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Section 1: Introduction 

1.1
Overview 

As a council, we know equality and diversity should be at the centre of all we do, and we will work positively and consistently to achieve the commitments within this document.  This Policy provides a clear and strong direction, so our staff, partners and stakeholders know what to expect from us, and recognises the importance of ensuring the principals of equality and diversity inform key decision-making at every level within the council.
This Equality and Diversity Policy is a public statement of our equalities and diversity objectives and approach.  This document, which we refer to as the Policy, has been developed to ensure we meet the requirements of the Equality Act 2010.  This Policy contributes to our commitment to and focuses on:-  
· Reinforcing the council’s responsibility under the Equality Act 2010, and our role as community leaders, service provider, employer and purchaser of goods and services. 
· Developing an action plan to help us ensure equality of opportunity for all sections of the community and our workforce, and ensure our services to all residents are provided fairly and without discrimination.
· Promoting equality and diversity across our staff and among our residents, to ensure the removal of unfair discrimination and disadvantage, harassment, and to foster good relations, in the workplace and between different community groups.
1.2
Definitions and equality terms
What is equality
Equality means everyone is treated fairly, with respect and are given fair chances.  We realise, individual’s needs are sometimes best met in different ways.  People must not be unfairly discriminated against because of any of the nine protected characteristics and we must all contribute to creating a positive environment where discriminatory practices and unfair discrimination does not happen.  
Equality of opportunity, in terms of access to fair and equitable services, is equal treatment and outcomes that meet the needs of the individual.

What Is Diversity

This refers to the differences which exist between each of us and the need to consider our own unique needs when helping others.  
This means understanding how people’s differences and likenesses can be used for the benefit of the individual, the organisation and our communities. 

People with diverse backgrounds and attitudes may bring a variety of ideas and perceptions, and a diverse organization can draw upon the widest range of experiences so it can listen to and meet the needs of its employees, customers and the community it serves.
Discrimination

This refers to when a person is treated less fairly due to a perceived difference they may have.  For example, Fred, a senior manger turns down June’s application for promotion as a supervisor.  June, who is a lesbian, learns this is because Fred believes the team she applied to manage are homophobic. Fred thought June’s sexual orientation would prevent her from gaining the team’s respect and managing them effectively. This is direct sexual orientation discrimination against June.
Indirect Discrimination

This occurs when, for example, a rule is applied fairly to all but in fact, the ability of one group to respond to that rule, is much greater than the ability of another.  An example of this might be a rule that everyone should apply for something via the internet.  This could exclude those with internet access or computer skills.

Positive  Action

This refers to any action taken to attempt to put right an imbalance in the makeup of a workforce or deal with existing stereotypes problems.  For example, an organisation may wish to employ more disabled or ethnic minority people to have a more diverse workforce, and therefore, encourage people from these protected groups to apply, eg, disabled people are guaranteed an interview if they meet all the essential criteria.
Equality of Outcome

This is the opposite of the idea of equal opportunities and refers to an effort to ensure, whatever the level of opportunity, the outcome is roughly the same.  For example, re-distributing income from richer to poorer is a form of equality of outcome.  Actions taken to treat someone equally is dependent on their need(s).

Discrimination by Association

This is the form of discrimination which occurs when unfair grounds applies to a person, but another person is treated negatively from knowing them.  For example, you could be discriminated against because you have a family member or a friend who has a disability.  For example, May works as a project manager and is looking forward to a promised promotion.  However, after she tells her boss that her mother, who lives at home, has had a stroke, the promotion is withdrawn.  This may be discrimination against May because of her association with a disabled person.
Discrimination by Perception

This refers to discrimination because you believe a person has a protected characteristic.  It applies even if the person does not actually have that characteristic.  For example, Tom is 45 but looks much younger.  Many people assume he is in his mid 20s.  He is not allowed to represent his company at an international meeting because the managing director thinks he is too young.  Tom has been discriminated against on the perception of a protected characteristic.
Human Rights
Every person in the world have basic human rights and freedoms.  Human rights are based on core principles such as dignity, fairness, equality, respect and independence.  They are relevant to day-to-day life and protect people’s freedom to control their own lives, effectively take part in decisions made by public authorities which impact upon their rights, and get fair and equal services from public authorities.

Community Cohesion
A cohesive community can be described as one in which strong and positive relationships are being developed between people from different backgrounds and circumstances, and different groups of people get on well together.  Effective and lasting community cohesion involves appreciating, respecting and positively valuing the diversity of people’s backgrounds and circumstances.
Stereotype

A simplified idea of what people with certain characteristics are like such as, all French people wear berets and striped T-shirts.  Stereotypes can be positive or negative.
Section 2: Our approach to equality and diversity
2.1
Equality Statement
The Equality Statement has been revised this year.  These will help us promote and advance equality, diversity and community cohesion as part of everything we do.  North West Leicestershire District Council will:- 
1. Ensure council services are fair, reasonable and accessible, to all our customers, especially those with protected characteristics. 

2. Ensure equality and diversity is part of service planning, management and service delivery. 

3. Ensure information about our services is offered in suitable formats and languages. 

4. Ensure the council’s commissioning, purchasing and grants provisions, policies and procedures are fair, and treats all customers equitably. 

5. Carry out equality analysis in relation to: access to services, the effect of services, proposed policies and changes to existing policies, in respect of the nine protected characteristics.  

6. Understand our employees so we can take actions that ensure fairness and equality of opportunity for all. 

7. Train Elected Members and staff through induction, specific training sessions and opportunities to ensure they are aware of this Policy and their own responsibilities, and are able to apply it to their own area of work.
8. Regularly publish information on the council website about what the council is doing to embed and promote equality and diversity in the workplace and for our communities.
2.2
Our role as Leaders
The Policy is targeted at managers, team leaders, Heads of Service and members of the Corporate Leadership Team, to assist them to fully meet the aims set out in the Equality Statement (see 2.1) and to fully realise the equality objectives of the council.  All supporting documents, codes of practice, legislative information, monitoring and training will be aimed at helping all employees, to implement the policy effectively, in terms of service delivery and employment practice.   Our responsibilities are:- 
· To provide leadership through Corporate Leadership Team (CLT) who will work with the political leadership in creating an equality and diversity culture within the council. 

· For all employees to embrace the principles of equality of opportunity and apply these to their everyday activities. 

· Not to harass, abuse or bully any other employee or customer, on the grounds of a protected characteristics.

· 
For the Equality and Diversity Coordinator officer to provide guidance to staff on equality and diversity law, and be pro-active in promoting equality and diversity.  The Coordinator will support staff with training, monitoring, service and policy reviews, engaging with the community. 
2.3
Accessible Communications

We want to encourage communication with people from different communities and make sure we do this in a way that helps them to take part.  
The council will:-
· Talk to people and listen to people in the way they find the easiest and best.  We will also help other people to do this.
· Look at ways to raise the profile of equality and diversity through targeted positive communications, equality and diversity events, either as a council, or working in partnership with other organisations and government bodies, eg, the annual Equality and Diversity Week (in November). Invitations and publicity for events will clearly state the appropriate booking systems to request any facilities or services required.
· 
Continue to provide information upon request in a number of different formats or community languages, and going through a document personally with someone to help them understand it.  Alternative formats also include large print, Braille and audio.  We will produce a version of this document in Easy Read by the end of March 2015.  
· 
Continue to ensure public meetings and events are accessible. This includes providing, upon request, alternative formats for written documents, using the help with hearing system, level access, accessible toilets, where possible, transport to and from the venue, and adequate emergency exit procedures. 
· 
This year all equality and diversity documents are being reviewed and updated, and will be available on our website by March 2015.
2.3.1 Translation and Interpretation service
We have a Translation and Interpretation Guidance to assist officers and our customers in delivering our services.  The NWLDC Translation and Interpretation Guidance can be found at: http://www.nwleics.gov.uk/pages/translating_and_interpreting_services 
We aim to provide interpreters (includes sign language interpreters) where we receive prior notice that they are required.  We offer information about our services in different formats and languages.
2.3.2 Comments and Complaints

Comments and complaints are encouraged from our customers in any form of communication – by email, telephone, in writing or face-to-face.  

The ‘Have Your Say’ scheme sets out how you can tell us what we need to know, whether it be a formal complaint, a comment or compliment.  This scheme also enables us to collect and monitor your opinions about our services and our staff, as well as help us understand the diversity of our residents. 
Have Your Say is made up of three areas:-

1. Formal complaints

A formal complaint is an expression of dissatisfaction with the way a service responded to your request or with the way a service was delivered.


2. Comments

If you have a comment to make on a service, or suggestions on how we can improve, or better meet the needs of those with a protected characteristic, or would like to bring something to our attention please complete the comment section of the Have Your Say form. 

3.
Compliments

We need you to tell us when we go wrong, or when you have an idea. We also need you to tell us when we have done something right.

As part of our commitment to Customer Service, we have a Corporate Complaints Policy, which can be found at:  http://www.nwleics.gov.uk/pages/corporate_complaints_procedure 
Our mission is to put our customers at the heart of what we do, and how we do it regardless of how they chose to contact us.  We will respond positively to customers views, and actively seek to promote opportunities for customers to tell us what they think, and for them to influence future service development and delivery.  Our Customer Services Improvement Strategy 2012-2015 sets our aims in how we will treat customers and respond to their needs, and through our review and improvement of customer services, we can deliver quality, value for money services.  

2.4
Equality Monitoring Policy 
Equality monitoring is looking at the information we collect about different services and groups of people.  This will tell us how well we are making equality and diversity a part of the work we do.  It is something we think is very important for understanding our customers.  We also collect and monitor information about the people who work for us for the same reason.
The Council’s Equality Monitoring Policy tells our staff how they can collect information for the protected characteristics.  This information will be used to:-

· Understand how many people from different protected characteristics work for us.
· Understand how many people from different protected characteristics use our services, or are not using our services.
· Help us understand what different groups think about our services and about what we could do to better meet their needs. 

· Support our service provision, monitor inequalities and demonstrate our compliance with legislation.
By the end of December 2014, we will produce a generic Equality Monitoring form in order to collect equality and diversity information of our service users, residents and partners, etc.  The Equality Monitoring form and Policy will be available on our intranet for staff and externally on our website. 
Section 3: Embedding equality and diversity in all we do
3.1
Equal Opportunities and what the Law says 
As a Council, we need to show how we meet the law, by telling people what we have done and are doing. This law is called the Equality Act 2010, and this Policy addresses the basic requirements for public bodies. The Equality Act 2010 document can be found at: http://www.legislation.gov.uk/ukpga/2010/15/contents  or http://www.equalityhumanrights.com/legal-and-policy/key-legislatures/equality-act-2010 
3.1.1
The Equality Act 2010 

The Equality Act 2010 and connected Public Sector Equality Duty are the main equalities legislation, which sets out unlawful ways to treat someone.  The law protects people from unfair discrimination on the grounds of nine protected characteristics:-

1 Age: relates to a person belonging to a particular age group (eg, 32 year olds) or a range of ages (eg, 18 – 30 year olds).
2 Disability: defined as having a physical or mental impairment that has a 'substantial' and 'long term' negative impact on your ability to do normal daily activities.
3 Gender: covers the 'characteristic' of being a man or of being a woman.
4 Gender Reassignment: the process of changing from one gender to another.  This characteristic covers a person who is intending to undergo, is undergoing or has undergone a process (or part of a process) for the purpose of reassigning their gender by changing physiological or other traits of gender.
5 Marriage and Civil Partnership: currently, marriage is defined as a 'union between a man and a woman'.  Same-sex couples can have their relationships legally recognised as 'civil partnerships'.  Civil partners must be treated the same as married couples on a wide range of legal matters.  Legislation on marriage changed from 13th March 2014 and same-sex marriages started taking place on 29th March 2014.
6 Pregnancy and Maternity: pregnancy is the condition of being pregnant or expecting a baby.  Maternity refers to the period after the birth, and is linked to maternity leave in the employment context.  In the non-work context, protection against maternity discrimination is for 26 weeks after giving birth, and this includes treating a woman unfavorably because she is breastfeeding.
7 Race: refers to a group of people defined by their race, colour, and nationality (including citizenship), ethnic or national origins.
8 Religion or Belief: religion refers to any religion or lack of religion, and belief includes religious and philosophical beliefs including lack of belief (eg, Atheism).  Generally, a belief should affect your life choices or the way you live for it to be included in the definition.
9 Sexual Orientation: whether a person's sexual attraction is towards their own sex, the opposite sex or to both sexes.

It is against the law to discriminate against anyone because of any of these nine 'protected characteristics'.

3.1.2
Public Sector Equality Duty [PSED] http://www.equalityhumanrights.com/private-and-public-sector-guidance/public-sector-providers/public-sector-equality-duty) 
The Public Sector Equality Duty consists of a general duty which is supported by specific duties.  The general duty requires public sector organizations to have due regard to the need to:-
1. Eliminate discrimination, harassment and victimization.
This means NWLDC must stop people from being treated unfairly or differently because of one of the ‘protected characteristics’, listed above/in the Equality Act 2010. 

2. Advance equality of opportunity between people who share a protected characteristic and those who do not

This means NWLDC must do its best to meet the needs of people with protected characteristics and stop any unfair treatment suffered by people because of their protected characteristic(s).    
3. Foster good relations between people who share a protected characteristic and those who do not

This means NWLDC must help people who share a protected characteristic and those who do not share it, to get on together.

Having ‘due regard’ means consciously thinking about the aim of the equality duty as part of decision-making processes.  This means consideration of equality issues must influence the decisions reached by public bodies, such as, how they act as employers; how they form, evaluate and review policy; how they design, deliver and evaluate services; and how they appoint and procure or obtain goods and services from others.  

3.1.3
Social Inclusion and Community Cohesion

This Policy includes community cohesion as it is important to fostering good relations, which creates a fairer and more equal society.  All communities are linked in different ways.  No individual community is so different from the rest of society that its particular needs cannot be understood, and it is simply about how well we all get on and achieve benefits which are desirable for our communities and ourselves.  An emphasis on shared futures rather than different histories will help bring communities together. 
To bring about social inclusion and community cohesion we need to improve how our services respond to communities and how we engage with people.  By working to meet the different needs of protected people, we can tackle prejudice and promote understanding between people from different backgrounds.  To achieve this, our aim will be to:- 
· Ensure access to services for isolated rural communities and for people from priority neighbourhoods and groups at risk of social exclusion.
· Increase the number of people from priority neighbourhoods and priority groups who have the confidence, knowledge and skills to take part in community activity, particularly where taking part by such people is disproportionately low.
· Increase resident participation by enhancing the role of community groups, and to strengthen and develop local leadership.
· 
Reduce or prevent the impact of harassment suffered by protected people, within the wider community or within the workplace.
3.2
Equality Framework for Local Government (EFLG)
We adopted the Equality Framework for Local Government as a tool to support us in meeting our legal obligations and to measure the progress we are making towards embedding equality and diversity practice.  The framework has 3 stages of improvement:-


  Developing                       Achieving                        Excellent 

In September 2011, we achieved Achieving – Stage 2 of this framework, and we are now monitoring and reviewing our achievement.  We want to ensure we embed the equality principals and legal requirements within the Council, and progress our work around equality and diversity, ensuring all we do promotes fairness and respect. 
Details of the framework can be found (need to add peer review report doc on web) http://www.nwleics.gov.uk/pages/equality_standard_for_local_government 
3.3
Assessing Equality Impact

The Public Sector Equality Duty states we have a duty to analyse our services, policies and procedures to assess how appropriate and accessible they are for people with a protected characteristic, and that they do not, without knowing or by mistake, disadvantage or discriminate against any protected group.  

3.3.1
What we have been doing

· In the past, Equality Impact Assessments [EIA] have been undertaken by North West Leicestershire District Council by way of a structured formal review programme.  An EIA was used to help us ensure we gave ‘due regard’ to meeting the needs of our residents, as well as ensuring our services, in terms of their design and delivery, are fair and accessible to everyone. However, this formal approach did not always consider whether an EIA was either necessary or appropriate for the service being reviewed, and the process had become long and complex, making it difficult to complete.  
· The process of considering the equality impact on policies and procedures has been reviewed and simplified it to make it easier to use, understand and complete.
3.3.2
What we will do

· Implement the new process: using the new Equality Impact Matrix form to do a risk-based equality analysis, to assess our services, functions and policies, for their likely or actual effect of on people in respect of disability, gender and racial equality.  The Equality Impact Matrix form and guidance for completing them will be available upon request and on our intranet and website (link).
· Ensure our equality impact process is robust and supported with a guidance document, which meets the legal requirements, and ensure staff are trained on how to complete the new Equality Impact Matrix form.

· EIAs that have already been completed for key services, will be made available in summary format via the Council’s web site, and made available for formal inspection as required.  
· Actions arising from equality analysis and assessments will be reflected in Service Team Plans, and the Council’s Equality and Diversity Action Plan will monitor their progress. 

3.4
Equality in the Workplace
The council is committed to all aspects of equal opportunities in employment, including fair employment and equal pay policy.  The council:- 
· Promotes opportunities to ensure its workforce is diverse and representative of the local community. 

· Ensures council jobs are accessible to people from all sections of the community.
· Ensures all applicants for posts are aware of our equalities policies and of their right to be treated with dignity and respect. 

· Ensures employees are treated equitably in all areas of employment, including career development, pay, training and promotion. 

· Addresses harassment and bullying in the workplace. 

· Improve consultation with staff from the protected groups. 

· Continually reviews human resource policies to assess their impact on the protected groups covered by the policy. 

· Monitors recruitment, promotion, training, grievances, disciplinary procedures and exit interviews from employment. 

· Works with our Trade Union partners in addressing the Council’s goals in equalities. 
3.4.1
Employment Monitoring 
We collect and publish information on our website about the people who work for us: covering age, disability, gender, race, religion or belief and sexual orientation.  
This includes information about levels of pay, staff who started and left the organisation, staff complaints and training.  We also include information on applications for jobs and how successful different groups of people have been.
The information is used to check if any equality group is being disadvantaged by any of the council’s employment policies or procedures.  If this is the case, we try and do things to reduce or prevent this disadvantage. 

Due to changes in our HR systems, employment monitoring information and analysis is not currently available.  Our next employment monitoring report will be for 2015-16. 
3.4.2
Equalities linked to employment policies

We have a wide range of policies to support people who work for us future employees.  These policies let staff know what we expect from them as employees, and what they can expect from us as an employer.

We are active in promoting and supporting diversity in the workforce.  This includes:-
· Making sure we are fair in what we pay people, through having a non-discriminatory job evaluation scheme;
· Making sure bullying and harassment doesn’t happen in the workplace;
· Supporting employees in making sure they have a good balance of work life and home life (work-life balance).
The Equality and Human Rights Commission provides further information on our role as an employer under the Equality Act 2010, which can be found at: http://www.equalityhumanrights.com/private-and-public-sector-guidance/employing-people  
We are aware of the law in respect of reasonable adjustments and our duty as an employer to take such steps as are reasonable to prevent any practice, policy, physical feature of the workplace or any other arrangements being made, which place a disabled employee or applicant at a disadvantage compared to a non-disabled employee or applicant.

3.4.3
Training
The Council will ensure Elected Members and staff, undertake regular training (eg, every 3 years, mandatory as part of the induction process) on equality and diversity so they know what their responsibilities are.  In September 2012, an e-learning module was available to staff as an introduction to equality and diversity.  Other e-learning modules have been produced as a training tool.  Topics include: Equality and Diversity awareness, modules will be produced to complement the existing module and will include: disability awareness and The Public Sector Equality Duty.  These will ensure staff have a basic understanding of the Equality Act 2010 law and how it applies to the protected characteristics, and how to apply to their work. 
3.5
Equality and Diversity in Procurement

The councils Corporate Procurement process sets out to promote social benefits and equality of opportunity for service users, businesses and council staff alike.  To further assist with the delivery of our procurement cycle, the council has in place a Pre-Qualification Questionnaire which includes a requirement for Equality compliance.

The Public Sector Equality Duty (PSED) highlights the potential equality issues local authorities need to consider at each stage, and advises that our procurement processes and guidelines should explain how it supports the aims of the general equality duty as well as the organisation’s corporate vision and objectives.
The Equality and Human Rights Commission provides further information on our procurement role and meeting our equality duty requirements under the Equality Act and PSED, which can be found at: http://www.equalityhumanrights.com/private-and-public-sector-guidance/public-sector-providers/guidance-procurement  
3.6
Engaging and consulting with communities

The Equality Act 2010 requires local authorities to be transparent in their engagement processes and be able to demonstrate this through publishing information about the consultation it has undertaken.
It is important for us to talk to people/residents in our communities so we can understand what they need from our services.  We can then provide the right services, which better meet the needs of the people using them.

The council will:-

· Help people who may be disadvantaged due to a protected characteristic or social exclusion, to take part in activities in their community, and to have their say in consultations about the decisions the council makes about its services and how they are affected.  This could be through: surveys, questionnaires, focus groups or open meetings.  
· Represent communities at meetings to make sure the views of the community are heard.

· Listen to the opinions and complaints of individuals, local forums, community groups and partners to ensure feedback is taken into account in service and policy development.  
· Feedback the results of engagement and consultation to all involved.
The Council’s Engagement Strategy 2012-2015 (insert link to document) is another key document for promoting equality and diversity. It outlines how we will work together to inform, consult and involve local people and our stakeholders in decision making and improving public services in North West Leicestershire.  
3.7
Equality Groups to promote equality and diversity 
A number of groups have been set up within Leicestershire which work on equality issues across the organisation and community, and help embed equality and diversity in everything we do.  
LeicesterShire Equalities Forum (LSEF): This is a group with representatives from companies across Leicestershire, Leicester and Rutland, made up of: local authorities, the Police, De Montfort University, Fire Service, NHS, equality groups who are interested in equality and diversity, and staff who are responsible for equality and diversity as part of their job.  At these meetings, we talk about issues relating to equality, diversity, community cohesion and human rights, and we share examples of how other people have solved these issues.  This group reports to the Leicestershire County Council, Corporate Equalities Board.  Our Equality and Diversity Co-ordinator attends and works with this group.
Staff Workers Groups: These groups play an important role in shaping policies and employment initiatives, whilst supporting and responding to issues raised by their group.
· NWLDC Staff Disability Focus Group: this staff group is not currently running, but it looked at employment issues affecting disabled staff; and worked with different departments to make reasonable adjustments to help them carry out their duties.
· LCC Disabled Workers Group:  The Equality and Diversity Co-ordinator attends and works with this group in order to share good practice and solutions for addressing problems and needs of disabled staff, and assistance in fulfilling our equality duties.  
NW Leicestershire Support Groups
· NWLDC Disability Action Group: this group meets quarterly; arranges events to promote services for the disabled; responds to needs of our communities; and supports people with disabilities by: 
· Keeping them up-to-date with issues affecting them, eg, welfare benefits, carers’ support;
· Letting them know what services are available; and 
· Helping them to access the services they need.
· North West Leicestershire Locality Group: this group is meets monthly for people with learning disabilities.  We discuss any issue which affects their life and ability to integrate socially, and share information about services available to them and how they can use them, ensuring everyone has a fair chance to participate in society.  Training is provided to help them lead lives as other able bodied people.  The group reports to the Leicestershire County Council, Leicestershire Learning Disability Partnership Board. 
Section 4: Conclusion 
4.1
Policy Summary 
Our new Policy recognises the need to continually build upon our previous achievements, and to review and improve our existing structures and practices.  We are committed to providing equality of opportunity, tackling discrimination, harassment and disadvantage and to fostering good relations.  We are also committed to achieving the highest standards in service delivery, decision-making and employment practice. 

We are confident in our ability to achieve our Equality Statement over the next three years, which are the main focus of this Policy.
4.2
Publishing the results 
We recognise the importance of not only communicating our clear commitment to equality, diversity and social inclusion but also the importance of keeping local people regularly informed of the progress being made and the outcomes being achieved.  This includes opportunities for local people to take part in this work and help contribute to the improvements, the council is seeking.  To help keep local people informed we will:- 

· Share results with selected consultation groups. 

· Report to the Policy and Performance Committee every three months on progress with the action of this Policy. 

· We will also publish information in our weekly internal staff NWL News. 

· Produce a yearly report of our progress against the Equality themes which are contained within the Equality and Diversity Action Plan and make this available on the council website and in council owned buildings.  

· Publish information on the Council website about the Council’s work to progress its overall equalities agenda. 

· Ensure our reception centers are able to provide leaflets, documents on Council services and information on new initiatives in community languages upon request.
4.3 
List of People consulted

Below is a list of people who have been sent the draft Policy for their comments and feedback, as part of the consultation process for the council to adopt this Policy.

List of people consulted

Action Deafness – Leicester

Age Concern Leicestershire & Rutland (Coalville Office)

Audit Commission - Leicestershire

Charnwood Racial Equality Council 

Coalville and District Cerebral Palsy Society
East Midlands Housing Association

Elected Members of North West Leicestershire District Council

Employees of North West Leicestershire District Council

Government Office for East Midlands 

Leicester Council of Faiths
Leicester Lesbian and Gay Action
Leicester LGB Centre

	Leicestershire Centre for Integrated Living


Leicestershire District/ Borough Councils, City and County Council
Leicestershire Equality Forum
Leicestershire Fire and Rescue Service

Local Government East Midlands

Mantle Arts, Coalville

Mosaic – Leicester

North West Leicestershire Council for Voluntary Services

North West Leicestershire Opportunities for People with a Disability Group

North West Leicestershire Safer Communities Partnership
Trade Unions of North West Leicestershire District Council

4.4
Equality and Diversity Action Plan

The Action Plan (on the following pages) has been developed from the actions and our commitments talked about in this Policy, and in particular to achieve our Equality Statement.

The purpose of the plan is to:-

· Ensure the council maintains and improves its standards in delivering fair and equitable services to its customers. 

· Maintain our focus on our general duty to give ‘due regard’ to:- 
· eliminate discrimination, harassment and victimization.
· advance equality of opportunity between people who share a protected characteristic and those who do not.
· foster good relations between people who share a protected characteristic and those who do not.
2015 – 2018 Equality and Diversity Action Plan
	Recommendation
	Responsible officer
	Action required
	Target date

	1.  Equality Statement

	Use the Equality Statement to promote and advance equality, diversity and community cohesion as part of everything we do.

	1.1 Ensure council services are fair, reasonable and accessible, to all our customers, especially those with protected characteristics. 

	All staff / Community Engagement team
E&D Co-ordinator and Community Engagement team
	1) Establish hard to reach communities and residents/groups with a protected characteristic.  
2) Work with Communications Team and Team Managers to promote the work and value of those service areas in the harder to reach communities.

3) Review access to engagement events and monitor throughout the period of this action plan.
4) Use our Equality Monitoring form to collect equality and diversity information of our service users, residents and partners, etc. (see page 8 2.4 bullet points of E&D Policy).
	1) Q2 – 2015
2) Q2 – 2015
3)   Quarterly/ ongoing
4) Ongoing



	1.2
Ensure equality and diversity is part of service planning and policies, management and service delivery. 

All supporting documents, codes of practice, legislative information, monitoring and training should be aimed at helping all employees, to implement the policy effectively, in terms of service delivery and employment practice.
	E&D Co-ordinator/ Performance & Business Support
Senior management 
	1) Corporate Leadership Team to provide leadership, working with the political leadership in creating an equality and diversity culture within the council. 

2) All employees to embrace the principles of equality of opportunity and apply these to their daily work. 

3) Not to harass, abuse or bully any other employee or customer, on the grounds of a protected characteristics.

4) The Equality & Diversity Co-ordinator to provide guidance to staff on equality and diversity law, and be pro-active in promoting equality and diversity.  The Co-ordinator will support staff with training, monitoring, service and policy reviews, engaging with the community.
5) Refer to the Equality Framework for local government (Achieving level achieved in Sept 2011), which will support us in meeting our legal obligations and measure the progress we are making towards embedding equality and diversity practice.

6) Respond positively to customers views, and actively seek to promote opportunities for customers to tell us what they think, and for them to influence future service development and delivery.  Publish the results of such contact.
	All actions: with immediate effect and ongoing
All actions: with immediate effect and ongoing



	1.3
Ensure information about our services is offered in suitable formats and languages.


	E&D Co-ordinator and Customer Services

E&D Co-ordinator/ Communications Team

E&D Co-ordinator
	1) Upon request, provide interpreters (includes sign language interpreters) where we receive prior notice that they are required.  
2) Offer information in different formats and languages where reasonably possible, including easy read and large print.
3) Monitor and report yearly (on our website) on the costs of our translation and interpretation service.
	1) Q3 – 2015 and each year
2) Ongoing 
3) Ongoing 

	1.4
Ensure the council’s commissioning, purchasing and grants provisions, policies and procedures are fair, and treats all customers equitably.


	E&D Co-ordinator

Procurement Team and Team Managers


	1) Embed greater awareness of equality & diversity issues and embed equality & diversity policies and procedures across all council’s functions, eg, through training (to ensure positive impacts). 

2) Ensure the procurement processes and system incorporates equality and diversity factors and responsibilities, for how projects are developed and delivered; and creates an ‘equal playing field’ for smaller, local businesses, and covers the ‘Buy it Local’ scheme.
3) Monitor the work of contractors (via procurement).   
	1) Release 1 e-learning module per quarter 

2) Q1 – 2015 
3) ongoing

	1.5
Carry out equality analysis in relation to: access to services, the effect of services, proposed policies and changes to existing policies, in respect of the nine protected characteristics.
.


	E&D Co-ordinator
E&D Co-ordinator and Performance and Business Support 

E&D Co-ordinator  and Legal Services

Team Managers and 

E&D Co-ordinator
	1) Undertake survey of Team managers to gauge understanding and confidence of undertaking and equality impact assessment (EIA).   

2) Create central point of access of national and local demographic data for staff to refer to when carrying out an equality impact assessment on their policies and services.
3) Based on the outcome of the survey (mentioned above), provide guidance and support to team managers to ensure the EIA process is robust, using the new Matrix to assess their policies and services.

4) Actions arising from equality analysis and assessments to be reflected in Service Team Plans. The council’s Equality and Diversity Action Plan will monitor their progress on a quarterly basis.
	1) Q1 – 2015
2) Q1 – 2015
3) Q2 – 2105
4) Q3 – 2015 and quarterly

	1.6
Understand our employees so we can take actions that ensure fairness and equality of opportunity for all.
a) Collect and publish information on our website about the people who work for us, covering: age, disability, gender, race, religion or belief and sexual orientation.
b) Ensure council jobs are accessible to people from all sections of the community. 

c) Ensures employees are treated equitably in all areas of employment, including career development, pay, training and promotion.
	HR 
E&D Co-ordinator

HR

HR


	1) Undertake a data capture exercise to include all nine protected characteristics.  

2) Raise awareness and understanding of staff of data capture exercise. 

3) Undertake employee data verification exercise. 

4) Review and publish employee data in compliance with our public sector equality duty, eg, levels of pay, jobs applications information for different groups of people and how successful they have been.
5) Ensure applicants for posts are aware of our equalities policies, and when requested from make applications packs accessible in suitable formats, to encourage applicants from underrepresented communities.
6) Consult with staff from protected groups; continually review human resources policies to assess their impact on the protected groups covered by the policy.

7) Monitor recruitment, promotion, training, grievances, disciplinary procedures and exit interviews from employment; and work with trade union partners in addressing the council’s goals in equalities.
	1) Q1 – 2015
2) Q3 & Q4

3) By Q3

4) By Q 3 – Dec 2015.

5) With immediate effect and on going

6) When polices are revised.
7) With immediate effect and on going.

	1.7 
Train Elected Members and staff through induction, specific training sessions and opportunities to ensure they are aware of this Policy and their own responsibilities, and are able to apply it to their own area of work.

	E&D Co-ordinator and HR

Team managers
	1) Encourage and ensure all staff and Elected Members to use the learning pool modules resource for induction and on-going yearly refresher training.
2) Develop e-learning modules based on protected characteristics and equality issues to compliment the equality and diversity module, to help staff understand our equality duty and how to apply it to their own area of work.  There are gaps in relation to transgender, LGB, religion and belief, human rights, which should be addressed initially as e-learning modules, and which could become short face-to-face training sessions.
3) Team managers to ensure their staff have corporate training, and equality and diversity training needs are discussed at yearly appraisals. 
	1) With immediate effect and on going.
2) From Q1 – 2015: one per quarter

3) With immediate effect and on going.

	1.8
Regularly publish information on the council website about what the council is doing to embed and promote equality and diversity in the workplace and for our communities.

	E&D Co-ordinator
	1) Raise the profile of equality and diversity through targeted positive communications and events, as a council, working in partnership with other agencies, eg, annual Equality and Diversity week (November).
2) Share results with selected consultation groups.
3) Report to the Policy and Performance Committee every three months on progress on this Action Plan.
4) Produce a yearly report of our progress against the Equality themes which are contained within the Equality and Diversity Action Plan and make this available on the council website and in council owned buildings.

5) Ensure other equality and diversity documents, are still relevant to current Equality Act legislation, etc. The Disability Equality Scheme and Race Equality Scheme need to be updated when necessary and put on our website.  Complete the consultation process and seek approval from CLT for implementation.
	1) Q1 – 2015 and ongoing
2) Following consultation
3) Quarterly

4) At the end of each year

5) 1 policy by end of Q3 2015; 2nd by end of Q2 2016 

	2.
Community Engagement and the Public Sector Equality Duty (PSED)

	2.1
Enhance community engagement to: eliminate discrimination tackle prejudice, meet the needs between people who share a protected characteristic and those who do not, foster good relations, and promote understanding between people from different backgrounds.

	External Relations Team Managers Access to Services Group
Community Engagement team

E&D Co-ordinator

(All staff)
	1) Establish and reduce potential barriers to engagement

2) Help people who may be disadvantaged due to have their say in consultations about the decisions the council makes about its services and how they are affected.  Use surveys, questionnaires, focus groups or open meetings.
3) Consult on policies, services, needs, etc, with existing equality groups, ie, NWL Locality group for people with learning disabilities; NWLDC Disability Action Group; LeicesterShire Equality Forum (County Hall), NWL Staff Disability Focus Group; LCC groups: Disabled Workers Group, BME group and Mind.
4) Provide transport as and when required to ensure participation in meetings and consultation events.
	1) Start now – complete by end of Q2 – 2015 
2) Start now Ongoing
3) Ongoing

4) Ongoing


	Recommendation
	Responsible officer
	Action required
	Target date

	2.
Community Engagement and the Public Sector Equality Duty (PSED)

	
	E&D Co-ordinator

Community Engagement team

(All staff)
	5) Represent communities at meetings to make sure the views of the community are heard.  Listen to the opinions and complaints of individuals, local forums, community groups and partners to ensure feedback is taken into account in service and policy development. 
6) Feedback the results of engagement and consultation to all involved.
	5) On a quarterly basis  
6) As required

	2.2
Encourage communication with people from different communities in a way that helps them to take part in consultations, give confidence, knowledge and skills to take part in community activities.
	External Relations Team Managers Access to Services Group
E&D Co-ordinator 

Communications team

Community Engagement team

(All staff)
	1) Talk to people and listen to people in the way they find the easiest and best.  
2) Help staff to produce literature and documents in accessible formats, eg, easy read, plain English. 

3) Continue to ensure public meetings and events are accessible. This includes providing, upon request, alternative formats for written documents, and personally going through a document to help them understand it, using the induction hearing loop system, level access, accessible toilets, where possible, transport to and from the venue, and adequate emergency exit procedures. 
4) Encourage comments, complaints and compliments from customers and residents, as this will help us collect and monitor opinions about our services and staff, as well as help us understand the diversity of our residents. 
	1) Ongoing
2) Continue – ongoing

3) Continue – ongoing

4) Continue – ongoing
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