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MPS RESPONSE TO GOVERNMENT REVIEW OF PUBLIC SECTOR EQUALITY DUTY 

1.
Introduction

The Metropolitan Police Service is responsible for policing Greater London, which covers an area of 620 square miles (excluding the “square mile” of the City of London) and a population of 8.1 million people (comprising 13% of the population in the United Kingdom). London is one of the most diverse cities in Europe, with only 40% of London’s population being White British, according to the 2011 Census figures. Approximately 21% of the population are of Asian descent and 16% are of Black descent. Approximately one-third (37%) of the population was born outside of the United Kingdom. At least 29 different countries have groups of at least 30,000 people living in London. London is also home to sizeable Muslim, Hindu, Sikh and Jewish communities. London also has a younger population than the national average.
According to the 2011 Census figures 1,157,165 (14.2%) of Londoners have a long-term health problem or disability. There have been various estimates of the lesbian, gay, bisexual community (LGB) in the general population and the Government has previously estimated that 5-7% of the population were LGB. The 2011 Census did not survey sexual orientation however the ONS Household Survey 2010 found that only 1.5% people surveyed said they were LGB and London had the highest percentage of those polled who identified as gay, Lesbian or bisexual. However, the gay equality charity Stonewall welcomed the release of the figures but suggested the real figure for people who were gay, lesbian or bisexual could be higher. Additionally, the population estimate of those experiencing gender variance or identify as transgender is 1% (Figures according to www.gires.org.uk).
The Metropolitan Police Service employs approximately 31,000 police officers, 13,000 police staff and 2,600 Police Community Support Officers (PCSOs). The MPS is also being supported by more than 5,100 volunteer police officers in the Metropolitan Special Constabulary (MSC) and its Employer Supported Policing (ESP) programme.
2.
What are the Public Sector Equality Duties?

The Equality Duty is made up of a general duty with three main aims and specific duties that are designed to help public bodies meet the general duty. It replaces the existing public sector equality duties and covers the following protected characteristics: age, disability, gender reassignment, pregnancy and maternity; race, religion or belief, sex and sexual orientation. It also applies to marriage and civil partnership but only in respect of the requirement to have due regard to the need to eliminate discrimination.

The general duty requires public bodies to have due regard to the need to:

· eliminate unlawful discrimination, harassment and victimisation and other conduct prohibited by the Equality Act 2010;

· advance equality of opportunity between people from different groups; and 

· foster good relations between people from different groups.

The specific duties require public bodies to set specific, measurable equality objectives and to publish information about their performance on equality, so that it is easily accessible and the public can hold them to account.

3.
How well understood is the Equality Duty and guidance?

Following the implementation of the Equality Act there was demand from units across the MPS for information as to how the new legislation would impact on service delivery and employment practices. The Diversity & Citizen Focus Directorate (DCFD) co-ordinated the mapping of current and new legislation in order to assess gaps in relation to equality information available and monitoring methods. 

The DCFD produced toolkits to inform staff and managers of the Duty and rolled out a series of briefing sessions, communication notes and face to face meetings. All business areas of the MPS received briefings including Borough Commanders and Senior Leadership Teams, HR managers, Finance managers, Property Services and Legal Services.

The Equality Impact Assessment is a useful tool to show how the Equality Duty has been considered within decision making, and to demonstrate we have considered and mitigated (where possible) any negative impacts and highlight positive impacts on both our workforce and service delivery. 

Whilst the mechanism for considering impact is not mandated, the MPS decided to continue to use its existing EIA process as this was established and understood.  The MPS took the opportunity to review the form and guidance to simplify as far as possible and improve usability. 

4.
What are the costs and benefits of the Equality Duty?

The current Equality Duty started to operate in April 2011 and the MPS considers that it is still too early to be able to reliably measure or assess its impact. 

To some extent, a number of aspects of the new Duty were already established within the MPS, for example, 

· in line with a number of other public sector organisations, the MPS had previously published its Equalities Scheme which encompassed activities relating to age, religion and belief and sexual orientation (in addition to disability, gender and race).  

· the Mayor of London’s budget setting process had tended to include a requirement on the MPS to identify annual equality objectives 

· the MPS had made publicly available a range service delivery and workforce information broken down by some protected characteristics.

Given this starting point, there have been few additional costs to the MPS.  

Some additional burden will have been imposed by the requirement to publish equality information on an annual basis – however, as described above the MPS already made some of this available to the public and much of it was already collected through our IT systems and available internally.  Arguably, making the information available to the public in a regular and more structured way may have reduced the costs of the MPS responding to ad-hoc requests.

At this stage it is difficult to quantify specific benefits.  The requirement to set objectives and publish information on a regular basis has been helpful in providing a consistency and clarity to what the organisation needs to do.  The MPS is committed to being accountable to all the communities it serves and making information and decisions as transparent as possible in order to build the trust and confidence of all Londoners.  The Duty provides a framework that helps us achieve this aim.
5.
How organisations are managing legal risk and ensuring compliance with the Equality Duty

The MPS recognises the importance of having effective processes in place to ensure its compliance with the Equality Duty.  It is subject to considerable scrutiny and challenge on a range of equalities issues and is committed to being able to demonstrate the improvements that it is making.  
The MPS formulated draft equality objectives based on the themes of its existing MPS Diversity and Equality Strategy 2009/13 which were developed using both an evidence based and consultation process.  This included an analysis of current performance and an identification of high risk issues contained within the MPS Policing Plan 2012/13.

The draft equality objectives were the subject of an internal and external consultation process during March 2012. 
Under each objective are a number of activities that reflect areas for development within the MPS.  Regular monitoring of the equality outcomes that we are seeking to achieve and identified activities take place through the MPS Diversity Executive Board, chaired by the Deputy Commissioner.  
The full set of MPS Equality Objectives can be found in Appendix A.

As discussed above, the MPS continues to use a robust equality impact assessment process to ensure equality issues are considered within decision making.  In particular, the MPS is undertaking a review of all its policies and standard operating procedures to streamline them and ensure they are effective – equality considerations are central to these enhancements.  The MPS equality impact assessment process has been revised to reflect greater emphasis on identifying and monitoring where mitigating actions are required in order to improve equality outcomes. 
6.
What changes to the Equality Duty framework would ensure better equality outcomes?

There is always scope for improvement in the framework to provide greater clarity for organisations and service users.  Further development may be helpful to move beyond the setting of equality objectives to the achievement of measureable equality outcomes. At present there is no clear direction about what is required and the MPS would welcome such guidance.  Similarly, additional practical guidance on what effective community engagement looks like and how organisations can best demonstrate that their mechanisms for engaging with service users are effective may be beneficial.
APPENDIX A: MPS EQUALITY OBJECTIVES 2012/16

Equality Objective 1
To provide a fair, responsive and appropriate service to the communities we serve.

How we will achieve objective 1:

· By utilising our knowledge from a variety of sources including partners to plan and deliver services according to specific needs including:-

· Improve overall victim satisfaction through our Total Victim Care approach and continue to address the relative satisfaction levels the services we provide of different users including vulnerable victims and those from black and minority ethnic (BME) groups.

· Continue to tackle violence against women and girls and improve our services to victims of rape and serious sexual offences.

· Continue our work with young people and our partners to plan and deliver services to keep young people safe from harm and reduce serious youth violence.

· Strengthen our response to tackling gangs, reducing gun crime and violence, including making use of mediation and other interventions.

· Target dangerous and prolific suspected offenders for hate crimes, motivated by the victim’s perceived or actual protected characteristic. This includes homophobic, transphobic, racist, faith hate crimes and disability motivated crime. We will ensure that victims receive the best possible support to meet their individual needs and encourage reporting.

· Continue to tackle domestic violence, including honour based violence, forced marriage ensuring interventions and good practice are shared across London.

· Build the trust and confidence of diverse communities in our use of stop and search as a fair and proportionate policing tactic.

· Continue to ensure that new and existing MPS estate, policies, programmes, design and standards address the protected characteristics.

· To ensure that MPS services and information are accessible to all communities including the Deaf and disabled. 

How we will measure the success of Objective 1: 

To ensure we are able to meet equality objective 1, our progress against the following measures will be reviewed regularly:
· Reduce the White vs. BME Satisfaction gap 

· User satisfaction survey - comparison of other UK police forces 

· Victim Code Of Practice compliance 

· Total Victim Care - Quality call back survey results 

· Increase sanction detection rates for Domestic Violence and Hate Crimes 

· Repeat victimisation monitoring 

· Stop & Search Monitoring – looking at disproportionality of searches and arrest rates for Police and Criminal Evidence Act (PACE) and Non-PACE 

Equality Objective 2 

To engage with all communities, internally and externally, by listening and responding appropriately to increase confidence.

How we will achieve objective 2:

· Enhance the quality of our engagement with all communities, understanding and responding to public priorities, problem solving to reduce crime and ASB, and informing communities about crime and policing issues.

· Maintain and develop the perception of diverse communities of how helpful, friendly and approachable the police are.

· Further develop effective engagement activities with communities to enable police to listen to the concerns of diverse communities, demonstrate an understanding of the issues that affect them and undertake activities to deal with the identified issues. 

How we will measure the success of Objective 2: 

To ensure we are able to meet equality objective 2, our progress against the following measures will be reviewed regularly.

· Public Attitude Survey - increase overall confidence in policing 

· Op Kirkin Report – learning from the crime and disorder that took place in August 2011 and the implementation of recommendations 

· Integrated Neighbourhood Teams reports evaluated for engagement activity and opportunities 

· Public complaints data 

Equality Objective 3

To have a workforce that is more representative of the communities we serve and that is reflected across the organisation.

How we will achieve objective 3:

· Continue our work to develop a workforce that is more representative of the communities it serves particularly in specialist roles and improve progression of under-represented groups through targeted recruitment, retention and positive action and career development initiatives.

· Continue to develop a workplace environment where all members of our workforce believe they are treated with dignity and respect.

· Ensure that any impacts on workforce diversity arising from our change programmes are identified through equality impact assessments and appropriate mitigating actions put in place.

· Continue our work to address differences in employee satisfaction levels across employee groups, for example by progressing our current action plan to address issues affecting disabled staff and work to ensure that organisational learning from Fairness and Work (FAW)/Employment Tribunal (ET) and other processes is captured and implemented. 

How we will measure the success of Objective 3: 

To ensure we are able to meet equality objective 3, our progress against the following measures will be reviewed regularly.

· Workforce data report – to analyse recruitment, strength, wastage, resignations, promotions/progression by protected characteristics 

· Discipline outcomes - proportionality for protected characteristics against MPS overall demographics 

· Fairness At Work - proportionality for protected characteristics against MPS overall demographics 

· Employment Tribunals - proportionality for protected characteristics against MPS overall demographics 

· Flexible working arrangements 

· Staff survey - ‘Your Views Count’ 

Equality Objective 4

Equality standards and performance will be monitored, analysed and improved across the organisation.

How we will achieve objective 4:

· Develop further the Equality Standard for the Police Service (ESPS) to monitor how effectively we serve diverse communities and provide a framework for improvement through an active approach to diversity.

· Develop our approach to performance management and governance to ensure that high risk diversity and equality issues affecting the organisation are identified and addressed.

· Procurement Services will assist the business to meet its obligations as per the Equality Act 2010, to be demonstrated effectively through the Pre-Qualifying Questionnaire (PQQ) and ensuring contract managers are aware of their/contractors duty (even if contracted out) throughout the life of the contract. 

How we will measure the success of Objective 4: 

To ensure we are able to meet equality objective 4, our progress against the following measures will be reviewed regularly.

· Equality Standards for the Police Service – monitoring the MPS standards for diversity and equality and ensuring compliance across the organisation 

· Equality Impact Assessments – how many are completed 

· Pre-Qualifying Questionnaire for businesses wishing to work with the MPS 

How success will be recorded
Various departments and business groups across the MPS will be responsible for carrying out actions to meet these objectives. Monitoring will be carried out by DCFD and an update provided to Diversity Executive Board on a quarterly basis.

The life-span of the objectives is a maximum of 4 years but they will be reviewed on a yearly basis and in particular when the Diversity and Equality Strategy is updated next year in order to keep consistency between our corporate priorities and local responsibilities.

All  Operational command units within the MPS are  encouraged to provide action plans for improving diversity and equality, outlining how the actions were identified and what equality outcomes are to be achieved.  Toolkits containing fact sheets and bespoke guidance for Diversity and Equality practitioners are constantly being developed and are available on the DCFD intranet site

Diversity and Citizen Focus Directorate (DCFD) has revised the Equality Impact Assessment (EIA) form and standard operating procedure (SOP), which will reflect the Equality Act's greater emphasis on the responsibility of organisations to identify equality outcomes when conducting EIAs.  

Publication of Information
In January 2012 the MPS made a range of equality information available to the public via the internet as the specific duties require public bodies to publish information about their performance on equality, so that it is easily accessible and the public can hold them to account. This included regular monitoring. 
As work is produced that contains Equality Information it will be published by the owner via the MPS Publication Scheme at the time it is created. The information will be reviewed and analysed by the Diversity and Citizen Focus Directorate and the results presented to Diversity Executive Board.
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