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Message from General Sanders 

As Commander Strategic Command, I am determined to build an 
environment that is tolerant, open and inclusive and where 
differences are accepted. The richness of Strategic Command comes 
from the many and varied cultures, backgrounds, beliefs and 
perspectives that make up our workforce. 
 
Positively maintaining our breadth of diversity is an organisational 
imperative across Defence, but this is particularly true for us here in 
Strategic Command. We are delivering complex, diverse and vital 
strategic work in a genuinely joint environment across all domains. 
Diversity of thought and challenge will be critical to our efforts on 
behalf of Defence to achieve and maintain Information Advantage in 
the age of information warfare.    
 
I look to all leaders across the Command to encourage and inspire 
inspire teams and colleagues, build an inclusive culture and promote            
empowerment. Your energy, passion and commitment to connect and encourage inclusivity, 
personal and professional development and to open up conversations with our people is pivotal 
to creating the conditions for a successful Strategic Command. The culture that you as leaders 
can foster will allow people to flourish and build towards an ever-more integrated ‘team of teams’ 
approach across the whole Command.  
 
Following the release of the Wigston Report into inappropriate behaviours, I am particularly keen 
to urge every member of Strategic Command to challenge instances of inappropriate behaviour, 
at all levels throughout the Command. I am acutely aware that when such instances do occur we 
must do more to deal with them effectively and prevent reoccurrences. To do this I need you all 
to support me in ensuring that our working environment is free from all forms of unacceptable and 
inappropriate behaviour, bullying and harassment and that the dignity of others is respected at all 
times. Everyday acts of inclusion and challenging inappropriate behaviour will be the foundation 
of the cultural shift that will see us build a more diverse and inclusive workforce and is something 
we can all take part in, so I would urge everyone to think what more you can do to help build an 
inclusive culture.  
 
It is imperative that we continue to deliver our vision of ‘an empowered, productive and personally 
and professionally fulfilled workforce’ through the implementation of our People Strategy. To 
support us in doing this I refer you to my Diversity and Inclusion statement for Strategic 
Command. This will be prominently displayed across our sites/units for us all to read and act 
accordingly. As the statement outlines, I expect us not only to challenge inappropriate behaviour, 
but also to be proactive in enabling and championing a diverse and inclusive environment through 
our individual and collective actions. This is critical if we are to feel supported, fulfilled and able 
to reflect our true selves at work.  
 
I welcome your views on how we can continue to progress this agenda and look forward to 
discussing this further as I continue my visit plan around the Command. I look forward to hearing 
from as many of you as possible, whether in person or by email and welcome the opportunity that 
the transition to Strategic Command presents to put a renewed focus on our greatest asset, our 
people and the significant benefits a diverse and inclusive workforce can deliver. 
 

General Patrick Sanders, Commander Strategic Command 

General Sir Patrick Sanders 
KCB CBE DSO ADC Gen 

 

https://eur01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.gov.uk%2Fgovernment%2Fpublications%2Fwigston-review-into-inappropriate-behaviours&data=02%7C01%7CMirren.McLeod102%40mod.gov.uk%7C94ab488102924ed3333708d7a8d6a38b%7Cbe7760ed5953484bae95d0a16dfa09e5%7C0%7C0%7C637163512122797667&sdata=2pO7bZcXkktS%2BAcESMOf1am%2BZPs7BakPHcNHG3m%2BSuk%3D&reserved=0
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1. Introduction 

Recognising that the transition to Strategic Command will be a time of change and growth, this 

plan sets out the Diversity and Inclusion (D&I) agenda for Strategic Command for the next 15-18 

months. It focuses on activity in the short-term; these actions will contribute to the longer-term 

goals of the Defence D&I Strategy and support the commitment to making the Command a 

more diverse, inclusive and satisfying workplace for us all.

2. The MOD Defence Strategy  

The MOD D&I Strategy 2018-30: A Force for 

Inclusion, sets out a commitment to the 

vision that: 

 

harnesses  

 

 

 
 

 

 

 
 

The delivery of the strategy’s objectives has been mapped to key priority areas outlined below.

3. Diversity and Inclusion within Strategic Command

3.1 Our Priorities 
 
The Command D&I priorities align with those in the MOD D&I strategy, while also recognising 
the unique joint forces environment. 
 

 

Defence Priority 1: Mainstreaming D&I within 
the Defence Operating Model 

 Our Priority:  Mainstreaming D&I 
within the Command Operating 
Model  

Defence Priority 2: Mainstream D&I within 
Defence culture and behaviours 

 Our Priority:  Mainstreaming D&I 
within the Command Culture and 
Behaviours  

Defence Priority 3:  D&I policies and guidance 

 Our Priority: Develop Command 
policies and guidance 

Defence Priority 4:  Outreach  

 Our Priority: Advance our outreach 
and external engagement  

“Defence harnesses the 

power of difference to 

deliver capability that 

safeguards our nation’s 

security and stability.” 

The Defence D&I Goals 

Goal 1: To be an inclusive employer 
where all staff can fulfil their potential and 
feel confident that their unique 
perspectives and talents will be valued. 

Goal 2: To be an organisation that, at all 
levels, appropriately represents UK 
society. 

Goal 3: To be recognised as a force for 
inclusion in wider society. 
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Summary: Our Priorities 
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## 

 

 

 

 

 

 

 

 

3.2 Our D&I Landscape  

This plan has been developed using data such the Command results for the People, Armed 

Forces Continuous Attitude (AFCAS) and Inclusion surveys, to identify our opportunities and 

challenges. Some of the key insights are given below. 
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People Survey AFCAS - officers AFCAS - other
ranks

Engagement Indices

Strat Com MOD

Priority 1: Mainstreaming D&I within 
Command Operating Model

- Robust assurance and governance

- Embedding D&I in strategy and planning

- Utilising data for insight/ to monitor 
progress

- Leveraging equality analysis

- Cohesion with TLB/ Defence D&I teams

Priority 2: Mainstreaming D&I within 
Command Culture and Behaviours

- Inclusive leadership

- Employee engagement and wellbeing

- Tackling inappropriate behaviours

- Training and development

- Talent and reward

- Progression and performance 
management

Priority 3: Develop Command D&I 
Policies and Procedures

- Policies and procedures as D&I drivers

- Improving accessibility and awareness

Priority 4: Advance Outreach and
Engagement

- Reputation for inclusion

- Supporting single Service / Civ HR 
outreach

- Exploiting communication channels

Strategic Command 

Diversity and Inclusion 



 

 

6 

c 

Areas of progress 

 Our Inclusion Survey results for 
military staff met or exceeded the 
MOD averages and met the MOD 
averages for our civilian staff.  

 Our engagement index from the 
People Survey 2019 shows an 
increase of 2 points over last year.  

 Our civilian gender split overall is 
balanced and significantly exceeds 
the MOD-wide level. 

 Promoting D&I issues and 
initiatives through our 
communications, such as the weekly 
Command Sway newsletter. 

 Representing the Command and its 
people at Defence-wide D&I working 
groups on and related areas that 
affect our people. 

Areas for improvement  

! Civilian staff report lower levels of 
inclusion compared to military staff. 

! Our reported numbers of ethnic 
minority, LGB1 and disabled staff is 
not representative of the population. 

! The proportion of civilian women 
begins to fall steeply above D grade. 

! Our D&I declaration rates need to be 
improved to fully understand the 
make-up of the workforce and bias in 
areas such as performance 
management. 

! The proportion of employees declaring 
a disability and achieving ‘exceeded 
objectives’ in the 2018/19 
performance year was 12% lower 
than those that did not. 

 

   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

74% 
of our staff agreed the MOD 
values individual differences 

81% 
of our staff answered that they 

feel treated fairly at work 

12% 
reported personally experiencing 

bullying or harrassment  

13% 
reported experiencing 

discrimination 

 

 

85% 
of Officers feel the discipline system is 

fair 

59% 
of non-comissioned Officers agree the 

discipline system is fair 

72% 
of personnel answered that they feel 

treated fairly at work 

11% 
reported experiencing bullying, 
harrassment or discrimination  

AFCAS 2019                  
Defence-wide Results                     

Inclusion Survey 2019                  
Command Results                      



 

 

7 

c 

The overarching aim for UK Strategic Command is to foster a diverse and inclusive workplace 

for both military and civilian staff. Whilst we are able to set and independently drive and deliver 

data-based improvements across our civilian population, the Command receives its military staff 

via the single Services. Whilst we don’t have direct control over D&I improvements within the 

Services, there are multiple ways that we can influence and enable, which this plan considers. 

Areas of focus include ensuring that every senior promotion board has a diverse panel; 

stipulating a diverse candidate list for military appointments wherever possible; and 

championing the proliferation of D&I initiatives across newly developing cohorts such as Cyber.    

3.3 D&I and our Values and Behaviours

The newly developed Command Values and Behaviours have D&I as a core element.  

It is represented through ‘Inclusion’ as one of its three pillars:

 
 
 
 
 
 
 

 
 
 
 
 
 
 

 

 

 

 

 

 

3.4 Command Higher Level Budgets (HLBs)

This plan provides high-level guidance and aims for D&I within the Command as a Top-Level 

Budget (TLB), to allow HLBs to develop their own plans to address the opportunities and 

challenges in their workforces. 

HLB-level People Survey results and other Management Information are available to increase 

understanding of their individual circumstances, so that they can better address them. 

 

 

 

 

 

“We create an 

inclusive 

environment of 

mutual respect and 

fairness in which 

everyone feels able 

to contribute.” 

 

Inclusion as a behaviour 

We will deliver this core value through the following 

behaviours: 

• We treat each other fairly and with respect  

• We are polite, positive and professional   

• We are mindful of others’ workloads and 

competing priorities   

• We share opportunities fairly and promote 

development for all   

• We praise our success and support the 

achievement of others  

Work to promote and embed the 
Command Values & Behaviours 
in our culture is included within 
the scope of this plan.  

 

Defence Strategy

Strategic 
Command Plan

HLB 
Plans



 

 

3 

c 

 

4. Delivering our priorities 

4.1 Strategic Command Priority Area 1:   
Mainstreaming D&I within the Command Operating Model 
 
We will exploit the transition from Joint 

Forces to Strategic Command, and the 

ongoing development of the Command 

Operating Model, as opportunities to embed 

diversity and inclusion in their foundations. 

 

This will involve ensuring that all Command 

decisions affecting our workforce undergo an 

Equality Analysis, streamlining our approach 

to D&I across the Command and better 

embedding D&I within our Governance 

structure (outlined in Section 5). 

 

It will also be important to improve the way in 

which we capture and analyse D&I data for 

the Command to assist our understanding of 

our diversity levels and employee experience 

and monitor our progress. This includes 

exploring how we can better understand the 

different challenges for and experiences of 

specific ethnic groups, and the impact of 

intersectionality. 

 

 

  

 

 
 
 
 
 
 
 
 
      
 
 
 

 

 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Delivery in Action 

Command Strategy 

Command  

Operating Model 

Command Plan 

Defence Strategy 

 
Strategy and data 

We will: 

• Further develop our links with the 
Command HLB, Single Service, 
Civilian HR and central MOD D&I 
networks, through more regular 
engagement. 

• Embed D&I within the Command 
Strategy, Op Model and Plan, 
including our project and 
performance management. 

• Establish a comprehensive D&I 
Dashboard for the Command to 
improve how we capture and 
analyse our data and to regularly 
monitor our progress. Work to 
expand this to include data for 
specific ethnic groups and 
intersectionality. 

• Produce a D&I Report following 
implementation of the activities 
within this plan and review of our 
progress.  

• Deliver targeted campaigns to 
increase declaration rates on 
protected characteristics across 
the Command. 

• Provide and promote guidance 
and tools for Equality Analysis. 
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4.2 Strategic Command Priority Area 2:   
Mainstreaming D&I within the Command Culture and Behaviours 
 

We will proactively seek and make use of 

opportunities to embed D&I further within our 

Command’s culture and behaviours. We will 

do this through tailored initiatives and 

engagement in Single Service and Civilian 

HR D&I activities. 

 

This will include a focus on employee 

engagement around D&I, inclusive 

leadership, launching and embedding our 

new Command Values and Behaviours, and 

addressing inappropriate behaviours.  

 

We will work to develop a more inclusive 

culture and provide a better experience for 

our existing employees. This will involve 

embedding D&I throughout the entire 

employee lifecycle; recruitment, induction, 

development, promotion, retention and exit.  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 

 
 
 

Delivery in Action 

“MOD policy states that any 
form of discrimination or 
harassment is totally 
unacceptable, unlawful and will 
not be tolerated, but that’s not 
just a policy position – it 
should be a personal principle 
that actuates us all.” 

Commander, Strategic Command 

Employee Engagement and 
Wellbeing  

We will:  

• Develop a Command D&I 
communications plan, which 
will include key initiatives and 
markers such as National 
Inclusion Week.  

• Review staff networks, scoping 
feasibility and demand where 
gaps exist. 

• Establish an ExCo Challenge 
Board to bring diversity and 
challenge to Command 
decision making.  

• Establish a reverse mentoring 
scheme for senior leaders to 
provide insight on staff 
challenges and views. 

• Improve signposting to 
Equality, Diversity & Inclusion 
Advisors and mediators across 
the Command. 

• Develop a Command 
Employee Wellbeing 
Programme. 

• Deliver the TLB-wide plan to 
address the findings from the 
Defence Inappropriate 
Behaviours Review. 

• Engage in and promote the 
Defence-wide work on staff 
empowerment 

Photo (left): Defence staff marking the 
International Day of People with Disabilities 
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Inclusive Leadership, Learning, Talent & 
Reward 

We will: 

• Promote role models and networks 
from protected and underrepresented 
groups across Defence. 

• Develop a D&I Champions Network to 
drive forward change across the 
Command.  

• Develop senior leadership individual 
D&I plans, setting out personal 
commitments within tenure. 

• Launch awards to recognise those 
furthering our Command Charter values 
and behaviours. 

• Make setting a D&I objective mandatory 
for all staff and provide best practice 
guidance for doing so. 

• Ensure the completion of D&I 
training by all staff. 

• Review and address lack of equality in 
In-Year Rewards and performance 
ratings for staff belonging to minority 
groups, and of different grades and 
ages. 

• Promote and facilitate participation in 
positive action and development 
pathways, including mentoring and 
senior sponsorship, to increase 
retention and progression. 

• Better understand any barriers to 
retention, promotion and development 
opportunities amongst our staff groups 
through targeted research work, 
including focus groups. 

• Analyse representation by grade to 
ensure diversity is increasing at all 
levels and put in place grade-related 
initiatives as required. 

• Promote greater diversity in gender, 
ethnicity and disability (including 
neurodiversity) through civilian 
recruitment and outreach, and work 
with the Services to drive diversity in 
military postings to the Command. 

 

 

Command Diversity                  
Where We Are Today                     

 
 
 
 
 
  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Delivery in Action 

 

98%

LGB1*

Declared
LGB

Not
declared
LGB

 

 

92%

Disability*

Declared
disability

No declared
disability

61%

Gender*

Female - C2
and above

Male - C2
and above

94%

Ethnicity
Declared
ethnic
minority

Not
declared
ethnic
minority

*Civilian only 

1 While current Defence reporting does 
not allow for the diverse range of SOGIEs 
(Sexual Orientations, Gender Identities 
and Expressions), the Command remains 
committed to ensuring that all personnel 
regardless of their SOGIE are treated 
inclusively and fairly. 
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We will: 

• Develop the Command D&I page within the 
People Hub to give all staff, especially 
managers, the resources and guidance to 
take positive action on D&I. 

• Establish and implement a clear process for 
D&I assurance at joint sites.  

 

 
 
 
 
 
We will:   

• Celebrate and mark key events such as 
National Inclusion Week through our 
communications channels. 

• Promote showcasing of our opportunities 
through appropriate recruitment channels, to 
further diversity and social mobility.   

• Support Single Service and Civilian HR 
outreach activity, including initiatives to further 
social mobility. 

 

4.3 Strategic Command Priority Area 3:   
Command D&I policies and guidance 

 
 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

We will use policy to drive greater diversity and 
inclusion in our workforce. We will also exploit and 
promote defence D&I policies and resources to 
further D&I. 

Delivery in Action 

We will develop the Command’s reputation as an 

inclusive employer and use outreach to help build a 

workforce that better represents the population we serve. 

Delivery in Action 

4.4 Strategic Command Priority Area 4:   
Advance our outreach and external 
engagement 
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4.5 Our Levels of Ambition

The Defence People Committee has asked all TLBs to set their own D&I Levels of Ambition 
(LOAs), to act as drivers in furthering D&I across the department and support the delivery of the 
Pan-Defence strategy. These will focus on key areas including recruitment, inclusion and people 
survey results, and levels of bullying and harassment. They will also allow us to measure and 
report on our progress in these priority areas. This will include analysis by grade to ensure 
diversity is increasing at all levels. 

Whilst Strategic Command has a mix of civilian and military personnel in their workforce, only 
civilian personnel are included in our LOAs. The single Services have developed their own 
LOAs for all personnel under their command, meaning that all Strategic Command military 
personnel will be captured within these.  

Through delivery on the priorities and actions identified above, we will work to meet the 
following LOAs by 2025: 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
These have been established based on current data, Defence and Civil Service comparisons, 
staff inflow and the representation of protected characteristics across the general population. 
Performance against these will be measured and reviewed on an ongoing basis. 
 
The full table of LOAs can be seen in Appendix A of this document. 
 
 
 
1 While current Defence reporting does not allow for the diverse range of Sexual Orientations, Gender Identities and 
Expressions (SOGIEs), the Command remains committed to ensuring that all personnel regardless of their SOGIE 
are treated inclusively and fairly. 

• Improve our People Survey engagement index to 68%. 
• Improve People Survey inclusion index to 80%.  
• Increase civilian declaration rates to the following: 

o Disability: 89% 
o Ethnicity: 94% 
o Religion or belief: 93% 
o LGB1: 93% 

• Increase representation across our civilian workforce amongst protected groups 
to the following:  

o Disabled –11.4% 
o Black and minority ethnic – 10%  
o LGB1 – 2.4% 

• Sustain female representation at 51%  
• Drive down reported instances of discrimination and bullying and harassment by 

half to 7% and 6% respectively. 
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5. Governance  

5.1 Accountability  
 
The Deputy Commander will be responsible for the delivery of the Command D&I plan, as the 
principal sponsor for the Strategic Command People function. 
 
Assurance will be provided by quarterly reporting to the People Sub-Committee, which will 
provide formal direction and approval as required. D&I is also a standing agenda item for the 
Command Executive Committee and Command Board. 
 
5.2 Progress monitoring  
 
This plan will be underpinned by an action matrix, drawing together the ‘delivery in action’ 
activities in this plan that will deliver the elements within the four priorities. This will include 
where responsibility for tasks lies, how successful delivery will be measured and the target 
timeframes for completion. Progress will be monitored against these by the Command D&I 
Working Group. This matrix will be circulated to HLBs and other stakeholders. 
 
5.3 Resourcing  
 
Any associated costs will be identified within the action matrices underpinning TLB plan, and the 
HLB delivery plans. This will allow for a business case or cases to be submitted. There will be a 
large focus, however, on better streamlining D&I within existing business process and activity. 
 
5.4 Next steps 

 
Following delivery and evaluation of the programme outlined through this plan and its action 
matrix, a further plan will be developed in early 2021. 
 

 

6. Resources 

6.1 Contacts and support  
 

In the first instance, staff should consult their organisation’s Workforce Advisor or D&I Lead if 
they require support or have queries related to D&I. 
 
If further support or assistance is required, please contact UKStratCom-
EmplopyeeExperience@mod.gov.uk. 
 
6.2 Useful links 
 

Strategic Command D&I Statement 

Strategic Command People Strategy 19-20  

Defence D&I Strategy  

 

  

https://modgovuk.sharepoint.com/sites/defnet/JFC/Documents/20200803-UKStratCom_Command_D_I_Statement.pdf
https://modgovuk.sharepoint.com/sites/defnet/JFC/Pages/Workforce.aspx
https://modgovuk.sharepoint.com/sites/defnet/HOCS/Documents/20180806-MOD_DI%20Plan_A4_v14_Final-U.pdf
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Appendix A 
 

Defence D&I Strategy Goal 1: 

To be an inclusive employer where everyone feels they belong, has equality of opportunity and 
is confident that their unique perspectives and talents will be heard and valued.    

Objective 1 - Engaging and valuing 
Defence People 

People Survey 

Engagement Index 
Inclusion and fair 

treatment 

Current 2025 2030 Current 2025 2030 

Levels of Ambition Levels of Ambition 

All Staff 62% 68% 74% 76% 80% 84% 
 

 

 

 

 

Defence D&I Strategy Goal 2: To be an organisation that appropriately represents UK 
society at all levels. 

Objective 2 - 
Understanding the 

Diversity of our 
People - By 2030 at 

least 98% of will have 
recorded data for: 

Declaration Data 

Ethnicity 
Sexual 

Orientation 
Religion or Belief Disability 

Current 2025 2030 Current 2025 2030 Current 2025 2030 Current 2025 2030 

Levels of Ambition Levels of Ambition Levels of Ambition Levels of Ambition 

Civil Servants 90% 94% 98% 88% 93% 98% 88% 93% 98% 82% 89% 98% 

Objective 3 - Significant 
reductions in BHD scores 

People Survey 

Discrimination Bullying or Harassment 

Current 2025 2030 Current 2025 2030 
Levels of Ambition Levels of Ambition 

All Staff 13% 7% <5% 12% 6% <5% 

Objective 4 - 
Increasing 

representation 
of under-

represented 
groups at all 

levels. By 
2030 we will 

have 
significant 

improvements 
in: 

Levels of Ambition Levels of Ambition Levels of Ambition Levels of Ambition 

Female BAME LGB1 Disabled 

Current 2025 2030 Current 2025 2030 Current 2025 2030 Current 2025 2030 

All Staff 52.8% ~51% ~51% 5.9% 10.0% 11.6% 2.0% 2.5% 2.8% 8.3% 11.4% 12.6% 

SCS 26.4% 46.3% 50.1% 3.8% 11.4% 12.6% 3.8% ≥2.9% ≥2.9% 9.4% 12.4% 13.2% 

 Female BAME LGB Disabled 

Inflow  55.8% 51% 51%  9.3% 12.6% 12.6%  3.2% ≥2.9% ≥2.9%  7.2% 13.4% 13.4% 

Inflow to 
SCS 

  51% 51%   13.2% 13.2%   ≥2.9% ≥2.9%   13.4% 13.4% 
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Notes: 

 

• 1 Current Defence reporting provides for declaration of LGB and other sexuality. While 
this does not capture the diverse range of Sexual Orientations, Gender Identities and 
Expressions (SOGIEs), the Command remains committed to ensuring that all personnel, 
regardless of their SOGIE, are treated inclusively and fairly. 

• LOAs are based upon the aim for all recruitment inflow to be representative of the 
working population and assume the organisation size remains stable. SCS turnover is 
much higher than that for all staff overall. ‘Current position’ reflects April 2020 workforce 
data. 
 

• Inflow aims:  
 

o 51% female and 49% male as per the UK population (UK Census 2011). As the 
Command overall currently slightly exceeds this, our level of ambition for all staff is 
to remain close to 51% female. 
 

o 12.6% BAME for all staff, reflective of the working population (Gov.uk 2019).  
 

o 13.2% BAME for SCS in line with the Civil Service target for SCS inflow. 
 

o 13.4% disability for all staff and SCS, reflective of the working population (Gov.uk 
2019). 

 
o 2.6% LGB and other sexual orientation reflective of the the UK population age 16+ 

(ONS 2018). 
 

• Diversity declaration rates include those who have formally recorded their choice not to 
disclose this information. The 98% target by 2030 is Defence wide. 
 

• People Survey ambitions are based on high performing MOD areas/ Civil Service 
departments. 
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