Judicial Appointments Commission (JAC)
Equality Act 2010 – Compliance with the general equality duty
Background

Equality and fair treatment is at the centre of all the JAC does. 
The JAC makes significant efforts to ensure our processes are fair and all applicants receive equal treatment. 
The JAC is an independent Commission that selects candidates for judicial office in courts and tribunals in England and Wales, and for some tribunals whose jurisdiction extends to Scotland or Northern Ireland. 

Under the Constitutional Reform Act 2005, the JAC has a statutory duty to:
· select candidates solely on merit;
· select only people of good character and 
· have regard to the need to encourage diversity in the range of persons available for selection
In addition to our duty under the Constitutional Reform Act 2005, the Equality Act 2010 applied a general duty to public authorities to: 

· eliminate unlawful discrimination, harassment and victimisation; 

· advance equality of opportunity between different groups and 

· foster good relations between different groups 

The JAC is also subject to specific duties set out in regulations which came into force on 10 September 2011, which, require it to publish relevant, proportionate information demonstrating compliance with the equality duty and to set specific, measurable equality objectives.
This statement outlines the work the JAC undertakes, which demonstrates our compliance with the general duty.
Equality Objectives
In line with the JAC’s commitment to equality and diversity and our duty under the Equality Act, we have developed a challenging set of equality objectives which can be viewed at http://jac.judiciary.gov.uk/about-jac/1693.htm.The objectives outline the steps we will take to further equality and diversity. These were considered and developed with the input of JAC partners and key interested parties. The objectives will be reviewed annually and progress reported in the Annual Report.  
Equality assessments

Although not required by the Equality Act, the JAC conducts rigorous equality assessments of all new and amended internal policies, as well as processes and practices related to the selection exercise programme. We ensure that fairness and equality are considered and embedded at every stage of their development. 
In addition to internal validation and audit, representatives of the legal profession scrutinise material used in the selection exercises to further assure that the JAC selection process is fair and free of bias against any group.
A list of equality assessments is available at http://jac.judiciary.gov.uk/about-jac/1252.htm
Equality Checks

The JAC monitors the progression of candidates by gender, ethnicity, disability and professional background throughout the selection exercise process. Equality checks take place at the application, shortlisting and selection day stages of each exercise, to detect any unexpected or concerning trends. If, at any stage there is an unexplained disproportional ‘drop out’ of any particular group, the exercise may be halted and a full analysis undertaken. Following the findings, remedial action is taken where appropriate and the exercise will then continue
Panel composition and training
All those who sit on JAC Selection Panels receive equality and diversity training as part of bespoke training which is delivered before each exercise. This reflects best practice in the provision of diversity training. Training is adapted from a core package for each exercise to reflect its individual needs. Review and revision is therefore built into the process. JAC panels are made up of lay and judicial members.
Publication of statistics

As part of the obligations set out in the Statistics and Registration Services Act 2007 http://www.legislation.gov.uk/ukpga/2007/18/contents and associated secondary legislation, the results of completed selection exercises, are published by the JAC.  Particular emphasis is placed on reporting the progress of statistically significant under-represented groups by gender, ethnicity, disability and professional background. The publication of this information ensures that the JAC is transparent with regard to  its performance on equality, allows public scrutiny and ensures that it is accountable. These safeguards eliminate, as much as possible, the discrimination, harassment and victimisation prohibited by the Act. Statistics can be viewed at http://jac.judiciary.gov.uk/about-jac/823.htm
Communication

The JAC advances equality of opportunity for people with a protected characteristic through its programme of targeted outreach to under-represented groups. This has included women, solicitors, disabled people, BME and lesbian, gay, bisexual and transgender (LGBT) lawyers. This work is informed by  research undertaken by the JAC, including ‘Barriers to Application for Judicial Appointment’ (2009) http://jac.judiciary.gov.uk/about-jac/165.htm, the analysis of judicial appointments since 1998, published in 2010 and 2011, the Barriers to Application for judicial appointment for Lesbian, Gay, Bisexual and Transgender lawyers http://www.interlawdiversityforum.org/publications and the biannual Official Statistics bulletins, published in December and June. 

The JAC engages with key interested parties, including numerous diversity groups (Society of Asian Lawyers, Black Solicitors Network, Association of Women Solicitors, Association of Women Barristers and many others), to develop the way in which we identify and remove any barriers hindering the progress of groups with a protected characteristic. 
Working with partners and key interested parties

The Judicial Appointments Diversity Forum brings together key interested parties and interest groups. The Forum’s terms of reference are ‘to make a concerted effort to improve diversity within the judiciary and legal profession and to achieve this by co-ordinating existing activity and by identifying new opportunities for action’. 

The Forum enables special interest organisations  to present to all those able to increase diversity in judicial appointments, including the Ministry of Justice, the judiciary, the professional bodies and the Judicial Studies Board.
In addition to the Forum, the JAC is represented on a number of external diversity forums and is an active member of the Judicial Diversity Taskforce. 
The Taskforce, made up of the MoJ, Judicial Office and the legal professions works to ensure that the recommendations of the advisory panel are implemented and report progress against the recommendations on an annual basis. 
The Advisory Panel on Judicial Diversity was established on 28 April 2009. Its remit was to identify the barriers to progress on judicial diversity, and to make recommendations to the Lord Chancellor on how to make speedier and sustained progress to a more diverse judiciary, at every level, and in all courts in England and Wales.
JAC staff

The JAC has a staff of fewer than 150 and is therefore exempt from publishing data relating to staffing and/or salary levels in order to avoid inadvertently identifying individuals. We do however collect data on protected characteristics and monitor our recruitment processes and staffing levels. 

The JAC has a Staff Forum which is run by and for the staff of the JAC as a forum to support and represent JAC staff views and concerns to senior leadership. The forum has been responsible for a number of staff initiatives within the JAC including innovative training events and workshops.  

We conduct a staff survey annually, a summary of which will be included in the Annual Report. 

The JAC considers that the activity outlined above furthers the aims of the general equality duty.
