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Foreword by the Leader of the Council

As a public organisation, Dover District Council has a responsibility to tackle discrimination and promote equality.  However, I would go further than this and say that we have a moral responsibility, a duty and a desire to remove discrimination and make equal and appropriate access to everything we do.

Dover District Council is committed to equality for its service provision and its responsibilities as an employer.  Our Corporate Plan states that we will give our residents a world-class future and release our District’s full potential.  We can only do this by working with our communities and their representatives, on an equitable basis and underpinning our targets with sensitivity, sustainability, diversity and equality.  

This is our second three-year Equality Scheme, which builds on lessons learnt from our work over the last three years to reinforce our commitments for our District’s future of regeneration

I, together with staff and members, will continue to make equality a reality in everything we do and to promote equality for the District’s residents, businesses and visitors. 

Introduction 

The Council’s top priority is to work with partners to regenerate the District, socially, economically and physically, focussing on Dover.

Our corporate plan aims to see world-class communities; this means strong and safe communities with a clear sense of identity that are the envy of the world by being located in our world-renowned location.  Our ambitions also see us having communities that are ‘self-reliant and prosperous, demonstrating self-belief and self-confidence, where children and young people matter.

Achieving our communities’ ambitions requires that we meet both our moral and legal duties for equalities, so that all of our communities share in our prosperity. 

The Disability Discrimination Act 2005, the Equality Act 2006 and the Race Relations (Amendment) Act 2000, all place a duty on the Council to eliminate discrimination and harassment on the grounds of Race, Disability, Gender, Age, Religion (Belief or lack of belief) and Sexual Orientation, collectively referred to as the ‘six strands of equality’.  The acts also place a duty on us to actively promote equality of opportunity on the grounds of Race, Disability and Gender.  Because the scheme covers the next three years, our scheme is now also being developed to ensure that we are able to deal with proposed legislation to extend our legal duties to cover all equalities.

This scheme sets themes for both tackling inequality and promoting equality and aims to ensure that equality plays its important role in supporting our corporate ambitions.  The scheme shows how we will also consider Human Rights and Community Cohesion as part of this work. 

Equality themes

· Promoting equal opportunities between minority groups and other people

· Removing unlawful and undesirable discrimination

· Removing harassment 

· Promoting positive attitudes

· Encouraging participation in public life

· Taking steps to meet people’s needs, even if this requires more favourable or individual treatment.

· Balancing the needs of our communities. 
Consultation

In creating this scheme, we have consulted with a wide range of voluntary and community groups, partners and local people representing all six strands of equality. Following consultations, it is apparent that communication is very important to everyone.

People wanted meaningful two-way communication with us, and above all they wanted to know how their suggestions make a difference by having services and policies designed starting with community engagement. These needs are reflected throughout the scheme. 

It is also very important for us to make this scheme work not for Dover District Council but for the District of Dover. We are sharing responsibility with all of our communities, but we will not lose sight of our own legal responsibilities.

Consultation highlighted important additions and amendments to the scheme and these have been incorporated in these actions and action plan.  Some of these are listed below:

	Suggestion
	Action

	Community involvement in Impact Assessments
	We will increase involvement and provide training to potential participants.

	Not enough mention of rural groups
	Although rural differences are not an equality issue in the legal sense, we have included awareness in the action plan.

	That we review with CASE Kent their community network
	We have asked CASE Kent to do this, assess any gaps. We will work with CASE Kent to address gaps and help the network become fully inclusive.

	That a district wide Community and Voluntary group database is developed.
	We believe this will make a difference to our district and have included this in our action plan.

	Intercoms may not be usable by people with hearing difficulties, especially those in our community who are deaf, and without speech or blind
	This is important but there will be issues over funding. We will look at how we will improve council building intercoms 

	Workshops should be held with people with learning difficulties and also with people with mental health issues
	We agree and have built some actions into our plans

	The language of the scheme is not easily understood, with jargon
	We have reviewed the presentation of the scheme and incorporated suggested changes. We have also set actions to review other major areas of the documents we produce

	The action plan needs smarter measures to show actions are done
	The action plan has been changed


Background
The following part of this scheme shows where we are placed for each equality strand: Race, Disability, Gender, Age, Religion (belief or lack of belief) and Sexual Orientation
Race

As of the last census in 2001, Dover’s population was 104,566 with 1.48% from ethnic minorities. Official revisions in 2007 show the District’s population to be 106,700.  Recent work in our community shows that we now have over 6,000 residents from other nationalities, or 5.62%.  Residents from Eastern Europe are difficult to assess, with many being transient or with no intention of remaining in the district long term. 

There are other individuals and families living in the District who do not make a sizeable group and have therefore not been included in this breakdown, including representatives from the West Indies, Afghanistan, the former Russian States, India and Iran. With the exception of our Polish community mainly working in farming throughout the District, the overwhelming majority of foreign nationals live in Dover.  

The District, in particular Dover, has had periods in recent history where there have been high numbers of resident asylum seekers that have created challenges for services and public alike. The Council, through its community liaison and support work, linked with local schools and community groups to increase understanding, tolerance and acceptance. There are no longer any significant numbers of asylum seekers living in the district, and new arrivals are all moved from the port to other parts of the country when they arrive. 

There are no obvious issues specific to ethnic minorities. We will work to monitor the situation. Our discussions with EU Migrant Helpline, the police and other partners indicate a problem with lack of English language skills, which we have included in our action plan. 

Nationality amongst ethnic minorities can be broken down as follows:

	Nationality of ethnic minorities
	Number

	
	

	Nepalese
	250

	Czech / Slovakian / Roma
	1,300

	Other Eastern European - Lithuanian / Latvian / Bulgarian
	700

	Polish
	2,500

	Turkish
	180

	Black African
	400

	North African
	   50

	Kurdish (predominantly from Iraq)
	250

	Middle East
	70

	Chinese
	100

	Bangladeshi
	100

	Greek / Greek Cypriots
	100

	
	

	Total
	6,000


Table 1: Ethnicity Breakdown

National mid-year population estimates show similar numbers to the above locally captured estimates.
At 31 March 2008, 1.48% of Dover District Council’s directly employed staff were from ethnic minorities.  Following recent work undertaken to update the profile of our community, it is clear that this figure is low in comparison with the 5.62% living in the District. It is also clear that some minority groups that are well represented in the district, such as Polish and Kurdish groups, are not well represented on the Council’s directly employed staff. We are undertaking work to better understand our contractors’ workforce profiles and we will take steps to promote job opportunities to less well-represented community groups in the District.
Disability

 
The Department for Work and Pensions (DWP) states that there is no single or standard measure or estimate of disability.  It is important to get a baseline of the Dover community to let us set challenging but realistic improvement targets.
	  
	 

England 2001

 
	 

South East 2001 
	 

Dover 2001

	 

Population

 
	49,138,831
	8,000,645
	104,566

	Number of People with a Disability or a limiting long-term illness
	8,809,194
	1,237,399
	21,459

	 

Percentage of People with a Disability or a limiting long-term illness


	17.93%
	15.47%
	20.52%


      Table 2: 2001 Census data on disability

The number of people claiming disability living allowance has increased gradually since the last census, and this can be demonstrated in the table below. This also shows us that the levels in our district are increasing more than in the rest of the country.

	  
	 

England 

 
	 

South East 
	 

Dover

	Aug-02
	1,995,090
	215,020
	4,410

	Aug-03
	2,091,820
	228,380
	4,730

	Aug-04
	2,173,470
	240,970
	4,960

	Aug-05
	2,237,510
	251,470
	5,090

	Aug-06
	2,292,900
	259,340
	5,260

	Aug-07
	2,375,900
	272,600
	5,505


      Table 3: Annual Disability Living Allowance recipients

Latest data from the office of National Statistics and the Shaw Trust show that:

· Nearly one in five people of working age (6.9 million, or 19%) in Great Britain are disabled 

· Only about half of disabled people of working age are in work (50%), compared with 80% of non disabled people of working age 

· There are currently 1.2 million disabled people in the UK who are available for and want to work. 

Disability in our workforce

The 2008 staff survey showed 5.8% of Dover District Council’s workforce had disabilities, compared to the District level of 7.25% of economically active disabled residents in the District.  While below the wider population of the district, the 5.8% represents a marked increase on the previous year, when 1.73% of our employees had a disability. Plans are in place to work with disability groups to ensure inclusive recruitment procedures are in place. 
Gender

The 2007 population estimates for Dover District (106,700), show the proportion of females and males is 51.83% and 48.17% respectively.   

53.9% of the female working age population are in employment, compared to 62.4% of the male working age population.
In Dover District, men are higher earners. The median weekly full-time earnings for men is  £612.12 whilst for women it is £379.60.   

Local statistics suggest that within lower earning jobs, women are more likely to take up the opportunity to work part-time.  At senior levels the proportion of both genders working part-time is substantially less. 

Gender in our workforce

· At 31 March 2008 52% of our workforce was female. The areas where women have less representation are those with the greatest number of technical and engineering based jobs, which reflects society in general.

· 31.21% of the Council’s female workforce work part-time, compared to 12.42% of male employees.  The national local authority average for part time females is 47%. 

· There are much less part time male employees at more senior levels, the top 5% earners, with only 4.76% of men at this level working part-time. 

· In the top 5% of female earners 33.3% are part-time. 

· The overall proportion of women in the top 5% of earners is 30%.  Compared to the national average of 42.6%. 

We will take steps to promote opportunities in our workforce to better reflect the wider community and take positive steps to promote job opportunities in under represented communities.

Age

The latest available information, from the 2001 census, shows that the Dover district has 18% of people over 65 and 23% under 18. In 2007 36% of Kent’s population was over 50 and this is expected to rise to 44% by the year 2026. With an ageing population within the district the Council is committed to ensuring that no member of the community experiences age discrimination. The council recognises the different needs of people of all ages so will continue to develop and improve services for children and young people as well as adults and older people.  

Religion or Belief

The Council recognises that the District has different cultures and faiths so we must take account of the needs of all residents and respond sensitively. 

This is especially important with the growth in ethnic residents and the Council is committed to meeting the needs of people from diverse religious groups to make sure that we improve the lives of all of our residents. The 2001 census shows that although Dover has a predominately Christian population of 77%.  There are 22% of people either not stating their religion or having no religion. The remaining 1% of residents are made up of Muslim, Buddhist, Hindu, Jewish and Sikh religions. With the growth in our ethnic minority groups, we anticipate that this proportion has grown significantly since 2001.

Sexual Orientation

The Government estimates that approximately 5% of the population are either gay men, lesbians or bisexuals, although the figures are not clear. The Council is committed to equal access to services and events for all residents, and ensuring everyone feels accepted as a valued citizen.  We recognise that we need to find out more about how our services can be improved to cater for residents with a different sexual orientation. Our Equalities Group is working with the community to improve our understanding and promote awareness to ensure gay men, lesbians or bisexual resident are equally valued members of society.

Key changes resulting from the 2006/9 Equality Scheme

The Council has prioritised its equality duties and has promoted equal access to services across the organisation. Staff have been trained in equality responsibilities. We ensure that services and policies are built starting with an assessment of how equalities are addressed through an Equality Impact Assessment programme, which will result in the elimination of discriminatory practices.

Examples of what we have done include:

· Bringing together volunteers from staff in all areas of the Council in an ‘Equality Group’

· Within the voluntary staff group, we have created ‘champions’ who act as mentors for each of the six strands of equality 

· A Customer Access Review programme, which we believe improves the outcome of Equality Impact Assessments 

· More community engagement and consultation events

· Equality training for all staff, using a combination of trainer and on-line facilities 

· Equality targets in service plans and corporate performance monitoring

· Better local translation services using EU Migrant Helpline

· Completed an equal pay review as part of a whole Council Job Evaluation Review

· A new Communication Strategy, more focused on consultation and communication with all of our communities

· Improvements in how we buy goods and services so that our suppliers also meet our equality responsibilities

Activities currently undertaken by DDC as an employer

Support and advice for carers  

The Council has in place a flexible working policy, which includes job-sharing. We will also work staff and Trade Unions, to review our arrangements for providing support and information to carers.

Tackling harassment and discrimination 

The Council is committed to tackling all forms of harassment, and has specific procedures to deal with such allegations.  The harassment and bullying policy is being reviewed to ensure that it reflects best practice and that all employees can easily access support and advice if they experience harassment.  The Council also has a ‘whistle blowing ‘procedure, which protects employees who want to report bad practice without fear of being victimised as a result.

Training employees on equality and diversity

Training for the challenge of delivering Equality is included within the Council’s training plan. The purpose is to provide managers and employees with the skills and knowledge they need to ensure that equality continues to be part of our day-to-day activities.  The approach includes:

· Analysis of the training needs for individual employees and Members

· In-house on-line training

· Making sure thinking about equality is second nature to staff in service delivery and employment practices

· Members of the Equality Group supporting and promoting the equality programme, providing advice and guidance

· Customer access review training for staff to understand the equality impacts in their own service areas

The Council evaluates the training programme.  If there is evidence to show that training needs have changed programmes are re-designed.

Equal pay review / audit 

The Council is committed to carrying out its legal obligation to comply with the Equal Pay Act, and is conducting an equal pay review as part of a job evaluation process.
Recruitment and Selection

It is clear from the statistics given above that the Council is under represented in the majority of minority groups.  The Council is committed to ensuring equal opportunities for all to access its recruitment process and not discriminate against any person. We will review the process to ensure that this is the case.  The review will also identify any areas in which positive action can be taken to help promote the Council as an employer with under represented minority groups.
Home working

The Council constantly looks to develop new ways of working for the benefit of both itself and its employees.  We wish to encourage working at or from home where it is appropriate and where it supports the needs of customers. 

All employees may request to be considered for remote and/or home working.  However only those whose posts are deemed feasible and who are deemed suitable for this type of working, by reference to the Home Working Policy, will be eligible to work remotely or at home.  There must be a clear business case to support requests for consideration for home working. 

Home-based employees have exactly the same employment rights as office based employees.

Corporate Equality Group

We have an equality group made up of 23 voluntary members of staff. The Council has a member of its corporate management team responsible for driving equalities through the Council, as well as Cabinet and Shadow Cabinet members with responsibility for Equalities. The group are available for any member of staff to discuss equality issues with, and oversee all the equality work done by the Council. The group meets once a month to review service and policy Equality Impact Assessments (otherwise known as Customer Access Reviews or CARs) and related actions, discuss new initiatives, and help with equality related problems. The following list shows the main terms of reference for the group:

· Statutory duties required by law:

· Review and revise the Equality Scheme and Action Plan quarterly and publish the results yearly.

· Renew the Equality Scheme and action plan every three years.

· Other tasks

· Assist with implementing new Equality and Community Cohesion Legislation

· Facilitate Customer Access Reviews (CARs)

· Review and challenge the results of CARs.

· Monitor action plans resulting from CARs.

· Monitor, evaluate progress and collect evidence for moving to a higher level of the Equality Standard for Local Government.

· Be champions for equality diversity and Community Cohesion, and be points of contact for all staff.

· Increase corporate awareness.

· Share feedback and highlight issues that effect more than one area of work

· Encourage use of the Equality, Diversity and Community Cohesion web page

· Work with the Consultation and Communication Group
Needs for the 2009/12 Equality Scheme
Areas to be addressed

We have engaged with communities, noted the changing demands of legislation and carried out CARs. As a result of our work, we have identified the following actions to help us improve how we deliver our equalities agenda:

· Yearly updates of our community profiles 

· All services, either commissioned or provided directly, will show how the profile of users reflects the District’s community profile

· Create a district-wide community group database representing all parts of our community

· Move our own staff profile to closer reflect our communities, with clear plans to promote employment in under represented areas

· All service and policy development to start with CARs and have external representation from community groups

Strategic objectives

· Service Delivery – To provide high quality services that meet the varied needs of our communities

· Community Engagement - To have a clear understanding of our communities

· Employment & Training–To utilise the skills we have in our workforce to promote equalities within the Council and across the district

· Performance – Monitor our progress towards achieving the aim of providing services without discrimination

Measures to prove success 

The Council will have a number of key measures to assess the progress towards eliminating discrimination within the District.  These measures will cover the key areas of under-representation and will be refreshed annually. The kinds of measures we will include are:

· The percentage of the top 5% of earners at the Council representing each of the six strands of equality

· The percentage of economically active disabled people in the area

· The percentage of Council buildings with disabled access

· The number of suppliers of goods and services that comply with the Council’s equality scheme

· ACTION PLAN
Our action plan shows what we must do to improve how we deal with discrimination and equalities and has been developed after considering feedback from community engagement events and other consultation with customers and partners. 

There are various statutory actions contained within the equality acts, which we must show in our equality action plan, such as monitoring and impact assessment processes.

	Objective
	Action and Outcome Required
	Timescale
	Responsibility
	Outcome
	Measure

	Increased disability awareness
	Publish the social model of disability in the staff magazine and on our Intranet and Internet.

(See Appendix 1)
	April 2009
	Equality Group and HR
	All district policy and service development includes social model
	Publication

	
	Social model included in staff training events and induction courses
	April 2010
	HR
	
	Staff evaluation forms include awareness

	Increased awareness of level of racial intolerance
	Meet with groups representing ethnic minorities to understand their awareness of the Racial Incident Reporting Line.
	June 2009
	Community Support Team.
	Actions to promote
	Action plan

	
	Promote the Racial Incident Reporting Line, which is a Kent Wide Partnership.
	April 2010
	Community Support Team.
	Promotion campaign
	Survey shows increased awareness.

	
	Establish a monitoring system, to capture data and act on all incidents against minority and diverse groups within 24 hours.
	June 2009 
	Community Support Team / Community Safety team
	System established
	Usage figures show uptake by all departments

	Best possible access to buildings
	Disability Discrimination Act (DDA) audit of all non-housing council buildings
	April 2011
	Property Services
	Maximum possible compliance with DDA
	Increase in percentage of buildings that are compliant.

	Best possible access to buildings
	Review of all council housing building intercoms
	April 2012
	Housing
	Flat access is useable by those without hearing and speech
	No new entrance systems are intercom based

	
	Meet with property and planning officers to set out needs for DDA access to listed buildings
	September 2009
	Property Services / Business and community transformation
	Needs established
	Increased access

	
	Consult on listed building DDA compliance issues with all ‘built environment’ interest and disability groups
	April 2011
	Property Services / Business and community transformation
	Guide to Listed Buildings produced and published.
	Consultations held

	
	Publish and promote listed building DDA guide
	April 2012
	Property Services / Business and community transformation
	
	Guide published

	Better Procurement
	Annual review of all contractors working on behalf of DDC to record awareness of their equality responsibilities.
	March 2010

March 2011

March 2012
	Procurement
	All contractors fully aware of their responsibilities
	Monitoring forms all returned.

	Better transport provision
	Carry out consultation with Voluntary and Community Sector on travel voucher scheme
	September 2009
	Business and community transformation
	Scheme requirements defined
	Consultation completed

	
	Develop and consult upon a better travel offer for vulnerable residents
	September 2010
	Business and community transformation
	Improved access to transport
	Travel offer developed

	
	Implement improved transport scheme
	April 2011
	Business and community transformation
	Improved access to transport
	Scheme implemented

	Better transport provision
	Include voluntary and community sector representatives in the District’s Joint Transportation Committee to present their views and needs
	March 2010
	Business and community transformation
	Improved public participation
	Public representatives appointed

	
	Develop improved options with partners for accessible transport
	September 2010
	Business and community transformation
	Closer working with partners
	More accessible transport available

	Improved advice and assistance
	Carry out a review of the many organisations that provide advice to see if we can better coordinate this in the District
	March 2010
	Business and community transformation
	Better district co-ordination and advice to third parties
	Organisations reviewed

	Improved awareness of available benefits by ethnic minorities
	Working with the Kent Benefits Partnership maximise benefit take-up by ethnic minorities through an annual targeted campaign in the district
	March 2010

March 2011

March 2012
	Business and community transformation
	Greater take up of benefit by ethnic minorities
	Increase in numbers claiming benefit

	To know our communities better
	Review the profile of groups represented in the voluntary Network
	May 2009
	CASE Kent
	Profile established
	Review completed

	
	Work with CASE Kent to ensure all minority groups are represented within their network.
	March 2010
	Business and community transformation and CASE Kent
	Better understanding of groups in the district
	Network breakdown assessed

	
	Start exploring possibilities for a district wide community group database.
	April 2009
	Business and community transformation
	No duplication of information and communication.
	Start development.

	To know our communities better
	All new policy and service delivery by Dover District Council to review user and non-user profiles against the community profile
	March 2010

March 2011

March 2012
	All DDC Staff
	Improvements in customer focused services
	All service improvements to list customer profiles and actions to address gaps against the community profile.

	
	Promote and update the network to address any gaps identified in the review
	March 2010
	Case Kent
	Up to date knowledge of the network
	Network updated

	
	With EU Migrant Helpline Consultancy, Kent County Council and the voluntary and community sector, carry-out a complete update of the District’s community profile.
	March 2010
	Business and community transformation
	Improved knowledge of our community
	New community profile

	Improved Communication and better listening
	Work closely with the voluntary and community sector and CASE Kent to promote Council Services and make them more accessible.
	Starting from April 2009
	Business and community transformation
	Services are promoted where they are most needed
	Increased access by minority groups and hard to reach communities.

	
	To act on any equality related findings from the scrutiny review of the community and voluntary sector.
	March 2010
	Business and community transformation
	Work with the community and voluntary sector is joined up and consistent.
	Scrutiny review action plan

	Improved Communication and better listening
	Carry out voluntary and community sector road show to promote accessibility to Council services
	Starting from April 2009
	All Services
	Increased awareness of what the community and voluntary sector need from the Council.
	Road shows held

	
	Present to the annual town and parish meeting to develop a plan to increase minority engagement in their activities
	November 2009
	Business and community transformation
	Partnership working continues in a structured and relevant way
	 Town and parish meeting held and action plan in place

	
	Review Benefits and Council Tax literature to reduce jargon and make documents more easily understood.
	March 2010
	Business and community transformation
	Better and easier communication
	Jargon is reduced

	
	Review Housing Division literature to reduce jargon and make documents more easily understood.
	March 2011
	Housing
	
	

	
	Review Governance Division literature to reduce jargon and make documents more easily understood.
	March 2012
	Governance
	
	

	
	Reduce jargon in all newly published Council leaflets documents and brochures
	June 2009
	All services
	
	

	Improved Communication and better listening
	Hold a workshop with groups and representatives from those with learning difficulties to create awareness and actions to improve how the Council provides services for this community.
	March 2010
	Business and community transformation
	Action plan to include in service planning for 2011/12
	Workshop held

	
	Hold a workshop with groups and representatives from those with mental health issues to create awareness and actions to improve how the Council provides services for this community.
	March 2010
	Business and community transformation
	Action plan to include in service planning for 2011/12
	Workshop held

	
	Work with Kent County Council to re-develop Castle Street into a Gateway
	August 2009
	Business and community transformation
	A more comprehensive service for all customers
	Gateway opened

	To work better with ethnic minority groups
	Carry out annual review with EU Migrant Helpline Consultancy to refresh ethnic minorities’ issues, and deal with identified issues.
	March 2010

March 2011

March 2012
	Business and community transformation
	Issues are identified, monitored and addressed
	Monitoring system established

	
	Increase funding to EU Migrant Helpline Consultancy to carry out day surgeries at our Castle Street office.
	April 2009
	Corporate
	More availability of Migrant Helpline facilities
	Increased numbers of surgeries

	
	Create public sector sponsored   English language courses for ethnic minority residents, and to signpost people to classes.
	March 2011
	Business and community transformation
	Improved English language learning facilities
	More courses provided.

	Increase awareness of all hard to reach groups and rural communities within the District.
	Working with the community profile and CASE Kent database, resource one day per week of contacting and working with previously under-represented and rural communities
	March 2011
	Business and community transformation Team.
	Increased access to services by hard to reach and rural groups
	Network and contacts increased from the original profile

	Ensure that employment policies positively promote equality


	Develop over-arching flexible working policy and promote to all areas of the Council to raise awareness of the options for flexible working throughout the workforce.
	August 2009
	Human Resources
	Greater awareness of flexible working amongst Council staff.
	Better use of flexible working opportunities.

	
	Investigate the options for ‘Carers Leave’ as part of the ongoing initiative to provide more support and guidance to employees with caring responsibilities.
	September 2009
	Human Resources
	Greater awareness by Council staff with caring responsibilities
	Better use of carers leave opportunities

	
	Implement the Equal Pay Action Plan developed as a result of the Equal Pay Audit carried out in 2008/09
	March 2010
	Human Resources


	Equal pay anomalies identified and addressed
	Equal pay action plan completed.

	
	Monitor the diversity of Council leavers through Exit Interviews in order to ensure that employment practices promote equalities.
	June 2009
	Human Resources
	Equality issues identified and addressed
	Actions on instances identified at exit interviews

	Ensure that employment policies positively promote equality
	Review and implement the harassment and bullying policy and procedure, provide training and ensure that the elements relating to diversity are fully considered. Employees and managers to be aware of their responsibilities and how to deal with incidents
	December 2009
	Human Resources
	Improvements in management of bullying and harassment instances
	Revised harassment and bullying policy implemented.

	Quarterly employment monitoring
	Develop the quarterly monitoring process to include all six equality strands following the introduction of monitoring of sexual orientation and religion in

2008-09
	March 2010
	Human Resources
	Improved understanding of staff profile for all strands of equality
	New performance indicators established and reported on.

	
	Report quarterly to the Equalities Group on the Diversity of Council leavers through Exit Interview process.
	July 2009
	Human Resources
	Better understanding of any equality issues.
	Quarterly report to Equalities Group.

	
	Report quarterly to the Equalities Group on the diversity of Council job applicants.
	July 2009
	Human Resource
	Greater focus on selection and recruitment process.
	Quarterly report to Equalities Group

	Recruitment practices
	Carry out consultation with external stakeholders on the Council’s recruitment practices with a view to identifying and removing any potential barriers to employment. Initiate closer working with the Community Development team in terms of the consultation that they undertake within communities
	May 2009
	Human Resources
	Increase in recruitment opportunities for minority groups
	More applications received from minority groups.

	Recruitment practices
	Consider positive action as part of recruitment process where appropriate.
	August 2009
	Human Resources with Service Managers
	Improved consideration of minority job applications.
	Positive action taken where appropriate

	
	Improve the monitoring of external job applicants to include all six strands of equality.
	June 2009
	Human Resources
	Greater focus on selection and recruitment process.
	Quarterly report on profile of applications.

	Ensure workforce profile remains in line with the district profile.
	Implement measures to help the workforce diversity profile be more reflective of the profile of the community in all six strands of equality.
	March 2010
	Human Resources


	More minority representation within the Council’s workforce
	Performance indicators developed

	Training
	Develop the Equalities and Diversity briefing in the Corporate Induction process to ensure that all new starters receive information on the Council’s Equalities Policy and Scheme.
	September 2009
	Human Resources
	New starters aware of the Council’s Equality standards.
	Improved induction briefing

	
	All new starters to undertake the in-house on-line Equalities and Diversity Overview module as part of the basic induction.
	November 2009
	Human Resources
	All new staff undertake training
	Numbers undertaking training

	
	All recruiting managers to have undertaken the in-house on-line Equalities Recruitment Module prior to recruitment.
	April 2009
	Human Resources
	Managers only allowed to recruit if training undertaken
	Number of managers trained

	
	Training for Employees and Managers on how to deal with harassment appropriately and with minimal distress.
	December 2009
	Human Resources
	Managers and staff better equipped to deal with difficult situations
	Numbers trained

	Incorporate the requirements of the Equality Scheme into current training programmes
	Develop mechanisms for the evaluation of training programmes (internal and external) that include the evaluation of how any Equalities and Diversity issues were addressed.
	September 2009


	Human Resources
	Evaluation of all training and impact in diversity issues
	Post training survey

	
	Design and produce equality & diversity guidance leaflet for managers to use during the recruitment process.
	April 2009
	Human Resources
	Improved manager awareness of selection and recruitment from minority groups.
	Leaflet produced and in use

	Monitor the progress of the Equality Scheme


	Introduce quarterly monitoring of target progress. Address any issues.

Review outcomes and report on their effectiveness.
	September 2009
	Equality Group and Service Areas
	Effective monitoring of actions.
	Updated action plan showing progress against targets

	
	Introduce a manageable process to work with Community Groups and Partners to monitor achievement of targets. Review any adverse trends and issues that may become apparent
	December 2009
	Equality Group and partners
	Issues identified and addressed
	Closer working arrangements agreed with community groups and partners.

	
	Review and report on scheme outcomes.
	May 2010

May 2011

May 2012
	Equality Group and partners
	Actions completed and further action identified
	Scheme reviewed and report published

	
	Consult on new Equality Scheme
	September 2011.
	Equality Group and partners
	New scheme developed in line with community needs
	New scheme published

	To maintain the current level of the Equality Standard for Local Government.
	Include relevant requirements in service reviews.
	March 2011
	Performance and Risk
	Services incorporate community needs
	Equality issues embedded in service planning

	
	Re-assessment of Equality Framework for Local Government.
	March 2011
	Performance and Risk
	Council’s equality standard maintained.
	“Achieving” level attained.


	Objective
	Action and Outcome Required
	Timescale
	Responsibility
	Outcome
	Measure

	CARs
	Finish programme of CARs on existing services.
	March 2010
	Equality Group, individual services, partners and service users
	Action plans developed
	All existing services reviewed

	
	Explore possibilities for increasing community involvement in the CAR process.
	March 2010

March 2011

March 2012
	Equality Group, individual services, partners and service users
	CARs reflect the needs of the whole community
	Number of groups involved in the CAR process

	
	Continue screening and reviewing new policies strategies and functions for adverse impact.
	As developed
	Individual services and Equality Group
	All new policies, strategies and functions address equality issues
	All new policies, strategies, function and projects screened as developed

	
	Review CARs done between 2006-2009 and update where necessary.
	March 2012
	Equality Group, individual services, partners and service users
	Services maintain equality   standards and incorporate up-to-date equality measures
	CARs reviewed and further actions developed.

	CARs
	Quarterly review of Customer Access Review action plans.
	Every quarter throughout the life of the scheme.
	Equality Group Action owners, Equality Officer
	Action plans up to date
	Review by Equalities officer and Equalities Group.


Glossary of Terms

· CAR – Customer Access Review, commonly known as an Equality Impact Assessment and required by law.

Appendices:

1. Social model of disability
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