
 
 
 
 

 
 
 
 

 

RACE EQUALITY SCHEME 
2008 - 2011 



FOREWORD BY LEADER OF COUNCIL AND CHIEF EXECUTIVE OFFICER 
 
We welcome the publication of South Gloucestershire Council’s third Race Equality 

Scheme, which we see as an opportunity to demonstrate our continuing commitment to 

promoting racial equality and to show how this will improve the experiences of our 

customers and staff.  

 

Since our first Scheme in 2001 we have gained a better understanding of how, as an 

organisation, we can work towards improving racial equality for customers and staff, 

and have worked hard to develop a culture that is positive about finding out what the 

needs of our changing population are, and then finding ways of meeting those needs.  

 

Over the next three years we aim to continue the good work that we have already 

started, as well as build upon it to improve our approaches to racial equality.  For 

instance, we are particularly keen to develop stronger relationships with members of the 

public to help us understand what our customers’ needs are and help us to provide 

services that are relevant and useful.  We hope that this will ensure that we can give 

improved meaning to our guiding principle, which is to: 

 

‘treat everyone fairly, challenge inequalities and promote equal opportunities for 

all’. 
 

If you would like to share your experiences with us please contact our Equality Officer, 

at South Gloucestershire Council, Ridgewood Offices, Station Road, Yate, South 

Gloucestershire, BS37 4AF, Telephone: 01454 864 620, or Email: 

equalities@southglos.gov.uk

 

 

Leader of Council   Councillor John Calway 

 

Chief Executive…Amanda Deeks 
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PART 1: AIMS AND VALUES 

INTRODUCTION 

Since being amended by the Race Relations (Amendment) Act 2001, the Race 

Relations Act (RRA) places public authorities such as South Gloucestershire Council 

under a general statutory duty to promote racial equality.  The purpose of this duty is to 

make sure that due regard is given to racial equality when we are forming strategies, 

delivering or commissioning services and employing staff. 

The general statutory duty means that when planning and delivering services or acting 

as an employer we must have due regard for the need to: 

 
• Eliminate racial discrimination 
• Promote equality of opportunity 
• Promote good relations between people of different racial groups 
 
This general duty is supported by a specific duty to produce a Race Equality Scheme. 

WHAT IS A RACE EQUALITY SCHEME? 

A Race Equality Scheme is a plan detailing how the general duty is being met.  In 

particular it contains: 

• A list of our functions, that is to say a list of strategies, services and partnerships 

that have been assessed as relevant to the general duty; 

• Our arrangements for assessing and consulting on the impact of proposed functions 

on the promotion of race equality; 

• Our monitoring arrangements for indicating any adverse impact; 

• Our arrangements for publishing the results of the assessments and consultation; 

• Our arrangements for ensuring the public has access to information and services; 

• Our arrangements for training staff on the general duty; 

• Details of how the specific duties concerning employment will be met. 

 

This Scheme has been written in such a way to ensure that each of these elements are 

easily identifiable . 
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OUR RACE EQUALITY VALUES 
 

One of our guiding principles at South Gloucestershire Council is to ‘treat everyone 

fairly, challenge inequalities and promote equal opportunities for all’.  Racial equality is a 

part of this equal opportunities commitment, and forms one chapter of our overarching 

Corporate Equality and Diversity Policy, which explains how all the equality ‘strands’, 

including disability and gender become a central part of the Council‘s work.  The 

principles that underpin that overarching Corporate Equality and Diversity Policy and 

inform our approach equality are: 

• Welcoming and celebrating diversity; 

• Developing a shared understanding of the essence of equality which is to value and 

treat all people with respect and dignity; 

• Promoting equality of opportunity; 

• Through policies, services, employment, contracting, and funding practices ensuing 

that no service user, employee or job applicant will receive less favourable 

treatment on the grounds of age, colour, impairment, marital status, lifestyle and 

culture, religion or belief, nationality, race gender, sexuality; 

• Taking all possible steps to eliminate discrimination, and undertaking action to 

remedy past discrimination and disadvantage. 
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OUR ACHIEVEMENTS SINCE 2005 

Our last two Race Equality Schemes prompted us to design and publish internal policies 

and procedures to provide mechanisms for assessing the needs of local Black and 

minority ethnic (BME) people, assessing the impact our services have on local BME 

people and making progress in improving our approach to race equality in services that 

have been identified as being important to local BME people.  Under the previous two 

Schemes we began to use partnership working to improve race equality across the 

South Gloucestershire area.  Consequently, we have a well established multi-agency 

‘Partnership Against Hate Crime’ and have successfully mainstreamed race equality 

into the day to day workings of the newly emerging Children’s Trust working 

arrangements among other activities.  We have also worked hard to successfully gain 

the involvement of local BME people and find ways of empowering them to influence the 

work we do in a meaningful way.  This work has contributed to us achieving Level 3 of 

the Equality Standard for Local Government during early 2008. 

A report providing more detailed information about our achievements is provided in 

appendix B, and is entitled “Promoting Racial Equality within South Gloucestershire 

Council 2005-2008 - Our Achievements”. 

A detailed report which formed a key part of our successful application for Level 3 

recognition under the Equality Standard for Local Government is available via our 

website: www.southglos.gov.uk. 
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OUR STRATEGIC RACE EQUALITY AIMS 

The action plans contained in Part 6 of this Scheme provide details of timetabled 

actions which will enable us to meet our general duties and additionally our equality and 

diversity commitments.  Overall these plans will meet the following broad objectives: 

 
 

STRATEGIC AIMS 
 

GENERAL DUTIES 
 

 Eliminate 
discrimination 

Promote equality 
of opportunity 

 

Promote good 
relations 

Improved monitoring 
systems  
 

 
√ 

 
√ 

 
√ 

Deeper understanding 
among staff of issues 
facing BME people  
 

 
√ 

 
√ 

 
√ 

Integration of racial 
equality in a wider range 
of partnership working 
arrangements  
 

 
√ 

 
√ 

 
√ 

Enhanced community 
cohesion through 
improved opportunities for 
local BME people to come 
together and help shape 
local services  
 

 
 
√ 

 
 
√ 

 
 
√ 

Improved co-ordination of 
activity in relation to all 
equality grounds across 
the whole organisation 
 

 
√ 

 
√ 

 
√ 

Increased implementation 
of polices to promote good 
race relations 
 

 
√ 

 
√ 

 
√ 

These aims have been derived from a detailed review of the progress that has been 

made across the Council to date.  
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PART 2: A PROFILE OF SOUTH GLOUCESTERSHIRE 

In 2006, the South West Observatory reported that 5% of the population within the 

South West reside in South Gloucestershire, and that this unitary authority area is the 

second most populated area in the South West after Bristol1.  Over the last ten years, 

South Gloucestershire’s population has risen at a faster rate than in neighbouring 

unitary authorities, with the exception of North Somerset2, and it is predicted that the 

population will grow by significantly by 20263. 

The rate of employment within South Gloucestershire, which has risen from 83.7%4 in 

2001 to 86.7% in 20065, is higher than the national and regional averages, and the 

average salary (£27,000) is also higher than the national and regional averages. 

The average age of the population is below the regional and national averages, with the 

majority being aged between 16 and 646.  As more than 20% of the population is aged 

under 16, South Gloucestershire is home to the highest percentage of children in the 

South West7. 

South Gloucestershire has the largest amount of green belt in the South West and two 

thirds of its population live in the urban areas that are adjacent to the city of Bristol8.  

For administrative purposes the Council has divided the area into three localities: 

Kingswood, Severnvale and Yate.  Geographically speaking, Kingswood is the smallest 

locality but it is the most densely populated locality, housing 40% of the total population.  

Yate is the most rural locality, spanning 52% of the geographical area yet housing 27% 

of the population. 

Thus South Gloucestershire is predominantly a rural authority, but the majority of its 

population are urban dwelling.  With the exception of a small number of pockets of 

depravation9 - which are recognised as priority neighbourhoods - generally speaking its 

                                                           
1 South West Observatory (2006), ‘South Gloucestershire Brief’ p. 1 
2 South West Observatory (2006), ‘South Gloucestershire Brief’ p. 1 
3 South West Observatory (2007), ‘State of the South West’ p. 9 
4 Government Office of the South West (2006), ‘The South West - Key Facts’  
5 Offical Labour Market Statistics (2006)  www.nomisweb.co.uk 
6 South West Observatory (2006), ‘South Gloucestershire Brief’ p. 1 
7 South West Observatory (2007), ‘State of the South West’ p17 
8 South West Observatory (2006),‘South Gloucestershire Brief’ p. 1 
9 South West Observatory (2006), ‘South Gloucestershire Brief’ p. 4 
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population is comprised of affluent and young families.  The five priority neighbourhoods 

are Kingswood, Staplehill, Filton/Patchway, Cadbury Heath and Yate. 

With regard to the ethnic profile of South Gloucestershire, the 2001 census showed that 

2.36% of the population (5078 individuals) identified themselves as being from a BME 

background and 1.2% described themselves as ‘White other’ (2949 individuals).  As 

such, in 2001, 3.56% of the population of South Gloucestershire belonged to a visible or 

non-visible minority ethnic group.  Like its neighbouring unitary authorities that once 

formed the county of Avon, South Gloucestershire has a BME population that is 

significantly lower than the national average of 9.1%.  

At locality level, the census shows that the urban areas are more ethnically diverse than 

the more rural areas.  For instance, the area housing the lowest proportion of people 

from visible BME groups is Yate, where the 1,176 BME people living there made up 

1.7% of the population in that area.  Severnvale hosts the largest number of people 

from visible minority backgrounds, totalling 3.1% of the population in that area.  Within 

this locality, 29% of those identifying themselves as having a visible minority 

background described themselves as having a mixed heritage background.  The three 

wards that make up Bradley Stoke in the Severnvale locality have the highest density of 

BME residents across the entire unitary authority – mainly comprised of Asian and 

Chinese people.  The BME population in the locality of Kingswood is 2.2%, which 

means that it is slightly below the average across the entire authority.  Typically, mixed 

heritage and Asian are the largest BME groups, however, the ward of Kings Chase – 

which borders Bristol – is an exception to this where 33% those identifying themselves 

as having a visible minority background described themselves as Black.  

With regard to employment, in 2001, 65% of BME people were employed, which was 

slightly lower than the average across South Gloucestershire (69%)10, but in 2006 

91.4% of BME people are employed, which is slightly higher than the average across 

South Gloucestershire (86.7%)11.  Given the relatively small numbers of BME people 

that sit behind these percentages, in practice a small increase in the number of BME 

people employed will translate into a seemingly high percentage increase.  Additionally, 

the data does not cross reference employment sector by ethnicity, and as such it is not 

possible to determine the percentages of BME people employed in low or higher status 
                                                           
10 BMG Research Report (2003), Black and Minority Ethnic Groups Research Project, p. 2 
11 Offical Labour Market Statistics (2006)  www.nomisweb.co.uk 
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jobs.  Recent research focussing on the migrant worker population in South 

Gloucestershire and Bristol noted that only 6% of people from Eastern European 

Countries were unemployed, and 86% of those who were employed worked in low skill, 

low pay positions despite 73% of these migrant workers having college or university 

qualifications12. 

Currently, at least 54 languages are spoken across the unitary authority13.  Research 

conducted in 2003 did not note the range of languages spoken in the authority at that 

time, but it did show that only 7% of people from visible and non-visible ethnic groups 

were unable to speak any English, but this goes up to 29% in the over 65s14 group.  Of 

the small number of people unable to speak English, that research also showed that 

Asian and ‘white other’ minority people were most likely to find English a barrier to 

communication15.  Research commissioned by South Gloucestershire Council in 2007 

shows that language continues to constitute a significant barrier for two thirds of the 

migrant workers from Eastern Europe. 

The 2003 research shows that, generally speaking, people from visible and non-visible 

minority groups are aware of services provided by the Council – with the notable 

exception of older people16.  However, the uptake of services varies according to age 

and ethnic group17.  Satisfaction with the service received was generally good, though 

satisfaction varied depending upon the service accessed.  11% have reported 

experiencing difficulties using Council services and 4% are dissatisfied with the Council 

in general18.  Again, it is older people who were the group that was least satisfied with 

the services provided19. 

The relatively low numbers of people identifying themselves as having a BME 

background means that members of these groups continue to feel socially isolated and 

vulnerable20.  Research undertaken in 2003 also showed that 13% of the people 

                                                           
12 Anglo Polish Society (2007), Polish Community in Bristol and South Gloucestershire Research Report 
p17-18 
13 Ethnic Minority Achievement Service (2007), Work With South Gloucester Local September 2005 – 
July 2006 p. 5 
14 BMG Research Report (2003), Black and Minority Ethnic Groups Research Project, p. 3 
15 BMG Research Report (2003), Black and Minority Ethnic Groups Research Project, p. 18 
16 BMG Research Report (2003), Black and Minority Ethnic Groups Research Project, p. 23 
17 BMG Research Report (2003), Black and Minority Ethnic Groups Research Project, p. 26 
18 BMG Research Report (2003), Black and Minority Ethnic Groups Research Project, p. 27-29 
19 BMG Research Report (2003), Black and Minority Ethnic Groups Research Project, p. 29 
20 Prentice, Brodkowska, Kumar and Thompson (2006), Mapping the Needs of Ethnic Minorities in Bath 
and North East Somerset and South Gloucestershire, p. 102-103 
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involved had experienced racial harassment over the previous 12 months, and this 

figure rose to 28% for Black people.  The vast majority of this harassment was verbal 

and in 8 out of 10 cases it was not reported to any third party due to fear of reprisal or 

because of a lack of belief that anything can be done21. 

This overview of statistics and research does not reflect the experiences of all ethnic 

groups.  For instance Gypsies and Irish Travellers have a long-standing connection with 

South Gloucestershire but are: 

“also one of the least integrated and they are also said to be the victims of ongoing 

deeply seated prejudice.  Travellers themselves have a strong mistrust of authority, 

often based on experience, and there are also difficulties associated with the transitory 

nature of their lifestyle.”22

The number of Gypsy and Irish Traveller adults and children living in or passing through 

South Gloucestershire totals approximately 50023.  Two thirds are living legally on one 

of the two Council sites24 or on private land with planning permission, with one third 

living on unauthorised sites25 – that is to say private land without planning permission, 

or roadside encampments.  Lack of accommodation therefore continues to be a 

particular problem for members of this ethnic group, which is partly due to difficulties 

gaining planning permission26.  This lack of stable accommodation is a key cause of the 

financial insecurity and unemployment experienced by several families27, and poorer 

health status as compared with any other socio-economic group28. 

European migrants are other ethnic groups that differ from the generalisations above.  

European migrants have been settling in South Gloucestershire since the end of the 

Second World War, causing a Polish language school to be set up29.  Research 

conducted across Bristol and South Gloucestershire in 2007 shows that in addition to 
                                                           
21 BMG Research Report (2003,) Black and Minority Ethnic Groups Research Project, p. 7 
22 BMG Research Report (2003), Black and Minority Ethnic Groups Research Project, p. 62 
23 Prentice, Brodkowska, Kumar and Thompson (2006), Mapping the Needs of Ethnic Minorities in Bath 
and North East Somerset and South Gloucestershire, p. 62 
24 Supporting People Draft Strategy (2005-2010), appendix 17 
25 Prentice, Brodkowska, Kumar and Thompson (2006), Mapping the Needs of Ethnic Minorities in Bath 
and North East Somerset and South Gloucestershire, p. 62 
26 BMG Research Report (2003), Black and Minority Ethnic Groups Research Project, p. 63 
27 Prentice, Brodkowska, Kumar and Thompson (2006), Mapping the Needs of Ethnic Minorities in Bath 
and North East Somerset and South Gloucestershire, p. 63 -64 
28 University of Sheffiled (2005), The Health Status of Gypsies and Travellers in England p.5 
29 Prentice, Brodkowska, Kumar and Thompson (2006), Mapping the Needs of Ethnic Minorities in Bath 
and North East Somerset and South Gloucestershire, p. 85 
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the above mentioned differences in relation to language and employment, the majority 

of respondents are aged under 3530 and are predominately clustered in Almondsbury 

wards bordering Bristol and Filton31.  A lack of adequate housing, lack of understanding 

about pay and other employment rights, and inadequate provision of flexible language 

training are among the immediate concerns for members of this ethnic group32.  The 

Ethnic Minority Achievement service has noticed an increase in the number of Eastern 

European families in the last year33, suggesting that people from Eastern Europe are 

starting to settle and that they do not necessarily fulfil the ‘single adventuresome male 

migrant’ stereotype. 

As regards asylum seekers, South Gloucestershire boarders two of the Home Office 

allocated dispersal centres in the South West – Bristol and Gloucester.  Currently, 

approximately 10 people per week are dispersed into these areas, and of these 17 

single adults and 22 families with 47 children, plus one unaccompanied child live within 

the South Gloucestershire unitary authority area34.  These statistics reflect the adult 

asylum seekers who receive support from the National Asylum Seeker Service, and this 

level of support means that they have no problems accessing essential Council services 

in South Gloucestershire35.  No new asylum seeker families arrived during the 2006-

2007 academic year, and most existing families have been granted refugee status and 

subsequently moved outside the unitary authority area36 where there is more support37. 

As regards people who have been granted refugee status, which means that they are 

entitled to the full benefits associated with UK citizenship, the border with Bristol means 

that South Gloucestershire now part hosts a Kurdish community of approximately 1,500 

people – many of whom cannot speak English and feel marginalized in the 

community38.  Proximity to Bristol also means that South Gloucestershire part hosts a 

                                                           
30 Anglo Polish Society (2007), Polish Community in Bristol and South Gloucestershire Research Report 
p 12 
31 Anglo Polish Society (2007), Polish Community in Bristol and South Gloucestershire Research Report 
p10 
32 Anglo Polish Society (2007),‘Polish Community Research: Survey Report Executive Summary’ p.4-5 
33 Ethnic Minority Achievement Service (2007), ‘Work With South Gloucester Local September 2005 – 
July 2006’ p. 3 
34 Discussion with Community Cohesion Officer from National Asylum Seeker Service November  (2007) 
35 Discussion with Community Cohesion Officer National Asylum Seeker Service October (2007) 
36 Ethnic Minority Achievement Service (2007), ‘Work With South Gloucester Local September 2005 – 
July 2006’  
p. 3 
37 National Asylum Seeker Service October (2007) 
38 Prentice, Brodkowska, Kumar and Thompson (2006), Mapping the Needs of Ethnic Minorities in Bath 
and North East Somerset and South Gloucestershire, p. 74-75 
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Sudanese community of around 1000 people39.  Those who initially arrived as asylum 

seekers tend to be employed in low skill low paid jobs despite holding professional 

qualifications40.  This contrasts with the employment situation of those who arrived as 

students before the Sudanese civil war.  These people tend to be well qualified and hold 

professional positions – and have set up their own social fund to help those Sudanese 

who are in need41.  Being predominately Muslim, members of this ethnic group often 

feel that they are perceived as terrorists, and that this stigma would cause public 

authorities to be hostile towards them42.  

A final group that is not reflected in the discussions above is children and young people.  

Here, the 2007 school census showed that in January that year 1.63% (634 in number) 

of children and young people identified themselves as having a white background that 

was different to ‘white British’.  The categories used in the school census were more 

detailed than those used in the 2001 national census, and these white groups included 

Gypsies, Irish Travellers, white Irish and ‘white other’.  This is slightly higher than the 

percentage of people describing themselves as having a white background that was 

different to ‘White British’ in the 2001 census.  Similarly, the percentage of children and 

young people from visible minority ethnic backgrounds is slightly higher than the 

percentage noted in the 2001 national census, with 1755 (4.72%) of school pupils 

identifying themselves with these ethnic groups, which include Black, Asian, Chinese 

and mixed heritage groups.  The statistics show a higher percentage of pupils from all 

ethnic groups - apart from ‘white British’ – at primary school level.  This increase is 

small but occurs most noticeably among some Asian groups, Chinese, mixed heritage, 

Irish Travellers and ‘white other’ – this later group in the 2007 school census would 

include children within Eastern European migrant families.  

The Council was able to access expert advice and assistance on racial equality issues 

from the voluntary sector through Bristol Race Equality Council (BREC) until it was 

dissolved in 2005.  In addition to assisting with policy work, BREC also created the 

Black Development Agency (BDA), which has become a well-established forum for 

                                                           
39 Prentice, Brodkowska, Kumar and Thompson (2006), Mapping the Needs of Ethnic Minorities in Bath 
and North East Somerset and South Gloucestershire, p. 92 
40 Prentice, Brodkowska, Kumar and Thompson (2006), Mapping the Needs of Ethnic Minorities in Bath 
and North East Somerset and South Gloucestershire, p. 92 
41 Prentice, Brodkowska, Kumar and Thompson (2006), Mapping the Needs of Ethnic Minorities in Bath 
and North East Somerset and South Gloucestershire, p. 92 
42 Prentice, Brodkowska, Kumar and Thompson (2006), Mapping the Needs of Ethnic Minorities in Bath 
and North East Somerset and South Gloucestershire, p.93  
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BME groups and individuals. This means that there is a well-organised BME voluntary 

sector that can work with the Council.  Since 2005 South Gloucestershire Council has 

been supporting the BDA in developing a Council for Equalities and Human Rights to 

replace BREC in addition to increasing the range of BME voluntary sector and 

community groups and individuals that are in touch with the Council. 

 14



PART 3: MEETING THE SPECIFIC DUTIES 

HOW THE RACE EQUALITY SCHEME IS PUT INTO PRACTICE  

The following diagram demonstrates that every member of staff has responsibilities for 

delivering the actions within this Race Equality Scheme. 
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The Select Committee of the Community Services department is involved in the 

production of this Scheme, fulfils scrutiny functions and makes recommendations to the 

Cabinet.  

The Chief Executive Officer and Executive Member with responsibility for Community 

Services have overall responsibility for this Scheme, and fulfil leadership functions both 

internally and externally.  

The Director of Community Services, who is the Corporate Champion for Equality and 

Diversity, supports the Chief Executive Officer and Executive Member.  This post holder 

provides internal and external leadership, chairs the Equality and Diversity Action Team, 

raises equality issues at the chief officers management team and attends the Corporate 

Equalities Forum  

The Director of Community Services is supported by the Head of Communities, who is 

charged with overseeing the engagement of community groups, supporting groups so 

they can be fully involved in the Corporate Equalities Forum; and monitoring the 

partnership working arrangements with the BDA.  This post holder is also the Vice Chair 

of the Partnership Against Hate Crime and chairs the case review panel, which is the 

operational level forum for that partnership.  

These corporate leaders are in turn supported by the Equality and Diversity Action 

Team (EDAT), which is chaired by the Director of Community Services.  EDAT is made 

up of senior departmental equality and diversity representatives, a senior member of the 

Audit team, the Corporate Equalities Officers and other Officers of the Council as 

deemed appropriate by the Group.  This group meets every three months to provide 

strategic direction, guidance and performance management to members, departments 

and partners on equality and diversity issues, as well as to discuss and action equality 

and diversity issues within the authority and partnerships.  EDAT is therefore the forum 

for driving, monitoring and evaluating progress; promoting best practice across the 

authority and partnerships; and providing general advice and guidance to members and 

staff on equality and diversity matters.  
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Members of EDAT feedback to the departmental working groups, which are placed 

within each Department.  These departmental working groups are tasked with ensuring 

that corporate equality commitments are translated into action and therefore devise and 

deliver equalities outcomes for service users.  These working groups also provide two-

way communication on equalities issues between customer facing staff and corporate 

centre via EDAT.  

EDAT is supported by two Equality and Diversity Officers.  One of these officers has an 

internal focus and has responsibility for co-ordinating the day-to-day running of the 

Scheme.  This Equality and Diversity Officer is committed to producing an annual report 

on the Race Equality Scheme, and provides updates on progress which assist EDAT 

and the Select Committee of Community Services with their monitoring functions.  This 

report is available for Council and public scrutiny on the Council website.  This Officer 

also represents the authority on the New Unitary Authority Benchmarking Group, which 

is comprised of representatives from neighbouring unitary authorities who benchmark 

their progress against each other and share information.  The other Equality and 

Diversity Officer has an external facing role, which entails assisting community groups 

to have a voice within the Council. 

To promote the development of policies and practices which are meaningful to people 

from all equalities groups, including ethnic minority people, EDAT calls upon advisors 

with the relevant expertise.  In this way the Black and Minority Ethnic Employee 

Network, community representatives on the Corporate Equality Forum, the emerging 

Race Equality and Human Rights Service through the BDA are able to input on race 

equality issues.  

The Black and Minority Ethnic Employee Network, which is supported by Senior 

Officers, is comprised of Council staff form all levels who are granted time to participate 

in this group.  This group supports BME workers and contributes to Council policy 

development through consultation. 

 17



The Corporate Equality Forum is made up of representatives from the voluntary and 

community sector as well as partner agencies.  This group, which is attended by the 

Chief Executive, the leader of the Council and members from all political parties, and 

which is chaired by voluntary and community sector representatives, exists to monitor 

the Council’s progress in relation to equality and contributes to the development of 

major council policies via consultation activities. 

The Council has a service level agreement with the BDA to help the Council continue to 

strengthen the voice of local BME people by helping BME community groups come 

together into a network.  It is hoped that the Race Equality and Human Rights Service 

will bring together existing BME voluntary and community groups, assist new groups to 

emerge, and link with faith groups and leisure groups to engage individuals who do not 

wish to become involved in BME groups, thus providing a forum of diverse views that 

can advise the Council and inform policy development. 

The Council officer within the Traveller Unit has direct links with local Gypsies and Irish 

Travellers and is recognised by them as an advocate who is able to represent them, 

and EDAT is one way in which their views influence Council policy. 

The Group Development Worker, attached to the Community Services team, also 

advises EDAT and this advice is from the perspective of asylum seekers. 

The Disability Equality Group contribute a different specialist perspective and as 

consultees, are in a position to advice the Council on how race equality issues affect 

disabled people.  
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THE COUNCIL’S FUNCTIONS AND THEIR RELEVANCE 

The specific duties append to our ‘functions’ and ‘policies’.  These terms were defined 

by the Commission for Racial Equality (CRE) which was the body that monitored and 

enforced the RRA before it became part of the newly formed Equalities and Human 

Rights Commission (EHRC).  As currently there are no proposals to amend these 

definitions, the CRE guidance will continue to underpin our work under this Scheme.  

According to this guidance, the term ‘functions’ refers to our full range of duties and 

powers, whether they are statutory and non statutory, internal or external.  This includes 

the services that we deliver, employment, regulation, enforcement, services that have 

been contracted out as well as partnerships.  ‘Polices’ are defined as being the formal 

and informal ways in which we make decisions when carrying out our functions and 

includes every day procedures, customs, strategies, plans and guidelines43. 

As such, we need to demonstrate how we are meeting the general and specific duties in 

relation to our services, strategies, employment and procurement activities. 

 

WHAT IS RELEVANCE? 

The CRE acknowledged that not all the Council’s functions and policies are ‘relevant’ to 

racial equality and therefore the statutory duties.  Their guidance on the meaning of this 

word also continues to be valid.  This states that relevance means “having implications 

for (or affecting) the general duty”.  This means that a function or policy will be ‘relevant’ 

if it has, or could have, implications for racial equality.  Therefore, any policy that affects 

the public or staff and has consequences for them – for example a race equality 

scheme – will be relevant; and conversely purely technical functions and polices that 

have no impact at all on the public or staff – such as insurance valuations – are not 

relevant, and therefore do not need to be subjected to further assessments to clarify 

their impact on racial equality.  

                                                           
43 CRE Assessing policies for relevance webpage http://cre.gov.uk/duty/pa_specific_assess.html 
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The Council’s tool for assessing relevance has been revised with help from North 

Somerset Council, Avon and Somerset Constabulary and the BDA.  Where possible, 

the equality impact assessments conducted under our previous Scheme have provided 

the evidence for the assessment of relevance.  Where this evidence was not available, 

the ‘relevance’ to the general duty was increased to ensure early consideration during 

the life of this Scheme. 

 

WHAT IS PROPORTIONALITY? 

Proportionality is concerned with assessing the extent to which a function or policy 

affects racial equality44.  Having due regard for this principle pervades the Council’s 

approach to racial equality and in practical terms this means that resources can be 

directed to where they will be most effective45.  

For example, when assessing our functions and policies for relevance, the 

proportionality principle means some of our relevant functions and policies are seen as 

being more relevant to racial equality than others.  This enables our relevant functions 

to be prioritised according to their effect on racial equality into a three-year timetable for 

full impact assessments.  Proportionality means that strategies, policies and procedures 

judged to be highly relevant will be assessed in year 1, those with a medium relevance 

will be assessed fully in year 2 and those with low relevance will be assessed in year 3. 

The Council has similar statutory duties to promote gender and disability equality 

throughout the organisation.  The assessment for relevance therefore flags up functions 

that are also relevant to these duties, meaning that all our strategies, policies, 

procedures and services are prioritised by reference to all three duties.  This enables us 

to implement one impact assessment timetable for conducting all equalities impact 

assessments on existing policies.  Our impact assessment timetable is shown in 

appendix A. 

                                                           
44 CRE (DATE) Code of Practice on the Duty to Promote Race Equality p. 6 
45 CRE (DATE) Code of Practice on the Duty to Promote Race Equality p. 4 
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ARRANGEMENTS FOR ASSESSING AND CONSULTING  

A large number of the existing Council strategies, policies, procedures and services are 

routinely assessed for their impact upon different equalities grounds including racial 

groups every year or every two years as part of the business planning cycle.  As a 

result, each business plan has an equalities appendix that contains actions relating to 

race equality, which are carried forward into departmental action plans.  Many of these 

impact assessments and subsequent actions are completed in co-operation with the 

partners we work with in multi-agency working arrangements. 

Other existing strategies, policies, procedures and services will be assessed in line with 

the timetable set out in this Scheme. 

All impact assessments on existing strategies; policies, procedures and services 

specifically require the impact upon different racial groups to be considered. 

New and proposed strategies, services and policies from across the Council are 

required to undergo an equality impact assessment before they are brought into force.  

Indeed, the checklist for sending documents to cabinet for decisions requires 

documents to have undergone an equality impact assessment. 

As regards consultation, a proportionate approach is taken to capture the views and 

experiences of BME people as part of consultation exercises which concern issues that 

are likely to have a high or direct impact upon race equality.  For instance, the 

Community Services Department that offers customer facing services such as sports 

and leisure facilities, community grants, and libraries achieves this by routinely 

involveing umbrella organisations in the voluntary sector as well as individual BME 

voluntary and community groups as part of consultation exercises.  Also, the 

Community Care and Housing Department have created a BME Liaison Group 

comprised of service users, and use this forum to ascertain the social needs of BME 

local service users and produce actions that become part of service and departmental 

action plans.  In this way, community led actions to promote racial equality is an integral 

part of the business planning process. 
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We recognise that these consultations do not always help us to identify the full range of 

issues that are particularly important to local BME people.  To overcome this, research 

focussing on specific ethnic groups is conducted. 

We will continue to use a variety of formal and informal, consultation methods to 

maximise participation during the life of this Scheme including:  

• Seeking advice from organisations, groups or individuals with relevant expertise on 

an ad hoc basis; 

• Developing a critical friend relationship with the BDA and emerging Race Equality 

and Human Rights Service; 

• Formal consultation exercises such as focus groups, workshops, interviews and 

‘planning for real’ meetings; 

• Feedback from organisations, groups or individuals with relevant expertise; 

• Local research involving local people; 

• The senior citizen’s panel, which has BME people among its membership. 

 

This Scheme has been assessed as being highly relevant to the general duty and as 

having a high impact on race equality.  Therefore a range of people including BME 

community groups, BME voluntary sector organisations, BME staff forum and internal 

stakeholders have contributed to the development of the Scheme.  This consultation 

has also been mindful of the need to capture the views of both genders and disabled 

people. 

Our Equality Impact Assessment processes were externally assessed via our 

successful Equality Standard for Local Government Level 3 submission and were 

judged to be robust. 
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MONITORING ARRANGEMENTS 

The Council has formal procedures to monitor service users across many of its services 

such as the Children and Young People’s Department and Human Resouces. 

Ethnicity data collected by Children and Young People’s services includes the annual 

school census, and analysing educational achievement by ethnicity.  Results from such 

data collection exercises have brought abut policy changes.  For example, data has 

shown that Black pupils were under-performing46, and this finding prompted a BME 

achievement strategy to be designed and implemented. 

As regards employment monitoring, we are complying with to our statutory obligations 

under the RRA to meet the specific duty on employment47.  The results of ethnicity 

monitoring are reported on annually.  They show no disparate impact on any ethnic 

group, and these statistics are mirrored in our staff survey, which shows little difference 

in levels of satisfaction with the Council as an employer among different ethnic groups. 

Formal procedures are also in place to monitor the success of this Scheme.  The action 

plans attached to this Scheme are derived from departmental action plans and service 

plans, meaning that performance is routinely monitored as part of our business planning 

process.  In addition, the Equality and Diversity Officer’s annual report contains a 

corporate level review of progress. 

                                                           
46 Ethnic Minority Achievement Service (2004), An Analysis of the needs of African Caribbean Heritage 
Pupils ion South Gloucestershire schools 
47 Race Relations Act 1976 (Statutory Duties) Order 2001 
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PUBLISHING ARRANGEMENTS  

A proportionate approach will be taken to distributing information about this Scheme 

and its related documents.  We will publish our Race Equality Scheme; equality impact 

assessments that are in electronic format; written consultations and research reports; 

results of service user and employment monitoring; equality action plans and the annual 

progress reports on our website. 

An executive summary of the Scheme will also be prepared that summarises the key 

information and outcomes from a community perspective, which will also be available 

on our website. 

The Council will use its community and partnership networks to make public and 

voluntary sector organisations, community groups and individuals aware of these 

documents and how to access them. 

The executive summary is available in a variety of languages and alternative formats on 

request in line with our Translation and Interpreting Policy. 
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ACCESS TO INFORMATION 

We recognise that lack of awareness of our services and cultural misunderstandings 

can cause inequality of access.  Our website is the primary way in which we provide 

information about our services to the community. 

In addition, we provide information about our services to BME community organisations 

and groups through our community networks to help their members overcome lack of 

information as well as cultural and language barriers.  We aim to increase the range of 

BME people contacted in this way through the emerging Race Equality and Human 

Rights Service. 

Newsletters circulated by voluntary sector organisations are another way in which we 

provide information about our services to local BME people. 

Cultural festivals, which in recent years have been biannual events, have proved 

popular with BME people.  With the most recent event being attended by approximately 

three thousand people, these events also provide a valuable opportunity to share 

information about our services. 
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TRAINING 

All managers have received specific equality training with regard to the duties under the 

RRA within the past 3 years and are responsible for cascading this to all staff.  This 

included workshops on the following topics: 

• Equality action planning; 

• The equality impact assessment process; 

• The Equality Standard for Local Government. 

 

Our corporate induction training makes specific reference to the RES (as well as the 

Disability Equality Scheme and Gender Equality Scheme), stresses our commitment to 

Equality and signposts new staff to the Corporate Equality and Diversity policy and 

action plan. 

All departments provide Equality training for all new recruits and for refresher training for 

existing staff to help them better understand how equality affects their work.  For 

instance, procurement training with specific reference to integrating equalities has been 

attended by the appropriate staff.  In departments, equality updates occur annually, and 

use is made of specific training provided by the Partnership against Hate Crime.  

Training has also been provided by Support Against Racist Incidents with specific 

reference to schools. 

Managers also take advantage of ad-hoc training opportunities provided by outside 

bodies such as Equality South West and this has included training around race issues.  

Appropriate members of staff attend conferences on a range of topics including BME 

issues and Gypsies and Travellers. 

Additionally, an Equality and Diversity Toolkit has been developed internally and is 

available to all staff via the intranet. 
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Where appropriate, equality objectives have become part of our personal development 

and performance work with staff; one of the staff competencies is related to equality; 

and equality training is reviewed. 

Equality Training is provided to all new members and has been made available to 

existing members.  A recommendation that Equality training is made mandatory for 

members is to be discussed. 

Briefing workshops have recently been provided for members on Gypsies and 

Travellers, with specific reference to the RRA. 

The ethos underpinning our training recognises that South Gloucestershire is an area 

where BME issues are not as obvious or politicised as they are in City areas such as 

neighbouring Bristol.  With this in mind, we seek to encourage staff to be open in 

discussing issues around race rather than adopting a more judgmental politically correct 

approach because it is important to create an environment where staff at all levels feel 

comfortable to engage honestly with the agenda on race and challenging inappropriate 

behavior. 

We are keen to address racial issues as part of a holistic approach to diversity, 

recognising that discrimination can be experienced on more than one level.  We feel 

that it is important that those who have experienced discrimination should be 

encouraged to share their experience across the whole range of diversity issues. 
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EMPLOYMENT 
 
 
The Council recognises employment as a function that is relevant to our general race 

equality duty.  Employment policies are therefore subject to equality impact 

assessments so that disadvantage can be identified and addressed. 

We monitor our employees by ethnicity as required by the Race Relations Act 1976 

(Statutory Duties) Order 2001, and therefore conduct monitoring across a range of 

aspects within the employment relationship including: 

• staff in the workforce; 

• all applicants for jobs; 

• training and promotion by racial group; 

• grievances; 

• disciplinary action; 

• performance appraisal; 

• staff receiving training; 

• staff leaving the authority. 

 

We have set progressive annual targets to increase the number of BME employees 

across all sections of the hierarchy.  These are targets not quotas, and we do not use 

unlawful positive discrimination to meet them.  We do however use positive action to 

encourage access and retain staff such as supporting the development of the Black and 

Minority Ethnic Employees Network.  Progress against the set targets is measured 

annually and published on the Internet. 

Currently our workforce is largely representative of our local community, and the staff 

survey indicated that our BME employees are equally as satisfied as our white British 

employees with our performance as an employer. 
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PART 4: RACE EQUALITY AND PROCUREMENT 

We recognise procurement as a function that is relevant to the general duty regardless 

of whether the contracts concern goods, works or services.  This is addressed in our 

Procurement Policy, which requires race equality considerations to be central 

throughout the entire tendering process and contractual relationships. 

Our procurement policy is in line with the CRE code of practice.  Details of this policy 

and information for contractors can be found on our website. 

 

 

PART 5: RACE EQUALITY AND PARTNERSHIPS 

We recognise that our general duties do not end when we are working in partnership 

with other organisations, even if those organisations are not under the same proactive 

duties.  For this reason, EDAT forges a link between the Council and our partners to 

enable us to progressively improve race relations through partnership working. 

In order to progressively integrate racial equality into a wider range of partnership 

working arrangements, partnerships and their associated policies and services have 

been included in our impact assessment timetable. 

 



PART 6: RACE EQUALITY ACTION PLANS 

South Gloucestershire Council intends to move towards the production of a single “Equality Scheme” covering all six equality ‘strands’ of 

Race, Gender, Disability, Sexual Orientation, Religion or Belief and Age.  Therefore, the following action plans combine a full range of 

our intended actions with regard to equality as our first step towards the production of the single Equality Scheme. 
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DEPARTMENT FOR CHILDREN AND YOUNG PEOPLE 
 
OBJECTIVE 
 

ACTION INTENDED OUTCOME/S TIMESCALE RESPONSIBILITY 

1. Department to meet the 
requirements of the Local 
Government Equality 
Standard Level 4 & 5 

To demonstrate that the 
department meets the 
requirements to establish 
information systems and to 
monitor against equality 
targets.   

To achieve Equality Standard Level 
4 

Jan 2004 CYP Equalities 
Working Group 

2. Ensure all staff are aware 
of, understand and apply 
the principles of race 
equality 

   Race equality is 
incorporated into the revised 
induction programme. 
   Ongoing programme of 
equalities awareness raising 
implemented for centrally 
employed staff. 
   Ongoing awareness raising 
on importance of reporting 
racist incidents. 

Staff understand the principles of 
race equality and diversity, 
challenge discrimination and 
incorporate this into their day-to-day 
practice with customers and 
colleagues. 

Staff are robust in their consistent 
and timely reporting and handling of 
all racially motivated harassment.  

Dec 2008-04-
30 
 
 
Mar 2009 
 
 
 
Mar 2009 
 

CYP Head of HR & 
Training  
 
CYP Head of HR 
and Training  
 
 
Lead for CYP Plan 
S2.2 and SARI 
 

3. Equality Impact 
Assessment (EIA) has been 
undertaken in identifying 
the race equality priorities in 
the CYP Plan and 
supporting departmental 
plans. These priorities are 
recorded in the three-year 
CYP race equality action 
plan which informs the 
Council race equality 
scheme. 
 

Evaluation of impact 
assessments will be used to 
inform development of 
policies and functions 
undertaken by CYP to ensure 
no racial discrimination 
practices. 

All functions undertaken by the 
Department are non discriminatory 
and promote race equality 

Mar 2009 All Service/Team 
Managers 
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OBJECTIVE 
 

ACTION INTENDED OUTCOME/S TIMESCALE RESPONSIBILITY 

4.. All section staff to be 
involved in section OSP 
planning and in setting 
personal targets and 
learning opportunities 
(through the PDPR 
process) that contributes to 
achieving section outcomes 
and targets 

All sections to involve staff in 
planning. 
 
All staff to have PDPRs and 
learning and development 
opportunities 

All staff have PDPRs that relate 
directly to OSP priorities. 
Systems established to monitor 
ethnicity of staff undertaking learning 
and development opportunities. 
Results of evaluation implemented 
to demonstrate equality of 
opportunity for promotion and 
secondments. 

Mar 2009 
 
 
Mar 2009 

Section/Team 
managers 
 
CYP Head of HR & 
Training  

5. Data related to ethnicity 
and religion/belief is 
rigorously collected to 
identify if any discrimination 
has taken place. 

The data collected to be 
analysed and the information 
obtained used as evidence to 
improve services to ethnic 
communities. 

Analysis of race equality data will 
identify potential/actual 
discrimination. Revisions to 
policies/functions will be taken to 
counteract this 

Mar 2009 All section/ team 
managers and IMS 

6. All ethnic minority 
children, young people, 
families, staff and other 
relevant stakeholders have 
the opportunity to input into 
the creation, promotion and 
review of relevant 
policies/functions. 

Ensure information is widely 
accessible and the 
information obtained used as 
evidence to improve services 
to ethnic minority 
communities. 

Services and functions provided by 
the Department will be determined 
with the involvement of South Glos. 
ethnic minority community families 
and groups. 

Mar 2009 All section/team 
managers 

7.  Relevant information, 
advice and guidance is 
provided for all children, 
young people, families, staff 
and other stakeholder 
groups 

Extension of Choice Advice 
and IAG (Information,advice 
and guidance) services to 
meet difficult to reach groups 
such as asylum seeker and 
occupational migrant families 

Families who have difficulty in 
accessing information are not 
discriminated against in the 
provision of information necessary 
for their child’s education, care or 
wellbeing.  There is evidence of 
increased participation/take up of 
services by the communities who 
have been difficult to engage. 

Mar 2009 CYP IS Manager 
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OBJECTIVE 
 

ACTION INTENDED OUTCOME/S TIMESCALE RESPONSIBILITY 

8. Resources are made 
available to ensure race 
equality priorities identified 
from the 0/07 evaluation are 
deliverable in 07/08. 

Race equality priorities 
identified from 07/08 
evaluation are deliverable in 
08/09. 

Achievement of race equality 
priorities are not restricted due to 
budget management compared to 
other priorities. 

Mar 2009 CYP Finance 
Manager and 
Section/Team 
Managers 

9. Equality clauses are 
included in documentation 
for contracts to prevent 
racial discrimination. 
Invitations to tender ensure 
contractors promote 
equality. 

Contracts and commissioning 
will be co-ordinated across 
the Department. 
Contracts are monitored to 
ensure compliance and race 
equality targets are met. 

Commissioning and contracts deliver 
an effective and appropriate service 
to all groups irrespective of race. 

 

Mar 2009 Head of 
Resources, Access 
and Planning and 
Commissioning 
Managers 

10. Encourage and support 
applications for 
employment/ work 
experience from ethnic 
minority groups. 

   Raise the profile of the 
children and young people’s 
workforce with the local ethnic 
minority communities and 
increase ethnic minority 
applicants. 
   Investigate reasons behind 
low appointment rates for 
ethnic minority staff - 
identified through 07/08 data 
analysis. 
Introduce applicant monitoring 
by belief in addition to race. 

The ethnic profile of the CYP 
workforce (including schools) is 
similar to the profile of the South 
Gloucestershire ethnic minority 
community (approx. 4%) 

May 2009 CYP Head of HR & 
Training  and Head 
of Schools 
Personnel  

11. Workforce is monitored 
to identify any equality 
issues in accordance with 
RR(A)A requirements. 

Introduction of monitoring 
workforce by belief in addition 
to race. 
Annual report on employment 

To contribute to the overall Council 
workforce monitoring requirements 
to ensure no discriminatory 
employment practices and to enable 
focused support to ethnic minority 
staff in employment issues. 

May 2009 CYP Head of HR & 
Training and Head 
of Schools 
Personnel 
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COMMUNITY CARE & HOUSING  DEPARTMENT 
 
 

Objective 
 

Action Intended Outcome/s Timescale Responsibility 

To improve support and 
services for older and 
disabled people from 
black and other minority 
ethnic communities and 
their families. 

Develop action plan which 
arose for the BOME liaison 
group event 
 
Present the action plan to the 
Local Strategic Partnership 

A clear plan with SMART targets which 
responds to the issues raised in the 
event. 
 
There is widespread understanding of 
the issues raised beyond the health and 
social care arena. 

2007 
 
 
 
2008 
 

Planning and 
Partnership Team 
 
 
Mike Hennessey 
 

To ensure that the new 
Complaints Procedure is 
accessible and that 
people are given choices 
as to how to make a 
complaint 
 

Review information 
requirements of accessible 
information.  Consider what 
information is needed, where 
and how it should be made 
available 
 
Review training to staff so 
they have skills to handle 
concerns and complaints and 
know when to refer to 
Manager / Complaints Team 

Consultation with BOME Liaison Group. 
 
Wording agreed, distribution list and 
proposals for most appropriate formats 
put forward to Senior Managers. 
 
 
Visit teams as per revised Complaints 
training strategies to talk about customer 
focussed approach to complaints 
handling. 

April 2008 
 
 
 
 
 
 
April 2008 
 

C&FOI Manager  
 
 
 
 
 
 
C&FOI Team 
 

To continue to monitor 
and report on access and 
performance of the 
complaints procedure 
within the next annual 
report 

Produce breakdowns of 
relevant information on the 
complaints process in terms 
of equalities data, 
performance against 
timescales and use of 
advocates. 

Analyse who is using the complaint 
procedure.  Include analysis of 
performance and take up of advocacy 
service. 

Publication of 
2007/08 
Annual 
Report in July 
2008 

C&FOI Team 
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Objective 

 
Action Intended Outcome/s Timescale Responsibility 

Ensure that service users 
and carers have the 
opportunity to access 
services within a 
framework that promotes 
anti-discriminatory and 
anti-oppressive practice. 

Work with partner agencies 
to ensure that training is 
available to all work groups 

Workers to have better knowledge and 
understanding of equality and diversity 
issue. 

Ongoing Lynfa Vater 
 
Ron Cole 
 
Sheila Turner 
 
Stella Waller 
 
Maria Melbourne 
 

Ensure  that there is 
social work input into the 
discharge planning, 
rehabilitation and 
recovery process for 
people who enter the 
acute hospitals and are 
discharged into the 
community with  I. Care 
or domiciliary care 

Work with NBT and PCT to 
ensure safe and timely 
discharge planning, which 
promotes individual choice 
and need 

Users of the service will have a clear 
pathway of care.   

Ongoing Lynfa Vater 

Ensure that mental health 
service users have the 
opportunity to access 
services within a 
framework that promotes 
anti-discriminatory and 
anti-oppressive practice. 

Work with AWP and PCT to 
ensure training that will 
access knowledge and 
understanding of mental 
health is available for all 
workers within the 
organisations. 

Workers to have better knowledge and 
understanding of mental health. 

April 2008 Jane Meredith 
 
Lindsay Gee 
 
Nick Thorne  
 
Fiona Mann 
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Objective 

 
Action Intended Outcome/s Timescale Responsibility 

Ensure  that there is 
social work input into 
the discharge 
planning, 
rehabilitation and 
recovery process for 
people with severe 
mental illness through 
appropriate 
participation in the 
Integrated Care 
Programme 

 

Work with AWP on a Care 
Pathway for integrated single 
point of access for all 
referrals and care planning. 

Users of the service will have a clear 
pathway of care.   

April 2008 Jane Meredith 
 
Joanne Denyer 
 
Fiona Mann 
 
Paul Knocker 

Continue implementation 
of Valuing People 

Day Service modernisation 
(Key Theme in Corporate 
Service Plan and priority in  
Departmental Service Plan)  
 

All Day Service support is accessible and 
appropriate for people from black and 
other minority ethnic communities 
 
• Participate in Day Services Review - 

Consultation due to start in 
September 

• Implementation of options following 
consultation 

 
Further reductions in use of residential 
care by at least 100 people by 2011. 

Due to start in 
September 07
 
 
 
Due to start 
December 07 
and then 
ongoing 
 
 
 
Ongoing part 
of work of 
District Team 

Day Service 
Project Team led 
by Rebecca 
Harrold 
 
Day Service 
Project Team led 
by Rebecca 
Harrold 
 
District Teams 
Housing Sub 
Group 
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Objective 

 
Action Intended Outcome/s Timescale Responsibility 

Continue implementation 
of Valuing People 

Regularly review the service 
checklist issued by ARC and 
Department of Health 
 

Based on the work already undertaken 
for the Learning Difficulties Partnership 
Board, regularly review the Service 
checklist and the Partnership Board 
checklist issued by ARC and Department 
of Health to ensure inclusion of people 
from ethnic minority communities. 

To be an item 
on LDPB 
agenda six 
monthly 

Lead Officer – 
Sue Kerswell 

To ensure equal access 
to our services for all 
sectors of community. 
 

• Improve leaflets etc. 
• Contact groups involved 

with under-represented 
groups 

Improved awareness about our services 
and greater uptake by minority groups 

Ongoing All 

To develop affordable 
housing in rural areas to 
meet needs 

• Develop strategy 
• Promote service to 

parishes 
• Carry out 

surveys/develop 
schemes 

Increased affordable housing in rural 
areas where needed 

Strategy 
Approved 
2006 

Karen Ross 

To improve condition and 
energy efficiency of 
Gypsy and travellers 
homes. 

• Review options for 
insulating caravans 

• Promote works/grants 

Gypsies and travellers have access to 
grants to improve their housing 

2008 and 
ongoing 

Chris Johnson 

To ensure 
accommodation occupied 
by asylum seekers to 
satisfactory condition 

• Maintain regular contact 
with providers 

• Regular checks on 
accommodation 

Asylum seekers live in suitable homes Ongoing Chris Johnson 
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Objective 

 
Action Intended Outcome/s Timescale Responsibility 

Contract with Providers 
meets the Councils 
equalities requirements 

Finalise New Care Home 
Contract & Specification. 
(Final Draft - Currently ready 
for consultation). 

Contract & Specification to meet 
requirements. 

Ongoing - 
new Care 
Home 
Specification 
now out for 
consultation 
until 17 
February 
2008 
 

KE/SP 

Confirm authority’s 
relationship with 
Voluntary Organisations 
receiving funding under 
£5000 with regard to 
department’s 
expectations on 
equalities. 

To be discussed with Legal 
Services. 

Ongoing - Discussions are continuing 
with Legal Services and the Corporate 
Procurement Network Group.   
 

April 2007 SP/KE 

Assist voluntary 
organisations resolve 
their difficulties in 
recruiting staff, difficulty 
recruiting and training 
volunteers 

Workforce development & 
training opportunities 

Organisations are more able to recruit 
workers and volunteers and therefore 
deliver services in S. Glos 

As 
appropriate 

NT 
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Objective 

 
Action Intended Outcome/s Timescale Responsibility 

To ensure that 
communication and 
consultation material 
produced by the 
Department is 
accessible and 
appropriate for the 
diverse needs of the 
community 

Involving service users and 
carers in the design and 
development of 
communication and 
engagement material, 
particularly representatives 
for minority and ethnic 
communities. 

Engagement and consultation 
facilitated by the team is designed in 
ways which encourage and enable 
participation from individuals and 
groups the department has 
traditionally struggled to engage with 

Ongoing GS / 
Communications 
Team 
 

Maintain a Departmental 
Equalities Group/Forum 

Fix date/agenda for 
quarterly meetings each 
year. 
 

Cross representative group, including 
management to be maintained. 

Ongoing GF & PM 

Increase the BOME 
make up of the Social 
Work workforce. 

Use Positive Action to 
increase the BOME make 
up of the Social Work 
workforce by utilising 1 of 
the 3 Social Work Trainee 
places for a BOME 
candidate. 

BOME make up of the Social Work 
workforce was 3 BOME employees in 
2005.  Plan to increase to 5 by 2009. 

First place 
commenced Sept 
05. intake each 
year in Sept 

GF & NT 

Increase the BOME 
representation at 
management levels in 
the Dept. 

Develop a Positive Action – 
Management Development 
Scheme, in order to 
address under 
representation at 
management levels in the 
Dept. 

Current ethnicity statistics show that 0 
BOME employees are employed at 
grade H4 or above.  Increase this by 
2012. 

Recommendations 
to Directorate 
2008. 

GF & TC 
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CHIEF EXECUTIVE & CORPORATE RESOURCES DEPARTMENT 
 
 

Objective 
 

Action Intended Outcome/s Timescale Responsibility 

Embedding equalities as 
part of departmental 
management 

Ensure equalities is included 
on Departmental 
Management Team agenda 
to ensure equalities issues 
are discussed and 
information cascaded to DMT 
Team meetings, team 
meetings and 1-1’s  
Ensure links to equalities 
information on Intranet and 
information for notice boards 

Maintain the focus on equalities. 2007/8 Director of 
Corporate 
Resources. 
DMT -Heads of 
divisions, 
Section 
Managers. 
Dept 
Performance 
Officer 

To commence planning 
to achieve Equalities 
Standard for Local 
Government levels 4&5 

Revise Equalities Action Plan 
in line with Equality Standard 
levels 4 & 5 i.e. establish 
information system and 
monitor against targets 

To prepare for the award of Equality 
Standard levels 4 

Start March 
2008 

Equalities 
Working Group 

Ensure that the 
Department responds to 
service users needs 

Ensure services comply with 
equalities and diversity policy 
and develop access strategy.

Equalities objectives/targets can be 
monitored 

April 2008 Head of C&RS 

Further improve 
representation of 
disabled people in 
employment with SGC 
through LAA work 

Role our further Disability 
Confident training and 
awareness raising 

Set up framework to improve access for 
disabled people into work and support 
the achievement of 

March 2009 Disability 
employment 
Coordinator / HR 
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COMMUNITY SERVICES DEPARTMENT 
 
 

Objective 
 

Action Intended Outcome/s Timescale Responsibility 

The Council to achieve 
Level 4 of Equalities 
Standard for Local 
Government 
 

Director of Community 
Services to take a corporate 
lead on Equalities 
 
Review actions arising from 
Level 3 Assessment 
 
Embed all relevant actions 
into Service Plans and 
review 
 
Ensure all projects 
incorporate equality & 
diversity objectives within 
plans 
 
Ensure all policies written by 
the section do not impact 
unfairly on any one group 
 
Plan to move forward to level 
5 of the Standard 

To achieve level 4 of the standard 
 
 
 
To ensure service is constantly assessed 
for impact on the community 
 
To ensure all staff are aware of equality 
issues & take appropriate action 
 
 
To ensure all equality issues are 
considered 
 
 
 
To ensure all equality issues are 
considered 
 
 
To achieve level 5 of the standard 
 

2009 
 
 
 
Ongoing 
 
 
Annually 
 
 
 
As a new 
project is 
started 
 
 
Ongoing 
 
 
 
2010-11 

Director of 
Community 
Services 
 
Heads of Service 
 
 
Heads of Service 
 
 
 
Project Sponsors 
 
 
 
 
Heads of Service 
 
 
 
Director 
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Objective 

 
Action Intended Outcome/s Timescale Responsibility 

Have effective 
consultation with all 
groups 

Ensure that publications are 
assessable to facilitate 
consultation 
 
Increase participation in 
Community Services 
consultation in  line with the 
COMPACT principals  
 
Ensure events take account of 
minority group issues where 
practicable  
i.e. religious days, 
accessibility 

 
Raise awareness of 
consultation mechanisms 
available to staff within the 
council 
 
Ensure minority groups are 
represented on 
groups/consultations 

All community groups have access to 
consultation undertaken by the council 
& have the opportunity to contribute 

Ongoing Heads of Service 

Raise awareness of 
South Gloucestershire 
Community Profile 

Raise awareness of Profile 
Point as a mapping exercise 
for staff 

All staff are aware of the profile of the 
Community they serve 

Ongoing Heads of service 

Understand customer 
aspirations and need, 
and adapt to suit 

Include equality issues in 
consultation exercises 
 
Adapt service provision to 
meet customer aspirations 
following analysis of feedback 

To ensure services provided by CS 
meets the needs of all of its customers 

Ongoing Heads of service 
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Objective 

 
Action Intended Outcome/s Timescale Responsibility 

Develop Community 
Skills 

Improve access to training 
opportunities for 3rd sector 
organisations  
 
To promote available services 
to minority groups and non 
service users 

To ensure all groups achieve their 
potential 

Ongoing Head of 
Communities 

To have in place 
appropriate mechanisms 
for access to service 
delivery 

Work with Corporate 
Communications to develop 
the Council’s website to 
include the following: 
• Improve information on 

website - e.g. learning 
difficulties, languages 

• Provide appropriate or 
alternative methods of 
access to services for 
example: text message 
service on helpdesk 

 
• To ensure that waste 

minimisation message is 
communicated and 
understood by all equally 

Appropriate mechanisms for access to 
service delivery are in place 

Ongoing Director 
 
 
 
 
 
 
 
 
 
 
 
 
Heads of Service 
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Objective 

 
Action Intended Outcome/s Timescale Responsibility 

Ensure agencies 
delivering services within 
the Council include, 
within contracts, a 
requirement to deliver 
services fairly and 
without unlawful 
discrimination 

When procuring ensure that 
corporate guidance is followed 
 
To ensure all sub contractors and 
partners embrace equality agenda 
in keeping with councils 
commitments 

To ensure partners & contractors 
act in accordance with aims & 
objections of the Council 

Ongoing Heads of service 

Develop customer care 
standards to ensure all 
service users have 
access 
 

Develop customer care standard 
and procedures for specific 
inclusion projects 
 
Maintain quality standard across 
department such as Charter Mark 
to demonstrate best practice in 
customer services 

Access to services are available to 
all 

Ongoing Heads of service 

Minimise negative impact 
of services on users 

Ensure services are planned & 
delivered carefully to avoid negative 
impact – e.g. Highways 
maintenance 

No one is subjected to negative 
impact 

Ongoing Heads of service 

Adhere to targets set by 
Corporate Centre 
regarding recruitment, 
staff retention & 
workforce profiles 
 

Work with HR section to ensure 
workforce reflects the targets 
 
Promote with HR, A Deeks, EDAT 
job shops for applications 
 
Promote job shadowing for potential 
applicants returning to work 

To have a workforce which 
reflects the community it serves 

Ongoing Heads of service, 
EDAT 
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Objective 

 
Action Intended Outcome/s Timescale Responsibility 

Create safer environment 
for staff to work  

 

Ensure all Corporate HR Policies 
are embedded within Service Plans 
 
Ensure workplaces are accessible 
 
Tackle harassment /Equalities 
issues as and when they arise 

Staff are able & confident to raise 
issues 

As & when 
issues come 
to light 

Heads of service 

Reflect inclusion as a 
service value and ensure 

all staff understand 
 

Embed equalities awareness 
across the workforce 
 
Each individual unit/team should 
include equalities training within 
training plan 
 
Include equality training in induction 
process 

To ensure that staff awareness of 
equality issues is constantly under 
review 

Ongoing Heads of service 

Support staff 
development and 
awareness on equality 
issues 

Review feedback from biannual 
staff surveys and include actions in 
service plans: PDPR’s & 1:2:1’s 

To ensure that issues raised are 
considered 

On return of 
survey data 

Heads of service 
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PLANNING, TRANSPORT AND THE STRATEGIC ENVIRONMENT DEPARTMENT 
 
 

Objective 
 

Action Intended Outcome/s Timescale Responsibility 

Increase community 
participation in 
conservation and 
enhancement projects (P 
& E) 
 

Increase the number of attendees 
at events and volunteer hours 
participating in projects. 
 

5.6% increase target increase in 
volunteering 
 
10% increase in participation in 
events 
 

Immediate 
start 

Gillian Ellis King 
 

Develop a system to 
collate, monitor and 
analyse the impact of 
policy / services (P & E) 
 

All current LDF participants (c.840) 
questionnaire to ascertain various 
equalities based information to 
enable analysis and assessment. 
 

Questionnaire issued and majority 
returned. 
 

Immediate 
start 

David Oakhill 
 

To ensure that all DS 
policies and procedures 
do not impact unfairly on 
minority groups. (DS) 
 

Evaluation of impact assessment 
will be use to inform the 
development of policies and 
functions undertaken by DS. 
 
All new initiatives to be subject to 
consultation with the Traveller Unit 
and Legal services 
 

% completion of equalities action 
plan (within DS OSP) – reported 
through PB Views 
 

Immediate 
start 

Martin Harris 
 

We will ensure that we 
receive and act on 
feedback from customers 
to improve service 
standards, 
actions/milestones. (DS) 
 

Develop tools to communicate and 
analyse results from returned 
customer questionnaires for BC/DC 
& Enforcement with equalities 
monitoring questions 
 

% completion of equalities action 
plan (within DS OSP) – reported 
through PB Views 
 

Immediate 
start 

Martin Harris 
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Objective 

 
Action Intended Outcome/s Timescale Responsibility 

BVPI 165 – the 
upgrading 
of pedestrian crossings 
(Highways) 
 

Secure funding to upgrade all 
existing crossings 
Ensure that all future crossings 
comply 
 

Review submitted designs for 
compliance 
 

Immediate 
start 

Kelvin Packer 
 

Mobility schemes 
(Highways) 
 

Secure funding for mobility 
schemes identified at area 
meetings 
 

Monitor implementation and 
success 
of schemes 
 

Immediate 
start 

Kelvin Packer 
 

Exit Questionnaires for 
scheme exhibitions 
(Highways) 
 

Develop Questionnaire for feedback
on schemes 
 

Analyse results and modify 
application 
and approach 
 

Immediate 
start 

Kelvin Packer 
 

Customer satisfaction 
surveys will be carried 
out to collate monitor and 
analyse the impact of the 
policy/service and clearly 
explained why we are 
asking for this information 
(P & E) 
 

Develop and implement customer 
survey to establish diversity of 
participation and levels of 
satisfaction with Environmental 
Projects & Partnerships service. 
Continue with customer service 
questionnaire for environmental 
grants. 
 

Q2: Develop Questionaire 
 
Q3: Undertake survey 
 
Q4: analyse results and draw up 
action plan 
 
100% consider service 
satisfactory or 
better 
 

Immediate 
start 

Gillian Ellis-King 
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APPENDICIES 



APPENDIX A: IMPACT ASSESSMENT TIMETABLE 

DEPARTMENT FOR CHILDREN AND YOUNG PEOPLE  
  

Function 
 

Date of 
EIA 

 Function 
 

Date of 
EIA 

 Function 
 

Date of 
EIA 

Children & Young People 
Plan  

2009  e-strategy (three year) 
 

2009  Inclusion Strategy 
 

2008 

CYP Implementation Plan 
(annual) 

2008  School Organisation Plan 
 

2008  Extended Schools 
Strategy 

2008 

BME Implementation Plan 
(annual) 

2008  Partnership Strategy 
 

2008  Leadership, Management 
and Governance 

2008 

Disability Strategy (three 
year) 

2009  Asset Management Plan 
 

2010  Governor Support and 
Learning 

2008 

Learning Difficulties and 
Disabilities 
Implementation Plan 
(annual) 

2008  Early Years 
 

2008  Schools Workforce 
Strategy 
 

2009 

14-19 Education and 
Training Strategy 

2009  Primary School 
Improvement 

2008  Schools Personnel 
Service 

2008 

Commissioning Strategy 
 

2009  Secondary School 
Improvement 

2008  Schools Health and Safety 
Service 

2008 

Workforce Strategy (three 
year) 

2009  Not in Education or 
Employment or Training 

2008  Health and Citizenship 
 

2008 

Workforce Strategy 
Implementation Plan 

2008  Learning Strategy  
 

2008  Music Service 
 

2009 

Children in employment 2008  Safeguarding 
 

2008  Child Health and Disability 
Team 

2008 

Work experience 2009  Child Protection 2008  Vinney Green Secure Unit 2008 
 

 49 



 
Function 

 
Date of 

EIA 
 Function 

 
Date of 

EIA 
 Function 

 
Date of 

EIA 
Domestic Violence 2008  Parenting Support 2008  Emergency Duty Service 2008 
Exclusions from school 2008  Under 11’s Resource  2008  Turnabout Project 2008 
Youth Services Strategy 2008  Family Support  2008  CAMHS 2008 
Youth Services 2008  Corporate Parenting 2008  Education Planning 2008 
Adolescent Support 
Services 

2008  Looked After Services 2008  Early Years and Childcare 
Planning 

2008 

Youth Offending team 2008  Family Placement 2008  Home to school transport 2008 
Teenage Pregnancy 2008  Special Education Needs 2008  Student Support 2008 
School Admissions 
 

2008  Recruitment and 
Selection 

2008  Training Administration 2008 

Personnel operational 
services 

2008  Management and staff 
development 

2008  Council Complaints 2008 

Social Care Complaints 
and Subject Access 
Requests 

2008  Information/Data 
management 
 

2008    

FOI/DPA  2008  Asset Management 2010    
School Complaints 2008  Smarter working 

 
2008  Revenue Budget – 

allocation to schools 
2008 

e-Communication 2008  Integrated working project 2008  Traded Services and 
contract management for 
schools 

2008 

Children & Young People 
Information Service 

2008  Contact Point 2008  Catering Services 2008 

Learning Platforms 2008  Schools ICT service 2008  Cleaning Services 2008 
Project Management 2008  Capital Programme for 

new build 
2008  Developing Childrens’ 

Centres (Project) 
2008 
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COMMUNITY CARE AND HOUSING DEPARTMENT 
 

Function 
 

Date 
of EIA 

 Function 
 

Date of 
EIA 

 Function 
 

Date of 
EIA 

Community Care 2008  Residential Care Homes 2008  Direct Payments 2008 
Housing Strategy 2008  Home Care 2008  Brokerage (pilot) 2008 
Supporting People 2008  Day Services 2008  Communications 2008 
Workforce Strategy 2008  Mental Health Service 2008   2008 
  

 
 Safeguarding Adults 2008  Health & Well-being 

Strategic Partnership 
2008 

Care Management, Hospital 
Social Work, and Occupational 
Therapy 

2008  Human Resources 
 

2008  Supporting People 
Commissioning Group  

2008 

Learning Difficulties Service 2008 
 

 Staff Training and 
Development  

2008  Mental Health Joint 
Commissioning Group 

2008 

Finance 2009 
 

 Contact Team 2008  Learning Difficulties 
Partnership Board 

2008 

Complaints/FOI 2008 
 

 Housing Enabling 2008  Older Persons Programme 
Group 

2008 

Planning and Partnerships 
 

2008  Private Sector Housing, 
Home Energy 
Conservation 

2008  Physical & Sensory 
Impairment Programme 
Group 

2008 

Contracts and Commissioning 2008  Home Choice 2008  Carers Advisory Network 2008 
Performance and Information 2009  

 
 Housing Accommodation 2008  Safeguarding Adults 

Committee 
2008 
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CHIEF EXECUTIVE & NCORPORATE RESOURCES AND COMMUNITY SERVICES DEPARTMENTS 
 

Function 
 

Date 
of EIA 

 Function 
 

Date of 
EIA 

 Function 
 

Date of 
EIA 

Accommodation strategy 
 

2008  Code of conduct for  
employees 

2008  HB Fraud hotline 
 

2009 

Accessible Information 
 

2008  Committee and Council 
meetings 

2008  Fraud items 
 

2009 

Charter mark 2010  Committee information 2009  Freedom of information 2008 
Compact Statement 2010  Committee papers 2008  Guide to constitution 2010 
Community Safety Strategy 
 

2008  Comprehensive Performance 
Assessment 

2008  Guide to council services 
 

2008 

Community Strategy 2010  Consultation diary 2008  Guide to publications 2008 
Constitution 2010  Corporate contracts 2008  Guiding principles 2009 
Corporate Service Plan 2008  Corporate Identity 2009  Health and Safety at work 2008 
Council policy on traveller 
issues 

2008  
Council Chamber Bookings 

2010  
Internet 

2008 

Council spending and 
performance  

2009  
Council Logo 

2010  
Intranet 

2008 

Customer Care Charter 2008  Council tax - business rates 2009  Intranet Gazetteer 2009 
Public involvement and 
consultation 

2008  
Council tax - domestic rates 

2008  
Improvement programme 

2008 

Fraud strategy 2009  Data protection 2008  Indices of deprivation 2009 
Local Agree Agreement 2008  Decision making system 2008  IT Helpdesk 2010 
Equality and diversity policy 2008  Efficiency 2009  Media 2008 
    E government 2008  No smoking policy 2008 
Best Value 2010  E mail 2010  Offices 2010 
Bomb threats 2008  E Purchasing 2010  Performance indicators  
Business Directory 2009  Executive decisions 2008  Phone book 2008 

Business Mail 
2010  

Executive forward plan 
2010  Mmanagement of unauthorised 

encampments 
2010 
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Function 

 
Date 

of EIA 
 Function 

 
Date 

of EIA 
 Function 

 
Date of 

EIA 
Catering 2008  Financial ordering explained 2010  Publication guidelines 2008 

Census information 
2008  

First aiders 
2008  Purpose statement and guiding 

principles 
2008 

Citizens' consultation panel 2008  Focus on Fraud 2009  Register of voters 2009 
Registration of Births, Deaths 
and Marriages 

2008  Business Support 
 

2009  Finance department 
 

2010 

Regulation of investigatory 
powers 

2008  Content Management 
 

2009  Graphics 
 

2008 

Report templates 2008  Controlled stationary 2009  Internal audit 2009 
Report writing guidelines 2008  Corporate Communications 2008  Legal Services 2009 
Reports (committee) 2008  Corporate Finance 2010  Performance Management 2009 
Risk management 2009  Corporate projects 2009  Property services 2010 
Scrutiny 2009  Data Working Groups 2009  Procurement 2008 
Select committees 2009  Democratic services 2010  Registrar 2008 
Selection and use of 
management consultants - best 
practice guide 

2010  Disposals of lands and 
buildings 
 

2010  Revenue and Benefits 
 
 

2008 

Translating and interpreting 
 

2008  Electoral services 
 

2008  Strategic Partnership and 
Planning 

2008 

Smarter working 
 

2009  Emergency Planning 
 

2008  Travellers Unit 
 

 

Benefits (Housing and Council 
tax) 

2008  Equality team 
 

2008  
 

2008 

Benefit fraud investigation 
 

2008  Estate Management 
 

2010  
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PLANNING, TRANSPORT AND THE STRATEGIC ENVIRONMENT DEPARTMENT 
 
 

Function 
 

Date 
of EIA 

 Function 
 

Date of 
EIA 

 Function 
 

Date of 
EIA 

Air quality, contaminated land 
and industrial installations 

  SORT IT Centres!*  
2009 

 Harnhill Landfill Site  
2009 

Licensing services 2010  Local/sub-regional waste 
strategy 

 
2009 

 Taxi Licensing 2010 

Animal Health & Welfare 2010  Recycling Service 2009  Planning Applications 
 

2010 

Consumer Advice 2010  Waste Collection (green)  
2009 

 Public Nuisance control as 
a responsible authority 
under LA 2003 

2010 

Fair & Safe Trading 2010  Waste Collection 
(residual) 

 
2009 

 Provision of Metrology 
Services 
 

2010 

Pest Control service requests 2009       

 54 



55 

HUMAN RESOURCES ‘FUNCTIONS’ 
 
 

Function 
 

Date 
of EIA 

 Function 
 

Date of 
EIA 

 Function 
 

Date of 
EIA 

Code of Conduct 
 

2008  Induction 
 

2009  Flexible working  
 

2009 

Maternity Leave 
 

2010  Probation 
 

2008  Flexi time 2008 

Paternity Leave 
 

2010  Secondment 
 

2009  Job Descriptions and 
Grading 

2010 

Adoption Leave 
 

2010  Home Working 
 

2008  Consultation Protocol 2010 

Equalities 
 

2008  Working Time (FT/PT 
hours, overtime)  

2010  Employee performance inc 
sickness absence 

2010 

Leave 
 

2009  Job-sharing 2010  Employee Recognition 
Scheme 

TBC 

Drug & Alcohol Abuse 2010  Whistle Blowing 
Procedure 

2008  Strategic Workforce 
Planning 

2008 

Ill Health Procedure 2008  Employee Benefits 2009  Councillor Development 2008 
Grievance 2009  Retirement 2010  Recruitment & Selection 2008 
Bullying & Harassment 2008  Employee Survey 2010  E-enabled HR 2009 
Workforce Change 2010  Health & Safety 2010  Corporate Learning 

Programme 
2008 

Work Place Relocation 2010  PDPR 2008  Travel & Expenses 2010 

 



APPENDIX B: PROMOTING RACIAL EQUALITY WITHIN 
SOUTH GLOUCESTERSHIRE COUNCIL 2005-2008 – OUR 
ACHIEVEMENTS 

 

Report Summary 

This report forms part of South Gloucestershire’s 2008-2011 Race Equality Scheme by 

providing an overview of what has been achieved under the previous Scheme.  It has 

been prepared by Equality Consultant Sharon Morris. 

The last two Race Equality Schemes, and actions taken to progress the Council through 

the Equality Standard for Locall Government in recent years, prompted internal policies 

and procedures to be designed, published and implemented that provide mechanisms 

for: assessing the needs of local BME people; assessing the impact Council services on 

local BME people; making progress in improving the Council’s approach to racial 

equality in services that have been identified as being important to local BME people. 

Under the previous two Schemes the Council began to use partnership working to 

improve race equality across the South Gloucestershire area, and consequently have a 

well established multi-agency ‘Partnership Against Hate Crime’ and have successfully 

mainstreamed race equality into the day to day workings of the newly emerging 

Children’s Trust working arrangements among other things.  South Gloucestershire 

Council have also worked hard to successfully gain the trust of local BME people and 

find ways of empowering them to influence the work it does in a meaningful way. 
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Introduction 

This report demonstrates how the Council has met its duties under the Race Relations 

(Amendment) Act 2000 under its 2005-2008 Race Equality Scheme.  The format is 

based upon the Commission for Racial Equality assessment template and Framework 

for Inspectorates Code of Practice for Public Authorities so progress in promoting racial 

equality can be reviewed in line with legal duties.  It is therefore separated into three 

parts, one that relates to the general duty, and the other two covering both of the specific 

duties.  Each of these parts is subdivided in line with the headings contained in the 

relevant legislation.  An additional section outlining key factors within the geographical 

area has been provided as part of the introduction as this reflects the practical reality in 

which South Gloucestershire Council is operating as this affects the long-term change 

that is required by the amendments made to the Race Relations Act.  

 

Key Contextual Issues 

South Gloucestershire Council is a unitary authority that once formed part of the County 

of Avon.  Its proximity to the city of Bristol means that although the majority of South 

Gloucestershire is rural, the majority of its population are urban dwelling. 

Local demographic information suggests that South Gloucestershire is one of the least 

ethnically diverse areas within England, with relatively small percentages of residents 

from all Black and minority ethnic (BME) backgrounds.  The Council has worked hard to 

ensure that the views of local BME people are not marginalised, and as part of this have 

undertaken several consulation and research projects to better understand their 

experiences.  The information captured during these projects have been used to inform 

the business planning process to enable improvements in service provision to BME 

people. 
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PART 1 - THE GENERAL DUTY 

South Gloucestershire Council is a public authority for the purposes of schedule 1 of the 

amended Race Relations Act 1976.  It is therefore under a duty to have due regard to 

the need to  

• Eliminate racial discrimination 

• Promote equality of opportunity 

• Promote good relations between people from different racial groups 

 

The Council has invested in a service level agreement with the Black Development 

Agency (BDA), which is a voluntary sector infrastructure organisation.  This means that it 

acts as an umbrella organisation for Black and minority ethnic voluntary sector 

organisations and community groups, and helps these organisations and groups 

become sustainable community voices.  In addition to this capacity building role the BDA 

offers advice to public authorities on preparing Race Equality Schemes and therefore act 

in a way that complies with the general and specific duties.  Part of the service level 

agreement is for the BDA to provide the Council with this advice on its policy work.  
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Identifying Relevant Functions 

The Council identified a list of strategies, policies and services that were relevant to 

promoting racial equality when preparing its 2002-2005 RES.  These were revised as 

the 2005-2008 RES was being prepared and the list was appended to that Scheme.  

This list has been reviewed and updated again as the 2008-2011 RES has been 

prepared to reflect the Council’s improved understanding of the general duty and 

accommodate changes within the organisation such as the Children’s Trust working 

arrangements and housing stock transfer in this list.  The revised list includes 

employment as well as services that are contracted out or delivered under partnership 

working arrangements.  The 2008-2011 RES, like its predecessor, commits the Council 

to formally reviewing this list every three years.   

 

Ordering the Functions by Relevance 

Under the 2002-2005 RES and 2005-2008 RES each relevant strategy, policy and 

service was subjected to initial screening and a full impact assessment and racial 

equality became an integral part of the business planning process within Departments. 

Under the 2005-2008 RES some Departments such as Children and Young People saw 

this impact assessment process as an opportunity to systematically impact assess all of 

their services annually, regardless of their relevance to racial equality.  Other 

Departments subjected their strategies, polices and services to an initial screening and 

then a full impact assessment at the outset of the RES and aimed to refresh those 

assessments on an annual basis.  

During the life of the 2005-2008 RES, the tool used by managers to conduct impact 

assessments was revised to cover all six equality strands.  Race was therefore one 

factor that managers were required to consider, alongside gender, disability, sexual 

orientation, religion or belief, and age.  As a consequence ‘race impact assessments’ 

became ‘equality impact assessments’. 
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The two stage process for assessing impact used under the 2002-2005 and 2005-2008 

Schemes was revised as the 2008-2011 RES was prepared to enable the Council to 

broaden the range of strategies, policies and services that were seen as relevant to race 

equality.  All of the Council Departments drew up a list of their strategies, policies and 

services and subjected them to an initial screening.  This screening allowed the 

technical strategies, policies and services that have no relevance to equality to be 

filtered out, and ranked the remaining strategies, policies and services according to 

whether they had a high, medium or low relevance to racial equality.  This initial 

screening gave rise to a three year timetable for conducting fuller impact assessments 

whereby strategies, policies and services that were most important to the general duty 

were assessed in the first year and least important were considered in the third year. 

Where possible, impact assessments conducted under the 2005-2008 Scheme were 

used to provide evidence to inform the initial screenings.  As the impact assessment tool 

prompts managers to take into account local data and research, the list of relevant 

functions in the 2008-2011 RES has now been based more upon local BME needs. 

The list of functions in the 2008-2011 RES also builds upon the list that underpinned the 

2005-2008 Scheme by taking into account the views of interested parties from within the 

Council as well as from its partners and people and organisations from the local the 

community.  A range of stakeholders have been invited to contribute to the development 

of the list, and in particular to identify functions that warrant being given a higher priority.  

This approach has been taken to ensure the strategies, polices and services that have 

most impact on BME people – and therefore the greatest potential for discrimination or 

inequality to arise – are among the functions that will be assessed first under the revised 

Scheme. 

The 2008-2011RES has maintained the good practice of annual impact assessments 

regardless of relevance.  It has, however, included the list of strategies, policies and 

services that are assessed in this way in the list of functions to promote transparency.  

These priorities will again be reviewed as the 2011-2014 Scheme is prepared to ensure 

that priorities continue to be formally reviewed on a regular three-year basis.  
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Part 2: The Specific Duty to Prepare and Publish a Race 
Equality Scheme 

Publishing a Race Equality Scheme that Includes the List of Relevant 
Functions 

The 2005-2008 RES was the authority’s second Scheme that was published to fulfil this 

specific duty.  The first Scheme, which was published in 2002, introduced a system of 

impact assessments to identify and correct discrimination across the Council.  The 

formal evaluation of this first RES at the end of its life48 showed that there were pockets 

of good practice, for example, in the library and information service who undertook 

ethnic monitoring and successfully used the results of that data to provide resources that 

were more relevant to local people; the work undertaken by the then Education 

Department to work with the local charity ‘Support Against Racist Incidents’ (SARI) to 

tackle racial incidents in schools; the creation of the BME Older People’s Liaison Group 

within what was Social Services Department (which is no longer concerned exclusively 

with older people’s services); and various outreach initiatives with Gypsies and 

Travellers were among the other examples of good practice.  However, apart from 

pockets of good practice, the organisation as a whole had a long way to go in 

understanding the needs of local BME people and responding to these when planning 

services and therefore gaining meaningful outcomes from the impact assessment 

process. 

The second RES, published in 2005, sought to increase the level of understanding of the 

needs of BME people among staff and how this affects their work with a view to 

improving the quality of impact assessments and therefore the outcomes for local people 

The impact assessment system focussed primarily on the most relevant functions across 

all Departments, but also left Departments free to assess a wider range of strategies, 

policies and services.  This meant that Departments with a stronger history of promoting 

racial equality were therefore able to opt for integrating assessing all of their polices 

regardless of their perceived relevance into their business planning process.

                                                           
48 Equalities Focus Group 3rd February 2005 Report on findings of Racial Impact Self-Assessments
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By focussing primarily on the most relevant functions, the 2005-2008 RES gave the 

Departments who were less confident an opportunity to further develop their 

understanding of the racial equality issues that arise in their services so that barriers 

could be identified and overcome. 

The impact assessments conducted under the 2005-2008 RES have shown that a 

greater understanding of barriers to accessing essential services has been achieved 

across the Council.  However, there is a continuing need to widen the range of staff that 

are able to identify cultural barriers in their service area as well as deepen the level of 

understanding of these barriers among staff already engaged49.  The continuing need to 

increase understanding is recognised in the 2008-2011 RES.  In addition, the improved 

understanding, and therefore skills at promoting race equality, has enabled the list of 

functions in the 2008-2011 RES to be extended.  The revised list therefore brings all the 

strategies, policies and services that have some relevance to the general duty into the 

impact assessment process. 

During the life of the 2005-2008 RES some Departments were sufficiently confident to 

make racial equality a central part of their work when involved in partnership working 

arrangements. 

The Local Strategic Partnership is one of the most important partnership working 

arrangements within the area.  This partnership is lead by the Council and made up of 

other public authorise, private enterprise and the voluntary sector within South 

Gloucestershire.  It is in place so that these organisations can work together to improve 

the social, economic and environmental aspects of living and working within South 

Gloucestershire50.  A Compact Agreement commits these organisations to certain 

standards of conduct when working together, which are contained in codes of practice.  

One of these standards of conduct addresses equality and advises the partners that 

public authorities have duties to fulfil in relation to equality, and commits all partners to 

work towards eliminating discrimination as well as promoting equality of opportunity and 

good relations – a commitment clearly based upon the general duty under the Race 

Relations Act.  

                                                           
49 Rees and Singh (2007), External Assessment of South Glos. Approach to Race Equality and Human Rights 
50 The South Gloucestershire Partnership (2007), ‘South Gloucestershire 2026 Our Vision for and Excellent Quality 
of Life Consultation Document’ p.1   
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The Children and Young People’s Department has now merged with other agencies and 

organisations such as Avon and Somerset Police, the local Health Care Trusts, Child 

and Adolescent Mental Health Team, Connexions West of England, School Organisation 

Committee, Schools’ Forum, Admission Forum, Children and Young People Select 

Committee, and local planning groups.  As part of this organisational change, racial 

equality was integrated into all the strategies, polices and services, in addition to 

commissioning projects to assist BME children to overcome specific disadvantage.  

These projects include the Avon Consortium Traveller Education Service and the Ethnic 

Minority Achievement Service.  These developments have meant that the strategies, 

polices and services that arise under this partnership working arrangement have been 

brought within the impact assessment system – and are included in the list of relevant 

functions for the purposes of the 2008-2011 RES. 

Another example of race equality becoming an integral part of partnership working 

arrangements is provided by the South Gloucestershire Drug and Alcohol Service.  This 

sits within the Community Safety Partnership, called ‘Safer South Glos’, and has begun 

working towards a National Treatment Agency quality mark with its partner agencies – 

which include Avon and Somerset Police, Avon and Somerset Fire and Rescue, South 

Gloucestershire Primary Care Trust, the BDA, Faithnet, and the Cultural Forum.  

These developments have meant that the rolling programme of impact assessments 

could be visibly extended under the 2008-2011 Scheme as the list of functions contained 

in Appendix A of the 2008-2011 Scheme is fuller than the list that underpinned the 2005-

2008 RES.  

The extensive consultation and publication taken under the 2005-2008 and 2008-2011 

Scheme means that staff, partners and members of the public from all ethnic groups 

have ready access to the Council’s priorities, functions and plans for promoting racial 

equality over the next three years.  The 2005-2008 RES was published on the Internet 

and people as well as organisations were signposted to it.  For instance the Compact 

code of practice on equality refers people to the Council’s RES and the Safer South 

Glos website also provides a link to the RES51.   

                                                           
51 www.southglos.gov.uk/NR/rdonlyres/BE0F7C22-7237-49B7-976F-01C2E55B9BEA/0/COS070177.pdf 
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Assessing how Relevant Functions hnd Proposed Polices Impact 
Upon Racial Equality 
 

Under the 2005-2008 RES, all of the authority’s functions that were deemed to be 

relevant to racial equality were assessed for their impact upon local BME people.  

The impact assessment template used at South Gloucester Council requires managers 

to record the aim of the strategy, policy or service being assessed and identify the 

groups that it is meant to serve, with managers being prompted to consider racial 

groups, in addition to both sexes disabled people, lesbians, gay men, bisexuals, 

transgendered people, age and religion or belief. 

The template also prompts managers to evidence actual or potential adverse impact that 

members of the above mentioned groups experience by drawing upon data such as 

local demographic profiles, employment monitoring, service-user monitoring, and 

research projects examining service uptake, barriers to accessing services, and 

employee experiences.  The research projects have assisted managers to better 

understand the changing ethnic composition of South Gloucestershire, identify which 

BME people are most at risk of experiencing disadvantage, and learn more about why 

BME people may not benefit equally from a strategy, policy or service despite it being 

designed to benefit all local people.  

This process has caused the Mental Health Service, which provides social care services 

to adults and older people with mental health needs and their carers through partnership 

working between the Council, local Health Trusts and voluntary sector organisations, to 

identify potential disadvantage to BME service-users caused by a lack of understanding 

about various cultures among service staff.  An action plan has subsedquently been 

developed to improve mental health services for BME people by providing cultural 

awareness training and publishing guidelines to provide information and increase 

understanding on working with BME people, in addition to continuing to work with 

community support workers from different racial groups. 
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The 2008-2011 Scheme builds upon this improved understanding by requiring a fuller 

range of relevant functions to be assessed for their impact on different racial groups over 

a three-year period. 

The tool used to establish impact upon racial equality is not the only way in which the 

impact of policies upon different racial groups is assessed.  For instance the anonymous 

staff survey asks questions about discrimination and harassment to alert the Human 

Resources Department to problems that BME staff might face but feel unconfident about 

reporting.  In addition, the results of this survey are analysed by ethnicity to identify 

areas where BME staff experiences differ from their white British counterparts again to 

alert the Human Resources Department to issues that BME people feel uncomfortable 

reporting so that actions to alleviate the issues can be proposed.  During the life of the 

2005-2008 RES there was no significant difference in experience reflected in the results. 

The Joint Learning Difficulties Service has also conducted a survey.  This was a 

customer satisfaction survey which revealed that people’s cultural and faith needs were 

not always being met by this service, and as a result ‘Women Only Short Breaks’ are 

now arranged to provide culturally specific respite facilities. 

The Community Care and Housing Department also supplement their impact 

assessment process by consultation with its BME Liaison Group, which is made up of 

service-users.  This forum allows members of the community to raise the issues that are 

important to them and negotiate actions to tackle disadvantage that are carried forward 

into the Departmental action plans. 

In addition to this impact assessment process, all new strategies, policies and services 

are required to undergo an impact assessment.  Indeed, the template used to write the 

cabinet reports to request the adoption of a strategy, policy and service requires the 

impact assessment to be attached for the Councillors’ attention.  This means that new 

strategies, policies and services brought in as a consequence of future changes within 

the Council that cannot be foreseen at this point in time, as well as strategies, policies 

and services that have not made it onto the list of functions in the 2008-2011 RES will be 

brought within the impact assessment process over the next three years. 
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Consulting on how Relevant Functions and Proposed Policies Impact 
Upon Racial Equality 

The Council’s Equality and Diversity Policy outlines the authority’s commitments in 

relation to all six equality strands.  It identifies the Corporate Equalities Forum as the 

Council’s preferred mechanism for consulting with the local community.  he South 

Gloucestershire Asian Project, South Gloucestershire Chinese Association, SARI and 

the BDA, are part of this panel to offer BME perspectives on consultations, and this link 

is made through a representative on the Council’s Equality and Diversity Action Team 

(EDAT).  EDAT is the Council’s internal forum for driving, monitoring and evaluating 

progress in relation to equality, including racial equality, and this group is attended by 

the Council’s external facing Equality Officer who forges the link between these 

voluntary sector organisations and the Council. 

When the 2005-2008 RES was published, the Council also used the well established 

community links developed by Bristol Race Equality Council and the BDA for accessing 

the views of BME people for consultation purposes.  These links enabled the Council to 

have contact with some BME people living within South Gloucestershire because some 

of their BME residents use groups and facilities in Bristol.  In 2007 a three year service 

level agreement was arranged with the BDA to create a sustainable Race Equality 

Network – which has been called the Race Equality and Human Rights Service – for the 

South Gloucestershire area that is able be the collective voice of local BME people so 

that they can influence policy development, services and decision making within the 

Council.  The service level agreement requires this network to be formed by identifying 

and strengthening BME community groups within the local authority’s boundaries.  It 

also requires the BDA to participate in the Corporate Equalities Forum.  The Council’s 

Equality and Diversity Policy has also reserved a place for the emerging Race Equality 

and Human Rights Service on the Corporate Equalities Forum. 

In addition to the BME groups listed above, the Corporate Equalities Forum has 

representation from Gypsies and Travellers as well as asylum seekers through Council 

officers who have liaison roles with people in these groups.  The arrangement exists to 

ensure that the views of people within these groups can be heard even though they are 

rarely able to attend regular meetings.  
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Although the Council had not funded an umbrella organisation before 2007, it had been 

helping BME groups, projects and organisations develop in the voluntary sector through 

service level agreements, which in part asked these groups to offer their perspectives 

during consultation exercises. 

In addition to the Corporate Equalities Forum, the Community Care and Housing 

Department have developed a BME liaison group from among its service-users and 

regularly consult with it to help assist in developing actions which help deliver relevant 

services.  A significant feature of this group is that the agenda is not always Council 

driven; meaning members the community can engage the Council on issues that are 

important to them 

Individual teams also undertake consultation with BME people.  For instance, the 

Property Services Team consulted with BME groups, and in particular Gypsies and 

Travellers, when formalising their policies for the disposal of land and buildings52. 

Property Services also formalised the management of corporate estates53 based upon 

consultation. 

Other examples of policies being developed based upon consultation with BME people 

include: 

• Information and Communications Technology work to identify ways of improving 

the BME people web-based consultations54  

• The Council’s Translation service, which was consulted on as part of a 

consultation undertaken by Bristol City Council55 

• The statement of Community Involvement which is currently being prepared and 

is in the consultation phase. 

                                                           
52 See Chief Executive and Corporate Resources Race Equality Action Plan 2005-2008 
53 See Chief Executive and Corporate Resources Race Equality Action Plan 2005-2008 
54 See Chief Executive and Corporate Resources Race Equality Action Plan 2005-2008 
55 See Minutes of EDAT meeting July 2007 
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The Council is aware that, with the exception of the BME Liaison Group, these 

consultations are largely on its terms, in so far as it proposes initiatives and sets the 

agenda by asking BME people for their views.  The problem here being that there are 

few opportunities for BME people to ask the Council to address issues that are important 

to them.  For this reason the Council has commissioned research to enable BME people 

to identify their needs and used this research to inform service provision.  For example 

the BMG Research conducted in 2003 to ascertain the needs of BME people has 

continuing significance because community groups such as the South Gloucestershire 

Asian Project and South Gloucestershire Chinese Association continue to be funded to 

prevent older people from these ethnic groups being unable to access services because 

of language barriers. 

Also, research conducted by the Ethnic Minority Achievement Service into under-

achievement among African Caribbean pupils in 2003/2004 continues to be the basis for 

a BME Achievement Plan within the Children and Young People Department. 

More recently, research into the needs of Polish people in South Gloucestershire has 

just been commissioned in response to the visibly increased presence of people from 

this group in the area. 

 68



Considering and Making Changes to Meet the General Duty 
 
The tool for assessing impact guides managers through a process of identifying and 

addressing actual or potential disadvantage, and prompts managers to draw upon the 

lessons learned from consultation and research exercises, as well as undertake 

additional consultation, so that the views of BME people are considered when making 

changes to the strategies, policies and services to correct disadvantage. 

As mentioned above, research conducted into the needs of BME people in South 

Gloucestershire in 2003 noted that language barriers prevented some older BME people 

from accessing services.  As a consequence, the South Glos Asian project was funded 

through a service level agreement to provide service to Asian people.  This project 

piloted a drop-in for older people, but this was not successful because some wanted to 

continue attending groups in Bristol where they had established social networks, and 

others preferred to receive services at home.  As a consequence, this ‘drop in’ did not 

continue.  Instead the project was commissioned to help people receive services in their 

own homes 

In 2007 the Council, together with Bristol City Council, commissioned the Bristol based 

Anglo-Polish Society to undertake research to gain an understanding of the numbers of 

Poles living in Bristol and South Gloucestershire and their needs.  This research showed 

that Eastern European people, and their employers, would benefit from having access to 

advice on how to employ people from abroad legally and employment rights.  It also 

noted that Poles wanted access to language training as well as information on housing, 

benefits, driving, passports, accessing healthcare, citizenship issues, banking, utilities, 

insurance and national insurance 

The impact assessment tool used across the Council makes no distinction between 

justifiable and unjustifiable disadvantage, meaning that justifiable adverse impact is also 

kept to a minimum.  In this way the tool encourages managers to go beyond the 

minimum that is required by law. 
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Steps taken to eliminate or minimise actual or suspected disadvantage are carried 

forward into Departmental action plans, which have a dedicated equalities section to 

ensure that racial equality issues that have been identified are acted upon and 

monitored within Departments.  The format of the action plans differs slightly in each 

Department but all action plans contain realistic goals and timescales.  This is how 

changes to continually improve racial equality are made to services as part of the annual 

cycle of service planning and delivery.  This process is monitored by EDAT. 

Racial equality issues of a corporate significance are addressed in the Equality and 

Diversity Strategy.  In addition to setting out the principles that guide the Council’s 

equality work, the Equality and Diversity Strategy contains an action plan addressing 

corporate and strategic level racial equality issues.  This action plan is also monitored by 

EDAT, and updated annually. 

Procurement is a function that has been assessed as having a high relevance to racial 

equality.  As stated in the RES, racial equality standards are written into contracts and 

agreements, regardless of whether they concern goods, works or services.  Contractors 

are advised of the content and need to comply with these standards at an early stage of 

the tendering process as stated in the Council’s Procurement Policy, which is avaibale to 

the public on the internet. 

During the life of the 2005-2008 RES the Children and Young People’s Department went 

beyond the legal minimum of impact assessing relevant functions every three years and 

began to impact assess all their functions on an annual basis and develop timetabled 

action plans to promote racial equality.  As this Department offers services that are 

among the most important to BME people and relevant to the general duty, this work has 

enabled the Council develop a proportionate approach to promoting racial equality 

whereby priority is given to those functions that are most relevant to its duties to 

eliminate discrimination, as well as promote equality of opportunity and good relations 

between people of different racial groups. 
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South Gloucestershire Council uses targets and performance indicators to help focus its 

attention and measure its progress in relation to race equality.  For example it has set 

Best Value Performance Indicators to help work towards having a workforce that mirrors 

the BME composition of the area, and has consistently met these under the 2005-2008 

Scheme.  The progress made is summarised in an annual report that is available to the 

public after it has been presented to the Cabinet, and targets and progress in statistical 

format are published annually on the Internet. 

The Community Sport and Active Lifestyles team provides another example.  The main 

goal for this team is to increase the number of physically active people in South 

Gloucestershire, and it has set targets to achieve this in relation, to various groups 

including BME people. 

Consulting with the people who are likely to be most affected by a particular policy has 

become increasingly systematic under the 2005-2008 Scheme, meaning that efforts are 

made to discuss proposed actions arising from the impact assessments with a wide 

variety of interest groups.  For instance, EDAT aims to consult with the Council’s Black 

and Minority Ethnic Employees Network and the Corporate Equality Forum, which is 

made up of representatives from the voluntary and community sector as well as partner 

agencies, on all major policies. 

During the life of the 2005-2008, RES EDAT recognised a need to be flexible in its 

approach to consultation if it is to capture the views of those BME people who are 

unable to attend formal consultation groups.  For this reason a Council officer liaises 

with Gypsies and Travellers in more informal manners to accommodate their mobile 

lifestyles before feeding back to the EDAT.  A similar approach is taken to ensure the 

views of asylum seekers are represented 

Community Care and Housing Department have created an additional forum for 

consulting with people who are likely to be most affected by a particular policy.  This is 

the BME Liaison Group, which is comprised of service users and in part is used to 

discuss proposed actions with local BME service users. 

 71



The senior citizen’s forum, which has BME people among its membership, is another 

forum that is regularly consulted. 

In the sphere of regeneration, Council officers have used the visual aid ‘Planning for 

Real’ as the basis for consulting with local people on how they would like their local area 

to look, and particular efforts were made to ensure that local BME people contributed to 

this planning project. 

A recent assessment of the Disability Equality Scheme has shown that efforts to engage 

BME people have not been as successful as had been hoped.  The action plan has 

therefore subsequently been revised to reflect different approaches that will be taken to 

help the access groups benefit from the experiences of BME disabled people and their 

carers. 

Another way in which policy changes have been made is on the basis of the Local 

Government Equality Standard. T his Equality Standard has five levels, and during the 

life of the 2005-2008 Scheme the Council certified itself as reaching levels one and two, 

meaning that its commitment to equality and its systems for assessment and 

consultation have met external standards.  An external audit has also shown that it has 

reached level 3 during April 2008, which means that its systems of setting equality 

objectives and targets meet external standards. 

The Corporate Equality and Diversity Policy provides the framework for the Council to 

progress through the levels of the Equality Standard, and this policy has an action plan 

appended to it.  The actions in this plan tend to be at a corporate level because the 

standard encourages local authorities to introduce and maintain effective systems for 

promoting equality across the six equality strands.  The action plans that have been 

produced to accompany this policy have prompted the Council to become more 

systematic in its: 

• Introduction of an impact assessment template that is understood and used by 

managers; 

• Review of impact assessment results; 

• Integration of equalities into the business planning cycle; 

• Inclusive consultation; 
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• Understanding of who its customers are and their needs; 

• Help to strengthen the voluntary sector to become a robust independent voice and 

service provider. 
 
Although internal systems crossing all six equality strands are the main focus of the 

Corporate Equality and Diversity Policy action plan, there are actions that particularly 

benefit BME people.  For instance, the action relating to consultation reminds managers 

to ensure that consultation exercises do not clash with religious holidays; and efforts to 

make the information on the website more accessible have prompted an access 

statement provided in Albanian, Bengali, Chinese, Gujarat, Hindi, Kurdish, Polish, 

Portuguese, Punjabi, Somali, Urdu and Vietnamese urging speakers of these languages 

to contact the council via a telephone number that is provided56. 

                                                           
56 See Action Plans for reaching Level 2 (2005), and Level 3 (2006) of the Local Government Equality Standard and 
the Level 2 self assessment report (2006), – summary of findings 
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Monitoring Polices for Adverse Impact on the Promotion of Race 
Equality 

The Children and Young People’s Department monitor the ethnicity of staff and pupils.  

In relation to staff it is participating in a Department of Children Schools and Families 

(DCSF) pilot project that will go live in 2010 with 34 other authorities to monitor the 

ethnicity of both teaching and non-teaching staff.  The data collection in relation to pupils 

is more extensive.  The ethnic composition of the pupil population is monitored three 

times per year and ethnicity and language is cross-referenced with achievement at each 

key stage every year.  The data does not always follow national trends.  For example, 

the national pattern of underachievement of African Caribbean boys only happens in 

some parts of the authority.  The categories used at present are not sufficiently detailed 

to identify the numbers of children from Eastern European families – though this data is 

provided by the Ethnic Minority Achievement Service. 

The Children and Young Peopl’se Department also monitor the Social Services 

accessed by children. 

Property services monitored submissions for land use57 and Information and 

Communication Technology considered whether it was possible to monitor web page by 

ethnicity58.  Revenues and Benefits has data regarding service-users by ethnicity, but is 

yet to conduct a full analysis. 

From 2005, the Performance Management and Review Team have required all their 

planned projects to identify how the needs of BME would taken into account59.  Indeed, 

it prepared a Council wide Equality Performance Plan to accompany the 2005-2008 

RES.   This plan monitored the Council’s progress in relation to a variety of objectives 

that were drawn from a number of sources including the legal requirements of the Race 

Relations Act, the Equality Standard for Local Government, national and local 

performance indicators and departmental action plans with a view to making racial 

equality an integral part of performance management systems.  

                                                           
57 See Chief Executive and Corporate Resources Race Equality Action Plan 2005-2008 
58 See Chief Executive and Corporate Resources Race Equality Action Plan 2005-2008 
59 See Chief Executive and Corporate Resources Race Equality Action Plan 2005-2008 
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It is not only policies that are monitored and analysed by ethnicity.  This is because 

ethnicity is also flagged up in local demographic data that is produced to inform service 

provision.  As such, the Children and Young People’s Department draws attention to the 

size of different ethnic groups when producing data in relation to the authority’s three 

localities60. 

The Council is a member of the Partnership Against Hate Crime and monitors racist 

incidents.  Other members of the partnership include the police and Merlin Housing, 

which is the organisation that the Council’s housing stock was transferred to.  The 

statistics show that 450 incidents were recorded by this Partnership in 2007 – meaning 

that around 6% percent of the BME population were victims of recorded racial incidents.  

The data also shows that Kingswood has the highest number of incidents, and these 

normally take the form of verbal abuse.  The statistics also show an increase in the 

number of people classifying their ethnicity as ‘white other’ who are becoming victims of 

racist incidents, particularly in Bradley Stoke. 

Statistics are not the only way in which the impact that council’s work has on racial 

equality is measured.  For instance, mystery shoppers have been used to test the quality 

of service offered by the Revenue and Benefits Team, and this exercise showed no 

difference in the quality of service offered to BME service users as compared with their 

white counterparts. 

                                                           
60 See Locality Profile Kingswood (2007), Locality Profile Yate (2007), Locality Profile Severnvale (2007) 
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Publishing the Results of Assessments, Consultations and Monitoring 

As regards publishing the results of assessment, consultations and monitoring services, 

the Council has an overarching equality website to enable staff, partners, stakeholders 

and the public have access to its equality work.  Departmental Equality working groups 

publish their impact assessments upon this site. 

Safer South Glos summarise the key points from consultation and monitoring exercises 

and publish them in their Annual Report, which can be accessed on the Internet. 

With regard to monitoring the progress being made under the RES, the Children and 

Young People’s Department monitor their progress in reaching equality target results on 

an annual basis and summarise this in an annual report that is available on the 

internet61. 

 

Ensuring Public Access to Information and Services 

Revenues and Benefits have worked with the Race Equality and Human Rights Service 

to increase uptake of benefits from BME people who were not claiming benefits despite 

being entitled to them62. 

The Children and Young People’s Department has continued to work with Avon 

Consortium Traveller Education Service to help children and young people from mobile 

Gypsy and Traveller families into mainstream school. 

This Department has also continued a service level agreement with the Ethnic Minority 

Achievement Service to assist schools in helping pupils who do not have English as a 

first language access education. 

                                                           
61 www.southglos.gov.uk/NR/rdonlyres/7B4CBBFA-1C3C-46C3-A0AB-
E465AD345CAE/0/CYP070200.pdf+%22ACTES%22+%22south+glos%22%22annual+report%22&hl=en&ct=clnk
&cd=1&gl=uk 
62 See Chief Executive and Corporate Resources Race Equality Action Plan 2005-2008 
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The Community Services Department has a service level agreement with the South 

Gloucestershire Asian Project to provide service to Asian people.  This project hosts a 
drop-in and makes information available to local Asian people. T his includes older 

people and therefore addresses the barriers identified in research conducted in 200363. 

The Council has continued to fund a similar project for Chinese people that has now 

been running for seven years.  The South Gloucestershire Chinese Association employs 

its own staff and works with women and young people helping them access services. 

Funding is also provided to DHEK BHAL to provide a sitting service for the Asian 

Community.  This project has been running for twenty years, and currently receives 

funding from Adult Care. 

The Council’s Traveller Unit was set up to ensure a co-ordinated and cost effective 

approach to Traveller issues within the authority.  This includes managing the Council 

owned authorised sites, direct management of unauthorised encampments on Council 

land and importantly for this aspect of the RES, acting as first point of contact for all 

Council services on other encampments. 

The Anglo-Polish Society research noted a widespread need for information among 

Poles to enable them to live and work within South Gloucestershire and that they tended 

to avoid contact with the Council or Citizens Advice Bureau.  In view of these findings 

the Council is exploring the possibility of funding a drop in advice centre to help Poles 

have access to the information and services they require. 

The Council has subscribed to Language Line, a translating and interpreting service.  In 

addition it has an internal voluntary register of people who speak languages other than 

English.  

A standard access statement is available in various languages to attach to all Council 

documents.  This statement provides a telephone number to contact if the document is 

required in another language. The languages used are Albanian, Bengali, Chinese, 

Gujarat, Hindi, Kurdish, Polish, Portuguese, Punjabi, Somali, Urdu and Vietnamese. 

                                                           
63 BMG Research Report (2003), Black and Minority Ethnic Groups Research Project p. 29 
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The Council also makes some publications available in other languages.  For instance 

,the Community Care Department has published a booklet in Somali entitled ‘Do you 

look after someone?’ to provide information about the support available from the 

Community Care and Housing Department to people who care for relatives, neighbours 

or friends.  Also, a guide to Council services was made available to the public in a range 

of languages.  

The Environmental Health & Trading Standards team also provides information to the 

public and businesses by way of training sessions, videos and leaflets that are made 

available in community languages. 

In addition, the Council uses events to make contact with BME people and share 

information with them with a view to encouraging them to work with the council and 

access its services.  For instance, it has successfully hosted ‘Engage’ festivals in 2004 

and 2007 with support from the Heritage Lottery Fund Award.  These festivals combine 

food, music, dance, drama, performances, crafts, have-a–go taster sessions, information 

and displays to show-off the wealth of cultures in South Gloucestershire.  In 2007 the 

festival has included partnership working with Avon Wildlife Trust, South Gloucestershire 

Asian Project and the Bradley Stoke Youth Club to teach young people about the Hindu 

Diwali festival of light. 

The Council also makes information about the actions it is taking to promote equality, 

including racial equality, available to the public.  Hence the Street Care Team is among 

the teams that publishes its action plan on its web page. 
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Training Staff in Relation to the General and Specific Duties 

The Council has approached the provision of race equality training in two ways.  It has 

therefore has provided training of a general nature outlining the Council’s commitment to 

equalities and it legal responsibilities.  It has supplemented this by offering training to 

staff so they can understand how racial equality impacts upon their day to day work and 

what their responsibilities are. 

As regards the more general training, all chief officers and senior officers have attended 

this compulsory training as have lead officers in the Community Services Department, 

staff from the Revenues and Benefits Team and The Performance Management and 

Review Team.  This means that in these departments equality and diversity training of a 

general nature only now needs to be provided for new staff during their induction64. 

As regards the more specific training, managers tasked with conducting the impact 

assessments have attended impact assessment training. 

Within the Community Care and Housing Department, race equality and cultural 

awareness training are part of the induction experience and probationary procedures. 

A similar approach is taken within the Chief Executive and Corporate Resources 

Department.  Here, a departmental ‘Equality and Diversity’ intranet site was launched in 

2006, which provides up-to-date information for staff relating to equalities, accessibility, 

diversity and minority interests which fall within the Department’s service delivery and 

employment responsibilities.  An equalities notice board at Nibley Court Offices displays 

up-to-date and relevant equalities and diversity information to staff in the department 

and further equality and diversity training is available to staff via an online presentation 

available on the intranet.  This forms part of the departmental staff induction process.  

The training is cascaded to all existing departmental staff through team briefings. 

Customer and Revenue Services also have an equalities notice board at Nibley Court 

offices to keep staff updated about any equalities and diversity related matters.  The 

information is kept up-to-date and relevant, with two officers being responsible for 

monitoring and updating the board’s contents.

                                                           
64 See Chief Executive and Corporate Resources Race Equality Action Plan 2005-2008 
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Officers with responsibility for procurement have also been trained on the Council’s 

duties in relation to racial equality when procuring contracts for goods and services as 

part of the training that was arranged in 2007 to contribute to the Council progressing 

through the levels of the Equality Standard for Local Government, and as part of the 

Council’s work to meet the standards set out in the Commission for Racial Equality’s 

Code of Practice on Procurement for Public Authorities. 

Revenues and Benefits staff were also given time to access web-based learning on 

issues faced by BME people in the community65.  Benefits staff were also given specific 

training to raise their awareness of the issues faced by Gypsies and Travellers in 

claiming benefits66 and now liase with the Traveller Unit on a daily basis regarding 

traveller benefit claims. 

Hate crime training is being given to car park attendants. 

The Council has demonstrated leadership on equalities through offering corporate 

equalities training to partnership organisations.  For instance, members of the 

Community Safety Partnership have attended the Council’s mandatory Equality and 

Diversity training.  Similarly the mandatory training has been offered to voluntary sector 

organisations by the Community Services Department as part of their service level 

agreement.  

Equality training is ongoing within the Council.  For example, the Street Care Team have 

plans to update their staff of on the legal issues and their wider responsibilities. 

                                                           
65 See Chief Executive and Corporate Resources Race Equality Action Plan 2005-2008 
66 See Chief Executive and Corporate Resources Race Equality Action Plan 2005-2008 
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Procurement 

During the life of the 2005-2008 RES, the Council has reviewed its Equality and 

Procurement Guidance from two perspectives – one which is as part of the impact 

assessment process, and the other to ensure it continues to comply with the standards 

of good practice set out in the Commission for Racial Equality Code of Practice on 

Procurement for Local Authorities. 

 
Responsibility for implementing this policy vests with the procurement officers within the 

different Departments.  For example, Community Services Department requires anyone 

being commissioned to provide a service or work under a service level agreement to 

have an equal opportunities policy, monitor its implementation and allows them access 

to the Council’s Equality and Diversity Training.  Compliance with theses standards is 

monitored by a council officer twice a year when service providers are asked to 

complete forms and a Council officer visits the service before the next payments are 

made. 

All contractors used by the Street Care Team are employed in-line with the Council’s 

guidelines, thus adhering to equality best practice which includes completing an 

equalities questionnaire to assess the standard of their equalities practice. 
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Partnerships 

The Compact Agreement has a code of conduct that relates exclusively to equalities.  

This code of conduct states that it is important to work together to eliminate 

discrimination, promote equal opportunities and promote good relations.  It also states 

that the voluntary sector will assist the public sector to meet its equality objectives and 

outcomes, and recognises the Corporate Equalities Forum as the main mechanism for 

linking the Council with local BME people.  

The Local Strategic Partnership is working to mainstream racial equality into its workings 

and part of the service level agreement with the BDA requires it to assist with integrating 

racial equality into the Local Area Agreement67. 

The Council is a member of the Partnership against Hate Crime.  At a strategic level, 

meetings are held 4 times a year to formulate and co-ordinate inter-agency policy and 

action on prejudiced-based incidents in South Gloucestershire, to work towards the 

prevention and detection of hate crime and to allocate resources for pro-active work to 

promote equality.  At an operational level, Case Review Panels take place 6 times a 

year to co-ordinate and review multi agency responses to cases of prejudice based 

incidents occurring in South Gloucestershire including racist and faith based incidents. 

This partnership maintains a password-protected database of incidents for monitoring 

and strategic planning purposes.  This data is also used to measure the Council’s 

success at tackling under-reporting and following up reports in line with its Best Value 

Performance Indicators.  The partnership have invested in a sentinel system for 

monitoring raciast incidents, and are currently piloting it in schools, with a view to 

evaluating it in 200868. 

                                                           
67 South Gloucestershire Council Community Service Department Agreement for Black Development Agency 1st Jan 
2007 
68 South Gloucestershire Council Department For Children & Young People (2007), Race Equality Action Plan 
2005-2008 Progress during 2006-07 & Priorities for 2007-08 
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The Council has pulled together a partnership from among its departments and external 

agencies to fund SARI so that it can continue providing a casework service to victims of 

racial harassment in South Gloucestershire and training to local schools.  The agencies 

involved in this include the police, Children and Young People Department, Community 

Services Department and Safer South Glos.  This partnership has also nominated a 

local businessman for a Government ‘Taking a Stand’ award for his bravery in helping 

the Partnership bring court proceedings against perpetrators of anti-social behaviour and 

racial aggravation, which resulted in them receiving Anti-social Behaviour Orders. 

The Council is also involved in the Police ‘Independent Advisory Panel’ which was 

created to foster good relations between local BME people and the police.  It is a forum 

where the Police share current issues with the panel members, which include Muslim 

and Chinese people, and work with the members to determine how best to deal with 

them. 

In addition to being a member of the Partnerhsip Against Hate Crime and working 

towards gaining a National quality mark for equality work, the Safer South Glos 

Community Safety Partnership held a Hate Crime conference in 2006, which was open 

to anyone living or working in the area to raise awareness of what a hate crime is and 

the support services available to victims.  This was well attended, with over 100 people 

present.  Perhaps it is no coincidence that the number of racist incidents reported in 

2007 reflected around a 60% increase in reporting as compared with the 286 incidents 

reported in 2006.   This Hate Crime Conference also marked the start of the consultation 

period for the three year Hate Crime Strategy launched in 2007, which set up additional 

places to report hate crime, looked to adopt good practice in challenging perpetrator’s 

perceptions and provide awareness raising sessions for potential victims of hate crime69. 

The Alcohol and Drug Service, which is situated within the Safer South Glos 

Partnership, has managed to a gain a degree of trust within Gypsy and Traveller 

communities, which has enabled it to distribute leaflets about its services to people 

belonging to these racial groups. It is hoped that this is a step towards members of these 

groups beginning to access the services offered. 

                                                           
69 Safer South Glos (2007) Annual Report p. 11-12 
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South Gloucestershire Council is one of the members of the West of England 

Partnership, which is a partnership made up of the unitary authorities that once made up 

the County of Avon.  As part of developing its 2008 Waste Strategy it undertook public 

consultation, which included engaging with BME groups.  This aspect of the consultation 

showed that some ethnic groups produced a lot of food waste, others had difficulty 

recycling large edible oil cans, and some ethnic groups do not recycle because it is an 

unfamiliar concept to them.  The lack of sufficient recycling facilities in densely populated 

areas such as high-rise flats was another issue of importance raised by BME people.  As 

a consequence the Waste Management Client Unit are looking to review the waste and 

recycling services that are provided for minority communities at significant religious 

festivals such as Ramadan with the contractor who delivers this service.  This unit is 

also planning to use pictorial representations at SORT IT Centres!* to help engage 

people who lack good written English language with recycling.  A specific piece of work 

to assess the impact of the waste collection service on the travelling community is also 

planned. 

The Council has also run cultural festivals in partnership with other organisations such 

as an international festival in 2007 in Yate, which was run in partnership with Yate Town 

Council, which caught the attention of the local press who reported that this proved to be 

very popular70. 

                                                           
70 Gazette July (2007), ‘Hundreds enjoy mix of International Food and Fun’ 
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PART 3: THE SPECIFIC EMPLOYMENT DUTY 

The Human Resources Department monitor staff in post by ethnicity in line with the 

requirements of the Race Relations Act (Specific Duties) Order 2001 and therefore 

monitors within the employment relationship including: 

• Staff in the workforce 

• All applicants for jobs, training and promotion 

• People who are promoted 

• Appraisals 

• Grievances 

• Disciplinary action 

• Performance appraisal 

• Staff receiving training 

• Staff leaving the authority 

 
This data is analysed quarterly by location, post and grade.  It is used as the basis of 

Best Value Performance Indicators, which measure the Authority’s success at achieving 

a representative workforce, and are reviewed annually. 

The Council has used positive action training to help address under-representation by 

helping BME people to acquire the qualifications that are needed to obtain social work 

posts within the Council.  During the life of the 2005-2008 RES the Council decided to 

run a scheme using the National Training Strategy Grant from the Department of Health 

to offer three traineeships within what is now the Community Care & Housing 

Department and Children and Young People’s Department and attempted to fill one of 

those posts with a BME trainee to correct the under-representation of BME people 

among social workers.  This decision was taken because other methods of attracting 

BME trainees such as wording adverts so that they made it clear that applications from 

BME candidates would be particularly welcome, and circulating advertisements through 

BME groups via the BME Liaison Forum were not successful.  This positive action 

resulted in a Black African trainee being selected in 2005 and 2006, and has led to the 

social work workforce being representative from a Black African/Caribbean perspective. 

However, this workforce is not representative in respect to Asian or Chinese workers,  
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and it is hoped that a trainee from these racial groups will be attracted in the forthcoming 

year. 

Revenues and Benefits teamed up with the Bristol based Centre for Employment and 

Enterprise Development to give a BME trainee the opportunity to train for work within the 

Department under the 2005-2008 Act71. 

Elsewhere across the Council the workforce has been representative of the local 

community, with the only other exception of BME staff employed in the top 5% posts 

because a member of staff left in 2007. 

This data is published in the Annual Equalities Report, which is available to the public 

after it has been presented to the Cabinet. 

The Council aims to advertise its vacancies to the full range of qualified people by 

placing adverts on its recruitment website and placing signposts in the Bristol Evening 

Post on the advice of an external recruitment agency that has suggested that this will 

reach people from a range of ethnic groups.  The 2007 Annual report notes that there 

has been a significant increase in the number of job applications from BME applicants 

with a corresponding rise in the number of BME employees, however the success rate of 

applications to appointment is lower than in previous years. 

The Recruitment and Selection policy requires all posts that are advertised to have an 

accurate job description that is not discriminatory, and a person specification, which are 

reviewed by the line manager prior to the advertisement being placed.  The job adverts 

state that South Gloucestershire Council is an equal opportunities employer and 

recruitment methods by Human Resources are reviewed as part of the preparation of 

the annual report. 

A standard application is used across the Council which asks for personal monitoring 

data such as ethnicity and contains an explanation of why this is requested.  This 

monitoring data is removed from the applications before short listing.  Visa requirements 

are not asked for on the application form, and references are not requested until posts 

are offered. 

                                                           
71 See Chief Executive and Corporate Resources Race Equality Action Plan 2005-2008 
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Shortlisting is carried out via panels of managers who have received equal opportunities 

training to ensure stereotypical assumptions are not made, and the decisions are based 

upon a short listing matrix to ensure that it is evidence based.  The short listing panel are 

used through the recruitment process, and make decisions individually before reaching a 

common decision.  This decision of who to invite to interview is based upon the 

information provided on the application form, which is assessed against selection criteria 

in the job description.  Any psychometric tests used in the recruitment of senior 

managers and professions posts are approved by OPQ or SHL. 

As regards induction, translation is available where there is a need for induction to be 

provided in another language.  Probationary periods usually last for 6 months and are 

formally reviewed twice during that period in line with the Probationary Policy, which 

requires regular supervision, records to be kept, and probationers are given a copy of 

written reports that express concerns from the supervisor. 

There are no restrictions on the languages that staff can use when working in the 

Council.  A racial harassment policy is in place as part of the Harassment and Bullying 

Policy – and workers are guided towards this policy at induction as part of being 

informed about their employment rights. 

Towards the end of employment, the Council gives references which are based upon 

evidence of performance and matched against the suitability criteria that is provided by 

the person requesting the reference. 

Another form of positive action used by the Council is to support the Black and Minority 

Ethnic Employees Network which is made up of staff from all levels who are granted 

time to participate in this group.  This group originated from within the Community Care 

Department in recognition of the particular problems BME staff can face, and was 

allocated a small training budget.  This group, which was at that time called the Black 

Workers Group, has recently gone Council wide and supports BME workers by helping 

resolve personal issues such as bullying, racism and staffing problems.  It also links with 

EDAT meaning that it is consulted on Council policies as they are being developed. 
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The level of satisfaction among BME staff with the Council as an employer is measured 

as part of the staff survey.  The 2007 survey has shown that the only area where the 

results differed according to ethnicity was in relation to communicating with managers, 

where BME people reported having less satisfactory experiences.  However, the 

numbers are so small that it seems that it is one member of staff who is dissatisfied 

rather that a reflection of the experiences of BME staff in general.  This survey is 

anonymous because past experiences show that this is more likely to provide a true 

picture of employees experiences, however the disadvantage is that it is impossible to 

identify the dissatisfied BME employee and help them address their dissatisfaction.  It 

was also noticed that response rates from BME staff is lower in 2007 than in previous 

years and if it goes down further next year Human Resources plan to liase with the 

Black and Minority Ethnic Employees Network. 

The performance management team oversaw the monitoring of the Human Resources 

Strategy in relation to equality related performance indicators as part of its race equality 

performance plan that accompanied the 2005-2008 RES. 

The Human Resources Department have also contributed to the Council’s work to 

progress through the levels of the Equality Standard for Local Government, which has 

prompted the introduction and publication on the Internet and intranet of policies such as 

the racial harassment policy and practices such as the efforts made to have a workforce 

that is representative of the local population 72. 

                                                           
72 See Action Plans for reaching Level 2 (2005), and Level 3 (2006) of the Local Government Equality Standard and 
the Level 2 self assessment report (2006), – summary of findings 

 88


