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Introduction 
1. The ambition of the National Police Chiefs’ Council (NPCC) and the 

Association of Police and Crime Commissioners (APCC) is that ‘[B]y 2025 

policing will be a profession with a more representative workforce that will 

align the right skills, powers and experience to meet challenging 

requirements’.1 The Policing Vision sets out the policing plan and shapes 

decisions around workforce development, including how police forces use 

resources to help keep people safe and provide an effective, accessible and 

value-for-money service that can meet the challenges of the modern policing 

landscape. Special constables (SCs) are key enablers of this vision. SCs 

perform a crucial role, supporting the service and frontline policing. They are 

trusted members of their communities and they provide valuable connections 

between the police service and the communities that it serves.  

2. The National Citizens in Policing Strategy for 2016-20192 outlines strategic 

priorities, which have been adopted for the Special Constabulary National 

Strategy.3 An integral part of these priorities is that the SCs are given the 

training they need to meet the requirements of modern policing, so that they 

can fulfil their role alongside their colleagues in the regular constabulary. The 

SC curriculum has been developed to ensure that SCs have the skills and 

knowledge required to prevent crime, protect the public and secure public 

trust. The route serves as an acknowledgement of the expertise and aptitude 

required to perform the SC role.  

3. We are passionate about supporting the service to secure a fair, inclusive and 

representative police service, and about supporting forces in their work to 

meet the public sector equality duty (PSED).4 This document serves as an 

                                            

1 NPCC/APCC. (2016). ‘Policing vision 2025’ [internet]. Available from 
https://www.npcc.police.uk/documents/Policing%20Vision.pdf [Accessed January 2019] 
2 NPCC. (2016). ‘Citizens in Policing Strategy’ [internet]. Available from 
https://www.npcc.police.uk/FOI%202016/CO/18%20Citizens%20in%20Policing%20Strategy%202016
%202019%20Redacteddocx.pdf [Accessed January 2020]  
3 NPCC/Citizens in Policing. (2018). ‘Special Constabulary Strategy 2018-2023’ [internet]. Available 
from https://www.north-wales.police.uk/media/655467/national-special-constabulary-strategy-en.pdf 
[Accessed January 2020] 
4 For more information on the PSED and the nine protected characteristics, please refer to the 
‘Legislation’ section of this document. 
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initial review of the SC programme’s potential impact on those who share a 

protected characteristic.5  

4. The impact of the SC programme on the demographic diversity of the SC 

workforce will depend on a number of variables. Forces will play a significant 

part in the successful introduction of the programme and its outcomes – such 

as the recruitment, retention or attrition of SCs – and in supporting 

progression for those who wish to become a police officer. It is important that 

each implementing force also considers how it will identify, monitor and 

address any possible disadvantage against a protected group or other 

inequality issues.  

5. For a force to understand whether the programme is having any impact on the 

protected groups, they should monitor protected characteristic data for their 

existing workforce and new recruits before and throughout implementation. 

Analysis of this data will direct the force to any disproportionality or under-

representation. Findings should be included in the force’s equality impact 

analysis (EIA). We will ask forces to share data6 with us so that we can 

develop a national analysis.  

Programme information 
6. The SC national programme has been developed in partnership with the 

Special Constabulary to provide the necessary learning for an SC to continue 

to provide vital support to frontline policing. As with the regular constabulary, 

the SC role requires the application of a high degree of professional 

knowledge. An SC must show understanding and skills across a range of 

complex and challenging situations and contexts, as well as demonstrating 

appropriate behaviours congruent with effective and appropriate frontline 

policing. The role of the SC is invaluable to modern policing. 

7. Working with guidance from our stakeholders, we have developed a 

curriculum that, among other core objectives, enables SCs to: 

                                            

5 ‘A group of people who share a protected characteristic may be referenced as a ‘protected group’ in 
this document. 
6 This data will be anonymised and in full compliance with data protection legislation.  
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 understand the SC role in the wider context of policing and the policing 

profession 

 exercise SC powers fairly and without bias, maintaining professional 

standards and applying the core principles of ethics, equality, diversity and 

human rights in the professional performance of their role 

 engage in effective decision making, employing professional discretion as 

appropriate  

 provide support to individuals who are, or may be, vulnerable and/or at risk 

8. The Policing Education Qualifications Framework (PEQF) SC learning is 

divided into five key stages. 

1. Phase one learning: an initial learning phase that will provide theoretical 

knowledge and understanding of the skills, attitudes and behaviours 

needed to undertake safe and lawful accompanied patrol.  

2. Accompanied patrol status (APS): patrol accompanied by an 

experienced officer (either a PC with independent patrol status or a 

qualified SC).  

3. Directed patrol status (DPS): the stage of professional development at 

which the SC has demonstrated sufficient competence in APS against 

DPS assessment criteria.  

4. Phase two learning (optional): the SC can undertake more advanced 

learning in one or more of the five core areas of policing practice: 

 response policing 

 policing communities 

 policing the roads 

 information and intelligence 

 conducting investigations 

5. Qualified SC (QSC): on successful completion of all learning and the 

work-based assessment, the SC becomes a QSC in their core area(s) of 

policing. Completing all five core areas is equivalent to Independent Patrol 

Status in the first year of the Police Constable Degree Apprenticeship 

(PCDA).  
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The responsibility of confirming that the SC has achieved an appropriate 

level of professional development to justify confirmation of APS, DPS and 

QSC rests with the force. 

9. SCs adhering to the Code of Ethics and proactively embedding diversity, 

equality and human rights considerations are woven into the infrastructure of 

the new curriculum. The appropriate exercise of police powers and 

procedures, fairly and without bias, is introduced in the first curriculum area, 

‘Understanding the police constable role’. Integration of diversity, equality and 

inclusion issues is taken further in the next course ‘Valuing difference and 

inclusion’. This course invites the SC to explore key topics and asks them to 

challenge bias, prejudice, discrimination and stereotyping in their role, 

introducing them to professional strategies to address these issues. The 

course also provides a comprehensive introduction to key pieces of 

legislation, including the Equality Act 2010 and the Human Rights Act 1998.  

Implementation  
10. As of March 2021, two forces have implemented the new programme.  

Legislation 
11. Section 149 of the Equality Act 2010 requires public bodies who carry out 

public functions to have due regard to: 

 eliminate discrimination, harassment, victimisation and any other conduct 

that is prohibited by or under the Act 

 advance equality of opportunity between people who share a relevant 

protected characteristic and people who do not share it 

 foster good relations between people who share a relevant protected 

characteristic and people who do not share it 

The PSED applies to all nine protected characteristics listed in the Equality 

Act 2010: 

 age 

 disability 

 gender reassignment 
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 marriage and civil partnership 

 pregnancy and maternity 

 race 

 religion or belief 

 sex 

 sexual orientation 

12. Socioeconomic status is also a factor that can be a basis for inequality. It is 

provided for under Part 1 of the EqA. Through data collection and analysis, 

forces will be able to ensure that the impact on this characteristic is also taken 

into account.  

13. We are committed to ensuring that the Welsh and English languages are 

treated equally where applicable, in accordance with the Welsh Language 

(Wales) Measure 2011. We have developed a Welsh Language Scheme to 

support Welsh forces in complying with their statutory duty to provide bilingual 

services to the public in Wales. The scheme will be launched soon. Further 

details will be included in this document upon implementation.  

14. SCs may be appointed by a chief officer of police from the authority given 

under section 27 of the Police Act 1996. Regulations pertaining to the 

appointment and other governance of SCs is provided for under The Special 

Constables Regulations 1965, subsequently amended by a number of 

different statutory instruments, notably The Special Constables (Amendment) 

Regulations 2002. The legal mandate for the College to shape the 

qualifications for appointment and promotion of SCs can be found under 

section 51(2ZB) of the Police Act 1996. The programme has been drafted with 

due regard to all prevailing legislation.  

Updating the equality impact analysis 
15. The programme was launched in spring 2020. As forces begin to introduce 

the curriculum, we will work with them to collate workforce data to allow us to 

review any impact on the protected groups. Equality impact will be reviewed 

on an ongoing basis, in accordance with the public sector equality duty. This 

document will remain a ‘living document’. Updates are scheduled for bi-annual 
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publication or upon each key project update. We will include key findings from 

stakeholders, recommendations, action plans and emerging practice to reflect 

progress made, as well as any new challenges identified. 

16. To support future updates of the EIA, we welcome data or further evidence 

from forces and other key stakeholders.  

Data  
17. To achieve the NPCC vision of a more representative workforce that aligns 

the right skills, powers and experience to meet challenging requirements, 

better consistency in data gathering is required across all protected 

characteristics.7 The NPCC has pledged to cultivate a better understanding of 

the composition of the workforce by ensuring systems are in place that enable 

workforce data to be collected, collated and analysed across the nine 

protected characteristics.8 Standardised diversity codes have been developed 

to support future monitoring. We will continue to work with our stakeholders, 

including the Home Office, in an effort to develop more comprehensive 

national workforce data.  

18. We understand that there is a national issue with reluctance to share 

protected characteristic information from much of the workforce. We are also 

working with the NPCC and forces to explore this further. It is essential that 

this issue is tackled, as data provides us with the tools we need to identify any 

disadvantage or inequality, and to instigate initiatives to address this. 

Collaborating with our stakeholders, we will work to resolve the issue and 

improve the rates of information sharing by our workforce.  

19. College-led data collection exercises for PC and PCSO PEQF entry routes 

have met with limited success. This is due to a number of reasons that are 

explored in detail in the programmes’ respective EIAs. The challenges 

encountered were mitigated by introducing the entry routes into the Home 

                                            

7 NPCC. (2018). ‘Diversity, Equality & Inclusion Strategy 2018 - 2025’ [internet]. Available from 
https://www.npcc.police.uk/documents/edhr/2018/NPCC%20Diversity%20Equality%20Inclusion%20St
rategy%20May%202018.pdf [Accessed September 2019] 
8 Ibid 

mailto:policingeqf@college.pnn.police.uk
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Office national workforce census. The census represents a long-term solution 

to data collection for these programmes, providing a robust quality-assured 

database. The new SC programme is integrated into the census but there is 

no means of distinguishing entries between old and new programmes. We are 

aware that at this stage, few forces have chosen to implement the 

programme. This may be as a result of competing priorities, particularly with 

the new challenges that COVID-19 has introduced and the work to drive 

forward the Policing Uplift Programme (PUP). Forces are still too early on in 

implementation for us to draw conclusions from any available data. However, 

further to the above, our analysis of the programme’s potential equality 

impacts will be ongoing and we will collate and assess data in future iterations 

of this EIA.  

Force EIAs 
20. Securing a high level of programme maintenance and management is key. 

Implementing forces will be required to complete certain core requirements to 

ensure that the SC programme is governed by PEQF structures. We will 

request that forces consider the equality considerations of their intended 

model of delivery and integrate these considerations into all aspects of 

implementation. Forces will be asked to include equality, diversity, inclusion 

and widening participation considerations, in terms of: 

 facilities  

 where learning takes place  

 proximity (for example, reasonable adjustments for students with 

disabilities) 

 duration over which it takes place (for example, varying part-time working) 

 assessment arrangements  

 educational and pastoral support and resources 

These considerations should include other characteristics that may be 

pertinent to the local demographic, such as socioeconomic status, the 

prevalence of SCs with caring responsibilities and the prevalence of English 

as a second language.  
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21. We will ask forces to identify engagement activities with the aim of enabling 

equality of opportunity for all. It is our intention that the PEQF SC programme 

is designed to be flexible, optimise opportunities, reduce attrition, and support 

progression and destination of SCs from all protected groups. 

22. We will also support forces in meeting their equality duty by reminding forces 

that the EIA is a living document to be reviewed and updated on an ongoing 

basis. We will encourage forces to collect protected characteristic data as part 

of the ongoing management of the programme. The information shared with 

us via this process will be included in this EIA.  

Stakeholder engagement 
23. In support of the development of the updated curriculum, we have received 

invaluable input from a project development working group comprised of 

diverse representation from key stakeholders. Diversity considerations have 

been integrated into product development throughout the design phase. 

Feedback is also gathered through ongoing engagement with the PEQF 

Implementation Reference Group (IRG), the Initial Policing Education Board 

(IPEB) and the PEQF Board. These groups are also made up of a cross-

section of representatives from policing and other key stakeholders. 

24. Members of the development group will continue to contribute via a working 

group to discuss issues relating to the new curriculum and diversity and 

inclusion. This will ensure that forces have a forum in which to discuss 

implementation’s impact on the protected groups. COVID-19 has had an 

impact on this work, but it is due to resume soon.  

25. Stakeholders receive regular ‘headline’ and ‘diversity, equality and inclusion’ 

emails detailing programme updates and implementation concerns. Forces 

receive ongoing support from our implementation officers and from the 

College’s diversity and inclusion team. We produce guidance and run a 

variety of workshops, seminars and other events to support implementation. A 

dedicated knowledge hub9 has been created for forces to learn more about 

                                            

9 An information-sharing and collaboration platform.  
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the EIA process and to share learning with other forces. There is also a 

dedicated knowledge hub for diversity, equality and inclusion. Forces can use 

this hub to share resources and examples of effective practice.  

Other considerations 
26. The government pledged to increase police recruitment targets by 20,000 with 

the launch of the PUP. This recruitment drive may have an impact on the 

number of people applying to become SCs. The 2020 attrition rate is 29.8% 

and is likely to be indicative of the high proportion of people volunteering who 

have an interest in joining the regular service and have shorter careers as 

SCs. This may be compounded by the possible redirection of resourcing for 

training and recruitment towards recruitment for the regular constabulary. It 

should be noted that attrition data has not indicated a ‘surge’ in attrition10 

because of the PUP, but longitudinal analysis of data may show evidence of 

an impact.  

27. COVID-19 has imposed an unprecedented challenge on the police service. As 

implementation is not compulsory, it is unknown to what extent the pandemic 

has affected forces’ capacity to introduce the new programme. Many forces 

have thought dynamically about promoting recruitment in a time of social 

distancing. Social media and other online platforms are being used 

extensively and in engaging ways.  

  

                                            

10 ASCO. (2020). ‘Analysis of national Special Constable statistics for England and Wales’ [internet]. 
Available from https://asco.police.uk/wp-content/uploads/2020/11/ASCO-Briefing-Special-
Constabulary-National-Trends-and-Statistics-March-2020.pdf [Accessed March 2021] 
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Impact analysis 
28. The Policing Vision 2025 states: ‘Policing is built on our people. There is a 

need to add critical new skills to the service, get the right mix between officers 

and staff and be more representative of the communities we serve to achieve 

our vision’.11 It is imperative that any new workforce development initiative 

serves to support policing to reach this objective.  

29. The new SC programme brings many benefits to policing, such as: 

 supporting educational equality within policing 

 proactively embedding equality, diversity and human rights considerations 

as a core function of policing practice 

 having the potential to attract a more diverse range of candidates by 

building a pathway to PCDA 

 paying due regard to all protected groups, with this regard contributing 

directly to development, implementation and delivery 

30. The College and the police service are committed to meeting the equality duty 

and to ensuring that all protected characteristics are given due consideration. 

We are firm on the point that there is no hierarchy to the protected 

characteristics.  

31. It is also important to consider the impact of intersectionality on equality and 

inclusion. Intersectionality means recognising that people’s identities are 

shaped by multiple factors (all the many personal characteristics that make up 

an individual). Protected characteristics cannot be treated as discrete 

identities, as they can quite often overlap when discrimination occurs. An 

awareness of intersectionality creates a much better understanding of the 

differences among individuals.  

32. It helps to posit equality impact analysis in a national recruitment context. 

Recruitment into the Special Constabulary is at a historic low. Only a small 

                                            

11 NPCC/APCC. (2016). ‘Policing vision 2025’ [internet]. Available from 
https://www.npcc.police.uk/documents/Policing%20Vision.pdf [Accessed February 2019] 
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number of forces chose to undertake further SC recruitment in 2020. The SC 

headcount varies greatly between forces, but a total of 14 forces saw over 

20% reductions in SC numbers.12  

33.  

Year Number of SCs joining 

2016 4,606 

2017 3,041 

2018 2,723 

2019 2,843 

2020 2,435 

 

Age 
34. Consideration: Home Office workforce data13 provides the following age 

breakdown for the Special Constabulary: 

Age range Proportion of SCs 2019 

(%) 

Proportion of SCs 2020 

(%) 

25 or under 36 31 

26 to 40 42 42 

41 to 55 19 21 

                                            

12 ASCO. (2020). ‘Analysis of national Special Constable statistics for England and Wales’ [internet]. 
Available from https://asco.police.uk/wp-content/uploads/2020/11/ASCO-Briefing-Special-
Constabulary-National-Trends-and-Statistics-March-2020.pdf [Accessed March 2021] 
13 Flatley J. (2020). ‘Police Workforce, England and Wales, 31 March 2020’ [internet]. Home Office 
Statistical Bulletin, 20/20. London: Home Office. Available from 
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/905
169/police-workforce-mar20-hosb2020.pdf [Accessed September 2020] 



 college.police.uk 
Equality impact analysis: PEQF Special Constable Entry Route National Programme  

Version 3.0  Page 16 of 41 

Age range Proportion of SCs 2019 

(%) 

Proportion of SCs 2020 

(%) 

Over 55 3 5 

Not stated - 1 

 

35. The proportion of SCs who are aged 25 and under has fallen by 5%. 

Conversely, the proportions under the 41 to 55 and Over 55 age groups has 

small increases. The 26 to 40 age group maintains the same proportion at 

42%. The changes in demographic may have been as a consequence of the 

PUP and a higher number of younger candidates redirecting applications to 

the regular workforce.  

36. The Special Constabulary has a younger age profile than the regular 

constabulary, for which the majority of officers are in the 26 to 40 and the 41 

to 55 age groups.  

37. The high proportion of SCs who are aged 25 or under is contrary to the 

national demographic for the voluntary sector. A 2017/18 survey conducted by 

Civil Society Almanac reported that only 24% of people aged 16 to 24 

volunteered regularly. Their research found that the highest rates of 

volunteering can be found in the 65 to 74 age category.  

38. The high numbers of SCs in the 25 or under age group may be attributable to 

the Special Constabulary being seen as a means of ‘testing’ policing as a 

career option or as a stepping stone into policing. However, many SCs will 

have no interest in policing as a career. Otherwise known as ‘career specials’, 

these SCs may consider the new programme to be of limited benefit to them. 

It is our understanding that some forces discourage people from applying to 

be an SC if their ultimate goal is to join the regular constabulary. It is pertinent 

to note that without further data, any connection between age and using the 

Special Constabulary to test career compatibility may only be incidental. 

39. Mitigation: The SC programme has been carefully developed to provide SCs 

with skills critical to 21st-century policing. The curriculum provides both 
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contemporary and comprehensive coverage of the knowledge, skills and 

professional approaches that have been identified by the SC National 

Strategy. The programme will not require formal theoretical assessment and 

does not culminate in a qualification. It is based on occupational competency 

and knowledge checks, which will be determined by the force. Forces will 

have the option not to implement further learning beyond DPS, though this 

may be beneficial for increasing retention and widening participation to 

provide the opportunity for SCs who do wish to progress.  

40. Forces are encouraged to monitor the average age of those wishing to pursue 

phase 2 learning. If distinct patterns begin to emerge, a closer review and 

mitigations may be required.  

41. Key PSED objective(s) considered:14 Eliminate prohibited behaviours. 

Advance equality of opportunity. Foster good relations. 

Disability 
42. Under the Equality Act 2010, a person has a disability if they have a physical 

or mental impairment that has a substantial and long-term effect on their 

ability to carry out day-to-day activities. 

43. Consideration: The curriculum and training delivery must not impose any 

obstacle on those with a disability.  

44. Mitigation: All organisations, including the police service, have a statutory 

obligation to provide reasonable adjustments for people with disabilities. 

Forces are encouraged to review their reasonable adjustment policies to 

ensure that they are fit for purpose. Forces should be taking action to ensure 

that the workplace is an inclusive space, and that people can confidently 

declare a disability and request reasonable adjustment.  

45. Forces and education providers should be aware that the reasonable 

adjustment duty is an anticipatory duty, and that these considerations should 

                                            

14 Readers should note that inclusion of one part of the equality duty in this section is intended only to 
draw specific attention to a particularly relevant part of the duty. Due regard should be given to all 
parts of the duty. It is worth adding that the College and the police service are committed to a 
continuing regard of all components of the equality duty.  
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be integrated into programme implementation. This includes initiatives such 

as ensuring that written training content conforms to style guides for 

neurodiversity, or producing training in different formats. We have worked with 

the PUP and Purple Space to develop research to further our understanding 

of how forces are supporting those in the workforce with a disability.  

46. As part of the programme’s core delivery requirements, forces and education 

providers are required to provide learning support that is appropriate to 

individual need. It is envisaged that SCs are provided with a programme 

handbook that will detail support options. The handbook will promote equality 

and diversity, disability services and learning support services. SCs will be 

given information on how they inform the force of any reasonable adjustments 

required. SCs will also be informed of how, and to whom, any concerns or 

complaints should be raised and escalated. 

47. The existing workforce may be upskilled by disability awareness training and 

starting honest conversations about disability and inclusion. The force may 

also wish to direct SCs to third-party professional development hubs that offer 

additional support for people with disabilities.  

48. Key PSED objective(s) considered: Eliminate prohibited behaviours. 

Advance equality of opportunity. Foster good relations.  

49. Consideration: Research by the Office for National Statistics indicates that 

the proportions of people with and without a disability undertaking 

volunteering were similar, with findings of 37.7% and 41.9% respectively.15 

The figure for people with a disability falls to 28.5% for those who consider 

themselves ‘limited a lot’ by their condition.  

50. There are no statistics on the number of SCs with disabilities. We recognise 

the importance of robust workforce data collection in forces’ ability to assess 

                                            

15 Figures refer to the year ending March 2018. Office for National Statistics, ‘Disability and social 
participation’ [internet]. Available from 
https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/bulletins/disabil
ityandsocialparticipationengland/2018 [Accessed January 2020] 
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equality impact. We are working with the NPCC and other partners on how we 

can promote information sharing in the workforce.  

51. Key PSED objective(s) considered: Advance equality of opportunity. 

Gender reassignment 
52. Consideration: The police service have taken steps to promote trans 

inclusion. The NPCC have issued guidance for the policing sector16 and a 

toolkit for managers and staff.17 Research indicates that half of trans and non-

binary people have hidden the fact that they are LGBT at work for fear of 

discrimination.18 We understand that there is more that can be done to 

support people undergoing gender reassignment, and that more research is 

required to build an evidence base.  

We do not anticipate that the new SC programme will have any detrimental 

impact on this protected characteristic. The programme will encourage forces 

to consider potential implications via their EIAs.  

53. As part of the College’s quality assurance process, forces must complete an 

EIA. The assessment should include evidence of policies or procedures in 

place to support trans colleagues. The force should have a clear zero-

tolerance policy on transphobic bullying and harassment. External publishing 

of key points from relevant policies may provide reassurance of a force’s 

commitment to trans inclusion to those considering applying.  

54. The SC programme delivery timeline will be governed by the force. Flexibility 

is required, given the differing operational capacities of local forces, as well as 

the shift and working patterns of the individual. Forces must consider the 

                                            

16 Stonewall. (Date unknown). ‘Trans guidance for the policing sector’ [internet]. Available from 
https://www.npcc.police.uk/2018%20FOI/EDHR/Trans%20Guidance%20for%20the%20Policing%20S
ector%20Individual.pdf [Accessed February 2020] 
17 LGBT Police. (2019). ‘LGBT Resources’ [internet]. Available from 
https://www.lgbtpolice.uk/resources [Accessed September 2019] 
18 Bachmann CL and Gooch B. ‘LGBT in Britain: Trans report’ [internet]. Stonewall. Available from 
https://www.stonewall.org.uk/system/files/lgbt_in_britain_-_trans_report_final.pdf [Accessed 
September 2019] 



 college.police.uk 
Equality impact analysis: PEQF Special Constable Entry Route National Programme  

Version 3.0  Page 20 of 41 

extension to standard delivery timelines, should they be required to support 

those taking extended absence for gender reassignment purposes.  

Key PSED objective(s) considered: Eliminate prohibited behaviours. 

Advance equality of opportunity. Foster good relations.  

Marriage and civil partnership 
55. The impact of the new programme on those who are married or in a civil 

partnership is unclear at present. We welcome any information or data on this.  

Pregnancy and maternity  
Governance of SC maternity leave is organised by the force. Equality Act 

2010 protections will start from the beginning of the pregnancy to at least two 

weeks after the end of the pregnancy.  

56. Consideration: The SC programme delivery timeline will be governed by the 

force. We understand that there needs to be flexibility and acknowledgement 

of the differing operational capacities of local forces, as well as the shift and 

working patterns of the individual. Forces must consider the extension to 

standard delivery timelines, should they be required to support individuals 

taking extended absences due to pregnancy or maternity.  

57. Forces will be required to complete their own EIA as part of the programme 

implementation core requirements. This may prompt a review of existing 

policies to ensure that they are fit for purpose.  

Key PSED objective(s) considered: Eliminate prohibited behaviours. 

Advance equality of opportunity. 
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Ethnicity 
58. Consideration: Home Office workforce data tells us that the most ethnically 

diverse part of the workforce is the Special Constabulary, with 12% identifying 

as Black, Asian or Minority Ethnic, an increase of 1% from the previous 

year.19 Black, Asian or Minority Ethnic representation for the regular 

constabulary stands at 7.3%.20 While ethnic minority representation across 

the service is growing, the 14% ethnic minority21 population of England and 

Wales confirms that under-representation is still an issue. The police service 

understands that this is not a time to be complacent. Diversity and inclusion 

and positive action teams in forces are working hard to promote the police 

service as an employer of choice for all protected groups.  

59. Completing an EIA as a programme implementation core requirement may 

serve as a prompt for the forces to review their policies, to ensure that they 

are fit for purpose and do not discriminate against any protected group.  

60. In 2020, 10% identified as Black, Asian and Minority Ethnic. Only 2.3% of 

these joiners were previously SCs (6.2% of White recruits were previously 

SCs). The majority of Black, Asian and Minority Ethnic were direct recruits at 

96.6%.  

61. Consideration: There is no specific research on how many SCs are in 

employment. A study of the voluntary sector indicates that it is more likely that 

someone in employment will undertake a volunteer role (22%) but that those 

who are economically inactive are more likely to volunteer regularly (29%).22  

62. Mitigation: Forces will be encouraged to collect and analyse data relating to 

the demographic of their SC workforce. This data will help to inform an 

                                            

19 ‘Black, Asian and Minority Ethnic’ in this instance follows the Home Office counting rules and does 
not include White minorities. As per Home Office rules, White minority groups fall under the ‘White’ 
sub-set. However, many of the concerns included in this assessment may impact all minority groups. 
Flatley J. (2020). ‘Police Workforce, England and Wales, 31 March 2020’ [internet]. Home Office 
Statistical Bulletin, 20/20. London: Home Office. Available from 
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/905
169/police-workforce-mar20-hosb2020.pdf [Accessed September 2020] 
20 Ibid 
21 As per the 2011 census. The 2021 census is likely to confirm a rise to this figure.  
22 UK Civil Society Almanac. (2019). ‘What are the demographics of volunteers?’ [internet]. Available 
from https://data.ncvo.org.uk/volunteering/demographics/ [Accessed February 2020] 
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understanding of participation, identify limitations and support equality. It 

would be beneficial to have data on how many SCs who identify with an 

ethnic minority group choose to enter phase 2 learning. Forces are 

encouraged to foster an inclusive environment that is conducive to candid and 

confident declaration.  

Forces may wish to make the SC programme more appealing to ethnic 

minority individuals via targeted marketing initiatives and by offering specific 

support opportunities for personal development, such as mentoring and 

encouraging connections with staff associations.  

63. Key PSED objective(s) considered: Advance equality of opportunity. Foster 

good relations.  

Consideration: Localised market research commissioned by the Metropolitan 

Police Service (MPS) in 2018 showed that the percentage of Black, Asian or 

other ethnic minority respondents who would consider a career in policing 

increased by an additional 22% to 27% after they had viewed information 

about the PCDA entry route. By extension, the SC programme’s pathway into 

PCDA may make becoming an SC an appealing option to people who identify 

with a minority ethnicity.  

64. Key PSED objective(s) considered: Advance equality of opportunity. 

Religion or belief 
65. Consideration: Student loans are not currently compliant with Sharia law. 

The government has been seeking to develop a compliant loan system, but 

this has not yet been done. While there are banks that offer compliant loans, 

the absence of a government student loan offering leads to the possibility that 

PCDA may be an appealing option for Muslim people, as it provides an 

opportunity to obtain a degree qualification without the need to take a loan. 

Consequently, the SC programme may be an appealing option for Muslim 

people, as it provides a pathway into the PCDA.  

66. Key PSED objective(s) considered: Advance equality of opportunity. 
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67. Consideration: Applicants who adhere closely to religious rites may fear that 

the new programme places additional demands on the SC role, therefore 

affecting their ability to conduct religious observance.  

68. Mitigation: The programme does not deviate from the existing requirement of 

16 hours per month for SCs. Its introduction should not lead to any additional 

obstacle to religious observance.  

69. Forces will own delivery timeframes. Forces must consider the extension to 

standard delivery timelines, should they be required to support individuals 

taking extended absences due to pilgrimage or other religious rites. 

70. To promote inclusion, forces can issue guidance on important points from 

relevant policies, such as prayer times and pilgrimage. Positive messages 

about the force’s awareness and ability to accommodate individuals from all 

religions can be integrated into key marketing messages and reasserted at 

outreach events. Reassurances could be made to leaders of local faith 

groups, who could further disseminate positive messaging.  

71. Key PSED objective(s) considered: Eliminate prohibited behaviours. 

Advance equality of opportunity. Foster good relations. 

72. Consideration: There is currently no national data on the religious 

demographic of the Special Constabulary.  

73. Mitigation: We will encourage forces to collect and monitor data in respect of 

this protected characteristic, to establish an understanding of participation and 

potential disadvantage or inequality. We recognise the importance of robust 

workforce data collection for forces’ ability to assess equality impact. We are 

working with the NPCC and other partners on how we can promote 

information sharing in the workforce.  

74. Key PSED objective(s) considered: Advance equality of opportunity. 
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Sex 
75. Consideration: Women are under-represented in the Special Constabulary, 

accounting for 29%23 of the workforce. Between 2015 and 2018, there has 

been a year-on-year reduction in the number of female SCs. However 2018 to 

2019 saw some stabilisation to female representation with figures remaining 

at 29%.24 

Year Female SCs (%) 

2015 31 

2016 31 

2017 30 

2018 29 

2019 29 

2020 29 

 

76. The reduction in female SC representation does not parallel the trend in the 

regular constabulary, whose figures rose from 29.2% female officers in 2015 

to 31% in 2019 and 2020. In 2020, 6% of new female officers (37% of new 

joiners overall) had transferred from the Special Constabulary, an increase of 

1% from 2019. The majority of new female officers were standard direct 

recruits (94%). The PUP may have an impact on SC recruitment, with women 

who had previously considered working with the Special Constabulary prior to 

joining the ‘regulars’ instead applying directly to the regular constabulary.  

                                            

23 Flatley J. (2020). ‘Police Workforce, England and Wales, 31 March 2020’ [internet]. Home Office 
Statistical Bulletin, 20/20. London: Home Office. Available from 
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/905
169/police-workforce-mar20-hosb2020.pdf [Accessed September 2020] 
24 Figures calculated from College analysis of Home Office annual data returns. 
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77. Mitigation: We will monitor the data closely to understand the impact of the 

new programme on female representation, and to try to understand any 

potential barriers or inequality. Any analysis will be completed in the context of 

the PUP and its potential influence on SC recruitment figures.  

78. Forces may wish to make the SC programme more appealing to women via 

targeted marketing initiatives and by offering specific support opportunities for 

personal development, such as mentoring and encouraging connections with 

staff associations.  

79. Key PSED objective(s) considered: Advance equality of opportunity. Foster 

good relations.  

80. Consideration: The higher probability of women having caring 

responsibilities may impact recruitment, retention and progression. While 

caring responsibility is an issue relevant to both sexes, women aged between 

45 and 54 are more than twice as likely as other carers to have reduced 

working hours due to caring responsibilities.25 This may not be a significant 

challenge for the Special Constabulary, as the majority of SCs are in the 26 to 

40 age group, but is still an issue worthy of consideration. There may be 

concern from those with caring responsibilities that the new SC programme 

will impose additional challenges and demands on their time.  

81. Mitigation: The programme does not deviate from the existing requirement of 

16 hours per month for SCs. Its introduction should not lead to any additional 

obstacle for those with care responsibilities. However, forces are encouraged 

to be proactive in monitoring the situation. Mitigations will need to be 

considered if evidence indicates that a negative impact on recruitment or 

retention exists.  

Key PSED objective(s) considered: Advance equality of opportunity.  

82. Research undertaken by the Association of Special Constabulary Officers 

indicates that female SCs are more likely to resign than male SCs and that 

                                            

25 Carers UK. (2016). ’10 facts about women and caring in the UK on International Women’s Day’ 
[internet]. Available from https://www.carersuk.org/news-and-campaigns/features/10-facts-about-
women-and-caring-in-the-uk-on-international-women-s-day [Accessed October 2019] 
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the gender attrition gap has widened in the last three to four years. This has 

consequences on gender representation in senior roles and specialist areas. 

Further analysis should include assessment on whether the new programme 

alters this trend.  

Key PSED objective(s) considered: Eliminate prohibited behaviours. 

Advance equality of opportunity.  

Sexual orientation 
83. Consideration: The potential impact of the programme on SCs who identify 

as LGBT+26 is unclear at present. There is unfortunately no workforce data on 

this protected characteristic with which we will be able to draw comparative 

analysis. As with all protected characteristics, the curriculum has been 

designed to ensure that there is no adverse impact on this protected group.  

84. Mitigation: Forces will be encouraged to collect and analyse data relating to 

the sexual orientation of their SC workforce. This data will help to inform an 

understanding of participation, identify limitations and support eradication of 

any inequality. Forces are encouraged to foster an inclusive environment that 

is conducive to candid and confident declaration.  

85. Key PSED objective(s) considered: Eliminate prohibited behaviours. 

Advance equality of opportunity. Foster good relations.  

Socioeconomic status 
86. The extent to which people from different socioeconomic backgrounds are 

represented in policing is unclear at present. This is partly due to a lack of 

robust data collection, both at a local and national level, and also because 

there is no clear, single definition. Socioeconomic background and/or status 

requires an understanding of a range of different factors.  

                                            

26 Lesbian, gay, bisexual, transgender and other identifying orientations. 
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87. In 2018, the Civil Service worked with a range of employers, industry partners 

and experts to develop four socioeconomic background measures.27 These 

measures are:  

 parental qualifications 

 parental occupation  

 type of school attended  

 eligibility for free school meals 

88. We are working with key stakeholders to identify best practice in collecting 

socioeconomic information as part of workforce data, including a review of the 

use of the Civil Service measures. 

89. Mitigation: Forces are encouraged to develop outreach initiatives that 

connect with as wide an audience as possible, and to be proactive in seeking 

out new opportunities. Retention and progression should be monitored, with 

recruits provided with appropriate support mechanisms to help them achieve 

their potential. This also applies to the protected characteristics.  

While socioeconomic data is not data that forces routinely collect, we will 

support any initiatives to facilitate data analysis so that any potential impact 

may be identified and mitigated for.  

90. Key PSED objective(s) considered: Advance equality of opportunity. 

Conclusion  
91. As few forces have introduced the new SC national programme, this 

document serves as an initial impact assessment. We will provide support to 

any force wishing to introduce the programme. This will include assistance 

with quality assurance and developing their EIA, if required. These EIAs will 

provide a crucial opportunity to explore potential ramifications and apply 

                                            

27 Civil Service. (2018). ‘Measuring Socio-economic Background in your Workforce: recommended 
measures for use by employers’ [internet]. Available from 
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/786
937/Measuring_Socio-
economic_Background_in_your_Workforce__recommended_measures_for_use_by_employers.pdf 
[Accessed June 2018] 
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mitigations where negative impacts are anticipated. Upon implementation, 

collaboration with forces will continue via data monitoring and analysis. This 

analysis is now supported with a standardised national diversity codes and 

national research into sharing information. We will continue to provide the 

support required to help forces meet the equality duty and secure a fair and 

inclusive police service.  
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Appendix 1: Initial analysis key points 

Protected 
characteristic 

Impact Evidence of impact and, if applicable, justification where a 
genuine determining reason seems to exist 

Unknown Neutral Negative Positive 

Age  X   Forces are encouraged to monitor the average age of those 

wishing to pursue phase 2 learning. If distinct patterns begin to 

emerge, a closer review and mitigations may be required.  

Disability  X   As part of the programme’s core delivery requirements, forces and 

education providers are required to provide learning support that is 

appropriate to individual need. It is envisaged that SCs are 

provided with a programme handbook that will detail support 

options. Reasonable adjustments must be provided as per the 

Equality Act 2010.  

Gender 
reassignment 

X    We welcome any data, research or other evidence of the potential 

impact of the SC programme on trans people. Forces may wish to 

review policies to ensure that they accommodate the needs of 

trans people.  
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Protected 
characteristic 

Impact Evidence of impact and, if applicable, justification where a 
genuine determining reason seems to exist 

Unknown Neutral Negative Positive 

Marriage and 
civil 
partnership 

X    We welcome any data, research or other evidence of the potential 

impact of the SC programme on marriage or civil partnerships.  

Pregnancy and 
maternity 

X    We welcome any data, research or other evidence of the potential 

impact of the new entry routes on pregnancy or maternity. Forces 

will govern their own delivery timelines and must accommodate 

any request to pause learning for maternity leave absences.  

Race X    Forces will be encouraged to collect and analyse data relating to 

the race of their SC workforce. Data to evidence how many SCs 

who identify with an ethnic minority group choose to enter phase 2 

learning would be beneficial. This data will help to inform an 

understanding of participation, identify limitations and support 

equality. The Special Constabulary has significantly higher ethnic 

diversity than the regular constabulary. We will support forces in 

ensuring that this diversity is not compromised.  
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Protected 
characteristic 

Impact Evidence of impact and, if applicable, justification where a 
genuine determining reason seems to exist 

Unknown Neutral Negative Positive 

Religion and 
belief 

 X   The programme does not deviate from the existing requirement of 

16 hours per month for SCs. Its introduction should not lead to any 

additional obstacle to religious observance. Forces are 

encouraged to collect data on this protected characteristic as part 

of their EIA.  

Sex X    We will monitor the data closely to understand the impact of the 

new programme on female representation, and to try to 

understand any potential barriers or inequality. 

Sexual 
orientation 

X    We welcome any data, research or other evidence of the potential 

impact of the new programme on people who identify as LGBT+. 

Socioeconomic 
status 

X    We welcome any data and research on the significance of 

socioeconomic background of the Special Constabulary workforce 

demographic, and how this may be affected by the introduction of 

the new programme.  
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Appendix 2: Examples of emerging practice and further ideas 
As part of the quality assurance process, forces are requested to submit force-specific EIAs for PEQF police constable entry route 

implementation. The service’s commitment to developing a representative workforce has led to a strong level of engagement with 

the EIA process, with all protected characteristics given due consideration and true innovation emerging. Below are examples of 

emerging practice taken from these EIAs. To support forces, examples have also been included to help forces get creative, which 

are drawn from broader research surrounding engagement initiatives. Initial findings suggest that in many cases, forces and higher 

education institutions (HEIs) intend to adopt similar approaches to widen participation and address any issues that may arise. They 

also show that the methods used can apply across a range of protected groups. While the findings relate to the police constable 

entry routes, there may be points of interest for the Special Constabulary.  

Practice Examples 

Outreach and engagement 

Specific information, advice or guidance 

tailored for protected groups. 

 HEIs host events for potential students and give information about the 

university, courses and support available. 

 Officers attend HEI and careers fairs, and promote the service as an inclusive 

employer.  

 Add key points from workforce policies, such as gender reassignment, annual 

leave for pilgrimage, accommodations for parenting and caring responsibilities.  
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Practice Examples 

 ‘Meet and greet’ sessions where potential recruits come and meet serving 

officers.  

 Set up PEQF Q&A areas on the force website.  

 Set up a dedicated email for queries relating to recruitment via PEQF.  

Promotional resources promoting diversity.  Tailored marketing, such as providing materials that provide information on the 

gender and ethnic balance. 

 Video blogs about the experience of minority group officers and new officers on 

YouTube and the force’s website.  

 Research into effective use of social media streams.  

 Videos featuring individuals from protected groups and the workforce’s 

commitment to diversity.  

Engaging local community groups, religious 

and community leaders, schools and 

colleges. 

 Attendance and presentations at community festivals and events.  

 Use of local radio and other media streams.  

 Work with schools and ‘feeder’ colleges.  

 Get input from independent advisory groups made up of key community 

members. 
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Practice Examples 

Applying for equality, diversity and inclusion 

kite marks, charters, etc. 

 Membership of specific groups, such as Advance HE’s Athena Swan Charter, 

Stonewall list of organisations. 

Engage staff associations/networks  Obtain ideas for outreach and connection.  

Recruitment and selection 

Introduce ‘blind’ recruitment.  During the paper sift, remove information visible to the recruitment panel that 

may associate a candidate with a protected characteristic.  

Flexible entry requirements taking account 

of individual skills, expertise and experience. 

 Most HEIs consider experience and skills where candidates do not hold the 

required academic qualifications for entry. 

Sign up to the Disability Confident scheme 

and ensure recruitment process is inclusive.  

 Review recruitment processes to ensure fairness. 

 Ensure that info regarding the reasonable adjustment application for support 

with the application and recruitment process is available on the force website, 

or made available very early in the process. 

 Put mechanisms in place to ensure that reasonable adjustments can be made 

to support an applicant through the application, and that the recruitment 

process is fair and consistent.  
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Practice Examples 

Review application and recruitment 

processes. 

 Ensure all parts of the recruitment are inclusive and do not create obstacles for 

someone with a protected characteristic. For example, reviewing the questions 

in a written assessment for minority group stereotypes, following neurodiversity 

style guides.  

 Ensure all those involved in recruitment have received training in equality and 

inclusion, and have been given time to reflect on this training. Not giving 

individuals the time to reflect on unconscious bias training may lead to 

unconscious bias.  

Retention, attrition and progression 

Buddying and mentoring schemes for 

protected groups and individuals. 

 Student buddies for students with disabilities. 

 Reverse mentoring schemes.  

Part-time courses and blended learning.  Provision of a part-time offer will give access to those who cannot commit to 

full-time study or work, such as individuals with caring responsibilities.  

 Working with HEIs to develop a range of different training delivery methods to 

accommodate those with care responsibilities, for example, online modular 

learning.  
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Practice Examples 

Ensure curriculum design and pedagogy is 

inclusive. 

 Working with HEIs to ensure that all learning content is inclusive. This can 

include adjusting content for learning difference and ensuring content does not 

stereotype or ostracise minority groups.  

Dedicated staff roles offering personal 

support. 

 Having lead staff for specific characteristics (such as disability and race), 

personal tutors, advisers, mentors, coaches and buddies. 

 Share contact emails with any new recruit from a minority group to a ‘support 

network’ comprised of diversity ally and force DEI practitioners.  

Engage staff associations.  Establish additional support mechanisms for recruits.  

 Signpost new recruits to all available networks.  

Regular data collection, monitoring and 

analysis. 

 Collect student feedback through satisfaction surveys, focus groups and 

student forums. 

 Encourage the workforce to understand that full and candid declaration will help 

their force achieve the objectives of Policing Vision 2025, and will ensure that 

initiatives can be put in place to secure a fair and inclusive workplace for 

everyone.  

 Monitor progress and catch any problems early.  
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Practice Examples 

Review existing policies and introduce new 

policies. 

 Ensure that existing policies are fit for purpose and introduce the mechanics for 

ensuring that all prohibited behaviours under the Equality Act are eliminated. 

 Introduce policies that will build an inclusive and fair workplace.  

Encourage aspiration.  One-to-one career support discussions.  

 Encourage specialist teams to offer ‘experience days’ and lead on talks about 

their function.  
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About the College 

We’re the professional body for the police service in 

England and Wales. 

Working together with everyone in policing, we share 

the skills and knowledge officers and staff need to 

prevent crime and keep people safe. 

We set the standards in policing to build and 

preserve public trust and we help those in policing 

develop the expertise needed to meet the demands 

of today and prepare for the challenges of the future. 

college.police.uk 
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