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Executive Summary 
 
Background 
 
This survey is used to evaluate current personnel management policies and to provide information to 

the Defence Management Board of the current motivators and de-motivators for Civilian staff in the 

MoD. 

 
Methodology 
 
The target population for this survey is all MoD level 1 staff, i.e. all Non-Industrials and Skill Zone 

(Industrial) employees.  Neither Trading Funds nor LEC’s were included. A random sample, stratified 

by sex and rank, was drawn from the target population using HRMS data held by DASA (Civilian). This 

design led to a sample of 11,853 over the fiscal year 04/05.  5,937 were surveyed in Autumn 2004 and 

5,916 in Spring 2005.The questionnaire was posted to sampled units by the British Forces Post Office 

(BFPO).  

 

Confidentiality  
 

To preserve the confidentiality and anonymity of respondents, no information is presented which 

would make it possible to identify individuals. If less than five responses were received for any 

category, these responses are combined with the most similar of the remaining categories. This will be 

indicated in a footnote.  

 

Limitations of the research 
 

 The response rate for this survey is 41%, nearly three out of every five units sampled failed to 

return a questionnaire before the close of the survey. If the those units who did not respond have 

similar attitudes towards the MoD as those who did respond, the observed attitudes in this survey 

can be applied to the whole population of interest – civilian MoD staff. If those who did not respond 

have different attitudes to those who did respond, then the observations in this report are biased 

and do not represent the attitudes of the population of MoD civilians. In this second case, our 

observations would only be indicative of the views of the responding population. 

  

 The survey is designed to provide robust estimates for the perceptions of MOD civilians of 

different ranks and sex. This means we sample a high percentage of small groups (25 of the 26 

female Senior Civil Servants) and compared with low percentages of larger groups (10% of male 

band Ds.) Consequently the sample contains a higher proportion of relatively small groups such 

as higher ranking civilians and females than found in the population of all MOD civilians. As with 

non-response, if the perceptions of these groups differ, the data from the survey will be slightly 

biased, in this case in favour of the perceptions of high rank and female. 
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 The questionnaire was recoded in Spring 05 to offer an “unable to respond” category to some 

statements in place of “neither agree nor disagree”, consequently the aggregate data presented in 

this report are not wholly compatible. There are two major impacts in this change in methodology: 

1) benchmarking against other attitude surveys must be done in the context of this change. Higher 

percentages of satisfaction will be partly caused by the inability of respondents to sit on the fence; 

2) changes in satisfaction when compared to previous year’s studies will also be partly due to 

inflated satisfaction levels caused by the “unable to respond” category. For this reason, very few 

comparisons have been made with previous year’s results.  

 

 Not all statements presented in this survey related to the People Programme were fully 

understood by all survey respondents. In many cases it is not possible to derive from responses 

whether respondents understood that the aims presented to them or whether they agreed this aim 

would be delivered. Interpretation should be limited to comparing aims against one another and 

should not be used to establish the level of understanding.    

 

Summary of findings 
 

Corporate MoD 
 

 Seven out of ten (73%) respondents were satisfied the MoD as an employer. This is 

consistent with perceptions in the previous year’s survey.   

  

 Eight in ten were aware of the MoDs aims and objectives and nine in ten have “good” or “very 

good” understanding of how their job contributes to the MoDs aims and objectives. This is 

consistent with perceptions in the previous year’s survey. 

 

 The average understanding of an organisation of teams’ aim and objectives, derived from 

similar attitude surveys carried out by DASA(Surveys), is seven in ten (74%) 

 

 Nearly half the respondents are “not sure” if they are confident in the Department’s leadership 

at the highest level. 

 
Leadership 
 

 Two in five people (44%) are satisfied with leadership displayed by senior managers. This is 

lower than the average of three in five people (60%), derived from similar attitude surveys 

carried out by DASA(Surveys). 

 

 Approximately half of respondents agreed to a range of statements regarding the 

effectiveness of senior management.  Agreement ranged from two in five (41%) who agreed 
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that senior management get the best from their staff (question 5C) to three in five (59%) who 

agreed that senior management think strategically (question 5B).  

 
Training, performance and development 

 
 This is the longest section in the questionnaire. A series of 20 statements were presented to 

sampled MoD civilians regarding the opportunities for development presented to them. 

 

 On average seven out of ten people (69%) agreed with the statements presented to them. 

Responses ranged from fewer than two in ten people (16%) who agreed that pay rewards 

better staff performance (question 6T) to nine out of ten people (91%) who agreed that they 

made a positive contribution towards their team.  

 

 When presented with a series of three statements regarding performance feedback, over half 

(54%) agreed that their performance and development was discussed in addition to the six 

monthly reviews (question 7B). Nearly three quarters agreed that they receive constructive 

and useful feedback from their line managers (question 7C) and that mid year reviews take 

place at the appropriate time (question 7A). 

 
Line Management 

 
 This was a new section in this year’s survey, completed by line managers only. It is not 

possible to derive the level of management responsibility for each respondent. 

 

 On average nearly seven out of ten line managers (67%) agreed with a series of five 

statements regarding their scope for leading and developing their teams. Responses ranged 

from two in five (37%) who agreed that personnel policy enable line managers rather than 

constrain them (question 8B) to four in five (80%) who agreed that they could give honest 

feedback all aspects of performance to their team. 

 
 

Diversity and culture 
 

 Nine in 10 (89%) regard the MoD as an equal opportunities employer; nearly everyone asked 

(99%) were aware of the MoD has an Equal Opportunities and Diversity policy and seven in 

ten (72%) have attended Equal Opportunities training in the last year. (see question 9) 

  

 Nearly one in five (18%) felt they have been treated unfairly at work during the last year 

(question 10). The most commonly reported reason specified by those who felt they had been 

unfairly treated was “other” reasons not offered on the questionnaire. Work life balance was 

the most commonly reported option included on the questionnaire, followed by age. The most 

infrequently reported reasons offered were race, religion/belief and sexual orientation 
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(question 11). This will partly be due to the relatively small numbers within those groups. We 

cannot derive from the questionnaire what proportion of people from minority groups felt they 

had been treated unfairly. 

 

 Of those respondents who felt they had been treated unfairly, one in five (21%) felt the issue 

had been resolved to their satisfaction. 

 

 Seven in ten (70%) believed that harassment exists in the MoD. Of these, the most commonly 

reported reasons for the harassment were sexual orientation and other reasons not specified 

in the questionnaire. The other category includes all entries made in the “other” box including 

non-specific statements such as “it would be unusual not to have some form of harassment in 

an organisation the size of the MoD”,  general “bullying” comments and abuses of position 

from line managers.  

 

 Less than one in ten (8%) reported that they had been the subject of harassment in the last 12 

months (question 15) compared to the seven in ten who felt harassment did exist in the MoD. 

Of those who felt they had been the subject of harassment, the most commonly cited reason 

was “other” not presented in the questionnaire. This included many non-specific and unrelated 

comments, further evidence of reasons cited in tick box options as well as more specific 

options such bullying from line manager. 

 

 Three quarters felt they achieved a reasonable life balance “most of the time” or always 

(question 18). Of those who did not feel they achieved a work life balance, the most frequently 

reported reason was the MoD’s long hours working culture.  

 

 Over three in ten (35%) felt well informed about the People Programme (question 23). The 

People Programme aim most respondents felt aware of was “the People Programme aimed to 

deliver improved HR services”.  The aim that most respondents agreed would be achieved 

was “the People Programme will improve consistency of advice and guidance given.” 

 
Recommendations 
 
1. That DGCP and DASA(Surveys) redraft the aims of this survey to make them as concise and 

precise as possible. 

  

2. That DGCP and DASA(Surveys) redraft the questionnaire in line with the precise aims formed in 

recommendation 1 with a view to making it shorter and easier to respond to. 

  

3. To ensure compatibility with other internal MoD attitude surveys and external surveys that the 

“unable to respond” option be replaced with the “neither agree nor disagree” option. 
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4. That DASA(Surveys) re-evaluate the sample design for this survey to enable robust estimates of 

the information need by DGCP.   

  

5. That DASA(Surveys) explore the viability of distributing the questionnaire by other means to 

reduce costs and/or improve the response from under represented groups. 

 

6. That service number information is dispatched with questionnaires to allow links to administrative 

records. The confidentiality of responses would need to be ensured and believed by recipients. 

  

7. The diversity and equality section should ask which groups respondents belong to. This will 

enable us to perform more insightful analyses on the rate of discrimination experienced in each 

minority group.  

  

8. That the data received through the CAS we weighted to reflect the sample scheme used and to 

compensate for non-response. 
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Introduction 
 
 
 
1.1. Background 
 
The Personnel Director identified a requirement to survey Civilian members of staff on a continuous 

basis to ascertain their views regarding certain aspects of working for the Ministry of Defence (MoD).  

The results of the survey will be used to evaluate current personnel management policies and also to 

provide information for the Defence Management Board to give them a snapshot of what the current 

motivators and de-motivators are for Civilian staff in the MoD. 

 
1.2. Methodology 
 
The target population for this survey is all MoD level 1 staff, i.e. all Non-Industrials and Skill Zone 

(Industrial) employees.  Neither Trading Funds nor LEC’s were included.  

 

A random sample, stratified by sex and rank was drawn from the target population using HRMS data 

held by DASA (Civilian). The sample was designed so that the precision of the percentages observed 

within each stratum would be within the range plus or minus 3.5%. In other words, the sampling error 

within each sex and rank grouping will be within plus or minus 3.5%, if a 100% response rate is 

achieved. This design required a sample of 11,853 over the entire year.  5,937 were surveyed in 

Autumn 2004 (Quarters 1 and 2) and 5,916 were surveyed in Spring 2005 (Quarters 3 and 4). 

 

The survey questionnaire was originally designed by DASA Surveys in consultation with DGCP, and 

has since been developed by DGCP. 

 

The questionnaire was posted to sampled units by the British Forces Post Office (BFPO). 

DASA(Surveys) collaborates with an external contractor (A:cet limited) who print and pack the 

questionnaires and transpose the results into electronic format .Postal surveys are the most cost 

effective way to obtain information from such a widely dispersed population. As this survey develops, it 

may become more viable and cost effective to survey some groups electronically or face to face. 

 

1.3. The Analysis Method 
 

The data used to provide analyses in this report are taken from the CAS surveys conducted in Autumn 

2004 (Quarters 1 and 2) and Spring 2005 (Quarters 3 and 4). After a major review of the survey, many 

questions were edited from the Autumn survey, or were new to the Spring survey.  The following steps 

were agreed with DGCP to present a coherent picture of all responses received during the fiscal year 

04/05: 
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 Merge data from the Autumn and Spring surveys of 2004-05 to have whole year results where 

questions have remained unchanged; 

 Use these end of year results to compare with previous years (where possible); 

 If questions have only been included in the Spring 05 survey, these responses will be used for the 

year end results. 

 

1.3.1 Problems  
In the Spring 05 survey, the categories offered to sampled units in response to statements presented 

to them changed. In Autumn 04, sampled units were asked if they “neither agree nor disagree” with 

the statements presented. In the Spring 05 survey, this option was reworded to read “Unable to 

comment”. This change was made to prevent sampled units from sitting on the fence. An example of 

this change as it appeared in the Autumn 04 and Spring 05 survey appears below. 

 

 

 

Autumn 2004 options: 

 

Spring 2005 options: 

 

For analysis purposes, and to generate end of year totals for 2004-05, ‘Unable to comment,’ and 

‘Neither Agree nor Disagree’ have been joined together.  However, these will not be interpreted as the 

same categories by respondents and the observations received for the Autumn 04 survey will not be 

completely compatible with Spring 05.  As an indication of the impact of this change in categorisation, 

when asked: “Overall, how satisfied or dissatisfied are you with the leadership displayed by senior 

managers in the MoD?”, 35% of respondents in the Autumn 04 survey responded that they “neither 

agree nor disagree” with the statement. This contrasts with 14% of respondents who indicated that 

“they were unable to respond” to the same question in Spring 05.  

 

This affects not only the percentage of people reporting that they are satisfied with leadership (35% in 

Spring 04 and 55% in Autumn 05) but also the ratio of satisfaction to dissatisfaction. In Autumn 04 the 
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ratio of those satisfied with leadership compared those dissatisfied was close to 1:1 (936:814). In 

Spring 05 this ration was closer to 2:1 (1,176:622). This indicates that when forced to decide between 

satisfaction and dissatisfaction, most respondents decided in favour of satisfaction.   

 

The reallocation of responses from ‘Neither Agree nor Disagree’ in Spring 05 has for this question 

yielded a higher percentage than observed in Autumn 04 who agree that “overall [they are satisfied] 

with the leadership displayed by senior managers in the MoD” and a higher ratio. This type of change 

in the distribution of responses prevents us from making meaningful comparisons with previous year’s 

with different response options.  

 

Annex A is a full break down of all responses to the Spring 05 survey  

 
1.4. Confidentiality  
 

To preserve the confidentiality and anonymity of respondents, no information is presented which 

would make it possible to identify individuals. If less than five responses were received for any 

category, these responses are combined with the most similar of the remaining categories. This will be 

indicated in a footnote.  

 

In the case of open ended, qualitative questions, where a person has been named or a person can be 

easily identified, that response will be omitted from the published report, unless DASA (Surveys) is 

otherwise instructed by the customer.  Where obvious grammatical or spelling errors have been made, 

or inappropriate language used, this will be edited accordingly by DASA Surveys, whilst ensuring that 

the original context or meaning is unchanged.  

 

1.5. About the Respondents   
 
Table 1.5.1 presents the number of questionnaires distributed and returned in Quarters 1 & 2 (Autumn 

2004) and Quarters 3 & 4 (Spring 2005). The response rate fell significantly from Autumn 04 to Spring 

05. 

 
Table 1.5.1. Survey Response Rates 

 (Autumn ’04) (Spring ‘05) Annual Total 

Despatched to respondents 5,937 5,916 11,853 

Useable responses received 2,718 2,127 4,845 

Response Rate 46% 36% 41% 
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The overall response rate for the year was 41%, which is 6 percentage points down from the 2003-04 

survey.  

 

Using data obtained from DASA Civilian, derived from HRMS as at January 1st 2005, it is possible to 

see how responses faired in the survey, compared to the composition of the entire Civilian population 

of the MoD 

 
Table 1.5.2. Respondents and MoD Population by Gender 

Sex % of Respondents % of Civilian MoD Population 

Male 58 61 

Female 42 39 

Total 100 100 

 

 
Table 1.5.3. Respondents and MoD population by Organisation 

Organisation % of Respondents 
% of Civilian MoD 

Population 

Land Command 8 10 

Adjutant General 10 11 

GOC Northern Ireland 4 4 

Central TLB – Agency (London) 3 2 

Central TLB – Agency (Elsewhere) 11 16 

Central TLB – Non Agency (London) 4 2 

Central TLB – Non Agency (Elsewhere) 3 4 

Chief of Joint Operations 1 1 

Defence Logistics Organisations 31 26 

RAF Strike Command 8 7 

RAF Personnel and Training Command 6 7 

C-in-C Fleet 2 2 

2nd Sea lord 2 2 

Defence Procurement Agency 8 5 

Corporate Science, Innovation and Technology 0 0 

Total 100 100 

 
 
Response rates are broadly in keeping with the sex and organisational structure of Civilian MoD. 

There is no evidence that any sex or organisation is significantly over or under represented in the 

sample. 
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Table 1.5.4. Respondents and MoD population by rank 

Grade % of Respondents 
% of MoD Civilian 

population   

 SCS 2 <0.5 
  Band B 8 3 
  Band C 28 22 
  Band D 19 18 
  Band E 32 38 
  Industrials 11 19 
  Total 100 100 

Results from Autumn and Spring 
 

Response rates are not representative of the population of MoD civilians. More senior pay bands are 

over-represented in the sample and Industrial staff are under represented. This is partly a function of 

the design of the survey which is designed to give statistically robust estimates of the different 

perceptions in rank and sex and partly due to the low response rate in lower grades and industrials. 

The response rate for industrial was particularly low, only 28% of questionnaires distributed were 

returned. The impact is to skew the results of the survey slightly in favour of the perceptions of women 

and more senior ranks. The amount by which the results are skewed or biased will depend upon the 

differences in perceptions for different rank and sex groups.  

 

 



Civilian Continuous Attitude Survey 
Report 2004-05 

6 

 
1.6. Benchmarking 
 
Chart 1.6.1 presents the response rate against all other attitude surveys carried out by DASA.. Note: 

staff attitude surveys carried out within organisations or agencies themselves are more likely to yield a 

high response than those carried out on behalf of the entire MoD. This may be due to questions being 

more relevant to an individual’s organisation, respondents feeling they can make more of a difference 

in smaller organisations and respondents being encouraged to complete the survey by Senior 

Management. 

 

Where questions asked in this survey are the same as those asked in other attitude surveys, these 

results have also been benchmarked.  

 
 
Chart 1.6.1. Benchmarking of Response Rates 

 
1.7. Limitations of the research 
 

 The response rate for this survey is 41%, nearly three out of every five units sampled failed to 

return a questionnaire before the close of the survey. If those units who did not respond have 

similar attitudes towards the MoD as those who did respond, the observed attitudes in this survey 

can be applied to the whole population of interest – civilian MoD staff. If those who did not respond 

have different attitudes to those who did respond, then the observations in this report are biased 

and do not represent the attitudes of the population of MoD civilians. In this second case, our 

observations would only be indicative of the views of the responding population.  

 

 Recoding the questionnaire from Autumn 04 to Spring 05 means that the aggregate data 

presented in this report are not wholly compatible. While we might expect the ratio of “disagree” to 

“agree” responses to remain constant, the percentage of people agreeing and disagreeing with 

statements presented to them will increase from Autumn 04 to Spring 05. There are two major 
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impacts in this change in methodology: 1) benchmarking against other attitude surveys must be 

done in the context of this change. Higher percentages of satisfaction will be partly caused by the 

inability of respondents to sit on the fence; 2) changes in satisfaction when compared to previous 

year’s studies will also be partly due to inflated satisfaction levels caused by the “unable to 

respond” category. For this reason, very few comparisons have been made with previous year’s 

results.  

 

 Questions related to awareness of the aims of the People Programme and corresponding belief 

that these aims would be met were not fully understood by all survey respondents. In many cases 

it is not possible to derive from responses whether respondents understood that the aims 

presented to them or whether they agreed this aim would be delivered. Interpretation should be 

limited to comparing aims against one another and should not be used to establish the level of 

understanding.    
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2. Results 
 
 
This section presents the responses to the 04/05 survey. If the graphs and tables are self explanatory, 

no further comments have been presented. Comments have been inserted below tables and graphs 

where the information presented requires further explanation. 

 
Section 1: Corporate MoD 
 
Question 1: Are you aware of the Ministry of Defence’s aims and objectives? 
 

Table 2.1.1. Responses to question 1 

Response Number % 

 Yes 3,833 80 
  Not Sure 514 11 
  No 463 10 
  Total 4,810 100 

Results from Autumn and Spring 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Chart 2.1.2 shows that 80% of the MoD are aware of the aims and objectives, this compares with an 

benchmark average of 74% who understand their organisation’s aims and objectives. It is likely that a 
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higher percentage of people report awareness of the aims of their organisation that understanding of 

those aims. 
Question 2: How would you rate your understanding of how your job contributes to the MoD’s 
aims and objectives? 
 

Table 2.1.2. Responses to question 2 

Response Number % 

 Very good 1,610 34 
  Good 2,700 56 
  Poor 436 9 
  Very Poor 50 1 
  Total 4,796 100 

Results from Autumn and Spring 
 

 
 
Question 3: Are you confident in the Department’s Leadership at the highest levels (Military 
and Civilian Officers at 3* and above?) 
 

Table 2.1.3. Responses to question 3 

Response Number % 

 Yes 662 32 
  Not Sure 946 45 
  No 489 23 
  Total 2,097 100 

Results from Spring only 
 
 

Chart 2.1.3: Job contribution to MoD aims and objectives
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Section 2: Leadership  
 
Question 4: Overall, how satisfied or dissatisfied are you with the leadership displayed by 
senior managers (Military and Civilian Officers at 1* and above) in the MoD? 
 

Table 2.2.1. Responses to question 4 

Response Number % 

 
Very Satisfied 183 4 

  
Satisfied 1,929 40 

  
Dissatisfied 1,164 24 

  
Very Dissatisfied 272 6 

  

Unable to comment / 
Neither Satisfied nor 
Dissatisfied 

1,247 26 

  
Total 4,795 100 

Results from Autumn and Spring 
 
 
 
 

 
Chart 2.1.5 shows that the satisfaction with leadership displayed by senior managers is below the average 

benchmarked by other attitude surveys conducted in the MoD. The following points should be noted when 

interpreting this result: 

 

 The satisfaction level has been benchmarked against leadership in directorates, agencies and small 

teams, often with leaders lower than 1 star. Reported satisfaction with leadership tends to decrease 

as rank increases.   
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 The satisfaction levels reported in this survey for senior management will be partly due to the 

recoding of the response categories for this question to include “unable to respond”. See limitations 

section. 

 
 
 
Question 5a: Senior managers are approachable, open and honest and involve team members 
in the development of team plans and organisational objectives 
 

Table 2.2.2. Responses to question 5a 

Response Number % 

 Strongly Agree 104 5 
  Agree 929 44 
  Disagree 698 33 
  Strongly Disagree 167 8 
  Unable to Comment 218 10 
  Total 2,116 100 

Results from Spring only 
 
 
 
Question 5b: Senior Managers think strategically, are aware of wider business issues and 
effectively harness new ideas and opportunities to achieve organisational aims 
 

Table 2.2.3. Responses to question 5b 

Response Number % 

 Strongly Agree 105 5 
  Agree 1,133 54 
  Disagree 470 22 
  Strongly Disagree 104 5 
  Unable to Comment 295 14 
  Total 2,107 100 

Results from Spring only 
 
 
 
Question 5c: Senior Managers get the best from their people by motivating and developing 
them to achieve high levels of performance 
 

Table 2.2.4. Responses to question 5c 

Response Number % 

 Strongly Agree 110 5 
  Agree 769 36 
  Disagree 754 36 
  Strongly Disagree 252 12 
  Unable to Comment 225 11 
  Total 2,110 100 

Results from Spring only 
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Question 5d: Senior Managers are receptive to new ideas, adapt quickly and responsively to 
change and work to achieve the best possible outcomes 
 

Table 2.2.5. Responses to question 5d 

Response Number % 

 Strongly Agree 179 8 
  Agree 1,242 59 
  Disagree 340 16 
  Strongly Disagree 96 5 
  Unable to Comment 258 12 
  Total 2,115 100 

Results from Spring only 
 
 
 
Question 5e: Senior Managers are focuses on output delivery, works to deliver on time, budget 
and quality and strive to continually improve performance 
 

Table 2.2.6. Responses to question 5e 

Response Number % 

 Strongly Agree 75 4 
  Agree 856 40 
  Disagree 704 33 
  Strongly Disagree 175 8 
  Unable to Comment 304 14 
  Total 2,114 100 

Results from Spring only 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Chart 2.1.6: Summary of responses to Leadership 
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Section 3: Training, Performance 
and Development 
 
Question 6a: Induction processes are 
effective in enabling those new to the 
Department, or new to a role, to perform 
effectively within a short period of time 
 
Table 2.3.1. Responses to question 6a 

Response Number % 

 Strongly Agree 145 7 
  Agree 1,193 56 
  Disagree 527 25 
  Strongly Disagree 94 4 
  Unable to Comment 154 7 
  Total 2,113 100 
Results from Spring only 
 
 
 
Question 6c: I can readily access the 
training I need to meet my personal 
development requirements 
 
Table 2.3.3. Responses to question 6c 

Response Number % 

 Strongly Agree 325 15 
  Agree 1,322 62 
  Disagree 354 17 
  Strongly Disagree 83 4 
  Unable to Comment 38 2 
  Total 2,122 100 
Results from Spring only 
 
 
Question 6e: I am encouraged to develop 
my skills and knowledge in the workplace 
 
Table 2.3.5. Responses to question 6e 

Response Number % 

 Strongly Agree 369 17 
  Agree 1,296 61 
  Disagree 333 16 
  Strongly Disagree 95 4 
  Unable to Comment 29 1 
  Total 2,122 100 
Results from Spring only 
 
 
 
 
 

 
 
 
 
Question 6b: I have access to the kind of 
training that I need to carry out my job 
properly 
 
Table 2.3.2. Responses to question 6b 

Response Number % 

 Strongly Agree 359 17 
 Agree 1,441 68 
 Disagree 229 11 
 Strongly Disagree 74 3 
 Unable to Comment 19 1 
 Total 2,122 100 
Results from Spring only 
 
 
 
Question 6d: I can readily access the 
training I need to meet the needs of my 
team 
 
 
Table 2.3.4. Responses to question 6d 

Response Number % 

 Strongly Agree 274 13 
 Agree 1,327 63 
 Disagree 339 16 
 Strongly Disagree 71 3 
 Unable to Comment 104 5 
 Total 2,115 100 
Results from Spring only 
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Question 6f: My job makes good use of my 
skills and abilities 
 
Table 2.3.6. Responses to question 6f 

Response Number % 

 Strongly Agree 866 18 

  Agree 2,564 53 

  Disagree 755 16 

  Strongly Disagree 226 5 

  
Unable to 
Comment/Neither Agree 
nor Disagree 

403 8 

  Total 4,814 100 

Results from Autumn and Spring 
 
 
 
 
Question 6h: My Line Manager spends the 
necessary time with me at the beginning of 
the year, setting and agreeing my 
objectives 
 
Table 2.3.8. Responses to question 6h 

Response Number % 

 Strongly Agree 330 16 
  Agree 1,122 53 
  Disagree 444 21 
  Strongly Disagree 170 8 
  Unable to Comment 47 2 
  Total 2,113 100 
Results from Spring only 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
Question 6g: I have access to information 
and advice on personnel matters that affect 
me 
 
Table 2.3.7. Responses to question 6a 

Response Number % 

 Strongly Agree 593 12 

 Agree 3,161 66 

 Disagree 482 10 

 Strongly Disagree 119 2 

 
Unable to 
Comment/Neither Agree 
nor Disagree 

458 10 

 Total 4,813 100 

Results from Autumn and Spring 
 
 
 
 
 
Question 6i: There are clear and explicit 
links between my personal objectives and 
my team or business unit objectives/plan 
 
Table 2.3.9. Responses to question 6i 

Response Number % 
 Strongly Agree 224 11 
 Agree 1,280 61 
 Disagree 424 20 
 Strongly Disagree 86 4 
 Unable to Comment 100 5 
 Total 2,114 100 
Results from Spring only 
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Question 6j: I am involved, or have been 
consulted, in the development of my 
team/business unit objectives. 
 
Table 2.3.10. Responses to question 6j 

Response Number % 

 Strongly Agree 192 9 
  Agree 993 47 
  Disagree 687 33 
  Strongly Disagree 155 7 
  Unable to Comment 83 4 
  Total 2,110 100 
Results from Spring only 
 
 
 
Question 6l: I feel that my efforts are 
recognised and valued by senior managers 
(Military or Civilian at 1* and above) 
 
Table 2.3.12. Responses to question 6l 

Response Number % 

 Strongly Agree 226 11 
  Agree 771 37 
  Disagree 617 29 
  Strongly Disagree 300 14 
  Unable to Comment 191 9 
  Total 2,105 100 
Results from Spring only 
 
 
 
Question 6n: My PADR is completed within 
the prescribed time frame 
 
Table 2.3.14. Responses to question 6n 

Response Number % 

 Strongly Agree 420 20 
  Agree 1,293 61 
  Disagree 242 11 
  Strongly Disagree 91 4 
  Unable to Comment 60 3 
  Total 2,106 100 
Results from Spring only 
 
 
 
 
 

 
 
 
 
Question 6k: I feel that I make a positive 
contribution towards the achievement of 
my team’s objectives 
 
Table 2.3.11. Responses to question 6k 

Response Number % 

 Strongly Agree 562 27 
 Agree 1,355 64 
 Disagree 108 5 
 Strongly Disagree 41 2 
 Unable to Comment 44 2 
 Total 2,110 100 
Results from Spring only 
 
 
 
Question 6m: I receive an objective 
assessment of my performance through the 
PADR process 
 
Table 2.3.13. Responses to question 6m 

Response Number % 

 Strongly Agree 361 17 
 Agree 1,346 64 
 Disagree 235 11 
 Strongly Disagree 106 5 
 Unable to Comment 60 3 
 Total 2,108 100 
Results from Spring only  
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Question 6o: I am satisfied with the 
leadership displayed by my Line Manager 
 
Table 2.3.15. Responses to question 6o 

Response Number % 

 
Strongly Agree 925 19 

  
Agree 2,305 48 

  
Disagree 732 15 

  
Strongly Disagree 327 7 

  

Unable to 
Comment/Neither Agree 
nor Disagree 

523 11 

  
Total 4,811 100 

Results from Autumn and Spring  
 
 
 
Question 6q: I receive recognition and/or 
praise for my contribution 
 
Table 2.3.17. Responses to question 6q 

Response Number % 

 
Strongly Agree 707 15 

  
Agree 2,343 49 

  
Disagree 868 18 

  
Strongly Disagree 310 6 

  

Unable to 
Comment/Neither Agree 
nor Disagree 

576 12 

  
Total 4,804 100 

Results from Autumn and Spring 
 
 
 
 
 
 
 
 
 

Question 6p: I can express my ideas and 
views and have them taken seriously by 
managers 
 
Table 2.3.16. Responses to question 6p 

Response Number % 

 Strongly Agree 792 16 

 Agree 2,619 54 

 Disagree 673 14 

 Strongly Disagree 183 4 

 
Unable to 
Comment/Neither Agree 
nor Disagree 

539 11 

 Total 4,806 100 

Results from Autumn and Spring 
 
 
Question 6r: People in my branch work 
effectively as a team 
 
Table 2.3.18. Responses to question 6r 

Response Number % 

 Strongly Agree 910 19 

 Agree 2,522 52 

 Disagree 670 14 

 Strongly Disagree 213 4 

 
Unable to 
Comment/Neither Agree 
nor Disagree 

499 10 

 Total 4,814 100 

Results from Autumn and Spring 
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Question 6t: The MoD’s current 
performance pay arrangements reward 
better performance 
 
Table 2.3.19. Responses to question 6t 

Response Number % 

 Strongly Agree 104 2 

  Agree 673 14 

  Disagree 1,656 35 

  Strongly Disagree 1,738 36 

  
Unable to 
Comment/Neither Agree 
nor Disagree 

618 13 

  Total 4,789 100 

Results from Autumn and Spring 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
Question 6s: Individuals who make a 
greater relative contribution towards 
achieving business outputs should receive 
a greater financial award 
 
Table 2.3.20. Responses to question 6s 

Response Number % 

 Strongly Agree 596 28 
 Agree 968 46 
 Disagree 322 15 
 Strongly Disagree 131 6 
 Unable to Comment 86 4 
 Total 2,103 100 
Results from Spring only 
 
 
Question 6u: The move to introduce a more 
flexible percentage split for the reward of 
performance is the right thing to do 
 
Table 2.3.21. Responses to question 6u 

Response Number % 

 Strongly Agree 321 15 
 Agree 867 41 
 Disagree 334 16 
 Strongly Disagree 365 17 
 Unable to Comment 215 10 
 Total 2,102 100 
Results from Spring only 
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Question 7a: I receive my mid year review 
from my Line Manager at the appropriate 
time 
 
Table 2.3.22. Responses to question 7a 

Response Number % 

 Strongly Agree 325 15 
  Agree 1,178 56 
  Disagree 383 18 
  Strongly Disagree 163 8 
  Not Applicable 61 3 
  Total 2,110 100 
Results from Spring only 
 
 
 
Question 7c: I receive feedback on 
performance from my manager(s) that is 
constructive and useful 
 
Table 2.3.24. Responses to question 7c 

Response Number % 

 Strongly Agree 259 12 
  Agree 1,172 56 
  Disagree 460 22 
  Strongly Disagree 166 8 
  Not Applicable 52 2 
  Total 2,109 100 
Results from Spring only 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Question 7b: In addition to formal six 
monthly reviews of my performance, 
development and career at other times in 
the year 
 
Table 2.3.23. Responses to question 7b 

Response Number % 

 Strongly Agree 260 12 
 Agree 880 42 
 Disagree 673 32 
 Strongly Disagree 233 11 
 Not Applicable 62 3 
 Total 2,108 100 
Results from Autumn and Spring 
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Chart :Summary of responses to Training, Performance and Developemnt questions 
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Chart 2.3.2 – Summary of responses to line manager questions 
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Section 4: Line Management  
 
Only carried out in this year’s survey, both sections, only filled in by Line Managers 
 
 
 
Question 8a: I am encouraged to deliver outputs through the management and development of 
my team 
 

Table 2.4.1. Responses to question 8a 

Response Number % 

 Strongly Agree 272 13 
  Agree 1,223 59 
  Disagree 400 19 
  Strongly Disagree 104 5 
  Unable to Comment 80 4 
  Total 2,079 100 

Results from Spring only 
 
 
 
Question 8b: I feel that personnel policy and processes enable, rather than constrain me, as a 
Line Manager 
 

Table 2.4.2. Responses to question 8b 

Response Number % 

 Strongly Agree 58 3 
  Agree 687 34 
  Disagree 729 36 
  Strongly Disagree 376 19 
  Unable to Comment 163 8 
  Total 2,013 100 

Results from Spring only 
 
 
 
Question 8c: I have the appropriate balance of authority and responsibility to carry out my role 
as a Line Manager effectively 
 

Table 2.4.3. Responses to question 8c 

Response Number % 

 Strongly Agree 188 9 
  Agree 1,237 62 
  Disagree 325 16 
  Strongly Disagree 145 7 
  Unable to Comment 100 5 
  Total 1,995 100 

Results from Spring only 
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Question 8d: I feel able to give honest feedback about all aspects of performance to individuals 
within my team 
 

Table 2.4.4. Responses to question 8d 

Response Number % 
 Strongly Agree 338 17 
  Agree 1,256 63 
  Disagree 254 13 
  Strongly Disagree 70 4 
  Unable to Comment 78 4 
  Total 1,996 100 

Results from Spring only 
 
 
 
Question 8e: I feel that I am equipped with the correct skills to develop each individual within 
my team 
 

Table 2.4.5. Responses to question 8e 

Response Number % 

 Strongly Agree 234 12 
  Agree 1,245 62 
  Disagree 343 17 
  Strongly Disagree 89 4 
  Unable to Comment 82 4 
  Total 1,993 100 

Results from Spring only 
 

Chart 2.4.1 – Summary of responses from line managers 
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Section 5: Diversity and Culture 
 
 
 
Question 9: The Ministry of Defence is committed to providing equality of opportunity for all 
staff… 
 
Question 9a: Do you regard the MoD as an Equal Opportunities employer? 
 

Table 2.5.1. Responses to question 9a 

Response Number % 

 Yes 4,290 89 
  No 519 11 
  Total 4,809 100 

Results from Autumn and Spring 
 

Chart 2.5.1 – Pie chart of responses to question 9a 

 
 
 
 
 
Question 9b: Are you aware that the MoD has a policy on Equal Opportunities and Diversity? 
 

Table 2.5.2. Responses to question 9b 

Response Number % 
 Yes 2,080 99 
  No 30 1 
  Total 2,110 100 

Results from Spring only 
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Question 9c: Have you attended Equal Opportunities training in the last year? 
 

Table 2.5.3. Responses to question 9c 

Response Number % 

 Yes 1,517 72 
  No 588 28 
  Total 2,105 100 

Results from Spring only 
 

Chart 2.5.2 – Pie chart of responses to question 9c 

 
Question 10: During the last year, do you feel you have been unfairly treated at work? 
 

Table 2.5.4. Responses to question 10 

Response Number % 

 Yes 372 18 
  No 1,731 82 
  Total 2,103 100 

Results from Spring only 
 
 
Question 11: If yes, please specify the reason: 
 

Chart 2.5.3 - Reasons for being unfairly treated at work 
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Question 12: If you have ticked any of these boxes, has the issue been resolved to your 
satisfaction? 
 

Table 2.5.5. Responses to question 12 

Response Number % 

 Yes 73 21 

  No 275 79 

  Total 348 100 
Results from Spring only 

 
 
Question 13: Do you believe that harassment exists in the MoD? 
 

Table 2.5.6. Responses to question 13 

Response Number % 

 Yes 1,441 70 
  No 606 30 
  Total 2,047 100 

Results from Spring only 
 
 
 
Question 14: If ‘yes’ please specify the reason: 
 

Chart 2.5.4 – reasons for harassment in the MoD 
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Question 15: Do you believe you have been the subject of harassment within the last 12 
months? 
 

Table 2.5.7. Responses to question 15 

Response Number % 

 Yes 163 8 

  No 1,917 92 

  Total 2,080 100 
Results from Spring only 

 
 
Brings together questions 10, 13 and 15 – not sure if it makes sense though because question 13 is effectively 
the other way around 
 
 
 

Chart 2.5.6 - Reasons for believing respondents are harassed… 
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Question 16: If yes, please specify the basis: 
 

Chart 2.5.7 - The reasons for respondents believing they were harassed 
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Question 17: Has the issue been resolved to your satisfaction? 
 

Table 2.5.8. Responses to question 17 

Response Number % 

 Yes 61 32 
  No 131 68 
  Total 192 100 

Results from Spring only 
 
 
Question 18: Do you achieve what you regard as a reasonable Work/Life Balance? 
 

Table 2.5.9. Responses to question 18 

Response Number % 

 Always 739 15 
  Most of the time 3,006 62 
  Not very often 958 20 
  Never 124 3 
  Total 4,827 100 

Results from Autumn and Spring 
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Chart 2.5.8 - Do you achieve what you regard as a reasonable Work/Life balance? 
 

 
 
 
Question 19: If you said ‘Not very often’ or ‘Never’ to Question 18, please specify the reason: 
 
 

Chart 2.5.9 – Reasons for not achieving a reasonable Work/Life balance? 
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Question 21: In my experience, learning through mistakes is accepted 
 

Table 2.5.11. Responses to question 21 

Response Number % 

 Strongly Agree 263 5 

  Agree 2,818 58 

  Disagree 758 16 

  Strongly Disagree 140 3 

  
Unable to 
comment/Neither Agree 
nor Disagree 

841 17 

  Total 4,820 100 

Results from Autumn and Spring 
 
 

 
 
 
 

Question 22: Trusting relationships exist between individuals and their Line Managers 
 
 

Table 2.5.12. Responses to question 22 

Response Number % 

 Strongly Agree 354 7 

  Agree 2,598 54 

  Disagree 795 17 

  Strongly Disagree 205 4 

  
Unable to comment / 
Neither Agree nor 
Disagree 

866 18 

  Total 4,818 100 

Results from Autumn and Spring 
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Question 23: I am well informed about the People Programme (developed from the Civilian 
Human Resources Transformation Programme) 
 

Table 2.5.13. Responses to question 23 

Response Number % 

 Strongly Agree 188 4 

  Agree 1,509 31 

  Disagree 1,577 33 

  Strongly Disagree 571 12 

  
Unable to comment/Neither 
Agree nor Disagree 966 20 

  Total 4,811 100 
Results from Autumn and Spring 

 
Chart 2.5.10 – Summary of responses diversity questions 
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Table 2.5.14. The number and percentage of people aware of the aims of the People Programme and who agree that this aim will be delivered 

  Q 24a: The People Programme will deliver improved HR services 
 Number 

Aware % Aware 
Number 
Unaware % Unaware 

Number 
Unspecified % Unspecified Total Number Total % 

 I agree 129 13 3 1 0 0 132 6 

  I am not sure 388 40 58 15 1 0 447 21 

  I disagree 141 14 14 4 0 0 155 7 

  Unspecified 318 33 305 80 770 100 1,393 65 

  Total 976 100 380 100 771 100 2,127 100 
Results from Spring only 
 
 
 
 
Table 2.5.15. The number and percentage of people aware of the aims of the People Programme and who agree that this aim will be delivered 

  Q24b: The People Programme will introduce easier to use processes 

 
Number 
Aware % Aware 

Number 
Unaware % Unaware 

Number 
Unspecified % Unspecified Total Number Total % 

 I agree 216 24 8 2 168 20 392 18 

  I am not sure 312 34 72 18 441 54 825 39 

  I disagree 96 11 20 5 133 16 249 12 

  Unspecified 286 31 297 75 78 10 661 31 

  Total 910 100 397 100 820 100 2,127 100 
Results from Spring only 
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Table 2.5.15. The number and percentage of people aware of the aims of the People Programme and who agree that this aim will be delivered 

  Q24c: The People Programme will result in faster responses to HR queries 

 
Number 
Aware % Aware 

Number 
Unaware % Unaware 

Number 
Unspecified % Unspecified Total Number Total % 

 I agree 125 15 7 2 144 17 276 13 

  I am not sure 327 39 101 23 470 55 898 42 

  I disagree 136 16 31 7 161 19 328 15 

  Unspecified 249 30 299 68 77 9 625 29 

  Total 837 100 438 100 852 100 2,127 100 
Results from Spring only 
 
 
 
Table 2.5.15. The number and percentage of people aware of the aims of the People Programme and who agree that this aim will be delivered 

  Q24d: The People Programme will deliver improved access to HR advice and guidance 

 
Number 
Aware % Aware 

Number 
Unaware % Unaware 

Number 
Unspecified % Unspecified Total Number Total % 

 I agree 153 18 11 3 171 20 335 16 

  I am not sure 291 35 82 19 448 52 821 39 

  I disagree 155 18 32 8 171 20 358 17 

  Unspecified 243 29 296 70 74 9 613 29 

  Total 842 100 421 100 864 100 2,127 100 
Results from Spring only 
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Table 2.5.16. The number and percentage of people aware of the aims of the People Programme and who agree that this aim will be delivered 

  Q24e: The People Programme will improve the consistency of advice and guidance provided 

 
Number 
Aware % Aware 

Number 
Unaware % Unaware 

Number 
Unspecified % Unspecified Total Number Total % 

 I agree 182 24 24 5 189 22 395 19 

  I am not sure 273 36 125 26 472 54 870 41 

  I disagree 88 12 33 7 141 16 262 12 

  Unspecified 220 29 304 63 76 9 600 28 

  Total 763 100 486 100 878 100 2,127 100 
Results from Spring only 
 
Table 2.5.17. The number and percentage of people aware of the aims of the People Programme and who agree that this aim will be delivered 

  Q24f: The People Programme will deliver improved HR support to the business 

 
Number 
Aware % Aware 

Number 
Unaware % Unaware 

Number 
Unspecified % Unspecified Total Number Total % 

 I agree 102 13 4 1 139 16 245 12 

  I am not sure 329 41 99 23 503 56 931 44 

  I disagree 153 19 34 8 172 19 359 17 

  Unspecified 209 26 303 69 80 9 592 28 

  Total 793 100 440 100 894 100 2,127 100 
Results from Spring only 
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Table 2.5.18. The number and percentage of people aware of the aims of the People Programme and who agree that this aim will be delivered 

  Q24g: The People Programme will deliver improved HR services and support to Line Managers and individuals 

 
Number 
Aware % Aware 

Number 
Unaware % Unaware 

Number 
Unspecified % Unspecified Total Number Total % 

 I agree 98 12 9 2 141 16 248 12 

  I am not sure 325 40 81 19 490 55 896 42 

  I disagree 172 21 38 9 181 20 391 18 

  Unspecified 217 27 296 70 79 9 592 28 

  Total 812 100 424 100 891 100 2,127 100 
Results from Spring only 
 
 
Table 2.5.19. The number and percentage of people aware of the aims of the People Programme and who agree that this aim will be delivered 

  Q25h: The People Programme will contribute towards a sharper focus on performance 

 
Number 
Aware % Aware 

Number 
Unaware % Unaware 

Number 
Unspecified % Unspecified Total Number Total % 

 I agree 85 14 10 2 133 15 228 11 

  I am not sure 255 41 203 34 510 57 968 46 

  I disagree 96 15 66 11 175 19 337 16 

  Unspecified 191 30 322 54 81 9 594 28 

  Total 627 100 601 100 899 100 2,127 100 
Results from Spring only 
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Question 25: Considering everything, how satisfied or dissatisfied are you with the MoD as an 
employer? 
 

Table 2.5.20. Responses to question 25 

Response Number % 

 
Very satisfied 515 11 

 
Satisfied 3,013 62 

 
Dissatisfied 587 12 

 
Very dissatisfied 129 3 

 

Unable to comment / Neither 
Satisfied nor dissatisfied 581 12 

 
Total 4,825 100 

Results from Autumn and Spring 
 
 

Considering everything, how satisfied or dissatisfied are you with the MoD as an employer? 
 

Chart 2.5.11 – comparison of satisfaction with MoD, 03/04 – 04/05 
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Section 6: Personal details 
 
 
Question 26: What is your gender? 
 

Table 2.6.1. Responses to question 26 

Sex Number % 

 Male 2,811 58 
  Female 2,029 42 
  Total 4,840 100 

Results from Autumn and Spring 
 
 

Chart 2.6.1 -What is your gender? 
 
 

 
 
 
 
 
Question 27: To which of the following age groups do you belong? 
 

Table 2.6.2. Responses to question 27 

Age group Number % 

 Under 20 56 1 
  21-30 548 11 
  31-40 1,047 22 
  41-50 1,543 32 
  51-60 1,409 29 
  Over 60 228 5 
  Total 4,831 100 

Results from Autumn and Spring 
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Chart 2.6.2 - To which of the following age groups do you belong to? 
 

 
Question 28: What payband (or equivalent) are you in? 
 

Table 2.6.3. Responses to question 28 

Grade Number % 

 SCS 84 2 
  Band B 381 8 
  Band C 1,251 28 
  Band D 864 19 
  Band E 1,452 32 
  Skill Zone 1 152 3 
  Skill Zone 2 168 4 
  Skill Zone 3 151 3 
  Skill Zone 4 12 0 
  Total 4,515 100 

Results from Autumn and Spring 
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Question 29: What business unit does your organisation belong to? 
 

Table 2.6.3. Responses to question 29 

Organisation Number % 

 Adjutant General 367 8 

  Land Command 481 10 

  GOC Northern Ireland 172 4 

  Central TLB - Agency (London) 151 3 

  Central TLB - Agency (Elsewhere) 507 11 

  Central TLB - Non Agency (London) 178 4 

  Central TLB - Non Agency (Elsewhere) 116 3 

  Chief of Joint Operations 29 1 

  Defence Logistics Organisation 1,419 31 

  RAF Strike Command 381 8 

  RAF Personnel and Training Command 260 6 

  C-in-C Fleet 70 2 

  2nd Sea Lord 92 2 

  Defence Procurement Agency 347 8 

  Corporate Science, Innovation and Technology 17 0 

  Total 4,587 100 
Results from Autumn and Spring 
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3. Summary 
 
 
This section summarises the observation received from the 04/05 MoD Civilian Continuous Attitude 

Survey.  

 

3.1. Corporate MoD 

 

 Seven out of ten (73%) respondents were satisfied the MoD as an employer. This is 

consistent with perceptions in the previous year’s survey.   

  

 Eight in ten are aware of the MoD’s aims and objectives and nine in ten have “good” or “very 

good” understanding of how their job contributes to the MoD’s aims and objectives. This is 

consistent with perceptions in the previous year’s survey. 

 

 The average understanding of an organisation of teams’ aim and objectives, derived from 

similar attitude surveys carried out by DASA(Surveys), is seven in ten (74%) 

 

 Nearly half the respondents are “not sure” if they are confident in the Department’s leadership 

at the highest level. 

 

3.2. Leadership 

 

 Two in five people (44%) are satisfied with leadership displayed by senior managers. This is 

lower than the average of three in five people (60%), derived from similar attitude surveys 

carried out by DASA(Surveys). 

 

 Approximately half of respondents agreed to a range of statements regarding the 

effectiveness of senior management.  Agreement ranged from two in five (41%) who agreed 

that senior management get the best from their staff (question 5C) to three in five (59%) who 

agreed that senior management think strategically (question 5B).  

 

3.3. Training, performance and development 
 

 This is the longest section in the questionnaire. A series of 20 statements were presented to 

sampled MoD civilians regarding the opportunities for development presented to them. 

 

 On average seven out of ten people (69%) agreed with the statements presented to them. 

Responses ranged from fewer than two in ten people (16%) who agreed that pay rewards 
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better staff performance (question 6T) to nine out of ten people (91%) who agreed that they 

made a positive contribution towards their team.  

 

 When presented with a series of three statements regarding performance feedback, over half 

(54%) agreed that their performance and development was discussed in addition to the six 

monthly reviews (question 7B). Nearly three quarters agreed that they receive constructive 

and useful feedback from their line managers (question 7C) and that mid year reviews take 

place at the appropriate time (question 7A). 

 

3.4. Line Management 
 

 This was a new section in this year’s survey, completed by line managers only. It is not 

possible to derive the level of management responsibility for each respondent. 

 

 On average nearly seven out of ten line managers (67%) agreed with a series of five 

statements regarding their scope for leading and developing their teams. Responses ranged 

from two in five (37%) who agreed that personnel policy enables line managers rather than 

constrain them (question 8B) to four in five (80%) who agreed that they could give honest 

feedback all aspects of performance to their team. 

 

 

3.5. Diversity and culture 

 

 Nine in 10 (89%) regard the MoD as an equal opportunities employer; nearly everyone asked 

(99%) was aware that the MoD has an Equal Opportunities and Diversity policy and seven in 

ten (72%) have attended Equal Opportunities training in the last year. (see question 9) 

  

 Nearly one in five (18%) felt they have been treated unfairly at work during the last year 

(question 10). The most commonly reported reason specified by those who felt they had been 

unfairly treated was “other” reasons not offered on the questionnaire. Work life balance was 

the most commonly reported option included on the questionnaire, followed by age. The most 

infrequently reported reasons offered were race, religion/belief and sexual orientation 

(question 11). This will partly be due to the relatively small numbers within those groups. We 

cannot derive from the questionnaire what proportion of people from minority groups felt they 

had been treated unfairly. 

 

 Of those respondents who felt they had been treated unfairly, one in five (21%) felt the issue 

had been resolved to their satisfaction. 
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 Seven in ten (70%) believed that harassment exists in the MoD. Of these, the most commonly 

reported reasons for the harassment were sexual orientation and other reasons not specified 

in the questionnaire. The other category includes all entries made in the “other” box including 

non-specific statements such as “it would be unusual not to have some form of harassment in 

an organisation the size of the MoD”,  general “bullying” comments and abuses of position 

from line managers.  

 

 Less than one in ten (8%) reported that they had been the subject of harassment in the last 12 

months (question 15) compared to the seven in ten who felt harassment did exist in the MoD. 

Of those who felt they had been the subject of harassment, the most commonly cited reason 

was “other” not presented in the questionnaire. This included many non-specific and unrelated 

comments, further evidence of reasons cited in tick box options as well as more specific 

options such bullying from line manager. 

 

 Three quarters felt they achieved a reasonable work life balance “most of the time” or “always” 

(question 18). Of those who did not feel they achieved a work life balance, the most frequently 

reported reason was the MoD’s long hours working culture.  

 

 Over three in ten (35%) felt well informed about the People Programme (question 23). The 

People Programme aim most respondents felt aware of was “the People Programme aimed to 

deliver improved HR services”.  The aim that most respondents agreed would be achieved 

was “the People Programme will improve consistency of advice and guidance given.” 
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4. Recommendations 
 
 

1. That DGCP and DASA(Surveys) redraft the aims of this survey to make them as concise and 

precise as possible. 

  

2. That DGCP and DASA(Surveys) redraft the questionnaire in line with the precise aims formed in 

recommendation 1 with a view to making it shorter and easier to respond to. 

  

3. To ensure compatibility with other internal MoD attitude surveys and external surveys that the 

“unable to respond” option be replaced with the “neither agree nor disagree” option. 

  

4. That DASA(Surveys) re-evaluate the sample design for this survey to enable robust estimates of 

the information need by DGCP.   

  

5. That DASA(Surveys) explore the viability of distributing the questionnaire by other means to 

reduce costs and/or improve the response from under represented groups. 

 

6. That service number information is dispatched with questionnaires to allow links to administrative 

records. The confidentiality of responses would need to be ensured and believed by recipients. 

  

7. The diversity and equality section should ask which groups respondents belong to. This will 

enable us to perform more insightful analyses on the rate of discrimination experienced in each 

minority group.  

  

8. That the data received through the CAS we weighted to reflect the sample scheme used and to 

compensate for non-response. 
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