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1. Foreword by the Director General

The Equality Scheme outlines our commitments for the forthcoming years, by ensuring our policies and procedures reflect the diverse needs and experiences of everyone in the business, the communities we engage with in an operational environment. 

It is a framework document that will help us fulfil our obligations under the Public Sector Equality Duties, as set out in the Equality Act.  We must pay due regard to these in our business and in the work that we do. 

The scheme provides a summary of what we have achieved to date and in addition identifies areas where improvements could be considered in the future. It also includes a reference to the change in our future identity with the National Crime Agency.

The Equality Scheme is divided into 4 main areas. These include the Aims of the Scheme, Delivering on Equality and Diversity (from internal and external perspectives), our Achievements to date and an Action Plan
It is essential that we introduce measures to identify and address the barriers and opportunities relating to Inclusion, Diversity and Equality, where these are relevant to our policy remit, through the way we managed our business and the impact it has on our Strategic Objectives and SOCA People Strategy

The action plan identifies where improvements could be made against our equality and diversity objectives plus ensure our policies, procedures and legislative activities pay due regard to the Protected Characteristics as indicated in the Equality Act.  This will be a living document which will be used to monitor, review and report progress.

We will monitor this Equality Scheme by way of the Strategic Inclusion Forum, report progress against our Action Plan and identify areas where more can be done to demonstrate our reputation as an employer of choice.

Everyone in the business should be encouraged to read and take ownership of it. 

2. Introduction to SOCA

The Serious Organised Crime Agency is a knowledge-led agency with law enforcement powers and harm-reduction responsibilities.  SOCA’s main functions are set out in the Serious Organised Crime and Police Act 2005 (SOCAP): to prevent, detect and contribute to the reduction of serious organised crime; and to deliver statutory requirements set out in legislation, including those in respect of information relating to crime; and international treaties.  In addition, SOCA is tasked to provide support to law enforcement partners, notably UK police forces and HM Revenue and Customs and UKBA.  SOCA is funded by, and reports to, the Home Secretary.  It is a Non-Departmental Public Body (NDPB) led by a Board with a majority of non-executive members. 
3. SOCA Strategic Plan – 2011 - 2014

The Government has announced its intention to create a National Crime Agency that will harness and build on the capabilities of SOCA.  The new agency will come into being before the end of the period covered by this Equality Scheme.  The National Crime Agency will have responsibility for:
· Improving what we know about the threat from organised crime
· Providing effective national tasking and coordination
· Ensuring more law enforcement activity takes place against more organised criminals, at reduced cost; and 

· Strengthening our border policing arrangements.

4. Aims of the SOCA Equality Scheme

· To provide a framework to guide the organisation on how to implement the public sector equality duty embracing all the protected characteristics as outlined in the Equality Act 2010 and tackle any direct and indirect discrimination.

· To set out our overall vision, commitment, objectives and action plans in relations to building and expanding on our equality work.

· To monitor the recruitment profile of all applicants to ensure that appointments are made from the widest possible field of applicants.

· To ensure that equality messages are built into the organisation’s communication strategy and ensure that equality information is available and is accessible to all.

· To ensure that as an organisation we comply with our general and specific equalities duties.

· To produce, manage and monitor the Action Plan which sets out practical ways in which SOCA will progress its work on the SOCA Equality Scheme over the next three years.

· To identify and address SOCA policies and practices that may be overtly or unintentionally discriminatory.

· To maintain a safe, secure environment for staff by ensuring that all forms of bullying/harassment and discriminations are prevented.

· To ensure that Inclusion Diversity and Equality (IDE) considerations are central to policy and day to day practice across our business.

· To reinforce SOCA’s Code of Professional Standards on Equality and Respect.

· Raise staff awareness about the Equality Duty and understanding of these issues and to ensure that the spirit of the Scheme is built into everyday activities through a comprehensive training programme.

· Ensure that our approach to Equality and Diversity is embedded in all our internal and external training courses.

5. Status and legal context of the SOCA Equality Scheme

SOCA is a public authority for the purposes of Section 6, Human Rights Act, 1998. Section 6(1) of the Act makes it unlawful for the organisation to act in a manner, which is incompatible with the rights enshrined in the European Convention on Human Rights. 

As an organisation we have the potential to engage Article 8 Right to Respect for Private and Family Life, Article 9 Freedom of Thought, Conscience and Religion or Article 10 Freedom of Expression.  However, there is a need to balance the rights of any individual against the rights of others within the organisation and the wider public, and in accordance with Article 14 Prohibition of Discrimination.

The Equality Act 2010 included a new Public Sector Equality Duty replacing the separate duties relating to race, disability and gender.  The duty came into force on 6 April 2011 and brought together the existing duties to promote equality in the areas of race, disability and gender and extended the areas to cover sexual orientation, age, religion or belief, pregnancy, maternity and gender reassignment.

6. Protected Characteristics

The SOCA Equality Scheme covers the following Protected Characteristics as outlined by the Equality Act 2010: Age, Race, Disability, Sex, Gender Reassignment, Religion and Belief, Sexual Orientation, Pregnancy and Maternity and Marriage and Civil Partnership.

· Age - Means a person belonging to a particular age group. An age group includes people of the same age and people of a particular range of ages (e.g. 32 year olds) or range of ages (e.g. 18 - 30 year olds).

· Race - Refers to a group of people defined by their race, colour and nationality (including citizenship), ethnic or national origins.

· Disability - A person has a disability if s/he has a physical or mental impairment, which has a substantial and long-term adverse effect on that person's ability to carry out normal day-to-day activities.  The definition of disability will be extended to cover people who have had a disability in the past.

· Sex - A man or a woman.

· Gender Reassignment - The process of transitioning from one’s gender as assigned at birth to another (i.e. a transsexual person).  This has been extended to cover people who are proposing to undergo, are undergoing or have undergone a process to change their sex by changing physiological or other attributes of sex but are not under medical supervision.

· Religion and Belief - Religion has the meaning usually given to it but belief includes religious and philosophical beliefs including lack of belief (e.g. Atheism).  Generally, a belief should affect your life choices or the way you live for it to be included in the definition.
· Sexual Orientation - Whether a person's sexual attraction is towards their own sex (gay or lesbian), the opposite sex (heterosexual) or to both sexes (bisexual).

· Pregnancy and Maternity - Pregnancy is the condition of being pregnant.  Maternity refers to the period after the birth, and is linked to maternity leave in the employment context.  In the non-work context, protection against maternity discrimination is for 26 weeks after giving birth, and this includes treating a woman unfavourably because she is breastfeeding.
· Marriage and Civil Partnership - ‘Marriage’ covers any formal union of a man and woman which is legally recognised in the UK as a marriage while a ‘civil partnership’ refers to a registered civil partnership under the Civil Partnership Act 2004.
Northern Ireland
Northern Ireland comes under separate legislation and will be subject to a separate consultation paper at a later stage. (See Appendix A for outline of current legislation.)

7. The Public Sector Equality Duty

The General Equality Duty came into force on 6 April 2011.
Key dates for the Equality Duty:
6 April 2011


General Duties came into force


31 July 2011


Specific Duties  came into force


31January  2012

Publish Equality Information


6 April 2012


Publish Equality Objectives

These duties apply only to public bodies operating in England therefore, as Scottish and Welsh Assembly Government do not govern SOCA, the English duty will apply. 

The General Duty

The General Equality Duty contained in the Public Sector Equality Duty (Section 149 of the Equality Act 2010) requires all public bodies in the exercise of their functions to have due regard to the need to:-

· Eliminate discrimination, harassment, victimisation and any other conduct that is prohibited;

· Advance equality of opportunity between persons who share a ‘relevant protected characteristic’ and persons who do not share it; and 

· Foster good relations between persons who share a relevant protected characteristic and persons who do not share it;

· To advance equality of opportunity, we will need to have due regard, in particular, to the need to: -

i. remove or minimise disadvantages suffered by people who share a relevant protected characteristic that are connected to that characteristic;

ii. take steps to meet the needs of people who share a relevant protected characteristic that are different from the needs of people who do not share it;

iii. encourage people who share a relevant protected characteristic to participate in public life or in any other activity in which participation by such people is disproportionately low;

· In fostering good relations, we should look, in particular, to the need to tackle prejudice, and promote understanding. 

The relevant Protected Characteristics referred to above do not apply to the Protected Characteristic of marriage and civil partnership.

Specific Equality Duties

The specific duties apply to all the public authorities that are listed in Schedule 1 to the regulations.  SOCA is listed under these regulations.

To assist public authorities in the better performance of the Equality Duty, the Government has laid before Parliament for approval The Equality Act 2010 (Specific Duties) Regulations 2011. These regulations will promote the better performance of the Equality Duty by requiring those public authorities to publish:

The revised draft regulations require that public bodies will:

· publish equality objectives  at least every four years;

· publish information annually to demonstrate their compliance with the general Equality Duty;

· In particular publish information relating to their employees (for bodies with 150 or more staff) and others affected by their policies and practices (such as service users).

All information must be published in a way that is accessible to the public.

Public authorities will have flexibility in deciding what information to publish, and will be held to account by the people they serve. Public authorities will be required to publish relevant information demonstrating their compliance by 31 January 2012, and their first equality objectives by 6 April 2012. 

The Government is committed to reviewing the working of these regulations in two years’ time, to check they are delivering the transparency and accountability that we are seeking, and driving the better performance of the Equality Duty.
The Code of Practice on the Public Sector Equality Duty for England and non-devolved bodies in Wales and Scotland is expected to go out for consultation early in 2011 and is expected to be laid before the UK parliament later in the year. 

8. SOCA Inclusion Diversity and Equality (IDE) Strategy
In 2006, SOCA published its first Single Equality Scheme.  A new SOCA Inclusion, Diversity and Equality (IDE) Strategy was then produced and published in November 2009.  The Strategic Inclusion Forum (see section 13.1) identified three main goals to work towards by 2013.  These goals are outcome-focused and reflect the drive to embed diversity into all aspects of our business. These goals are listed as follows:

1. Diversity and equality to be fully mainstreamed, contributing to a SOCA culture which is inclusive, respectful and trusting.

2. A workforce which is to be more diverse at all levels, where staff are able to develop without barriers.

3. That we meet and exceed our statutory obligations on equality and diversity.

The Strategic Inclusion Forum have agreed that the above goals will prevail but will be subject to further review before April 2012 and the specific time frame regarding Equalities Objectives (see section 7).

9. Our Vision and Mission Statement

Our vision and mission statement is contained in our IDE Strategy; SOCA seeks to create an inclusive culture, set standards beyond basic compliance with legislation and to create a more diverse workforce that is representative of society.  This is reflected in SOCA’s Inclusion Mission Statement:

“SOCA will treat everyone with respect and dignity, recognising their individual differences, and provide a positive environment in which everyone feels valued, and where individual differences in age, disability, gender, transgender, marital or parental status, race or ethnicity, religion or belief, sexual orientation and work style are fully utilised to best meet organisational need.”
We believe that Equality means treating everyone with equal dignity and worth regardless of particular protected characteristics.  Employees have different needs, situations and goals. Thus, achieving equality requires the removal of discriminatory barriers that limit what employees can do and can be.

The Government Equality Strategy reinforced this via the following statement “that equal treatment and equal opportunity for all does not mean uniformity.  It means giving every employee an equal right to be treated fairly as an individual, recognising both their needs and their talents and giving them an opportunity to progress.”

As part of the Government initiatives, we will lead by example and ensure that we embed equality in everything that we do as an integral part of our policies and procedures to demonstrate our commitment to best management practice. 

We will continue to meet our legal requirements for Northern Ireland and also make a commitment to flexible working style. 

Our Equality Scheme should be seen as a framework by which we will work to implement the new equality duties as set out in the Equality Act 2010.

10. What the evidence tells us about our previous Single Equality Scheme

Our records demonstrate that we have made substantial progress in our achievements against the previous action plans but we also recognise that we still have a lot to do to meet our overall strategic goals.  We believe that this scheme, which is a true reflection of our progress to date and realistic ambitions for the future, is an important first step towards this goal.

Evidence from our records indicates that, in addressing key equalities challenges through our scheme during the next three years, we need to ensure that: 

· equalities are considered in all of our organisational and regulatory frameworks.

· we communicate with and involve staff at all levels and use the result to improve our operational effectiveness.

· we understand our external diverse communities and use our involvement to improve on our operational activities.

· we identify ways to improve our workforce data on sexual orientation, religion or belief and disability where there has been  a low response rate.

· our annual reports consider equalities issues.

· regular surveys provide valuable information on our workforce views and perceptions.

· we provide a framework for procuring goods and services that meet with our statutory equality requirements.

· all our people are trained and supported to understand equality and human rights and their importance to achieving our strategic plan.

· all staff are equipped to understand the importance of their own – and their colleagues / team’s – contribution to equalities and human rights.

· we increase the diversity of our workforce, including our senior management teams, to better reflect the communities we serve.

· we will recognise employee individuality to promote equality through transparency and change behaviour.

· all managers are supported to model positive behaviours right across the organisation.

As we indicated under our Strategic Plan, as an organisation, we will continue to evolve to meet new challenges within an ongoing changing environment and will require a workforce that is highly skilled, committed to being flexible and positively embraces new ways of working.  All SOCA work will be compliant with the provision of the Equality Act; SOCA‘s structure must support an active diversity agenda.

We recognise that achieving what we have set out in this Scheme will not be easy and that significant challenges lie ahead.  These will require ongoing leadership, commitment, consultation, staff training and support, and regular monitoring and review of our progress. All of this will take time and effort and we recognise there may inevitably be some financial costs involved.

11. Responsibility for the SOCA Equality Scheme

The Board has ultimate responsibility for compliance with the Public Sector Equality Duty and for ensuring that the actions identified in the Equality Scheme are implemented.

Overall responsibility for overseeing and ensuring progress in relation to this Scheme lies with a number of people including:

· Strategic Inclusion Forum

· Executive Directors

· Deputy Director, HR

· Head of Inclusion, Diversity and Equality

· Staff Groups

· Diversity Representatives

· Managers and Employees

12. Reporting, Monitoring and Reviewing

· The Strategic Inclusion Forum will be accountable to the Board and be responsible for setting strategic direction, reviewing performance and ensuring good governance of the organisation.

· Senior Managers will undertake Team Self Assessment Questionnaires on Equality and Diversity on a yearly basis to evaluate their effectiveness to deliver on equality responsibilities.

· The Head of Inclusion, Diversity and Equality will be responsible for raising awareness of the SOCA Equality Scheme and providing the support to staff to deliver on their responsibilities.

· An Action Plan will be produced and agreed in consultation with Staff Groups and Strategic Inclusion Forum to ensure the effective delivery of the Public Sector Equality Duty (see section 14.5.)

13. Delivering Inclusion, Diversity and Equality in SOCA

13.1
INTERNAL ENGAGEMENT

Staff Code of Professional Standards - Equality and Respect

The SOCA Code of Professional Standard sets out the high standards of behaviour and conduct expected of everyone working for SOCA, including those who are temporary, contracted, attached and seconded.

Our officers act with fairness and impartiality respecting the rights of the public, colleagues and partners and treating everyone with respect and courtesy.

SOCA does not tolerate any unlawful discrimination, victimisation, bullying or harassment by its employees.  Our officers are expected to:

· Challenge or report discriminatory behaviour;

· Exercise tolerance and self-control;

· Treat everyone fairly and impartially.

Strategic Inclusion Forum
Chaired by the Director General, this Forum has the following objectives:

· Proactively monitor the Inclusion, Diversity and Equality Strategy, the SOCA Equality Scheme and the ensuing Action Plan.

· Provide a clear direction for the Identity and Cultural environment that SOCA wants to achieve.

· Periodically measure staff satisfaction and engagement.

· Review issues raised by Staff Groups/Trade Unions/Local Diversity Representatives.

· Review data of misconduct and grievances for diversity  issues.

· Analyse diversity data.

· Make recommendations to the Executive Committee/Board.

Membership composition:


Chair - Director General


Executive Directors


Non – Executive Director (normally the SOCA Chair)


Deputy Director Human Resources


Deputy Director Headquarters


Head of Inclusion Diversity and Equality


Internal Communication representative


Representatives from Occupational Health and Welfare


Chair of each Staff Group, Trade Union Representative


Geographical Diversity Network Representative.

Deputy Director, HR

The Deputy Director, HR has ultimate responsibility for compliance with the SOCA Equality Duty and for ensuring that the actions identified in this Scheme are implemented in accordance with the People Strategy (see below.)  The specific HR Teams responsible for such delivery are contained in the following paragraphs.

SOCA’s People Strategy

The aim of SOCA’s People Strategy is “to provide a diverse workforce of the right number that is appropriately skilled, managed and motivated to support the Board’s strategic vision.“
SOCA will achieve success:

· By fulfilling its statutory functions and formal obligations, by meeting the priorities set for it by Government, to the best of its abilities.

· Through effective communication, SOCA will become recognised internally and externally as:-

i. A highly-skilled, professional and operationally effective law enforcement agency, with certain unique capabilities and a reputation for innovation and excellence;

ii. An expert in its knowledge and understanding of serious organised crime;

iii. A trusted and sought-after partner, consistent and reliable in its dealings with others;

iv. An efficient, forward thinking, technology-enabled organisation committed to continuous improvement and focused on delivery; 

v. An employer of choice, offering varied and rewarding career opportunities to current and prospective employees.

This People Strategy is a living document and sets out the vision for SOCA’s workforce over the next three to five years against the Board’s strategic vision, leading to the NCA.  It is written in the context of:

a) the current economic picture for the public sector;

b) significant pressure on costs; and

c) increasing pressure to deliver more but with reduced resources.

We will optimise our efficiencies and maximise opportunities to work in partnership with other agencies within law enforcement and related areas of business both within the UK and overseas. We will continue to evolve to meet new challenges within an ongoing plus changing environment and will require a workforce that is highly skilled, committed to being flexible and positively embraces exploring new ways of working.

The Recruitment Team

SOCA is committed to attracting and retaining a diverse workforce which meets operational requirements.  We will use the most appropriate process to objectively determine candidates’ abilities.  Processes are monitored and evaluated to identify any adverse impact on a section of the community.  They are also reviewed to ensure that we meet best practice when we consider people with a protected characteristic who are under-represented in the workforce.

SOCA’s resourcing procedures are inclusive, transparent, fair and equitable and do not discriminate against any member of staff or prospective member of staff within the context of all relevant legislation.  For example we are committed to the promotion and employment of disabled people.  This is demonstrated by our organisation achieving the 'Two Ticks' accreditation.  SOCA operates a guaranteed interview scheme for people with disabilities who meet the minimum criteria for the advertised appointment.

Deployment and promotion will be based solely on merit, competence and SOCA business needs.  There will be no discrimination on the grounds of any protected characteristics. Managers are required to make such decisions impartially.

The Workforce Development Team

The Workforce Development Team design, develop and implement a wide range of processes and tools which seek to enable SOCA to provide its staff with the best opportunities for development, allowing them to meet their full potential and realise their career aspirations whilst ensuring the organisation has the capability to deliver its current and future strategic objectives.  An example of this is the development of the Career Pathways (see below).

Developing SOCA Career Pathways

Career Pathways is an online resource which will support staff in planning and taking ownership of their career.  Career Pathways will draw on the SOCA Role Profile suite, launched in January 2011.  Role Profiles provide details about every role in the organisation, including the behaviours, knowledge, skills and experience required for entry into each role.

Career Pathways will link to all Role Profiles in the SOCA suite and will provide practical suggestions for development activities and learning options for staff to undertake whilst in their current role in order to place them in the best possible position to apply for a different post when vacancies arise.

SOCA has a wide variety of roles and Career Pathways is designed to encourage flexibility and movement across the organisation whilst at the same time supporting staff in developing and transferring their skills and in seeking out new challenges.

SOCA Codes and Values

This code is not intended to be an exhaustive list of do’s and don’ts.  It is underpinned by a suite of policies and operating procedures which set out the detail of what is expected of SOCA employees.  Everyone has a personal responsibility to ensure they act in accordance with this code, SOCA policy and the requirements of their role within the organisation.  Failure to do so may result in disciplinary, civil or criminal action.  There are a number of support mechanisms available to help employees deliver for SOCA in a way that is consistent with this code. (See Working in SOCA)

Our values underpin everything we do:

· Innovation – seeking new ways of working.

· Knowledge – improving our knowledge of how serious organised crime operates.

· Responsibility – carrying out our work within the law and with respect for colleagues and partners.

· Integrity – maintaining at all times the highest professional and ethical standards.

· Flexibility – responding quickly and positively to changes in the demands made of us.

· Ambition – a high-achieving organisation that develops people to their full potential.

· Respect – for everyone in SOCA and in partner organisations.

The HR Performance Team

The HR Performance Management Team provides a legally and policy compliant support for line managers in the areas of Short and Long Term Absence Management, Injury Claims, Ill Health Retirement, Grievance, Capability and Conduct processes, Ill Health Retirement, responding to Employment Tribunal Applications and the provision of monthly Management Information to senior SOCA management.
Equal Pay

The foundation of an Equal Pay Audit is to determine where men and women are doing equal work – or work of equal value; identify any equal pay gaps; explain and justify gaps and address gaps that cannot be satisfactorily explained on the grounds of work content.  SOCA's first Equal Pay Audit (EPA) was conducted in 2009.  Trade Union Representatives were consulted on the process and a report of the findings were submitted to the SOCA Executive for consideration.  Equal Pay Audit will be undertaken periodically.

Retirement

The Default Retirement Age has been phased out.  New regulations came into force on 6 April 2011.

The contractual retirement age for SOCA employees is 65.  New retirement policy and associated operating procedures are currently being revised to take account of the impending changes to the Default Retirement Age and the new regulations.

Training and Development
SOCA will offer opportunities for staff to work in a variety of posts.  This helps to retain interest and challenge over the course of a career in the Agency.  SOCA will provide adequate training and briefing to equip officers to perform their duties effectively and professionally.

All our trainers are required to attend the one/two days Diversity courses in addition to the Creating Inclusive Learning Environment, thus ensuring that IDE principles are embedded on all courses under their leadership.

One Day Inclusion, Diversity & Equality Training
This is mandatory for all staff and aims to:

“raise awareness of an individual’s role and responsibilities with respect to inclusion, diversity and equality, in order to ensure that SOCA’s Inclusion Mission Statement is achieved.”

Course roll-out commenced in April 2009 and will continue throughout 2011 with courses held throughout the country.

Two Day Inclusion, Diversity & Equality awareness training for Managers and Local Regional Diversity Representatives (LRDR)

This is mandatory for all managers or staff of managerial grade and LRDRs and aims to:

“ensure that managers, supervisors and those in management grades welcome the skills and confidence to maximise individual performance, to handle complex and potentially difficult workplace relationships and to include everyone in their team, department or business area in its success.”

Short listing and Interviewing Skills for Managers

All short listing and job interview panels have a member of HR present to ensure there is fair and open competition.  A course has now been introduced to ensure that managers deliver best practice in short listing and interviewing in accordance with SOCA‘s Resourcing, Operating Procedures and Inclusion Diversity, Equality Policy.

Career Management and Development workshop

HR held workshops at each SOCA location to describe and explain the initiatives undertaken to support career management and development of staff across the organisation.  The workshops included guidance on the new Resourcing Policy, which was drafted to reflect and address staff concerns identified in staff surveys about perceived fairness and equality of opportunity, as well as ensuring the organisation maintains best practice in all resourcing interventions.

SOCA Managers Course

All newly appointed/ promoted management staff attend the five days managers’ course which also includes a section on Inclusion, Equality and Diversity.

Induction Course for all new staff

All newly appointed staff attend a five days induction programme which includes a day spent on Inclusion Equality and Diversity.

Inclusion Diversity and Equality Team

The Head of Inclusion, Diversity and Equality is responsible for the Equality Team and has specific responsibilities as listed below:

· Strategic Inclusion Forum (Chaired by the DG) Secretariat;

· Oversight and liaison with the Staff Groups/External Diversity Organisations/Forums;

· Production and promotion of SOCA Equality Scheme (SES) and the Action Plan;

· Inclusion, Diversity & Equality representative at the People Strategy Group;

· Oversight of the Inclusion, Diversity and Equality quality assurance process for all SOCA policies;

· Oversight of the Inclusion, Diversity and Equality quality assurance process for all training materials;

· Oversight of the implementation the SOCA  Equality Scheme/Strategy across the SOCA business;

· Anti–Harassment, Bullying, and Victimisation Advisors Network Co-ordinator;

· Local Inclusion, Diversity and Equality Representatives Network Co-ordinator;

· Monitoring and reviewing the informal resolution of harassment, bullying and victimisation claims.

Staff Conduct and Behaviour

For SOCA to be effective it’s staff must maintain high standards of integrity, honesty and ethical behaviour. This process starts with recognition that we are all individually accountable for our actions and responsible for our behaviour. Each member of staff has a part to play in enhancing the integrity and reputation of the organisation.  Colleagues and line managers should challenge inappropriate behavior that falls short of these standards.

SOCA also has a Conduct Unit and an Anti-Corruption Unit responsible for investigating inappropriate behavior by staff including complaints arising from the public.  There is a Professional Standards Reporting facility where members of staff can report matters in confidence to the Conduct Unit.   Within the Conduct Unit, the Prevention and Education role is responsible for promoting organisational learning from the issues raised by cases.  Furthermore, the Conduct Unit has close links with the various oversight bodies such as the Independent Police Complaints Commission (applies to England and Wales only) to whom matters of discrimination are referred.

Internal Communications

The Internal Communication team supports SOCA’s business by helping to promote a shared sense of belonging and a shared understanding and commitment to SOCA’s mission. They also play a valuable role in keeping staff informed, engaged, motivated and proud to play their part in creating a professional harm-reducing law-enforcement agency.
Staff Groups within SOCA

We have well-established Staff Groups who are both consultative and representative.  The staff groups represent most “Protected Characteristic” under the Equality Act.  They are designed to provide staff members with an opportunity to engage, communicate, share ideas, and raise any concern on issues that may affect that particular group.  All encouraged to participate in any staff group activity regardless of whether they are directly affected by its remit.  Each Staff Group is championed by either the Director General or Executive Director and supported by a Deputy Director.

The Staff Groups are:

· Disability Network and Advisory Group (DNAG)
· Ethnic Minority Network Support Association (EMNSA)
· Gender Group
· Sexual Orientation Network and Resource Group (SONAR)
· Work Life Balance Group (WLBG)
These Groups:

· support our core business

· foster good practice

· review policy

· promote equality of opportunity and encourage good working relations

· champion streams of Inclusion, Diversity and Equality activities.

Members of the consultative and representative Staff Groups hold substantive posts in the business, but spend a percentage of their time working on Inclusion, Diversity and Equality matters and this forms part of their performance objectives.  Their time may well include participation in training events, attendance at meetings, the provision of support to managers, work teams and individuals; and to promote the highest professional standards of integrity and responsibility, ethical behaviour and conduct.  Examples of where they can provide specialist advice to support tasked activity on request can be seen under the specific Staff Group Headings.

The Disability Network and Advisory Group (DNAG)
For members who would consider himself or herself or somebody they know to have a disability and who are interested in promoting equality, eliminating discrimination and resolving issues in the workplace, relating to disability.  The term ‘disability’ as classified under the Equality Act 2010 covers both physical and mental impairments that have a substantial and long term effect on an individual’s ability to carry out normal day-to-day activities.

DNAG works in close partnership with the following internal/external bodies: Occupational Health and Welfare Department / Employers Forum on Disability, MIND.

DNAG represent SOCA on the police and law enforcement network section of the Employers Forum on Disability which provides disability related operational advice.  DNAG also provides practical information such as deaf 'etiquette' - not about how to say hello, more about understanding typical behaviours – for example, the first thing some deaf people will do when stopped by an officer is reach into their pocket for a notebook or pad - handy to know if you are a firearms officer.

The Ethnic Minority Network Support Association (EMNSA)
For members who self identify as of any minority ethnic heritage interested in promoting equality, eliminating discrimination and resolving issues within the workplace, relating to ethnicity or national origin, race, colour or nationality plus religion or belief.

EMNSA works in close partnership with the following external bodies: Race for Opportunity, National Black Police Association, and Religious Belief Forum.
EMNSA have given faith/cultural advice regarding Muslim funeral protocols to a surveillance team, assisting them in their deployment to achieve a tasked objective.  They have also acted as a linguistic resource to identify the language and dialect of subjects and associates; other linguistic support includes acting as a Covert Monitoring Post (CMP) resource.

The Gender Group
For members who are interested in promoting equality, eliminating discrimination and resolving issues within the workplace, relating to gender.  An associated forum has also been created specifically for those interested in promoting trans equality, as a precusor to a formal staff group.

The Gender Group works in close partnership with Opportunity Now, British Association of Women Policing (BAWP) and the transgender forum with a:gender and the National Trans Police Association.
The Gender Group have provided valuable advice to staff on operational kit, props and the structure (including gender balance) of surveillance teams and provide advice and support with regard to engagement issues (searching, disclosure of gender history, etc) with respect to the transgender community.

The Sexual Orientation Network and Resource Group (SONAR)
For members who self identify as lesbian, gay or bisexual, or staff members interested in promoting equality and inclusion with regard to sexual orientation and the provision of a resource for staff and managers.

In October 2009, SOCA tasked Project Definition to look at the links between UK lesbian, gay and bisexual (LGB) communities and organised crime.  SONAR identified the need to conduct this research of intelligence available to SOCA both from within and in collaboration with partner agencies in order to better plan SONAR’s role in contributing to SOCA’s mission of reducing harm.
SONAR works in close partnership with the following external bodies: Stonewall, Friends and Family of Lesbians and Gays, Broken Rainbow.

Work Life Balance Group
For members interested in promoting equality, eliminating discrimination and resolving issues within the workplace, relating to alternative working patterns.  This would include members who are generally interested in alternative, flexible working patterns, with an interest in work-life balance or who may have caring responsibilities.

WLBG are working with HR on how, when and in what ways SOCA staff can work in order to meet SOCA objectives.  They are looking at how to make better use of SOCA estates, through how and when we work 24 hours of the day, 365 days a year to match the way SOCA staff work with that of those being investigated.

Trade Union Representatives

SOCA supports the process of collective bargaining and believes in the principle of co-operative working relationship through solving industrial relation matters by discussion and agreement.

Our staff are encouraged to join Trade Unions at point of entry into the organisation. 

Should this not be the case, provisions are available for staff to join at a time more convenient to them.

SOCA recognises three Trade Unions for the purpose of staff representation: PCS, UNISON and FDA.  These Union Representatives also provide excellent support and feedback into every day work situation by highlighting areas of concern and ensuring that our policies are up to date and compliant with legislation.

Anti-Bullying, Harassment and Victimisation Advisors

We have established a network of Anti-Bullying, Harassment and Victimisation Advisors.  Their role is to act as a first point of contact, to assist colleagues who feel they have been subjected to bullying, harassment or victimisation, and to help them explore the options available under the appropriate policy and procedure.  The advisor will also draw the individual's attention to the differences between informal and formal action.

Local and Regional Diversity Representatives (LRDR)

The LRDR provides consultative, representative and supportive advice to staff who may feel that they are subjected to unfair treatment, (particularly in cases where an individual has issues of a protected characteristics nature).  These representatives will be provided with training in the foreseeable future to assist them to understand their responsibility and ensure that they have a broad understanding of Equalities legislation plus having an interest in promoting a harmonious working environment.

The role of the Staff Counsellor
The Staff Counsellor’s role is primarily to provide members with an opportunity to raise issues of conscience or ethics which they may not feel able to raise through normal SOCA channels.  The Counsellor is available to provide a sounding board for such issues, to listen to the issues aired, and provide sound impartial advice.  The Counsellor is also empowered to take up such issues with managers in SOCA, though in so doing, he would maintain the confidence of the member who initially raised the issue.  Access to the Staff Counsellor is open to any member of SOCA.

Inclusion, Diversity and Equality Policies

It is our remit that we will treat everyone with respect and dignity, recognising their individual differences, and providing a positive environment in which everyone feels valued, and where individual differences in age, disability, gender, gender reassignment, race or ethnicity, religion or belief, sexual orientation and work style are fully utilised to best meet organisational need.

The Inclusion, Diversity and Equality Policy (IDE) aims to encourage ethical behaviour into the organisation by providing equality of opportunities for employment and advancement based on ability, qualifications and aptitude, whilst addressing barriers perceived by those from under-represented groups.

Policies that underpin the work undertaken by the Inclusion, Diversity and Equality team are:

· Absence Management (HR02)

· Additional, Unsocial and Out-of-hours Working (HR38)

· Alternative Working Arrangements (HR33)

· Anti-Harassment, Bullying and Victimisation (HR25)

· Disability and Employment within SOCA (HR49)

· Equality Impact Assessment

· Grievance (HR05)

· Inclusion, Diversity and Equality (HR12)

· Misconduct and Discipline (HR03)

· Performance Development System (HR10)

· Professional Standards Reporting (PS02)

· SOCA Code and Values
· Transgender Workplace (HR43)

More detailed information about the above policies can be found on the intranet Library.

Family Friendly Working Arrangements

We have established a number of family-friendly support schemes that go beyond the organisation's legislative obligations, to support its employees in raising and caring for their families.  Pregnancy, childbirth and adoption are recognised as significant events and members of staff are encouraged to use the schemes available.

Flexible Working Opportunities
Our officers have the opportunity to apply for flexible working hours to support lifestyle choices, including, but not restricted to, members of staff who offer primary care to children or other dependants.  Other reasons for pursuing flexible working may include supporting the needs and preferences in relation to religion or belief, pursuing further study, or promoting an enhanced work-life balance.  Flexible working may also form part of the reasonable adjustments to be considered to support a member of staff with a disability.  Flexible working options may include working reduced hours (e.g. part-time working or job-share), compressed hours, and home based working.

Diversity Confidential Reporting

This line is available to staff for enquiries relating to all diversity issues.  Staff are able to obtain advice, discuss general employment-based diversity issues and to share ideas or experiences around inclusion, diversity and equality.  

13.2
EXTERNAL ENGAGEMENT

We will work with our community partners to promote positive interactions, build connections and foster trust between all parties.

Under the new Public Sector Equality Duty, there is a requirement to record information about our engagement with external organisations.  The following section provides examples of where this is happening.

Industry Exchange (IndEx)

The role of IndEx is to manage SOCA’s relationship with the private sector.  They maintain a network of relationships with business, professional and trade associations, security and risk managers, fiscal and non-fiscal regulators and appropriate individuals.  They monitor the health of each established relationship whilst ensuring audit ability and transparency in SOCA’s dealing with clients.

Community Liaison

Community Liaison Officers (CLO)

The Community Liaison Officer (CLO) role supports SOCA’s key aim, which is to reduce harm in communities.  They build knowledge on harm from a community perspective and are a visible SOCA commitment to multi-agency working and a partnership approach to support SOCA activities.

The CLO will provide advice on community and cultural protocols to staff in order to ensure that SOCA officers are able to effectively and professionally carry out SOCA business without breaching protocol.

CLOs adopt the ‘Visible through Partners’ approach, closely working with local police forces, benefiting from links they have already forged in local communities.  As guided in the SOCA Core Script, CLOs will be open with working partners with regard to working for SOCA, but will carefully handle sensitive and personal information.  CLOs adopt a common sense approach, together with an effective business need about sharing information regarding their role and those of their colleagues.

Community Funds

The SOCA Community Fund (SCF) was launched in January 2009.  It is a SOCA Board sponsored initiative aimed at reinvesting some of the criminal proceeds that SOCA has recovered back into the communities affected by organised criminal activity.  The SCF scheme supports the nationally recognised ‘Payback’ vision by funding community projects in localities where successful operational activity, including asset recovery, has been delivered by SOCA.

All SCF projects are identified and proposed by SOCA staff.  Each SCF initiative has reported very positive outcomes (further detail below).  There has been a noticeable reduction in crime and/or anti-social behaviour in localities where SCF funded projects form part of a wider range of community initiatives.  The project leaders have recognised the contribution that the SCF made to this.

Last year, the SCF supported a number of excellent projects across the country identified by SOCA staff and these projects have shown that these grants delivered considerable benefits.  (See section 14.1 for examples of successful funded community projects.)

Operational Activities

SOCA through its UK Human Trafficking Centre is committed to working with its partner agencies to counter the threat from and reduce the harm caused by those suspected of trafficking migrants into the UK for labour exploitation purposes.  As an organisation we are also determined to tackle human trafficking by focusing on the countries migrants come from and the ones they travel through.  We are working closely with our international partners to increase the risk to serious organised criminals in other countries and reduce the profitability of their activities. (See section 14.1 for two excellent examples listed.)

Vulnerable persons Team (VPT)

SOCA’s Vulnerable Persons Team (VPT) ensure that the process of gathering intelligence and interviewing any vulnerable or intimidated victim or witness – including children, persons with a mental disorder, learning disability or physical disability, and complainants of sexual assault – take an approach focused on the needs of the witness whilst utilising the Achieving Best Evidence Guidelines.  These describe good practice in interviewing witnesses, including victims, to enable them to give their best evidence in criminal proceedings.

Victims encountered by SOCA have been subject to human trafficking for the purposes of sexual and labour exploitation.  The VPT are part of the UK Human Trafficking Centre and have established excellent working relationships with the Metropolitan Police Service, UK police forces, UKBA and NGOs that provide support to victims of trafficking, such as Eaves Housing and Migrant Help.

The SOCA Support Cadre
The SOCA Support Cadre has been established to provide Lead Officers with additional resource and skills to allow them to deal with members of the public where there may be a cultural, language, religious or female element requiring a specific sensitive and professional approach.

The Cadre can significantly improve our ability to deliver operational activity in a professional and transparent way and consideration should be given to their deployment at every opportunity in any of the following situations:-

· The pre-operational phase, providing advice on any cultural or religious issues. 

· When seeking observation posts within minority communities.

· In the provision of language skills during the execution of warrants, which can prevent the disposal of evidence.

· Assistance with live intelligence / evidence.

· When facilitating improved communication to those present at searches, family members or the local community.

· In the search and transport of females.

Procurement Policy and Procedure

We are committed to ensuring that any services commissioned represent good value for money.  In terms of the equality and diversity in procurement we will work towards the following outcomes:-

· That all businesses including voluntary organisations have equal opportunity to bid for and win contracts for goods and services.

· That all contractors meet the minimum standards in terms of equal employment opportunities.

· That contractors will work on a voluntary basis to promote equal opportunity beyond the scope of the contract.

Our ultimate aim is to provide a framework for procuring goods and services that meets statutory equality requirements, by ensuring that standard terms and conditions regarding equality have been produced and included in every contract.
14
SOCA Achievements to Date

14.1
ACTIONS ARISING FROM THE PREVIOUS EQUALITY SCHEME 2006

The 2006 SOCA Single Equality Scheme (SES) has been monitored on a regular basis and has been the subject of published annual reports.  These reports provide detail of the activities undertaken in support of the Scheme and also provide statistical information.

In addition SOCA achievements can be further illustrated below which has assisted us in embedding equality and diversity within the working environment.

These actions include the following:

· One day Diversity Training for all staff

· Two day Managers Diversity Awareness course

· Extending the use of Equality Impact Assessments within the business

· Various initiatives by SOCA’s five Staff Groups

· Undertaking further externally-judged Benchmarking exercises

· Positive Action initiatives for under-represented groups

· Publication of SOCA codes and values

· Short listing and Interviewing Skills for Managers
· Career Management and Development workshop
· SOCA Managers Course
· Induction course for all new staff
· Equal Pay Audit
· Implementation of the guarantee interview scheme for people with disabilities.

Staff Surveys

In addition to looking at the results of the 2006 SES, SOCA has also undertaken a rolling programme of Staff Surveys and an Anti Bullying Survey for all staff.  (This will be combined in the future.)  This enabled us to gauge whether we were listening to our staff as well as providing us with feedback in respect of staff perception and attitude within the workplace.

Benchmarking Exercise

SOCA has undertaken various benchmarking exercises with external organisations such as the Employers Forum on Disability, Stonewall and a: gender.  It is anticipated that SOCA will also be having its own benchmark exercise.

Examples of Successful Operational Activities( with an Equalities dimension) undertaken

Operation Ruby

In Operation Ruby eight people were arrested on suspicion of human trafficking for labour exploitation.  This was one of the largest operations of its kind in the UK involving two hundred staff from nine agencies.  SOCA‘s VPT assisted the Northamptonshire Police running the victims’ reception centre and conducting evidential interviews with a large number of Eastern European labourers recovered during the operations.

Operation Palladic
An international investigation into trafficking for the purposes of sexual exploitation, Operation Palladic was led by SOCA officers from NI and Wales, in co-operation with the PSNI, Dyfed Powys Police and An Garda Siochana.  SOCA’s VPT working closely with Dublin-based NGO ‘Ruhama’, played a critical role in securing evidence from the trafficked women and girls, identifying expert witnesses and assisting witnesses in four countries to prepare for the trial.

Examples of Community Funds Projects

Ealing Volunteer Police Cadets (EVPC): £10,000 award
SOCA funding enabled EVPC to organise a major anti-knife crime event.  75 young people, who were primarily ‘in care’ or on Intensive Supervision Programmes, were split into teams led by Police Cadets.  The teams designed t-shirts with a ‘cool’ anti-knife crime message.  These T-shirts emblazoned with the winning design were subsequently distributed across Ealing.

SCF financing enabled a recruitment drive that increased the number of cadets from 25 to 90.  The proportion of cadets from vulnerable, marginalised or disadvantaged backgrounds has doubled.

Monday Nights Project: £6,400 award
The Monday Night Project related to a community project with multi-agency support based in the Nuneaton district of Warwickshire.  This area had been the subject of SOCA Operation Downpour, a Class A Drugs Trafficking and Money Laundering Investigation.

The project raised the aspirations, confidence and sense of achievement in young people aged eight and above through the provision of a Monday night Drop-in Centre.  The funding of the project enabled engagement with between 15 - 20 young people per week with a total of 800 attendances since receipt of the funds.

There was a noticeable decrease in recorded anti-social behaviour (down 23%) in the area of Bede East, in which the Monday Night Project was located - although this is not attributed solely to the SCF funded project.
The PALZ Project: £50,000 award
SOCA Project Ineffable focused on the Bradford area, a far reaching initiative aimed at tackling money laundering associated with Class A drugs and other serious crime.

The PALZ Project was an initiative based in Bradford that aimed to provide mentoring and recreational opportunities to young people who were at risk of offending and who were disengaged from mainstream school activity.  This award provided funding to enable this project to expand into a new area of Bradford.

As result of participating in the scheme, 100% of parents and guardians felt that their young persons’ behaviour had improved over their time at PALZ and that they had become more confident.  100% of attendees felt they had achieved more at school since attending PALZ.

Think Jessica

SOCA supported the launch of a new poster campaign via “Think Jessica” - an organisation which raised awareness of mass marketing frauds and provided advice to victims.  The striking red and black posters with the headline” Scam mail is blackmail” featured the SOCA logo alongside the names of other supporters.

14.2
INVOLVEMENT AND CONSULTATION

In developing the Equality Scheme, we have consulted with our employees, managers, Executive Directors, Trade Unions, Staff Groups and a wide range of external partners.  We have considered the views and comments expressed in the consultation process and have taken them into account in developing the scheme further.

We remain fully committed to embedding equalities within our policies and practices, and to ensure that best practices prevail at every level of the organisational structure.

14.3
EQUALITY ANALYSIS (PREVIOUSLY EQUALITY IMPACT ASSESSMENT)

Equality Analysis (EA) is the process by which SOCA examines its activities in order to minimise the potential for discrimination, enabling the needs of equality groups to be considered, before work takes place.

These procedures support our Inclusion, Diversity and Equality Policy and will be complied with by staff at all levels within the organisation.
Discrimination can occur due to unforeseen reasons.  It is often the case that the needs of certain equality groups can be unintentionally overlooked or excluded when planning activity.  By undertaking formal (EA), we can ensure as far as possible:

· the needs of all equality groups are specifically considered, reducing the potential for discrimination;

· overall quality is improved;

· awareness among staff of equality issues is raised; and

· we are complying with legislation by identifying and designing-out discrimination.

EA will be carried out for all:

· new or substantially revised policies, functions and strategies (hereafter referred to as ‘policy’); and

· new or substantially revised plans, programmes and projects (hereafter referred to as ‘projects’).  These include:

· organisational change;

· re-structuring activity;

· the identification and implementation of relocation and refurbishment activity, including building works and new buildings;
· the selection of goods, facilities and services, including IT.

14.4
MONITORING DATA ON STAFF

SOCA recognises the importance of robust data to underpin the monitoring of our workforce in order to identify and address equalities issues.  The data provides baseline monitoring information which will be required in the revised SOCA Equalities duties.  Examples of workforce data are attached for information (see Appendix B).

Managers will also be expected to undertake a Team Self Assessment Questionnaire, in relation to how Inclusion Equality and Diversity impacts on day to day operational matters.  Any issues identified will be carried forward via an action plan.

14.5
SOCA EQUALITY SCHEME ACTION PLAN 2010 - 2014

This action plan has been developed to ensure that SOCA continues to promote equality, eliminate unlawful discrimination and promote good relations between diverse groups.  The actions identified in this plan include those suggested by Staff Groups during a consultation process, as well as our statutory obligations.

The format adopted for this document sets out the actions we have prioritised to address our strategic imperatives, most notably;

· Diversity and equality are fully mainstream, contributing to a SOCA culture which is inclusive, respectful and trusting;

· A workforce which is more diverse at all levels, where staff are able to develop without barriers; and 

· We meet and exceed our statutory obligations to equality and diversity.

This enables us to ensure we are closely aligning our equality initiatives to the strategic direction of the Board and supports the vision of SOCA to become an Exemplar Employer.  It is also expected that Executive Directors / Managers, Employees, Diversity Representatives, Staff Groups and the IDE team will be responsible for the promotion of this scheme and action plan in their respective areas.

This action plan is a living document and may be developed further as actions are identified and considered by the Strategic Inclusion Forum.
The plan is contained at Appendix C.

Copies of Appendices B to is available for reference 

[image: image1.emf]Appendix A -  Current legislation for meeting SOCA duties in  Northern  Ireland     Section 75 (S75) of the Northern Ireland Act 1998 requires SOCA to do the following  in relation to its functions, powers and duties in Northern Ireland .      To have due regard to the  need to promote equality of opportunity between :     o   persons of different religious belief, political opinion, racial group, age,  marital  status or sexual orientation.   o   Men and women generally;   o   Persons with a disability and persons without; and   o   Persons with de pendants and persons without.        To have regard to the desirability of promoting good relations between  persons of different religious belief, political opinion or racial group.        T o set out in an Equality Scheme how SOCA proposes to meet these S75  duties.     N orthern Ireland: Fair Employment      We are required under the Fair Employment and Treatment (Northern Ireland)  1998 Order to monitor our workforce in Northern Ireland and provide a return  each year to the Equality Commission for Northern Ireland containing  pr escribed information about our employees.      In addition, as a public authority, we are also required to monitor the  composition of those applying to fill vacancies for employment, the number of  appointees, the number of people promoted and the number of leav ers.       At least once every three years we are required to review our recruitment,  training and promotion practices in order to determine whether fair  participation in employment is being secured by both Protestants and Roman  Catholics.       Where participation  is not being provided to either community we are required  to consider the implementation of appropriate affirmative action measures,  including the setting of goals and timetables for all applications and  appointments.     The Fair Employment and Treatment (No rthern Ireland) Order 1998 makes it  unlawful to discriminate against someone on the ground of religious belief or political  opinion. This includes a person's supposed religious belief or political opinion and the  absence of any, or any particular, religiou s belief or political opinion.    The Order defines three types of unlawful discrimination:       Direct discrimination is where a person on grounds of religious belief or  political opinion is treated less favorably than others are, or would be, treated  in the sa me or similar circumstances.       Indirect discrimination may occur where a provision, criterion or practice,  although applied equally to all, would put persons of a particular religion or  belief at a particular disadvantage compared with other persons unless  that  provision, criterion or practice is objectively justified by a legitimate aim.       Victimisations means treating someone less favorably than others because  they have, for example, complained of alleged discrimination or have assisted  someone else to do s o .  
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