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Vision 
 
The Civil Nuclear Constabulary strives to be an organisation in which every individual is respected, 
where difference is not acted against but is valued, and in which fairness underpins everything that we 
do.  Delivery of equality, diversity and human rights is a guiding principle in everything we do; it 
supports our delivery of our Mission, Strategic Objectives and core values. 
 
Developing an organisation in which equality, diversity and human rights flourish cannot be achieved by 
one individual acting alone; every Police Officer and member of Police Staff has a personal role and 
responsibility in the achievement of this vision. 
 
 
Where we are now 
 
This Strategy builds upon sustained activity by the Constabulary to drive forward equality, diversity and 
human rights.  The 2010-13 Strategy and Scheme concentrated on making sure that essential equality, 
diversity and human rights principles were integrated into business as usual within the Constabulary.  
As such, systems and mechanisms have been put in place so that all employees are held personally 
accountable for equality, diversity and human rights within their specific role and all have received the 
training necessary to understand this responsibility.  A summary of some of the major outputs of this 
previous Strategy and Scheme can be found in appendix A. 
 
 
Achieving the vision – Challenges to be addressed 
 
The basic systems are in place, however, analysis of workforce metrics, employee survey and other 
sources of feedback demonstrate that we can still improve: the low numbers of women and minorities in 
our workplace and in the more senior roles of our hierarchy is a concern for some; disrespectful 
behaviours remain a concern for others; and understanding of and engagement with this area requires 
improvement for a number.  Cross-representational focus groups assessed the state of equality, 
diversity and human rights within the Constabulary and recommended three areas to address: 
 
 
1. Challenge recruitment and talent management to deliver inclusivity. Officers and Staff who took 

part in consultation were particularly concerned about the numbers of women in our workforce and 
in particular, that the numbers of women and minorities in roles becomes less higher up the 
hierarchy.  To challenge this, we will: 

 
• ensure recruitment is fair and attracts diverse talent 
• provide equal opportunities for learning & development 
• implement a talent management strategy which is fair to all 
 
KPI’s 
• Target for Female Officer Recruits:  15% 
• Target for BME Officer Recruits:  2% 
• Target to increase Female Firearms Instructors from 1% of Instructors to 4%  
• Target for gateway roles: Increase Female Sergeants from 7% to 9%; Increase BME Sergeants 

from 1% to 2% 
 
Outcome 
By 2016, the Constabulary aims to attract, develop and retain engaged people from a diverse range 
of backgrounds into all areas of the organisation, who are performing well to fulfil our strategic and 
operational objectives. 
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2. Foster a culture of respect.  Despite having a range of supportive measures in place, statistics 
from the Constabulary Survey indicate that large numbers are concerned about workplace behaviours.  
Building upon existing work, we will: 
 
• empower people to live by our values and challenge inappropriate behaviours  
• utilise performance management process to make sure that everyone fulfils their behavioural 

obligations as set out in the competency framework  
• ensure that our values are integral to all policy and project development 
 
KPI’s 
• Target:  <10% grievances relating to bullying & harassment  
• Target:  Reduce Employment Tribunals relating to equality from 6 to 2 per annum 
• Target:  Maintain 0 complaints relating to equality 
• Target:  Maintain Investors In People Accreditation 
• Target:  Positive progress (or maintain if past score in excess of 75%) in the following Constabulary 

Survey Questions: 
 Q7c  Satisfaction with the balance between work and life outside work 
 25f To what extent does your immediate line manager treat you fairly? 
 35e  We treat each other with dignity and respect at all times 
 38 Have you experienced bullying or harassment in the last two years? 

 
Outcome 
The Constabulary will continue to foster an inclusive and open culture in which difference is respected 
and valued and in which inappropriate behaviours are challenged. 
 

3. Develop a reputation for fairness and integrity. Consultation with a wide range of stakeholders 
identified that despite a significant amount of work in this area, few people are aware of just how 
much is being done in the field of equality, diversity & human rights.  To improve people’s 
perceptions and improve engagement, we will: 

 
• ensure that people are well-equipped and confident in responding to colleagues and stakeholders in 

a fair and respectful manner, valuing differences 
• promote awareness of equality, diversity and human rights work amongst internal and external 

stakeholders 
• gather and use data to understand the equality and human rights impact of our service and how we 

can best respond to different needs 
• engage with and learn from leading organisations and networks to promote human rights, equality 

and to value diversity 
• use reputable standards to learn, improve and recognise progress 
 
KPI’s 
• Target:  Opportunity Now and Race For Opportunity Benchmark scores to improve by 5% by 2014 
• Target:  Recognition in Stonewall top 100 employers by 2016 
• Target:  Evidence of partnership working with external stakeholders 
• Target:  Progress (or maintain position if past score in excess of 75%) in the following Constabulary 

Survey Questions: 
 Q 20 c How important is respect for other to your job? 
 29 To what extent to senior managers treat people with dignity and respect? 

 
Outcome 
The Constabulary aims by 2016 to become an organisation with a trusted reputation amongst 
employees and external stakeholders for integrity and fairness. 
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Why this is important: 
 
The Business Case 
A diverse workforce and a commitment to promoting equality, diversity and human rights, delivers a 
range of benefits which all contribute towards improving the Constabulary’s performance.  These 
benefits include: 

• A positive shift in attitudes and behaviours better reflecting our core values and more conducive 
with a progressive workplace  

• A broad range of experience and knowledge to inform decision making and provide for a wider 
range of creative solutions  

• Better employee/manager relations, leading to improvements in employee satisfaction, a 
reduction in the number of leavers, and fewer grievances and complaints  

• Improved relationships with our external stakeholders, resulting in an improved service 

Promoting equality, diversity and human rights is not just the right thing to do – it is essential to the 
effectiveness of policing.   

 
Legislation 
 
The Equality Act 2010 

The Equality Act requires employers to not discriminate, harass or victimise any individuals due to their 
protected characteristics.  The nine characteristics are: 

• Age 
• Disability 
• Gender reassignment 
• Race 
• Religion or Belief 
• Sex 
• Sexual orientation 
• Marriage & civil partnership 
• Pregnancy & maternity 

In addition, the Constabulary has a legal duty to have due regard to the need to: 

• Eliminate unlawful discrimination, harassment and victimisation  
• Advance equality of opportunity between different groups  
• Foster good relations between different groups  

The Human Rights Act 1998 
 
The Human Rights Act 1998 requires the Constabulary to comply with the fundamental rights and 
freedoms for individuals. 
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Making this happen: 
 
Planning 
 
The Equality, Diversity & Human Rights Strategy is an organisation-wide strategy that needs to be led 
by the Executive and to be owned and understood across the Constabulary. 
 
The specific actions to be taken to deliver the Strategy will be agreed each year by the Executive team 
and linked to work plans as part of the business planning process. 
 
Communications 
 
A targeted approach to cascading information via the management structure will be adopted.  This will 
be supplemented by a general approach, which utilises a specialist intranet site, internal magazines 
and screensavers. 
 
Performance 
 
Monitoring against the Strategy will be undertaken through the Constabulary’s corporate monitoring 
system to ensure that work towards equality, diversity and human rights becomes part of our 
mainstream activity.   
 
More specific, localised monitoring will occur through our internal inspections process for each Unit. 
 
Accountability 
 
Every employee is required to report against diversity as part of the performance appraisal process.
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Equality Scheme 2013-16 
 
Our Aim:  1)  Challenge recruitment and talent management to deliver inclusivity 
Desired outcome:  An increase in the diversity of our workforce 
This year we will… Unless things change, by 2016 we will have… 
Working with a newly sourced recruitment agency we will seek to improve our 
appeal to a diverse audience 
(HR, Resourcing) 
 
Continue to advertise in diversity-focused media and look to increase this 
(HR, Resourcing) 
 
Take steps to increase the diversity make up of our Firearms Training Unit (FTU) 
 
Ensure that the principles of diversity and equality are integrated within the Talent 
Management Strategy delivery and Training Review roll-out (HROD/Training) 
 

Revised recruitment processes for diversity (HR 
Resourcing) 
 
 
 
 
 
Undertaken specific projects in two areas identified for the 
limited diversity of their workforce (HR, Policy) 
 
Rolled out the three year training plan in which diversity is 
an integral element (Training) 

Key Performance Indicators 
• Target for Female Officer Recruits:  15% 
• Target for BME Officer Recruits:  2% 
• Target to increase Female Firearms Instructors from 1% of Instructors to 4%  
• Target for gateway roles: Increase Female Sergeants from 7% to 9%; Increase BME Sergeants from 1% to 2% 
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Our Aim:  2)  Foster a culture of respect 
Desired outcome:  A workplace culture in which everyone feels that they are treated with respect 
This year we will… Unless things change, by 2016 we will have… 
Promote the values element of the revised Mission Statement (Exec) 
 
 
Develop and deliver online diversity training for all (Training) 
 
Develop specialised equality, diversity and human rights guidance for those who 
manage projects or author policies and procedures (Training) 
 
Focus upon the development of local diversity support networks and operational 
diversity representatives (Operations) 
 
Roll out a procedure for work-life balance and associated guidance for managers 
(HR, Policy) 
 
Complete the roll out of our enhanced maternity and dyslexia support provisions 
(HR, Policy/ FTU/ Operations)  
 
Develop opportunities for the Equality & Diversity Steering Group to learn lessons 
from employment tribunals, grievances etc (HR, Policy / Legal) 
 

Engaged with everyone at the CNC regarding our values 
(Exec) 
 
Developed a comprehensive suite of equality, diversity and 
human rights training packages which is integrated within 
the Constabulary strategic training offering(Training) 
 
Diversity representatives at all Units and diversity support 
networks at our larger Units (Operations) 
 
Developed procedures and associated support material so 
that managers have access to mechanisms needed to 
support diverse people (HR Policy) 
 
 
Developed a robust lessons learnt process (HR Policy / 
Legal) 

Key Performance Indicators 
• Target:  <10% grievances relating to bullying & harassment  
• Target:  Reduce Employment Tribunals relating to equality from 6 to 2 per annum 
• Target:  Maintain 0 complaints relating to equality 
• Target:  Maintain Investors In People Accreditation 
• Target:  Positive progress (or maintain if past score in excess of 75%) in the following Constabulary Survey Questions: 
 Q7c  Satisfaction with the balance between work and life outside work 
 25f To what extent does your immediate line manager treat you fairly? 
 35e  We treat each other with dignity and respect at all times 
 38 Have you experienced bullying or harassment in the last two years? 
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Our Aim:  3)  Develop a reputation for fairness and integrity 
Desired outcome:  Increased reputation amongst internal and external stakeholders for fairness and integrity  
This year we will… Unless things change, by 2016 we will have… 
Develop internal communications and engagement mechanisms, such as posters, 
emails, network events, etc. (Operations) 
 
 
Provide CNC representation at a regional Pride event (GPA) 
 
 
Continue to work with the Welsh Language Commissioner to meet our legal 
requirements for the Welsh Language 
(Wylfa) 
 
Maintain membership of external best practice networks:  British Association for 
Women in Policing, College of Policing Equality Network, Opportunity Now, Race 
For Opportunity, Stonewall (HR, Policy) 
 
Undertake equality networks quality assessments (HR, Policy) 
 
 
 
Send a copy of the completed Strategy and Scheme to diversity representatives 
of external stakeholders (HR, Policy)  
 
 

Developed robust mechanism for communication and 
engagement with everyone at the CNC regarding equality, 
diversity and human rights (Operations) 
 
Provided  presence at Pride events in South Division, 
North Division and Scotland (GPA) 
 
Compliance with Welsh Language Standards (Wylfa) 
 
 
 
Continued to learn and develop through our work with best 
practice networks (HR, Policy) 
 
 
Completed regular external quality assessments of our 
equality, diversity and human rights work and amended 
our scheme accordingly (HR, Policy) 
 
Developed good working relationships with the diversity 
representatives of our external stakeholders (HR, Policy) 
 

Key Performance Indicators 
• Target:  Opportunity Now and Race For Opportunity Benchmark scores to improve by 5% by 2014 
• Target:  Recognition in Stonewall top 100 employers by 2016 
• Target:  Evidence of partnership working with external stakeholders 
• Target:  Progress (or maintain position if past score in excess of 75%) in the following Constabulary Survey Questions: 
 Q 20 c How important is respect for other to your job? 
 29 To what extent to senior managers treat people with dignity and respect? 
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Consultation, Monitoring, Reporting, Communications and 
Publishing 
 
Consultation 
 
This Strategy and Scheme were produced in consultation with internal and external 
stakeholders.  The following individuals and groups were consulted with: 
 

• Employees (via the 2012 Constabulary survey, focus groups, and responses to 
internal articles) 

• Internal Staff Associations  
• Local and National Representatives of the British Association of Women in Policing, 

Disabled Police Association, National Black Police Association, Gay Police 
Association 

• Diversity leads from Dounreay, EDF, Magnox, Sellafield plc and DECC  
• Opportunity Now (Employers forum for gender) 
• Race for Opportunity (Employers forum for race) 
• Stonewall (Forum for sexual orientation) 
• Equality & Diversity Implementation Team 
• CNC specialist reviewers 

 
Monitoring 
 
Monitoring of progress will be via current practices: 

• Regular meetings of the Equality and Diversity Implementation Team 
• HMIC assessments 
• Internal and external audit 
• External quality assessment, benchmarked against other employers 

 
Reporting 
 
The Key Performance Indicators will be used by the Equality & Diversity Steering Group to 
monitor and challenge progress in achieving outcomes.  A traffic light key will be used to 
indicate progress on each area: 
 
RED  = Poor performance, slow or lack of progress 
AMBER = Medium performance, progress is being made towards achieving goals and 

objectives 
GREEN = High performance, goals and objectives have been achieved 
 
Timely reporting will be delivered via the following mechanisms: 
 

• Bi-monthly reporting of KPI’s and Scheme progress to the Equality & Diversity 
Steering Group 

• Monthly reporting of key performance metrics to the Corporate Business Meeting 
• Annual reporting of overall performance and workforce metrics 

 
 
Publishing 
 
The Strategy and Scheme are available on the intranet, and externally via the internet.  The 
annual progress report is also published in this way.  Commentary on performance will 
continue to be made within our Annual Report and Accounts. 
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(Strategy Appendix A) 
 
Achievements of the 2010 – 13 Strategy & Scheme which will continue to be delivered 
against 
 
A vast amount of work was undertaken during the period 2010 – 13.  This work ensured that 
the Constabulary is compliant with the legal requirements of the Equality Act 2010 and 
Equality Duty.  What is more, this work ensures that the Constabulary is achieving (as far as 
is relevant for our specialist role) the standards set for Police Forces in 2010 by the NPIA.  
The Constabulary will continue to deliver in each of these areas. 
 
Current Equality, Diversity & Human Rights Practice 

• Equality & Diversity Policy 
• Dignity at Work Procedure 
• Disability Management Procedure 
• Human Rights and Equality Impact Procedure, compliant with the Equality Duty, 

required for all new and reviewed policies, procedures and projects 
• Recruitment and promotion processes requiring competency in diversity behaviours  
• Equality training for all new Officer recruits 
• Equality training refresher required of all employees 
• Diversity behaviours assessed through appraisal and at point of promotion 
• Executive Champion for equality, diversity and human rights 
• Equality and Diversity Steering Group provides cross-representational steer of 

equality and diversity matters 
• Inspector or above representation for equality and diversity for each operational 

Division 
• Internal Gay Police Association Representatives 
• Equality considerations integrated within training design, clothing and equipment 

decisions, purchasing decisions and facilities decisions 
• Safecall and Employee Assistance Programme provide independent phone line 

support 
• Monthly reporting into the Senior Management Meeting 
• Annual equality, diversity and human rights monitoring report into the Board and on 

the internet 
• All complaints, misconduct cases, grievances and employment tribunals monitored 

for equality and diversity 
• Two-yearly employee survey including diversity focus and equality monitoring 
• Regular features in in-house magazines and intranet pages 
• Religious festivals calendar at all sites 
• Membership of Opportunity Now, Race For Opportunity and Stonewall 
• Completion of Opportunity Now and Race for Opportunity Benchmarks  
 

 
 


