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SECTION 1:
SUMMARY
Interserve Citizens Services is responsible for delivery of probation services across 5 
package areas contracted from the MOJ.  Interserve as an Organisation has a partly 
‘pan CRC’ approach to equalities duties and some actions that are contract package 
area specific. In this report we will update on contract year 6 pan CRC and per 
individual CRC.  

During 2019 we continued to support Equality and Diversity through the eQuality team 
who work across the CRCs to provide guidance and training, new strategy documents 
and ensure the smooth working of the Equality and Diversity strategy groups.

The company has a positive approach to employing disabled people.  We pledge that: 
the recruitment process is inclusive and accessible; vacancies are properly promoted 
and the company offers interviews to disabled people (as defined by the Equality Act 
2010).  The company promises to anticipate and provide reasonable adjustments as 
required and support any existing employee who acquires a disability or long-term 
health condition, enabling them to stay in work. 

An additional activity is that the 5 CRCs agreed to sign up for year three of the EW 
Group Inclusive Culture Pledge which involves the Organisation in making a public 
commitment to ‘building diversity maturity’ over a further 12-month period, working 
towards a 21st century workplace where diverse talent is welcomed, valued and 
nurtured.  This included accessing some specialist support and advice from the EW 
group during 2018, 2019 and now into 2020. The seminars were well attended, and 
learning shared across the Organisation, including asset sharing on WISDOM. The 
pledge has really supported our understanding of unconscious bias, leadership, 
recruitment and image, which we endeavor to embed in the Organisation.  Specifically, 
work is ongoing regards equalities data to produce easier to read and understand info 
gram type documents for internal and external use.

We continue to utilise Equalities Analysis Reports in changes to services and functions 
in Justice, preparing a clear practice document and expectation.  We have had 
numerous returns more specifically related to the Interventions and the Integrated 
Through the Gate specification of service.
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SECTION 2:  PAN CRC UPDATE ON 2020 SERVICE 
DELIVERY EQUALITY OBJECTIVES
Reduce missing information, harmonise data reporting and ensure utilisation of 
information: We will use further explore issues relating to missing information and 
target this for improvement.  We would expect to see improved figures for missing 
information equivalent to the table below:

Pan CRC update RAG

In 2019, we worked to improve accuracy of data we produce.  The yearly 
review consider the practicability of the information, accessibility and use for 
all staff members.  Utilising the performance leads we supported the further 
development of the Equality and Diversity Dashboard, which is open to all 
staff on the Performance site. As can be seen below.

The data below evidences that we have considered from all aspects of 
service delivery and are able to consider equality and diversity from various 
points in the service user journey, including commencement, termination, 
risk escalation, breach, recall and requirement completion.  We do so to 
ensure we capture any misrepresentation in data and seek to explain or 
reform discrepancies.

Below is the data Pan CRC from terminations, these will be used to set a 
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further reduction % in the coming year.

The following missing data is evidenced above:
Protected Characteristic % Missing
Ethnicity 10.3
Religion 17.29
Sexual Orientation 16.08
Transgendered 99.9
Disability 24.36
Nationality 11.08

Equality and Diversity steering groups continue to be embedded within the 
CRCs to ensure accountability and Governance for the annual objectives 
locally. These are then further discussed in the Operations and Quality group 
which has developed into the Central Operations Group (COG) meetings 
who meet thematically.  Equality and Diversity is a standard agenda item, 
this incorporates IQAM information and uses recorded data reporting to 
evidence gaps in provision, inadequate quality of provision of any variance 
in quality scores via Protected Characteristics. IQAM has delivered the ability 
to compare and contrast equalities data against quality and also the 
opportunity to look at dual protected characteristics by using intelligent filters, 
that can be looked at Pan CRC, CRC, cluster and LDU.  Below is the 
evidence of accessibility and availability of data that can be filtered to CRC 
level regarding Equality and diversity related to quality of practice.
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Whilst information and use of data has increased, we have not reduced 
missing data significantly therefore this objective will continue into 2020.

Additional CRC Update where needed:

In addition to the data within the E&D dashboard, missing data specifically 
is also available via the E&D missing data report.  This is provided Monthly 
by the Central Performance Team and issued locally to ensure continuous 
drive in recording of data.  Improvements in the Induction pack will also 
ensure the capturing of data is routinely undertaken.  

Upon reviewing commencement data for the year 2019/20 it shows that 
there has been a significant improvement in recording when comparing 
2019/20 year to date commencements to the same period last year
 

Protected Characteristic % Missing 
2019/20

% Missing 
2018/19

Ethnicity 12.9% 27.56%
Religion 22.08% 38.31%
Sexual Orientation 21% 38.62%
Nationality 13.9% 33.55%

Disability has not been reported on in the above table due to the changes in 
recording in nDelius which does not allow an accurate recording of no 
disability compared to missing disability.

In addition to this, the MERs E&D Board have recently set up an Induction 
working group which was developed with the initial aims of imprpving the 
capturing of data at commencement. The working wgroup will explore how 
we encourage and support disclosure so early on in the Order and also then 
how we capture it swiftly and accurate on our systems. This work was 
actioned in September 2020 and a review will take place in December 2020.  

Create thematic governance which integrates equalities action planning: 
Creation of thematic operational groups to support integration of these objectives, 
these objectives will be set standard agenda items and will link with the local equality 
groups to increase overall senior accountability

PAN CRC Update RAG
No Update from central team 

Additional CRC Update where needed:
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As part of the review of the E& D board and the agends it supports there has 
been a shift in focus in terms of activity outside of the boards itself. The 
current Strategic lead has recognised that in order to embody change, a 
collaborative and accountable approach needs to be taken across the Board 
members and the CRC as a whole. 
A new BAME working group will be set up which will have a clear focus on 
BAME Service Users and will be responsible for the management of the 
activity with the revised BAME Action Plan. The first task of this group will 
be to refresh the BAME Action Plan and ensure activity is being undertaken. 
This working group was set up in September 2020 

A further working group has been created which will look at the recruitment 
of staff into the organisation, with a particular focus on reaching out to those 
in Protected Characteristic groups. This will be led by HR colleagues but will 
have operational staff within the CRC to support the discussion and any 
actions that  are identified. This working group was set up in September 2020  

Prioritise those staff working with specific cohorts of protected characteristics 
to receive learning and development to support best practice:  This year we want 
to identify cohorts and specific training that can support delivery of services. We will 
look to ensure that cohort intelligence focuses training on those that will have the 
greatest impact on service users, supporting specialist role development

Pan CRC update RAG

We have created and delivered numerous training packages to support 
those with protected characteristics.  These have been implemented in 
various forms including training sessions to support awareness for staff, 
development of RAR and brief interventions which were then released for 
use to staff, and also policy development with practice expectations.  

We have invested in external trauma informed practice training which has 
been delivered to the female concentrators and also to the ITTG women’s 
estates.  This was provided by the AVA project.  

Internally we have developed a number of practice development events to 
staff, all contents can be provided and are available on the WISDOM 
knowledge management site.  These include:

 Learning disabilities and challenges
 Parenting and Family support
 Different sense of time (service users over 55 years)
 Transgender policy

Additionally we have supported practice by completing translation activity on 
service user documentation, redeveloping and re-releasing the Death under 
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Supervision practice incorporating the elements to highlight potential health 
and well being elements to improve for those with protected characteristics.

Furthmore we have created and trained staff to deliver the following brief 
interventions that are deliverable to all service users including BAME and 
women.  The packages available are all below

Further details of attendance rates and local training will be evidenced below

Additional CRC Update where needed:
Briefings on RAR activities have been provided to our service user group 
and discussion has been held with our interventions team to look to create 
a service user leaflet/catalogue.  In addition, our volunteer/mentors are able 
to support in terms of assisting with delivery of non accredited programmes 
– initially we were looking for a cohort of volunteers to undertake core skills 
light training, however this has been put on hold.  From discussion with 
service users it was clear that they were unsure about the overarching 
principles of RAR and what they were, how they were used etc, due to this 
we were instrumental in the developing of a service user leaflet explaining 
RAR in a more user-friendly way.  We have also created a short document 
for all case managers which links the OASys pathways to interventions that 
are currently available.

RAR guidance has been refreshed locally and where appropriate is included 
in all relevant PDDs. Specific training and workshops have been delivered 
by local agencies such as the ADHD foundation, Care Leavers Association 
and trauma informed training to support staff in their roles.  MCRC will 
continue to use local agencies supporting local minority groups to support 
our staff development process.

Covid-19 has placed restrictions on what we can deliver in terms of 
Interventions to Service users, however it has enabled us to review our 
current suite of Interventions and how we can deliver these in a more 
personalised way. Staff have received briefings in 1:1 remote delivery of 
interviews to women and we will continue to explore how we work with 
service users differently within the changing restrictions. 

In addition, the E&D Strategic lead has made good conections with the 
HMPPS/NPS Equalities leads and Staff Networks and will be making 
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available a range of training events for staff over the coming months. This 
will be an ongoing piece of work ahead of unification in June 2021. 

Dual Characteristics analysis to support local development and implementation 
for improved service provision, using Lammy principle “explain and reform”: 
Futher cohort Intelligence management by examining dual protected characteristic 
cohorts and utilising the Lammy “explain or reform” principle. This will be accountable 
within the Operational groups in objective 2

Pan CRC update RA
G

Work has been undertaken this year to look at those with dual characteristics, 
this is evident in both the performance and quality data and the manner in 
which we have been able to filter information.  We have completed this at a 
CRC level to identify those dual characteristics with the highest numbers to 
then consider a gap analysis.  This is new information and we are currently 
analyzing and developing our strategy in the COG groups thematically, 
considering what is and isn’t within the realms of possibility.  Below is the 
information when filtered via gay/lesbian.  The (termination throughout 2019) 
information suggests that there are 277 individuals who identify as 
gay/lesbian, of these females count for over 50%, when considered against 
the service users’ population this is a significant difference.  Of further note is 
the level of those self reporting a disability currently standing at 58% and 47% 
who self identify as having mental health difficulties.  As a Pan CRC group 
this needs to be investigated further to ascertain local hotspots and whether 
local or national solutions or support packages can be found. This analysis 
has been completed on 6 of the variances with differing intricacy.  We are 
presently seeking the most appropriate manner in which to create action plans 
in the next 12 months.
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In regards to dual characteristic information within quality the data has been 
collated and considered but at present no action has been taken due to the 
smaller numbers in the audit cohort, we are looking to amalgamate the 
numbers post April and compile single/dual protected characteristics 
information to bring into each COG (Community Payback, ITTG, and case 
management).  

Gap analysis and signposting is currently in development and will be explored 
further next year.

Additional CRC Update where needed:
A similar picture emerges for Merseyside CRC when comparing dual 
protected characteristics.  For terminations to date (Q1 to Q3) there were 25 
Service Users who identified as gay/lesbian of which 16 were female – 64%. 
Similarly a high volume identified as having a disability 17/25 – 68%.

BAME Women – MERS CRC have a Womens Strategic lead who leads on 
the Womens strategic action plan for MERS. The Womens teams have been 
developing networks with local organisations across MERS to support women 
from BAME Backgrounds. 

Increase the variety of CP and Interventions to Protected Characteristics: 
Utilising cohort intelligence management look to increase the potential offer of deliver 
to those with protected characteristics within Community Payback and RAR 
interventions

Pan CRC update RAG

Additional CRC Update where needed:
MCRC’s local commissioning plan has been updated and refreshed -this 
document now contains all the CRC RAR delivery programmes which are 
available to service users, this document also contains MCRCs strategic 
needs assessment which provides detail around needs for each area – 
alongside additional data such as gender, age, ethnicity.  This document is 
used locally so that teams can assess where there are support needs for 
service users and develop links with local agencies to fill the gap.  In addition, 
we have also published a service user catalogue which outlines the services 
we commission so that they can have an informed discussion with their case 
manager.  We have also created this year an ETE strategy – bringing 
together all aspects of work we do around ETE including CP provision. We 
have also created a housing strategy and action plan. Network Developer 
works closely with 3SC to monitor the performance of our supply chain.
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Not Pan CRC objective but update required for this meeting. 
Operational Quality Group to monitor implementation and outcomes of action 
plans devised for BAME and 18-24s strategies: All Equality and Diversity Strategy 
Groups across the CRCs will develop action plans following the publication of these 
strategies and these will be monitored though the Operational Quality Group to provide 
leadership and oversight of action. These actions will be completed in 2019

Pan CRC update RAG

These plans have been developed in line with the BAME AND 18-24 
strategies.  They are monitored within the E&D section of the Continuous 
Improvement Meeting with local governance from the Equality and Diversity 
Steering groups.   This has been an area of focus locally in 2019, with recent 
changes seeing the Operations and Quality group being replaced with a 
Head of Operations working group, this is currently under review and is 
represented within the new year’s objectives.

Within the development of our cohort management the Lammy explain or 
reform agenda has started to come into fruition and will continue to be 
supported in the new governance structure.  In many areas the cohort of 
service users does not lend itself to a blanket approach of covering the 
delivery of service against all protected characteristics.  For example, BAME 
support packages.  Where possible we have localised the delivery of 
specialist services to the communities that they serve which will continue 
into the next year.  

More detail of the local plans will be evidenced below

Additional CRC Update where needed:
This year has seen the creation of a BAME action plan which also takes into 
account the recommendations in the Lammy Review.  

• Continue to work with teams re importance of collating data.  Finalised 
leaflet around this to be distributed
• Work with 3SC to seek out opportunities to work with specific BAME 
agencies and opportunities for commissioning or co-commissioning
• Action plan to monitor the use and quality of translation services
• Continue to monitor outcomes in terms of interventions and supply 
chain organisations for BAME service users – Action Plan to be devised
• Seek out opportunities to network and gain the trust of external BAME 
agencies with the help of specialist colleagues
• Continue to work on the recommendations in the Lammy Review and 
feed this into the Equality & Diversity Board

Attempts have been made to engage with our BAME service users via an 
open invitation to meet with Network Developer to have an open and honest 
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conversation – this was unsuccessful in that no service users participated in 
this.  We have liaised in the past couple of months with a BAME organization 
who is providing free cultural awareness training for our staff, if this proves 
successful we can offer more dates.  An exercise was undertaken around 
the supply chain – monitoring the numbers of referrals and outcomes for 
BAME service users – the numbers were particularly low – in terms of both 
referral numbers and outcomes – this has been flagged to 3SC who will 
discuss with supply chain providers – however our case managers need to 
take responsibility for this and to discuss and encourage more BAME service 
users to take up opportunities that are available to them.  Work is underway 
to seek the support of the Merseyside Criminal Justice Board to create a pan 
CJS group to respond to the Lammy recommendations.
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SECTION 3:  UPDATE PAN CRC STAFFING OBJECTIVES 2018
In our Annual Equality and Diversity Report for 2018, we identified pan CRC people 
management objectives for 2019. The pan CRC objectives were as follows:

Attract and recruit diverse Talent

Pan CRC update RAG

Resourcing was successfully centralised in June 2019. The equalities data 
for new starters during 2019 indicates that there is still work to be done to 
address the female/male split in the workforce. The challenge remains for 
CRCs to attract new entrants from minority ethnic backgrounds and those 
with a disability. This objective will continue for 2020.

Additional CRC update 
Continue to work with Interserve’s Resourcing Team to support our 
commitment to attract and recruit individuals who more accurately reflect the 
local communities in which they are located. The development of clearer data 
and metrics to better monitor and analyse our progress to increase 
representation in under-represented groups.  Using the tools available, work 
with internal teams to reduce the ‘onboarding’ time for candidates and 
improve the candidate experience during this time.  Ensure our internal 
advertising processes are inclusive so colleagues have visibility of advertised 
roles especially in light of opportunities in respect of the forthcoming 
Probation Reforms ensuring we share information on the Civil Service 
recruitment processes – ‘Success Profiles’.  Strive to Increase the diversity 
profile of interview panels to include those with protected characteristics.  
Utilise the links with the armed forces and other bespoke websites to increase 
our ability to recruit from local communities.

In addition, a Recruitment working group has been set up to review the 
recruitment process as a direct action from the E&D Board. This group was 
created in September 2020. 

Support, nurture and develop talent:

Pan CRC update RAG
Remove all barriers that prevent colleagues from fulfilling their potential at 
work and create an inclusive learning experience for all colleagues.  Use our 
talent and succession processes, PDR processes and MI, including gender 
pay gap information, to measure and track the performance, progression and 
retention of under-represented groups.  Continue to review processes and 
systems to ensure they are inclusive and do not disadvantage those with 
protected characteristics.  Ensure our development tools including training 
programmes, online learning, mentoring, coaching and future apprenticeship 
opportunities are accessible by all staff.
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Over the past 6 months the Learning & Development teams have come 
together and have been working hard to ensure Interserve has a combined 
range of effective courses, programmes and qualifications to meet the 
development needs of individuals.

The vision is to create a learning organisation where everyone can develop 
and continually improve to perform at their best. Our aim is to make those 
resources great value and simple to access. The Learning directory 
highlights the breadth of development options that are available, including 
online modules and guides, videos, workshops and a wide range of 
apprenticeships. We encourage individuals to take ownerships for their 
development and have provided over 200 online resources that are 
accessible to colleagues across the CRCs.

Additional CRC update 
 The L&D lead has been working with the central L&D group to develop a 
training and development plan for the CRC. This has included practice 
development but also exploring management training opportunities for 
Middles Managers within the CRC. 

In addition, the HMPPS networks has been opened to CRC staff since August 
2020 and staff are encouraged to join as a member of the PC group or as an 
Ally to increase awareness and support colleagues across the organisation. 
Members of the networks will have access to additional training and 
development opportunities across HMPPS and will be supported to engage 
in these events as and when required. 
Breaking Down Barriers has also been promoted across MERS CRC which 
is a locally run NPS initiative which have a national profile. Its aim is to provide 
staff across NPS and CRC to explore the barriers faced by BAME Individuals 
in progressing in the organisation. 

Engagement:

Pan CRC update RAG

Embrace diversity and recognise the valuable contribution made by 
colleagues and the positive impact they have on the success of our 
organisation by putting service users at the heart of everything we do.  
Ensure our colleagues have a voice by participating in the Your Voice Survey, 
action planning and delivery by the most inclusive means possible.  In terms 
of wider organisational change ensure communications, meetings, Q&As are 
arranged to accommodate staff needs and requirements and feel inclusive to 
all.  Develop links with Staff Networks, including DAWN, Rise and PiPP.

Treat colleagues with dignity and respect:
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Pan CRC update RAG

To be an inclusive employer who will not tolerate any form of discrimination.  
Ensure colleagues are working and conducting themselves in line with the 
Interserve values and promote the Anytime Awards to recognise outstanding 
behaviours and activities.  Where adjustments need to be accommodated in 
the workplace ensure these are reasonable, timely and inclusive.  

Joint NPS and CRC Staff engagement events are being explored towards 
the end of 2020 to support and prepare staff ahead of unification in June 
2021. 



Feb 2019Equality and Human Rights Annual Report 2018 – 2019

17

SECTION 4: PAN CRC SERVICE DELIVERY EQUALITY 
OBJECTIVES FOR 2020 

1) Reduce missing information, harmonise data reporting and ensure 
utilisation of information: We will use further explore issues relating to missing 
information and target this for improvement.  We would expect to see improved 
figures for missing information equivalent to the table below:

Protected Characteristic % Missing % of expected 
reduction

Ethnicity 10.3 3
Religion 17.29 5
Sexual Orientation 16.08 5
Transgendered 99.9 10
Disability 24.36 7
Nationality 11.08 3

2) Create thematic governance which integrates equalities action planning: 
Creation of thematic operational groups to support integration of these objectives, 
these objectives will be set standard agenda items and will link with the local 
equality groups to increase overall senior accountability

3) Prioritise those staff working with specific cohorts of protected 
characteristics to receive learning and development to support best practice:  
This year we want to identify cohorts and specific training that can support delivery 
of services. We will look to ensure that cohort intelligence focuses training on those 
that will have the greatest impact on service users, supporting specialist role 
development

4) Dual Characteristics analysis to support local development and 
implementation for improved service provision, using Lammy principle 
“explain and reform”: Futher cohort Intelligence management by examining dual 
protected characteristic cohorts and utilising the Lammy “explain or reform” 
principle. This will be accountable within the Operational groups in objective 2

5) Increase the variety of CP and Interventions to Protected Characteristics: 
Utilising cohort intelligence management look to increase the potential offer of 
deliver to those with protected characteristics within Community Payback and RAR 
interventions

6) Increase the quality of sentence planning by utilising objectives to provide 
support for protected characteristics: Those with identified protected 
characteristics, evidence in sentence planning that this has been considered and 
offered to support. Acknowledge and have the conversation.  Link to training 
around personal circumstances.
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PAN CRC STAFF OBJECTIVES 2020
1. Attract and recruit diverse Talent

Continue to work with Interserve’s resourcing team to support our commitment to 
attract and recruit individuals who more accurately reflect the local communities in 
which they are located. The development of clearer data and metrics to better monitor 
and analyse our progress to increase representation in under represented groups.  
Using the tools available, work with internal teams to reduce the “onboarding” time for 
candidates and the improve the candidate experience during this time.  Ensure our 
internal advertising processes are inclusive so colleagues have visibility of advertised 
roles especially in light of opportunities in respect of the forthcoming Probation 
Reforms ensuring we share information on the civil service recruitment processes – 
‘Success Profiles’.  Strive to Increase the diversity profile of interview panels to include 
those with protected characteristics.  Utilise the links with the armed forces and other 
bespoke websites to increase our ability to recruit from local communities.

2. Support, nurture and develop talent 
Remove all barriers that prevents colleagues from fulfilling their potential at work and 
create an inclusive learning experience for all colleagues.  Use our talent and 
succession processes, PDR processes and MI including gender pay gap information 
to measure and track the performance, progression and retention of underrepresented 
groups.  Continue to review processes and systems are inclusive and do not 
disadvantage those with protected characteristics.  Ensure our development tools 
including training programmes, online learning, mentoring, coaching and future 
apprenticeship opportunities are accessible by all staff.

3. Engagement
Embrace diversity and recognise the valuable contribution made by colleagues and 
the positive impact they have on the success of our organisation by putting service 
users at the heart of everything we do.  Ensure our colleagues have a voice by 
participating in the Your Voice survey, action planning and delivery by the most 
inclusive means possible.  In terms of wider organisational change ensure 
communications, meetings, Q&As are arranged to accommodate staff needs and 
requirements and feel inclusive to all.  Develop links with staff networks include 
DAWN, Rise and PiPP.

4. Treat colleagues with dignity and respect
To be an inclusive employer who will not tolerate any form of discrimination.  Ensure 
colleagues are working, and conducting themselves, in line with the Interserve values 
and promote the Anytime Awards to recognise outstanding behaviours and activities.  
In the event where adjustments need to be accommodated in the workplace ensure 
these are reasonable, timely and inclusive.  
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SECTION 5: DATA ANALYSIS

CRC Staffing Analysis 
It is important to note that the PF staff surveys do not presently report on pregnancy 
and maternity, and do not collect information in relation to gender reassignment, 
marriage or civil partnerships.  Data collection, reporting and analysis are a focus for 
planning as CRCs work more closely together within PF.

Pay Band Data (Gender (sex), ethnicity, disability):
Pay 
Band

Male 
No Male % Female 

No
Female 
%

BME 
%

Disabled 
%

BA+ 1 33.3 2 66.7 0 0
B6 0 0 0 0 0 0
B5 5 25 15 75 0 1.3
B4 8 23.5 26 76.5 2.9 3.4
B3 36 24.8 108 74.5 3.4 2.9
B2 5 13.9 31 86.1 8.3 1.7
B1 0 0 0 0 0 0
Other 0 0 0 0 0 0
Total 55 23.1 182 76.5 3.8 9.2

Comment; The female/male ratio has remained constant overall and is 
representative of the overall ratio across most grades.  The exceptions are at Band 
2 where there are proportionately more female than male staff compared to the 
overall composition of the CRC.  Roles at Band 2 are predominantly administrative 
roles which traditionally tend to be held by females.  The other exception is at Band 
5, middle management, where there are proportionately more females than males.  
The breakdown of the workforce by ethnicity and grade shows there are no BAME 
staff at any management level and there is some under-representation at Band 4 
compared to the BAME presence in the local community (approximately 5%).  
The breakdown of the workforce by disability and grade shows there are very few 
disabled staff at senior management level, but the relatively low number of staff at 
this level skews the figures.  There is also some over-representation at band 4 with 
under-representation at other pay bands.  

Action: Continue to work with central Resourcing to ensure vacancies are advertised 
as widely as possible to attract more males and BAME candidates to the 
organisation.  Consider succession planning activities that encourage BAME staff to 
apply for management roles. Publicise the Disability Confident scheme when 
recruitment campaigns are launched; work with Resourcing to attract more disabled 
staff to the organisation; encourage the declaration rate for disability among 
employees.
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Ethnicity
Ethnic origin Number Percentage(%)
Asian or Asian British: Indian 0 0
Asian or Asian British: 
Pakistani 0 0
Asian or Asian British: 
Bangladeshi 0 0
Asian or Asian British: Other 3 1.3
Black or Black British: African 0 0
Black or Black British: 
Caribbean 0 0
Black or Black British: Other 1 0.4
Mixed: Other 1 0.4
Mixed: White and Asian 1 0.4
Mixed: White and Black 
Caribbean 2 0.8
Not Recorded 53 22.3
Other Ethnic Group 1 0.4
Refusal 0 0
White: British Inc Northern 
Irish 170 71.4
White: Irish Eire 3 1.3
White: Other 3 1.3
Total 238 100

Comment; where ethnicity is stated, 3.7% of staff are from ethnicities other than 
white. This is lower than the percentage in the population of Merseyside at 5%. 
(2011 census data).  For 22.3% of the workforce, ethnicity has not been stated or 
recorded.
Action: Continue to work with Resourcing to ensure vacancies are advertised in all 
communities.  Encourage declaration rates among existing staff.

Age Profile

Comment; The data shows a bell curve distribution of staff across the age bands
Action: Continue to monitor with regard to any potential trends towards an ageing 
workforce

Age 
Band Number

Percentage 
(%)

19 – 24 10 4.2
25 – 34 38 16
35 – 44 74 31.1
45 – 54 57 23.9
55 – 64 54 22.7
65+ 5 2.1
Total 238 100
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Disability profile:

Disability Category Number
Percentage 
(%)

Other 22 9.2
No Disability 216 90.8
Total 238 100

Comment: The overall percentage at 9.2% is below the level of disability 
represented in the adult working population estimated to be between 18% and 
20%. 
Action: Work with Resourcing to promote our vacancies with disability groups, and 
ensure adverts show the Disability Confident logo.

Religion and Belief:

Religion Number
Percentage 
%

Christian 3 1.3
Other 0 0
No religion 1 0.4
Prefer not to 
say 0 0
Missing 234 98.3
Total 238 100

Comment; Whilst the CRC does ask staff about their religion and belief the 
majority of staff do not respond 
Action: The CRC will continue to encourage declaration and will continue to 
monitor all results

Sexual Orientation:
Sexual 
orientation No.  %
Lesbian, Gay, 
Bisexual 0 0
Heterosexual 0 0
Refused 0 0
Missing 238 100
Total 238 100
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We do not currently collect or report on gender reassignment in relation to staff.
Comment; Whilst the CRC does ask staff about their sexual orientation staff do not 
respond 
Action: The CRC will continue to encourage declaration and will continue to 
monitor all results

Gender Pay Gap
This data is based on salary rather than pay band

Headcount Pay

Entity
Relevant 

Employees 
in the Entity

Full Pay 
Relevant 

Employees 
in the Entity

Mean 
Gender 

Pay Gap 
%

Median 
Gender 

Pay Gap 
%

The Merseyside CRC Limited 254 230 4.7% 3.8%

Lower Quartile Pay 
Band

Lower Middle 
Quartile Pay Band

Upper Middle 
Quartile Pay 

Band
Upper Quartile 

Pay Band

Male % Female % Male % Female 
% Male % Female 

% Male % Female 
%

17.2% 82.8% 26.3% 73.7% 25.9% 74.1% 24.6% 75.4%

The national figure for the gender pay gap is 17.3%

Comment; The mean and median gender pay gap are very low compared to the 
current national average median gender pay gap of 17.3% and the gap has 
reduced compared to the previous year. There are more women in the CRC and 
the quartile split shows that there is a greater concentration of females in the lower 
quartile compared to males.

Action: The CRC will work with Resourcing to attract more males to work for 
MCRC at entry level and to support career development into senior roles.
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Leavers - Gender, Ethnicity, Disability 

Category Description Number Percentage
Male 10 33.3

Gender Female 20 66.7
BME 0 0

Ethnicity White 2 6.7

Disability
Has a 
Disability? 1 3.3

Comment: These figures are roughly reflective of the workforce profile.  
Action: Continue to monitor to ensure the data remains proportionate

Disciplinary - Gender, Ethnicity, Disability

Comment; The data for this period is very small so it is difficult to assess in a way 
which would make it valid.  To maintain anonymity, the data table has been removed 
from the report.

Action: Continue to collect cumulative data to improve the validity in future reports.

CRC Service Delivery Analysis

Termination of Orders
Gender v. Outcome

 Negative % Positive % 
Total Count 

of CRN
Female 145 22.87% 489 77.13% 634
Male 651 23.40% 2131 76.60% 2782
Grand Total 796 23.30% 2620 76.70% 3416

The above show that the success rate for both males and females are very similar at 
76.6% for males and just over 0.5% higher for females at 77.13%.

Age Group v. Outcome

 Negative % Positive % 
Total Count of 
CRN

18-21 yrs 49 25.52% 143 74.48% 192
22-25 yrs 95 26.17% 268 73.83% 363
26-35 yrs 297 26.01% 845 73.99% 1142
Over 35 yrs 355 20.65% 1364 79.35% 1719
Grand Total 796 23.30% 2620 76.70% 3416
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The data shows that the successful completion rate is highest for those in the Over 35 
yrs bracket at 79.35% while those in the lower age groups 26-35 yrs (73.99%) and 22-
25 yrs (73.83%) are slightly lower, with the lowest being the 18-21 yrs (74.48%).

Ethnicity v. Outcome

 Negative % Positive %
Total Count of 
CRN

BAME 44 27.67% 115 72.33% 159
Missing 61 9.10% 609 90.90% 670
Refusal 10 22.22% 35 77.78% 45
White British/White Other 681 26.79% 1861 73.21% 2542
Grand Total 796 23.30% 2620 76.70% 3416

The successful completion rate of the predominant ethnicity group White British/White 
Other
is 73.21%. However, caution must be taken as the data reveals a higher successful 
completion rate for those that are Missing (90.9%) and Refused (77.78%), as these 
two groups together make up a quarter (21%) of the total cohort for Terminated Orders.
Other ethnicity groups (BAME) scored 72.33% successful completion rates, which is 
below the average rate of 76.7%.

Disability v. Outcome

 Negative % Positive %
Total Count of 
CRN

Disability 280 29.66% 664 70.34% 944
Missing 215 17.16% 1038 82.84% 1253
No Disability 293 24.70% 893 75.30% 1186
Refusal to Disclose 8 24.24% 25 75.76% 33
Grand Total 796 23.30% 2620 76.70% 3416

An individual’s ability to engage with the criminal justice system can be significantly 
affected by having a disability.  This is demonstrated by the percentage of successful 
completions of those having a Disability as the lowest bracket at 70.34%, compared 
to No Disability at 75.3%.
It is acknowledged that there is a significant under-reporting of disabilities across all 
fields as the successful completion rate for those Missing is at 82.84%. Often a service 
user is unaware that a particular condition is classed as a disability, or that they have 
often had a history of being in the care system or has had chaotic parenting which has 
led to healthcare provision, childhood and routine tests being absent or sporadic. 
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Sexual Orientation v. Outcome

Negative % Positive %
Total Count 
of CRN

Bisexual 3 25.00% 9 75.00% 12
Gay/Lesbian 8 32.00% 17 68.00% 25
Heterosexual/Straight 507 28.61% 1265 71.39% 1772
Missing 104 10.60% 877 89.40% 981
Not Disclosed 162 27.27% 432 72.73% 594
Other 12 37.50% 20 62.50% 32
Grand Total 796 23.30% 2620 76.70% 3416

Although it shows that the successful completion rate for the predominant group 
Heterosexual/Straight is 71.39%, the successful completion rate for Bisexual is the 
highest at 75%, but volumes for this group is much lower at 9 cases.  Again, the data 
for Sexual Orientation is statistically insignificant in terms of analysis due to the small 
volumes in each category and the high volumes of Missing and Not Disclosed figures 
which account for 46% of terminations.

Transgender Consent Disclose v. Outcome
Data for Transgender Consent Disclosure is statistically insignificant to be able to 
analyse as 100% did not disclose Transgender information.

Termination of Requirements
This section of the report looks at the termination of Accredited Programmes and UPW 
requirements.  For Accredited Programmes, these requirements are those where the 
case is ‘owned’ by the CRC – in that they do not include any NPS cases given although 
the majority terminate successfully, a number each Month which may have had a 
negative outcome are challenged under the ‘Relief’ process, and upheld. 
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Accredited Programmes

A total of 91 Accredited Programmes terminated in the period, an overall completion 
rate of 69.23% with female at 86.67% and male at 65.79%.  

Gender Negative % Positive % Total
Female 2 13.33% 13 86.67% 15
Male 26 34.21% 50 65.79% 76
Grand Total 28 30.77% 63 69.23% 91

Age Negative % Positive % Total
18-21 yrs 0.00% 3 100.00% 3
22-25 yrs 5 55.56% 4 44.44% 9
26-35 yrs 9 28.13% 23 71.88% 32
Over 35 yrs 14 29.79% 33 70.21% 47
Grand Total 28 30.77% 63 69.23% 91

By age, then the age group of 22-25 had the lowest completion rate at 44.44% whilst 
18-21 had the highest at 100%.  Volumes should be considered when reviewing the 
data.

Ethnicity Negative % Positive % Total
BAME 1 25.00% 3 75.00% 4
Missing 6 31.58% 13 68.42% 19
Refused 3 100.00% 0.00% 3
White British/White 
Other 18 27.69% 47 72.31% 65
Grand Total 28 30.77% 63 69.23% 91

Of the 91 Accredited Programmes that terminated in the period, the average 
completion rate was 69.23%, with White British returning 72.31% and BAME 75%.  
Data for 19 Service Users is not known, whilst a further 3 refused.

Disability Negative % Positive % Total
Disability 3 17.65% 14 82.35% 17
Missing 8 20.00% 32 80.00% 40
No Disability 16 50.00% 16 50.00% 32
Refusal to Disclose 1 50.00% 1 50.00% 2
Grand Total 28 30.77% 63 69.23% 91



Feb 2019Equality and Human Rights Annual Report 2018 – 2019

27

Looking at the data by Disability, shows that 82.35% of Service users with a disability 
successfully completed their requirement.  This is interesting when comparing this to 
the overall completion of their order, as this stands at 70.34%.  However volumes 
should be considered. This compares to 50% with no disability who successfully 
complete their Accredited Programme, which is lower that the completion rate for 
orders and licences at 75.30%.  Data for 40 Service Users is not known, whilst 2 
refused to disclose.  It is noted however, that recording for disability is ‘problematic’ 
due to the change in recording in nDelius.

Sexual Orientation Negative % Positive % Total
Gay/Lesbian 0.00% 1 100.00% 1
Heterosexual/Straight 14 30.43% 32 69.57% 46
Missing 7 25.93% 20 74.07% 27
Not Disclosed 7 41.18% 10 58.82% 17
Grand Total 28 30.77% 63 69.23% 91

100% of Service Users who identified as gay/lesbian successfully completed their 
Accredited Programme Requirement.  However, this was only 1 Service User.  Of 
those that identified as heterosexual/straight, the completion rate was 69.57%. Data 
for 27 Service Users is not known, whilst a further 17 did not disclose.  

UPW Requirements

A total of 1155 UPW requirements were terminated in the period, with an overall 
completion rate of 88.92%.  Completion rate for female at 93.33% and male at 88.10%

Gender Negative % Positive % Total
Female 12 6.67% 168 93.33% 180
Male 116 11.90% 859 88.10% 975
Grand Total 128 11.08% 1027 88.92% 1155

Age Negative % Positive % Total
18-21 yrs 20 14.29% 120 85.71% 140
22-25 yrs 26 18.84% 112 81.16% 138
26-35 yrs 60 13.82% 374 86.18% 434
Over 35 yrs 22 4.97% 421 95.03% 443
Grand Total 128 11.08% 1027 88.92% 1155

The highest completion rate can be seen in the over 35 age group at 95.03% whilst 
the others achieving over 80%, although the 22-25 age group achieving the lowest of 
all groups.
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Ethnicity Negative % Positive % Total
BAME 9 13.64% 57 86.36% 66
Missing 33 10.96% 268 89.04% 301
Refused 1 25.00% 3 75.00% 4
White British/White 
Other 85 10.84% 699 89.16% 784
Grand Total 128 11.08% 1027 88.92% 1155

Of the 1155 requirements terminating during the period, the completion rate overall 
being 88.92% with White British returning 89.16% and BAME 86.36%.  Data for 301 
Service Users is not known, whilst a further 4 refused to disclose

Disability Negative % Positive % Total
Disability 13 5.99% 204 94.01% 217
Missing 57 8.70% 598 91.30% 655
No Disability 57 20.50% 221 79.50% 278
Refusal to Disclose 1 20.00% 4 80.00% 5
Grand Total 128 11.08% 1027 88.92% 1155

Data by Disability shows that the completion rate for those with a disability was 
94.01%, comparing to 79.50% for those without a disability.  As with Accredited 
Programme data, this is out of sync with overall completion rate of orders and licences.  
However, volumes should be considered. Data for 655 Service Users is not known, 
whilst a further 5 refused to disclose.  It should be noted that the collation of disability 
data is ‘problematic’ due to recording changes in nDelius.

Sexual Orientation Negative % Positive % Total
Bisexual 2 50.00% 2 50.00% 4
Gay/Lesbian 0.00% 13 100.00% 13
Heterosexual/Straight 66 11.13% 527 88.87% 593
Missing 42 9.70% 391 90.30% 433
Not Disclosed 16 14.81% 92 85.19% 108
Other 2 50.00% 2 50.00% 4
Grand Total 128 11.08% 1027 88.92% 1155

100% of those Service Users who identified as Gay/Lesbian completed their 
requirement successfully.  For those that identified as Bisexual and Other, the rate 
was 50%, however volumes should be considered.  This compares to 88.87% for 
those identifying as Heterosexual/straight.  Data for 433 Service Users was not 
available, whilst 108 did not disclose.
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COMMENCEMENTS
The cohort of Commencements from1/4/19 to 31/12/19 show that only 18.55% were 
female compared to 81.45% of male.

% Order Type v. Gender

 CO/SSO % Licence/PSS %
Total Count of 
CRN

Female 558 77.61% 161 22.39% 719
Male 2058 65.19% 1099 34.81% 3157
Grand Total 2616 67.49% 1260 32.51% 3876

When comparing order type against gender, there is a larger margin for females 
receiving a Community Order (77.61%/22.39%) than for males (65.19%/34.81%).  
More females receive Community Orders than males whereas there are more males 
receiving Custodial Orders than females.

% Order Type v. Age Group

 CO/SSO % Licence/PSS %
Total Count of 
CRN

18-21 yrs 224 78.32% 62 21.68% 286
22-25 yrs 252 66.67% 126 33.33% 378
26-35 yrs 953 64.57% 523 35.43% 1476
Deceased  0.00% 1 100.00% 1
Over 35 yrs 1187 68.41% 548 31.59% 1735
Grand Total 2616 67.49% 1260 32.51% 3876

The largest age group for community orders is 18-21 yrs (78.32%) yet they are the 
smallest age group for Custodial Orders (21.68%).  The largest age group for 
Custodial Orders is the 26-35 yrs (35.43%).

% Order Type v. Ethnicity

 CO/SSO % Licence/PSS %
Total Count 
of CRN

BAME 152 72.73% 57 27.27% 209
Missing 382 76.10% 120 23.90% 502
Refusal 9 24.32% 28 75.68% 37
White British/White Other 2073 66.27% 1055 33.73% 3128
Grand Total 2616 67.49% 1260 32.51% 3876

In relation to Commencements by order type and ethnicity, overall, most groups 
received a higher percentage of Community disposals rather than Custodial with the 
largest disparity in BAME group (72.73%/27.27%). Missing and Refusal make up 
nearly 14% of the commencements. There were more Refusals on Custodial disposals 
compared to Community whereas the reverse with Missing category.
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% Order Type v. Disability

 CO/SSO % Licence/PSS %
Total Count 
of CRN

Disability 851 68.96% 383 31.04% 1234
Missing 1193 72.79% 446 27.21% 1639
No Disability 563 57.22% 421 42.78% 984
Refusal to Disclose 9 47.37% 10 52.63% 19
Grand Total 2616 67.49% 1260 32.51% 3876

The margin of disproportionality is higher in the Disability group (68.96%/31.04%) 
rather than No Disability group (57.22%/42.78%) when comparing Community over 
Custodial disposals.  However, Missing data group has the highest percentage of 
receiving a Community order compared to a Custodial order.

% Order Type v. Sexual Orientation

 CO/SSO % Licence/PSS %
Total Count 
of CRN

Bisexual 18 90.00% 2 10.00% 20
Gay/Lesbian 28 63.64% 16 36.36% 44
Heterosexual/Straight 1644 69.43% 724 30.57% 2368
Missing 614 75.43% 200 24.57% 814
Not Disclosed 306 50.66% 298 49.34% 604
Other 6 23.08% 20 76.92% 26
Grand Total 2616 67.49% 1260 32.51% 3876

When comparing order type by sexual orientation, interestingly, Bisexual, after Missing 
data group, has the highest percentage disparity when comparing Community (90%) 
over Custodial (10%) disposals, although Heterosexual/Straight is the predominant 
group. Other group has the reverse of having more Custodial sentences (76.92%) than 
Community sentences (23.08%).

% Order Type v. Transgender Consent Disclose

 CO/SSO Licence/PSS
Total Count of 
CRN

Not Disclosed 2616 67.51% 1259 32.49% 3875
Yes  0.00% 1 100.00% 1
Grand Total 2616 67.49% 1260 32.51% 3876

Only 1 service user who commenced a custodial sentence has disclosed Yes to 
Transgender, and the rest was Not Disclosed.
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Missing data

As described in Section 2, the CRC continues to review the levels of missing data on 
a Monthly basis and data from the report provided by the Central Performance Team 
is shared out Monthly for action.  Improvements in rates of recording at 
commencement is evident below.

Protected Characteristic % Missing 
2019/20

% Missing 
2018/19

Ethnicity 12.9% 27.56%
Religion 22.08% 38.31%
Sexual Orientation 21% 38.62%
Nationality 13.9% 33.55%

Merseyside CRC have also recently piloted the revised induction pack which will also 
drive through improvements in rates of recording.  Disability recording continues to 
under report due to the structure of nDelius recording.  This is something that the 
National nDelius Team have under review.


