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Foreword

Equality and Diversity which
provides the moral underpinning

of our Operational Capability

The Army views Equality and Diversity as critical components in the
generation and maintenance of Operational Effectiveness, and not
for reasons of political correctness. It values the inherent qualities in
every individual, respects their differences, and enables them to make
the selfless commitment that the Army demands in the knowledge

that they will be treated fairly.



This approach recognises and values
differences between people, focusing on
the individual, their potential, and what
they can contribute. The Army defines
the notion of diversity as something that
explicitly recognises differences. People
are valued for their differences and feel

valued.

Making this happen is the job of commanders, but every
officer and soldier in the Army bears responsibility for

their own behaviour and its effect upon their colleagues.

| see Equality and Diversity as part of normal command

business linked inextricably to operations and training.
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Getting Equality and Diversity right contributes to the generation of properly trained and

motivated forces; it strengthens the moral component. Operationally, we face increasingly

complex challenges worldwide, particularly when dealing with people of different

cultures, traditions and language. The ability to draw on a diverse population from society
and from within our own ranks will help us to meet those challenges. Across the United

Kingdom, members of every community must be able to look at their Army and know that
we defend their interests and values, and that they would be welcomed in our ranks if they

can meet our standards.




Respect for each other and for our individual
d e fe n d differences should extend to respect for the
J populations we protect and for those in the overseas
t h e I r countries where we train. It should extend to enemy
combatants whom we have defeated and captured

)
I n t e r e S t S in combat. The way we behave must contribute at all

times to upholding the reputation of the British Army

a n d va I u e S as a wholly professional force.



Ways

°
POI lcy The law provides a backdrop to the way
we must treat each other, but recognises our need as an
Army to be different. We uphold values and standards
that are more rigorous than some civilian norms, while
acknowledging that attitudes in society are always
changing. Our employment and personnel policies are
shaped by principles of fairness and transparency, and
take account of reasonable expectations, but must meet
the needs of the Army. Everyone engaged in the writing
of policy is to consider its potential impact on every

individual, including those who belong to minority groups.




annual training for
all ranks is to be

conducted by their
commanders
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Retent ION we makea huge investment in training over the lifetime of individuals’ careers,
and we will only get an adequate return on our investment if they choose to stay with us. We will have
failed if unfair treatment, or a feeling that an individual is not valued, is given as a reason for leaving the

Army prematurely.




Means

[
CO m p I al ntS We do not want to foster a complaints culture but everyone needs to

have the confidence to tell someone in authority if they feel that they have been unfairly treated and
have the confidence that they will be listened to and their complaints dealt with properly. In particular
complaints are to be dealt with quickly, at the lowest appropriate level and sensitively. All complaints

are to be recorded and the details reported accurately in accordance with extant policy, and the

outcome of any procedure must remedy the situation.

have the confidence
to tell someone




Means

deliver
Equality and
Diversity
training to

their own
troops

Recruiting

Recruiting activity should consider the moral standards required of anyone wishing to enlist, whatever
their background, as well as the opportunities and benefits of a career in the Army. We must emphasise
we are an organisation that upholds particular Values and Standards, and behaviours that contravene
these are totally unacceptable and will not be tolerated. The conduct of every individual, both on and
off duty, can help to build our reputation, and therefore further encourage recruiting. All personnel
involved in regional recruiting are to seek to identify and understand the aspirations, and perceived
obstacles to enlistment, in all of the populations with which they work. Everyone involved in recruiting
must be totally conversant with, and uphold, the Army’s values and standards, and its approach to

Equality and Diversity.



Seminars and Updates

Annual seminars are to be held at formation level

to update commanders on policy developments

and assist them in designing effective training

programmes. Periodic newsletters, updates and

briefings will emanate from DM(A)’s Employment o

Branch Senior Officers
All Brigadiers and above are to attend
the senior officers course at JEDTC on
appointment, and a refresher course every
4 years. Officers at Colonel rank who
have command responsibility, or who are
responsible for supervision of civilian staff,

should also attend.

Disciplinary and Administrative Action

Procedures for administrative action set out in AGAI 67 give commanders at every level additional
means to deal with inappropriate behaviour, and every effort must be put into generating
confidence in this process. All instances of unfair treatment, and every complaint, must be

investigated and appropriate action taken.



The following are specific tasks for the Army:

e
CI n c L F CinC LF is responsible for the implementation and monitoring of Equality and Diversity
policy for the Army, in consultation with MOD staffs. He is to report to the Executive Committee of the Army
Board on progress in the Equality and Diversity aspects of recruiting, individual training, representation, and the

management and resolution of complaints.

CinC LF is to ensure that Formation Commanders and Commanding Officers implement the Army Equality and
Diversity Action Plan as endorsed by the Executive Committee of the Army Board. Formation Commanders and
Commanding Officers are to ensure that this is brought to the attention of all ranks through their own Action

Plans, Routine Orders, unit training, or whatever means commanders consider appropriate, and they are to:

Appoint Equality and Diversity Advisers (EDAs) and Harassment Investigation Officers in

accordance with JSP 763 (MOD Harassment Complaint Procedures).

Ensure that the careers of every officer and soldier under their command are managed with due

regard to openness, fairness, clarity and equality of opportunity.

Comply with MATT 6 (Values and Standards) and Work Place Induction Programme

Ensure that the soldiers and civilians under their command are aware of the options open to
them if they wish to complain about any breach of the Army’s Equality and Diversity policies. For
uniformed personnel and civilians the procedures are set out in JSP 763 and specifically for military

personnel in JSP 831 (Redress of Individual Grievances: Service Complaints)



Ensure that complaints are taken seriously and investigated thoroughly and swiftly, using the
Equal Opportunities Inquiry Team (EOIT) where appropriate. Subsequent actions must support the

policy of zero tolerance of any form of discrimination, harassment or intimidation.

CinC LF is to ensure that through two-star governance the Arms and Service Directors monitor and

understand ethnic minority representation in their Regiments and Corps. He is to include Equality and

Diversity in his Communications Strategy.




Endnote




our efforts must be
directed at sustaining
and improving the

Army’s reputation







