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Executive Summary
The Standards of Professional Behaviour reflect the expectations that the police service and
the public have of how police staff should behave. This policy document provides detailed
guidance of those expectations and provides examples to help staff interpret the standards in a
consistent way. They are not intended to describe every situation, but should provide a
framework to enable everyone to understand what is considered acceptable and unacceptable
behaviour.
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Supporting Documents
(Title and links to documents)

Evidence Based Research
Full supporting documentation and evidence of consultation in relation to this policy including that
of any version changes for implementation and review, are held with the Force Policy
Co-ordinator including that of the authorised original Command Team papers.

Please Note.
PRINTED VERSIONS SHOULD NOT BE RELIED UPON. THE MOST UPTO DATE VERSION OF ANY POLICY OR
DIRECTIVE CAN BE FOUND ON THE EQUIP database on the Intranet.
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Force Diversity Vision Statement and Values
“Eliminate unlawful discrimination, harassment and victimisation. Advance equality of opportunity and
foster good relations by embedding a culture of equality and respect that puts all of our communities,
officers and staff at the heart of everything we do. Working together as one we will strive to make a
difference to our service delivery by mainstreaming our organisational values”
“All members of the public and communities we serve, all police officers, special constables and police
staff members shall receive equal and fair treatment regardless of, age, disability, sex, race, gender
reassignment, religion/belief, sexual orientation, marriage/civil partnership and pregnancy/maternity.
If you consider this policy could be improved for any of these groups please raise with the author of the
policy without delay.”
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1.

INTRODUCTION

1.1

Public confidence in the police depends on police staff demonstrating the highest level of
personal professional standards of behaviour. The standards set out below reflect the
expectations that the police service and the public have of how police staff should
behave. They are not intended to describe every situation but rather to set a framework which
everyone can easily understand. They enable everybody to know what type of conduct by a
member of police staff is acceptable and what is unacceptable. The standards should be read
and applied having regard to this guidance.

1.2

The standards of professional behaviour also reflect relevant principles enshrined in the
European Convention on Human Rights and the Council of Europe Code of Police
Ethics. They apply to all police staff and to those subject to suspension.

1.3

The standards set out below do not restrict police staffs‟ discretion; rather they define the
parameters of conduct within which that discretion should be exercised. A breach of these
standards may damage confidence in the police service and could lead to disciplinary action,
which in serious cases may result in dismissal.

1.4

The public have the right to expect the police service to protect them by upholding the law and
providing a professional police service. Police staff have the right to a working environment
free of harassment, inequality or discrimination from others within the service and members of
the public. The police service will proactively support such a working environment.

2.

GUIDANCE ON THE STANDARDS OF PROFESSIONAL BEHAVIOUR

2.1

Those entrusted to supervise and manage others are role models for delivering a professional,
impartial and effective policing service. They have a particular responsibility to maintain
standards of professional behaviour by demonstrating strong leadership and by dealing with
conduct which has fallen below these standards in an appropriate way, such as by
management action or the formal disciplinary process. Above all else managers should lead by
example.

2.2

In carrying out their work in accordance with these standards, police staff have the right to
receive the full support of the police service. It is recognised that the ability of police staff to
carry out their work to the highest professional standards depends on the provision of
appropriate training, status, pay and reward, equipment and management support.

2.3

The police service has a responsibility to keep police staff informed of changes to terms and
conditions of employment, laws/legislation, local policies, and procedures also to provide
training and familiarisation when such changes necessitate. Police staff have a duty to keep
themselves up to date on the basis of the information provided by the employer, as far as it
relates to them personally.

2.4

Where these Standards of Professional Behaviour are being applied in any decision or
disciplinary process, they shall be applied in a reasonable, transparent, objective and
proportionate manner. Due regard shall be paid to the nature and circumstances of the
individuals conduct, including whether his or her actions or omissions were reasonable at the
time of the conduct under scrutiny.

2.5

This guidance gives examples to help police staff interpret the standards expected in a
consistent way. They are not intended to be an exclusive, prescriptive or exhaustive list.

2.6

Where the disciplinary procedure is being used, it is important to identify the actual behaviour
that is alleged to have fallen below the standard expected of an individual, with clear particulars
and evidence describing that behaviour.

2.7

It should be remembered that other procedures exist to deal with poor performance and issues
of capability.
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3.

HONESTY AND INTEGRITY

3.1

Police staff are honest, act with integrity and do not compromise or abuse their position.

3.1.1

Police staff act with integrity and are open and truthful in their dealings with the public and their
colleagues, so that confidence in the police service is secured and maintained.

3.1.2

Police staff do not knowingly make any false, misleading or inaccurate oral or written
statements or entries in any record or document kept or made in connection with any police
activity.

3.1.3

Police staff never accept any gift or gratuity that could compromise their impartiality. During the
course of their work police staff may be offered hospitality (e.g. refreshments) and this may be
acceptable as part of their role. However, police staff always consider carefully the motivation
of the person offering a gift or gratuity of any type and the risk of becoming improperly
beholden to a person or organisation.

3.1.4

It is not anticipated that inexpensive gifts would compromise the integrity of a member of police
staff, such as those from conferences (e.g. promotional products) or discounts aimed at the
entire police force (e.g. advertised discounts through police publications). However, all other
gifts and gratuities must be declared in accordance with local force policy where authorisation
may be required from a manager or Chief Officer to accept a gift or hospitality. If an individual is
in any doubt then they should consult with their manager.

3.1.5

Police staff never use their position or force identification card to gain an unauthorised
advantage (financial or otherwise) that could give rise to the impression that the individual is
abusing his or her position. An identification card is only for identification or to express
authority.

4.

AUTHORITY, RESPECT AND COURTESY

4.1

Police staff act with self-control and tolerance, treating members of the public and
colleagues with dignity, respect and courtesy.

4.2

Police staff do not abuse their powers or authority and respect the rights of all
individuals.

4.2.1

In carrying out their roles, police staff should never abuse their authority or the powers
entrusted to them. They have been given specific powers and responsibilities due to the
complex and difficult situations they deal with. The public have the right to expect that such
powers are used professionally, impartially and with integrity, irrespective of an individual‟s
status.

4.2.2

Police staff do not harass or bully colleagues or members of the public.

4.2.3

Police staff do not, under any circumstances inflict, instigate or tolerate any act of inhuman or
degrading treatment.

4.2.4

Police staff, recognise that some individuals who come into contact with the police, such as
victims, witnesses or suspects, may be vulnerable and therefore may require additional support
and assistance.

4.2.5

Police staff use appropriate language and behaviour in their dealings with their colleagues and
the public. They do not deliberately use any language or behave in a way that is offensive or is
likely to cause offence.

5.

EQUALITY AND DIVERSITY

5.1

Police staff act with fairness and impartiality. They do not discriminate unlawfully or
unfairly.
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5.1.1

Police staff respect all individuals and their traditions, beliefs and lifestyles provided that such
are compatible with the rule of law. In particular police staff do not discriminate unlawfully or
unfairly when exercising any of their roles, discretion or authority

5.1.2

Police staff pay due regard to the need to eliminate unlawful discrimination and promote
equality of opportunity and good relations between persons of different groups.

5.1.3

Supervisors and managers have a particular responsibility to support the promotion of equality
and by their actions to set a positive example.

6.

USE OF RESTRAINT

6.1

Police staff only use restraint as part of their roles and responsibilities to the extent that
it is necessary, proportionate and reasonable in all the circumstances.

6.1.1

Police staff in specific designated roles may need to use restraint in carrying out their work.

6.1.2

It is for the individual to justify his or her use of force but when assessing whether this was
necessary, proportionate and reasonable, all of the circumstances should be taken into account
and especially the situation which the individual faced at the time. Police staff use restraint only
if other means remain ineffective or without any realistic prospect of achieving the intended
result.

6.1.3

As far as it is reasonable in the circumstances police staff act in accordance with their training
in the use of restraint, i.e. by applying the management/conflict resolution model to decide what
restraint may be necessary, proportionate and reasonable. Section 3 of the Criminal Law Act
1967 makes it clear that force may only be used when it is reasonable in the circumstances.

6.1.4

Police staff respect everyone‟s right to life and do not, under any circumstances, inflict,
instigate or tolerate any act of torture, inhuman or degrading treatment or punishment.

7.

INSTRUCTIONS

7.1

Police staff only give and carry out reasonable instructions.

7.2

Police staff follow all reasonable instructions and abide by force policies.

7.2.1

Police staff do not give or carry out instructions which an individual would conclude were
unreasonable.

7.2.2

Two factors should be considered when assessing if it was reasonable not to follow an
instruction. First of all, was the instruction reasonable having regard to all the circumstances
and secondly, did the individual have a good and sufficient reason not to comply having regard
to all the circumstances and possible consequences.

7.2.3

Police staff, to the best of their ability, support their colleagues in their work.

7.2.4

Police staff abide by terms and conditions of employment

8.

WORK AND RESPONSIBILITIES

8.1

Police staff are diligent in the exercise of their work and responsibilities.

8.1.1

Police staff do not knowingly neglect their work or responsibilities. When deciding if an
individual has neglected his or her work or responsibilities, all of the circumstances should be
taken into account. Police staff have discretion and may have to prioritise the demands on their
time and resources. This may involve leaving a task to do a different one, which in their
judgement is more important. This is accepted and in many cases essential for good working.

8.1.2

Police staff ensure that accurate records are kept of the exercise of their work and powers as
required by relevant legislation, force policies and procedures.
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8.1.3

In carrying out their work police staff have a responsibility to exercise reasonable care to
prevent injury, loss of life or loss or damage to the property of others (including police property).

9.

CONFIDENTIALITY

9.1

Police staff treat information with respect and access or disclose it only in the proper
course of their work.

9.1.1

The police service shares information with other agencies and the public as part of its
legitimate policing business. Police staff never access or disclose any information that is not in
the proper course of police work. Police staff who are unsure if they should access or disclose
information always consult with their manager or department that deals with data protection or
freedom of information before accessing or disclosing it.

9.1.2

Police staff do not provide information to third parties who are not entitled to it. This includes for
example, requests from family or friends, approaches by private investigators and unauthorised
disclosure to the media. Certain disclosures may be covered by the Public Interest Disclosure
Act.

10.

FITNESS FOR WORK

10.1

Police staff when at work are fit to carry out their duties

10.1.1

Police staff do not make themselves unfit or impaired for work as a result of drinking alcohol,
using a substance for non-medical purposes or intentionally misusing a prescription drug.

10.1.2

Police staff with a drink or drugs misuse problem will be supported if they demonstrate an
intention to address the problem and take steps to overcome it. However, the use of illegal
drugs will not be condoned.

10.1.3

Police staff who are aware of any health concerns that may impair their ability to perform their
work should seek guidance from the occupational health department or line manager and if
appropriate reasonable adjustments can be made.

10.1.4

Police staff who are unexpectedly called to attend for work should be able to say that they are
not fit to perform the required work as a result of having consumed alcohol without risk of
bringing discredit on themselves or the police service or being subject to any disciplinary
procedure.

10.1.5

Police staff when absent from work, on account of sickness, do not knowingly engage in
activities which could impair their return to work. Police staff will engage with the force medical
officer or other member of the occupational health team if required.

11.

DISCREDITABLE CONDUCT

11.1

Police staff behave in a manner which does not discredit the police service or undermine
public confidence in the police service.

11.2

Police staff report any caution or conviction against them for a criminal offence.

11.2.1

Discredit can be brought on the police service by an act itself or because public
confidence in the police is undermined. In general, it should be the actual underlying
conduct of the individual that is considered under the disciplinary procedure. However
where a member of police staff has been convicted of a criminal offence that alone may
lead to disciplinary action irrespective of the nature of the conduct itself. In all cases it
must be clearly articulated and evidenced how the conduct or conviction has discredited
the police service.

11.2.2

In the interests of fairness, consistency and reasonableness the test is not solely about media
coverage and perception but has regard to all the circumstances and evidence.
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11.2.3

Police staff do not purchase or consume alcohol when performing their duties, unless
specifically authorised to do so or it becomes necessary for the proper discharge of a particular
police function.

11.2.4

Police staff when at work whether in uniform or not, display a positive image of the police
service in the standard of their appearance which is appropriate to their individual role.

11.2.5

Police staff attend punctually when rostered for work or other commitments (e.g. attendance at
court).

12.

CHALLENGING AND REPORTING IMPROPER CONDUCT

12.1

Police staff report, challenge or take action against the conduct of colleagues which
have fallen below the standards of professional behaviour expected.

12.1.1

Police staff are expected to uphold the standards of professional behaviour in the police service
by taking appropriate action if they come across the conduct of a colleague which has fallen
below these standards. They never ignore such conduct.

12.1.2

Police staff who, in the circumstances, feel they cannot challenge a colleague directly, for
example if they are in a more junior role and are not confident, report their concerns, preferably
to a line manager. If they do not feel able to approach a line manager with their concerns, they
may report the matter through the force‟s confidential reporting mechanism, or to the statutory
officers of the Police and Crime Commissioner, Independent Police Complaints Commission
(IPCC) or under the Public Interest Disclosure Act.

12.1.3

Police staff will be supported by the police service if they report conduct by an individual which
has fallen below the standards expected unless such a report is found to be malicious or
otherwise made in bad faith.

12.1.4

It is accepted that the circumstances may make immediate action difficult but managers are
expected to challenge or take action as soon as possible.

12.1.5

It is accepted however that it will not always be necessary to report an individual‟s conduct if the
matter has been dealt with appropriately by a manager in the police service.

13.

EQUALITY IMPACT ASSESSMENT (EQIA)
The Policy has been reviewed and drafted against all protected characteristics in accordance
with the Public Sector Equality Duty embodied in the Equality Act 2010. The policy has
therefore been Equality Impact Assessed to show how WMP has evidenced „due regard‟ to the
need to:
Eliminate discrimination, harassment, and victimisation.
Advance equality of opportunity between persons who share a relevant protected
characteristic and persons who do not share it.
Foster good relations between persons who share a relevant protected
characteristic and persons who do not share it.
Supporting documentation in the form of an EQIA has been completed and is available for
viewing in conjunction with this Policy.

14.

HUMAN RIGHTS

14.1

This policy has been implemented and reviewed in accordance with that set out with the
European Convention and principles provided by the Human Rights Act 1998. The application of
this policy has no differential impact on any of the articles within the Act. However, failure as to
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its implementation would impact on the core duties and values of WMP (and its partners), to
uphold the law and serve/protect all members of its community (and beyond) from harm,
effecting that of:

15.

FREEDOM OF INFORMATION (FOI)

15.1

Public disclosure of this policy document is determined by the Force Policy Co-ordinator on
agreement with its owner. Version 1.1 of this policy has been GPMS marked as not protectively
marked.

15.2

Public disclosure does not automatically apply to supporting Force policies, directives and
associated guidance documents, and in all cases the necessary advice should be sought prior to
disclosure to any one of these associated documents.

Which exemptions apply and to
which section of the document?

Whole
document

16.

TRAINING.

17.

PROMOTION / DISTRIBUTION & MARKETING.

Section
number

The following methods will be adopted to ensure full knowledge of the Policy:
18.

REVIEW.

18.1

The Policy business owner, the Corporate HR Department maintain outright ownership of the
policy and any other associated documents and in-turn delegate responsibility to the
department/unit responsible for its continued monitoring.

18.2

The policy should be considered a „living document‟ and subject to regular review to reflect upon
any Force, Home Office/ACPO, legislative changes, good practice (learning the lessons) both
locally and nationally, etc.

18.3

A formal review of the Policy document, including that of any other potential impacts i.e. EQIA, will
be conducted by the date shown as indicated on the first page.

18.4

Any amendments to the Policy will be conducted and evidenced through the Force Policy Coordinator and set out within the version control template.

18.5

Feedback is always welcomed by that of the author/owner and/or Force Policy Co-ordinator as to
the content and layout of the policy document and any potential improvements.

CHIEF CONSTABLE
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19.

VERSION HISTORY.
Version

Version 1.0

Date
22 / 11 / 2012

Version 1.1

22 / 11 / 2012

V.1.2

06.12.2012

Reason for Change
To amend the words Police Authority to the words
Police and Crime Commissioner. This is to reflect the
disestablishment of the Police Authority and the
installation of the Police and Crime Commissioner.
Also to amend spelling, grammar and general
changes in policy
Paragraph 3.1.4
“Manager, Chief Officer” has been changed
to “Manager or Chief Officer”
Paragraph 12.1.2
“or to the Police Authority” has been
changed to “ or to statutory officers of the
Police and Crime Commissioner”
To DCC for approval
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Chris Rowson, Head of HR

DCC Thompson
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