[image: image1.png]I
@
-
43
LU S
(=3
| {|

MINISTRY OF DEFENCE




Proposals for the 

MOD Strategic Equality Objectives 
2011-14
Public Consultation Document

Ministry of Defence

Corporate Civilian and Armed Forces Equality Teams
Contents

1
Introduction to the public consultation





3
2
Introduction to the legislation






5

3
Our proposals for complying with the Specific Duties


6
4
Proposed equality objectives






7
1 Introduction to the public consultation

We are pleased to present this public consultation document on proposals for our equality objectives 2011-14.  These objectives set out how we will tackle discrimination and promote fairness and equality following the enactment of the Equality Act 2010 and the resulting new public sector equality duty and the Specific Duties.

We are now asking for your views on our equality objectives.  We will publish our final objectives following this consultation.

In deciding what proposals should go forward into the equality objectives we have:

· Considered the results of staff involvement and consultation.

· Carried forward commitments from our Single Equality Schemes 2008-2011, as necessary.
· Taken into account the Departmental priorities and other Government wide priorities.
The main questions we would like your views on are as follows:

· Are the equality objectives as set out in Section 4 the right ones, are they clear and do they reflect what a fair Ministry of Defence requires?
· Are the measures of success appropriate and relevant?

1.1 Consultation through completion of questions within this document

A feedback and suggestion box is provided for each equality objective and any additional comments are welcome.  Once you have completed your responses, please email the document to:
Dcp-diversityoffice@mod.uk
Or post to:
DCP – Corporate Capability Diversity Team

Ministry of Defence

Main Building, 06.K.19

Horseguards Avenue

Whitehall, London

SW1A 2HB

You can also write to this address, or telephone 020 7218 7477, if you wish to request a hard copy of the consultation document in the post.

1.2 Consultation deadline

This consultation will close at 5pm on Thursday 29th March 2012.  We regret that we will be unable to take account of late responses.
1.3 Alternative formats

This document is available in alternative formats on request.  Please email 

dcp-diversityoffice@mod.uk or telephone 020 7218 7477.

Please note that responses will automatically be considered as being in the public domain unless they are clearly marked as being confidential.  Responses may be published or disclosed in accordance with access to information regimes such as the Freedom of Information Act 2000 and the Data Protection Act 1998.

2 Introduction to the legislation
This Section sets out the requirements of the Equality Act 2010 in relation to the General and Specific Public Sector Duties.

2.1 The General Duty

Section 149 of the Equality Act 2010 imposes a ‘General Duty’ on all public bodies covered by the Act to have due regard to the need to:

· eliminate unlawful discrimination, harassment and victimisation;

· advance equality of opportunity between different groups; and

· foster good relations between different groups.

The three arms of the General Duty imposed on public bodies are collectively referred to as the ‘duty to promote equality’.  The MOD is a public body within the meaning of the Act and therefore has a duty to promote equality across all groups with ‘protected characteristics’.
The characteristics protected under the Act are:

· age;

· disability;

· gender reassignment;

· marriage and civil partnership;

· pregnancy and maternity;

· race;

· religion or belief;

· sex; and

· sexual orientation.

2.2 The Specific Duties

The Equality Act 2010 (Specific Duties) Regulations 2011 requires all public bodies to:

· Prepare and publish one or more objectives within the timescales required by the Specific Duties and subsequently at intervals of not greater than four years beginning with the date of the last publication.  The objectives must be specific and measurable.

· Publish information to demonstrate its compliance with the General Duty within the timescales required and at intervals of not greater than one year beginning with the date of the last publication.  The information must be published in such a manner that it is accessible to the public.
3 Our proposals for complying with the Specific Duties

3.1 Publishing Information

We have published accessible information on our services and workforce to demonstrate our compliance with the General Duty across all our functions.  This information, which relates to all our equality and diversity policies and practices, can be found at:
http://www.mod.uk/DefenceInternet/AboutDefence/WhatWeDo/Personnel/EqualityAndDiversity/
3.2 Equality Objectives

The Ministry of Defence is committed to further embedding Equality & Diversity into everything we do.  Building on previous work, which included our Single Equality Schemes, our proposed equality objectives (detailed at page 7 onwards) form a central agenda to ensure that Equality and Diversity is built into all aspects of our work.

The proposed equality objectives have been noted by the Diversity Panel which is co-chaired by our Chief of Defence Staff and our Permanent Secretary and attended by Non-Executive Members.  All areas of the Department, including staff Focus Groups and Trade Unions have been engaged and consulted. We will revise and update our objectives at least every four years.

4 Proposed equality objectives
4.1 Equality & diversity vision

The Ministry of Defence’s has a clear vision of “a workforce, uniformed and civilian, that is drawn from the breadth of the society that we defend; gains strength from that society’s range of knowledge, experience and talent; and welcomes, respects and values the unique contribution of every individual”. In determining these strategic equality objectives we have considered where we need to expend greater effort to improve on our ability to achieve that vision.  All objectives will be reviewed annually and assume currently a target of 2016.  Some of these objectives are mutually supportive.

4.2 Proposed equality objectives for consultation

Objective 1 - To continue to embed equality and diversity as a routine part of Departmental business.

We will know we have succeeded when:

· The impact on all our people is taken into account across our business as shown through equality delivery plans and equality analysis documents.

· Equality and diversity is an integral part of all command, leadership, management and other relevant training.

· We will see the impact on diversity being reflected in change programme/business decisions as a matter of routine.


Objective 2 - To reduce the incidence of bullying and harassment in the Armed Forces and the MOD Civil Service.

We will know we have succeeded when:

· There are reduced levels of reported bullying and harassment throughout the Department.

· Equality and diversity is an integral part of all command, leadership, management and other relevant training.


Objective 3 - To improve confidence in the MOD civilian and Armed Forces complaints processes.
We will know we have succeeded when:

· Following an initial increase in levels of complaints we see a ‘plateau’ and then a reduction in levels of complaints throughout the Department and the Armed Forces as confidence in the system increases.
· Continuous improvement and a mechanism for exchanging lessons learned are embedded.
· The Services Complaints Commissioner judges the Armed Forces’ complaints process to be fair, effective and efficient. 

Objective 4 - To improve retention of women, ethnic minority and disabled personnel in the MOD Civil Service by ensuring that due regard is paid to the lived experience of protected groups.  
We will know we have succeeded when:

· Our overall targets (including for the Senior Civil Service) are achieved or exceeded, with sustainable upward trends for each protected group and strong talent pipelines in the feeder grade populations.

· Data is collected on a consistent basis and we are confident that we know the disability status and ethnic minority background of at least 90% of our civilian staff. 
· Protected groups are not disproportionately affected by the implementation of business and policy decisions.
· We continue to develop and build upon a previously strong record in diversity benchmarking exercises.


Objective 5 – To improve the recruitment of people from UK ethnic minority communities into the Armed Forces.
We will know we have succeeded when:

· There is a steady, sustainable increase in the proportion of people from UK ethnic minority communities in the Armed Forces to a level consistent with their representation in the general population.

· We are increasingly seen as a career of choice particularly amongst those ethnic minority communities which have not traditionally seen the Armed Forces in this way.


Objective 6 – To improve support to those in the MOD Civil Service with disabilities.
We will know we have succeeded when:

· We can demonstrate that staff consistently receive an equivalent entitlement to DWP ‘Access to Work’ Scheme as their private sector counterparts.

· We can demonstrate that the waiting times for the provision of reasonable adjustments are reduced and reflect Departmental policy.

· We ensure that line managers of staff with disabilities have access to consistent advice and expertise.
· We share best practice routinely with Other Government Departments. 

Objective 7 – To develop Armed Forces’ policies to improve the lived experience of Lesbian, Gay, Bisexual (LGB) and Transgender personnel.
We will know we have succeeded when:

· Data on sexual orientation is collected on a consistent basis, and the level of declaration shows an upward trend as Service personnel are comfortable to declare their sexual orientation.

· Declaration data shows that the proportion of declared LGBT personnel in the Services is consistent with that in the population as a whole.

· We continue to develop and build upon a previously strong record in diversity benchmarking exercises.


Objective 8 – To improve support to Armed Forces personnel of the major non-Christian faiths.

We will know we have succeeded when:

· Data relating to declared religion and belief shows a steady and sustainable increase.

· Recruitment from non-Christian faiths improves, as does retention, as confidence in the lived experience of those from non-Christian religions and beliefs improves.


Objective 9 - To develop Armed Forces policies to increase the availability of more flexible career structures. 

We will know we have succeeded when:

· The issues identified during the partnership with the EHRC have been taken forward and addressed by the single-Services.

· We can demonstrate that the measures put in place have improved the proportion of Servicewomen in the Armed Forces and have improved the retention of Servicewomen and men who have children or caring responsibilities.

· Personnel with a preference for stability rather than promotion are also able to benefit from more flexible career structures.
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