highlight and support 
specific events and dates on annual events 
ED&I calendar. 

11.2.2 Joint Hate 
Crime Action 
Group (JHCAG)



Cohesion Officers offer inputs within comprehensive schools & colleges around the impact 
hate crime has on victims & communities but also how to tackle and report to Police. New 
packages developed during 2021 for all key stages. For the older young people and adults, 
this encompassed all recent contemporary issues and social movements which have been 
widely reported and often been very divisive 
 
The External Cohesion Unit also engage with protected community groups across County 
Durham & Darlington to increase confidence in diverse communities towards the Police. 
 
Since November 2021 we have implemented a 
system to track community and school 
engagement. This will allow us to identify what 
communities have no engagement/links with 
 
Jet & Ben – Celebrating Diversity Program 
 
The External Cohesion Unit deliver sessions 
within schools on hate crime and Prevent to 
comprehensive schools and colleges. It has 
been noted that we do not offer sessions to 
primary schools, so we are in the process of 
creating and developing a bespoke package, 
which is intended to be rolled out during the 
course of 2022. 
 
Hate Crime Support & Report Centres 
 
These are centres that are accessed by 
members of the community, which will give people the ability to be able to access support 
from specially trained members of staff. The centres will also have the ability to report hate 
crime through the national hate crime reporting tool, ‘True Vision.’ The Pilot scheme is within 
the Citizens Advice Bureau, Darlington and then we will be rolling further centres across 
Darlington and then within County Durham. 
 
Darlington Unity Group (DUG) 
 
The Darlington Unity Group is a long-standing community forum that consists of key diverse 
community members from within the Darlington area. The Unity Group forum ensures that 
any concerns or issues within the community can be raised to the Police and partners.  
 
The group is co-ordinated by the External Cohesion Unit, however the chairperson role is 
provided by an independent member, as Police are invited as a guest. At each meeting the 
group discuss tensions and concerns within Darlington to highlight these to the Police in 
addition to offering advice and viewpoints on the approaches which could be adopted to 
tackle issues and community challenges. 
 
The underlying aim of the work of the Unity Group,  to increase confidence in Police locally by 
actively listening to the concerns raised by minority and diverse communities.  
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Community Profiles are a mechanism for Durham Constabulary to recognise the makeup and 
demographics of the community within County Durham & Darlington. The profiles are a 
breakdown of key information including individual contacts, key locations, area initiatives and 
relevant crime/incident information.  Our work continues around the refinement and 
development of these profiles and the updated census data due for release in late spring / 
early summer 2022 will provide additional supporting information around this work area. 
 
The overall aims of our community profile work being to facilitate and increase engagement 
with our communities of county Durham and Darlington, increasing trust and confidence and 
improving the service delivery we offer. This work also assists the targeted positive action we 
undertake as a force. 

11.2.3 Community Profiles

12. Volunteer Programmes of Work

The Volunteer Police Cadets (VPC) started in 
February 2014.There are currently 98 cadets, 
following a recruitment drive in the Summer 
2021. The cadet units are split into 2 groups 
aged 11-13yrs junior and 14-18yrs senior. 
There are 4 units within  the force area 2 in 
the south and 2 in the north, both offering 
juniors and seniors. The cadet scheme will 
also offer Duke of Edinburgh bronze to gold. 
 
Every young person deserves the 
opportunity to thrive regardless of their 
background. We encourage young people 
from all backgrounds to join the VPC, 
including those who may be vulnerable to 
the influences of crime and social exclusion, 
currently 25 % of our intake fall into this 
category  
 
Aim - To encourage the spirit of adventure 
and good citizenship whilst inspiring young 
people to develop knowledge and 
understanding of the policing role to 
ultimately participate positively in their local 
communities 
 

Durham VPC Objectives  
 
Objectives - by the end of the programme 
young people will be better able to.  
 
• Demonstrate via cadet activities an 
     increase in self -confidence/self esteem  
• Show how to utilise the principles of 
     self-discipline  
• Explain the how to maintain health and 
     well- being for themselves and others

12.1 Volunteer Cadet Scheme 
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• Describe the style and type of policing 
     within Durham Police  
• Outline the roles of the different 
     units/areas that make up Durham Police.  
• Describe the main points within 
     identified local policing and other 
     external national initiatives  
• Identify key areas of legislation and 
     how offences may affect victims and 
     communities  
• Identify policing procedures and how 
     these may impact on individuals and 
     communities  
• Demonstrate the key principles of 
     dealing with a given community 
     policing scenario  
• To support local policing priorities 
     through volunteering within 
     communities  
• Demonstrate knowledge and 
     understanding of the basic 
     employability skills required to 
     progress into further 
     education/employment  
• Show individual skills as a leader by 
     being a role model and supporting and 
     developing others  

• Display a commitment to the values of 
     Equality and Diversity and to 
     understand and demonstrate the Code 
     of Ethics and the Durham Difference.  
 
The three units are led by cadet leaders 
from Durham Agency Against Crime 
(DAAC), Police Staff including: Apprentice 
Youth Workers, Former Cadets, DAAC 
Project Coordinators, Police Officers and 
PCSOS as well as Force Volunteers.  
 
For further information around the VPC 
Scheme please contact 
enquiries@daac.org.uk 
via e-mail or feel free to contact the 
DAAC on 0191 3008460.  

The Force aims to deliver an excellent customer focused service to the people of County 
Durham and Darlington and value the commitment of the Police Support Volunteers who 
help us achieve that aim. 
 
Police Support Volunteers are drawn from all parts of the community 
- they are not members of staff; they do not wear uniforms and are 
not warranted. They perform their respective roles alongside police 
staff and officers and are vetted to a level proportionate with the 
roles they are asked to fulfil. 
 
Due to the impact of the COVID 19 pandemic most Volunteer tasks 
have been put on hold to safeguard our volunteers and our staff 
members. 
 
We are starting to return to some sort of normality, but we still have 
so safeguard a few departments and volunteers:

12.2 Police Support Volunteers (PSV)

43



Some of the tasks and work which our 
volunteers are involved with include: - 
 
•   Cyber Volunteers supporting our 
     Digital Intelligence Unit. 
•   Volunteers supporting various 
     operations including Op Hawkeye 
     (Theft from Vehicle crime).  
•   Volunteers supporting our 
     Neighbourhood Officers with admin 
     and data entry duties. 
•   Support to custody by dip sampling 
     CCTV and associated Custody logs.  
•   Support for community events – 
     BikeWise, Miner’s gala and rural events. 
•   Support to junior education programme 
     in schools, guidance regarding Wildlife 
     crime and Animal awareness. 
•   Support the Training department with 
     new recruit training. 
•   Volunteers assist by driving Minibuses 
     and police vehicle when required. 

•   Supporting the Safer Homes project; 
     working collaboratively with Durham 
     and Darlington Fire and Rescue Service, 
     Durham County Council. 
•   Supporting the Community 
     SpeedWatch initiative, by conducting 
     roadside checks on vehicles to ensure 
     that the speed limit is being adhered 
     to. Volunteers also provide admin 
     support for this initiative. 
•   Support to search online for stolen 
     property to support any associated 
     police investigations.  
 
To find out more in relation to Volunteer 
roles and what opportunities may be 
available in your local community area, 
please contact your Neighbourhood 
Police Team via the Sergeant or Inspector 
at your local police office. 
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We are always looking at ways of encouraging members of our 
communities to get involved in the issues which directly affect 
them. Accordingly, we have appointed a number of Police 
Community Support Volunteers (PCSV’s). These roles are to 
support frontline policing in neighbourhoods across County 
Durham and Darlington and have been mentored by fulltime 
Community support officers. PCSV’s take part in foot patrol, help 
solve basic crime enquiries, assist in local incidents and get to the 
heart of neighbourhood issues.  
 
A key part of the PCSV role is to build positive relationships with the 
local community and support local initiatives, like Community Speed 
Watch and PACT priorities (Police and Communities Together).  
 
Additional recruitment was paused in 2020 and unfortunately due 
to unprecedented demand has been unable to recommence. This  
opportunity is something Durham is keen to re- visit and are 
hopeful to do so in late 2022/ early 2023. 
 
Please check ‘Join us’ @ www.durham.police.uk for future 
opportunities.   

12.3 Police 
Community Support 
Volunteers (PCSV)



The Force is always open to opinion and comment around how we can improve the service 
we provide to the Public. 
 
Therefore, should you have any ideas or suggestions around how we can do this with specific 
regard to Equality, Diversity & Inclusion please do not hesitate to make contact via the 
following means: - 
 
Email:               Human.Resources@durham.police.uk 
Post:                 Equality, Diversity & Inclusion 
                          C/O Strategic ED&I Adviser 
                          Durham Police Headquarters 
                          Aykley Heads 
                          Durham, DH1 5TT 
Telephone:      0191 375 2123 

13. How to get in touch
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