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Foreword by the Secretary of State for Justice, and the 
Minister of State  

 
We are pleased to present the first Race Equality Scheme since the creation 
of the Ministry of Justice last year. 
 
The Ministry of Justice was created on 9 May 2007; bringing responsibility for 
the justice system under the leadership of one department.  
 
The Ministry of Justice provides the opportunity to better ensure the justice 
system works for the public it serves. Its work is wide ranging; from supporting 
a vigorous democracy to ensuring the efficient and effective delivery of justice; 
from guaranteeing rights and promoting responsibilities to helping protect the 
public and reducing re-offending.  
 
The principles set out in the Race Equality Scheme underpin everything we 
do as a department, for they ensure fair and equal treatment for all. This 
Scheme sets out how we intend to make sure we are fully compliant with both 
the spirit and the letter of the law in the delivery of race equality for citizens 
and our staff. 
 
In preparing and implementing the Race Equality Scheme we have sought to 
use it as an opportunity to push forward the public service agenda, restating 
the importance of providing fair and equal access for all to our services. We 
fully recognise our responsibility to be an example of best practice across 
Whitehall and to act properly in all we do. 
 
To achieve our commitments and to build confidence in the work of the 
Ministry of Justice we recognise we need a workforce at every level that is 
representative of the communities we serve. We are continuing to take steps 
to deal with the gaps at Senior Civil Service level where black, Asian and  
minority ethnic staff are not yet fully represented. Some progress has been 
made but we are determined to see this continued. 
 
Equality is at the heart of all we deliver as a department and we are 
committed to embedding a culture of race equality and diversity throughout 
the Ministry of Justice.  
 
Through this focus we can be certain we are able to better meet the needs of 
the public we serve. 
 

 
Michael Wills MP 
Minister of State 

 
 
   
 

Rt Hon Jack Straw MP 
Secretary of State for Justice 
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Introduction by the Permanent Secretary 
 

I am delighted to introduce the first Ministry of Justice Race Equality Scheme 
for the period 2008-2010. 
 
Organisations in the public sector are rightly expected to lead the way on 
diversity and the Ministry of Justice has a crucial role to play in promoting the 
values and practices of a fair and democratic society. My vision is for MoJ to 
be one of the most effective Government Departments in Whitehall.  
  
Our Race Equality Scheme is one of the tools that we are using to achieve 
this goal by setting out our commitment to tackling unlawful racial 
discrimination, promoting equality of opportunity, and fostering good relations 
between people from different racial groups. The Scheme complements 
robust business planning systems through being clear about who is 
accountable for what, and how performance will be measured and 
consistently improved in all parts of the Ministry.   
 
I am personally committed to ensuring that race equality is at the heart of 
everything we aim to do and how we treat our staff and the public. And I 
recognise how important this is, both for our staff and for all those who rightly 
expect our services to meet the diversity of their needs. 
 
The Ministry of Justice Corporate Management Board is accountable for 
achieving the objectives outlined in the Scheme. My Board colleagues and I 
will formally review the Scheme every 12 months to track the progress on 
achievements and to ensure that the Scheme remains central to the work of 
MoJ. But it is also a “living” document that needs to be regularly revised and 
improved.  
 
There is no place for any form of prejudice or unlawful discrimination in the 
Ministry of Justice, especially given the nature of our core business. This 
Scheme and its action plan will help us all to turn our race equality 
objectives into reality as employers, employees, managers, policy-makers 
and service providers.  
 
My colleagues and I are confident that this Scheme will help us to meet our 
challenges head on.  
 
 
 
 
Suma Chakrabarti 
Ministry of Justice  
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Section 1 - Introduction 

1.1 Context 
 
1.1.1 This Race Equality Scheme (RES) is the first since the formation of the 
new Ministry of Justice, and sets out the approach the Ministry will take to 
ensure it is fulfilling its statutory obligations to deliver race equality for all staff 
and users of the Ministry's varied services. 
 
1.1.2 The Ministry intends to move beyond compliance. We will seek to 
improve public confidence and trust through delivering high quality services 
which produce equitable outcomes for all its users. MoJ is committed to 
ensuring that staff have confidence and trust in the organisation and that they 
are able to participate fully in its service delivery and staff development. 
 
1.1.3 The Prison Service also has a published associate scheme of the Home 
Office Race Equality Scheme which covers the period May 2005 to May 2008 
http://www.hmprisonservice.gov.uk/abouttheservice/racediversity/raceequality
scheme/ This Scheme was subject to widespread consultation and was 
signed off by the Minister and Director General.   
 
1.1.4 A review is currently underway to assess the progress the Prison 
Service has made against the action plan agreed with the CRE following its 
formal investigation in 2003. The specific focus of the review will be on 
assessing progress against the 14 failure areas identified by the CRE, 
including the treatment of prisoners and staff; prisoner access to goods, 
facilities and services; and race complaints and investigations - as well as 
broader issues of leadership and management and the general atmosphere in 
prisons. A wide range of external stakeholders are being invited to provide 
independent assessments of what the Service has achieved over the last five 
years and to help identify priorities for the future. The review will provide an 
external view on where the challenges still lie and assist the Prison Service in 
developing an action plan of further work to meet these challenges in the 
future. 
 
1.1.5 The findings of the review will be published in December 2008, to 
coincide with the end of the five-year partnership agreement with the CRE, 
and will be crucial in contributing to further development of the Prison Service 
strategy on race.  
 

1.2 Ministry of Justice's Strategic Priorities 
 
1.2.1 Race equality will be integrated into ’s strategic priorities, and the action 
plan sets out how this will be achieved. MoJ’s Strategic vision is to: 
 
• Support a vigorous democracy in which everyone can influence decisions 

which affect their lives.  
• Support the efficient and effective delivery of justice.  
• Help to protect the public and reduce re-offending.  
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• Work to create a culture of rights and responsibilities so both can be 
delivered effectively.  

• Help to avoid and resolve civil and family disputes.  

1.3 Our Legal Responsibilities 
 
As a public authority, Ministry of Justice has a number of race equality duties 
arising from legislation, including the Race Relations Act 1976 (RRA) and the 
Race Relations (Amendment) Act 2000. 
 
1.3.1 The Commission for Racial Equality was established under the 1976 
RRA with the purpose of working towards the elimination of racial 
discrimination, and the promotion of equality of opportunity. On the 1st 
October 2007, the Equality and Human Rights Commission (EHRC) replaced 
the CRE, the Disability Rights Commission and the Equal Opportunities 
Commission and has responsibility for ensuring the statutory duties are met. 
CRE has published a Code of Practice outlining these duties, including both 
the specific and general duties to which needs to comply. The guidance has 
been used in the development of MoJ’s RES. 
 

1.4 Definition of Race 
 
Under the Race Relations Act 1976, a racial group is defined as: 
 
“a group of persons defined by reference to colour, race, nationality or ethnic 
or national origins, and references to a person’s racial group refer to any 
racial group into which he falls.”1

 
This definition includes Sikhs and Jews but does not include Hindus or 
Muslims, which are seen as being religious, rather than ethnic groups. 

1.5 The General Duty 
 
1.5.1 The Race Relations Act, as amended by the Race Relations 
(Amendment) Act 2000 places the following duties on MoJ, that it 
“shall, in carrying out its functions, have due regard to the need – 
(a) to eliminate unlawful racial discrimination;  
(b) to promote equality of opportunity: and 
(c) to promote good relations between persons of different races.” 
 
1.5.2 As a government department, MoJ is bound by the general duty. We will 
work to mainstream race equality in to all business areas, decisions and 
activities, and where appropriate will consider race as a separate issue. 

1.6 The Specific Duties 
 
                                            
1 Race Relations Act 1976 (3) 1 
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1.6.1 To support the public authority in meeting the general duty, specific 
statutory requirements have been set out in the in the Race Relations Act 
1976 (Statutory Duties) Order 2001. The core of these requirements is the 
Race Equality Scheme. 
 
1.6.2 The Scheme must state the public authority’s arrangements for: 
 
• assessing and consulting on the likely impact of its proposed policies on 

the promotion of race equality; 
• monitoring its policies for any adverse impact on the promotion of race 

equality 
• publishing the results of such assessments and consultation  
• ensuring public access to information and services which it provides; and 
• training staff in connection with the duties imposed by the Race Relations 

Act and the Order. 
 
1.6.3 There is also an Employment Duty in the Order which requires that the 
authority has in place arrangements for monitoring staff levels, applicants, 
training, disciplinary procedures and other relevant areas by reference to 
racial groups. 
 
1.6.4 MoJ is, through this Race Equality Scheme, working towards a situation 
in which there is no significant difference in: 
 
• the confidence and trust that members of the public from all communities  

have in the justice system; 
• the satisfaction of members of the public from all communities who use our 

services, and with the way they have access to them; 
• the satisfaction of members of the public from all communities with the 

information about our services; 
• satisfaction with access to career development for all members of staff 

irrespective of race; or in 
• pay and reward for work of equal value between members of staff 

irrespective of race. 
These outcomes will be measured via Court User Surveys, Staff Surveys and 
Equal Pay Audits throughout the life of the scheme. 

1.7 Accountability  
 
1.7.1 MoJ's Permanent Secretary has approved this Scheme, and has overall 
accountability for ensuring it is implemented, monitored and reviewed 
regularly. The Permanent Secretary and Corporate Management Board are 
responsible for ensuring that the necessary expertise and resources are made 
available within the organisation for the successful operation of the Scheme. 
 
1.7.2 The Board is supported in this by the Equality Diversity and Human 
Rights Division who work closely with the business areas to provide advice 
and assistance and in monitoring progress against the activity in the Action 
Plan. In addition strategic direction is provided by a new group, the Equality 
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Strategic Heads, which is made up of Senior Civil Servants from across the 
MoJ who hold responsibility for considering equality and diversity issues, and 
they will help ensure a consistent approach across the new Department.  
 
1.7.3 The Board will review progress of the Scheme on an annual basis, 
against the relevant actions and indicators. A full review of the Scheme, 
detailing progress and identifying key areas for action across MoJ and its 
Associated Offices will be undertaken and presented to the Board for approval 
and publication on a three yearly basis, as required by the Regulations2. 
 
1.7.4 Addendum 1 gives the Yearly Review of the former DCA RES and 
Home Office RES (in the form of an Annual Report) and represents the 
progress on race equality made during the past year. 
 
1.7.5 Addendum 2 is the forward look, three-yearly Action Plan for MoJ 
business areas that builds on both the Annual Report and the key findings in 
the main body of the RES. It contains the detail about how the RES will be 
delivered over the next three years.  
 
1.7.6 MoJ has also established a minimum requirement action plan, outlining 
more generically what is required of all its constituent business areas. Each 
area has responsibility for ensuring that it is taking account of the equalities 
duties and for providing the appropriate information to reflect this. In many 
cases the individual business action plans (in Addendum 2) will exceed these 
minimum requirements however. The minimum requirement action plan can 
be found in Appendix A.  
 
1.7.7 We recognise that in order to meet the General Duty to promote race 
equality, we need to implement the specific duties. This section sets out how 
MoJ has assessed the impact of its policies and operations on race equality 
and gathered information from key stakeholders in the development of the 
Scheme.  
 
1.7.8 We have gathered and used information in a number of ways, including 
involving people from ethnic minorities in focus groups, analysing staff survey 
results and identifying relevant research or data collected by other 
Government departments and organisations. More details of these are set out 
below. 
 
1.7.9 Directors and Heads of Division are responsible for implementing the 
actions outlined in the action plans found in Addendum 2.

                                            
2 Race Relations Act 1976 (Statutory Duties) Order 2001 reg. 2 (3) 
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Section 2 – Meeting the General and Specific Duties 

2.1 The Equality Impact Assessment (EIA) 
 
2.1.1 In order to ensure that the issues relating to race equality (and other 
diversity strands) are enshrined in legislation, policy and service development,  
all new policies and functions must be equality impact assessed. 
 
2.1.2 MoJ are currently developing a consistent Equality Impact Assessment 
(EIA) framework for use across the business that will ensure EIAs are 
undertaken effectively and systematically. 
 
2.1.3 Existing EIA ‘toolkits’ used by former DCA, and by the National Offender 
Management Service (NOMS) and the Office of Criminal Justice Reform 
(OCJR) (the Home Office toolkit), and separately the Prison Service toolkit 
continue to be used until the new MoJ version is implemented in summer 
2008. 
   
2.1.4 MoJ will also impact assess all its existing functions and policies by 
2010 and Equality, Diversity and Human Rights Division (EDHRD) are 
working with business areas to draw up an implementation timetable, by 
autumn 2008.    
 
2.1.5 Senior managers have responsibility for ensuring EIAs are completed, 
and must sign off the necessary EIA before new or amended legislation, 
policies, projects or services can be implemented. Similarly, new business 
critical projects and programmes cannot be lodged with the central MoJ 
programme office until an initial EIA is completed.  
 
2.1.6 Since December 2007, MoJ has published summaries of all former DCA 
EIAs and MoJ EIAs on its website with alternative formats available on 
request. For the most up to date list of completed equality impact 
assessments please go to http://www.justice.gov.uk/publications/equality-
impact-assess.htm. Additionally EIAs for Her Majesty’s Prison Service can be 
found at http://www.hmprisonservice.gov.uk/
 
2.1.7 During 2006/07, all 127 Prison establishments underwent race equality 
impact assessments on the final three of the ten areas that were agreed with 
the CRE following the completion of formal investigations. This amounted to 
1263 separate EIAs on service delivery in the first two years of the Prison 
Service RES. In line with the revised Prison Service Order 2800, all 
establishments devised an impact assessment programme for 2007/2008 
based on local priorities. 
 
Getting Equality Impact Assessments Right 
 
Equality, Diversity and Human Rights Division (EDHRD) have established a 
working group to design a MoJ equality impact assessment framework. The 
framework will assess potential adverse impacts of particular policies as well 
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as advise staff on how best to consider missed opportunities to promote race 
equality and any associated potential impacts. Staff from across MoJ will be 
consulted and involved during its design (e.g. staff forums and networks, trade 
unions and regional diversity managers and contacts. The toolkit will be 
introduced during 2008 with a list of completed EIAs being published on our 
website (in alternative formats on request). 

2.2 Assessing the Functions and Policies for Relevance to Race Equality 
 
2.2.1 In May 2006, the former DCA carried out an audit of all its functions and 
policies by sending out a questionnaire to all its business areas. The 
questionnaire asked for details of current responsibilities, an assessment of all 
functions and policies for relevance to race equality, and identification of what 
actions had been or planned to achieve race equality. Details were also 
provided on all impact assessments completed and planned. 
 
2.2.2 In assessing the functions and policies for relevance to race equality the 
following questions were considered: 
 
• For whom is the policy or service intended? 
• What are the planned or intended outcomes? 
• Is there any current evidence that the public or staff are satisfied with the 

way the outcomes are being achieved? 
• Is there any evidence of dissatisfaction? If yes, where are the gaps? 
• Are there any indicators that a new policy - or a change to a policy - may 

produce unsatisfactory outcomes for the target stakeholders? 
• Is there any anecdotal evidence that non-priority areas of work may not be 

delivering equality of outcomes? 
 
2.2.3 In reviewing the full range of functions the Scheme has also identified 
where specific actions have been taken to promote race equality. MoJ has 
assessed that the majority of its priority policies, regulations and services are 
relevant to race equality. A list of these functions and policies can be found in 
the Action Plans at Addendum 2. 

2.3 Consultation and Involvement 
 
2.3.1 In reviewing the Scheme, MoJ has consulted with all Directorates 
internally and has used feedback information from the public gathered 
regionally through HCMS, special projects and initiatives, consultation on 
changes to specific policies and through the last DCA customer and staff 
surveys. The Scheme has also made use of the surveys produced by the 
PROUD Network representing its black and minority ethnic (BME) staff.  
 
2.3.2 Surveys and other information were taken from across MoJ business 
areas, including the Home Office Survey 2005 and internal prison service 
research. A list of example policy consultations can be found in the box below. 
 
2.3.3 Courts and tribunals have their own user and community consultation 
strategies. For example, court user groups, community engagement and 
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diversity groups, various steering and focus groups and the London Civil 
Forum. Each area reports on local consultation initiatives, the results, and any 
action taken to ensure equality of opportunity. In reviewing this Scheme, we 
acknowledge that we need to ensure that the results of these consultations 
and actions are effectively monitored. 
 
2.3.4 MoJ HQ has an internal consultation network of staff and the Trade 
Union Side (TUS - the staff trade union). TUS will be putting in place a 
diversity consultation group which will include key stakeholders and be 
representative of the BME population. The Strategy and Communications 
Directorate supports MoJ in ensuring that the public has access to information 
and for assessing public confidence and satisfaction with MoJ’s services.  
 
Examples of Policy Consultations: 
Dealing with Racially Motivated Crime and Domestic Violence 
 
An important priority in the courts is to tackle racially motivated crime and 
domestic violence. There is clear evidence that individuals do not always 
come forward to seek redress or assistance, particularly where they belonged 
to communities who were not aware of the support services available to them 
to pursue justice. 
 
The Merseyside Local Criminal Justice Board (LCJB) 
Established a multi-agency group of senior officers to review the end-to-end 
process on race/faith hate crime. In that review consultation took place with 
community groups throughout the area to give feedback to the agencies on 
where and how the process could be improved. Following the completion of a 
draft protocol, this was again consulted upon with those groups and the 
protocol was approved by the LCJB for roll-out in 2007. 
 
Specialist domestic violence courts have been established at each court 
centre with local steering groups managing performance and effectiveness. 
There is an area-wide Strategic Domestic Violence Group which is multi-
agency, while the Government Office for the North West oversees the 
strategic implementation of the Domestic Violence Protocol. 
 
The London-wide Race Hate Crime Forum  
This requires all London boroughs to deliver presentations about how they 
tackle race hate crime. The presentations are usually delivered jointly by the 
Borough Commander and Chief Executive of the Local Authority. The Forum 
has been running since 2004 and is chaired (and sponsored) by the 
Metropolitan Police Authority. 
 
The Race & Diversity Action Group (RADAG)  
This requires all criminal justice agencies in London to demonstrate how they 
are implementing the Race Relations and Disability Discrimination Acts – 
particularly the duties to publish a Race Equality Scheme and Disability 
Equality Scheme. RADAG is chaired by the Race Advisor to the Mayor of 
London. 
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Confidence in the Civil and Family Courts 
The Annual Survey of Civil and Family Court Users 2005 shows that while 
satisfaction with these services is increasing year by year for professionals 
and white users, those likely to be less satisfied are those from BME 
backgrounds. Although the satisfaction rates vary regionally, the lowest rate is 
for London, which has nearly one third of its population from BME 
backgrounds. 
 
Confidence in the Criminal Justice System (Criminal Courts) 
People from BME communities have less confidence that the Criminal Justice 
System (CJS) will treat them fairly (Home Office Citizenship Survey, 2001). 
Ethnicity data also shows they are over-represented at stages throughout the 
CJS, from first contact to sentencing. The Government is determined to close 
this confidence gap and has set a strategic goal of delivering a CJS that the 
public has confidence in, that is effective, and that serves all communities 
fairly. 
 
In order to embed that principle the Government has adopted a Public Service 
Agreement (PSA) target. The CJS has a collective responsibility to deliver the 
PSA2(e) target. While the target is couched in terms of perception of the 
fairness of the CJS, it will only be delivered if the services provided by all 
agencies are delivered fairly on the ground. The Office for Criminal Justice 
Reform (OCJR) has developed an overall plan in order to co-ordinate the 
work of the CJS agencies towards this target.  
 
A range of data on race and the CJS is published annually by the Ministry of 
Justice (publication was the responsibility of the Home Office until June 2007) 
under section 95 of the Criminal Justice Act 1991. The statistics are provided 
by different agencies (police, courts, prisons, probation service areas and 
Youth Offending Teams) and different departments (Home Office, Crown 
Prosecution Service, Ministry of Justice) are responsible for their collection. 
The statistics are one of the main sources of information available on BME 
groups’ experiences across different elements of the CJS and are a 
potentially powerful tool for driving performance and ensuring race equality. 
 
The confidence in the CJS target is based on those perceiving worse 
treatment  by one or more CJS agency. The target is 30% measured by data 
from the Home Office Citizenship biennial survey. The latest survey (2005) 
shows a rise in confidence levels of BME people. The courts are up to 64% 
from the previous survey figure of 6% (2003). The figures for the other 
agencies are: CPS 9% (2.4%), police 63% (6%), Prison Service 43% (41.1%), 
Probation Service 48% (47.8%). The 2005 figure for those who perceive 
worse treatment by one or more agency is unchanged from 2003 at 31% 
which is down on the baseline figure from 2001 of 33%. Data for the first 6 
months in 2007 indicates an improved 29% figure. 
 
Confidence in the Tribunals 
The Tribunals Service launched in April 2006. Though several of the 
component parts of the agency surveyed their customers prior to April 2006, 
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the range of questions asked – and the methods for gathering data – differed 
enormously. The Service is currently analysing the trends of all those surveys, 
with a view to developing an action plan for implementation in the next 
financial year. 

2.4 Staff Survey 
 
2.4.1 As part of gauging employee satisfaction and monitoring attitudes 
amongst its employees, the former Department for Constitutional Affairs 
carried out an extensive survey including questions about internal 
communication, employee contentment, training and development 
opportunities and line management.  
 
2.4.2 A total of 3,539 responses were received which helped provide a useful 
set of data and information for those MoJ business areas formerly under 
either DCA or Home Office responsibility.  
 
2.4.3 On the 31st October 2007 a ‘Pulse’ snapshot survey was sent out to 
25% of the staff of the former DCA areas, and a separate survey sent to all 
employees of NOMS. The full staff survey will be carried out every two years, 
with the Pulse survey run in the intervening years. 
 
2.4.4 The Prison Service Staff Survey 2007 was also launched in November 
2007 and ran until December 2007. There was an emphasis on encouraging 
officers and Operational Support Grades to complete the survey.  
 
2.4.5 The key race equality issues raised by the staff surveys and MoJ’s plans 
to address these and wider issues regarding employment are outlined fully in 
Section 4. 

2.5 Evidence From Relevant Research 
 
2.5.1 The work of MoJ has an impact on and is impacted by the work of other 
departments and Ministries. In building the evidence base which informs the 
action plan we have taken account of wider research on exclusion, where 
relevant to the work of MoJ, and where MoJ has the power to affect it.  We 
have not included relevant areas which are wholly under the control of other 
Ministries or departments and thus beyond the power of the action plan to 
address. The research consulted included government research and the work 
of key external stakeholder organisation. Listed below are some of the key 
publications consulted and the most relevant information included in them. 
 
2.5.2 The Criminal Justice System produces Statistics on Race and the 
Criminal Justice System and seeks to put in context what they reveal about 
BME groups’ experiences across the CJS. The findings from the 2005  
report  http://www.homeoffice.gov.uk/rds/pdfs06/s95race05.pdf
show that : 
 
• People in BME groups were significantly more likely than White people to 

be worried about burglary, car crime and violent crime. 
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• In 2004/5 of an estimated 1.3 million arrests for notifiable offences (those 

included in the police returns to the Home Office), 9% were recorded as 
being of Black people, 5% of Asian people and 1.5% of ‘Other’ ethnic 
groups. 

 
• The police cautioned 237,337 persons for notifiable offences in 2004. 

Relative to the number of persons arrested, black people were less likely 
to be cautioned than white and Asian people. 

 
• The representation of BME groups working for criminal justice agencies 

has improved in recent years. In 2005/06 the CPS, Police, and Probation 
Service all recorded an increase in the percentage of BME staff on the 
previous year; the Prison Service remain unchanged. The percentage of 
BME staff decreased in the Crown Court and magistrates’ courts. 

 
• People from Asian or ‘Other’ minority ethnic backgrounds were more likely 

than white or black people to rate the criminal justice agencies as doing a 
good or excellent job. 

 
• Relative to white people, people from BME groups reported higher levels 

of perceived discrimination within the Criminal Justice System. 31% of 
people from minority ethnic groups feel that they would be treated worse 
than people of other races by one or more of the five Criminal Justice 
System organisations. This shows no significant change from 2001 (33%) 
or 2003 (31%). However, a data release for the first six months of 2007 
shows levels of perceived discrimination down to 29%.  

 
• Combining information collected from 5 police force areas on magistrates’ 

court decisions in 2005 shows that, excluding those defendants committed 
to the Crown Court for trial, 60% of White, 50% of Black and 42% of Asian 
defendants were convicted. 

 
• There has, been a statistically significant although minor decrease in the 

percentage of people from BME groups who feel they would be treated 
worse than other races by four of the five organisations (the Courts, CPS, 
the Police and the Prison Service). 

 
2.5.3 The 1990 Trust, a charity focused on assisting British Black people of 
African, Asian and Caribbean descent, has carried out an Audit of Social 
Policy Affairs – A Snapshot of Black and Ethnic Minority Communities in 
the UK (2006) (http://www.blink.org.uk/docs/Race-Audit.pdf) The research 
related to black people in the Criminal Justice System, and the relationship 
between race and political participation. The following are the key findings: 
 
• Black people were six times more likely to be stopped and searched, and 

Asians were twice as likely to be stopped and searched than White 
people, under section 1 of the 1984 Police and criminal Evidence Act.  
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• In 2004/5 there were 106 deaths in police custody, an increase of 6 on the 
previous year. Of these deaths in custody 10 were from black and other 
minority communities. There were three deaths recorded for Asian people, 
three from ‘other’ ethnic groups and 4 recorded for black people.  

 
• In June 2005 there were 76,190 people in prison, of which 24.6% (18,752) 

were from BME communities, although they made up only 7.9% of the 
population. Of these prisoners, 38% were foreign nationals.  

 
• With regards to political engagement, the research notes that the 2005 

general election returned a total of 15 BME MPs.  It is observed that if the 
percentage of BME MPs were to mirror the wider population there would 
be a total of 51. 

 
Issues surrounding disproportionality are discussed as a key priority in 
Section 4. 
 
Section 3 Meeting the Employment Duty 
 
MoJ runs the courts, tribunals, prisons, and related services in England and 
Wales – as well as a number of tribunals in Scotland, and a limited number in 
Northern Ireland – and has responsibility for the Wales Office, the Scotland 
Office and a number of Associated Offices (see Appendix C). The staff of all 
these offices come under MoJ's jurisdiction. In order to provide the most 
effective services for its customers, MoJ recognises that its staff must reflect 
the population it serves. We are committed to ensuring that: 
 
• There are no significant differences between different racial groups in 

respect of staff confidence and satisfaction. 
• Staff feel fairly treated in relation to employment opportunities, terms and 

conditions, training and development and promotion. 
• MoJ is seen as an environment that is attractive as a choice for 

employment by people of all races. 
 
The Civil Service Diversity 10-Point Plan sets out the targets for a more 
representative and diverse Civil Service and the Ministry has produced a 
tailored programme of action in support of the national plan. A copy of the 
national plan can be found at 
http://www.civilservice.gov.uk/diversity/publications/pdf/10_point_plan.pdf. 

3.1 Training 
 
3.1.1 MoJ recognises that to meet the duty to promote equality of opportunity 
and eliminate discrimination, it is essential for staff to be trained and made 
aware of their responsibilities. The depth of training required will depend on 
the business area and the particular roles of staff. 
 
3.1.2 Equality and diversity, including race awareness training is already 
provided for all new staff joining MoJ as part of a programme of mandatory 
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induction training courses for new staff and managers. The induction course 
covers the legal background to race equality duties (and other duties), while 
many other courses have been adapted to include different aspects of 
diversity and equality, including customer focussed training. 

3.2 Staff Profile 
 
3.2.1 MoJ permanent staff in post from the former DCA and the Home Office 
as at 30th September 2007 was 26,481. MoJ staff in the Prison Service, 
numbered 49,455 as of 28th February 20073. Work is underway to produce 
accurate corporate statistics for the whole of MoJ and it is anticipated that a 
strategy for this work will be in place during 2008.  

3.3 Learning from the Staff Opinion and Pulse Surveys 
 
The results of the Staff Opinion and Pulse surveys provide useful indicators of 
staff perception of many areas of MoJ. However, they must be considered in 
the light of the limited size of the Pulse survey, difficulties in weighting 
adequately for demography, and methodological difficulties common to all 
sampling exercises aimed at establishing the opinions of a minority group. In 
many instances, differences in responses from people from minority groups 
and the wider sample were negligible and as such should be read carefully as 
indicators rather than evidence of clear, actionable trends. The Staff Opinion 
Survey covered MoJ staff in the former DCA business areas. The surveys 
have, however, highlighted some key areas which are in need of action.  
 
3.3.1 Only 46% of staff from Chinese backgrounds and 54% of staff from 
black/black British backgrounds felt they were treated with fairness and 
respect, compared to more than seven in ten of the wider staff. We will be 
considering how best to address the reasons for this as part of the work of the 
Harassment, Bullying and 10 Point Plan Implementation Group. 
 
3.3.2 Race appears not significantly to affect whether people feel they are just 
as likely as others to receive regular and constructive feedback. However, 
declared intention to remain employed by the Ministry in 12 months’ time 
varies from 46% amongst Chinese and 75% amongst Asian/Asian British 
staff. 
 
3.3.3 Declared levels of bullying or harassment are universally low, although 
white British respondents are more likely (93%) than other groups to declare 
they have not been bullied or harassed in the last year. Figures for Chinese 
staff were 77% and 90% for black/black British. 
 
3.3.4 There were significant differences in willingness to report bullying and 
harassment without fearing a negative impact, with 31% of Asian/Asian British 
and 65% of white British staff feeling able to do so. 

                                            
3 Prison statistics taken from HM Prison Service  - Single Staff Diversity and Equality Scheme 
(2007) http://www.homeoffice.gov.uk/documents/ho-equality-scheme-0507/ho-equality-
hmps.pdf?view=Binary 
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3.3.5 As with all differences in opinion polling responses, it is necessary to 
establish whether the difference is caused by perception, a real policy 
inequality or a combination of the two. The Bullying and Harassment 
Committee will investigate this issue and provide advice on possible solutions. 
 
3.3.6 The 2006 Prison Service Staff Survey had an improved overall response 
rate. However the 42% of staff who completed the survey is still below the 
public sector average of 60%. And only 20% of Operational Support Grades 
(OSGs) and 30% of Prison Officers responded, meaning the largest part of 
the workforce was not well represented. Frontline staff were therefore 
encouraged to share their views to ensure a fully accurate picture of the 
attitude of all staff is captured by the 2007 survey. 
 

3.4 Ethnic Minority Profile 
 
3.4.1 Overall figures for ethnic minority headcount in former DCA areas stood 
at 11.84% on the 30th September 2007.  There is significant variation between 
business areas, with 42.53% of the Public Guardianship Office, and 9.1% of 
Her Majesty’s Courts Service Staff declaring ethnic minority status. 
 
3.4.2 According to the Prison Service 2006/2007 Annual Staff Ethnicity 
Review 5.91% of the total workforce were recorded as BME. This figure, 
which represents 2,932 staff, fell just short of the 2006/07 Key Performance 
Indicators target of 6%. 
 
3.4.3 The largest grouping of non-white staff in the former DCA as at 30th 
September 2007 was Asian/Asian British, with 1,201 (4.53%), followed by 
black/black British with 1,057 (3.99%). The data, however, needs to be 
viewed in the context of the current declaration rates which show 3,093 
(13.2%) staff across former DCA areas had not declared their ethnicity, and 
3,660 (13.8%) are listed as ‘not known’.  
 
3.4.4 There is a wide variation in levels of ethnicity between grades.  As at 
September 30th 2007, 14.36% of staff at Band E had declared ethnic minority 
status, compared to 5.54% of the feeder grade Band A, and 4.76% of the 
Senior Civil Service itself.   
 
3.4.5 The biggest differential was between Band B with 11.24% and the Band 
A feeder grades with 5.54%. MoJ plans to improve representation of staff of 
minority ethnic origin can be found in the sections below regarding staff 
development. 

3.5 Key Priorities for Internal Policy 
 
3.5.1 Following consultation with staff networks, the Departmental Trade 
Union and Human Resources, the Ministry of Justice has established two key 
race priorities for internal employment policy, regarding staff. These priorities 
are: 
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• Staff Development  
• Data Collection and Analysis  
 
3.5.2 These areas have been addressed in the creation of this Scheme and 
are discussed in more depth later. It is worth noting here that effective policy 
regarding staff development requires accurate data collection and analysis to 
ensure it is developed and that resulting actions are targeted effectively. 

3.6 Key Priority One: Staff Development  
 
3.6.1 It is clear that one of the most effective ways to ensure the development 
of an equal and representative Ministry of Justice is to ensure that individuals 
have access to targeted development programmes, including formal and less 
formal training, as well as providing a complementary system of performance 
management.  
 
3.6.2 MoJ is committed to developing the appropriate skills, knowledge and 
competencies that staff need to support them in the delivery of high quality 
services as set out in the MoJ Strategy. The over-riding principle is that 
managers should guide and support their staff in their development, coaching 
and mentoring them to continuously improve their performance. Training 
interventions are increasingly taking a blended approach, combining on-the-
job training, coaching by managers, open learning and formal training etc. 
Staff surveys will be used to monitor the success of these programmes. 
 
3.6.3 MoJ is committed to ensuring that no individual will be excluded from 
learning and development activities on the basis of gender, race, disability, 
religion or belief, age, marital or civil partnership status, caring responsibilities, 
sexual orientation or any other irrelevant reason. Staff with different working 
patterns will be given the same development opportunities as those in full-
time employment. In response to concerns raised by the Network for Caring, 
the Learning and Development team have significantly reduced the number of 
residential courses, and all residential courses remaining have a non-
residential option. In addition courses must start and finish at suitable times. 
Line-managers and staff are expected to work together to ensure that 
arrangements are tailored appropriately to meet individual needs. 
 
Example of Staff Development – BME Co-Coaching 
 
The Ministry has been working with Price Waterhouse Coopers (PwC) for the 
last two years to provide a co-coaching Scheme for women in the SCS feeder 
grades. There is now in place a Scheme to offer a similar opportunity to 
twelve Black and Minority Ethnic (BME) staff members from across MoJ in 
Band B. 
 
Benefits for participants include: 
 
• Gaining an understanding of different leadership styles in the two 

organisations  
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• The confidence of having a genuine independent coach  
• The chance to practice being a coach  
• Access to a wider network  
• Better understanding of how to develop your career 
• Supporting the MoJ’s aim to increase the number of staff feeling 

empowered. 
 
 
3.6.4 The Ministry of Justice offers Positive Action Training (PAT) which is a 
management development programme for BME staff. The PAT programme is 
designed for individuals who identify as being black or of a visibly minority 
ethnic origin. It is open to those at bands D - B. It is also opened to band E’s 
who have been on temporary promotion for a prolonged period. The 
programme, which is split into two parts, can hold a maximum of 14 delegates 
at any one time and runs for a total of five days. It uses two affinity trainers 
and is delivered nationally. PAT can be run as a residential or non-residential 
programme.  
 
3.6.5 A Capacity and Capability Review of Learning and Development is 
underway and high level proposals for a new structure are being discussed 
with the business. Once the project is complete, MoJ will be in a position to 
produce a revised strategy. As part of the review MoJ is considering 
implementing a Learning Management System which will capture all the 
relevant training monitoring statistics on equality and diversity, including race. 
 
3.6.6 Race awareness training is provided to all new entrants to MoJ as part 
of the general diversity training. A Diversity Awareness course is held as part 
of the wider induction process, and around 1,100 former DCA new entrants 
attended this course in 2006/7. 
 
3.6.7 A diversity e-learning training package will be in place Summer 2008 
and race awareness will be included as one of the diversity strands. 
 
3.6.8 MoJ will ensure that staff are made aware of their equality duties, and 
are able to promote these (along with the Specific Duties to promote disability 
race and gender equality). Former DCA Directors and Heads of Divisions 
attended a series of Equality and Diversity briefings during October and 
November 2006, to highlight accountability for integrating race equality (and 
other equality duties) into their work. 
 
3.6.9 In October 2007, Learning and Development awarded a contract for an 
external provider to deliver face-to-face Equality Impact Assessment training 
to middle and senior managers across the Ministry. This is to train those 
responsible for introducing new polices and procedures to carry out Equality 
Impact Assessments as appropriate. 
 
3.6.10 The Prison Service is also revising its training for new prison officers 
(POELT) to provide more relevant diversity training. In particular the diversity 
sessions will combine diversity issues to include race, disability and other 
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equality and diversity strands. Additionally the Prison Service is developing a 
diversity awareness programme of seven modules addressing harassment, 
disability, race, gender, sexual orientation, age and religion and belief. These 
modules will be rolled out across all parts of the Prison Service. 

3.7 Staff Development and Performance Management 
 
3.7.1 MoJ staff performance is reviewed and assessed on a regular basis as 
an integral part of our people management strategies. Performance is 
assessed against work and development objectives/standards agreed at the 
beginning of the performance year. Any performance issues are dealt with as 
they arise and appropriate support made available to encourage an 
improvement. MoJ staff from the former DCA receive an end of year 
performance rating according to how they have performed during the year 
which is agreed between individual and line manager. 
 
3.7.2 During the recent Pay and Grading Review, the former DCA was not 
able to analyse performance ratings by race. However, it is planned that this 
information will be available for future performance years. 

 

3.8 Staff Development and Promotion  
 
3.8.1 The 2005 DCA Workforce Composition Report shows that of the 540 
promotions awarded in the former DCA in 2004/2005, 17.8% were for ethnic 
minority staff. 
 
3.8.2 There was significant variance between levels of ethnic minority staff 
given a promotion between business areas. 25.6% of promotions at DCA 
Headquarters were given to staff who declared themselves as being of 
minority ethnic origin, compared to 13.8% in the Courts Service. 
 
3.8.3 According to the latest Prison Service statistics, there is no significant 
difference in the levels of staff being promoted, by ethnic minority status. 
 
An Example of Development - Assistance in Applying for Promotions  
 
The internal ethnic minority network PROUD offer assistance to any ethnic 
minority staff applying internally for a post. They will offer assistance 
throughout the process, from help with filling in application forms to 
preparation for an interview and assistance in understanding Core 
Competence Frameworks. 
 

3.9 Key Priority Two: Data Collection and Analysis. 
 
3.9.1 The potential limitations of MoJ’s current data collection and analysis 
have been discussed throughout this scheme as they relate to each policy 
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area. The Ministry recognises the difficulties in producing effective policy 
without accurate and reliable data to inform decision making. 
 
3.9.2 Disclosure is limited by the need to ensure that numbers smaller than 5 
are not published for confidentiality reasons, which might be the case in 
individual exercises where small samples are used. However, there are areas 
where the Ministry does not currently collect data which it would be possible 
to publish and which might be instructive in policy making. An example of this 
is the current failure to include data on grievances which do not result in a 
tribunal. This prevents a clear picture of grievance trends being developed. 
 
3.9.3 Over the course of this Scheme, the Ministry will reconsider its data 
collection and analysis related to staffing, including recruitment, career 
progression, and grievance. MoJ will also attempt to ensure that statistics are 
available on these topics across all business areas of the newly created 
Ministry. 

3.10 Applications for Employment  
 
3.10.1 The 2005 DCA Workforce Composition Report suggests that ethnic 
minority applicants are not at a significant disadvantage when applying for 
jobs within the former DCA areas. 26% of applicants for jobs declared ethnic 
minority status, which was reflected in 26.7% of applicants interviewed, and 
24.8% of successful applicants appointed who declared ethnic minority status. 
 
3.10.2 The Prison Service Annual Staff Ethnicity Review shows that 7.7% of 
the permanent staff recruited by the Service during 2006/7 were recorded as 
BME. This compares with a comparable working age population in the 
communities surrounding establishments and HQ of 7.0%. 

3.11 Flexible Working 
 
3.11.1 The working patterns of former DCA staff are agreed locally and 
cannot currently be monitored by ethnic minority status. MoJ will review the 
possibility of establishing organisation-wide monitoring over the course of this 
Scheme, other than through the Staff Opinion Surveys.  
 
3.11.2 MoJ offers a range of flexible working options. These include the ability 
for any member of staff to apply for reduced hours (job split or job share), 
part-time working, home working or remote working, compressed hours or a 
combination of these options.  
 
3.11.3 In addition, all the component parts of MoJ provide the option of 
agreeing a local flexitime scheme which can allow staff to manage their hours 
around agreed core times (normally 10-11:30 and 2:30 – 4:00). This provision 
gives individuals more flexibility to work their hours around any personal 
circumstances  (subject to business needs). 

3.12 Staff Turnover and Resignation 
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3.12.1 According to the Prison Service 2006/2007 Annual Staff Ethnicity 
Review, the leaving rate4 (excluding retirements) for BME staff in 2006/7 was 
7.8% compared to 5.9% for white staff. The difference between BME and 
white rates was 1.9 percentage points compared with a difference of 4.1% last 
year. The leaving rate for white staff has remained virtually unchanged in 
recent years whereas BME rates display a noticeable reduction. 
 
3.12.2 According to the 2005 Workforce Composition Report, 22.5% of staff 
who resigned from the former DCA were from BME backgrounds, and none of 
the five staff dismissed declared ethnic minority status. However, the samples 
analysed were very small, and the results should not be considered 
conclusive. 

3.13 Redundancy and Redeployment  
 
3.13.1 The creation of the new MoJ and changes to its structure likely to come 
into effect during 2008 could clearly impact on staffing make-up. Accordingly, 
the Ministry will monitor the impact of these changes in the planning stages 
and through later stages of implementation, and make that data available.  

3.14 Bullying and Harassment 
 
3.14.1 As part of our commitment to equality and diversity MoJ has in place a 
zero tolerance policy towards discriminatory and unacceptable behaviour. All 
such issues are considered seriously and proportionate action taken, where 
appropriate. 
 
3.14.2 In response to concerns expressed over effective operation of such a 
zero tolerance policy and successful implementation of the Cabinet Office’s 
10-Point Plan within MoJ, in September 2006 the former DCA created and 
subsequently developed a Harassment, Bullying & Ten Point Plan 
Implementation Group. 
 
3.14.3 With representation from all interested parties, e.g. Staff Networks, 
Human Resources Directorate, TUS, Strategy & Communications Directorate, 
and working within mutually agreed terms of reference and accepted 
definitions, the Group provides a vital forum for the sharing of best practice in 
the diversity arena. This is an instance of MoJ considering the formation of 
such a group as a specific delivery issue under the general duty. 
 
3.14.4 The Prison Service is presently developing a programme of work to 
tackle bullying and harassment. The campaign will include leaflets, cards and 
a training programme made up of modules specific to each diversity strand, 
including race. 
 
An Example of Cross-Government Co-operation 
 

                                            
4 Transfer of healthcare and instructional staff and other structural movements of staff are 
excluded. 
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The Ministry of Justice participates in a local level cross-government Race 
Equality Network based in Portsmouth, which brings together at local level, 
government bodies including the Ministry of Defence, HMCS, the Ministry of 
Justice and others to develop best practice and share experience. This 
mirrors a successful existing network in the Reading area. 
 

3.15 Managing Attendance 
 
3.15.1 For MoJ staff from the former DCA, managers are responsible for 
ensuring all ill health is recorded, and for dealing with all absence due to ill-
health both in the short-term and in the long-term. 
 
3.15.2 All staff who have been absent from work due to ill health have a return 
to work interview with their manager, usually on the first day return to work. 
This meeting is an opportunity to welcome staff back to work, and enables a 
two-way discussion to take place where work and any other issues can be 
discussed. This policy will be the subject of an Equality Impact Assessment to 
be published in 2008. 
 
3.15.3 In situations where there is more frequent, or a pattern of, ill health, 
which is a concern, managers can arrange a Review Meeting with the 
member of staff to enable a more formal discussion to take place, and to 
progress appropriate action. Where staff have been absent from work for 15 
days, a referral to the Occupational Health Service might be considered, 
especially in cases where the nature of the absence is not known, or where 
there is no indication of a return to work date. 
 
3.15.4 New policies and processes are being developed in MoJ, including a 
new Managing Attendance Policy. It will support the business need for a 
consistent framework, set out within clearly defined boundaries as defined by 
the Cabinet Office and the Health and Safety Executive central guidance. It 
will help managers to address attendance issues in a more consistent way 
and improve monitoring processes. 
 
3.15.5 Staff networks are introducing awareness raising seminars for staff and 
line managers about debilitating illnesses and conditions and the effect these 
have on the individual. Particularly relevant are those illnesses and conditions 
which disproportionately affect members of ethnic minority communities, such 
as sickle cell anemia or Tay Sachs Disease. 
 
An Example of Raising Awareness - Sickle Cell 
 
In 2007, both the PROUD network for Black and Minority Ethnic staff, and the 
Disability Network ran awareness events about sickle cell anemia. Both 
events had speakers from the Sickle Cell and Thalassaemia Society who 
talked about how the illness affected the individual and how the condition is 
exacerbated by stressful situations. These events allowed managers and staff 
to ask questions about the condition, and enhance their understanding of its 
management, and ways of making reasonable adjustments in the workplace. 
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3.16 Pay and Benefits 
 
3.16.1 The 2005 Pay Audit in the former DCA concluded that there were no 
significant pay gaps between ethnic groups. An Equal Pay Audit will be 
conducted after every pay award implemented under the Deal (i.e., 2008-10). 
The first such audit will be conducted commencing April 2008. The new pay 
and grading arrangements will enable comparisons to be made across the 
organisation. 
 
3.16.2 On average, BME staff in the Prison Service receive lower basic pay 
than white staff. One reason for this is that ethnic minorities tend to be 
concentrated in grades with lower average pay. However, once length of 
service, age and working hours were controlled for, there remained some 
statistically significant differences of greater than 3 per cent in pay between 
BME and white staff.5

3.17 Grievance and Discipline 
 
3.17.1 Formal grievance and discipline cases from the former DCA which 
result in an employment tribunal are monitored by ethnicity. However, as the 
figure is currently below five, Civil Service monitoring practice prevents 
publication of the specific figures due to reasons of confidentiality. We will 
however continue to monitor to ensure that there are no significant differences 
based on ethnicity. 
 
3.17.2 A review of how statistics are collected in this area is presently 
underway and it will develop procedures for reporting centrally:  
• on harassment and discrimination complaints and other grievances by 

ethnic status of complainants and outcome; and 
• on employees who have formal disciplinary proceedings taken against 

them by ethnic status and outcome. 
 
3.17.3 The launch of the new IT HR system (PHOENIX) for the Prison Service 
will allow them to record and analyse data about local level grievance claims.  
A first analysis will be completed as part of the Diversity Review after the roll 
out of the system, which is scheduled for completion by June 2008. 

                                            
5 From the Summary Report of HM Prison Service’s equal pay review. 
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Section 4 - Setting Key Priorities for the Scheme 

4.1 Context  
 
4.1.1 MoJ provides a wide range of services to the public, from managing the 
courts and prisons estate, to modernising the constitution. We recognise that 
confidence in the Criminal Justice System is key to the successful delivery of 
services and the importance of ensuring that these are accessible by and 
operate to the benefit of the whole population.   
 
4.1.2 The outward facing business areas of MoJ are working to address 
issues facing people from BME communities in using, or helping to provide, 
our services. However, the complex and varied nature of MoJ requires an 
equally varied action plan. The challenges faced by courts and tribunals, 
where people will normally visit for a short amount of time are very different 
from those faced by prisons, which have a longer term duty of care over 
prisoners.  
 
4.1.3 There are presently gaps in the availability of data regarding the 
demographic make up of MoJ’s service users. MoJ intends to improve its data 
gathering activities across its business areas, including increasing ethnicity 
declaration rates, and improving the IT systems employed to maintain and 
interpret this information. Human Resources will carry out annual data 
gathering exercises to ensure the continuing accuracy of the data. 
 
4.1.4 Each business area or delivery service will study the demographics of 
both the area in which they are based and the community they serve, in order 
to establish how they can best engage. They will achieve this by working with 
local authorities and local user groups. 
 
4.1.5 MoJ recognises the importance of consulting with key stakeholders 
when setting key priorities to ensure that issues of primary concern to BME 
communities are taken into account. In developing the scheme, discussions 
took place with different business areas, and key internal stakeholders and 
external stakeholders. We also used feedback from the previously published 
Race Equality Schemes, including recommendations made by the 
Commission for Racial Equality (now part of the Equality and Human Rights 
Commission) and Customer Surveys. We have included the concerns and 
issues raised by our stakeholders in our approach to service delivery and 
have identified three key priority areas from the consultation process as 
follows: 
 
• Improving the Handling and Outcomes of Hate Crime (CJS) 
• Disproportionality in the CJS (including staff) 
• End to End Offender Management (HMPS and NOMS) 
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4.2 Key Priority One : IMPROVING THE HANDLING AND OUTCOMES OF 
HATE CRIME 
 
4.2.1 The first priority identified by the consultation and evidence gathering in  
developing the Scheme was in relation to hate crime. The Crime and Disorder 
Act 1998 previously created a number of new racially and religiously 
aggravated offences, and the Racial and Religious Hatred Act 2006 was 
approved by Parliament on 31 January 2006, and given royal assent. The Act 
made it a criminal offence to use threatening words or behaviour with the 
intention of stirring up hatred against any group of people because of their 
religious beliefs or their lack of religious beliefs. The Act came into effect 1 
October 20076.  
 
4.2.2 Race hate crime has been a key theme throughout the government's 
agenda for some years, including the Stephen Lawrence Inquiry and more 
recently the Zahid Mubarek Inquiry following his racially motivated murder 
while in custody. MoJ takes the incidence of race hate crime very seriously 
and has taken a number of measures to address this including acting on the 
recommendations made in the Mubarek Inquiry. 
 

4.3 How MoJ is Improving the Handling and Outcomes of Hate Crime  
 
4.3.1 The Mubarek Inquiry resulted in 88 recommendations being made. The 
areas looked at by the inquiry were: 
• Cell sharing 
• Reducing risk in cells 
• Flow and use of information 
• Prisoner Escort Record 
• Assessing risk 
• Dealing with prisoners 
• Mentally disordered prisoners 
• Racism and religious intolerance  
 
4.3.2 The Prison Service are taking forward 33 of the Mubarek 
Recommendations which have been integrated into their Race Equality 
Action Plan. The remaining recommendations are being taken forward by the 
National Offender Management Service (NOMS) who work with HMPS and 
contracted out establishments to ensure that all the recommendations are 
taken forward. 
 
An Example of Improving the Handling of Hate Crimes 
 
The “Race for Justice” report was commissioned by the Attorney General to 
look at the response to hate crime by CJS agencies. The Race, Confidence 
                                            
6 The Home Office defines hate crime as any incident, which constitutes a criminal offence, 
which is perceived by the victim or any other person as being motivated by prejudice or hate 
(e.g. racism, sexism or homophobia). It can take many forms, e.g. physical attacks, threat of 
attack, verbal abuse or insults. 
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and Justice Unit within OCJR is now implementing the Action Plan 
recommendations across all equalities strands. Key work streams include: 
• Development of national occupational standards on handling Hate Crime 
• Developing practice guidelines for police forces detailing minimum 

standards on handling Hate Crimes 
• Developing training for the judiciary on handling Hate Crime cases 
• Introducing a portal to facilitate the on line reporting of Hate Crimes 
• Developing a common definition of the Hate Crime we wish to monitor 

across all CJS agencies 
• Assisting to establish a “Victims Fund” for groups working with victims and 

potential victims of Hate Crime  
 
To oversee the implementation of the recommendations two groups have 
been constituted: 
• A Delivery Board with senior representatives from each of the key CJS 

agencies; and 
• An Advisory Group chaired by Professor John Grieve with representatives 

from diverse victim support groups 
 
4.3.3 An Equality & Diversity Review was commissioned by NOMS and 
published in 2007. One of the outcomes was for NOMS to prioritise work with 
victims of hate crime, both by supporting victims and increasing work with 
offenders convicted of hate crimes. They will also ensure that witnesses are 
supported appropriately, by working with courts to ensure vulnerable 
witnesses are able to give evidence safely. NOMS will develop a Hate Crime 
Strategy and will establish a process for overseeing implementation of the 
recommendations from the Mubarek Inquiry. 
 
4.3.4 Part of this strategy includes NOMS providing funding to the Zahid 
Mubarek Trust to develop a prisoner helpline (managed through HMPS 
Race Equality Action Plan on behalf of NOMS). This helpline will be piloted at 
HMYOI Feltham. 
 
4.3.5 The HMPS Measuring the Quality of Prisoner Life (MQPL) survey 
now includes an expanded race equality dimension, and a comparison of 
scores of white and BME prisoners is included in the key performance targets 
on race equality. This will assist MoJ in ensuring equal treatment for all 
prisoners. 
 
4.3.6 The NOMS Diversity and Equality Review also highlighted the need to 
clarify expectations in relation to public duties and set a benchmark for 
Equality and Diversity (E&D) for all providers who contract with NOMS. 
Generic equality standards and a checklist will be put in place as an integral 
part of contractual arrangements for all NOMS providers, incorporating CRE 
requirements, (now the EHRC7), as well as mandatory elements of existing 

                                            
7 The Commission for Racial Equality and the Equality and Human Rights Commission. Full 
details of these bodies can be found in Section 1. 
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policy orders8. The ability of providers to demonstrate how they will achieve 
the required benchmark will be used as part of the criteria for awarding 
contracts. The Equality Standard, once fully implemented across NOMS, will 
replace PSO 2800 for contracted prisons. 
 
4.3.7 Consultation took place on the Equality Standard and checklists via 
race and equality workshops. These included 4 providers of private prisons; 
members of the NOMS E&D taskforce and the E&D stakeholder board 
(including the Fawcett Society, regulatory bodies, 1990 Trust, Chief 
Executives of providers of private prisons, Prison Reform, NACRO, 
REAG/public prisons and NOMS staff associations). 
 
4.3.8 A pilot test run of the Equality Standard and checklist took place in 2 
contracted prisons and one Probation area in October 2007. Once these trials 
have been evaluated for compliance with E&D objectives and requirements, 
the standard will be applied across all NOMS providers. Monitoring 
arrangements will also be introduced to quality assure and audit the standard 
and this will compliment work of the Prison and Probation Inspectorates.  
 
An example of Race Equality - Complaints and Racist Incidents Project 
 
Complaints and Racist Incidents Project (HMPS) has been set up to take 
forward the recommendations from the Mubarek Inquiry for greater external 
involvement and aims to improve handling of complaints.  
 
Improved arrangements are being implemented in four prisons for six months 
overseen by Project Boards, Race Advisers and the relevant Area Manager. A 
survey to measure prisoner confidence was developed by Cambridge 
University and was used in each of these prisons in June 2007. Findings 
show significant differences between level of confidence of white and BME 
prisoners at each of the sites. The test will be repeated in December to see 
what progress has been made, with a view to national rollout later in 2008. 
 
 
4.3.9 An HMPS Race Scrutiny Panel has been set up to oversee the 
implementation of policies and procedures in all prisons to ensure that 
services meet the requirements of race legislation. The panel will also ensure 
issues and priorities in relation to race issues in prisons are identified and 
recommendations for action made, ensure good practice is disseminated and 
ensure recommendations on race issues made in the Zahid Mubarek Inquiry 
and the HM Inspectorate of Prisons (HMIP) Report "Parallel Worlds" are 
addressed.  

 
4.3.10 HMIP reported on race relations in prisons and published their report 
“Parallel Worlds” in December 2005. Research was carried out into the 
                                            
8 Relevant policy orders include Prison Service Order 2800, which was introduced in 2006 to 
ensure compliance with the Race Relations (Amendment) Act 2000, Prison Service 
Instruction 26/2006 which requires governors to comply with the recommendations of the 
Mubarek report, and the 2005 report Parallel Worlds, which highlighted racial inequality in 
prisons. The Corston report into women in Criminal Justice System is also relevant. 
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perceptions and treatment of prisoners across many key areas of prison life 
and investigated why BME prisoners’ experiences were less positive than 
those of white prisoners. The outcome has been used to inform the Prison 
Service action plan to address these issues. 

 
4.3.11 The Crown Prosecution Service also commissioned the report Race 
for Justice which looked at how racist crimes were prosecuted and whether 
there was any evidence of racial bias in their decision making process. 
Although no evidence was found, concerns were raised that the racial aspect 
of a crime was sometimes neglected or dropped as part of a "plea bargaining" 
process. One of the recommendations made was to establish a holistic 
approach across the Criminal Justice System in respect of the handling of 
race crimes by the police, the CPS and the Courts. In delivering this 
recommendation the CJS will need to raise awareness of race charge 
attrition, its effects on people’s perceptions of the seriousness with which the 
CJS treats the issue of racist and religious crime and to take joint action to 
prevent such attrition.  
 
4.3.12 The London-wide Race Hate Crime Forum has been established so 
that all London Boroughs can inform the community on what they are doing to 
tackle race hate crimes and encourage them to be part of the process to 
improve anti-social behaviours. This is chaired and sponsored by the 
Metropolitan Police, working in partnership with other CJS agencies and local 
authorities. 

4.4 Key Priority Two : DISPROPORTIONALITY IN THE CRIMINAL 
JUSTICE SYSTEM 
 
4.4.1 MoJ recognises that people’s experience of the CJS varies considerably 
depending on their ethnic identity. The second priority identified through 
consultation was the disproportionate representation of BME people  in all 
aspects of the CJS compared to their white counterparts.  

4.5 How MoJ is Reducing Disproportionality in the CJS  
 
4.5.1 The Criminal Justice Public Service Agreement (PSA) target 
contains a target which aims to improve the identification of disproportionality 
within the system, improve understanding of its causes and improve action to 
set and tackle priorities. The target aims to: 
• Improve the collection and quality of ethnicity data at key stages within the 

criminal justice process;  
• Improve use of ethnicity data and other diagnostic tools by local Criminal 

Justice agencies to identify, examine and understand disproportionate 
over- or under-representation within the CJS of people from Black and 
Minority Ethnic (BME) communities; and  

• Ensure that every criminal justice area has in place a robust and 
measurable strategy to address any identified race disproportionality which 
cannot be explained or objectively justified, which is jointly owned, 
implemented, monitored and reviewed by all CJS agencies. 
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4.5.2 The Developing a Minimum Dataset (MDS) project is one of the 
principal components of a major programme of work OCJR are taking forward 
to improve the statistics currently published on race and the criminal justice 
system under section 95 of the 1991 Criminal Justice Act. The Minimum 
Dataset will map out clearly for the first time the management data that needs 
to be collected to performance manage the CJS in relation to race. The 
Minimum Dataset will operate as a specification of the 'minimum' data that 
different CJS agencies need to collect on race and the criminal justice system 
and will be accompanied by guidance on data collection and quality issues.  
Development work on a draft MDS and data collection guidance has now 
concluded and the project is now in the pilot phase. Pilots in seven LCJB 
areas commenced in early October 2007 and will continue until the spring of 
2008.The final dataset and data collection guidance is expected to be 
completed early in the financial year 2008/09 and will be rolled out nationally. 
 
4.5.3 A "Basket of Indicators” has been developed to support the proposed 
new PSA target to identify, explain and put in place actions to address race 
disproportionality at key points in the CJS. The targets for Local Criminal 
Justice Boards, phased to 2011, will be to ensure comprehensive data 
collection (as per the MDS), demonstrate an understanding of the data, 
determine priorities and instigate action plans to reduce unfair 
disproportionality. The Basket of Indicators looks at the impact of the CJS on 
individuals as victims, suspects, offenders and employees. They include: Stop 
& Search, Charging Decisions/Prosecution of Race Hate Crime, Bail, Breach 
of Orders, Outcomes in disposals for young BME people, Sentencing, Quality 
of Life in Prisons, Victim/ Witness Satisfaction, and Employment, Retention 
and Progression. 
 
4.5.4 OCJR in tandem with colleagues in HMCS are taking forward work to 
improve the completeness of ethnicity data on court proceedings. Work is 
underway to identify court areas where business processes are such that data 
will not flow smoothly from the police through to the courts and on to the case 
management systems without some proactive interventions by local agencies. 
We are currently gathering information on difficulties experienced by areas in 
order to gain a more complete understanding of the problems. Once we have 
identified the causes of the gaps, we can work with areas to develop 
processes which enable the collection of more complete ethnicity data on 
court proceedings. The aim is to have these in place no later than 2009/10 but 
we cannot define a timetable for the work until the initial investigation is 
complete (expected to be during 2008).  
 
4.5.5 The intended outcome is to improve the collection and quality of 
ethnicity data at key stages within the criminal justice process and to improve 
the use of ethnicity data and other diagnostic tools by local Criminal Justice 
agencies. This will help identify, examine and understand disproportionate 
over or under-representation within the CJS of people from Black and 
Minority Ethnic (BME) communities, and ensure that every criminal justice 
area has in place a robust and measurable strategy to address any identified 
race disproportionality which cannot be explained or objectively justified. 
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4.5.6 The House of Commons Home Affairs Select Committee published,  in 
June 2007 the report of its “Inquiry on Young Black People and the 
Criminal Justice System” 
http://www.publications.parliament.uk/pa/cm200607/cmselect/cmhaff/18
1/181i.pdf. This looked at the relationship of young black people and the CJS, 
focusing on the reasons for their over-representation in the system. One of 
the key recommendations from this report was to have a cross-departmental 
strategy which provides an overview of what is being done by all government 
departments and at national and local level, to reduce over-representation. 
 
4.5.7 The Ministry of Justice published the Government’s Response to the 
Committee’s Report http://www.official-
documents.gov.uk/document/cm72/7214/7214.pdf  on 18 October 2007. It 
provides an overview of a comprehensive programme of work across 
Government to improve outcomes for young black people and to prevent them 
being drawn into the CJS. An Action Plan containing the detailed operating 
proposals and governance arrangements for this work was published on 13 
December 2007. 
 
4.5.8 MoJ’s strategy for race equality and community cohesion is set out in 
“Improving Opportunity, Strengthening Society” – this is an example of 
effective joint-working across government (Home Office and MoJ) to improve 
equality of opportunity and promote rights and responsibilities and is subject 
to an annual review. 

4.6 Key Priority Three : END TO END OFFENDER MANAGEMENT 
 
4.6.1 MoJ is responsible for the effective management of offenders and all 
that this entails, from conviction and sentence to rehabilitation - known as end 
to end offender management (OM). As part of the rehabilitation process MoJ 
is also concerned with introducing measures to reduce the occurrence of re-
offending. OM has been identified as the third key priority through the 
consultation process.  
 
4.6.2 As mentioned above, the 2005 ‘Parallel Worlds’ report acknowledged 
that people from BME communities have become disaffected with the 
Criminal Justice System. It was observed that they feel that they are less 
likely to receive fair and equitable treatment from it, irrespective of whether 
they are a victim, witness or offender.  

4.7 How MoJ is Improving Offender Management 
 
4.7.1 The Offender Management Act 2007 enables the creation of new 
public sector bodies - Probation Trusts - with whom the Secretary of State 
may contract alongside providers from voluntary, charitable and private 
sectors. Commissioning of offender management services in relation to need 
will be undertaken at national, regional and local levels with local service 
providers playing a crucial role. The act includes two requirements on the 
Secretary of State in relation to national standard setting: 
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• To publish national standards for the management of offenders 
• To publish guidelines about the qualifications, experience or training 

required of staff working directly with offenders 
 

4.7.2 Where practicable, the above standards will apply to all providers of 
services. Regional commissioners, acting on behalf of the Secretary of State, 
take a strategic overview for their region. Where appropriate they will 
commission some services directly for their region, for example in the case of 
specialist services or to enable intervention to be delivered across prison or 
probation to support end-to-end offender management. Probation Trusts 
would have a contract with regional offender managers and together will work 
to help reduce re-offending.  
 
4.7.3 Every person working with offenders will have clear standards to meet 
and every organisation that employs them will have to invest in their skills and 
professional development (working with Skills for Justice on L&D needs and 
occupational standards for people working with offenders).  
 
An example of Mediation in Prisons  
 
In 2006/07, the prison service ran a mediation pilot project across four 
prisons. The pilot led to effective changes to the system of mediation, and a 
move towards a less formal model more suited to the prison environment.  
Work on mediation has been incorporated into the complaints and racist 
incidents project, as part of which there are plans to design and implement a 
less formal model, as an option to allow informal resolution of conflict in 
suitable cases in which there is the consent of both parties. 
 

 
4.7.4 The HMIP report ‘Parallel Worlds’ also stated that in comparison with 
white prisoners, apart from education and skills, prisoners from minority ethnic 
backgrounds felt less safe and respected and reported poorer access to the 
regime and facilities that would assist their resettlement. Surveys showed that 
black and Asian prisoners were less positive about the quality of healthcare 
than white or mixed race prisoners.  
 
4.7.5 The 2007 NOMS Report ‘NOMS Equality and Diversity – The Way 
Forward’ also showed that a disproportionate number of prisoners were from 
minority ethnic backgrounds and there has also been a slight increase in the 
proportion of Asian prisoners compared to the general population.  
 
4.7.6 As a result of the recommendations in the Mubarek Inquiry/Home Affairs 
Select Committee report on Young Black People and the CJS, a number of 
mechanisms have been put in place to ensure that different parts of the OM 
process are delivering fair and equal treatment. These include the already 
mentioned HMPS Race Scrutiny Panel and the Sentencing Guidelines 
Council.  
 
4.7.7 Her Majesty’s Probation Service “Going Straight” contracts have also 
been introduced which provide clear incentives and sanctions for offenders. 
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These provide details on how to enforce punishment as well as how to help 
and support offenders.   
 
4.7.8 MoJ recognises the necessity to improve the experience of young 
offenders and to provide the necessary support to help reduce the risk of re-
offending. To this end, MoJ has worked extensively with the Youth Justice 
Board who have commissioned a study to explore specific needs of young 
BME people and associated levels of current service provision. This study will 
include a mapping exercise to identify gaps and to chart the extent to which 
needs are being met. The outcome of the study will be used to inform policy 
changes and agree initiatives to improve service delivery.   
 
4.7.9 The YJB is currently revising its performance framework to include 
an annual assessment of overall capability of the Youth Offending Teams to 
meet their objectives and partnership arrangements to address issues 
surrounding BME over-representation within the CJS. A juvenile cohort study 
is also being carried out for NOMS and the Youth Justice Board which will 
include a sample of young BME offenders who have parenting orders so their 
experiences can be described and information obtained to see how we can 
best support young BME groups. 
 
4.7.10 All adults and young offenders have their own tailor-made sentence 
plan based on an individual needs assessment. Proposals will be 
developed to test the best approaches to youth support, both in custody and 
in the community, and to look at the most appropriate methods of addressing 
the specific needs of 18 to 24 year olds in future. They include: 
 

• training of offender management staff to understand adolescent 
development and the specific needs of this age group; 

• development of an evidence base around the value of mentoring and 
volunteering; 

• a transitions protocol that has been agreed with the Youth Justice 
Board to bridge the gap from under-18 to over-18 services; and 

• piloting a regime in custody to assess the specific needs of 18 to 25 
year olds and the most effective engagement styles. 

 
4.7.11The YOT performance proposals also seek to address some of the 
issues of ‘falling between the gaps’ when offenders move from the under-18 
(YJB) provision into the young adult offender age group. A transitions 
protocol is being implemented which will look at the interface between the 
offender assessment and sentence planning. The provision will identify any 
gaps and eventually enable both systems to form a smooth sequence, and 
avoid duplication of services.  
 
4.7.12 In order to help reduce re-offending, MoJ and YJB are working in 
partnership at national level with organisations that share a desire to work 
with young offenders. This will help to develop local partnerships, such as 
between the Civic Society Alliance, Corporate Alliance Faith, Community 
and Voluntary Sector Alliance and local groups.  
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4.7.13 The Youth Justice Board has funded the Youth Intervention 
Programmes and Youth Inclusion and Support Panels to prevent 
offending and anti-social behaviour. 
 
4.7.14It is important to rehabilitate, resettle and reintegrate young people back 
into society. With this in mind, the YJB published in 2006, a new Youth 
Resettlement Framework, which focuses on developing the key resettlement 
pathways including health, education, training and employment and 
substance misuse. Other initiatives that have an intrinsic link to this framework 
include the YJB’s Reducing Re-offending Delivery Plan, the Accommodation 
Strategy and the Resettlement and Aftercare Provision (RAP).  
 
4.7.15 The Government also recognises the need to support all young people, 
acknowledging that many young offenders can also be victims and 
understands that the fear of crime amongst BME communities, in particular, is 
an issue. MoJ, therefore, will focus on new joint work, involving the Home 
Office, Department for Children Schools and Families, the Youth Justice 
Board and other partners to develop our cross-government approach to 
youth crime. 
 
4.7.16 All these initiatives are designed to engage as well as work in 
partnership with under-represented communities and will help to improve 
confidence in the CJS. They will be monitored to ensure they are achieving 
the desired outcomes. 
 
An Example of Race Awareness - Prison Service Race Scrutiny Panel 
 
The Prison Service operates a Race Scrutiny Panel which is tasked with 
overseeing the implementation of policies and procedures in all prisons to 
ensure that service providers are held to account for meeting the 
requirements of the Race Relations Act, as well as identifying race issues and 
priorities for NOMS and the Prison Service and making recommendations for 
action. 

 
4.7.17The Action Plans at Addendum 2 set out how these important hate 
crime issues will be approached. 
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Section 5 Influencing Outcomes  

5.1 Procurement 
 
5.1.1 The race equality duty applies equally to functions which are carried out 
through external providers as those carried out directly by the Ministry. MoJ 
will ensure that all responsibilities, requirements and obligations pertaining to 
the Race Relations Act and other relevant legislation are met when setting out 
the initial requirements and in drawing up the contract conditions at the 
beginning of the procurement process.  
 
5.1.2 MoJ Procurement Division has undertaken to carry out monitoring of 
supplier diversity for existing contracts as well as new ones. In conjunction 
with the Equality Schemes Team, they are working to develop a system for 
monitoring and evaluating existing and new contracts, beginning with two 
trials followed by a wider roll out. It is intended that this work will form part of 
the annual contract review process. 
 
5.1.3 MoJ follows the Office of Government Commerce guidelines on 
procurement. The Procurement Division will be seeking further guidance from 
the Office on the relevance and proportionality aspect of implementing the 
above provisions where a public sector duty has been contracted out to the 
private sector. 
 

5.2 Partnerships with External Organisations 
 
5.2.1 MoJ recognises the importance of working with the local community to 
deliver effective informed policies that reflect the local and social issues 
experienced by our service users. In creating partnerships with other 
organisations we ensure that we give due consideration to the approach of 
those organisations to race equality. We will seek to further develop 
partnerships with organisations representative of the public and to listen to 
views of all groups including the BME communities. 
 
5.2.2 MoJ works closely with local community groups, as well as the local 
Government Offices relevant to the business. We also work in partnership 
with other government departments and external bodies such as the Home 
Office, the DCSF, the Crown Prosecution Service and the private sector. For 
example, to deliver an effective Criminal Justice System the Courts, Prison 
Service and National Probation Service work closely with the Police, and the 
Crown Prosecution Service. 
 
 
 
 
An Example of Partnership - Creation of the Youth Justice Unit 
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On the 7th November 2007, the Ministry of Justice and the Department for 
Children, Schools and Families launched the Youth Justice Unit. As well as 
sponsoring the Youth Justice Board, the unit has two aims: 
 

• To contribute to the protection of the public by developing policy and 
law in relation to children and young people who offend and are at risk 
of offending.  

• To ensure that children and young people in contact with the criminal 
justice system achieve all five outcomes of Every Child Matters i.e. to 
be healthy, stay safe, enjoy and achieve, make a positive contribution 
and achieve economic well-being.  

 

5.3 Public Access to Information 
 
5.3.1 The Ministry of Justice is committed to providing information about its 
policies and services through effective communication with the public. We 
provide information in several ways: centrally, through the website; from 
individual directorates about any relevant policies and services for which they 
are responsible; and through the courts, tribunals, prisons or other MoJ 
offices. In providing information we seek to ensure that it is:  

• Clear, comprehensive, accurate and relevant. 
• Appropriate to the reader or user of the information. 
• Proportionate to the subject matter. 
• Targeted and timely.  

5.4 Community Engagement 
 
5.4.1 Strategy Group has worked with a variety of minority ethnic and youth 
groups to improve voter registration, which has had a positive response from 
youth and campaign groups, such as, Operation Black Vote. Work on 
democratic engagement initiatives will continue to further improve voter 
registration, in particular amongst the Chinese and Asian communities as well 
as the 18 –24 age group. 
 
An Example of Community Engagement - CJS  
 
Consulting and engaging communities so they can be confident that the 
Criminal Justice System is fair and effective is a top priority for the Ministry of 
Justice. MoJ made a clear commitment in the Strategic Plan for the CJS for 
2008-11 to ensuring that criminal justice services are accessible and 
accountable to all sections of the community. To support this aim, the Office 
for Criminal Justice Reform is developing a CJS strategy for community 
engagement which will build on existing effective programmes and initiatives. 
This strategy, due out in the Spring of 2008 will draw together good practice 
and establish a set of core principles which will be at the heart of all CJS 
community engagement activity. 
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5.4.2 MoJ is planning public engagements for elements of the Governance of 
Britain agenda. The first such event (Whose Democracy Is It Anyway?) took 
place on 10 December 2007 in Leicester. The Rt Hon Jack Straw MP, Lord 
Chancellor and Secretary of State for Justice, and Michael Wills MP, Minister 
of State engaged the local community in discussions about the current and 
future running of our country. 
 
5.4.3 MoJ will shortly be holding an inclusive debate on a British Statement of 
Values to include all communities, particularly hard to reach groups including 
minority, faith and ethnic groups. 
 
An Example of Community Engagement - Engaging with the Eastern 
European Community 
 
HMCS Wales Region has a growing Eastern European population and has 
developed a number of initiatives to address the needs of these communities. 
An Eastern European Engagement Group has been set up to provide help to 
migrant workers when attending court, for example, with information being 
enclosed with summonses on where to get help to understand the forms. 
 
 
5.4.4 A successful working partnership has also been developed with the local 
Polish Agency in recognition of the increase in the Polish Community within 
the Llanelli area, for example, they have arranged for the translation of 
documents which has made MoJ services more accessible and has led to 
improved community relations. 
 
An Example of Community Engagement - Race Advisory Group (HMPS)  
 
An independent advisory group that acts as a critical friend has been 
established. Recruitment was through open advertisement and competition at 
an assessment centre with representation from a broad range of groups and 
individuals. 

5.5 Ethnic Minority Communities and the Magistracy 
 
5.5.1 It is important that the application processes and materials make clear 
that candidates from all communities are welcome to apply to the magistracy. 
Advisory committees also monitor on a yearly basis the balance of gender, 
ethnic origin, location, occupation, industry, age, disability and social 
background on their benches. 
 
5.5.2 In recent years there have been ongoing increases in the overall 
number of magistrates from BME backgrounds, with magistrates from BME 
backgrounds rising from slightly to 6.9% in 1 April 2007. Although progress is 
limited, the trend is in the right direction. Appointment figures are particularly 
encouraging with BME appointees accounting for 8.7% of magistrates 
appointed since 1st April 2007 
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5.6 Ethnic Minority Communities and the Judiciary 
 
5.6.1 The judicial diversity strategy was agreed in May 2006 between the Lord 
Chancellor, the Lord Chief Justice, the Chairman of the Judicial Appointments 
Commission.  
 
5.6.2 Progress is being made on a number of fronts: from legislative changes 
to widen the pool of potential applicants who are eligible for judicial 
appointment; to making the judicial appointments system fairer and more 
open; to supporting judges in creating a working environment in which 
diversity can flourish.   
 
5.6.3 Some examples of initiatives which will help support an increase in the 
diversity of those appointed to the judiciary will include - 
 
5.6.4 A formal judicial Work Shadowing Scheme, to provide an opportunity for 
lawyers to experience at first hand the working life of a judge both in and out 
of court;  
 
5.6.5 Salaried part time working for judicial office holders was introduced in 
2001. In April 2005 the Scheme was expanded to include all sectors of the 
courts and judiciary below High Court level. More than one hundred judges 
have now taken up the option 
 
5.6.7 In addition, the MoJ is working with various stakeholders including the 
Law Society and the Bar Council, to support initiatives aimed at increasing the 
diversity of the legal professions, which will in turn have a positive impact on 
the diversity of the judiciary. 
 
 
 
Full text of the strategy can be found at 
http://www.dca.gov.uk/publications/reports_reviews/judicial_diversity_strat.pdf
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Section 6 – Involvement in Public Life 
 
6.1 MoJ is committed to encouraging people from all communities to 
participate fully in public life. MoJ are responsible for managing and co-
ordinating the ‘Governance of Britain programme’’ which seeks to engage all 
the people of this country in a debate about the future of the British 
constitution. MoJ will work to encourage this through engaging with the 
community to increase voter participation, by widening access to polling as 
well as involving people from ethnic minorities in the development of policies 
and priorities for MoJ. 
 
6.2 Additionally MoJ will seek out ways to encourage people from diverse 
communities to apply for Magistrate appointments and where they have the 
necessary qualifications to apply for judicial appointments. While all Judicial 
appointments have to be made solely on merit under section s63(2) of the 
Constitutional Reform Act 2005, MoJ seeks to encourage the range of 
persons available for selection. 
 
6.3 Appointments to Non Departmental Public Bodies are made through the 
Public Appointments Commission (PAC), who have a government-set 
responsibility to ensure diversity in appointments, including the increased 
participation of ethnic minorities. Although figures do not currently exist for the 
percentage of appointees to the Departmental Public Bodies of MoJ, such 
figures will be made available as part of the ongoing yearly monitoring carried 
out by the PAC. 
 
An Example of Enhancing Participation in Public Life 
 
The “Fairness in the Jury System Report June 2007” was commissioned by 
OCJR in partnership with HMCS and examined whether the juror summoning 
process directly or indirectly discriminates against black and minority ethnic 
(BME) groups by not summoning a representative number of BME jurors for 
each Crown Court in England and Wales. It also set out to determine whether 
there was any evidence of an unwillingness to do jury service on the part of 
the BME community due to a lack of trust in the fairness of the jury system. 
The project set out to answer a more fundamental question about the fairness 
of the jury system: do juries discriminate against defendants based on the 
ethnicity of the defendant? 
 
It was found that while jurors generally did reflect the ethnic make up of the 
communities they represent, it showed that if there are less than 10% minority 
ethnic communities in a catchment area, there are less likely to be minority 
ethnic individuals on a jury. For example, while Nottingham has a high BME 
population, the catchment area is sufficiently wide to significantly lower the 
overall proportion of BME people eligible to sit on a jury and this can lead to 
unrealistic expectations of a more diverse mix on a jury in a Nottingham 
Court. The research also looked at juror and jury verdicts in mock trials. It 
found that whilst some jurors are ‘same-race lenient’, juries collectively are 
not, with the size of juries and the allowance of majority verdicts safeguarding 
against individual prejudices. This exercise was only carried out with juries 
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including ethnic minorities. Further research on all white juries will look at 
whether there is an issue where no BME jurors are present, with the results 
expected in 2008. 
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Section 7 – Publishing the Scheme and Monitoring the Action  
Plan 

7.1 Publication of the Race Equality Scheme 
 
7.1.1 This Scheme is the first publication of the RES since the establishment 
of MoJ in May 2007 as a new organisation incorporating the former functions 
of the Department for Constitutional Affairs, Office for Criminal Justice Reform 
(OCJR) and responsibilities of the Home Office related to offender 
management.   
 
7.1.2 In this new Scheme MoJ has identified what actions have already been 
taken to progress race equality, and where it needs to make further progress 
on integrating race equality into its changed priorities. The revised Scheme 
now reflects the full range of MoJ's functions and policies. MoJ will publish 
progress on this Scheme annually and will revise the Scheme every three 
years. 
 

7.2 Monitoring the Action Plan 
 
7.2.1 Monitoring of the Action Plan (Addendum 2) will be included as part of 
MoJ’s annual review of the scheme Outcomes and progress of these actions 
will be included within this annual report which will be considered and 
approved by the Corporate Management Board. 
 
7.2.2 The Scheme includes many specific policies relevant to specific 
business areas, and each business area will have a responsibility to measure 
the success of these policies. 
 
7.2.3 Equality, Diversity and Human Rights Division will work closely with 
business areas to provide advice and assistance and in monitoring progress 
against the activity in the Action Plan and will produce the Annual Review of 
the Scheme.   

7.3 Complaints about the Scheme  
 
Any individual who believes that they have been directly affected by a failure 
to comply with this Scheme is entitled to complain and should do so in writing. 
If disability related assistance is needed to assist in making a complaint, it will 
be made available. Complaints will be handled as follows: 
 
7.2.1 Staff Complaints 
 
• Staff employed by MoJ should submit complaints through the normal 

internal grievance procedure. This can be found in MoJ’s Employee 
Manual which is currently being revised to take account of Magistrates’ 
Courts and Tribunals staff and other changes arising from the transition 
from the former DCA. 
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• This procedure complies with the Employment Act 2002 (Dispute 

Resolution) Regulations 2004 and covers all employment related issues 
including discrimination and equal opportunities. Any member of staff who 
is a member of a union and who wishes to make a complaint may consult 
their union representative for help and advice. 

 
• The Director of Human Resources will deal with complaints from members 

of the public about selection and recruitment. The public do have recourse 
to the Civil Service Commissioners should the matter not be dealt with to 
their satisfaction. The website can be found at: 
http://www.civilservicecommissioners.gov.uk. 

 
7.2.2 Public Complaints 

 
• Individuals and other organisations or bodies – for example businesses 

from whom MoJ buys goods or services – should contact the relevant MoJ 
Division with whom they usually deal. 

7.2.3 Handling Complaints  
 
• All cases will be investigated as promptly as possible and normally within 

three months of receipt of the complaint. In responding to the complainant 
MoJ will explain the procedure for pursuing the complaint further with the 
EHRC. MoJ will co-operate fully in any subsequent investigation by the 
EHRC and provide access to any relevant documentation that the EHRC 
may require. MoJ undertakes to review its complaints procedure in the 
light of its experiences in the implementation of the Scheme. 

 
• The EHRC has the power to enforce the specific duties imposed on listed 

public authorities. If it is satisfied that a public authority has failed to 
comply with any of its specific duties, the EHRC may serve a compliance 
notice. This will require the authority to comply with its specific duties and 
to inform the EHRC, within 28 days, of the measures it has taken. If after 
three months the authority has not complied with the EHRC's notice, then 
the EHRC can ask the courts to order the authority to comply. 
 

• It is open to individuals, organisations and others to notify the EHRC if 
they are concerned that a public authority has failed to comply with its 
specific duties. However MoJ would wish that, in the first instance, any 
complaints about its compliance should be raised with MoJ directly. 
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Appendix A: MoJ Minimum Requirement Action Plan 
 
This  minimum requirement action plan outlines what is required of all 
constituent business areas. Each area has responsibility for ensuring that it is 
taking account of the equalities duties and for providing the appropriate 
information to reflect this. In many cases the individual business action plans 
will exceed these minimum requirements however.   
 

People and Learning 
 
Action: 
• Identify any issues relating to Equality and Diversity arising from the Staff 

Opinion Survey and produce an Action Plan to address them. 
 
When: Within 2 years of publication to enable comparison of results with next 
survey.  
 
Lead Responsibility: Directors/Area Directors 
 
Outcome: Improve confidence of staff and ensure they are treated equitably 
and fairly. 
 
Other outcomes: 
Actions to follow specific issues re. staff confidence, in relation to issues 
highlighted in the Opinion Survey. 
 
Action: 
• Check the training and development register to ensure that all current staff 

have received appropriate equality and diversity awareness within the last 
2 years.  And ensure those that have not, attend the necessary training 
events 

• Reissue statement of Equality and Diversity responsibilities to all staff. 
 
When:  Annually 
 
Lead Responsibility: Managers  
 
Outcome: Helps MoJ meet the general duty to eliminate unlawful 
discrimination. 
 
Action: 
• Inform all staff of Positive Action training opportunities and equality and 

diversity events as they arise and encourage their attendance. 
 
When: Immediately and ongoing as events are advertised 
 
Lead Responsibility: Managers 
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Outcome: Helps MoJ towards meeting the general duty to promote equality 
of opportunity. 

Customers and the Community 
 
Action: 
• Gather details of diverse make up of customer base and use this 

information to gather information on customer needs. 
• Set in place a process to gather information on the needs of customers 

(internal and external), evaluate outcomes and agree action to address 
any identified issues. 

• User groups/customer groups/customer surveys/identifying trends in 
complaints 

 
When: Annually 
 
Lead Responsibility: Managers 
 
Outcomes:  
• Improve delivery of customer service. 
• Better informed decision making and consultation. 
 
Action: 
• Set up relevant stakeholder groups to facilitate consultation and 

involvement. 
 
When: Immediately and review annually. 
 
Lead Responsibility: Directors and local managers 
 
Outcomes:  
• Timely involvement of key stakeholders i.e. at start of a process. 
• Fulfils our duty to promote good relations between diverse groups and 

eliminate unlawful discrimination. 

Key Performance Results 
 
Action: 
• Set timetable for completion of impact assessments of all new and existing 

functions and policies. 
 
When: Immediately and review annually. 
 
Lead Responsibility: Directors 
 
Outcome: Equality and diversity is integral to the business planning process. 
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Improving the way we Work 
 
Action: 
• Review all monitoring systems to ensure monitoring is compliant with 

existing legislation and departmental guidelines, (including consistency of 
category use with Office of National Statistics Census) and wherever 
possible broaden monitoring to include ethnicity, gender, disability, age, 
sexual orientation, gender identity, religion and belief, and caring 
responsibilities. 

 
 
 
When: Immediately and review annually. 
 
Lead Responsibility: Directors 
 
Outcome: Provide evidence to show how diverse needs of staff and 

customers are being met. 
 
Action: 
• Identify responsible officer to maintain and monitor equality action plans. 
 
When: Immediately 
 
Lead Responsibility: Director 
 
Outcome: Actions on Equality Schemes are followed through and progress 
reported on. 
 
Action: 
• Evaluate all new policies and functions, both formal and informal, for 

relevance to each diverse group. 
 
 
When: immediately - at start of the process 
 
Lead Responsibility: Director 
 
Outcome: Timely and informed decisions made on impact assessments 

Relevant groups involved in decision making process. 
 
Action: 
• Maintain and update record of all functions and policies and their 

relevance to each of the diverse groups. 
 
 
When: Ongoing (minimum of half-yearly reviews) 
 
Lead Responsibility: Director 
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Outcome: Information readily available for audit and update of the Schemes. 
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Appendix B: Agencies, Associated Offices, Non Departmental 
Public Bodies (NDPBs) and other Bodies, and their Statutory 
Duties 
 
The Ministry of Justice is made up of different business areas, some working 
independently and others working directly, these are called Agencies, 
Associated Offices And Non-Departmental Public Bodies.   
 
Different business areas have different duties under Race Relations Act, as 
outlined by the 2003 Regulations.  This section lists whether each area is 
individually bound by the general or Specific Duties. Although each office 
have a responsibility to contribute to the MoJ specific duty. 
 
Agencies 
An Executive Agency is a public institution that delivers government services 
for the United Kingdom government, Scottish Executive, Welsh Assembly or 
Northern Ireland Executive. An agency does not set the policy required to 
carry out its functions - the department that oversees the agency determines 
these.  Chief executives who are personally responsible for day-to-day 
operations head the agencies. They are normally directly accountable to the 
responsible minister on policy matters who in turn is accountable to 
Parliament. On resourcing and administrative matters, they report directly to 
the Permanent Secretary of the Ministry of Justice. 
 
 

Name of Organisation Description Statutory 
Duties 

HM Courts Service 
(HMCS) 

Executive Agency.  Management of Courts 
Administration in England and Wales. 

General  

HM Land Registry Non Ministerial Dept and Trading Fund 
Executive Agency. The main statutory function 
of Land Registry is to keep a register of title to 
freehold and leasehold land throughout England 
and Wales. 

General  

HM Prison Service Executive Agency which keeps in custody those 
committed by the courts. 

General & 
Specific 

The National Archives 
(TNA) 

Non Ministerial Dept and Executive Agency. It 
sets standards and supports innovation in 
information and records management across the 
UK. 

General  

Office of the Public 
Guardian (OPG) 

Executive Agency. The Office promotes and 
protect the financial and social well-being of 
people with mental incapacity. 

General  

Tribunals Service Executive Agency which provides common 
administrative support to the main central 
government tribunals. 

General  
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 Associated Offices  
An Associated Office is funded by the Ministry of Justice but is run separately 
of its HQ functions. 

Name of Organisation Description Statutory 
Duty 

Assessor for 
Compensation and 
Miscarriages of Justice 

Independent body. Aims to bring about a better 
balance with the treatment of victims of crime. 

General 

The Directorate of 
Judicial Office for 
England and Wales 

Other independent Directorate. Comprises the 
Judicial Office; Judicial Studies Board; and 
Judicial Communications Office. The Directorate 
ensures that the Lord Chief Justice, the Judicial 
Executive Board, the Judges’ Council and the 
judges are supported in their responsibilities, 
kept fully advised and informed, their activities 
co-ordinated and policy is developed and 
implemented. 

General 

HM Inspectorate of Court 
Administration 

Independent statutory offices/office holders 
which inspects and report to the Lord Chancellor 
on the system that supports the carrying on of 
the business of the courts and the services 
provided for those courts. 

General 

HM Inspectorate for 
Prisons   

Reports on conditions for and treatment of those 
in prison, young offender institutions and 
immigration removal centres. 

General  

HM Inspectorate of 
Probation 

Reporting on the effectiveness of work with 
individual offenders, children and young people 
aimed at reducing re-offending and protecting 
the public. 

General 

Judicial Appointments 
and Conduct 
Ombudsman 

Independent statutory offices/office holders. The 
Judicial Appointments and Conduct 
Ombudsman investigates complaints about the 
judicial appointments process and the handling 
of matters involving judicial discipline or conduct. 

General 

National Offender 
Management Service 
(NOMS) 

NOMS HQ is based within the Ministry of 
Justice.  Delivery of prison and probation 
services is co-ordinated through nine regional 
areas and throughout Wales. As an associated 
office it is subject to the general duty. 

General 

Office for Criminal 
Justice Reform (OCJR) 
 

Tri-lateral body that supports all criminal justice 
agencies in working together to provide an 
improved service to the public. The OCJR 
reports to Ministers in the Ministry of Justice, the 
Home Office and the Office of the Attorney 
General. As an associated office it is subject to 

General 
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Name of Organisation Description Statutory 
Duty 

the general duty. 

Office of the Judicial 
Committee 
 

The Judicial Committee of the Privy Council is 
part of MoJ and is the court of final appeal for 
the UK overseas territories and Crown 
dependencies, and for those Commonwealth 
countries that have retained the appeal to Her 
Majesty in Council or, in the case of Republics, 
to the Judicial Committee.  

Employment 
Duty only  

Office for Judicial 
Complaints 

Other independent offices.  The Office for 
Judicial Complaints has been set up to advise 
and support the Lord Chancellor and Lord Chief 
Justice in their responsibilities for the complaints 
and discipline system. 

General 

Office of the Judge 
Advocate General 

Independent Office. Main duties are to supply 
judge advocates for courts-martial and for the 
Summary Appeal Courts, magistrates for the 
Standing Civilian Courts and judicial officers to 
hear custody applications. 

General 

Office of the Legal 
Services Complaints 
Commissioner 

Independent Statutory Office.  The Office of the 
Legal Services Complaints Commissioner works 
with consumers to improve how the Law Society 
handles complaints about solicitors in England 
and Wales. 

General 

Office of the Legal 
Services Ombudsman 

Independent statutory offices/office holders. It 
oversees the handling of complaints about 
lawyers in England and Wales 

General 

The Privy Council 
Secretariat 
 

Is Part of the MoJ and is responsible for the 
arrangements leading to the making of all Royal 
Proclamations and Orders in Council and for 
certain formalities connected with Ministerial 
changes.   

Employment 
Duty only 

The Offices of Court 
Funds, Official Solicitor 
and Public Trustee 

Independent statutory offices/office holders. 
CFO administers funds paid 'into court' as a 
result of civil proceedings in courts in England 
and Wales.   

General 

Prisons and Probation 
Ombudsman  

Ombudsman. Investigates complaints from 
prisoners and those subject to probation 
supervision, or those upon whom reports have 
been written. 

General 

Scotland Office Office relating to devolved administrations.  The 
MoJ is responsible for the overall management 
of relations between the UK Government and 
the devolved administrations in Scotland, Wales 

General  
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Name of Organisation Description Statutory 
Duty 

and Northern Ireland. 

Wales Office Office relating to devolved administrations.  The 
MoJ is responsible for the overall management 
of relations between the UK Government and 
the devolved administrations in Scotland, Wales 
and Northern Ireland. 

General 

 
Non-Departmental Public Bodies 
A non-departmental public body (NDPB) is a national or regional public body, 
working independently of ministers to whom they are accountable: 

• Executive NDPBs are those with executive, administrative, commercial 
or regulatory functions.  They carry out set functions within a 
government framework, but the degree of operational independence 
varies. They employ their own staff and are allocated their own 
budgets. 

• Advisory NDPBs - provide independent and expert advice to ministers 
on particular topics of interest. They do not usually have staff but are 
supported by staff from their sponsoring department. They do not 
usually have their own budget, as costs incurred come within the 
department's expenditure. 

• Tribunal NDPBs - have jurisdiction in a specialised field of law. They 
are usually supported by staff from their sponsoring department and do 
not have their own budgets. 

 

Name of Organisation Responsibility for Statutory 
Duty 

Administrative Justice 
and Tribunals Council 
 
  

Advisory NDPB. The Administrative Justice and 
Tribunals Council keeps under review the 
administrative justice system as a whole with a 
view to making it accessible, fair and efficient.  
Replaced the Council on Tribunals on 1 
November 2007. 

General  

Advisory Committees on 
General Commissioners 
of Income Tax 

Advisory NDPB. To select for the Lord 
Chancellor's consideration candidates with the 
qualities necessary for appointment as a 
General Commissioner of Income Tax covering 
England and Wales. 

General 

Advisory Committees on 
General Commissioners 
of Income Tax (Northern 
Ireland) 

Advisory Non-Departmental Public Body NDPB 
to Northern Ireland Court Service. 

General 
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Name of Organisation Responsibility for Statutory 
Duty 

Advisory Committees on 
Justices of the Peace in 
E & W 

Advisory NDPB. To advise the Lord Chancellor 
on the appointment of Justices of the Peace in 
England and Wales. 

General 

Advisory Committees on 
Justices of the Peace in 
Lancashire, Greater 
Manchester and 
Merseyside 

Advisory NDPB. To advise the Chancellor of the 
Duchy of Lancaster (Chancellor of the 
Exchequer from 1 April 2005) on the 
appointment of Justices of the Peace in 
Lancashire, Greater Manchester and 
Merseyside. 

General 

Advisory Council on 
Historical Manuscripts 

Advisory Non-Departmental Public Body NDPB 
to The National Archives. To advise the Lord 
Chancellor on matters relating to records and 
archives in the UK and in particular in England 
and Wales especially access to historical 
records and the preservation of records and 
manuscripts. 

General 

Advisory Council on 
National Records and 
Archives 

Advisory Non-Departmental Public Body NDPB 
to The National Archives. 

General 

Advisory Council on 
Public Records 

Advisory Non-Departmental Public Body (NDPB) 
to The National Archives. 

General 

Advisory Panel on Public 
Sector Information 

Advisory Non-Departmental Public Body (NDPB) 
to The National Archives. 

General 

The Boundary 
Commission, England 

Advisory NDPB. To keep under review the 
representation of England in the House of 
Commons. 

General 

The Boundary 
Commission, Scotland 

Advisory NDPB to Scotland Office. To keep 
under review the Boundaries of Parliamentary 
Constituencies in Scotland and the boundaries 
of the constituencies of the Scottish Parliament. 

General 

The Boundary 
Commission, Wales 

Advisory NDPB. To keep under review the 
representation of Wales in the House of 
Commons and to submit to the Secretary of 
State reports with recommendations for 
constituencies and for representation of the 
regions in the National Assembly for Wales. 

General 

Civil Justice Council 
 

Advisory NDPB. Reference. To keep the Civil 
Justice System under review, to consider how to 
make the system more accessible, fair and 
efficient and to make recommendations. 

General 

Civil Procedure Rule 
Committee 

Advisory NDPB. The Civil Procedure Rule 
Committee was created by virtue of section 2 of 

Exempt 
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Name of Organisation Responsibility for Statutory 
Duty 

the Civil Procedure Act 1997 (as amended by 
section 83 of the Courts Act 2003) to make rules 
of court for the Civil Division of the Court of 
Appeal, the High Court and the County Courts. 

Correctional Services 
Accreditation Panel 

The Panel considers applications from the 
Prison and Probation Services for accreditation, 
guidance or review and provides advice on audit 
issues brought to it by the two Services. 

General 

Courts Boards Advisory NDPB which scrutinises, review and 
make recommendations about the way in which 
the courts are being run in their area to consider 
draft and final business plans.    

General 

Criminal Cases Review 
Commission 

Executive NDPB. An independent public body 
set up to review possible miscarriages of justice 
and decide if they should be referred to an 
appeal court. 

General 

Criminal Injuries 
Compensation Authority  

Executive NDPB. The Authority aims to support 
the victims of violent crime by: providing an 
efficient and fair service to applicants 
investigating thoroughly all claims for criminal 
injuries compensation treating applicants with 
sensitivity and courtesy at all times. 

General 

Criminal Procedure Rule 
Committee 

Advisory NDPB. The Criminal Procedure Rule 
Committee acts as a single forum for the review 
of criminal court procedures and the 
development of modern and simply expressed 
rules. 

Exempt 

Crown Court Rule 
Committee 

Advisory NDPB. The Crown Court Rule 
Committee no longer makes rules for the 
criminal jurisdiction, as section 69 of the Courts 
Act 2003 established the Criminal Procedure 
Rule Committee to make rules for all criminal 
courts, up to and including the Court of Appeal 
(Criminal Division). The Crown Court Rule 
Committee now makes rules of practice and 
procedure, under section 84(1) of the Supreme 
Court Act 1981, for the small number of non-
criminal matters dealt with in the Crown Court. 

Exempt 

Family Justice Council 
 

Advisory NDPB. To facilitate the delivery of 
better and quicker outcomes for families and 
children who use the family justice system. 

General 

Family Procedures Rules 
Committee 

Advisory NDPB. Established by the Courts Act 
2003, the Family Procedure Rule Committee will 
seek to produce a single, coherent and simply 

Exempt 
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Name of Organisation Responsibility for Statutory 
Duty 

expressed set of rules governing practice and 
procedure in family proceedings in the High 
Court, County Courts and Magistrates Courts. 
Before making such rules the committee will 
consult as it thinks appropriate. 

General Commission on 
Income Tax 

Tribunal NDPB. To determine, postpone or 
adjourn appeals against tax assessments in 
relation to a variety of matters including Income 
Tax, Corporation Tax, Capital Gains Tax, 
National Insurance contributions, Stamp Duty 
Land Tax and Statutory Sick Pay. 

General 

Independent Monitoring 
Boards 

Advisory NDPB. Appointed under the Insolvency 
Act 1986 for the purpose of being consulted by 
the Lord Chancellor before making any rules 
under section company insolvency rules or 
section individual insolvency rules of the 
Insolvency Act. The committee consists of 
members of the legal and accountancy 
professions. 

General 

Insolvency Rules 
Committee 

Advisory NDPB. The Committee is appointed 
under s 413 of the Insolvency Act 1986 so that 
the Lord Chancellor may consult it before any 
rules are made under section 411 (company 
insolvency rules) or section 412 (individual 
insolvency rules) of the Insolvency Act. The 
committee consists of members of the legal and 
accountancy professions. 

General 

Judicial Appointments 
Commission (JAC) 

Executive NDPB. The JAC selects candidates 
for judicial office. 

General and 
Specific  

Land Registration Rule 
Committee 

Advisory NDPB. To give advice and assistance 
to the Lord Chancellor on the making of new or 
revised rules for the various purposes referred to 
in sections 102 and 127 of the Land Registration 
Act 2002. The Committee was reconstituted in 
December 2002 under the Land Registration Act 
2002. 

General 

Law Commission 
  

Advisory NDPB. To keep the law under review 
and to make recommendations for reform (Law 
Commissions Act 1965). 

General 

Legal Services 
Commission (LSC) 

Executive NDPB. The Commission is 
responsible, on behalf of the Government, for 
two Schemes: the Community Legal Service 
(CLS) funding delivery of civil legal and advice 
services, identify priority and unmet need, and 

General and 
Specific  
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Name of Organisation Responsibility for Statutory 
Duty 

develop suppliers and innovative services to 
meet those needs; and the Criminal Defence 
Service (CDS) funding defence services for 
people involved in criminal investigations or 
proceedings. 

Legal Services 
Consultative Panel 

Advisory NDPB. The panel assists in the 
maintenance and development of standards in 
the education, training and conduct of persons 
offering legal services and advises the Secretary 
of State on the provision of legal services. 

General 

Office of the Information 
Commissioner 

Executive NDPB. To supervise and enforce the 
Data Protection Act 1998 and the Freedom of 
Information Act 2000 and the Privacy and 
Electronic Commercial Regulations 2003. 

General 

Parliamentary Boundary 
Commission for England 

Advisory NDPB. The Commission is required by 
the Parliamentary Constituencies Act 1986 to 
keep the parliamentary constituencies in 
England under continuous review and every 8 to 
12 years conduct a general review of all 
constituencies in England and submit to the 
Secretary of State a report showing the 
constituencies they recommend.  

General 

Parole Board Executive NDPB. The Parole Board protects the 
public by making risk assessments about 
prisoners to decide who may safely be released 
into the community and who must remain in or 
be returned to custody. 

General 

Sentencing Advisory 
Panel  

Advisory NDPB.  Provides advice to the 
Sentencing Guidelines Council. 

General 

Sentencing Guidelines 
Council 

Advisory NDPB. Issues sentencing guidelines to 
assist all courts in England and Wales, to help 
encourage consistent sentencing. 

General 

Strategic Investment 
Board 
 

Advisory NDPB. Advises on the appointment of 
external managers to invest the client monies 
under the care of the Public Guardianship 
Office, the Official Solicitor and Public Trustee 
Office and HM Courts Service. The body 
monitors performance against established 
industry benchmarks. 

General 

Victims Advisory Panel Advisory NDPB. Putting victims at the heart of 
the Criminal Justice System.   

General 

Youth Justice Board Executive NDPB. Oversees the youth justice 
system in England and Wales to prevent 
offending and reoffending by children and young 

General and 
Specific 
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Name of Organisation Responsibility for Statutory 
Duty 

people under the age of 18, and to ensure that 
custody for them is safe, secure, and addresses 
the causes of their offending behaviour. 
Note: In November 2007, the Youth Justice Unit 
was created following the machinery of 
government changes and the creation of the 
Department for Children, Schools and Families 
(DCSF).  The unit is jointly funded by the MoJ 
and the new DCSF. 

 
Northern Ireland 

Name of Organisation Responsibility for Statutory 
Duty 

Northern Ireland Court 
Service (NiCtS) 

The Northern Ireland Court Service (the Court 
Service) was established in 1979, by the 
Judicature (Northern Ireland) Act 1978, as a 
separate civil service in Northern Ireland. It is 
the Lord Chancellor's department in Northern 
Ireland. Subject to both the general and Specific 
Duties. 

General and 
Specific 

Northern Ireland Judicial 
Appointments 
Commission 

Executive NDPB of NiCtS. Commission is an 
independent public body and was established to 
bring about a new system for the appointment of 
members of the judiciary and tribunals. 

General and 
Specific 

Northern Ireland Legal 
Services Commission 

promote fair and equal access to justice in 
Northern Ireland in its provision of publicly 
funded legal services. 

General and 
Specific 

 
Probation Services 

Name of Organisation Description Statutory 
Duty 

National Probation 
Service 

NPS is part of NOMS and the individual 42 
Probation Area Boards are Bodies Corporate 
established by statute.  Reducing re-offending 
and protecting the community from harm. 

General and 
Specific  
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Appendix C: Staffing Structure 
 
These are intended as a guide to roughly equivalent job grading across the 
MoJ family, but they don’t necessarily offer a direct match in pay.  There are 
still a large number of legacy pay scales and terms across the department, 
particularly in the former Magistrates Court Service.  The Pay and Grading 
Project is currently addressing this. 

Former DCA  
(incl HMCS, Tribunals Service, 
HQ & Associated Offices) 

Home Office Prison Service 

New Bands   
Senior Manager A / B 
Senior Manager B 
Senior Medical Officer 
Medical Officer  
Senior Manager C 
Senior Manager D 

Band A Grade 6 / 7 

Medical Officer P/T 
Manager E 
Manager F 
Chaplain 1 & 2  

Band B SEO 

Pharmacist  
Manager G Band C HEO Medical Technical Officer Grade 8 
EO 
Assistant Chaplain 
Catering Manager 
Farm Manager 

   Instructional Officer 
Nursing Grades 
Principal Officer 
Prof & Tech Officer 
Scientific Officer 
Senior Officer 
Senior Personal Secretary 
Stores Officer C, D 
Medical Technical Officer Grade 5 
Trainee Psychologist 
Typing Manager  

Band D EO 

IG1 
AO  
Medical Technical Officer Grade 4 
Personal Secretary 
Prison Officer 
Psychological Assistant 
Support Grade Band 1 
Technical Grade 1 

Band E AO 

IG 2,3 
AA 
OSG 
Typist 
Support Grade Band 2 

Band F 
 

AA 
 

IG 4, 5 
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Appendix D: Glossary 
 
 
 
BME Black and Minority Ethnic 

CFO / OSPT Court Funds Office / Office of the Official Solicitor and 

Public Trustee 

CJC Community Justice Council 

CJS Criminal Justice System 

CPS Crown Prosecution Service 

DCA Department for Constitutional Affairs 

EDU Equality and Diversity Unit 

EDHRD Equality, Diversity and Human Rights Division 

EHRC Equality and Human Rights Commission 

EIA Equality Impact Assessment 

EDAP Equality and Diversity Action Plan 2001 

HMCS Her Majesty’s Courts Service 

HMICA Her Majesty’s Inspectorate of Courts Administration 

HMT Her Majesty’s Treasury 

LCD Lord Chancellors Department 

MoJ Ministry of Justice 

NDPB  Non Departmental Public Body 

NOMS National Offender Management Service 

OPG Office of the Public Guardian  

PDF Portable Document Format 

PROUD People of diverse Racial Origins Uniting the Department 

RRA Race Relations Act 

RRAA Race Relations Amendment Act 

RTF Rich Text Format 

SCS Senior Civil Service  

SOS Staff Opinion Survey  

YPSMS  the Young Persons Substance Misuse Service 
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Copies of this Scheme are available from 
equalityschemes@justice.gsi.gov.uk
Copies are available in large print and Easy Read.   
Other alternative formats will be considered on request from: 
 
Dawn Bennett or Yvonne Dowie-Shosanya 
Equality, Diversity and Human Rights Division 
Pillar 2.21, 2nd Floor 
Ministry of Justice 
Selborne House 
54 Victoria Street 
London SW1E 6QW 
Telephone 020 7210 2614 or 2640 
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