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1. INTRODUCTION
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1.2
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1.6

The Crown Prosecution Service (CPS) is the principal prosecuting authority
in England and Wales, and employs 8,772 staff (excluding casuals; as at 1
April 2006). The CPS continues to make good progress towards achieving
its vision of building a world-class prosecution service. During the past
year, the organisation has prosecuted over 1.1 million cases, with over
895,000 convictions in the Magistrates’ Courts and over 72,000 in the
Crown Court.

Working closely with our CJS partners, the CPS has successfully
introduced Statutory Charging in all 42 Areas and is supported by CPS
Direct, the national out-of-hours telephone service that allows people to
access charging advice 24 hours, seven days a week. The service is
delivered from 42 geographical Areas in England and Wales,
corresponding with the boundaries of the 43 police forces. Each of these
areas is managed by a Chief Crown Prosecutor who reports to the
Director of Public Prosecutions.

In 2005, the CPS published the 12th ‘Annual Equalities in Employment
Report 2004-05’.

The 2005-06 report further provides base-line information on our
performance in relation to the employment of women, disabled and black
and minority ethnic staff. The report makes a series of recommendations
for sustained improvement in our performance on equality and diversity.

This report is the 13th Annual Report and makes a comparative
assessment of progress over the past 12 months. It highlights where
progress has been made and suggests areas where improvements are
necessary to achieve the equality targets and sustain year on year
iImprovements in achieving equality and diversity in employment.

The scope of this report has been widened to meet the statutory duty to
report annually on key aspects of employment as required under the Race
Relations (Amendment) Act 2000. It also deals with our Gender duty, new
Age Regulations (2006) as well as our duties as an employer under the
amendment to the (DDA) Disability Discrimination Act, 2005.

It outlines progress using this statutory framework by applying it to
ethnicity, gender, disability and age. The report provides a detailed analysis
of our workforce by each demographic group including age, ethnicity,
gender and disability, and an analysis of these against applications for
posts, appointments made, staff in post, promotions, leavers, grievances,
disciplinary action and training.

The Crown Prosecution Service Human Resources Directorate



1.7

1.8

1.9

1. Introduction

Where possible we have analysed the performance of the CPS against
other government departments. We have also used additional information
from the Labour Force Survey (LFS) to benchmark the organisation’s
position. (For more information see Appendix 3 on LFS and CPS
benchmark data).

In November 2005, the Cabinet Office launched ““Delivering a Diverse
Civil Service — a 10-Point Plan” which sets out the commitment of Civil
Service departments on 10 key areas which were intended to achieve
broad and deep cultural change across the Civil Service. The Cabinet
Office plan sets out challenging targets for Human Resources for the next
three years for a more diverse Civil Service at senior levels and feeder
grades. It requires all departments to put in place action plans establishing
how they will each work towards the targets. The Equality and Diversity
Unit (EDU) and Human Resources Directorate have published the CPS
Diversity Delivery Plan to support the Senior Civil Service (SCS) targets
2005-08, in response to the Cabinet Office 10-Point Plan.

The CPS 10-Point Plan will take forward and build upon the Cabinet
Office plan aimed at increasing representation of women, black and
minority ethnic and disabled people in the SCS feeder grades level D
and E, with a view to increasing representation at SCS level.

This report has been produced by the Policy and Strategic Resourcing
Team. Its contents highlight continuous improvements across a broad
range of equality and diversity indicators. The infrastructure is firmly in
place to achieve year on year progress in these areas.

A themed review on workforce representation was undertaken in 2006 as
part of the Area Performance Review (APR) process, where Areas were
required to produce action plans outlining how they would increase
representation across all demographic groups.

In November 2006 the HMCPSI produced its report on the themed review
of Equality and Diversity in Employment. This assessed the performance of
the CPS in relation to key equality and diversity indicators as well as
making recommendations how improvements could be made.

The CPS is committed to continuous improvement and will act on its
recommendations in addition to any actions resulting from this Annual
Equalities in Employment Report.

Human Resources Directorate
March 2007

The Crown Prosecution Service Human Resources Directorate
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2. EXECUTIVE SUMMARY

2.0  Since April 2005, the CPS has made excellent progress across a wide
range of equality and diversity indicators. The CPS has been rigorous in its
review of equalities and is committed to remaining a leader in the field of
equality and diversity in the public sector. Its performance continues to
compare well with other similar public sector organisations.

This report records progress and highlights the improvements that have
been made over the past year and outlines targets based on a continuous
review of key Area and Headquarters Business Plans, including relevant
Equalities Action Plans.

Findings and recommendations that follow from these plans, where
appropriate, will be reported on in more detail in the next AEER (2007-08)
report.

Representation of key demographic groups by the CPS

The CPS continues to exceed the Civil Service benchmark for
representation of disabled people. Given the broader definition of
disability under the Disability Discrimination Act 1995 (DDA), the CPS will
strive to improve the overall percentage of disabled people in the
workforce. This is expected to increase from 4.1% (as reported in this
year’s figures) to 15.4% by 2011, which is the current LFS benchmark. In
order to achieve this, all CPS Areas and Headquarters Directorates will
need to continue to build appropriate targets for the representation of
disabled people in their workforce into their Area Business Plans.

As part of the Workforce Themed Representation Review in 2006-07, all
Areas were asked to report on how workforce representation targets will
be met. These will be included in individual Area and Headquarters (HQ)
action plans and reviewed in 2007-08.

The Crown Prosecution Service Human Resources Directorate



2. Executive summary

Figure 2.1: Representation of key groups in the CPS declaring
Ethnicity/Gender/Disability by pay band
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I Women  |78.5%|76.4%|74.69%67.0%|56.4%| 76.796| 68.29%| 56.296| 44.8%| 29.8%|26.5%6 |45.2%6 |67.0%
. Disabled | 3.4% | 4.1% | 4.3% | 5.4% | 4.8% | 0.0% | 1.9% | 3.9% | 5.6% | 2.7% | 4.3% [11.1%| 4.1%

Pay band/Level

BME - abbreviated for black and minority ethnic.
Black and minority ethnic % is calculated as a percentage of those who have declared their ethnic group

by grade.

Women - calculated as a percentage of total staff by grade.
Disabled - calculated as a percentage of those staff who have declared themselves as disabled against all
other staff, by grade.

The Crown Prosecution Service Human Resources Directorate
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2.1

2.2

Gender: Figure 2.1 shows that as at 1 April 2006, women made up 67%
of the CPS workforce. This is a 0.2% increase since 2005 when women
formed 66.8% of the organisation’s workforce. Whilst this is consistent
with the levels of representation of women in the UK workforce during
2005-06, there was a substantial increase in the number of women at
senior levels in the CPS. The number of women employed as senior civil
servants increased from 33.3% in 2005 to 45.2% in 2006. There was also
a corresponding increase in the proportion of women employed at Chief
Crown Prosecutor level from 24.5% % in 2005 to 26.5% in 2006. The
proportion of women employed at pay bands B1, C2, and D has also
increased by 0.6%, 2.4% and 1.5% respectively.

Ethnicity: There has been a steady increase in the overall number of
black and minority ethnic people employed by the CPS since 2005 and
they now make up 15.2% of the overall workforce. This represents a
0.4% increase since the last reporting period.

Overall the CPS has exceeded the most recent Labour Force Survey (LFS)
benchmark in 2005 for representation of women and black and minority
ethnic people.

The proportion of black and minority ethnic people increased at all levels,
except Level E.

The proportion of black and minority ethnic Crown Prosecutors continued
to rise from 13% in 2005 to 15.6% in 2006.

8.0 % of staff at SCS level are from black and minority ethnic
backgrounds.

The proportion of black and minority ethnic people employed at level C2
also increased from 13% in 2005 to 14.4% in 2006. In addition, there
was an increase in the number of black and minority ethnic people
employed at C1, from 32.9% in 2005 to 37.2% in 2006.

The Crown Prosecution Service Human Resources Directorate



2.3

2. Executive summary

This year has seen a slight decrease in the proportion of black and
minority ethnic people enrolled on the Legal Trainee Scheme, from 46.4%
to 40.7%, compared with the 2004-05 reporting period. However, on the
London scheme, 55.5% of the trainees are from black and minority ethnic
backgrounds.

Representation of black and minority ethnic trainee lawyers is fundamental
to succession planning and talent management. The CPS will continue to
facilitate equal access to opportunities and enable retention of a more
diverse workforce for all under-represented demographic groups.

Disability: There was a slight decrease of 0.4% in the percentage of
disabled staff employed by the CPS. Historically, the organisation has
experienced underreporting in this demographic group.

The largest increase of disabled people was found in the more senior pay
bands, namely C1, D, CCP and SCS grades.

At 4.1% the overall number of disabled people in the CPS remains higher
than the Civil Service benchmark, which is currently 3.5%.

The Crown Prosecution Service Human Resources Directorate
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2.4 Figure 2.1A shows that black and minority ethnic employees were highly
represented across all pay bands in the lower age bands, namely (25-29)
and (30-34). They were least represented in the upper age bands of (55-
59) and (60-64).

Women continue to be well represented across all age bands. The highest
representation of women is evident in age groups (20-24) to (40-44)
followed closely by those in the (45-49) age band.

Disabled people are represented across all pay bands and in particular
throughout the (50-54) and (60-64) age bands.

Figure 2.1A: Representation of key groups in the CPS
across all pay bands and in relation to age
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. Women 72.1%|72.2%|74.1%|71.5%|72.3%|68.7%|63.4%|58.8%0(50.4%|50.9%|42.9%

. Disabled 0.0% | 0.9% | 1.8% | 2.6% | 3.6% | 3.9% | 6.0% | 8.5% | 5.8% | 8.1% | 0.0%

Pay band/Level

Note 1: All figures exclude casuals.

Note 2: black and minority ethnic staff calculated as a % of those who declared ethnicity.

Note 3: disabled is calculated as a % of declared disabled.

Note 4: Age groups are consistant with ONS* (Office of National Statistics age structure breakdown).

The Crown Prosecution Service Human Resources Directorate
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2. Executive summary

Figure 2.2: Summary of Recruitment Success Rates by
Demographic Group
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Not Declared | Disabled White Women
Application
Received 12.0% 64.1% 75.8% 24.2% 33.1% 66.9%
Appointed 11.8% 1.5% 35.6% 64.4% 27.5% 72.5%

Pay band/Level

*Data includes all external and internal CPS applicants and appointees across all pay bands.

Data was calculated based on comparison between applications received against those appointed.
BME data is based on those staff who have declared their ethnicity.

Disabled people data is based on those staff who have declared their disability.

The Crown Prosecution Service Human Resources Directorate
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2.5 Between 2005 and 2006, 333 applications were received from disabled
applicants. It is envisaged that this will also be analysed at an Area level.

2.6  As ademographic group, white applicants made the largest number of
applications followed closely by women. Overall, the percentage of
applications from black and minority ethnic applicants which led to
appointment was relatively high and is encouraging.

2.7 The success rate of men was lower in relation to the number of
applications received, as compared to the success rate of women.

The proportion of applications from women which resulted in a successful
appointment was notably higher. This follows on from the previous trend
(2004-2005) where women continued to outperform men in gaining
successful appointments.

On balance, there has been steady progress in the recruitment of women
in the CPS. The most sustained increase in representation was found at
senior levels both for black and minority ethnic people and women.

2.8 However, there still continues to be a slight downward trend in the
number of black and minority ethnic people being appointed in lower
grades (notably A and B grades).

2.9  The CPS will also continue to ensure that the employment environment is
conducive to disabled people declaring their impairment and being given
the opportunity to realise their full potential.

Given the redefinition of disability, as expressed in the amendment of the
DDA (2005), and the challenges of effective monitoring, it has proved
difficult for the CPS to meet the new LFS benchmark for the
representation of disabled people. However, one CPS Area, South Wales
continues to exceed the LFS benchmark of 15.4% by 3.35%. (For further
details please refer to Section 6 on Disability).

Performance against Headcount targets

2.10 The CPS continues to make progress against headcount targets for
women, black and minority ethnic and disabled people.

The CPS has reviewed these targets and will focus its positive action
initiatives on ensuring greater representation of these groups at senior
levels in the Service.

10 The Crown Prosecution Service Human Resources Directorate



2. Executive summary

The CPS is looking into identifying and promoting relevant leadership
programmes, particularly to develop under-represented staff groups at all
levels in the organisation, both through the Cabinet Office and also
external providers. The Cabinet Office has reviewed the Pathways
Leadership programme and the Disability Bursary Scheme, which were
available for CPS staff. However, their replacement Leadership Programme
commenced in early 2007 and CPS staff have been made aware of the
scheme.

In addition, the CPS has set out its response to ““Delivering a Diverse Civil
Service — a 10-Point Plan” which includes relevant action plans and
targets in line with Civil Service-wide targets. (Please refer to Section 3 on
Targets for more information).

Variable working patterns

2.11

2.12

The organisation still continues to experience a steady increase in the
number of men, women and disabled people engaged in variable patterns
of working.

As is the case in most other organisations, women are more likely to be
engaged in variable working arrangements than men.

This year’s data shows that there has been a steady rise in the proportion
of women engaging in variable working patterns, specifically those at
levels D and E (Cabinet Office — Grade 6/7 SCS feeder grades). There has
also been a steady rise in the proportion of women who are Legal
Trainees engaging in part-time work (nearly 1.5% since 2004-05).
However, women in SCS grades appear not to take greater advantage of
variable working patterns.

In comparison to last year’s data, men are found to be taking greater
advantage of undertaking part time employment. This was especially
evident in pay bands A and B. However, there still remains an under
representation of men engaged in variable working patterns within more
senior grades (notably, D, E and SCS grades).

There was also evidence that disabled people are participating in a diverse
range of variable working arrangements. Our records show that disabled
people were more likely to engage in variable working patterns than
non-disabled people. Following last year’s trends, disabled employees
taking up flexible working still continue to be highly represented across
pay bands A, B C1 and C2. (*Please note that the CPS data in relation to
variable working patterns and disability includes both SCS and CCP
figures).

The Crown Prosecution Service Human Resources Directorate
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Proportionally, more white people participated in variable working
arrangements compared to the wider workforce.

There is an indication that more black and minority ethnic people in C2
and D grades enjoyed benefits of variable working arrangements.

Performance Management

2.13

2.14

2.15

The CPS has implemented a new performance management framework
which will be monitored over time for all staff. The new Performance and
Development Review (PDR) process is based on the CPS’ ““Skills and
Valued Behaviour” framework which has been designed to identify and
set the level of skills and behaviour required for each role; assist with
identifying skills required for progression within a specific Career Family
and ensure that CPS employees are given improved learning and
development opportunities.

The box mark ratings have now been removed from the new PDR
framework which means there is no longer a direct link between
performance and pay. This is being currently reviewed with a view to
re-introducing a suitable variation of performance related pay in the near
future, as appropriate.

Overall, the aim of the new Performance Management process is to:
= Encourage a “shift” in thinking towards staff “owning™ their
performance and work responsibilities;

= Encourage active and constructive discussion between CPS managers
and employees about performance and development;

= Provide a structured link between corporate, team and individual
objectives;

» Help identify gaps in skill levels and address gaps through tailored
development and support.

All new CPS staff will be expected to follow the same PDR cycle regardless
of their start date. This will be monitored over time and will be reported
on in the next AEER.

As part of this review, the CPS has also designed new PDR forms which
gives each employee an opportunity to set and record objectives, assess
skill levels, record development actions required to address skills gaps and
review past performance.

The Crown Prosecution Service Human Resources Directorate



2. Executive summary

Learning and development

2.16

2.17

2.18

2.19

2.20

The CPS continues to make excellent progress in improving access to
learning and development for all its staff. Previously under-represented
groups are now well represented on a number of key courses. Please refer
to (Section 11) of this report on “Learning and Development™ for more
information.

The CPS aims to be a “flagship’ of best practice for learning and
development in the criminal justice sector and, to help us achieve this, we
continue to create new and innovative solutions to meet the changing
needs of our business. Since 2004, we have refocused our learning and
development activities, moving away from a solely traditional classroom-
based approach and introducing a more integrated approach to
education, learning and development.

The virtual Prosecution College is the focus of our learning and
development opportunities and now provides over 50 hours of managed
e-Learning on a wide range of bespoke subjects.

The service has a well established departmental scheme, the Law
Scholarship Scheme, which provides a range of legal learning
opportunities from junior to senior grades.

The CPS is proud that its Law Scholarship Scheme is continuing to attract
a number of applicants from a range of backgrounds who are continuing
to benefit from the opportunities provided. Over 500 employees have
taken part in the Scheme since its inception in 2003.

In November 2005, the CPS won the Personnel Today award for
Excellence in Training — based on the Law Scholarship Scheme and Legal
Trainee Schemes.

Since the Scheme was established in 2003, 70% of women and 34% of
black and minority ethnic people have participated in it. Forty per cent of
successful applicants were black and minority ethnic staff, based in
London.

Learning and Development, as part of the Human Resources Directorate,
has been at the forefront of various leadership and performance
management initiatives across the CPS over a number of years.

The Crown Prosecution Service Human Resources Directorate
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Furthermore, the Service invests heavily in its in-house development
opportunities. The Learning and Development Team are in the process of
building on the success of Transform to provide additional management
development training.

A total of 1,152 managers from CPS have taken part in development
activity under Transform (April 2006). This accounts for 77% of front-line
managers across the entire organisation.

In addition to this, we are pleased to announce that staff were extensively
consulted in this process and a cross section of staff from across the CPS
were invited to take part in developing and evaluating the impact of the
key competencies highlighted in the Transform programme.

The CPS continues to improve the quality of management information
which informs the reporting process for the learning and development
section of the Annual Equalities in Employment Report. Details of
participation in learning and development opportunities now include
participation rates by gender, ethnicity, disabled status and age. Data
collation relating to those denied learning and development opportunities
has now been established and will be reported in more detail in next
year’s report.

Equality and Diversity Complaints

2.21  The CPS has an Equality and Diversity Complaints Procedure (EDCP)
through which it actively considers relevant complaints. The process is
currently being reviewed and the new policy is scheduled for
implementation in 2007.

During the reporting period 2005-06, two complaints were upheld. The
Service remains committed to learning from equality and diversity
complaints to improve employment practice.

Where changes to employment practice are indicated as a result of
lessons learnt from the complaint, the CPS remains committed to
developing the capacity of Human Resources and its managers to deal
with equality and diversity issues in a reasonable, fair and consistent
manner.

14 The Crown Prosecution Service Human Resources Directorate



2.22

2.23

2. Executive summary

The largest proportion of complaints that were lodged with Employment
Tribunals were withdrawn or not upheld. (For more information on
Equality and Diversity Complaints procedure (EDCP) data please refer to
Section 8 of the report).

In the period between 2004-05 a number of Employment Tribunals
complaints alleged multiple breaches of employment legislation. However,
approximately 47% of all concluded cases for this period were either
withdrawn or struck out.

In 2005-06 the CPS was unsuccessful at an Employment Appeals Tribunal
(EAT) appeal for one case. Improved Human Resources interventions will
continue to ensure that cases are expedited in a fair, effective, and
consistent manner.

This includes ensuring that the process for termination of employment is
also kept under continuous review as required by the provisions of the
Employment Act 2002 and (Dispute Resolution) Regulations 2005.

Disciplinary proceedings

2.24

Following more effective people management and Human Resources
interventions, the CPS continues to experience a slight increase in the
overall number of disciplinary cases brought in 2005-06.

Between 1 April 2005 and 1 April 2006 there were 18 cases of which
four were gross and 14 were serious misconduct. Of these, seven involved
black and ethnic members of staff which equates to 38.8%. There were
no staff who declared themselves as disabled.

Three out of four of gross misconduct cases involved women and five
cases of serious misconduct related to women.

There were nine cases of serious misconduct cases that involved men.

Given the limitations of data, it is difficult to draw firm conclusions from
these findings. However, by the proposals to improve the reporting
process, it is hoped that, where possible, improved data collation will
enable the CPS to identify the profile of staff who are engaged in minor
misconduct, or misconduct not dealt with under the formal disciplinary
procedures.

The Crown Prosecution Service Human Resources Directorate
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Leavers

2.25

An analysis of the leaver rates of men and women revealed that generally
there were no marked differences in the overall leaver rates.

However, there has been some movement at A1 and A2 pay bands where
women moved between posts at a slightly higher rate than men.

This is reflected in the leaver rates of black and minority ethnic staff which
was stable over the reporting period. There was no evidence to suggest
that black and minority ethnic staff were leaving at a faster rate than
white staff.

The 2006 Staff Survey results show that black and minority ethnic staff
were the group most likely to recommend the CPS as a place to work.

Main findings

2.26

Overall, the CPS continues to make considerable progress in realising
equalities in employment.

However, the organisation is complex, large and geographically dispersed
where change and partnership working are ongoing features. This is
being developed through Human Resources initiatives on an Area level
such as the workforce themed reviews to ensure that the organisation is
representative of the community it serves.

The key areas for further development and recommendations are
identified and summarised at Sections 12 and 13 of this report.

The Crown Prosecution Service Human Resources Directorate



3. Targets

3. TARGETS

3.1

This section of the report considers the performance of the CPS against
the headcount targets set by the organisation for key demographic
groups. Where these targets have been met, the targets for future years
have been revised. Targets which have not been met, have been revised
and appropriate positive action measures considered to address the
imbalance.

The aim of setting targets

3.2

Crown

Targets are set as a key strand of realising any organisation’s equality and
diversity agenda. They serve to ensure the CPS implements a range of
initiatives to develop a workforce which is representative of the
communities it serves and where all employees can aspire to reach their
full potential. The realisation of CPS aims objectives and targets will only
be made possible by ensuring that there is an organisational culture
wherein all staff are able to give of their best.

Delivery on equality and diversity is an important outcome of our overall
modernisation. It is at the heart of attracting, retaining and developing a
high quality workforce that reflects today’s society to ensure that the
Service has the right people, with the right skills, doing the right jobs at
the right time.

Prosecution Service: Human Resources Directorate
The CPS believes that targets should be determined on the basis of
relevant internal/external information and should be challenging,

achievable and clearly linked to a programme of supporting action.

The targets proposed have been informed by benchmarking and the
organisation’s own vision for progressing its equality and diversity agenda.

Targets for key demographic groups

3.3

In revising the targets for 2005 and setting further ones for 2008, the CPS
has taken into account the proportions of each particular demographic
group in the wider labour market in the wider Civil Service and in the
CPS. It is anticipated that the CPS will be well on its way to achieving a
fully representative workforce by making year on year improvements in
light of the progress made over the past two years.

The Crown Prosecution Service Human Resources Directorate
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3.4

3.5

3.6

3.7

3.7

The Government has set a number of aspirational targets for equality and
diversity and these are outlined in the Cabinet Office Public Service
Agreement 99 (PSA Target 4). PSA Target 4 is to ensure that the Civil
Service continues to work towards being more open and diverse, by
achieving the agreed targets.

The PSA targets are to be achieved by 2008. They stipulate that 25% of
the top 600 posts are to be filled by women. In addition, they state that
4% of SCS staff need to come from black and minority ethnic
backgrounds and 3.2% of the SCS should be disabled people.

The CPS continues to achieve better representation of women at SCS
level. The organisation currently employs 45.2% women at SCS level. This
is an increase of 11.83% in comparison to the last reporting period.

Currently, 8.0% of SCS staff are from black and minority ethnic
backgrounds and 11.1% are disabled. If however you include CCP and
SCS equivalents, black and minority ethnic staff representation would be
11.8%.

The CPS continues to work towards achieving its targets for disabled
people at feeder grades and in line with its Diversity 10-Point Plan.

The proportion of black and minority ethnic people in feeder grades
(D and E respectively) is recorded at 8.4% (as at April 2006), whereas
the proportion of disabled people in feeder grades stands at 4.1%.
This is a slight improvement in comparison to 2004-05 data

(@ 0.25% increase).

It is encouraging to note that in terms of black and minority ethnic staff,
there has been evidence of progress being made in CCP and SCS level
except level E.

Overall, the performance of the CPS against its targets has been one of
continuous improvement. In most pay bands/levels, the targets set by the
CPS for the recruitment of women and black and minority ethnic people
was high.

18 The Crown Prosecution Service Human Resources Directorate



3.8

Gender

3.9

3.10

3. Targets

In 2007 a new Human Resources Management Information System will be
implemented and it is expected that declaration rates will be further
increased.

These actions demonstrate that the organisation continues to keep in
touch with its positive ethos relating to equality and diversity and is set to
continue to revise many of the targets previously set to a more
challenging level.

According to the LFS*(Labour Force Survey, Spring 2005), employment
rates for both men and women continue to remain highest among those
aged 25 to 34 and 35 to 49.

However, the employment rates for men (88%o) in both of these age
groups were higher than those for women (75%o). Nationally, the picture
shows that over a fifth of women still remain in administrative posts
compared with 5% of men who are more likely than women to be self-
employed.

women make up approximately 51.5% of the UK labour market and
67.0% of the CPS workforce. The CPS therefore exceeds the Labour Force
benchmark by 15.5%. Representation of women in the CPS also remains
well above the Civil Service average of 60.7%.

In other comparable departments, the Court Service achieved the highest
representation (at 67.2%o) followed closely by the Treasury Solicitor’s (at
59.7%). Compared with these departments, the CPS continues to achieve
a high representation of women employees across the Civil Service.

30ffice of National Statistics ( 2005), Labour Force Survey 2005.
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Figure 3.1: Proportion of women in comparable Departments in 2006
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Note 1: SCS - the calculation is based on total numbers of staff employed; SCS figure is calculated jointly
with Chief Crown Prosecutors.

Note 2: All staff excludes casuals but excludes all other active and non-active staff such as: Legal Trainees,
loans out, career breaks and those on maternity leave.
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3.11

3.12

3. Targets

The CPS employs proportionately more women at a senior level than the
UK workforce as a whole.

Approximately 11% of all managers and 2.7% of senior managers in the
UK workforce 2004 were women.

As reported in Figure 3.1, women make up 32.9% of the senior
workforce (SCS and CCP grades) in the CPS.

For example, on 1 April 2005 the proportion of women in senior grades
(level D and E pay band, which are comparable to SCS feeder grades 6/7)
increased to 37.3% from 36.1% in April 2004.

The CPS continues to have a steady increase in the representation of
women at SCS grade, and as at April 2006 this figure stands at 32.9%.

Viewed across all government departments and agencies, women account
for 37.2% of all SCS staff, compared to 45.2% in the CPS.

It is important that these findings are interpreted within the context of the
relatively small proportion of staff employed in some of the other
government departments, where women account for up to 20% of staff
at the SCS level (eg: Serious Fraud Office).

The average number of women in the CPS at level D and E pay bands
(equivalent to feeder grades 6/7) is 37.3%*. This represents a slight
improvement from 33.3% in the last reporting period, which is a 4%
increase.

Although there is some difference in relative proportions of women
employed at SCS level in comparable government services, the CPS plans
to build on its targets and continue to increase the representation of
women in senior posts. This is set out in the CPS Diversity 10-Point Plan
2005-08.

4CCP/SCS managed jointly as a target.
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3.13

Table 3.1 shows that during 2005-06 women occupied 56.4% of all B3

posts and at C2 to SCS level the proportion of women employed ranged
from 45% to 56.2%.

The CPS figures for April 2005 show that representation of women at SCS
level stood at 33.3%.This year we have seen an increase of over

10% (i.e. 45.2%). A similar trend is found amongst other senior grades.
For example, in level D grade there has been an increase from 43.3% to
nearly 45% which suggests that the organisation is moving towards
achieving its targets and is making progress year on year.

3.14

These findings compare favourably with the Civil Service statistics (as at 1

April 2005) which indicate that the proportion of women in comparative
grades for CPS increased to 34.8% as at April 2005 from 32.7% a year
earlier.

Table 3.1: Targets for women

April Actual April 2007 % April 2008 %

2006 2006 Target Target
Level Revised % | figures %
Al 80% 78.5% maintain performance maintain performance
A2 78% 76.4% maintain performance maintain performance
Bl 74% 74.6% maintain performance maintain performance
B2 66% 67.0% 67% maintain performance
B3 55% 56.4% 61.0% maintain performance
B Trainee | 73% 76.7% 73.0% no target
C1 72% 68.3% 72.0% maintain performance
C2 54% 56.2% 60.0% maintain performance
D 43% 45.0% 49.0% 45.0%
E 26% 29.8% 36.0% 33.0%
CCP 22% 26.5% 35.0% 37.0%
SCS 35% 45.2% 37.0% 37.0%

*please note that CCP/SCS are managed jointly as a target.
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3.15

3.16

3.17

3.18

3. Targets

By April 2006, women made up 78.5% of Al pay band staff and 76.4%
of pay band A2 staff. This was in line with the last year’s findings, where
the average for both pay bands in the CPS experienced a slight decrease
from approximately 78.01% (2004-05) to 77.45% (2005-06).

As at September 2004 figures revealed that 74% of CPS staff at pay band
B1 were women. A year on, comparison reveals that figures are still
comparably the same; i.e at 74.6% (as at September 2005).

This compares favourably with equivalent grades across other
Government Departments and Agencies where all posts (approximately
52.4%) are occupied by women in permanent positions. (Civil Service
figures as at 1 April 2005)°.

In addition, Table 3.1 shows that by April 2006 the proportion of women
in pay band B1 increased slightly to 74.6% which is marginally higher
than last year. However, Areas will be encouraged to consider these issues
as part of their workforce representation issues.

More notable changes were found between pay bands B2 and B3.

For example, there was a slight decrease in the proportion of staff
employed at B2 pay band (67.0%0). In comparison with the data in
September 2004, women accounted for 67.73%, and 57% of B3 staff.

Recent Civil Service statistics® (as at April 2005) indicate that there has
been a slight decrease of 2.1% compared with the same period 12
months earlier.

For example, as at April 2005 17.5% of civil servants worked part-time
hours. Part-time working was most common in the lower administrative
grades, whereas only 8.7% of staff at levels D and E engaged in part-time
work and 5.6% of staff at the SCS level worked part-time.

Comparatively, in the CPS (as at April 2005) 89.5% of all part-time staff
were women. This indicated a slight decrease from 89.7%, in April 2006.

Women continue to be better represented at middle management within
the organisation, in comparison to the other government departments
and agencies. This is consistent with their relative numbers in the CPS and
our commitment to have a more diverse workforce at all levels.

5Civil Service Statistics — Table F (1 April 2005).
Swww.civilservice.gov.uk/management/statistics/reports/2005/diversity
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3.19 The statistical returns for 2005-06 demonstrate that the number of
women employed by the CPS decreased slightly to 66.7% for level B2
and 56.4% for level B3 staff.

3.20 Legal Trainee posts are unique to the CPS. The CPS carries out batch
recruitment each year to recruit legal trainees. The scheme is open to CPS
staff as well as external applicants.

It is important to bear in mind that the Legal Trainee posts are crucial to
the CPS’ internal succession planning. The organisation will continue to
embrace this and work towards increasing representation across this
occupational group.

3.21  During 2003-04 women accounted for 72.9% of all level B legal trainees.
In comparison to the last reporting period the number of legal trainees
who are women decreased slightly to 72.22% by April 2006.

It should be noted that pay bands level C1 and C2 are for legally qualified
staff. Lawyers employed at C1 are usually new entrants and have less
experience. Nevertheless, they are through-graded to C2 automatically
when they have the requisite experience and enhanced skills. This
approach has resulted in lower turnover in these grades.

3.22  Pay band levels D and E (SCS feeder grades) are used for lawyers,
functional specialists as well as section heads in non-legal roles.

In comparison to last year, representation of women at level C1 remained
steady at 68.2%

The picture for level C2 staff was comparable to last year at 56.2%.This
demonstrates that the organisation is still experiencing a decrease in the
representation in relation to pay bands Al, C1 and C2 where limited
recruitment has taken place this year.

3.23 In the last 12 months there has been an increase in the percentage of
women employed at pay band D from 43.0% to approximately 45%.

Level E figures have improved by 3.8% in comparison to last year.
3.24  This indicates that women continue to be better represented in the CPS

at functional specialist and Unit Head levels than in the Civil Service
overall.
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3.25

3.26

3.27

3. Targets

Looking at the trends over the past few years, it is evident that the
proportion of women employed in these four pay bands continued to
improve in 2005-06.

For example, during the current reporting period the proportion of
women employed as C1 lawyers decreased slightly to 68.2% and
increased for C2 lawyers to 54.59%.

The proportion of women in the CPS employed as lawyers at level D and
E increased to 44.8% and decreased to 29.8% from 26% when making a
comparison with the 2004-05 reporting period.

The CCP pay band is specific to the CPS and no directly comparable
grades are reported in the Civil Service mandate and departmental
returns. CCPs directly manage regional teams of functional specialists and
Unit Heads.

The proportion of women employed as CCPs rose from 24.5% in April
2005 to 26.5% in April 2006. There has been a 2% rise in representation
of CCPs within the Service which is encouraging finding.

The SCS level is the most senior grade in both the CPS and the Civil
Service. In April 2005, women made up 33.3% of all SCS staff employed
by the CPS and as at April 2006 this figure stands at 45.2%".

This compares well with the proportion of women employed in all Civil
Service departments and agencies during 2005, which was 34.9%.

Good progress against the targets for the recruitment of women was
made in 2005. The targets for the representation of women were
exceeded by approximately 1.4%% at level B3.

For women in level D and E pay bands (grades 6/7), the positive trend
continues.

The CPS will continue to focus its attention on recruiting senior lawyers
and managers to achieve and maintain the targets set for the
representation of women at CCP and SCS level for 2006 and beyond.

"Please note that for the purpose of this report CCPs and SCS are managed jointly as a target. (*At present
we have a position where all the data as at April 2006 is reported against separate targets for CCPs (35%)
and SCS (37%). For April 2006 and 2007 and thereafter (April 2008) the targets are amalgamated at 37%
for SCS including CCPs. Please see Table 3.1 and CPS Diversity 10-Point Plan for more details.
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3.28  This effort coupled with the successful internal career development
scheme, should continue to ensure that the CPS demonstrates its
commitment to attracting and developing the diverse pool of
organisational talent to deliver highly in terms of its equality and diversity
strategy.

Ethnicity
3.29  Asrecorded in the Labour Force Survey (Spring 2005), 7.7% of the

economically active UK population of working age come from minority
ethnic backgrounds.

Figure 3.2: Proportion of black and minority ethnic employees in
comparable departments in 2006
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3.30

3.31

3.32

3.33

3. Targets

In April 2006, 15.2% of all CPS staff were of black and minority ethnic
origin in comparison to 14.8% (2004-05).

The CPS therefore continues to exceed the LFS benchmark by 7.5%.

Representation of black and minority ethnic staff in the CPS also remains
to be above the Civil Service average which is 8.25%.

The proportion of black and minority ethnic staff engaged at a senior level
was higher in the CPS than in the rest of the UK working population and
relatively high when compared with other comparable government
departments.

The Treasury Solicitor’s department had the highest representation of
black and minority ethnic staff across all grades and departments (20.7%)
followed by the Department for Constitutional Affairs (DCA) Lord
Chancellor’s office at 15.9%.

Figure 3.2 shows that overall, black and minority ethnic staff were also
better represented in the CPS than they are in the Civil Service as a whole

The CPS is also signed up to delivery against the PSA target on
representation of black and minority ethnic staff.

The level of black and minority ethnic representation in the CPS was 3.9%
above the PSA target set by the Prime Minister for 2005 and this trend
continues for this year’s reporting period.

The Crown Prosecution Service Human Resources Directorate
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Table 3.2: Targets for black and minority ethnic people

Al no target set 13.37% no target maintain performance
A2 no target set 18.12% no target maintain performance
B1 14% 13.74% 14.20% maintain performance
B2 13.0% 15.14% 13.00% maintain performance
B3 8.0% 8.79% 9.00% 9.00%

B Trainee | 40.5% 40.74% 45.00% no target

C1 30.0% 37.18% 30.00% maintain performance
C2 11.0% 14.34% 12.00% 12.00%

D 8.4% 9.87% 9.95% 10.00%

E 10.6% 6.87% 9.20% 11.00%

CCP 11% 15.56% 13.00% 15.60%

SCS 9% 8.00% 11.00% 15.60%

*please note that CCP/SCS are managed jointly as a target

*CCP/SCS managed jointly as a target.

SCS - Senior civil servants includes Chief Crown Prosecutors.

All staff — All staff excludes casuals but includes Legal Trainees, loans out, career breaks and those on
maternity leave.

Disabled staff — Is the number of staff who have declared themselves as having a disability as defined by the
Disability Discrimination Act as a percentage against the number of staff employed.

BME staff — This is a measure of the number of black and minority ethnic (BME) staff and is calculated as a
percentage against the number of staff who have returned a questionnaire.

SCS is a senior civil servant. The SCS figure also includes the Chief Crown Prosecutors.
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3.34

3.35

3.36

3.37

3.38

3.39

3. Targets

There is scope to continue to improve the level of black and minority
ethnic representation in the CPS at senior levels, to reflect the
representation in the CPS overall, (15.2%) and LFS benchmark.

In line with its commitment to equality and diversity, the CPS will continue
to meet and develop challenging targets. Although some of these are
long-term aspirations, activity will be planned as an integral part of the
CPS succession planning processes.

At levels A1 and A2, 12.1% and 17.9% of all staff respectively, were of
black and minority ethnic origin during the reporting year 2004-05 to
13.4% to 18.1%.

Black and minority ethnic staff were better represented in the CPS than in
the Civil Service as overall, only 12% of Civil Service staff from equivalent
grades were from black and minority ethnic people.

There has been an encouraging trend in terms of increased representation
of black and minority ethnic staff at both, A1 and A2 pay bands.

For the Al pay band, this equates to a 1.4% increase and at A2 there has
been an increase from 17.9% (as reported in 2004-05 figures) to 18.1%.

A steady rise in the number of black and minority ethnic staff occupying
B1 posts in 2005-06 has also been achieved. In this grade, the proportion
of black and minority ethnic staff has remained at a relatively high level
of 13.7%.

There has also been an increase in the proportion of B2 staff to 15.1% in
2005-06 when compared to 14.3% in the last year’s reporting period. The
combined average of staff in B2 and B3 pay bands has slightly increased
to 11.96% at the end of the reporting period.

During 2004-05, 46.43% of all level B legal trainee posts were occupied
by black and minority ethnic staff. However, the proportion of black and
minority ethnic people occupying this pay band has decreased to 40.74%
during 2005-06.

In 2005-06, black and minority ethnic staff at level C1 accounted for
37.2% of all staff compared to 32.93% as reported in the 2004-05
AEER. As at April 2006, 14.4% of C2 staff were from black and minority
ethnic origin backgrounds, which represents a 1.5% rise since the
2004-05 reporting period.
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At level D black and minority ethnic staff represent 9.87% which is
slightly down since the last year’s reporting period (where level D staff
were represented at 9.95%.

3.40 Level E staff are currently represented at 6.87%. This equates to an
average of 8.4% and is well above the Civil Service benchmark of 4%, for
black and minority ethnic representation at equivalent grades.

3.41  Over the past three years, the number of black and minority ethnic staff
occupying all SCS posts had continually increased at a rate of
approximately 3% per year, reaching 8.7% in the reporting period
between 2004-05. This is representative of April 2006 findings which
indicate that the proportion of black and minority ethnic staff in SCS pay
bands remains at 8.0%.

3.42 The target set at level B3 was exceeded by 0.63 as at April 2006. As
mentioned previously, the targets for level E were not met during this
reporting period. The Service aims to appoint 2.0% more black and
minority ethnic staff at CCP level as the target was not met.

Although this means that the CPS is slightly behind meeting its target in
this reporting period, it should be noted that this may be due to the fact
that there are a very small number of posts at this level.

3.43  The organisation remains committed to managing those targets over the
next reporting years (2005-08) as reported in last year’s CPS Diversity
10-Point Plan.

Disability

3.44 In Spring 2005, 13.1% of the UK’s economically active population was
recorded as disabled.®

The DRC suggests a significant level of under-reporting of disability in
many organisations.

This may be as a result of the lack of recognition that certain conditions
constitute a disability and possibly because of anxieties about disclosing a
disability, arising from fear of discrimination and stigma.

8A disabled person under the Disability Discrimination Act is anyone with physical or mental (clinically well-
recognised mental illness and learning disability) impairment which has a substantial (more than minor or trivial but
not necessarily severe) and long-term (has lasted or be likely to last, overall for at least 12 months) adverse effect
upon his/her ability to carry out normal day-to-day activities. LSF Spring 05 data.
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3. 45 The persistence of under-reporting could make our longer term goal of

Figure 3.3: Proportion of disabled people in comparable

3. Targets

15% unrealistic, although the data cleansing exercise has improved CPS
disability declaration rates.

The CPS is committed to positive action towards disabled people and the
CPS Single Equality Scheme and employment Action Plan addresses this.

Human Resources Directorate staff continue to work continuously with

the Equality and Diversity Unit, external partners as well as operational
line managers, to promote the requirements of the DDA (2005) and are
actively considering ways to improve disclosure of disability and other
demographic information about employees.
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3.46 In light of the number of people who have declared a disability, the
Service reviewed its targets for the employment of disabled people, and is
committed to working with the Staff Networks and Departmental Trade
Unions to actively encourage disability declaration rates.

In particular, Human Resources staff are committed to working closely
with ENABLE (Staff Support Disability Network) in relation to involvement
and consultation on policies and procedures which may impact on the
recruitment and retention of disabled staff.

3.47  Figure 3.3 shows that the representation of disabled people in the CPS
currently stands at 4.1%. Although this is still above the Civil Service
benchmark of 3.5%, it represents a decrease of 0.4 % since the last
reporting period.

The organisation is working towards achieving sustainable progress in
delivering its 10-Point Diversity Plan with specific focus on achieving the
4.5% target for representation of disabled people at its SCS feeder grades
by 2008.

3.48 When benchmarked against comparable government departments in
2006, it is evident that disabled people are fairly represented in the CPS
across most pay bands.

3.49 In addition, when compared against the nearest organisational match, in
terms of size and geographical dispersal (The Court Service), it is evident
that representation in the CPS is on a par with comparable government
organisations.

3.50 However, when looking at a proportion of disabled people in comparable
government departments, it is encouraging to report that the CPS
combined (SCS and CCP’s figures) stand at 7.7% followed by Treasury
Solicitor’s at 3.6%.

3.51  This is comparable to other departments where the proportion of disabled
people stands at 4.0%.

disabled people accounted for 1.9% of all SCS staff in government
departments and agencies during 2005-06.
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3. Targets

In 2005-06 disabled people occupied 4% of all SCS level posts within the
Civil Service and the CPS accounted for 11.1% of those who have
declared their disability. Although this is lower than the 2004-05 reporting
figures, the CPS still continues to rate above the PSA target 4 of 3% (as
set by the Cabinet Office for 2005) by 7.0%.

3.52  Using the percentage (4.1%), of CPS overall representation of disabled
people as the internal benchmark, Table 3.3 shows that disabled people
were under represented in the Al, B, Trainee and C1 pay bands
respectively. (*Please note that CCP and SCS are managed jointly as a
target.)

In 2004-05 disabled staff made up 4.3% of all staff at pay level A1 and
4.5% of staff at pay level A2.

Table 3.3: Targets for disabled people

Level Actual Fig. Apr-05 Apr-05 Targets  Apr-06 Targets  Apr-07 Targets Apr-08 Targets
Targets % disabled % disabled % disabled % disabled % disabled
Al 4.20% 4.30% 3.42% 4.40% 4.40%

A2 no target set 4.48% 4.11% maintain perf maintain perf
Bl 4.10% 4.52% 4.27% 4.01% 5.00%

B2 5.80% 5.74% 5.45% 5.80% 5.80%

B trainee  6.30% 0.00% 0.00% 2.80% 4.70%

C1 1.00% 1.83% 1.92% 6.30% no target

C2 5.00% 4.49% 3.90% 1.00% 3.50%

D 4.60% 5.00% 4.26% 5.00% 5.00%

E 3.80% 2.70% 5.56% 4.60% 4.80%

CCpP 2.40% 4.26% 2.72% 3.80% 3.30%

SCS 9.10% 12.50% 11.11% 9.01*% 9.5*%

* managed jointly as a target % disabled — is based on those who declared their disability against all other staff.
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3.53  The CPS has not exceeded targets for A1 pay band and there were no
targets set for A2 pay band. This was below the Civil Service benchmark®
for equivalent grades of 4.8% for 2005-06.

Disabled people occupied 4.5% of CPS B1 posts during 2004-05. The
proportion of disabled staff at a B1 post slightly decreased in 2005-06.
This stands at 4.3%.and is below the Civil Service average for equivalent
grades. However, the proportion of disabled people at B2 pay band has
slightly increased during 2005-06 to 54%.

This year’s figures indicate the upward trend in the representation of
disabled people at level B3 which stands at 4.8%; and is above the
2004-2005 reporting figures of 4.59%.

This is comparable with the proportion of disabled people at equivalent
grades in the Civil Service overall (4.0%).

3.54  In the year ending 2004-05, the number of disabled lawyers who declared
disability and are employed at level C1 increased to 1.8% and C2 lawyers
fell to 4.5%.

This year’s figures show a change in trend whereby C2 grades decreased
to 3.9%. At level C1 there was an increase of 1.9%. The proportion of
staff at level D has also increased to 5.6%, which is a 0.6% increase since
last year. However, the percentage of staff at level E remained the same
at 2.7%.

At CCP level, the figures increased to 4.26% in 2004-05; an increase of
1.86%. This year, the figure stands at 4.3%° which remains the same as
last year. At SCS level in the 2004-2005 reporting year, disabled people
represented 12.5% of the workforce. In this year‘s reporting period the
figure stands at 11.1%.

9 www.civilservice.gov.uk/statistics
10 For full details of CPS staff with a disability and for total breakdowns please refer to
Figure 6 on page 63 of this report.
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3.55

3.56

3.57

3. Targets

The CPS continues to improve on its targets against the Civil Service
benchmark in relation to the employment of disabled people, and is
committed to developing a range of initiatives to improve the
representation of disabled people in the workforce.

The Service continues to work towards ensuring that the workforce
demonstrably reflects estimated proportions of disabled people in the
labour market and in the community it serves.

The organisation has also set a specific target of 4.5% for disabled staff in
the feeder grades by April 2008 (CPS 10-Point Diversity Plan).

In order to achieve this target, the CPS is making a concerted effort to
involve disabled staff and apply a range of appropriate initiatives.

The CPS, therefore, will be guided by its incremental targets and use a
number of human resource strategies and partnership arrangements with
disability partners to achieve its longer term employment targets in
relation to disabled people.
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4. GENDER

4.1

(@

4.2

4.3

This section of the report provides a detailed analysis of headcount by CPS
Area/Headquarters and any differences in the recruitment and selection
process between men and women. The section then considers access to
childcare support, participation in variable working arrangements, and
leaver rates.

Representation of women within CPS

The CPS continues to exceed the Labour Force Survey (LFS) benchmark for
representation of women in all but one CPS Area, (Dorset).

The trend is similar to last year’s reporting figures, where it was found
that 50.57% of the CPS workforce in Dorset was women, in comparison
to 49.2% in this year’s reporting period.

Overall women continue to be well represented and make up 67% of the
CPS workforce in 2005-06 which represents a 0.2% increase in
comparison to last year.

It is also interesting to report that the CPS actually employed 15% more
women (age bands 16-59) in comparison to the LFS data.

(b) Applications received

4.4

4.5

4.6

The Service has increased the number of women at most levels and has
performed well against its target over the previous 12 months.

For example, the CPS has exceeded its own 2008 inspirational targets for
women in level D and E grades. Although there is still improvement to be
made, the recent figures (as at April 2006) indicate that women are
proportionately well represented across all pay bands and Areas.

Figure 4.1 illustrates the profile of job applicants by gender in relation to
applications received.

Interestingly, for A1 posts, the trend has remained consistent with the
past two years as there still appears to be nearly three times more
applications from women than men (70.9%).
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4. Gender

Figure 4.1: Gender of applicants
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*Data based on those who declared their gender and includes both external and internal applicants across
all pay bands.
% of women staff by grade is calculated as a % of total staff per grade.

4.7 Women made more applications than men for all posts except at
level D. As at April 2006, at that level, the rate of application was for

40.7% — 31.3% respectively.

This pattern of applications for senior posts shows that the CPS continues
to reap the rewards of better targeted recruitment to increase the number
of women who apply and are appointed in senior positions.
4.8 It is encouraging to report that the CPS continues to review its
recruitment and selection processes.

It should be noted that of all applicants, women are a third (67%) more
likely to make an application (internal and external) for a post within the
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4.9

4.10

411

4.12

4.13

CPS compared to men (33%). This is especially evident within B1, B2 and
A2 pay bands.

The new process encourages applications from under-represented groups
with a view to making the CPS more representative of the community it
serves.

One of its greatest benefits is that the new process is more simplified,
based on clear job descriptions and person specifications, work based
assessments and involving diverse panels.

One indicator of success is that the organisation experiences an increase
in online recruitment. In addition, greater ownership has been built in for
managers working towards delivering local diverse workplaces.

It is also envisaged that periodic reviews of the recruitment process will be
undertaken so that they can be refined as necessary. Part of this would
mean an expectation of an increase in the number of applications
received from all groups, leading to a higher proportion of staff being
interviewed and, ultimately, appointments being made.

The recruitment process also includes internal selection and temporary
promotion.

Figure 4.2 suggests that women continue to outperform men at
interviews. Although recruitment activity was restricted within certain pay
bands (respectively Al, C1 and C2) overall, it is evident that larger
proportions of women were appointed than men.

Although this situation is undesirable on a continuous basis, it may
gradually reduce the imbalance at senior positions within the
organisation. The CPS is mindful of the negative impact this trend could
have on men, black and minority ethnic and disabled staff and is
committed to monitoring of the situation to inform future action.

Recruitment methods compared

4.14

This section examines the likelihood of a successful outcome from
applications for each of the recruitment methods (external) recruitment,
internal selection and temporary appointments — including acting up and
secondments) used by the CPS, comparing these success rates for men
and women. The success rate is the percentage of applications that result
in appointments and is a more reliable measure of outcomes.

38 The Crown Prosecution Service Human Resources Directorate



4. Gender

Figure 4.2: Gender of new appointees
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Pay band/Level

*Data is based on those who declared their gender and includes both external and internal appointees across
all pay bands.

No recruitment campaign in pay bands: A1, C1 and C2.

* Percentage of women applicants is calculated as percentage of total staff per grade.
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In line with the 2004-05 trends, the CPS still continues to attract a higher
number of applications from women (that lead to an appointment) than
men. Approximately, one in seven applications from women led to an
appointment compared to one in nine for men.

Figure 4.4 illustrates comparative success rates for men and women for
the recruitment methods used by the CPS. There is much evidence to
suggest that women outperform men on external recruitment as well as
internal selection (by 12.4%).

Figure 4.4 indicates that in terms of temporary promotions trends indicate
that women compare well against men and tend to outperform them in
this form of recruitment.

Figure 4.3: Comparison of recruitment methods
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* Data is based on all recruitment appointments.
* Temporary promotions are included.
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4. Gender

Figure 4.5 sets out the success rates for internal selection. In line with
some of the findings from Figure 4.4, it is evident that women were most
likely to be selected for B3, B1, B2 posts in comparison to men with the
exception of A1, A2, C1 and C2 grades where the reverse was
experienced.

This is mainly due to the fact that no recruitment campaigns took place
for these posts within the CPS for the period of 1 April 2005-06.

Figure 4.4: Success rates by gender based on positions advertised
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Pay band/Level

* Data based on those who declared their gender and includes internal appointees across all pay bands. There was
no campaign activity in pay bands A1, A2, C1 and C2.
* Percentage of women applicants by grade is calculated as a % of total staff per grade.
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Nevertheless, it is very encouraging to report that we begin to see an
upward trend in the higher proportion of women entering the CPS senior
management grades, based on the internal selection methods. For
example, Figure 4.6 indicates that women applying to D pay band
position are outperforming men by 20%,; whilst the fluctuation stabilises
and there seem to be no differences in the next band up; (level E pay
band).

4.18  Figure 4.6 sets out the details in relation to the rate of temporary
promotions as compared by gender. It is evident that women are more
likely to be successful at gaining temporary promotion (for a period of
time™* see note above) comparative to men.

In total, 384 CPS staff have been successful at gaining temporary
promotion out of which 257 (67%) were women compared to only 127
(33%) of men.

Figure 4.6: Temporary promotions by gender
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Women Men

Note 1: All figures exclude casuals.
Note 2: A temporary promotion refers to an employee whose sub grade is increased for a period.
Note 3: Total number of male/female staff against total population.
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4. Gender

In relation to ethnicity there was evidence of smaller proportion of black
and minority ethnic staff taking up temporary promotion in comparison to
their white counterparts.

Sections 5, 6 and 7 will make more detailed reference to disability, age,
and gender and ethnicity data in relation to temporary promotion within
the Service.

In addition, it is important to examine the ways deputising is spread
across the organisation. One should bear in mind that the data needs to
be interpreted with caution as “deputising” refers to the category of CPS
staff who are undertaking a role and are acting as a “deputy’” within
specific occupational groups or pay bands whereby an individual is
employed at a higher rate of pay for a fixed period of time.

When benchmarking the CPS data across the total workforce, there is
evidence to suggest that women outperform men by 28%.

Figure 4.7: Deputisation by gender
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Note 1: All figures exclude casuals.
Note 2: A temporary promotion refers to an employee whose sub grade is increased for a period.
Note 3: Total number of male/female staff against total population.
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(©)

4.23

In summary, in relation to black and minority ethnic representation it can
be concluded that there is still a clear under-representation within both
temporary promotion and deputising; and the appointment of black and
minority ethnic (14%); and disabled applicants (3%b).

The CPS will need to address this with appropriate actions.
Childcare

The CPS continues to run a scheme which provides benefits for its staff in
the form of childcare provision (vouchers and salary sacrifice); using an
online system to provide benefits which staff can pay directly to their
childcare providers.

The CPS Childcare Scheme allows a contribution to the following

childcare costs:

* Registered childminders

= Registered private nurseries

 Sessional playgroups

» Approved after-school care schemes (ASC)

e Approved breakfast clubs

 Extra childcare costs incurred by detached duty or attending a
training course.
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Between April 2005 and June 2006 more than 796 staff made use of the
scheme, which represents a decrease compared with last year; although
53 more members of staff are now using more than one facility. There has
also been an increase in the proportion of staff using a registered
childminding facility.

Use of the scheme for this year is shown below:

e 794 staff used a childcare scheme

e 449 staff claimed for pre-school arrangements

25 staff claimed for holiday play scheme (HPS)

= 189 staff used more than one facility (i.e both ASC and HPS)
» 133 staff claimed after-school care/breakfast club (only)

= 435 staff used registered childminders.

Child care expenditure for the last five years* was:

4.25

4.26

= 2005 - 2006 £352,073
= 2004 - 2005 £385,502
= 2003 - 2004 £381,131
= 2002 - 2003 £363,839
= 2001 - 2002 £345,774

For example, the revised scheme is based on salary sacrifice criteria, and
the staff uptake on these in the CPS is relatively low.

The CPS continues to run a scheme which provides benefits for its staff in
the form of childcare provision (vouchers and salary sacrifice); using an
online system to provide benefits which staff can pay directly to their
childcare providers.

* This year’s figure on childcare expenditure is slightly lower. This could be attributed to the fact that there
have been a few legislative changes relating to the government childcare vouchers schemes.

The Crown Prosecution Service Human Resources Directorate

45



CPS - Annual Equalities in Employment Report 2005-2006

(d) Variable working patterns

4.27  Figure 4.8 shows that at pay bands/levels Al to B3 and C1, C2 and D
women were far more likely to take advantage of variable working
patterns.

4.28  Additionally, there has been an increase since last year in the proportion

of women engaging in variable working patterns within the E pay band
by 4.8%.

Figure 4.8: Variable working patterns by gender
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. PTMen 05 | 4.4% 5.0% 2.5% 2.0% 2.0% | 10.0% | 1.0% 4.4% 0.8% 0.0% | 0.00% | 3.3%

Pay band/Level

* SCS include CCP figures.
** There were no SCSs recorded working part-time during the period of 2005-2006 as per AEER data.
*** Number of part-timers by grade is calculated as a % of total staff by grade.
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4. Gender

The pattern of variable working has remained relatively constant between
2003-04 and 2004-05 for senior staff.

Childcare expenditure has continued to remain stable and there is good
evidence of wide use of the childcare schemes. More women were
engaged in variable working than men and the use of variable working
arrangements has increased for both men and women.

There was a marked difference in the leaver rates of men and women at
levels B2, to level D. This needs to be addressed within future reports.

The CPS will continue to encourage raising awareness around the benefits
of flexible working patterns and healthy work-life balance across all staff
groups and managers will be encouraged to ensure more equitable
patterns of variable working which realise business needs. All CPS
Areas/HQ (Headquarters) Directorates will be encouraged to ensure that
variable working patterns should be reviewed and monitored.

One of the ways to achieve this is to benchmark against other
government agencies and the Civil Service benchmark where 17.6% of
Civil Service staff are engaged in variable working arrangements (as at
April 2005 figures; www. civilservicestatistics.gov.uk).

The highest proportion of part-time staff engaged in variable working
patterns was found at level C2, which mirrors recent trends in the past
two years. The steady increase in part-time work at pay band C1 has also
continued at the same rate as last year’s at 8.1%. However, there has
been a slight decrease in the number of women engaged in variable
working (pay band B1) by 0.7% since 2004-05. Similarly, in pay band B2,
the number of women who work part-time decreased slightly by the
same rate (i.e. 0.7%). However, it is encouraging to report that the
proportion of women in pay band B3 who work part-time has risen by
0.6% since 2005.

There were increases in the proportion of men who work part-time at all
levels, except levels D and E.

The number of men engaged in variable working patterns remained
stable since April 2005 at 3.3%.
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(e) Leavers

Table 4.1: Turnover by gender

32.9%

153 70.8% 63 29.2% 216
37 69.8% 16 30.2% 53
21 75.0% 7 25.0% 28
4 44.4% 5 55.6% 9
17 65.4% 9 34.6% 26
32 52.5% 29 47.5% 61
10 50.0% 10 50.0% 20
2 25.0% 6 75.0% 8
1 33.3% 2 66.7% 3
0 0.0% 2 100.0% 2
475 65.9% 246 34.1% 721

* Total leavers for period between 1 Apr 2005-31 Mar 2006 compared against staff in post figure as
at 1 April 2006.

* Figures exclude casuals.

* Turnover % by grade is calculated as a % of women against total CPS staff.
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4. Gender

Women make up approximately 67% of all CPS staff. In comparison to
last year’s reporting period, it can be concluded that women were not
leaving the CPS in disproportionate numbers.

66% of all leavers were women which is in line with the representation of
women within the organisation (67%b).

The main reason given by women for leaving the CPS was voluntary
resignation. Within this, (of those providing a reason), the main reason
given was change of career, followed by improved career prospects and
further education.

There is also a significantly large number of women on a contract or loan.
However, it is concerning to note that 6% of women left due to poor
morale/job satisfaction which is a disproportionately high number. Out of
the 20 staff who gave this as a reason for leaving,16 were women.

In terms of turnover, the number of leavers have almost doubled in this
reporting year (721) as compared to 2004-2005 (409).

However, these findings need to be interpreted with caution as the
analysis of leaver trends reveals that the majority of staff groups across
the pay bands cited the following reasons for leaving: voluntary
resignations and staff transfers. In some cases, this referred to more senior
grades (D and E pay bands). A number of senior staff left following two
or more years in service, as part of the natural progression curve.

Looking at the trends within the turnover figures it is evident that within
the Al pay band, 158 staff left as their fixed-term contract ended (63%o).

Within the B1 pay band the trends are similar, indicating that 64% of
staff who left, resigned voluntarily, and similarly within the B2 pay band,
39.3% of staff left due to transfers within the Civil Service.

Similar trend emerges within the C1 and C2 pay bands.
Within D and E pay bands the analysis reveals that 25% of the staff have

left on transfer whereas six out of 20 staff (30%) have left following two
or more years of service.
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5.1

5.2

5.3

5.4

5.5

5.6

ETHNICITY

This section of the report considers representation of black and minority
ethnic people within the CPS workforce and any differences between
black and minority ethnic and white people in the recruitment and
selection process. Participation in variable working arrangements and
leaver rates are also compared and analysed.

(a) Representation of black and minority ethnic staff within
the CPS workforce

The CPS continues to exceed the overall LFS benchmark for representation
of black and minority ethnic people in the workplace. However, there is
still considerable variation in black and minority ethnic people between
CPS Areas.

Black and minority ethnic people now make up 15.2% of the CPS
workforce. This exceeds the LFS benchmark by 2.39%.

For white staff it is evident that they were most likely to leave pay bands
Al, A2, B1, B2, B3 and C2. There was also a high turnover rate at senior
E level pay band. Staff who did not declare their ethnicity were most likely
to leave Al, A2 and B2 grades.

12 of the 42 CPS Areas employed a higher proportion of black and
minority ethnic people in relation to their relative percentage in the labour
market. This was a decrease from the last year reporting period.

In a large number of the CPS Areas the proportion of black and minority
ethnic people exceeded the LFS benchmark.

Black and minority ethnic staff were best represented in CPS London
(44.7% as at April 2006) where the CPS generally compares well with the
LFS data. (For more information on the Office for National Statistics please
refer to LFS data in Appendix 3 of the report.)

There was a reduction in the number of CPS Areas where there were no
black and minority ethnic staff.

This is down from six Areas in 2002-03 to four Areas in 2004-05.
As at April 2006 the picture remains similar.

The Areas where black and minority ethnic people were not represented
were: North Wales, (Dyfed Powys); Cumbria; North Yorkshire; Wiltshire
and a Business Centre!!. Low numbers of black and minority ethnic staff
were also found in Humberside and Cleveland as well as in Norfolk,
Cambridgeshire and Suffolk.
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5. Ethnicity

Next year’s report will provide more detailed assessments across all black
and minority ethnic groups which will enable the CPS to make more
conclusive assessments about workforce demographics and employee
success rates.

(b) Applications received, interviews and appointments made

Figure 5.1 illustrates the ethnicity of all applicants for posts in the CPS as
at April 2006. The percentage of black and minority ethnic people is
based on all those staff who have declared their ethnicity.

Figure 5.1: Ethnicity of all applicants
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. No info 11.37% (13.05% | 7.52% |11.76% | 10.61% | 23.98% | 17.47% | 3.96% | 28.57%]| 12.04%
. White 83.91% (74.17% | 72.19% | 74.81% | 76.66% | 78.46% | 72.98% | 66.51% | 60.00%| 75.93%
25.83% | 27.81% | 25.19% | 20.34% | 21.54% | 27.02% | 33.49% | 40.00%]| 24.07%

. BME 16.09%

* Percentage of black and minority ethnic applicants based on those who have declared their ethnicity as a
percentage of total ethnicity declared.
* Data includes all external and internal applicants across all pay bands.

1Please note that the number of staff within some of the Areas was small so figures should be interpreted
with caution as not statistically significant (see 5.6 on page 50).
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5.7 In comparison to last year, it is very encouraging to report that the
proportion of the black and minority ethnic applicants has actually risen
by 10%.

5.8 Compared to 14.1% of applications received in 2004-05 as at April 2006
the figure stands at 24.07%.

5.9 The highest proportion of black and minority ethnic applications was
found within feeder SCS grades, (D and E pay bands); 33.49% for level D
pay band and 40% for level E senior pay bands. These employee groups
had very low declaration rates in the period of 200-05 (as low as 9.1%
within the E grade).

5.10 For example, in 2004-05 overall, 12.7% of applications received had no
ethnic origin information. This decreased to 12.04% in this year’s
reporting period.

This non-disclosing group made it difficult to be certain about the
proportion of black and minority ethnic staff applying for posts and the
outcome of these applications.

5.11  However, when it comes to more junior administrative posts, such as Al
posts for example, the current application rates within this pay band
remain significantly lower in comparison to white CPS staff (a ratio of
84.0% white staff compared with 16.09% of black and minority ethnic
staff). Furthermore, application rates for A2 posts have risen by 13.93%
since last year, whereas rates for C2 posts have decreased by more than
18%.
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Figure 5.2: Ethnicity of new appointees
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* Data includes internal and external appointees across all pay bands.

Pay band/Level

* Percentage is based on those staff who declared their ethnicity.
* There was no recruitment in pay band Al, C1 or C2.
* Black and minority ethnic staff is calculated as a % of those who have declared their ethnicity.

The above graph indicates that (based on numbers which apply) black and
minority ethnic candidates are relatively more successful at securing a new

position following an interview (65.2%); compared with their white

counterparts (34.8%).

This is a significant improvement since last year’s reporting period when
only 14.1% of applications came from black and minority ethnic
candidates. Within the same period 16.3% of black and minority ethnic
candidates were interviewed and 12.5% were subsequently appointed.
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5.12

5.13

(©)

5.14

Furthermore, no recruitment activity took place within pay bands A1, C1
and C2 and a large proportion of E pay band candidates did not declare
their ethnicity.

Black and minority ethnic groups are significantly represented across every
level (at 65.2%0) except Al, C1 and C2 level, and least represented at
E pay band.

This represents nearly a 32% decrease in black and minority ethnic
appointments since the 2004-05 reporting period.

Recruitment methods compared

This section examines the likelihood of a successful outcome from
applications for each of the three recruitment methods (external)
recruitment, internal selection and temporary promotion) used by the CPS
and compares these by ethnic group. The success rate is the percentage
of applications that result in appointments. This is calculated for each
ethnic group and is a more reliable measure of outcomes.
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Figure 5.3: Overall Success rates by ethnicity
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5.15 Figure 5.3 shows that when it comes to internal selection and temporary
appointments within the CPS, black and minority ethnic candidates
continue to perform significantly worse than their white counterparts.

5.16 Interestingly, when it comes to external selection methods black and
minority ethnic candidates outperform their white counterparts by 56.2%.

This is an encouraging finding.

12Please note that temporary appointments do not include secondments, deputising or acting up.
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Figure 5.4: Success rates by ethnicity for external recruitment
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Data includes external recruitment appointments only.

* No recruitment in pay bands A1, B3 C1, C2, D, E and Legal Trainee.

* Percentage of black and ethnic minority staff is calculated as a % of those who have declared their
ethnicity.

Figure 5.4 indicates that 62.7% of applications made Human Resources
external recruitment by black and minority ethnic candidates led to
subsequent appointments. This compared favourably to their white
counterpart s and those who have not declared their ethnicity.
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5.19

5. Ethnicity

Unlike last year where black and minority ethnic candidates were more
likely to be successful for A1, A2, B2, C1 and C2 positions and least likely
to be successful for B1, B3 and D positions, this year there was limited
recruitment activity within the administrative pay bands and therefore low
black and minority ethnic intake within those grades.

For example, black and minority ethnic staff were under represented
within A1, A2, C1 and C2 pay bands as well as Legal Trainees due to lack
of recruitment activity. Nevertheless, there has been an increase in internal
appointments of black and minority ethnic staff within B1 and B2 grades.
Representation at level B1 rose by 35.2% and for level B2, the increase
was over 40% since the 2004-2005 reporting period.

In relation to the SCS feeder grades and black and minority ethnic
representation; this year’s trend indicates that although still relatively low,
when compared to the outperforming white group (1: 3 white staff ratio);
this still marks a 9.2% rise in success rates.

Overall, black and minority ethnic declaration rates still remains an issue
across the aforementioned pay bands (namely Al, A2, B1, D, Legal
Trainees etc) as a general rule.

White candidates were least likely to be appointed at A1, A2 and C1, C2
pay bands but are still outperforming their black and minority ethnic
colleagues in being nearly twice as successful in internal recruitment.

(d) Temporary Promotion

5.20

5.21

Temporary promotion as well as deputising is used by many organisations
as part of structured employee development programmes.

The CPS will explore ways at encouraging more black and minority ethnic
staff to apply for temporary promotion and the Service will provide
support where appropriate to ensure that all candidates understand how
best to prepare for and present themselves at interview.

In addition, the CPS proposes to strengthen monitoring to ensure that
interview panel members are effectively trained and are as diverse in
composition as possible. Some of this interviewing panel training is
already in place.
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Figure 5.5: Temporary Promotion by ethnicity
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Note 1: All figures exclude casuals.
Note 2: Black and minority ethnic (BME) is calculated as a % of declared ethnicity.
Note 3: A temporary promotion refers to an employee whose sub grade is increased for a period.

5.22  As at April 2006 there were 384 staff on temporary promotion within the
CPS out of which 12.7% were of black and minority ethnic origin.

Two hundred and eighty-eight white staff (75%0) were assigned temporary
promotion. (Please see figure below for more information.)

It is also interesting to report that women are more likely to take up
temporary promotions (67%) in comparison to men (33%o). In addition,
only 2% of CPS staff who are declared disabled are engaged in temporary
promotions.
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5. Ethnicity

Figure 5.6: Deputisation by ethnicity
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Note 1: All figures exclude casuals.
Note 2: black and minority ethnic (BME) is calculated as a % of declared ethnicity.
Note 3: Deputised staff are employed at a higher rate for a fixed period.

5.23 Deputising figures indicate that as in temporary promotion, the
proportion of black and minority ethnic staff benefiting from these
opportunities compares less favourably to their white counterparts and
the ratio is quite disproportionate (1:5)%.

Note 1: 31 refers to proportion of black and minority ethnic staff.
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(e) Leavers

5.24  The CPS has a relatively stable turnover rate for black and minority
ethnic staff.

Nine per cent of all CPS leavers were black and minority ethnic staff
which is relatively low compared with the representation of black and
minority ethnic staff in the organisation which stands at 15.2%. However
the ethnicity of 41% of staff who left the Service was not known,
therefore it is more difficult to identify whether there are any particular
factors affecting BME staff.

5.25 In terms of the reasons given, change of career was cited as the main
reason followed by improved career prospects elsewhere. It is concerning
to note that 15% of black and minority ethnic staff left due to poor
morale/job satisfaction. 23% of BME staff left as a result of dismissal
which is also significantly higher than their representation in the
organisation.

5.26  Table 5.7 outlines the turnover rate for individual ethnic groups by pay
band and the overall turnover rate for that pay band.

In respect of those staff who declared their ethnicity, there were no
significant variations in the overall turnover rates between black and
minority ethnic staff and white staff. However, those staff who have not
declared their ethnic origin had a higher rate of turnover.

There were notable pay band variations that continue to require further
investigation. There is significant staff turnover among some groups and
this has been highlighted in the table below.

(f) Departures

5.27  The turnover figures indicate that black and minority ethnic staff were
most likely to leave Al, A2, B1, C1 and D pay bands.

Equally, it is important to note that the overall turnover rates for black
and minority ethnic staff at pay bands A1 and A2 have actually decreased
since last year’s reporting period by 6.9%. The same can be said at level
B1 where there has been a 2.9% turnover.

Turnover has increased within level B3 pay band by 7.1% C1 and C2
turnover rates have also increased.
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5. Ethnicity

Table 5.7: Turnover by ethnic group

Black and minority White No info All employees

ethnic
Al 18 16.8% 89 83.2% 188 63.7% 295 40.9%
A2 22 16.8% 109 83.2% 85 39.4% 216 30.0%
Bl 3 9.4% 29 90.6% 21 39.6% 53 7.4%
B2 3 15.0% 17 85.0% 8 28.6% 28 3.9%
B3 0 0.0% 7 100.0% 2 22.2% 9 1.2%
C1 7 43.8% 9 56.3% 10 38.5% 26 3.6%
Cc2 7 18.9% 30 81.1% 24 39.3% 61 8.5%
D 5 29.4% 12 70.6% 3 15.0% 20 2.8%
E 1 14.3% 6 85.7% 1 12.5% 8 1.1%
CCP |0 0.0% 3 100.0% 0 0.0% 3 0.4%
SCS |0 0.0% 1 100.0% 1 50.0% 2 0.3%
Grand
Total |66 17.5% 312 82.5% 343  47.6% 721  8.2%

* BME — black minority ethnic.
* Ethnicity % figures are based on staff who have declared their ethnicity.
Grand total is calculated by dividing total leavers against total staff 721/ 8772.

5.28 It should be noted that data for feeder grades (level D and E senior
management grades) was not available in the 2004-05 report. However,
this year’s trend indicated that within D pay band leavers figures stand
at 29.4%.14

Concluding points

5.29  Across the CPS in general, the level of representation of black and
minority ethnic staff is above the LFS benchmark.

However, in particular CPS Areas, representation continues to remain
below the LFS benchmark.

For these Areas the gap between current performance and the LFS
benchmark for representation of black and minority ethnic staff is
narrowing.

14Please note that the sample referred to this pay band from Table 5.7 was small (D pay band) and that
findings need to be interpreted with caution as the sample size was small and the data could not be
compared to last year’s AEER figures as they were not available at the time.
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5.30  The Service will need to continue building on its success by consolidating
a range of recruitment campaigns and building relevant recruitment
initiatives into their Area Business Plans as proposed in the Workforce
Themed Reviews.

Finally, compared to the last reporting period, there was no significant
difference in leaver rates of and black and minority ethnic and white staff.
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6. DISABILITY

6.1

(@)

This section of the report examines any variations between disabled and
non-disabled people with respect to recruitment and selection, variable
working arrangements, and leaver rates.

Representation of disabled staff in the CPS

Figure 6: Crown Prosecution Service Staff in post: by level of
disability as at 1 April 2006

Level/pay band Total Staff Staff with a disability
No %
Al 999 33 3.4%
A2 2025 80 4.1%
Bl 1732 71 4.3%
B2 658 34 5.4%
B3 110 5 4.8%
C1 265 5 1.9%
Cc2 2267 85 3.9%
CCP 49 2 4.3%
D 456 24 5.6%
E 151 4 2.7%
LT 30 0.0%
SCS 30 3 11.1%
Grand Total 8772 346 4.1%
6.2 As reported in figure 6 of the report, the representation for disabled

people within the CPS currently stands at 4.1% which is a decrease of
0.2% compared with April 2005 reporting figures.

However, there has been an increase in the percentage of disabled people
at level D from 4.9% in 2005 to 5.4% in 2006. This is encouraging as
level D is a feeder grade for the SCS and as part of the Diversity Delivery
Plan, the CPS has set itself a target of whereby it aims to ensure that
4.5% of staff in the feeder grades should be disabled people by April
2008.
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6.3

6.4

6.5

Issues pertaining to disability and supporting disabled people are being
mainstreamed into the work of the CPS. This has been demonstrated
through the new Single Equality Scheme which covers disability.

The Scheme also includes the Disability Equality Action plan identifying
specific areas for development including actions around workforce
representation.

In addition, in early 2006, a Themed Workforce Review on equalities was
carried out, inviting Areas to produce action plans on increasing
representation of women, black and minority ethnic and disabled people
and setting realistic targets in this respect.

It is hoped that this will increase representation on an Area level,
as well as for the CPS overall.

The CPS is committed to positive action for disabled staff. Although the
Disability Bursary Scheme has been disbanded by the Cabinet Office, the
CPS wiill be taking part in the pilot for the new development programme
to replace this and encouraging disabled staff to take part.

The CPS continues to support an active network for disabled people,
ENABLE, who are regularly consulted on developments in policy and
procedure. There has been a recent review of all the staff networks
including ENABLE, to consider how the CPS can work more constructively
with them and support them more effectively in line with progressing
organisational strategy on equality and diversity.
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6. Disability

Applications received and appointments made

Figure 6.1: Applications by disabled status

Al A2 Bl B2 B3 C1 Cc2 D E

Legal All
Trainee |applications

. Non disabled

96.7% [96.8% |97.5% [96.7% [93.9% |94.2% |94.0% | 95.2% |100.0% | 98.5% | 96.7%

B oisavled

3.3% | 3.2% | 2.5% 3.3% 6.1% |5.8% 6.0% 4.8% | 0.0% 1.5% 3.3%

Pay band/Level

* Percentage of disabled people is calculated by dividing those who have declared their status
against all staff.

6.6

Figure 6.1 shows, that only 3.3% of applications were from candidates
who have declared themselves as disabled and this number remains
disappointingly low.

Disabled candidates were more likely to apply for posts at level B3 (6.1%),
C1 (5.8%) and C2 (6.0%). This is encouraging finding when compared
with last year’s reporting period, when the CPS had higher percentage of
applications from disabled applicants in lower administrative grades.

For example, at April 2005 disabled applicants were most highly
represented at Al grade (4.6%) and least represented at C1 (1.0%) and
C2 (0.8%) grades.

Comparatively, for this year, disabled people appear to be applying for
more senior posts.
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Figure 6.3: New appointments by disabled status
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. Non disabled | 100.0% | 100.0% |100.0% | 100.0% | 100.0% | 100.0% | 100.0%
. Disabled 00% | 00% | 0.0% | 00% | 0.0% | 0.0% 0.0%

Pay band/Level

* Percentage of disabled is calculated by dividing those who have declared their status
against all staff.

* No appointments were made at levels A1, C1 and C2 or Legal Trainees.

Figure 6.3 shows that no disabled people were appointed externally
between April 2005 and April 2006. However there was an increase in
disabled people recorded at certain levels. For example, there are three
more staff who are declared disabled at level D and these increases could
be attributed to an increase in reporting of disability, in particular
following the data cleansing exercise, carried out in early 2006.
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6. Disability

Recruitment methods compared

6.7 This section examines the likelihood of a successful outcome resulting
from applications from disabled applicants for each of the three
recruitment methods (external recruitment, internal selection and
temporary promotion) used by the CPS.

Figure 6.4 Comparison of success in various recruitment methods
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Recruitment Internal Selection | Temporary Promotion | All Appointments

. Non disabled 100.0% 100.0% 100.0% 100.0%
B Disabled 0.0% 0.0% 0.0% 0.0%

* There was no internal selection of an individual who had declared themselves as disabled as at
April 2006.

* Data is based on all recruitment appointments.

* Disability % is based on those who have declared their status as disabled against total staff.

* Temporary appointments do not include secondments, deputising or acting up.

* The success rate is the percentage of applications that result in appointments and is a more
reliable measure of outcomes.
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Between April 2005 and April 2006 there was no recruitment of disabled
staff using the above recruitment methods. It can be concluded that
applications from disabled applicants were not particularly successful,
regardless of the recruitment method.
As there is currently no reliable comparable data that would allow further
analysis of the success rates of different recruitment methods within the
CPS, this will need to be addressed in the future reports.

(©) Variable working patterns

Figure 6.9 Variable working patterns by disabled status
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Legal E CCP | SCS | Total
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. Non disabled | 38.5%| 25.9% | 23.3%| 8.8% | 20.0%| 0.0% |16.7% |23.6% | 9.5% | 0.0% | 0.0% | 0.0% | 22.7%

. Disabled 22.2%)| 21.6% | 23.4%|17.6%| 7.3% | 5.6% |12.8% |22.1% | 8.8% | 2.7% | 0.0% | 0.0% | 20.0%

68

Pay band/Level

* SCS figures include CCP figures.

* There are no part-time workers at SCS level.

* % of disabled by grade and working part-time is calculated by those staff who have declared their status as
disabled against staff at that grade and working part-time.

There were no part-time workers in the Legal Trainee scheme except in 2005.

There were no part-time disabled workers at level E pay band.
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6.8

(d) Leavers

6. Disability

Figure 6.9 shows that a greater percentage of disabled people are
participating in variable working patterns, in comparison to non-disabled
people. However, the majority of these staff are from the lower pay
bands, namely level C2 and below. In addition, there were no Legal

Trainee staff who took advantage of variable working.

It can also be seen that in the 2005-06 reporting period there were no

part-time workers at level E, CCP and SCS level.

Table 6.1: Turnover by disabled status

Al 4 1.4% 69 23.4% | 222 75.3% 295
A2 4 1.9% 56 25.9% | 156 72.2% 216
Bl 5 9.4% 14 26.4% | 34 64.2% 53
B2 1 3.6% 13 46.4% | 14 50.0% 28
B3 0 0.0% 3 33.3% | 6 66.7% 9
C1 0 0.0% 4 15.4% | 22 84.6% 26
C2 8 13.1% 12 19.7% | 41 67.2% 61
D 0 0.0% 6 30.0% | 14 70.0% 20
E 1 12.5% 3 37.5% | 4 50.0% 8
CCP 0 0.0% 1 33.3% | 2 66.7% 3
SCS 0 0.0% 0 0.0% 2 100.0% | 2
Grand 23 3.2% 181 25.1% | 517 71.7% 721
Total

* Total leavers for period between 1 April 2005-31 March 2006 compared against staff in post.

Figure as at 1 April 2006 (figures exclude casuals).

% turnover is calculated as a % of leavers by the Staff in Post figure as at 1 April 2006 (excludes casuals).
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Leavers by disability status

6.9 3.2% of all leavers were declared disabled. The primary reason given by
disabled staff leaving the organisation was retirement. Of these, 20%
further specified *health reasons’ as the reason for retirement, closely
followed by voluntary resignation.

Of those who resigned, the main reason given for leaving was ‘improved
career prospects’.

In order to address this, the CPS will need to look at the age profile of its
disabled staff and also the career opportunities offered to these staff to
ensure higher levels of retention.

However, it is important to note that 72% of staff leavers have not
specified their disability status therefore it is difficult to draw inferences
from the data, due to the small number of leavers who are declared
disabled.

6.10 Disabled staff continue to be less likely to leave the CPS than non-
disabled staff and as it can be seen from Table 6.1, turnover for disabled
staff is generally lower than for non-disabled staff. This may be partially
attributed to the small numbers of disabled staff at each level.

However, turnover was relatively high at level C2 (13.1%) and level E
(12.5%). This needs to be interpreted with caution as at level E the
percentage represents only one member of disabled staff. Eight members
of disabled staff left in the last reporting period and the reasons for this
should be analysed further and ensure that appropriate mechanisms are
put in place to retain disabled staff at this level.

6.11  Nevertheless, at level C2 eight members of disabled staff left in the last
reporting period. The CPS is committed to involve and engage with
disabled staff in order to improve the employment opportunities and
experiences of disabled people.
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6.12

6. Disability

Key points

The CPS is committed to increasing representation of disabled people in
the organisation and this is reflected through recent initiatives such as the
Workforce Themed Reviews.

In addition, Human Resources staff are looking at widening their initiatives
and targeting publicity to all under-represented groups in order to
improve representation of disabled people at all levels in the organisation.

Disabled people continue to make good use of variable working
arrangements compared to their non-disabled counterparts. However, this
needs to be promoted at all levels including the more senior pay bands.
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7. AGE

7.1

(@)

Figure 7.1: Breakdown of CPS staff population by age groups
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This section of the report provides a detailed analysis of staff broken
down by age groups.

Representation of staff by age

16-19

20-24

25-29

30-34

35-39

40-44

45-49

50-54

55-59

60-64

65-69

0.7%

6.4%

11.5%

13.1%

18.6%

17.7%

13.2%

9.8%

6.9%

2.0%

0.1%

The CPS captures data on age when people join the CPS and has started
age profiling the workforce.

This will be extended to profiling by Area/Division and (HQ) Headquarters
Directorate and more detailed information will become available in 2007.
(For more information on the CPS age data please refer to Appendix 1 of

the report.)
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7.2

7. Age

The distribution of the CPS workforce is spread fairly evenly with respect
to age. The present retirement age is 60 and only 2.1% of the entire

workforce of the CPS is over 60. Overall, the greatest percentage of staff
are in the 35-39 age group (18.6%).

Figure 7.2: Representation of Key Groups in the CPS
across all pay bands and ages

0% L

. BME

16-19 | 20-24 | 25-29 [30-34 | 35-39 |40-44 | 45-49 | 50-54 | 55-59 | 60-64 | 65-69

6.7% |15.4% |22.0%(20.0% |19.2% [16.6% | 10.7% | 6.3% | 5.9% | 5.0% |16.7%

.wOmen 72.1% | 75.2% | 74.1%|71.5% | 72.3% [68.7% | 63.4% | 53.8% | 50.4%| 50.9% | 42.9%

. Disabled 0.0% | 0.9% | 1.8% |2.6% | 3.6% |3.9% | 6.0% | 85% | 5.8% | 8.1% | 0.0%
7.3 The representation of women in the CPS workforce is fairly consistent

across all age groups, however the proportion of women is relatively
higher in the 16-39 age groups compared with those above 40.

However, this is not true of all demographic groups. black and minority
ethnic staff for example, have lower levels of representation amongst
more the higher age groups and are primarily concentrated in the 20-39
age pay bands.
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The higher number of black and minority ethnic staff in the younger age
groups may be reflective of recruitment drives to recruit a more diverse
workforce over the past decade.

It is interesting to note that representation of disabled staff increases with
age with highest representation in the 50-59 and 60-64 pay band.

7.4 There is no identifiable reason for this. However, it would be interesting to
analyse leavers data by demographic group and age to see if there are
any particular issues affecting retention within the organisation of staff
within different age groups.
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8. CPS Employee groups

8. CPS EMPLOYEE GROUPS

8.1 The CPS has made good progress in the past years in building a
representative workforce. In relation to ethnicity and gender, the CPS
workforce is becoming increasingly representative of the communities we
serve based on the LFS figures.

8.2 It is important to recognise that in terms of the general organisational
capability, the workforce composition represents the “litmus test™ of
public “perception” about how well the CPS can meet the needs of the
diverse communities it serves.

The CPS recognises that there are clear benefits in building a
representative workforce.'® These include:

« the ability of the CPS to offer better services to its stakeholders;

e meeting diverse employee needs;

 better ““positioning” of the CPS as an employer of choice, recognising
the diverse talent pool from which it can recruit;

= the CPS can become better placed to increase public confidence and
organisational credibility;

» the organisation continues to demonstrate its commitment to Equality
and Diversity.

5The CPS workforce is divided by levels starting at pay band Al which represents junior administrative posts,
up to feeder grades D and E including CCPs (Chief Crown Prosecutors) as well as SCSs (Senior Civil Servants)
which constitute the most senior positions. Legal positions range from pay bands B2 to SCS.
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(a) Area Business Managers

Figure 8.1: CPS Employee Group Area Business Managers
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The proportion of ABMs (Area Business Managers) has risen by 2.2%
since 2003 and there has also been an increase of 2% in the percentage
of women employed as ABMs engaging in variable working patterns,
since it was first reported in 2003.

Women continue to be well represented within this pay band.
Approximately 54% of all ABMs were women.

However, there still remains an area of concern in relation to achieving
progress in terms of the black and minority ethnic representation in
relation to this occupational group.
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8. CPS Employee groups

8.5 This has been addressed within the CPS workforce representation review.
Consequently, individual Areas have been asked to address any imbalance
within their action plans and ensure that they set targets and monitor
continuous progress and assess their position against set targets
accordingly.

8.6 In terms of disability, staff continue to be best represented at this pay
band at 12.5%, which is in line with last year’s data.

(b) Chief Crown Prosecutors

Figure 8.2: CPS Employee Groups Chief Crown Prosecutors
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8.7 Figure 8.2 shows that there has been an increase in the proportion of
women Chief Crown Prosecutors (CCPs) from 24.5% to 31.8%. This
represents a 7.3% increase since 2004-05 reporting period.

It is encouraging to note that the representation of black and minority
ethnic staff within this occupational group has slightly increased (by
2.6%) since the last year reporting period. There still remains a concern in
relation to the representation of disabled people within the CCP pay
band, as they have lowest level of representation within this grade.

This is because disabled people continue to be least represented within
this grade. This could partly be due to the fact that movement of staff
into these key employee groups, was restricted somewhat by the
reduction in recruitment to these key groups in light of the proposed
restructuring of the Service.

(©) Higher Court Advocates

Figure 8.3: CPS Employee groups — HCAs Higher Court Advocates
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8.8

(d)

8. CPS Employee groups

Figure 8.3 shows that over 40% of HCAs were women. The number of
women in this occupational group rose from 182 in 2003-04 to 230 in
2004-05 reporting period and this trend continues this year.

At April 2006, there were 628 full-time HCA staff, which is encouraging
finding.

On the other hand, as with the ABM figures there has been a downward
trend in terms of the representation of black and minority ethnic staff
across this group (a 2% decrease).

Therefore, ensuring better black and minority ethnic representation at
senior levels will remain a key priority for the CPS.

The proportion of disabled people within the HCA group remains stable.
Figures as at April 2006 staff indicate that 33 (5.25%) staff form part of
this pay band. This is fairly comparable to the 2004-05 figures which
stood at 5.7%.

Designated Caseworkers

Figure 8.4: CPS Employee Groups Designated Caseworkers
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8.9 Figure 8.4 indicates that women continue to be well represented within
the DCW (Designated Caseworker) level. In this year’s reporting period
nearly 68% of all DCWs were women.

Within this occupational group the black and minority ethnic staff
continue to be well represented at 14.3%. This represents a rise of 1.38%
since the last year’s reporting period.

8.10  Representation of disabled staff is slightly higher that their overall
representation within the CPS; 4.6% at DCW level compared with 4.1%
for the CPS overall.

(e) Unit Heads

Figure 8.5: CPS Staff Groups Unit Heads
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8.11

8.12

8.13

8. CPS Employee groups

Unlike other key groups, like the HCA (Higher Group Advocates) or ABM
(Area Business Managers) for example, women appear to be under-
represented within Unit Heads occupational group in this year’s reporting
period.

For example compared with 2004-05 reporting period, when black and
minority ethnic staff representation stood at 8.8%, this year figures
indicate that there is no representation of black and minority people
within this occupational pay band (representation stood at 8.7-8.8% in
the period between 2003-05).

Similarly, there are only three members of staff who have declared
disability at this level and less than satisfactory declaration rates could be
one of the reasons behind the findings.

In summary?®, in comparison to last year’s performance, women continue
to be well represented across the key CPS occupational groups with the
highest representation within the DCWs (Designated Caseworkers)
occupational group, followed by the ABMs (Area Business Managers). This
is indicative of the fact that the organisation is continuing to work
towards becoming an Employer of choice promoting flexible working
practices across all occupational staff groups.

Ensuring better representation of black and minority ethnic people across
most key groups including CCPs remains an organisational priority and
this needs to be progressed appropriately.

The service also needs to be addressing under-representation of disabled
people within the senior grades (namely CCPs) and Unit Heads pay bands.

Finally, it is evident that the organisation is making progress in respect to
the take up variable working patterns across some of the occupational
groups (namely CCPs, HCAs and DCWs) with a target remaining to
encourage further take-ups within other occupational groups.

16 For more information on the detailed breakdown of CPS employee groups between 2003 and 2006 please
refer to Section 8 of this report.
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9. EQUALITY AND DIVERSITY COMPLAINTS

Internal complaints

9.1 The Equality and Diversity Complaints Procedure is the internal process
through which the CPS aims to manage employee complaints about
equality in employment.

The total number of EDCP (Equality and Diversity Complaints Procedure)
cases lodged, remains similar in comparison to the last year’s reporting
figures. 40 cases were lodged in the 2005-06 reporting year, compared to
39 cases within the 2004-05 reporting period. (Please see Table 9.1 page
83, for more information).

Of the cases completed, two of the complaints lodged were upheld, nine
were not upheld and two have been withdrawn.

Five of the complainants lodged did not disclose enough reasons for
complaining. The remainder of cases are ongoing.

9.2 Ten of the complaints raised concerned bullying alone, and 14 raised
bullying with another complaint, where bullying was the substantive
element of the complaint.

A further 14 complaints cited bullying with other issues, where bullying
was still the main concern raised.

Three of the complaints made concerned discrimination alone and a
further four were for discrimination coupled with another complaint.

Five complaints involved harassment as the main reason for the
complaint, with one specifying sexual harassment.

9.3 In several of the complaints, the complainant made more than one
complaint under the Dignity at Work Policy. However, for this report they
have been analysed on the basis of the substantive or main element of
the complaint.
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9. Equality and diversity complaints

Table 9.1: EDCP Complaints

All EDCP complaints started in 05-06, and status as at 31 March 2006

Complaint Start date End date Outcome/Situation
as at 31 March 2006

BULLYING:

Bullying 25/04/2005 08/08/2005 Not Upheld

Bullying 13/06/2005 16/11/2005 Upheld

Bullying 24/10/2005 08/02/2006 Not Upheld

Bullying 28/10/2005 17/02/2006 Not Upheld

Bullying 01/11/2005 30/03/2006 Not Upheld

Bullying 27/06/2005 Ongoing Ongoing

Bullying 10/11/2005 Ongoing Ongoing

Bullying 29/12/2005 Ongoing Ongoing

Bullying 10/01/2006 Ongoing Ongoing

Bullying 10/01/2006 Ongoing Ongoing

Bullying 19/06/2005 Ongoing Ongoing

& Harassment

Bullying 25/08/2005 Ongoing Ongoing

& Harassment

Bullying 15/02/2006 Ongoing Ongoing

& Harassment

Bullying, 27/05/2005 Ongoing Ongoing

Harassment

Discrimination

and Victimisation

Bullying, 23/01/2006 29/03/2006 D.N.D.I.LR.A.I

Harassment

and Victimisation

Bullying, 23/02/2006 Ongoing Ongoing

Harassment

and Victimisation

Bullying, 14/12/2005 Ongoing Ongoing

Harassment,

Victimisation,

Equality/Fairness and

Job Related Stress

Bullying & 24/02/2006 Ongoing Ongoing

Discrimination
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Complaint

Bullying,
Discrimination
and Victimisation

Start date

05/04/2005

End date

Ongoing

Outcome/Situation
as at 31 March 2006

Ongoing

Bullying,
Persistent
Undermining &
Withholding
Support

09/05/2005

20/03/2006

Not Upheld

Bullying, Sex
Discrimination
and Victimisation

06/03/2006

Ongoing

Ongoing

Bullying,
Victimisation &
Racial Harassment

21/04/2005

28/09/2005

Not Upheld

Bullying,
Victimisation &
Disability
Harassment

DISCRIMINATION:

28/07/2005

(date received)

17/10/2005

Not Upheld

Disability
Discrimination

26/09/2005

Ongoing

Ongoing

Discrimination

19/10/2005

15/12/2005

D.N.D.I.R.A.I

Discrimination
(Casual worker)

20/10/2005

15/12/2005

D.N.D.ILR.A.I

Discrimination
(Casual worker)
& Victimisation

19/10/2005

15/12/2005

D.N.D..LR.A.l

Discrimination
(re transfer)

30/11/2005

06/01/2006

Withdrawn

Discrimination
(inc race), Bullying
& Harassment

08/12/2005

Ongoing

Ongoing

Race Discrimination

15/12/2005

Ongoing

Ongoing
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9. Equality and diversity complaints

Complaint Start date End date Outcome/Situation
as at 31 March 2006

HARASSMENT:
Harassment, 29/03/2006 Ongoing Ongoing
Bullying &
Dignity at Work
Harassment, 29/03/2006 Ongoing Ongoing
Bullying &
Dignity at Work
Oppressive & 16/11/2005 Ongoing Ongoing
Intimidating
Behaviour
Sexual Harassment 22/08/2005 14/11/2005 Upheld
VICTIMISATION:
Victimisation 15/12/2005 Ongoing Ongoing
Victimisation 16/01/2006 Ongoing Ongoing
Victimisation 16/09/2005 Ongoing Ongoing
Victimisation 13/08/2005 28/09/2005 Withdrawn
& Disability
Discrimination
Victimisation, 28/09/2005 29/03/2006 Not Upheld
Disability
Discrimination

25/07/2005 20/08/2005 D.N.D.I.LR.A.I

*D.N.D.I.R.A.l = Did not disclose issues requiring an EDCP investigation.
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Complaints to Employment Tribunals

9.4

9.5

9.6

9.7

9.8.

In total, nine complaints were lodged with an Employment Tribunal during
the 2005-06, reporting period, compared with 15 in the 2004-05
reporting year which is encouraging. Eight of these cases are ongoing and
one has been settled.

There was one case where an EAT made an adverse finding against
the CPS.

The results suggest that the CPS continues to be committed to improving
its employee relationships as it appears more cases are being dealt and
resolved outside the employment tribunal.

During 2005-06, seven complainants alleged multiple breaches of
employment legislation at an employment tribunal including bullying and
harassment, victimisation and/equality/fairness and job-related stress.

Specifically, three claims alleged race and sex discrimination, and one
alleged unfair dismissal combined with breach of contract.

One claim related solely to sex discrimination, one to withholding wages,
one to disability discrimination and two claims were on the grounds of
breach of contract.

However, it is concerning to note that 29.2% of complaints were made
by staff from black and minority ethnic backgrounds. In light of the fact
that only 15.2% of staff within the CPS come from black and minority
ethnic backgrounds this is slightly disproportionate. This needs to be
addressed and reported on further in the next reporting period. 14.6% of
the complaints were made by disabled staff and a further two by staff
who did not declare their status as disabled.

Again, this is disproportionately high, in light of the fact that only 4.1%
of CPS staff have a declared disability. 78% of complaints were made by
women who make up just under 70% of the CPS workforce.

Overall, this shows that women, black and minority ethnic staff and
disabled people are more likely to take a complaint to the Employment
Tribunal requires further investigation.
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9. Equality and diversity complaints

Table 9.2: Employment Tribunal cases

Nature of Start Date End Date Outcome/Situation
Complaint as at 31 March 2006
Sex 10/05/2005 Ongoing
discrimination

Withholding 18/10/2005 14/11/2005 Settled

wages

Unfair dismissal, 27/10/2005 Ongoing

breach of

contract

Race discrimination, 12/12/2005 Ongoing

sex discrimination

Race discrimination, 12/12/2005 Ongoing

sex discrimination

Race discrimination, 04/01/2006 Ongoing

sex discrimination

Disability 10/01/2006 Ongoing
discrimination

Breach of contract 16/03/2006 Ongoing

Breach of contract 16/03/2006 Ongoing
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10. OUTCOMES OF DISCIPLINARY ACTION

10.1  The outcomes of disciplinary action within the CPS are usually recorded
under two categories depending on the seriousness of the offence. First
refers to gross misconduct — which relates to the most serious type of
offence for which the most severe form of sanction is dismissal. The
second refers to serious misconduct which usually relates to less serious
offences that do not normally warrant instant dismissal.

Figure 10: CPS staff subject to disciplinary procedures related
to serious and gross misconduct

100% —
90% [—
80% [—
70% —
60% [—
50% [—
40% —
30% —
20% —
10% —

0% L—

l WR 3 year
Promotion Ban

. Men . Women . BME . FT . PT

Note: All CPS staff listed are full-time, except for one part-timer and have not stated/disclosed
their disability status.
WW: written warning WR: written reprimand D: dismissed LD: letter of displeasure
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10.2

10.3

10.4

10.5

10.6

10.7

10.8

10. Outcomes of disciplinary action

Between 1 April 2005 and April 2006 there were 18 instances of
disciplinaries across the CPS. Seventeen CPS employees worked full-time
and one worked part-time. There were no staff who declared themselves
as disabled. (Please refer to Figure 10 for more details.)

Out of 18 disciplinaries in total, four related to gross and 14 to serious
misconduct.

In relation to ethnicity, out of 18 cases in total, seven involved black and
minority ethnic members of staff which equates to 38.8% in this year’s
reporting period. This represents a 2.8% increase since the 2004-05
reporting period.

In relation to gender, three out of four cases of gross misconduct involved
women, and there were five cases of serious misconduct brought against
women.

This is similar to the last year’s reporting period where there were three
cases of serious misconduct which involved women and four cases
involving gross misconduct. This is similar to last year’s trend where a third
of all the serious misconduct charges were brought against women.

Nine cases of serious misconduct involved men, compared to six reported
cases in the 2004-05 period.

In terms of disability, compared to the last year’s reporting period when
there has been one instance of serious misconduct taken against the CPS
disabled employee; this year there were no disciplinary procedures
initiated against staff who declared themselves as disabled.

In terms of working pattern, all staff were full-time except one part-timer,
which related to a male employee.

In terms of sanctions imposed in this reporting period, there was one case
of dismissal related to woman, two related to men and one related to
black and minority ethnic member of staff.

In terms of written reprimand, there were three cases related to men.
Only one of these reported carried a sanction of a three-year promotion
ban. There were four cases of written warning in total, three of which
involved women and one involved a man.

None of the sanctions relating to written reprimand and written
reprimand with promotion ban related to black and minority ethnic staff.
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10.9 In summary, the above findings are indicative of improved management
practices and human resources interventions in terms of effective
management of disciplinaries across the organisation.

The CPS will continue to improve on its data collation processes which wiill
enable the CPS to identify the profile of staff who are engaged in minor
misconduct, or misconduct not dealt with under the formal disciplinary
procedures.
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11.Learning and development

11. LEARNING AND DEVELOPMENT

11.1

11.2

11.3

11.4

11.5

The CPS training management system, records the number of women,
disabled and black and minority ethnic staff who have participated in CPS
training courses. This section outlines the details of participation on legal,
non-legal training and IT training courses for key demographic groups.

The CPS aims to be a “flagship’ of best practice for learning and
development in the criminal justice sector. To help us achieve this we
continue to create new responsive and innovative solutions to meet the
changing needs of our business. Since 2004, we continue to refocus on
our learning and development activities, by promoting a more integrated
approach to education and learning.

The Learning and Development team has been at the forefront of various
leadership and performance management initiatives

The “Virtual Prosecution College™ is the focus of our learning and
development opportunities and now provides over 50 hours of managed
e-Learning on a wide range of bespoke subjects.

The Service invests heavily in its in-house developmental opportunities.
The organisation has a well established departmental scheme, the Law
Scholarship Scheme which provides staff with the opportunity to study for
a range of qualifications at all levels. The CPS is proud that this scheme is
continuing to attract a number of diverse staff from junior to senior
grades, who are continuing to benefit from the opportunities provided.

Over 500 staff have taken part in the scheme since its inception in 2003.
As at end of March 2006, 70% of women CPS staff, and approximately
34% of black and minority ethnic staff participated in the scheme. On the
London scheme, 55.5% of the trainees are from black and minority ethnic
backgrounds (Please refer to Table 11.2 for more information).

In November 2005, the CPS won the Personnel Today Award for
“Excellence in Training” — based on the Law Scholarship Scheme and
Legal Trainee Schemes.

The CPS continues to work to build on improving levels of management
information on learning and development. Data collation to those denied
learning and development opportunities was identified as an issue in the
previous AEER report. Processes to monitor applications have now been
established and this will be reported in more detail in the next year’s
report.
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Table 11.1: Legal Training

Course Title | Target Group No. Staff No. No. No. Attendees Men Women
Trained disabled | Returns | by Ethnicity
Staff
Trained
CPS IT All staff 262 14 177 White 73.45% 79 183
Training
Admin & BME 26.55%
Prosecutors
Transform Managers 65 2 58 White 37.93% 26 39
BME 6.89%
performance | All new line 32 1 26 White 84.62% | 6 26
Appraisal managers BME 15.38%
Law All CPS non- 333 5 310 White 66.00% | g7 236
Scholarship lawyers BME 34.00%
Scheme
Youth Lawyers on an 28 0 20 White 75.00% 11 17
Offenders Area need basis BME 25 00%
Designated Caseworkers 19 3 15 White 46.67% 4 15
Caseworkers | selected on an BME 53.33%
Area basis
Higher Court | Lawyers selected | 10 0 8 White 87.50% 5 5
Advocacy on Area basis BME 12 50%
Criminal Lawyers on an 452 10 382 White 80.63% 178 274
Justice Act Area need basis BME 19.37%
Proceeds of Lawyers on an 156 7 137 White 81.75% 74 82
Crime Area need basis BME 18.25%
Proactive Lawyers on an 66 4 57 White 91.23% 37 29
Prosecutor Area need basis BME 8.78%
Programme
No Witness Witness Care 17 0 15 White 80.00% 4 13
No Justice Units staff BME 20.00%
Domestic Lawyers on an 337 8 280 White 90.00% 121 216
Violence Area need basis BME 10.00%

BME — black and minority ethnic.

* disabled — data based on those who have declared their status as disabled against total staff.
** plack and minority ethnic is based on those staff who have declared their ethnicity.
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11.6

11.7

11.8

11.9

11.10

11.Learning and development

Legal training remains the key area of organisational training in terms of
ensuring all CPS staff have the necessary skills to progress and develop
the strategic objectives of the organisation and contribute positively to the
wider criminal justice community.

167 CPS staff received performance appraisal training out of which only
15.0% were black and minority ethnic staff. No participants declared
disability. This is an area that requires closer examination in the future.

During the 2004-05 reporting year, 20.9% of course participants on the
Youth Offenders Course were of black and minority ethnic origin. This
increased to 21.2% as at April 2006. Equally, the proportion of black and
minority ethnic participants on “Designated Caseworkers’™ courses
increased from 16.4% in 2005 to 20.2% in 2006.

However, the Higher Advocacy Courses saw a slight decrease in black and
minority ethnic attendance, from 16.1% in 2005 to 11.5% in 2006
although there was an increase in the number of black and minority
ethnic staff attending the ““Proceeds of Crime” courses.

Furthermore, there has been a number of new training and development
courses introduced for legal staff. For example, the course on “Domestic
Violence which saw 1,121 CPS staff trained in the period of March to
April 2006; 60.4% of whom are women.

In addition, ““Proactive Prosecutors Programme” has also been introduced
and so far black and minority ethnic representation has been relatively
high on take up figures; an increase of 11.39%.

Finally, the Criminal Justice Act has been one which has seen the largest
number of legal trainees (3029 legal staff trained in total — April 2006)
14.71% of whom were of black and minority ethnic origin. This
represents a significant increase since last year of more than 5%.
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Table 11.2: Non legal training

Course Target Group Number % Women % BME % Disabled
title Trained

Transform  Managers 531 59.99% 9.33% 0.00%
Performance All new line

Appraisal managers 167 75.45% 15.04% 0.00%

BME - black and minority ethnic people.
*% disabled is based on those who have declared their status as disability, against total staff.
*% black and minority ethnic is based on those staff who have declared their ethnicity.

11.11 Non-legal training remains the key area of organisational training in terms
of ensuring all CPS staff have the necessary knowledge, skills and abilities
to progress and continue their professional development in line with the
organisations wider strategic objectives and expectations.

Table 11.1 shows that generally black and minority ethnic staff continue
to be participating well in non-legal training. For example in comparison
to last year, there has been a 3.9% increase in the proportion of black
and minority ethnic staff attending management development
programmes.

The Learning and Development Team are in the process of building on the

success of these programmes to provide additional Management
Development training across the Service.

Table 11.3: IT training

Course Target Number % Women % BME % Disabled
Title Group Trained
CPSIT All Staff 1237 69.9% 17.6% 0.0%

Training Admin
& Prosecutors

BME - black and minority ethnic staff.
*% disabled is based on those who have declared their status as disability, against total staff.
*% black and minority ethnic is based on those staff who have declared their ethnicity.
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11.12

11.13

11.14

11.Learning and development

In comparison to last year’s figures this year’s combined data on IT
Training and “Administrative & Prosecutors’ training indicates a steady
progress. The participation rates of black and minority ethnic staff
continues to rise, including IT-related training.

Although only 1,237 staff have been trained, so far 17.58% of those
trained were black and minority ethnic staff. This demonstrates that the
CPS continues to offer extensive IT-related training opportunities to a cross
section of its workforce.

It also demonstrates a clear organisational commitment to ensuring that
all our staff are ably supported and enabled to undertake the changing
duties of their respective roles.

The CPS will continue to monitor the uptake of training offered and
accepted/declined to all the staff. It is committed to effective evaluation of
training activity.

The introduction of the new HR system is expected to take place in April
2007. It is expected that by 2008 a “‘self-servicing” model will facilitate
more effective area reporting in relation to capturing learning and
development data and any potential areas of non-compliance.

In summary, continuing investment in staff learning and development
across all areas of the CPS will enable the organisation not only to meet
its statutory obligations under the Race Relation Amendment Act (2000),
but also ensure that the CPS becomes a learning organisation which has a
well developed workforce, which is motivated and confident in embracing
organisational change.
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. CONCLUSIONS

Since 2002 the CPS has signed up to a Civil Service-wide PSA to continue
to secure a more representative workforce. Following the launch of the
Cabinet Office 10-Point Diversity Delivery Plan in November 2005, the CPS
responded by producing its own Diversity Delivery Plan to support the SCS
Targets for 2005-08. To date each Area/Directorate within the Service
continues to work on achieving progress on its action plans and targets to
support the delivery of equality across the organisation.

Over time, the CPS has made a significant progress in recent years in
terms of securing a representative workforce. Generally, in relation to
ethnicity and gender, the organisation is already representative of
community it serves.

Nevertheless, the current position is that it is not representative of all
areas and at all pay bands in the Service.

The organisation has currently a globally representative workforce of
8,772 staff of whom 4.1% are disabled; 15.2% are black and minority
ethnic and 67% are women.

The distribution of the CPS workforce is spread fairly evenly with respect
to age. The present retirement age is 60 and only 2.1% of the entire
workforce is over 60. Overall, the greatest percentage of staff are in the
35-39 age group (18.6%).

In comparison with the last reporting period, the organisation has made
steady progress on a number of key equality and diversity issues and the
service has already met some of the Civil Service 2008 targets in relation
to ethnicity, gender, age and in some areas disability.

For example, it is positive to report that since 2004 the number of women
senior civil servants increased from 33.3% in 2005 to 45.2% in 2006.

There was also a corresponding increase in the proportion of women
employed as Chief Crown Prosecutors from 24.5% % in 2005 to 26.5%
in 2006. The proportion of women employed at pay bands B1, C2, and D
has also increased.
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12.8

12.9

12.Conclusions

Women continue to be well represented across the key CPS staff groups
with the highest representation within the DCW (Designated Caseworkers)
occupational group.

This is followed by the ABMs (Area Business Managers) which is indicative
of the fact that the organisation is continuing to work towards becoming
an Employer of choice and promoting flexible working practices across all
occupational staff groups (both legal and non-legal) in accordance with
business requirements.

Finally, it is evident that the organisation is making progress in respect of
taking up variable working patterns across some of the occupational
groups (namely CCPs HCAs and DCWs) with a target remaining to
encourage further take up within more senior grades.

The leaver rates of black and minority ethnic staff remain stable for
2005-06, and the data indicates that there is no evidence that these
employee groups are leaving at a faster rate than white staff. However,
the CPS needs to continue to monitor the employee experience between
different staff groups in order to make more extensive analysis in the
future.

The proportion of black and minority ethnic staff increased at all levels
except Level E. The proportion of black and minority ethnic (CCPs) Chief
Crown Prosecutors continued to rise from 13% in 2005 to 15.6% in
2006. Eight per cent of staff at SCS level are from black and minority
ethnic backgrounds. The proportion of black and minority ethnic staff
employed at level C2 also increased from 13% in 2005 to 14.4% in
2006.

In addition, there was an increase in the number of black and minority
ethnic staff employed at C1, from 32.9% in 2005 to 37.2% in 2006.
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12.10 The representation for disabled people within the CPS currently stands at
4.1% which is a slight decrease of 0.4% compared with 2005 reporting
period.

Despite this, there has been an increase in the number of disabled staff at
level D from 4.8% in 2005 to 5.3% in 2006.

This is encouraging finding, as level D CPS is a feeder grade, and as part
of the Diversity Delivery Plan, the CPS has set a target of whereby it aims
to ensure that by April 2008, 4.5% of staff in the feeder grades should be
disabled staff.

The largest increase in disabled staff was found in the more senior pay
bands, namely C1, D, CCP and SCS grades. At 4.1% the overall number
of disabled people in the CPS remains higher than the Civil Service
benchmark, which is currently 3.5%.

12.11 The CPS continues to be fully committed to developing management
development skills in relation to the recruitment of staff amongst men,
black and minority ethnic and disabled staff.

12.12 Given the need to refine the way that disability continues to be monitored
in the CPS, and the likelihood that many applicants do not disclose their
disability, (current declaration rates stand at 38%), it is difficult to be
certain about the full scale of change required in this area.

Nevertheless, the CPS needs to continue to improve on its monitoring
systems. There are areas that still require improvement, although the
declaration rates around ethnicity and disability are slowly improving
(for more details please refer to the CPS Diversity 10-Point Plan).

12.13 This will be largely addressed by improved monitoring and the
introduction of the new HR system, which is expected to run in April
2007. Once implemented, this will enable more robust capture of
information and key equalities data and give an opportunity to individual
CPS business areas to undertake individual responsibility to monitor
progress.
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12.Conclusions

This will allow better capturing of equality and diversity data whereby
each Area will be better equipped to measure regular progress against
specific targets.

For example, by further improving declaration rates for black and minority
ethnic staff and disabled people, remedial actions need to continue to be
put in place. As at April 2006, the CPS exceeded its 2008 aspirational
targets for disabled people, black and minority ethnic staff, at SCS grade.
The Service has exceeded its target of 6.3% target in terms of
representation of disabled people.

The CPS will continue to work towards achieving its aspirational target for
2008 in terms of raising this figure further (aiming to achieve 9.5%
representation by 2008).

The CPS continues to increase the proportion of black and minority ethnic
staff in SCS grades set at 8.0% as at April 2006, and aims to increase this
by nearly 4% by 2008. The organisation still continues to experience a
steady increase in the number of men and women engaged in part-time
work.

As is the case in most other government departments, women in the CPS
are more likely to be engaged in variable working arrangements than
men. This year’s data reveals that there has been a steady rise in the
proportion of women engaging in variable working patterns, specifically
those in bands D and E.

There has also been a steady rise in the proportion of men and women
Legal Trainees engaged in part-time work (nearly 1.5% since 2004-05).

In comparison to the 2004-05 reporting period, men are found to be
taking more advantage of undertaking part-time employment. This was
especially evident in lower administrative grades (notably A and B grades).
Generally, there still remains an under-representation of men engaged in
variable working patterns within more senior grades (notably, E and SCS
grade).
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There was also evidence that disabled people were participating in a
diverse range of variable working arrangements. In recognition of the
requirements of the (DDA) Disability Discrimination Act 2005, disabled
people were more likely to engage in variable working patterns than non-
disabled people.

Following last year’s trend disabled applicants still continue to be highly
represented across A, B and C1 and C2 grades.

In terms of appointments, the appointment rate of applications from men
applicants resulting in an offer being made was lower, in relation to the
number of applications received. The CPS may need to examine the
options for specific interviews skills training as part of the wider job
preparation skills development workshops.

The proportion of applications from women which resulted in successful
appointment was notably higher. This follows on the last year’s trend
(2004-05) whereby women continue to outperform men in gaining
successful appointments.

The CPS has implemented a new performance management system which
will be monitored over time for all staff

The new Performance & Development Review process is based on the CPS
“Skills & Valued Behaviour” framework which has been designed to
identify and set the level of skills and behaviour required for each role;
assist with identifying skills required for progression within specific Career
Families and ensuring that all CPS staff are given structured learning and
development opportunities as appropriate to achieve organisational
objectives.

The total number of EDCP complaints lodged remain similar in
comparison to the last year’s reporting period. Of the cases completed,
two of the complaints lodged were upheld, nine were upheld and two
have been withdrawn.

Five of the complaints lodged did not disclose specific reasons for
complaining. The remainder of cases is ongoing.
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12.Conclusions

In total, nine complaints were lodged with an EAT during this reporting
year, compared to 15 in the 2004-05 reporting period.

In terms of disciplinaries, in this year’s reporting period there were 18
cases of disciplinary proceedings in total. Seven out of the total number
of cases involved member of black and minority ethnic staff which
represents a 2.8% increase since the last year’s reporting period.

Since 2004, the CPS has refocused its learning and development activities,
moving away solely from a traditional classroom-based approach and
promoted a more blended approach to education and learning.

The “Virtual Prosecution College™ is the focus of our learning and
development opportunities and now provides over 50 hours of managed
e-Learning on a wide range of bespoke subjects.

The Service has a well established departmental scheme, the Law
Scholarship Scheme which provides a range of legal learning opportunities
from Junior to Senior Grades.

So far 70% of women CPS staff and 34% of black and minority ethnic
staff participated in the scheme since its inception. Forty per cent of
successful applicants were black and minority ethnic staff and based in
London.

Delivering on diversity is an important test of the development of the CPS.
This means that in order to meet the longer term workforce needs, the
organisation needs to continue to attract, develop and retain a
representative, motivated and committed workforce.

The organisation continues to promote more variable patterns of working
especially in terms of encouraging more men to undertake variable
working patterns and flexible working. This will enable the CPS to
continue to benchmark itself as it remains ahead of most government
departments.

In this way, the Service will explore ways of developing appropriate
systems and shaping a culture which is conducive to a much wider
implementation of variable working opportunities for all occupational
groups across the organisation.
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13. RECOMMENDATIONS

13.1 It is recommended that:

(a) This report is noted, circulated; and the recommendations agreed and
disseminated for discussion at the People Equality & Resources
Committee, Area Management Teams, DTUs (Departmental Trade Unions)
and Staff Network Forums;

(b) Human Resources Directorate and the Equality and Diversity Unit
agree to develop and implement relevant action plans to continue to
improve on the overall employment data sets and quality of HR
management information.

(c) This will be achieved through working collaboratively with
Departmental Trade Unions and Staff Networks to secure more robust
data capture and improve declaration rates for all CPS staff and applicants
to the service. The Equality and Diversity Unit and Human Resources
Directorate will work with external partners to continue to develop a
range of positive action initiatives to address imbalances in recruitment,
retention and career development as appropriate.

(d) Face to face exit interviews should be carried out with all staff and the
outcomes further reported on in the next reporting period.

(e) Exit interviews need to be conducted by the line manager and where
this is not appropriate, with a HR colleague. This will in turn enable more
accurate data collection and higher levels of reporting on the reason for

leaving.

(f) The CPS needs to look at further analysis of staff leaving rates as this
will enable the organisation to assess whether particular factors are
affecting certain demographic groups and levels of retention. This is
particularly important with respect to disabled staff where the CPS is
working towards increasing levels of representation, as the percentage of
disabled staff in the organisation has decreased over the past year.

By obtaining more comprehensive information on the reasons for staff
leaving, more effective strategies can be put in place to address these
causes.

(g) The CPS needs to continue to run a range of “positive action”
schemes such as its own Law Scholarship Scheme which includes a range
of flexible routes to legal training. Other schemes that had positive impact
in the past include Pathways and the Disability Bursary Scheme.
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13. Recommendations

(h) In terms of improving its EDCP (Equality and Diversity Complaints
procedure), and effectively managing the disciplinary cases and equality
and diversity complaints, there is still scope for improvement in terms of
working towards achieving a more systematic ““lessons learnt” approach
in respect of “closing” down each case. One aspect of this includes fully
communicating these actions across the Service and the business in order
to increase intra-organisational learning and share of information.

(i) In terms of improving the organisational recruitment and selection
process, further action needs to be taken to ensure that relevant options
for specific interview job skill training is offered to staff and that
“Interview Skills for Job Holders™ courses continue to be run, as part of
the wider job preparation skills development workshops.

Results of the CPS biannual surveys (last conducted March 2006) and any
relevant Equality Action plans are built into Area/Directorate Business
Plans and performance is duly monitored.

(J) The CPS needs to further develop the under-representation of disabled
employees throughout an organisation.
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