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Imperial War Museum – Equality Strategy 2007 - 2010 
 
1. Foreword 
 
 
Managing diversity involves valuing people as individuals, as employees, visitors 
and clients. It builds on recognised approaches to equal opportunities and takes 
them further.    
 
Diversity is defined by the Museum, Libraries and Archives Council (MLA) as ‘the 
description of a range of visible and non-visible differences that exist between 
people’. The Imperial War Museum, along with MLA and its Regional Agencies, 
will promote diversity that celebrates these differences, promotes inclusion and 
creates a productive environment in which everybody feels valued, where talents 
are fully utilised and in which individual, community and organisational goals are 
met. (Adapted from Diversity in Action by Kandola and Fullerton, 1994).  
Harnessing these differences will create a productive environment in which 
organisational goals are met efficiently and effectively, making the best of 
everyone’s talent and potential. 
 
The Imperial War Museum (IWM) aims to ensure that equality of opportunity, 
access and participation is offered to the broadest possible cross section of 
stakeholders and users. This will be achieved through greater focus on workforce 
diversity. IWM will also develop an improved understanding of the diverse needs 
of service users in order to deliver targeted Action Plans. 
 
The focus of the Equality Strategy is on outcomes. It is imperative that any 
scheme results in successfully achieving targets and desired outcomes. The 
Museum will work in partnership with a broad range of groups and organisations, 
including the Equality and Human Rights Commission, to ensure that objectives 
are realistic and achievable. 
 
The Equality Strategy and supporting Action Plans (Disability, Cultural Diversity 
and Gender) cover a three year period. The Strategy and Plans will continue to 
evolve as progress is reviewed through impact assessment and through the 
prioritisation of actions in line with corporate planning processes. We welcome 
feedback; please let us know your views and opinions on our plans and activity. 
 
 
Diane Lees  
Director-General 
Imperial War Museum 
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2. Executive Summary 
 
Introduction 
 
The Imperial War Museum’s Equality Strategy covers the period April 2007 to 
March 2010. It sets out how the Museum will promote equality of opportunity, 
deliver workforce diversity and enable participation and access to the widest 
possible audiences in terms of exhibitions, resources and services. 
 
The Equality Strategy incorporates the Museum’s Disability, Cultural Diversity 
and Gender Schemes. It is our intention that the Strategy be a practical and 
achievable plan that is regularly reviewed and updated. The Museum has 
therefore sought to identify those functions which are most relevant and 
prioritised them in relation to Disability, Cultural Diversity and Gender Equality 
directives.  
 
Currently these function priorities are: 

 Exhibitions, programmes, events, publications and services provided to 
the public, including all learning programmes. Currently these are 
delivered on site at the Museum’s physical branches, online via the 
Museum website and in the community under outreach development 
projects.  

 Access to the Reading and Visitor Rooms (including online access to 
collections and services) – policies and procedures that allow visitors to 
obtain access to the Museum’s Reading Rooms and other collections for 
research purposes. 

 Staff (including volunteers) recruitment, development and training. 
 
Development of the Strategy 
 
The Equality Strategy is the result of wide spread consultation, listening to the 
views of staff, visitors, representative groups and other stakeholders and 
reviewing key performance measures in order to identify areas for improvement. 
Internal working groups have been established to address issues of Cultural 
Diversity and Disability and the recommendations from those groups are taken 
forward in the Strategy. IWM has also worked with the Cultural Diversity Working 
Group established by the National Museum Directors’ Conference (NMDC), 
signing up to the nine core recommendations developed to improve cultural 
diversity in the sector. 
 
The priorities below are based on those established by NMDC’s Cultural 
Diversity Working Group but have been expanded to relate to the three strands 
of the Equality Strategy (Gender, Disability and Cultural Diversity). 
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 To ensure that the implementation of the Equality Strategy, including the 
diversity of the Museum’s workforce, is overseen by a member of the 
Senior Management Team and reviewed as part of the Museum’s 
strategic plan. 

 
 To review collections, research, exhibitions, public and learning 

programmes and budgets on a continuing basis with the aim of achieving 
greater diversity in their use. To also ensure that exhibitions and public 
learning programmes with a diversity facet are funded and embedded over 
the long term rather than relying on project funding. 

 
 To work with a wide range of strategic partners and stakeholders to 

support the implementation of the Equality Strategy. 
 

 To work towards delivering equal and inclusive access opportunities, 
participation and inclusion for all, regardless of age, disability, gender, 
religion, belief, race or sexual orientation. 

 
 To promote an organisational culture where equality and diversity are 

valued. 
 
Key Objectives and Outputs 
 
IWM will seek to ensure that the workforce is more diverse in terms of cultural 
diversity, disability and gender in order to provide equality of opportunity and 
better reflect the communities that the Museum serves. Using the current position 
as a benchmark, together with local and national population profile information, 
targets have been established on a branch by branch basis.  
 
The Equality Strategy seeks to attract the widest possible cross section of users 
at each of the branches of the Museum. IWM Key Performance Indicators (see 
table page 9) measure audience diversity in terms of ethnicity and socio-
economic grouping. The trend reflected in these indicators shows that IWM is 
seeking to achieve incremental growth in its audiences, delivering sustained 
increases in diversity.  
 
Implementation 
 
The Strategy is supported by three key Action Plans on Disability, Cultural 
Diversity and Gender Equality. The Museum’s Senior Management Team will 
monitor performance against the Action Plans and targets set. 
 
The corporate planning process will be critical in the identification and allocation 
of resources to deliver the overall Equality Strategy. 
 
Over the next three years further consultation with visitors, staff and other 
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stakeholders will be undertaken, inviting comment and views on the Equality 
Strategy and Action Plans.  
 
Measurement of progress 
 
IWM will use impact assessment toolkits, audience research mechanisms and 
consultation in order to measure progress. Museums Libraries and Archives 
Council (MLA) toolkits will be used to carry out impact assessments in each 
branch. This analysis will further inform the development of Action Plans for 
Disability, Cultural Diversity and Gender Equality. The implementation of the 
Plans will be monitored by the Museum’s Equalities Monitoring Board and, on an 
ongoing basis, as part of the business planning and quarterly review process. 
Audience research will reflect progress in the implementation of audience 
development strategies.  
 
 
The legal imperative to comply with legislation 
 
The IWM is a non-departmental public body (NDPB) overseen by a Board of 
Trustees and its Chairman. The governmental sponsor department of the 
Museum is the Department of Culture, Media & Sport (DCMS). IWM is subject to 
general duties for disability, race and gender equality and also has a duty to 
produce Equality Schemes for disability and gender. 
 
If you have any questions about the Museum’s Equality Strategy or would like to 
get involved with ongoing activity please contact: 
 
Janet Atkinson, Head of Personnel  
Vanessa Rayner, Head of Strategy and Planning 
 
At the following email address: 
 
Email: equalityconsultation@iwm.org.uk 
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3.  Introduction 
 
About the Strategy 
 
The IWM Equality Strategy covers a three year period from 2007 to 2010. It sets 
out how the Museum will promote equality of opportunity and enables 
participation and access for as wide an audience as possible to the Museum’s 
exhibitions, resources and services. In addition to the Strategy we have produced 
action plans for Disability, Cultural Diversity and Gender. 
 
Structure of the Equality Strategy 
 
The Museum has a legal duty to produce equality schemes for disability and 
gender. It is also required to comply with the employment duty for race equality. 
The Museum has adopted the term cultural diversity rather than race in the 
development of an Equality Strategy. MLA defines cultural diversity as 'diversity 
based around ethnicity and race' and social justice, identity, community cohesion 
and social inclusion are some of the key government policy themes that our 
cultural diversity work seeks to address.  
 
The Museum has developed a single Equality Strategy to cover all strands of 
diversity and this reinforces the message that all diversity issues are of equal 
value.  
 
Development of the Strategy 
 
The Strategy is the result of a consultation process, listening to the views of staff, 
visitors and stakeholders and looking at our key performance measures, to 
identify where the Museum is performing well and where improvement is needed.  
 
A Diversity Working Group was established by the Museum in 2004, with 
representatives from departments across the organisation including exhibitions, 
research and information, learning, personnel and information technology. All 
senior managers were involved, contributing to ideas on how the Museum might 
improve access and participation amongst all users, particularly those from 
underrepresented groups. 
 
A review of visitor services and provision for users with disabilities has been 
carried out at all branches of the Museum. In 2006 a corporate Disability 
Monitoring Group was established to review the activity being delivered across 
the branches of the Museum to improve access. The group seeks to identify best 
practice and opportunities to further improve access. 
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These working groups have subsequently been merged to create an Equalities 
Monitoring Board.  
 
In addition, a range of key data and evidence have been collected and analysed, 
including: 
 

 Workforce gender, disability and age statistics  
 Market research and visitor profiling data including visitor numbers in 

terms of cultural diversity, gender and socio-economic grouping  
 Visitor response data regarding customer satisfaction  
 Potential visitor research 

 
Meetings were set up with groups representing the needs of diverse groups in 
terms of both disability and gender issues. See Appendix A for the list of groups 
consulted. 
 
Ongoing consultation has been built into the process of strategic development to 
ensure that the Museum successfully meets the needs of the broadest spectrum 
of users.  
 
 
Imperial War Museum 
 
The Imperial War Museum offers everyone’s story: the history of modern war and 
people's experience of war and wartime life in Britain and the Commonwealth. It 
is an educational and historical institution responsible for archives, collections 
and sites of outstanding national importance.   
 
The Museum also houses a major national art collection, a national archive of 
written and audio-visual records and a research centre. Activities include 
exhibition and display, formal, informal and lifelong learning, publishing, research 
and trading as well as the acquisition, documentation, study and conservation of 
its collections.  
 
Further information, including annual reports, the corporate plan, our mission and 
our values, can be found at www.iwm.org.uk.  If you do not have Internet access 
please contact the Personnel department to obtain a hard copy of the annual 
report. 
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4. Key Objectives and Outputs 
 
Visitor profile 
 
The table below provides further information about the Museum and its 
performance (in numerical terms) in key areas defined as the Key Performance 
Indicators. The data essentially provides a visitor profile in terms of current 
performance but also corporate targets.  
 
IWM current and projected visitor profile 
 

Performance Indicator 2005-06 2006-07 2007-08 2008-09 2009-10 2010-11 
  Actual Actual Forecast Forecast Forecast Forecast 
Total number of visits to the 
Museum (excluding virtual 
visits) 

1,906,510 1,956,069 1,978,140 2,019,460 2,068,275 2,114,785

Number of children aged 15 
and under visiting the 
Museum 

498,270 547,674 605,375 629,175 664,700 675,200 

Number of adult UK visitors 
(aged 16 and over) from 
NS-SEC groups 5-8 
attending the Museum* 

516,532 316,291 331,115 340,975 348,025 353,945 

Numbers of children aged 
15 and under in on and off 
site organised educational 
sessions 

320,050 319,411 288,000 288,500 291,000 293,500 

% BME visitors**(note this 
figure does not include 
visitors in groups or school 
parties) 

 
2.2 

 
4.5 3.7 4.0 3.7 3.7 

Total number of website 
visits  

 
7,787,302

 
9,969,128 8,500,000 8,925,000 9,550,000 10,410,000

 
 
* Formerly socio-economic groups C2DE, forecasts have been revised from 2007-08 onwards to 
reflect the impact of the reclassification of lower socio-economic groups and the concomitant 
reduction in numbers 
 
** BME - Black and Minority Ethnic, that is, those that define themselves as Asian or British Asian 
(Indian, Pakistani & Bangladeshi, Other Asian Background); Black or British Black (Black 
Caribbean, Black African, Other Black Background); Mixed Ethnicity; Chinese and Other Ethnic 
Groups 
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4.1 CULTURAL DIVERSITY 
 
The Museum aims to increase BME diversity in the workforce. Year on year 
increases are sought in 2 categories, specialist and non specialist staff.  The 
table below shows current BME staffing by branch in terms of specialist 
(curatorial) and non specialist (other) staff as well as targets for 2010 and 2020. 
 
Table to show Workforce Cultural Diversity Targets (% total employees) 
 
Branch Curatorial  Other Curatorial Other Curatorial Other 
 2007 2007 2010 2010 2020 2020 
IWM London 0.6% 13% 3% 12% 9% 29% 
HMS Belfast 0% 8% 3% 15% 9% 20% 
CWR & CM 0% 8% 3% 12% 9% 20% 
IWM North 0% 4.1% 3% 8% 9% 11% 
IWM Duxford 0% 0.3% 2% 5% 7% 7% 
 
Note that the IWM staff survey 2007 response rate in terms of cultural diversity 
was 78% 
 
The Strategy will also seek to attract the widest possible audiences to each of the 
branches of the Museum. The Key Performance Indicators (see table page 9) 
include audience diversity in terms of ethnicity and socio-economic grouping. 
KPIs show that the Museum is working towards incremental growth in these 
audiences, delivering sustained growth in terms of diversity.  
 
 
4.2 DISABILITY 
 
Physical and intellectual access will be audited at each branch of the Museum 
and action plans developed to increase access for visitors and job opportunities 
for those with disabilities. 
 
Table to show Workforce Disability Targets (% total employees) 
 
Branch Current 2007 2010 2020 
    
IWM London 2.6% 4% 5% 
HMS Belfast 4.3% 5% 5% 
CWR & CM 5.3 5% 5% 
IWM North 2.1% 4% 5% 
IWM Duxford 4.1% 4.5% 5% 
Note that disability figures are based on those declared by staff. The sample is 
self selecting and the staff survey response rate in terms of disability declaration 
was 47%.  
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The Museum does not hold performance indicator data on visitors with a limiting 
disability and their presence within the audience profile. In order to capture this 
data, it is considered that intrusive and inappropriate market research questions 
would be needed. IWM, therefore, continues to focus on the delivery of 
appropriate provision using focus groups and consultation with user groups.  
 
 
4.3 GENDER EQUALITY 
 
Actions to deliver the gender equality agenda are the third strand of this strategy 
ensuring greater gender equality within the workforce at all levels of the 
organisation.   
 
Currently IWM employs 331 men and 294 women across all branches and levels 
as detailed below (the gender balance is 53% male against 47% female) 
 
Tables to show Workforce Gender Profile by Branch (% total employees) 
 
2007 IWM London 
Level Male Female 
A 56% 44% 
B 65% 35% 
C 37% 63% 
D 47% 53% 
E 59% 41% 
  
2007 Churchill Museum and 

Cabinet War Rooms 
Level Male Female 
A 100% 0% 
B 0% 0% 
C 0% 100% 
D 67% 33% 
E 39% 61% 
 
 
2007 HMS Belfast 
Level Male Female 
A 100% 0% 
B 100% 0% 
C 64% 36% 
D 85% 15% 
E 83% 17% 
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2007 All London Sites (Totals) 
Level Male Female 
A 67% 33% 
B 64% 36% 
C 39% 61% 
D 55% 45% 
E 57% 43% 
 
2007 IWM North 
Level Male Female 
A 40% 60% 
B 0% 0% 
C 33% 67% 
D 31% 69% 
E 23% 77% 
 
2007 IWM Duxford 
Level Male Female 
A 43% 57% 
B 67% 33% 
C 67% 33% 
D 49% 51% 
E 77% 23% 
 
 
In terms of workforce development, the ultimate target in terms of gender equality 
is to achieve equity across the branches by 2010.  
 
 
5. Impact  Assessment 
 
In order to comply with legislation, the Museum is required to carry out impact 
assessments on key policies and functions to ensure equality in our decision 
making processes and activities.  The Museum will address diversity issues 
through its web access strategy, the development, management and 
interpretation of its collections and engagement with diverse audiences. 
 
What are equality impact assessments? 
 
Equality impact assessments are a way of checking policies and services to 
ensure that they are easily accessible. Assessments provide a clear system of 
quality assurance and help us to focus on meeting the needs of service users 
and monitoring the progress of the implementation of the Equality Strategy.  
 
Equality impact assessments make good business sense. They support an 
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organisation in understanding the needs of visitors and staff which in turn informs 
the development of services and resources. By targeting resources we can 
ensure that our services offer better value and deliver higher levels of 
satisfaction. 
 
MLA has developed an impact assessment tool that the Museum has used to 
develop both its Disability and Cultural Diversity Action Plans. 
 
For each of the key functions and policies, the Museum will consider the impact 
of current policies and procedures associated with equality of opportunity. For 
each policy the following criteria will be applied: 
 

 Is there any evidence of higher or lower participation of different groups? 
 Is there any evidence that different groups have different needs, 

experiences or issues? 
 Is there an opportunity to promote equality of opportunity or better 

community relations by altering the policy or working in partnership with 
others? 

 Have consultations with relevant groups or individuals indicated that 
particular policies create problems which are specific to them? 

 
Assessing compliance 
 
Key policies and functions in relation to the above will be assessed using impact 
assessment toolkits. 
 
MLA toolkits have been used to assess proposed new policies including new 
projects, schemes, partnerships and services from September 2007. The toolkits 
are used to screen all new policies to establish their relevance in terms of race, 
disability, gender, sexual orientation, religion, belief and age equality. The 
intention of the Museum is ensure that no policy has an adverse effect on any 
group or individual. 
 
Policy assessment will be co-ordinated by each member of the Senior 
Management Team, reporting progress in their own professional areas to the 
Director-General. 
 
The Museum will also continue to consult with relevant stakeholders. 
Consultation methods may include face to face meetings, internet consultation, 
surveys, focus groups and advisory groups. IWM will endeavour to ensure 
maximum participation in all consultation undertaken. 
 
Policies and functions will be subject to review on a rolling three year basis. This 
will be integrated within Museum corporate planning, forward job plans and 
quarterly reporting.   
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Integrating Equality into the operation of the Museum  
 
The Museum recognises that it is important that equality is fully integrated into 
the working culture, operation and development of the Museum. Of equal 
importance is the need to communicate with diverse groups on an ongoing basis. 
IWM is currently engaged in a range of activities to enhance consultation 
processes. (See consultation list at Appendix A) 
 
A Digital Strategy Board has been established to address all digital and strategic 
issues including improvements to the website, seeking to make the intranet and 
internet more accessible and usable for people who need access to information 
out of office hours and those who have sensory disabilities. 
 
A suite of Equality Awareness training is to be developed and provided on an on-
going basis for staff enabling them to communicate effectively with service users 
and colleagues.  
 
The Senior Management Team has appointed Diversity and Disability champions 
in each branch to take the lead on equality issues and make sure the relevant 
action plans are completed 
 
 
6. Performance Review 
 
Monitoring performance of the Equality Strategy 
 
The Director of Corporate Services chairs the Equalities Monitoring Board which 
oversees the work being done, ensuring that good practice is disseminated and 
specialist advice and support is provided to branches where required. The 
Equality Strategy and progress on the Action Plans will be reviewed on an annual 
basis by the Museum’s Senior Management Team and the Director-General and 
fed back into the Corporate Business Plan. 
 
Publicising the Equality Strategy: 
 

 The Strategy will be available in a number of formats, online and on request 
from the Personnel department  

 
 Staff awareness of the Strategy and Action Plans will be raised through 

consultation online, via focus groups and through forward job plans and 
quarterly reviews 

 
 The Disability and Diversity champions and members of the Disability and 

Diversity Working Groups have responsibility for raising awareness of the 
Equality Strategy with staff, service users and external organisations. 
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7. Action Plans 
 
See Action Plans for Gender, Disability and Cultural Diversity 
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Appendices 
 
Appendix A 
 
Consultation Summary 
 
Disability 
In 2006, a corporate Disability Monitoring Group was established to audit existing 
work on disability issues and develop and roll out the Strategy. In 2007 Disability 
Champions were appointed for each branch. Their role is to consult with 
colleagues at branch level on disability issues. The London Disability Champion 
is responsible for consulting with key disability groups on the Equality Strategy. 
Staff with disabilities or knowledge and awareness of disability issues were 
consulted and involved in the production of the Equality Strategy and Disability 
Action Plan. 
 
The list below shows the organisations which have been/will be consulted on the 
Equality Strategy and Disability Action Plan: 
 

 Age Concern                                               
 British Deaf Association 
 Disability Rights Commission                     
 Help the Aged                                             
 Mencap 
 Royal National Institute for Deaf People     
 Royal National Institute for the Blind 
 The Guide Dogs for the Blind Association 

 
Age, Gender, Race 
In 2002 the Museum carried out race impact assessments on key functions. In 
2004 the Museum set up a Diversity Working Group with representatives from all 
key functions. 
 
In 2006, the Museum met with all its senior staff and involved them in identifying 
ways to improve cultural diversity within the Museum. 
 
The list below shows the organisations which have been/will be consulted on the 
Equality Strategy:  
 

 The Women and Equality Unit at DCMS 
 Women's National Commission. www.thewnc.org.uk   
 Men's Health Forum www.menshealthforum.org.uk   
 The Support Network for Transsexual, Transgender and Intersex Staff 

within Government Departments www.csag.org.uk  
 Gay Rights Groups  
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Appendix B 
 
Summary of Equalities Legislation 
 
The IWM Equality Strategy complies with the following Equal Opportunities 
Legislation, Codes of Practice and recommendations: 
 
• The Sex Discrimination Act 1975 and 1986 
• Sex Discrimination (Gender Reassignment) Regulations 1999 
• The Protection from Harassment Act 1997 
• Employment Equality (Sexual Orientation) Regulations 2003 
• Gender Equality Duty 
• The Equal Pay Act 1970 as amended by the Equal Pay (Amendment) 

Regulations 1983 
• Codes of Practice, including on Equal Pay 
• The Race Relations Act 1976 
• The Race Relations (Amendment) Act 2000 
• Employment Equality (Religion or Belief) Regulations 2003 
• Five Year Plan for Asylum and Immigration 
• Incitement to Religious Hatred (1986 Public Order Act) 
• The Macpherson Recommendations, Stephen Lawrence Inquiry 
• The Disability Discrimination Act 1995 
• The Disability Rights Commission (DRC) Act 1999 
• Disability Equality Duty 
• Special Education Needs and Disability Act 2001 
• Equal Opportunities Commission and Commission for Racial Equality Codes 

of Practices 
• The Human Rights Act 1998 
• The Work and Families Act 2006 
• The Employment Equality (Age) Regulations 2006, including amendments 

2007, 2008. 
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