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Strategic Context  

This DIO Diversity and Inclusion Strategy 

supports the MOD Diversity and Inclusion 

Strategy 2018-2030. The goals and 

objectives in this strategy clearly set out 

where we need to see change: focusing on 

building a more inclusive workplace for all; 

increasing diverse representation at all 

levels; and improving outreach into the 

wider community.  

Equality Legislation  

The strategy is underpinned by the 

Equality Act 2010 which legally protects 

people from discrimination in the workplace 

and in wider society. Following the Act 

coming into force, a specific legal duty was 

imposed on public authorities to have ‘due 

regard’ to the need to:  

• Eliminate unlawful discrimination, 

harassment and victimisation and any 

other conduct prohibited by the Act. 

Advance equality of opportunity 

between people who share a protected 

characteristic and those who do not.  

• Foster good relations between people 

who share a protected characteristic 

and those who do not.  

• This general duty covers the nine 

protected characteristics: age, 

disability, gender reassignment, 

pregnancy and maternity, race, religion 

or belief, sex and sexual orientation 

and marriage or civil partnership status. 

Definitions 

The following understanding of the terms 

“equality, diversity and inclusion” have 

informed the development of this strategy. 

Equality   

The action of ensuring individuals and 

groups are treated fairly and equally. This 

involves taking into account the different 

experiences and needs of all, particularly in 

relation to protected characteristics. 

 

Diversity   

The ways in which we all differ including 

(but not limited to) our race, ethnicity, 

religion, beliefs, physical attributes, 

disabilities, sex, gender identity, sexual 

orientation, age, socio-economic 

background, life experiences (including 

marriage, civil partnership, pregnancy and 

maternity), skills and the way we think and 

do things. 

Inclusion  

The action of embracing these differences. 

Inclusion is about valuing and harnessing 

people’s unique backgrounds, talents, 

perspectives and insights for the benefit of 

individuals and the organisation. 

Why Diversity & Inclusion is 

important to DIO  

DIO aims to be an employer of choice 

through recognising, supporting, 

encouraging and celebrating diversity in all 

its forms. In doing so, we make a clear link 

between diversity and the successful 

delivery of Defence outputs by delivering a 

range of benefits which are outlined in the 

table below: 
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Our D&I Vision and Goals 

DIO’s vision is to be recognised as an 

inclusive employer that respects difference, 

attracts talent from all areas of society, 

embraces equality of opportunity and 

always challenges unacceptable 

behaviour.  DIO’s outputs should be 

delivered by the right mix of capable and 

motivated people that appropriately 

represents the breadth of the society we 

operate within and recruit from.  This vision 

reflects our recognition that the 

recruitment, retention and inclusion of 

individuals with diverse skills, perspectives 

and backgrounds will bring real strength to 

the organisation, wider MOD and society.  

Our D&I Objectives  

We will achieve this vision by focussing on 

three strategic goals. We will understand 

whether we are making progress towards 

this vision and goals by measuring against 

the objectives set out below. These focus 

on the areas to which we need to pay most 

attention in order to ensure we are having 

the greatest impact on our D&I 

performance. 

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.  

Objective 1 - Engaging and valuing our 

people. By 2030 we aim to achieve 

significant improvements in our 

performance against the MOD’s inclusion 

metrics and standards and monitor scores 

against the annual People Survey.  

Objective 2 – Understanding the diversity 

of our people. By 2030 we want at least 

98% of our staff to have recorded personal 

diversity data on HRMS for ethnicity, 

gender, sexual orientation, religion/belief 

and disability.  

Objective 3 – Eliminating bullying, 

harassment and discrimination. By 2030 

we aim to have achieved significant 

reductions in bullying/harassment and 

discrimination (measured through scores 

reported in the People Survey). 

By 2030 we aim to have achieved:  

1. Significant reductions in the gap 

between scores for men and women; 

BAME and non- BAME; 

Lesbian/Gay/Bisexual/Transexual(LGBT). 

2. Significant reductions in gaps between 

annual appraisal performance scores for 

men and women; BAME and non-BAME; 

LGBT and heterosexual; disabled and non-

disabled.  

3. At least 95% of staff up to date with 

mandatory D&I training (by 2030). 

4. Significant reductions in the number of 

upheld complaints, employment tribunals 

and grievances successful against DIO 

related to discrimination 

5. All DIO decisions that may affect people 

are taken with reference to an accurate 

and meaningful Equality Analysis (EA).  

6. An improved understanding of the 

relationship between age and inclusion. 

7. All DIO staff being held to account for 

D&I in their performance reporting 

processes. 

Goal 2 - To be an organisation that, at 

all levels, appropriately represents UK 

society.  

Objective 4 – Increasing representation of 

under-represented groups at all levels. By 

2030 we aim to have achieved significant 

improvements in:  

1. The percentage of female, BAME, 

disabled and LGBT staf in the DIO. 

2. The percentage of female, BAME, 

disabled and LGBT personnel at SCS 

level. 

Goal 3 - To be recognised as a force for 

inclusion in wider society.  

Objective 5 – Improvements in the 
reputation of Defence. By 2030 we aim to 
have achieved:  
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1. Significant reductions in the gap 
between ‘favourability’ scores for men and 
women; BAME and non-BAME; LGBT and 
heterosexual; disabled and non-disabled 
personnel for the statement ‘regard 
DIO/MOD favourably’. 

Four Priority Areas  

These will be the fundamental building 

blocks for creating an equal, diverse and 

inclusive workforce where everyone feels 

genuinely valued and supported at work. In 

turn, we hope this will lead to greater 

diversity, more creativity and innovation 

and higher organisational performance. 

This Diversity and inclusion strategy sets 

out how we will create an equal, diverse 

and inclusive place to work. This strategy 

is focused on four priority areas:  

1. Mainstreaming Diversity and 

Inclusion (D&I) within the organisation - 

To embed D&I into everyday business 

processes, programmes, policies and 

strategies.To improve, recognise and 

reward inclusive leadership and address 

the culture that tolerates unacceptable 

behaviour. This includes: visible leadership 

commitment at all levels of the 

organisation; support to diverse groups 

through activities such as mentoring, 

reverse mentoring and engagement with 

Employee Support Networks; and creating 

a culture where unacceptable behaviour is 

always challenged.  

2. Inclusion for everyone – 

Mainstreaming in Diversity and Inclusion 

culture and behaviours and promote 

inclusion is for everyone with actions to 

reduce bullying and harassment in DIO. 

3. Diversity and Inclusion Policies and 

Guidance - clear commitment from Senior 

Leadership of DIO’s intent and provision of 

direction and guidance on issues affecting 

protected characteristic groups in the 

organisation. 

4. Outreach - To invest in and co-ordinate 

outreach and awareness programmes to 

influence the external environment in which 

DIO operates, recognising the need for 

reputation and attraction management. 

This includes developing an understanding 

of the factors that influence how attractive 

we are as an employer and then applying 

these to focus effort and resources.  

D&I Actions  

1. Improve Attraction & Selection - 

Increase the attraction of DIO’s 

Employment Brand and fairness of 

selection panels to increase the diversity of 

the workforce by increasing the recruitment 

of people with protected characteristics. 

This will involve: 

a. Reviewing the recruiting process to 

increase attraction from protected 

characteristic groups and maintaining this 

interest during the recruiting process.  

b. Raising public profile of DIO, engage 

with local education establishments and 

improve attraction activity including 

recruitment methods.  

c. Promoting DIO as an inclusive employer 

offering development opportunities and 

career progression based on merit.  

d. Fairer interview panels to enable 

progression of staff from diverse 

background Promoting business benefits of 

recording personal data on HRMS.  

2. Inclusion is for Everyone - Promote 

inclusion is for everyone with actions to 

reduce Bullying & Harassment in DIO:  

a. Encourage all DIO staff to discuss 

diversity and inclusion openly with their 

colleagues and promote Diversity and 

Inclusion as a regular agenda item for 

team meetings.  

b. Introduce a Bullying & Harassment 

Action Plan, support challenge to 

unacceptable behaviour and provide 

additional support networks.  

c. Promoting business benefits of recording 

personal data on HRMS.  

d. Improving retention by identifying and 

dealing with issues that negatively impact 
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on the retention of staff, with a specific 

focus on protected characteristic groups. 

This includes a focus on reducing 

unacceptable behaviour, improving 

confidence in the complaints process and 

improving flexible working provision.  

e. Identify and remove barriers to the 

progression of staff with protected 

characteristics to ensure their 

representation is proportionate across the 

grades. This aims to increase visible 

diversity at senior grades and support the 

development of under-represented groups 

through programmes such as Positive 

Action pathways and mentoring. 

f. Improve, recognise and reward inclusive 

leadership and address the culture that 

tolerates unacceptable behaviour. This 

includes: visible leadership commitment at 

all levels of the organisation; support to 

diverse groups through activities such as 

mentoring, reverse mentoring and 

engagement with Employee Support 

Networks; and creating a culture where 

unacceptable behaviour is always 

challenged.  

3. Increase Cultural Awareness - Improve 

DIO’s Diversity and Inclusion Cultural 

Awareness:  

a. Development of the existing diversity 

and inclusion staff networks and establish 

other networks if required.  

b. Introduce a Mutual Mentoring 

Programme  

c. Educate and inform all staff through 

awareness events, a progressive web 

portal, case studies and the annual Lived 

Experience Event.  

d. Development and monthly tracking of 

D&I KPIs.  

e. Continue to focus on embedding D&I as 

part of normal business and making it part 

of the culture and behaviours of the whole 

organisation.  

 

Why we want to do this 

DIO aims to be an employer of choice 

through recognising, supporting, 

encouraging and celebrating diversity in all 

its forms. In doing so, we make a clear link 

between diversity and the successful 

delivery of Defence outputs by delivering a 

range of benefits which are outlined below:  

People feel: 

• valued and included at work for who 

they are 

• supported by colleagues, line 

managers and leaders 

• confident that people-practices and 

policies are fair and inclusive 

• respected and safe from prejudice, 

stereotyping, bullying, harassment, 

and discrimination 

• reassured that all forms of non-

inclusive behaviours counter to DIO 

values are challenged 

The outcome of which will be: increased 

employee satisfaction and retention 

because our people feel valued, respected 

and included. 

Innovation and creativity are enabled by: 

• the celebration of different 

perspectives, which inform the 

development of new or enhanced 

projects and policies 

• an open culture which supports 

individuals to take new 

opportunities and work creatively 

• embracing diverse ways of working 

for example flexible working 

The outcome of which will be: a creative, 

responsive, agile and innovative workforce. 

Individual and organisational performance 

is high because: 

• support is provided for all 

individuals to realise their full 

potential 
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• there is higher individual wellbeing, 

engagement and in turn, higher 

productivity 

• core values and inclusive 

behaviours are shared 

• the selection and development of 

people is effective in ensuring 

individuals with the right skills are in 

the right role at the right time 

• an open culture enables the 

organisation to be more agile and 

respond to change 

The outcome of which will be: a high 

performing organisation delivering an 

efficient service. 

Implementing the Strategy  

The outcomes in this D&I Strategy will be 

achieved through the implementation of the 

DIO D&I Delivery Plan which is at Annex A.  

The 2018-30 MOD D&I Strategy commits 

TLBs to setting their own Levels of 

Ambition (LOAs) against the Strategy’s 

objectives. The Delivery Plan sets out what 

we intend to do within each of the four 

priority areas for action to deliver against 

their objectives, commitments and 

associated levels of ambition.  

The DIO has appointed a 2* D&I Champion 

(Gen Nick Cavanagh) to oversee the 

implementation of the D&I Strategy with 

D&I champions appointed in each 2* 

Business Area to work with the People 

Team and DIO diversity network 

champions to drive and enable the 

implementation of the D&I Delivery Plan. 

More widely, however, everyone has a 

personal part to play in achieving the 

required outcomes and this is reflected in a 

mandatory D&I PAR objective.  

Best practice and external benchmarking 

activities will be used to assess progress 

and to identify specific interventions that 

will promote culture and behaviour change.  

Our staff D&I Networks play a vital role in 

supporting our people and in driving the 

D&I agenda across the organisation. DIO 

has appointed a volunteer senior 

Champion for each network to provide 

support and to generate visibility through 

advocacy at a senior level. 

DIO D&I Strategy Outcomes  

By 2030, the following outcomes are to be 

achieved:  

1. The business criticality of an inclusive 

working culture and a diverse workforce 

will be understood across DIO.  

2. All staff will play their part in creating an 

inclusive culture and improving diversity. 

DIO will be recognised as an organisation 

that values D&I, so making it a more 

attractive employer to a wider section of 

society.  

3. DIO will see an increasing proportion of 

recruits from formerly under-represented 

parts of society and, once recruited, these 

people will be retained in the workforce for 

longer.  

4. DIO will have a larger proportion of staff 

from protected characteristic groups 

progressing throughout the organisation.  

5. DIO senior leadership will be advocates 

for D&I as part of good leadership 

behaviour. Advocates and senior D&I 

Champions, for specific protected 

characteristics, will act as ambassadors for 

culture and behavioural change.  

Measurements of Success  

1. DIO attracts a diverse range of 

candidates and appointments and we meet 

the targets (KPI’s) for representation of 

staff in BAME, Disabled, LGBT, Gender 

categories.  

2. There is a sustained increase in D&I 

declaration rates on HRMS.  

3. DIO routinely achieves 95% completion 

rate for all mandatory D&I training at all 

levels.  
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4. DIO managers demonstrate a high level 

of awareness of cultural diversity in 

managing their staff.  

5. Everyone is comfortable talking about 

D&I and challenging inappropriate 

behaviour at all levels (Reflected in People 

Survey).  

6. DIO Senior Leaders and line managers 

regularly role model inclusive behaviour, 

resulting in reduced Bullying & 

Harassment.  

Trends and progress towards the 

achievement of the required outcomes will 

be measured by a dashboard of 

appropriate KPIs. The dashboard will 

include a range of metrics such as:  

Personnel Data: Statistics identifying:  

• Inflow, outflow and progression by 

protected characteristic.  

• Number of individuals who have 

made declarations.  

• Performance management 

outcomes drilled down to protected 

characteristics.  

• Senior Leaders who have attended 

the mandatory training.  

• Wider staff completion of 

mandatory training.  

Behaviours: Assessments of:  

• Formalised recognition of desired 

D&I behaviours.  

• Trends around D&I related 

complaints and incidents.  

• Identification and activity of D&I 

champions and role models.  

Climate and Attitudes: While more difficult 

to measure, we will seek to develop 

appropriate metrics and methods to assess 

the climate and culture of the organisation 

and specifically to identify the “lived 

experience” of individuals within DIO. 

Governance  

For D&I to be considered as an integral 

part of all DIO business, it needs to be 

embedded throughout its governance 

rather than treated separately. This will be 

supported by a quarterly D&I Steering 

Group attended by the D&I Champions in 

each 2* Business Area and the Champions 

for each D&I staff network. This is chaired 

by the 2* DIO D&I Champion and will 

ensure coherence and track progress 

against the D&I Delivery Plan. Working 

level forums will be developed as required. 

The People Team will lead on external 

engagement  and reporting to ensure that 

w remain aligned with MOD and wider 

Civilian HR policy and plan.  

The DIO Executive Committee will receive 

a report on progress towards the desired 

outcomes on a quarterly basis and issue 

direction as required. As part of its 

commitment to D&I, the DIO Executive 

Committee has issued a Diversity and 

Inclusion Statement; this is at Annex B.  

Resources  

The DIO D&I Strategy and Delivery Plan 

will be resourced through the DIO People 

Team with most of the tasks within the D&I 

Delivery Plan being delivered through the 

existing DIO People Plan. This will include 

dedicated D&I staff accountable for the 

successful delivery of the outcomes within 

this Strategy. There will a funding 

requirement for D&I events, outreach, 

training etc. to support the implementation 

of the plan which will be bid for through the 

usual financial budgeting process. We will 

work in collaboration with appropriate 

external organisations involved in D&I and 

other Government Departments to share 

best practise and innovation. 

 

 

 

 

Revised August 2019 
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Annex A - DIO DIVERSITY & INCLUSION DELIVERY PLAN - 2019-2020  

Ref Objective Activity Lead Milestones  
 
 

Intended Outcome 

1. Mainstreaming Diversity and Inclusion (D&I) within the organisation - To embed D&I into everyday business processes, programmes, 
policies and strategies. 
 

1.1  Embed consideration of 
D&I into DIO People 
Strategy and DIO talent 
development schemes. 

Collaborate with DIO People 
Team Leads to ensure reference 
to D&I is routinely considered in 
all new and reviews of existing HR 
strategies. 

D&I Lead & 
People Team 
Leads 

Feb 19: Publication of DIO People 
Strategy  

D&I integrated into People Team 
strategies and talent development 
programmes. 

1.2 Scope requirements to 
achieve C2E Maturity 
Accreditation June 2020. 
 

Arrange C2E maturity projects to 
prepare DIO leadership, staff, 
Line Managers and D&I Networks 
for assessment in 2020. EDIAs 
conduct Climate Assessments at 
DIO sites. 

D&I Lead & 
PT Leads & 
D&I Network 
Leads 

To be defined. D&I Networks 
mature, EDIA, MHFA & Trusted 
Colleague Networks established 
at all Hubs and D&I comms 
channels established. 

DIO achieves C2E accreditation. 

1.3 Promote benefits of 
diverse interview panels.  

Develop resources for Line 
Managers to improve awareness 
and consideration of the benefits 
of D&I in recruitment and the role 
of an Independent as part of a 
diverse interview panel. 

D&I Lead, 
D&I Network 
Leads & PT 
Leads 

Independents List added to DIO 
D&I intranet 
Jul 19: People Team promotional 
campaign. 

Staff understand how to find an 
Independent. Recruitment panels 
reflect the diversity of workforce 
desired. 

1.4 Ensure all DIO staff 
including SCSs complete 
their Mandatory D&I 
training. 
 

Develop targeted messages to 
increase Mandatory Training 
including unconscious Bias. 
Senior Officer Equality Diversity 
and Inclusion (SOEDIL) course. 

D&I Lead Jun 10: Sep 19 & Dec 19: Report 
to D&I Steering Group. 

Mandatory Training targets are met 
or exceeded. Increased 
understanding of appropriate 
behaviours. 

1.5 DIO Communications 
Strategy takes account of 
D&I. 

Develop effective collaborative 
working mechanisms with Comms 
Team. 

DIO Comms 
Team & DIO 
D&I Lead 

Jun 19: DIO D&I Comms Strategy 
reflected through internal and 
external DIO communication 
channels. 
 

DIO publication content and 
imagery reflects a diverse 
community and workforce. 

2. Inclusion for everyone – Mainstreaming in Diversity and Inclusion culture and behaviours and promote inclusion is for everyone with 
actions to reduce Bullying & Harassment in DIO.  
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2.1 Improve cultural 
awareness of Line 
Managers and provide 
guidance on role 
modelling inclusive 
behaviours and creating 
diverse teams. 

Develop resources and content 
for Line Manager’s to emphasise 
the importance of D&I in LM 
practice. 

D&I Lead Ensure relevant D&I resources 
are published Line Manager 
Monthly communications once a 
quarter. 

Individuals are motivated to declare 
D&I data. Increase in declaration of 
diversity details (Race, Gender, 
Disability & LGBT) on HRMS. 

2.2 Improve recording of 
personal data on HRMS. 
 

Emailed message from D&I rep 
on D&ISG to their wider teams to 
encourage completion of diversity 
declarations. 

D&I Lead Jan 19 & Jun 19: D&I SG reps 
message to colleagues. 

Participants self-challenge and 
reflect using other people’s 
experience and insight.  

2.3 Enable Senior Leader 
(SCS-B2) to gain a better 
understanding of the lived 
experience of staff from 
diverse backgrounds. 

Produce supporting material 
Request volunteers 
Launch. 

D&I Lead May 19: Launch Mutual Mentoring 
Programme. 
Feb 20: Evaluate Programme. 

Staff acknowledge and celebrate 
commonalities as well as difference 
and are comfortable in discussing 
diversity and inclusion with their 
colleagues. 

2.4 Enable staff from all 
backgrounds to feel they 
can bring their whole self 
to the workplace.  

Celebrate national and 
international awareness 
campaigns.  

D&I Lead & 
People Team 
Lead 

Feb 19: LGBT History Month 
Mar 19: Disabled Access Day & 
International Transgender Day. 
May 19: Ramadan, Passover & 
Easter awareness 
Jun 19: Pride Month 
Oct 19: Black History Month 
Nov 19: International Men’s Day 
Dec 19: International Day of 
People with Disabilities & 
Christmas Carols 

Raised awareness of background 
of colleagues from diverse 
backgrounds and the challenges 
faced by them. 

2.5 Raise awareness of the 
challenges faced by staff 
from the various diversity 
groups and how they have 
succeeded in overcoming 
obstacles.   

Facilitate DIO 3rd D&I ‘The Lived 
Experience’.  
 

D&I Lead & 
D&I Network 
Leads 

May 19: The DIO Lived 
Experience D&I conference 
 

Individuals recognise others for the 
contributions they make. 

2.6 Highlight the importance 
and value of inclusion in 
the workplace. 
 

Facilitate education and 
awareness campaigns during 
National Inclusion Week. 
Organise a week of workplace 
activities at all DIO Hubs. 

D&I Lead & 
D&I Network 
Leads 

Sep 19: Annual National Inclusion 
Week 

Inappropriate behaviour is 
challenged and   investigated to 
address areas of concern. 
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2.7 Encourage a culture of 
challenge to inappropriate 
behaviours in the 
workplace. 

Bullying Harassment and 
Discrimination awareness 
campaigns, promote role of 
Trusted Colleagues, EDIAs, 
MHFA awareness. Implement 
Bullying & Harassment action plan 
and support challenge to 
unacceptable behaviour. 

 

D&I Lead & 
People Team 
Leads 

Conduct focus groups across 
Networks to explore why, when 
and how people challenge, and 
what can be done to influence 
this. 
Nov 19: Anti Bullying Week - BHD 
awareness campaigns. Promote 
and position the available 
networks (e.g. EDIA, Trusted 
Colleague Network) so that 
people can access support more 
readily. 
 

 DIO is a place where people feel 
safe and supported, where bullying 
and harassment is not tolerated, 
and staff challenge poor behaviours 
at all grades and levels. 
 

3. Diversity and Inclusion Policies and Guidance - Clear commitment from Senior Leadership of DIO’s intent and provision of direction and 
guidance on issues affecting protected characteristic groups in the organisation. 
 

3.1 Ensure DIO Diversity and 
Inclusion Strategy aligns 
with MOD Strategy. 

Regularly review DIO D&I 
strategies and policies in 
accordance with new or revised 
MOD policy. 

D&I Lead  Oct 18: Publish revised policy DIO D&I governance aligns with 
MOD strategy  

3.2 Equality Analysis 
awareness and education.  

Equality Analysis policy is 
communicated across DIO and 
new staff made aware during 
Induction Training. Advice on 
completing Equality Impact 
Assessments provided by EDIAs 
and compliance is checked 
through DIO Assurance and Audit 
processes. 

D&I 
Lead/EDIAs 

Oct 18: EA guidance published.  
Apr 19: EA Workshop. 
D&I Assurance assessment every 
6 months. 

Impact Assessments are integrated 
into planning and decision-making. 
Consultation with D&I Networks 
and Trade Unions takes place. 

3.3 Ensure DIO D&I Networks 
have appropriate 
governance and action 
plans aligned to DIO D&I 
Strategy. 

Establish monthly & quarterly 
meetings for DIO Network leads. 
Refine cross-network agenda to 
deliver coordinated impact. 
Publish guidance on the 
governance of DIO staff networks 

D&I Lead Nov 18: Guidance for DIO D&I 
Networks published 
Jan 19: D&I Network elections  

Staff D&I Networks have robust 
governance and contribute to 
fostering an inclusive working 
culture. 
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involved in supporting colleagues 
from the protected characteristics. 

3.4 DIO D&I Networks are 
supported and developed. 

Engage and support staff D&I 
Networks through advocacy from 
Senior Leadership. 

D&I Lead & 
D&I Network 
Champions 

Quarterly D&I Steering Group 
meetings 

Networks have a route to raise 
awareness of the issues affecting 
staff and target appropriate support. 

3.5 Ensure policies are in 
place to provide 
appropriate support to 
staff with specific 
requirements related to 
their protected 
characteristic. 

Promote awareness of processes 
in place for staff to request 
assessments for reasonable 
adjustments. Increase 
understanding of Maternity, 
Paternity and Adoption Leave 
policies.  

D&I Lead & 
DIO Network  

Support introduction of DIO 
Carers Passport for staff with 
these responsibilities 

Staff and Line Managers are better 
informed and provided with 
appropriate support and resources. 

3.6 Ensure staff are not 
adversely affected by 
performance appraisal 
policies and processes. 
   

Monitor and analyse performance 
appraisal outcomes data for staff 
from the protected characteristics 
and recommend mitigation action.  

DIO D&I 
Lead & DIO 
D&I 
Networks 

Quarterly: report on D&I 
mandatory training completion by 
LMs.  

Performance results monitored for 
adverse impact on protected 
characteristics and mitigation action 
taken. 

3.7 Increase applications to 
DIO, MOD and Civil 
Service talent and 
development schemes 
from staff in minority 
groups. 

Promote talent development and 
Positive Action initiatives and 
encourage minority staff to take 
part. 

D&I Lead & 
D&I 
Networks 

DIO Mutual Mentoring 
Programme; 
MOD Positive Action Pathway; 
CS Shadowing Programme. 

Staff are informed about the 
availability of development 
schemes and support 

4. Outreach - To invest in and co-ordinate outreach and awareness programmes to influence the external environment in which DIO operates, 
recognising the need for reputation and attraction management. This includes developing an understanding of the factors that influence how 
attractive we are as an employer and then applying these to focus effort and resources.  

 

4.1 Establish recognition of 
the DIO Brand amongst 
potential recruitment 
resources. 

Facilitate outreach visits to 
Universities, colleagues and 
schools to improve attraction 
activity including promotion of DIO 
as an inclusive employer. 

D&I Lead Sep 20: Establish a DIO presence 
at local University Open Days and 
Recruitment Fairs. 

Increased awareness of the role of 
DIO and career opportunities 
amongst next generation. 

4.3 Use of external 
recruitment websites to 
attract recruit from diverse 
backgrounds. 
 
 

DIO D&I Networks engage with 
People Team Recruitment Lead to 
explore diverse sources and 
websites for future campaigns. 
 

D&I Network 
Leads & PT 
Recruitment 
Lead 

Dec 19: Regular collaboration 
between DIO Recruitment Team 
and DIO DD&I Networks to make 
informed decisions on use of 
external websites to target 
specific audiences. 

Increased awareness of the role of 
DIO and career opportunities 
amongst target audience. 
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Annex B - DIO Executive Committee Diversity and Inclusion Statement 

 

DIO Diversity and Inclusion Statement 

 

The members of DIO’s Executive Committee are committed to leading a diverse and 

inclusive organisation where all our people thrive. Attracting and successfully managing a 

workforce that reflects our diverse society is essential to the DIO’s operational success.  

The benefits include:  

• Improved workforce engagement and morale  

• Better access to and utilisation of talent  

• Greater cultural understanding between ourselves, our customers, our suppliers and 

the environment within which we operate  

• Different perspectives ensuring more effective decision-making  

• Greater trust and support from the wide range of communities within society  

• An enhanced reputation from a recognition that the DIO values its staff and treats 

them fairly  

 

To achieve a culture in DIO where all our people thrive and feel safe and valued, we will:  

• Be visible in our leadership and set the highest example for others  

• Actively champion diversity and promote inclusive leadership  

• Ensure diversity and inclusion is formally considered in our decision-making  

• Hold managers to account for their diversity and inclusion performance  

• Complete all D&I related mandatory training  

 

In turn, we expect our staff, contractors and partners to:  

• Treat everyone as an individual, fairly and in a consistent way  

• Provide equality of opportunity  

• Respect difference  

• Challenge, and where appropriate, report unacceptable behaviour – no bystanders  

• Commend individuals who demonstrate high standards of behaviour  

• Complete mandatory training and encourage a wider awareness of D&I issues  

 

Signed by the DIO Executive Committee 


