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Welcome to Wyre Forest District 
Council’s Single Equality Scheme 
2008-2011.  
 
Wyre Forest District Council is committed 
to meeting the needs of all our service 
users and employees. We recognise that 
we have duties and responsibilities as a 
community leader to:  
 
����  promote equality of opportunity 
����  eliminate unlawful discrimination and 

harassment, and 
����  promote good relations between people 

from different backgrounds 
 
There have been many developments in 
national policy and practice over recent 
years, including the introduction of the 
Equality and Human Rights Commission 
and a Single Equality Bill.  
 
The council has produced a Single 
Equality Scheme to reflect these 
developments across all equality ‘strands’, 
namely: 
 
����  race 
����  disability 
����  gender 
����  age 
����  religion or belief 
����  sexual orientation 
 

 

Objectives of the Scheme 
 
The Council fulfils a number of roles, 
including community leader; service 
provider; regulator; employer; procurer of 
goods and services, and partner. 
This Scheme sets out our legal 
responsibilities for these roles and 
includes an action plan for putting them 
into practice. In doing so, it will also help 
us to meet the following objectives: 
 
1. Help to ensure we fulfil our legal 

duties   
2. Assist in promoting community 

cohesion 
3. Support our partnership working in 

equality & diversity 
4. Identify best practice  and ensure this 

is reflected in our systems and 
procedures 

5. Improve knowledge and awareness  
of equality & diversity issues 

 
If you have any comments on this 
document or on our approach to equality 
and diversity, please contact us at: 
 

����  Chief Executive’s Office               Civic 
Centre, Stourport-on-Severn   
Worcestershire, DY13 8UJ 
 

����  01562 732718 

��� �  Equalities@wyreforestdc.gov.uk 
��� �  www.wyreforestdc.gov.uk 
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Our Vision: 
 
“We want Wyre Forest to be a District 
with healthy, safe and flourishing 
communities that are supported by a 
strong and diverse economy. The local 
environment will be clean, inspiring 
and valued, where people are proud to 
live and work and are attracted to visit 
and invest.” 
 
Our Values: 
 
We believe in: 
 
����  Being open, responsive and 

accountable 
����  Value for money 
����  Promoting sustainable development 
����  Putting customers first 
����  Valuing employees 
����  Working in partnership 
 
Our Corporate Aims: 
 
����  A Better Quality of Life 
����  A Sustainable Environment 
����  A Vibrant Local Economy 
����  A Well Run & Responsive Council 

 
 
 

����������
���������������������

�
��������� �

Wyre Forest District is situated in North 
Worcestershire. It is a predominantly rural 
area with a large proportion of its 
population of 98,500 living in the towns of 
Kidderminster, Stourport-on-Severn and 
Bewdley.  
 
Wyre Forest District Council  provides a 
wide range of local services to residents, 
businesses and visitors, including refuse 
collection, recycling, public conveniences, 
housing- and council tax benefits, leisure, 
planning and building control, licensing, 
environmental health, car parks, Bewdley 
Museum and concessionary travel.  

��������	����	����
���	����



Agenda Item No. 6 
Appendix 1 

21 

 
 
 
 
Wyre Forest District Council:- 
 
����  recognises and celebrates the diverse nature of the 

people who live, work in and visit the Wyre Forest District 
and who work for the Council and its partners & 
contractors 

 
����  believes that people should be treated fairly and 

according to their needs 
 
����  supports and promotes equality of opportunity in 

employment and service delivery 
 
����  opposes all forms of unlawful or unfair discrimination on 

the grounds of age, disability, gender, race, religion or 
belief or sexual orientation 

 
����  accepts that it has a unique and influential position in the 

community in its various roles. It also accepts that it has a 
moral obligation to bring about positive change through 
its extensive contact with the community and its grant-
aiding powers for community organisations 

 
 
Our Equality and Diversity Policy can be viewed at:  

 

 
 
 
We are one of the leading organisations within the Local 
Strategic Partnership Wyre Forest Matters , whose key 
objective is to improve the quality of life in the Wyre Forest 
District. The Partnership’s Sustainable Community Strategy, 
‘Making a Real Difference’  contains the following six 
Themes: 
 
�  Communities that are safe and feel safe 

�  A Better environment for today and tomorrow 

�  Economic success shared by all 

�  Improving health and wellbeing 

�  Meeting the needs of children and young people 

�  Stronger communities 

 

For more information on Wyre Forest Matters, please visit 
www.wyreforestmatters.co.uk  

 
 
 
 
 
 
 

 

�����������
���	����������	����	����
���	���������� ��

www.wyreforestdc.gov.uk/ccm/content/spu/performance/equality-and-diversity.en 
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Worcestershire has secured funding from 
the West Midlands Regional Improvement 
& Efficiency Partnership (WMRIEP) for a 
range of initiatives to promote equality and 
diversity across the County and to engage 
with our diverse communities. The County 
& District Councils are working together to: 
 
����  Learn more about our diverse 

communities 
 
����  Develop ways of engaging with them 
 
����  Improve our systems and processes for 

meeting equality & diversity standards 
 
����  Improve knowledge and awareness of 

relevant legislation and best practice 
 
����  Provide appropriate training for elected 

members and Council employees  
 

www.beingdifferenttogether.org.uk 
 
 

 

 
 
The aim of the Mike Oborski ‘No Barriers’ 
Awards is to recognise local businesses, 
organisations and individuals that have 
provided significant access, service or 
employment possibilities for people with 
disabilities within the Wyre Forest District. 
 
An Award Panel that includes District 
Councillors and representatives from local 
community groups reviews all nominations. 
They aim to recognise those organisations 
and individuals who have done something 
extra special to remove the barriers facing 
people with disabilities.  
 
The inaugural Mike Oborski ‘No Barriers’ 
Awards ceremony was held on 9th May 
2008. 
 
To find out more about the Mike Oborski 
‘No Barriers’ Awards visit:  
 
www.wyreforestdc.gov.uk/ccm/content/sp
u/performance/the-mike-oborski-no-
barriers-awards.en 

 

 
 

The Wyre Forest Hate Incident 
Partnership, of which we are a member, 
was established in 2008. It is a group of 
local organisations that work together to 
provide help and support for victims of 
hate crime. This multi-agency approach 
means that all of the organisations 
involved in the partnership will work 
together to offer professional support and 
assistance to victims and witnesses, take 
effective action to stop any further 
incidents and, with consent, prosecute 
perpetrators.  
 
A hate incident is any incident that is 
perceived by the victim or any other 
person as being motivated by the 
prejudice or hate of someone’s race, 
colour, ethnic origin, nationality or national 
origins, religion, gender / gender identity, 
sexual orientation, disability or age. 
 
http://www.wyreforestdc.gov.uk/ccm/navig
ation/community-and-living/crime-
prevention/hate-crime/

��		�����	�����������	���	�
�����	�����
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Some of our actions and achievements to date include: 
Concessionary travel  

����  We issue bus passes to people over 60 and certain people 
with specific disabilities 

����  We issue travel tokens to eligible people over 80 and 
certain people that have specific disabilities  

 

Sports for All Celebration Event 
����  We organise an annual event to celebrate the sporting 

opportunities enjoyed by young people with disabilities in 
the district. 

 

Showcase of services for older people 
����  This annual event provides an opportunity for WFDC & its 

partners to inform older people about services that are 
available  

 

Domestic violence outreach worker 
����  We fund an outreach worker at West Mercia Women’s Aid 

 

British Sign Language 
����  We have a number of employees trained in BSL 

 

Childcare vouchers 
����  We offer a voucher scheme to both male and female 

employees 
 

Work/Life balance 
����  We offer flexible working arrangements, including job 

share, term-time working and annualised hours 

 
  
 

 

Holiday activities for young people 
 

A number of activities within the Bangladeshi commu nity 

 

Community Leadership Fund 
 
The Community Leadership fund supports the role of 
Councillors in listening to and responding to local 
communities, building vision and direction, working effectively 
in partnerships, making things happen and empowering 
communities. 
 
Through the Community Leadership Fund, our Councillors 
have supported numerous local projects, many of which 
promote Equality and Diversity within the Wyre Forest District. 
Projects which received funding during 2007/08 include: 
 
����  A ‘Community Link’ Multi-Cultural Day in Broadwaters Park 
 

����  ‘Making the Connection’- a pilot project organised by the 
WRVS to help older people access opportunities and 
activities. 

 

����  A day out at Butlin’s Minehead for members of the 
‘Broadwaters High NRG Healthy Lifestyle Clubs’ 

 

����  The installation of a disabled toilet at the Habberley Estate 
Tenants’ Association Community Centre 

 

����  New equipment for the Rainbows, Brownies, Guides and 
Scouts in Cookley 

 

����  ‘All Saints & Wribbenhall Together’- a project which 
provides information & training to the community, 
particularly the elderly. 

����������
���
����������
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There are currently 3 duties under the 
relevant Acts: 
 
����  Race Equality Duty; 
����  Disability Equality Duty; 
����  Gender Equality Duty. 
 
The other 3 strands are presently 
covered by regulations: 
 
����  Age Regulations 
����  Religion/Belief Regulations 
����  Sexual Orientation Regulations 
 
Wyre Forest District Council has 
decided to incorporate all 6 strands 
into a single scheme. This mirrors the 
recent introduction of The Equality and 
Human Rights Commission and 
anticipates the Single Equality Bill 
which is expected in 2009. Our 
scheme addresses all of the equality 
strands and incorporates an action 
plan in order to translate our 
commitment into actions. 
 
 
 

 
 
 

��������������������

 

The Equality and Human Rights 
Commission  is a non-departmental 
public body established under the 
Equality Act 2006. 
 

The Commission brings together the 
work of the three previous equality 
commissions (the Disability Rights 
Commission, Equal Opportunities 
Commission and Commission for 
Racial Equality) and also takes on 
responsibility for promoting other 
aspects of equality (age, religion or 
belief and sexual orientation), as well 
as human rights. 
 

Their remit includes: 
 

����  Enforcing the law 
����  Influencing the development of law 

and policy 
����  Promoting good practice 
����  Campaigns, events, communications 
����  Promoting good relations 
����  Developing understanding and 

evidence 
����  Services such                                     

as conciliation,                                
grants and a                                    
helpline 

 
 
 

����������
�

�
����
��� �
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The 2001 census showed that the ethnic 
make-up of this District was just over 96% 
White British and that the percentages for 
other significant minority groups were 
Other White (1.2%), Irish (0.7%), White & 
Black Caribbean (0.3%), Bangladeshi 
(0.5%) and Indian (0.2%). The mid-year 
estimate for 2006 from the Office for 
National Statistics suggested that the 
largest minority ethnic groups within the 
District were Other White (1.3%), Irish 
(0.7%), Bangladeshi (0.5%) and Indian 
(0.5%). The extent to which this accurately 
reflects the migration into the District is 
hard to gauge; there is anecdotally some 
indication that the number of people from 
Eastern European countries has 
increased during the last 12 months. The 
number of new national insurance 
registrations has doubled over the past 
few years in the Wyre Forest District, 
which seems to reflect an increase in 
migration from the accession states. 

 
 
 
 

 
 
Disability is a wide-ranging term which is 
used to cover both physical and mental 
aspects of health, including learning 
disabilities. Individuals will decide for 
themselves very often whether the 
limitations they experience in day-to-day 
life constitute a disability or not. Many 
disabilities are not immediately obvious to 
other people. In the 2001 Census 17.9% 
of people living in Wyre Forest identified 
themselves as having some form of 
limiting long-term illness and 8.9% 
indicated that their general health is not 
good. These figures are not available in a 
breakdown by age and/or gender. It is well 
known that the chances of people 
experiencing some sort of disability 
increase with age.  
 
 
 
 
 

 
 
 
 
 
 

 
We are committed to providing quality 
services to everyone in Wyre Forest and 
to challenging inequality and 
discrimination in whatever form. We 
recognise, however that discrimination is 
still a factor in men’s and women’s lives, 
and that gender stereotypes and 
assumptions can have a detrimental effect 
on employees and service users alike. 
Furthermore we have a responsibility to 
address discrimination experienced by 
people who are transgender. Policies and 
practices that seem on the surface to be 
gender ‘neutral’ can have different effects 
on women and men, which may contribute 
to greater gender inequality. 
 
 
 
 
 
 

Race 

Gender 

Disability 

�
�����������������	��
��
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Wyre Forest, like many other areas in the 
country, has an ageing population. From 
an employment point of view, this 
presents a number of potential challenges. 
These include retention of employees up 
to (and in appropriate cases, beyond) the 
retirement age of 65 and ensuring there is 
an organisational culture, which actively 
supports people of all ages. In addition, 
employers have to look ahead to identify 
future ‘retirement peaks’ and take action 
to mitigate the risks associated with losing 
significant skills and experience to the 
organisation. 
 
It is important to be able to engage with 
young people in a manner which 
encourages them to participate fully in life 
locally.  
 
 
 

 
 
 
 
 

 
It is generally accepted that lesbian, gay 
and bisexual people comprise between 4-
7% of the population nationally. The fact 
remains that many lesbian, gay and 
bisexual people do not disclose their 
sexual orientation to others, especially in 
the workplace, where they may fear 
harassment.  
 
For those who prefer to conceal their 
sexuality there is the constant pressure of 
concealment. It can be very difficult for 
people in this situation to gain the support 
from colleagues which other (heterosexual) 
employees take for granted. Similarly, in 
relation to goods and services, particular 
needs may go unnoticed and / or 
unrequested, for fear of disclosure. It is 
reasonable to assume that a percentage 
of employees and service users in Wyre 
Forest will be lesbian, gay or bisexual 
people.  

 
 
 
 
 

 
The 2001 Census indicated that Wyre 
Forest District included people from 
different religions or beliefs other than 
Christian. 
 
The figures also included people who 
described themselves as having no 
particular religion or belief, plus some who 
declined to answer. Issues about openly 
practising or identifying with a particular 
religion or belief are not straightforward. 
In addition, people may prefer this area of 
their lives to remain private. 
 
 
 
 
 
 
 
 
 
 
 

�
�����������������	��
�� ��������
!�

Religion/Belief Sexual Orientation Age 



Agenda Item No. 6 
Appendix 1 

27 

 
 
 
 
 
The Race Relations Amendment Act 
2000 outlaws racial discrimination in 
all public functions. A direct 
consequence of the legislation is 
that all public authorities must 
publish a Race Equality Scheme. 
 
The Race Equality Scheme sets out 
the Council’s plans for ensuring that 
we understand and address the 
different needs of people from 
different ethnic groups who live in 
Wyre Forest.  
 
It places a responsibility on the 
Council to consider how it provides 
its services to all its customers.  
 
As an employer the Council is 
required to undertake employee 
monitoring by their racial group. 
 
 
 
 
 

 
 
 
 
General Duty 
����  to eliminate unlawful racial 

discrimination  
����  to promote equality of opportunity, and  
����  to promote good relations between 

people of different racial groups. 
 

Specific Duties 
����  Produce a Race Equality Scheme 
����  Assess functions and policies for 

relevance to race equality 
����  Monitor policies for impact on race 

equality 
����  Assess and consult on new policies 
����  Publish the results of any consultation, 

monitoring or assessment carried out in 
relation to any current or new policies 

����  Ensure that the public have access to 
the information and services the 
Council provides 

����  Train staff on requirements of the Act. 
 

The Employment Duty 
Monitor and analyse by racial group: 
����  Grievances 
����  Disciplinary action 
����  Training 
����  Performance appraisals 
����  Staff leaving the council 
����  Results will be published each year. 

 
 
 	���������������
����
We will…  
 

·  Raise awareness of race equality 
issues 

·  Ensure that council processes meet 
the requirements of the RRAA 2000 

·  Monitor services and employment 
processes for discriminatory 
practices to remove perceived and 
identified racial barriers 

·  Ensure council employees and 
members understand what 
constitutes unlawful discrimination 

·  Encourage participation in and take-
up of services amongst all ethnic 
groups 

·  Celebrate the diversity of our local 
communities 

·  Actively encourage participation in 
consultation through improved 
networking and communication 

·  Ensure that public documents are 
available in different languages on 
request 

·  Raise awareness of what constitutes 
racial harassment 
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The Disability Discrimination Act 
1995 (DDA) was introduced in order 
to improve opportunities for 
disabled people. It is unlawful to 
discriminate against a person 
because they experience a disability. 
Organisations must also make 
‘reasonable adjustments’ to ensure 
that disabled people can access 
services and employment. The DDA 
also requires public authorities to 
produce a Disability Equality 
Scheme and Action Plan, which is to 
be reported on each year. 
 
The Scheme applies specifically to 
discrimination, equality of 
opportunity and the promotion of 
good community relations in 
respect of disabled people. It 
applies to those who have a 
learning difficulty, physical 
impairment, sensory impairment or 
a mental health difficulty. 
 
 
 
 

 
 
 
 
General Duty 
����  Promote equality of opportunity 

between disabled people and other 
people 

����  Eliminate unlawful discrimination under 
the DDA 

����  Eliminate harassment of disabled 
people that is related to their disability 

����  Promote positive attitudes towards 
disabled people 

����  Encourage participation by disabled 
people in public life 

����  Take steps to take account of disabled 
people’s needs, even where this 
involves treating disabled people more 
favourably than other people. 

 

Specific Duties 
����  Publish a Disability Equality Scheme 
����  Involve people with disabilities in the 

development of the Scheme 
����  Publish an action plan 
����  Explain how we will gather information 

and how we will use that information 
����  Explain how we will assess the impact 

of policies and services 
����  Produce an annual report showing how 

we have implemented our action plan 
and any information we have gathered 

 

 
 
 
 


���������������������
����

We will…  
 

·  Raise awareness of disability equality 
issues  

·  Make our services relevant and 
accessible  

·  Involve people with disabilities and 
advisory bodies, providing support 
and resources to enable greater 
participation and consultation 

·  Ensure that council processes meet 
the requirements of the DDA 

·  Monitor and review services and 
policies to ensure there is no unlawful 
or unjustified discrimination  

·  Guarantee an interview to people with 
disabilities who meet the minimum 
criteria for the post. 

·  Ensure that public meetings are held 
in fully accessible venues 

·  Ensure that public documents are 
easy to understand and access, in 
appropriate formats on request 

·  Ensure council employees and 
members understand what 
constitutes unlawful discrimination 
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The Equality Act 2006 requires the 
Council to produce a Gender 
Equality Scheme. The Gender 
Equality Scheme sets out the 
Council’s plans for ensuring that we 
understand and address the 
different needs of women, men and 
those who have had or are 
undergoing gender reassignment. It 
places a responsibility on the 
Council to consider how it provides 
its services to all its customers. As 
an employer the Council ensures 
that all staff can use and develop 
their skills within a supportive 
environment. The Act also requires 
the Council to consider gender 
equality issues through its 
partnership working and during any 
procurement processes. The 
Council is required to adopt a 
proactive approach to gender 
equality, focusing on action and 
positive change.  
 
 
 
 

 
 
 
 
General Duty 
����  to promote equality of opportunity 

between women and men 
����  to eliminate unlawful discrimination and  

harassment on the basis of gender  
 
Specific Duties 
����  Produce a Gender Equality Scheme 

identifying gender equality goals and 
actions to meet them 

����  Consult employees and stakeholders in 
the development of the scheme 

����  Consider including objectives to 
address the causes of any gender pay 
gap 

����  Gather and use information on how the 
authority’s policies and practices affect 
gender equality in the workplace and in 
the delivery of services 

����  Conduct and publish gender impact 
assessments of all major policy 
developments and publish the criteria 
for conducting assessments 

����  Monitor the scheme, publish an annual 
progress report and review it every 
three years 

����  Implement actions set out in the 
scheme within three years, unless it is 
unreasonable or impracticable to do so. 

 
 
 
 
 

���
�	������������
����

We will…  
 

·  Raise awareness of gender equality 
issues 

·  Monitor services and employment 
processes for discriminatory 
practices, removing perceived and 
identified gender barriers 

·  Encourage participation in and take-
up of services 

·  Ensure that council processes meet 
legal requirements 

·  Ensure that Council procedures do 
not discriminate against transsexual 
people 

·  Ensure council employees and 
members understand what 
constitutes unlawful discrimination 

·  Raise awareness of what constitutes 
sexual harassment 

·  Provide a supportive work 
environment where men and women 
feel valued 

·  Actively encourage participation in 
consultation by men and women 
through improved networking and 
communication 

·  Continue to promote equal pay 
systems for men and women 
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The Employment Equality 
Regulations 2003 (Age) 
 
The regulations apply to all aspects of 
employment and training, including: 
����  Recruitment and selection 
����  Terms and conditions of employment, 

including pay 
����  Dismissals, including redundancy  
����  Opportunities for training; training itself; 

job promotions and transfers 
����  After the working relationship has 

ended 
 
Unlawful discrimination 
These regulations make it unlawful to 
discriminate in employment or training 
through:  
����  direct discrimination 
����  indirect discrimination 
����  harassment 
����  victimisation 
Those protected are:  
����  all workers; 
����  people taking part or applying for 

employment-related vocational training, 
retraining or work experience. 

 
 

 
 
 
 
The regulations do not apply, currently, 
to the provision of goods, facilities and 
services. 
 
Lawful discrimination 
 
There are a limited number of 
circumstances when it is lawful to treat 
people differently because of their age: 
����  An objective justification may apply to 

setting a maximum age for recruitment 
or promotion to reflect training 
requirements for the post or the need 
for a reasonable period of employment 
before retirement. An objective 
justification may well be subjected to 
challenge and evidence will be needed 
to prove it. 

����  Where a person is older than, or within 
six months of, the employer’s 
retirement age (or 65 if the employer 
doesn’t have one) there is a specific 
exemption allowing employers to refuse 
to recruit that person. 

����  The discrimination is covered by one of 
the exemptions or exceptions given in 
the regulations e.g. life assurance. 

����  There is a Genuine Occupational 
Requirement (GOR) that a person must 
be of a certain age 

 
 
 
 

����	�����������

We will…  
 

·  Raise awareness of age equality 
issues 

·  Ensure that council processes meet 
legal requirements 

·  Monitor and review employment 
practices with a view to removing 
perceived and identified age barriers 

·  Raise awareness of what constitutes 
age-related harassment and 
victimisation 

·  Encourage the reporting of incidents 
of age-related harassment  and 
victimisation 

·  Ensure council employees and 
members understand what 
constitutes unlawful discrimination 

·  Actively encourage participation in 
consultation through improved 
networking and communication with 
both younger and older people 

·  Encourage participation in and take-
up of services 

·  Make sure that any changes in 
legislation are reflected in this 
scheme 



Agenda Item No. 6 
Appendix 1 

31 

 
 
 
 
The Employment Equality 
Regulations 2003 (Religion or 
Belief) 
 
The regulations apply to all aspects of 
employment and training, including: 
����  Recruitment and selection 
����  Terms and conditions of employment, 

including pay 
����  Dismissals, including redundancy 
����  Opportunities for training; training; job 

promotions; transfers 
����  After the working relationship has 

ended 
 
Unlawful discrimination 
These regulations make it unlawful to 
discriminate in employment or training 
through:  
����  direct discrimination (including 

perceived religion or belief) 
����  indirect discrimination  
����  harassment  
����  victimisation 
Those protected are:  
����  all workers ; 
����  people taking part or applying for 

employment-related vocational training, 
retraining or work experience. 

 
 
 
 
 
Part 2 of the Equality Act 
(Religion or Belief) 2006  
 
The regulations prohibit discrimination in 
the provision of goods, facilities, services 
and education, in the exercise of public 
functions and the use and disposal of 
premises. It is unlawful to provide goods, 
facilities and services of a different quality; 
in a different manner; or on different terms 
because of someone’s actual or perceived 
religion or belief.  
 
The Act makes it unlawful to discriminate 
through:  
����  direct discrimination 
����  indirect discrimination   
����  victimisation 
 
The Act also includes discriminatory 
advertisements and instructing or causing 
discrimination. 
 
 
 
 
 
 
 

 
 
 
 
 

	���������	��������	�����������

We will…  
 

·  Raise awareness of religion or belief 
equality issues  

·  Monitor and review employment 
practices with a view to removing 
perceived and identified barriers for 
religion or belief 

·  Take action to make our services 
relevant and accessible to meet the 
needs of all people, irrespective of 
their religion or belief 

·  Ensure policies and procedures do 
not discriminate against people on 
the grounds of religion or belief 

·  Introduce religion or belief in service 
monitoring/ satisfaction surveys 

·  Review bullying, harassment and 
grievance procedures 

·  Ensure council employees and 
members understand what 
constitutes unlawful discrimination 

·  Promote the Multi-Faith calendar to 
all employees, particularly those with 
customer facing roles 

·  Ensure that non-religious belief 
systems are respected 
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The Employment Equality (Sexual 
Orientation) Regulations, 2003 
 
The regulations apply to all aspects of 
employment and training, including: 
����  Recruitment and selection 
����  Terms and conditions of employment, 

including pay 
����  Dismissals, including redundancy 
����  Opportunities for training; training; job 

promotions; transfers 
����  After the working relationship has 

ended 
 
Unlawful discrimination 
These regulations make it unlawful to 
discriminate in employment or training 
through:  
����  direct discrimination(including 

discrimination on the grounds of 
perceived sexual orientation) 

����  indirect discrimination  
����  harassment  
����  victimisation 
Those protected are:  
����  all workers ; 
����  people taking part or applying for 

employment-related vocational training, 
retraining or work experience. 

 
 
 
 
 
The Civil Partnership Act, 2004 
 
Civil partners are treated equally to 
married couples in a range of areas 
including state/occupational benefits and 
employment benefits. Employers are now 
legally required to treat staff who are civil 
partners the same way they treat staff who 
are married. 
 
The Equality Act (Sexual 
Orientation) Regulations, 2007 
 
The regulations prohibit discrimination in 
the provision of goods, facilities, services 
and education, in the exercise of public 
functions and the use and disposal of 
premises. It is unlawful to provide goods, 
facilities and services of a different quality; 
in a different manner; or on different terms 
because of someone’s actual or perceived 
sexual orientation.   
 
The Act makes it unlawful to discriminate 
through:  
����  direct discrimination 
����  indirect discrimination   
����  victimisation 

 
 
 
 
 

��������	����������	�����������

We will…  
 

·  Raise awareness of sexual 
orientation equality issues  

·  Ensure that council processes meet 
legal requirements 

·  Review all employment policies to 
ensure they conform with the 
regulations 

·  Review terms and conditions of 
employment, making sure that civil 
partnerships are treated in the same 
way as marriages 

·  Ensure policies and procedures do 
not discriminate against lesbian, gay 
or bisexual people 

·  Ensure council employees and 
members understand what 
constitutes unlawful discrimination 

·  Review bullying, harassment and 
grievance procedures, make sure all 
employees are aware of them and the 
implications of breaching them 

·  Seek advice from local and national 
representative groups 

·  Respect individuals rights to privacy 
regarding their personal lives 
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Who? 
 
����  The Cabinet member for Community & 

Corporate Services has responsibility 
for Equality and Diversity  

����  Equality and Diversity related issues 
and policies are the responsibility of the 
Council’s Chief Executive’s Office.  

����  An internal group will act as a forum for 
self-assessment and provide a platform 
to raise any equality issues or 
questions 

 

 
 
 
 
 
 
How? 
 
����  The use of Equality Impact 

Assessments (an evaluation of a policy, 
service or function from an equality and 
diversity perspective) is important in 
monitoring progress. It is a means of 
ensuring that equality and diversity is at 
the heart of everything we do (see page 
24) 

����  Six monthly monitoring reports will be 
prepared for the Cabinet, Scrutiny 
Committee and Corporate Management 
Team.  

����  An Annual Progress Report will be 
published.  

����  Progress will also be reported through 
the Council’s achievements measured 
against the Equality Standard for Local 
Government / Equality Framework for 
Local Government (see page 23) 

����  We will track progress against the 
Equality Action Plan (see below). This 
will include information on specific 
performance indicators and a range of 
employment monitoring measures 

 

 
 
 

��������"�
�

�������

�����	��� ���	��	��	���� ��

 
The Equality Action Plan below sets 
out the work we are going to do.  
   
The Equality Action Plan will be 
revised as necessary and the 
Single Equality Scheme will be fully 
reviewed and any revision 
undertaken every three years. 
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General (covers all 6 equality strands) 
Objective Action Who When Outcomes 
Resources in place to 
implement Action Plan  

1. Report to Cabinet as part of the budget 
process 

CEO 
FS 

Nov 08  

Improved awareness and 
understanding of the 
Single Equality Scheme 

2. Awareness-raising and training plan 
agreed and resourced for Members and 
officers 

CEO 
HR 

Dec 08  

Improved consultation 
and communication on 
equalities  

3. Conduct mapping exercise of the district to 
reflect all strands 

4. Develop database of groups representing 
all equality strands 

5. Consultation programme and 
communications plan agreed on equalities, 
including consultation with under-
represented groups 

6. Signpost internal and external support 
facilities and information across all strands 

CEO 
CAPS 
HR 
County-wide 
partnership 

From Sep 
08 

 

 

Equality Impact 
Assessments carried out  

7. Commence rolling programme of impact 
assessments for all Council services and 
policies 

All 
CEO 

Dec 08  

���������������������
 

Key to Council Divisions 
CAPS  Community & Partnership Services 
CEO   Chief Executive’s Office 
FS   Financial Services 
 

HR   Human Resources 
LADS    Legal & Democratic Services 
PHE   Planning, Health & Environment 
POS   Property & Operational Services 

This action plan demonstrates how Wyre Forest District Council will put this scheme into practice. Many of the initial actions are 
designed to put the necessary structures and processes to enable the new scheme to be embedded. The Single Equality Scheme, 
including the action plan, will be reviewed each year.  
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Objective Action Who When Outcomes 
Monitoring procedures in 
place 

8. External: introduce equality monitoring 
systems for service delivery 

9. Internal:  
a) Produce and maintain an employee profile 

across all Divisions and equality strands 
b) Equality monitoring is undertaken, with 

action plans as necessary, for: 
·  Recruitment and selection 
·  Promotions 
·  Remuneration 
·  Flexible working arrangements 
·  Dismissals, including redundancies 
·  Grievances 
·  Training 

All 
CEO 
 
HR 

2009/10  

Consistency between the 
Council and its partners 
on equality & diversity  

10. Review partners’ policies and practices on 
equalities 
 

CEO 
CAPS 

2009/10  

Measures for responding 
to harassment, 
victimisation and 
grievance in place and 
publicised 

11. Internal procedures for dealing with 
harassment, victimisation and grievance 
are reviewed for compliance with all 
equality strands and publicised 

12. Ensure active involvement in WF Hate 
Incident Reporting Partnership  

HR 
 
 
 
CAPS 
CEO 

2009/10 
Continuous 

 

Improvement in 
achievement against 
national E&D standards 

13. Achievements at Level 2 for the Equality 
Standard for Local Government are 
reviewed and consolidated 

14. Agree action plan to achieve Level 3 (or 
the new national standard) 

CEO 
 
 
CEO 

Mar 09 
2009/10 

 

��������������������� ��������
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Objective Action Who  When Outcomes 
Achievements arising 
from this Scheme 
reported annually 

15. Produce an annual equality report and 
agree new targets 

CEO 2009/10  

Improved access to 
Council services 

16. Promote the services provided by Ethnic 
Access Link 

17. Website Speech Reader Software 
implemented 

18. Review access to buildings and services 
19. Review procedures for providing 

information in alternative formats and 
languages 

CEO 
 
CAPS 
 
CEO/POS 
CEO/CAPS 

  

Equality of opportunity for 
employment 

20. Research barriers to employment, 
promotion and opportunities for work 
experience across all six equality strands 

HR 
CEO 

  

 

 
Race 

Objective Action Who  When Outcomes 
Engagement with different 
ethnic communities   

21. Involvement in WREC Community 
Cohesion Project 

22. Support Community Fair in Kidderminster 
organised by Worcs County Council 

23. Investigate possibilities of producing a new 
migrant ‘Welcome’ website/pack 

24. Develop action plan in light of ‘The 
Forgotten Minority: Gypsies and Travellers’ 
multi-agency report 

CEO/CAPS 
 
CEO 
 
CEO/CAPS 
 
CAPS/CEO 

2008/09 
 
Oct 08 
 
2008/09 
 
2008/09 

Project to begin 
late 2008 
Event to take place 
October 2008 
LSP are currently 
working on this 
issue 

��������������������� ��������
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Gender 
Objective Action Who  When Outcomes 
Engagement with 
representative groups 

25. Targeted consultation and collaboration on 
specific gender issues 

CEO   

Reduced incidence and 
impact of domestic abuse  

26. Continue to play an active role in the 
Worcestershire Forum Against Domestic 
Abuse 

27. Continued funding and involvement in 
activities to combat domestic violence (as 
part of the Council’s duties under 
homelessness legislation) 

CAPS 
 
 
PHE 

 County wide 
partnership 

Disability 
Objective Action Who  When Outcomes 
Engagement with 
representative groups  

28. Investigate possibility of annual disability 
equality event 

29. Promote activities to relevant groups & 
organisations  

CEO 
 
CEO/CAPS 

  

Recognition of 
community achievements  

30. Continued promotion of Mike Oborski No 
Barriers scheme with event held in 2009 

CEO   

��������������������� ��������
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Age 
Objective Action Who  When Outcomes 
Engagement with 
representative groups 
 

31. Support the further development of the 
Youth Forum 

32. Continue annual showcase of services for 
older people 

CAPS 
 
PHE 

  
 
In partnership with 
PCT 

Increased participation in 
sport and physical activity 
for all age groups 

33. Promote Council and partner initiatives for 
targeted age groups 

CAPS/CEO   

Religion or Belief 
Objective Action Who  When Outcomes 
Engagement with faith 
communities 

34. Develop links with faith organisations in the 
Wyre Forest District 

35. Promote awareness of the multi-faith 
calendar 

CAPS/CEO 
 
CEO 

  

Sexual Orientation 
Objective Action Who When Outcomes 
Increased awareness of 
issues surrounding 
sexual orientation  

36. Develop links with representative 
organisations 

CEO   

��������������������� ��������
!�
 



Agenda Item No. 6 
Appendix 1 

39 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 

 
 
 
 
 
At Wyre Forest District Council we are 
committed to making real progress in 
dealing with equalities related issues, 
both in terms of how we deliver our 
services and how we conduct 
ourselves as an employer. 
 
A recent national review of the Equality 
Standard for Local Government has 
led to proposals for a new framework. 
The new ‘Equality Framework for Local 
Government’ aims to simplify the 
process, whilst stressing a more 
outcome-focused approach. 
 
We will update our Scheme and Action 
Plan in line with the new Framework 
when it is introduced. 
 
 
 
 
 
 
 
 
 

 
 
 

�����
������
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�	
���	�����������	����� ��

The Equality Standard  provides a 
way of working in local authorities 
that makes the mainstreaming of 
equality into service delivery and 
employment an issue for all aspects 
of a local authority’s work. By 
working through the Standard, local 
authorities will be able to identify 
disadvantage associated with race, 
gender, disability, religion or belief, 
sexual orientation and age (the six 
equality strands) and set targets to 
eliminate the barriers that create that 
disadvantage. 
Over five levels of development, 
local authorities will introduce a 
comprehensive and systematic 
approach to dealing with equalities 
which will enable them to set 
targets and achieve outcomes 
appropriate to local need. These 
levels cover all aspects of policy-
making, service delivery and 
employment. It will take time, 
resources and commitment to get 
these systems in place and local 
authorities will move at different 
rates. 
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Equality Impact Assessments (EIAs)  
are a way of determining whether: 
 
����  Our services are accessible to 

customers and employees. 
 
An EIA helps us to make sure that: 
 
����  Our policies, plans and strategies do 

not have a negative impact or 
discriminate unlawfully against any 
service-user or employee. 

 
We have developed guidance for 
Council employees on the completion 
of EIAs and have updated our 
processes to include the impact on all 
equality strands. Using a two-step 
approach (an initial screening followed 
by an in-depth assessment if required) 
will help to streamline the process.  
 
EIAs consider both current and 
proposed services and policies to 
identify any potential for discrimination, 
together with any mitigating action 
which may be taken. 

onsultation/research may be required if 
such evidence is not available. 
 
 
EIAs will be carried out in accordance 
with a prioritised timetable for the 
assessment of all Council services and 
policies. This will consider all 6 strands 
of equality according to need. 
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