
 

 

Swindon Borough Council Diversity Impact Assessment: 
 Political Restrictions Policy (PD 006) 2016 

1  What’s it about?                                                                                     Refer to equality duties 

What is the proposal?  What outcomes/benefits are you hoping to achieve? 

Certain posts are ‘politically restricted’, which means that employees who hold them are effectively 

prevented from having any active political role in or outside the workplace.  This not only debars 

employees from holding or standing for elected office but also prevents from the following: 

 

 Participating in political activities, publicly expressing support for a political party or undertaking 

other activities such as canvassing on behalf of a person who seek to be a candidate; and 

 Speaking to the public at large or publishing any written or artistic work that could give the 

impression that they are advocating support for a political party. 

 

These restrictions aim to prevent politics coming into play where an employee is in a politically influential 

position.  This could be where an employee implements the authority’s policies, gives advice to, or speaks 

on behalf of, the authority. 

 

Role profiles should clearly state whether a post is politically restricted, it must be stated in any 

recruitment advertisement as well as an employee’s Contract of Employment.  Current employees who 

have a politically restricted post will be communicated that their role is politically restricted and will be 

asked to sign a letter as it will form part of their terms and conditions of employment. 

 

The primary objective of this policy is to ensure that employees in politically restricted posts do not allow 

any perception to arise that their own personal or political opinions may have influenced or improperly 

interfered with their work. 

 

Who’s it for? 

This policy is applicable to all employees whose role has been deemed to be politically restricted.  The 

current list requires updating and will be completed upon the launch of this policy.  As of September 2012 

there were 85 roles that were deemed politically restricted. 

 

How will this proposal meet the equality duties? 

This policy meets the Council’s legal obligations as a local authority in relation to politically restricted posts 

and confirms the rules and guidelines governing expected conduct, to assist employees in complying. 

 

It supports managers in understanding their role in managing the process. 

 

It provides a fair and transparent process for all employees.  This policy has been transferred into a new 

policy format which makes it more user-friendly and streamlined. 

 

What are the barriers to meeting this potential? 

It is the role that is politically restricted and not the employee.  However, employees who hold these types 

of roles are contractually required to meet the requirements set out above. 

 

 

 
 



 

 

2  Who’s using it?                                                                                       Refer to equality groups 

What data/evidence do you have about who is or could be affected (e.g. equality monitoring, customer 

feedback, current service use, national/regional/local trends)? 

We have information on what roles are currently deemed to be politically restricted and we have to 

publish these on our website.  Employees, whose role is politically restricted and undertakes political 

activities within or outside of the workplace, may be subject to disciplinary action under the Council’s 

Disciplinary Policy or Code of Conduct. 

 

With the launch of this policy, members of the wider leadership will be asked to provide an updated list of 

politically restricted roles within their area including the post-holders.  The list has not been updated since 

2010.  Only the posts will be published.  The post-holders will be informed that their role is politically 

restricted if it is not in their current Contract of Employment. 

 

This list will be published on the intranet and the internet – using the links specified below: 

 

Intranet 

http://oneswindon/WorkingatSBC/hr/Pages/Politically-Restricted-Posts.aspx 

Internet 
http://www.swindon.gov.uk/download/downloads/id/508/politically_restricted_posts_policy.pdf 

  

 

How can you involve your customers in developing the proposal? 

This policy has been consulted with the Unions, People Development, Policy User Group and Law & 

Democratic Services.  This includes the Head of Law & Democratic Services. 

 

This is a legislative requirement that we have this policy in place. 

 

Who is missing? Do you need to fill any gaps in your data?  (pause DIA if necessary)  

N/A 
 

3  Impact                                                          Refer to dimensions of equality and equality groups 

Show consideration of: age, disability, sex, transgender, marriage/civil partnership, 

 maternity/pregnancy, race, religion/belief, sexual orientation 

 and if appropriate: financial economic status, homelessness, political view 

Using the information in parts 1 & 2: 

a) Does the proposal create an adverse impact which may affect some groups or individuals? Is it clear 

what this is?  How can this be mitigated or justified? 

None has been identified as the impact is expected to be positive in providing a fair and consistent 

mechanism for all employees.  It is not about the individual but the post that they hold in the workplace.  

However, employees who have strong political views will need to be mindful of their conduct if they hold a 

role that is deemed to be politically restricted. 

 

What can be done to change this impact?   

The policy needs to be user-friendly and streamlined with particular emphasis that it is the role that is 

politically restricted and not the employee.  However, the employee has to be mindful of their conduct if 

they hold one of these roles and this, in particular, needs to be made clear. 

 

 

http://oneswindon/WorkingatSBC/hr/Pages/Politically-Restricted-Posts.aspx
http://www.swindon.gov.uk/download/downloads/id/508/politically_restricted_posts_policy.pdf


 

 

b) Does the proposal create benefit for a particular group?  Is it clear what this is? Can you maximise the 

benefits for other groups? 

It provides a fair and consistent mechanism for employees who hold a role that is deemed to be politically 

restricted. 

 

Does further consultation need to be done?  How will assumptions made in this assessment be tested? 

This is a legislative requirement.  However, the appeals process which an employee can use if they feel that 
their role should not be politically restricted should be made clearer.  However, this is only applicable to 
“sensitive” roles which means that employees giving advice on a regular basis to the Council, its 
Administration or journalists or broadcasters. 

 
 

4  So what?                                                                                  Link to business planning process 

What changes have you made in the course of this DIA?  

Have ensured that the appeals process is more streamlined. 

 

What will you do now and what will be included in future planning? 

Need to be mindful of legislative changes and the impact of these changes on the roles and the employees 

who hold them.  Therefore any changes will require for the DIA to be updated and the policy to be 

reviewed and consulted on. 

 

When will this be reviewed? 

The policy will be reviewed on an annual basis and the list of politically restricted roles will be reviewed at 

the same time.  Any changes to the policy / list of roles will be communicated via the intranet. 

 

How will success be measured? 

Any issues concerning an employee’s conduct will be record via HR as well as any appeals.  Therefore, we 

can monitor to see how many cases are from an employee whose role is / deemed to be politically 

restricted.  Therefore, depending on numbers of cases, the policy may need to be reviewed to make it 

clearer.  We just need to ensure that the policy is kept up-to-date as it is a legislative requirement to do so. 

 
 

For the record 

Name of person leading this DIA: 
Nicki Jackson, HR Policy Consultant 

Date completed: 
31st December 2015 (updated 12th May 2016) 

Names of people involved in consideration of impact: 
 

Name of manager signing DIA: 
Sonia Grewal, HR Lead 

Date signed: 
31st December 2015 

 

 


