BROMSGROVE DISTRICT COUNCIL

EXECUTIVE CABINET

WEDNESDAY, 2"2 AUGUST 2006 AT 6.00PM

COMMITTEE ROOM, THE COUNCIL HOUSE, BROMSGROVE

AGENDA

Council Agendas and Minutes are available on our web site at
www.bromsgrove.gov.uk/meetings

MEMBERS: Councillors R. Hollingworth (Executive Leader), Mrs. J. M. L. A. Giriffiths
(Deputy Executive Leader), B. L. Fuller C.B.E., Q.F.S.M., Mrs. M. A. Sherrey J.P., Mrs. C. J.
Spencer, Mrs. M. M. T. Taylor and P. J. Whittaker.

1.

2.

10.

11.

12.

To receive apologies for absence

Declarations of Interest

To confirm the Minutes of the Executive Cabinet held on 12" July 2006 (attached)
Public Questions

To receive the Minutes of the Performance Management Board dated 14™ July 2006
(attached)

Issues arising from the Scrutiny Steering Board

€)) Report of the Scrutiny Task Group on Consultants (attached)

(b) Report of the Scrutiny Task Group on Passport to Leisure (attached)
Equality Scheme (attached)

Local Code of Corporate Governance (attached)

Investors in People Assessment and Staff Survey Report (attached)
Gateway Refuge (attached)

Strategic Housing Inspection — Action Plan (attached)

Improvement Plan (attached)


http://www.bromsgrove.gov.uk/meetings

13.

14.

15.

16.

17.

Review of Service Business Planning Process (attached)
Independent Remuneration Panel — Future Membership (attached)

To consider any other business, details of which have been notified to the Head of
Legal and Demaocratic Services prior to the commencement of the meeting and which
the Chairman, by reason of special circumstances, considers to be of so urgent a
nature that it cannot wait until the next meeting

To consider, and if considered appropriate, to pass the following resolution to exclude
the public from the meeting during the consideration of item(s) of business containing
exempt information:-

“RESOLVED: that under Section 100A (4) of the Local Government Act 1972, the
Public be excluded from the meeting during the consideration of the following item of
business on the grounds that it involves the likely disclosure of exempt information as
defined in Part | of Schedule 12A to the Act, the relevant paragraph of that part being
as set out below:-

Item No. Paragraph(s)
17 7,8 and 9”

Spatial Project (to follow — not available to the Public)

K. DICKS
Acting Chief Executive

The Council House,

Burcot

Lane,

BROMSGROVE

Worcs.

B60 1AA

25™ July 2006
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BROMSGROVE DISTRICT COUNCIL

MEETING OF THE EXECUTIVE CABINET

Wednesday, 12th July 2006 at 6.00 p.m.

Councillors R. Hollingworth (Executive Leader), Mrs. J. M. L. A. Griffiths (Deputy
Executive Leader), B.L. Fuller C.B.E., Q.F.S.M., Mrs. C. J. Spencer, Mrs. M. M. T.
Taylor and P. J. Whittaker.

Councillor G.N. Denaro, Mrs. J. Dyer M.B.E., N. Psirides J.P. and C.J.K. Wilson.

APOLOGIES
An apology for absence was received from Councillor Mrs. M. A. Sherrey.
MINUTES

The Minutes of the Special Meeting of the Executive Cabinet held on 28th June 2006
were submitted.

RESOLVED: that the Minutes of the Meeting be approved and confirmed as a
correct record.

AUDIT BOARD

The Minutes of the Meeting of the Audit Board held on 13th June 2006 were
submitted.

RESOLVED: that the recommendations set out in the Minutes be approved and
adopted.

PERFORMANCE MANAGEMENT BOARD

The Minutes of the Meetings of the Performance Management Board held on 16"
June 2006 were submitted.

RESOLVED: that the recommendations set out in the Minutes be approved and the
remainder of the minutes be noted.

SCRUTINY STEERING BOARD

The Minutes of the Meetings of the Scrutiny Steering Board held on 31st May 2006
and 4th July 2006 were submitted.

RESOLVED: that the contents of the Minutes of the Meetings of the Scrutiny
Steering Board held on 31st May 2006 and 4th July 2006 be noted.

ISSUES ARISING FROM THE SCRUTINY STEERING BOARD

(a) Bromsgrove Museum and Tourist Information Centre

The Cabinet considered recommendations made by the Scrutiny Steering Board
regarding options for the future of Bromsgrove Museum which were set out in the
report of the Task Group. The Cabinet paid tribute to the extensive work undertaken
by the Task Group on this issue and noted the two options which had been put
forward. It was felt however, that there may be additional options available and
following discussion it was,
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RESOLVED: that a Cabinet Advisory Group be set up comprising three members of
Cabinet to consider further options for the future of Bromsgrove Museum, including
relocation and that the Group report back to Cabinet in October 2006.

(b) Culture And Community Services

Members considered recommendations made by the Scrutiny Steering Board
regarding whether Culture and Community Services provided value for money which
were set out in the report of the Task Group. The detailed work undertaken by the
Task Group was appreciated and it was noted that a number of the recommendations
were already in the process of implementation. Reference was also made to the need
to consider the volume of background information submitted with Scrutiny Reports.
Following discussion, it was

RESOLVED: that the recommendations of the Scrutiny Steering Board contained
within the report of the Culture and Community Task Group be approved.

ANNUAL EFFICIENCY STATEMENT

Consideration was given to a report outlining the Council’s approach to delivering the
annual efficiency savings as required by the Government and in particular those in
relation to 2005/06 and 2006/07. It was

RESOLVED: that the Annual Efficiency Statement for 2006/07 be approved.

APPOINTMENT OF RETURNING OFFICER AND ELECTORAL REGISTRATION
OFFICER

It was reported that there was a requirement to review the appointment of the
Council’s Returning Officer and Electoral Registration Officer. It was

RECOMMENDED: that Mr. K. Dicks, Acting Chief Executive Officer be appointed as
the Council's Returning Officer and Electoral Registration Officer.

STATEMENT OF GAMBLING POLICY

Consideration was given to a report which related to the need to carry out a public
consultation on the Council’s draft Statement of Gambling Policy in accordance with
the Gambling Act 2005. Following discussion, it was

RESOLVED: that the Draft Statement of Gambling Policy attached to the report be

approved and the Head of Planning and Environment Services be authorised to carry
out the necessary consultation in accordance with the Gambling Act 2005.

LAND AT VICTORIA ROAD BROMSGROVE

The Cabinet received a report on an approach received regarding the possible
disposal of land owned by the Council off Victoria Road Bromsgrove, presently
leased on a long term basis to Bromsgrove Rovers Football Club, together with land
at the junction of Birmingham Road and Stourbridge Road, Bromsgrove which is
currently used as a public car park. The Cabinet noted the approach but was mindful
of the current use of the areas of land in question and the future development and
planned regeneration of the Town Centre area. It was felt that the disposal of the land
to facilitate the development proposed would be likely to detract from the future
regeneration of the Town Centre. Following discussion, it was

RESOLVED: that the request that the Council enters into discussions with a view to
disposing of the land referred to in the report be refused.
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CONSTITUTION OF THE APPEALS PANEL

Consideration was given to a report on the constitution of the Council’'s Appeals
Panel when dealing with appeals relating to Homelessness. It was noted that a twelve
month trial period, during which a two-stage appeal process had been in operation,
had recently expired. The report contained a number of options for an appeals
procedure in future. Members were mindful of the need to have a balance between
the needs of applicants to have the benefit of a fair and timely process and the
Council’'s requirement to improve performance to meet Audit Commission targets. It
was

RESOLVED: that a one stage process be adopted in accordance with option B in the
report which would involve the applicant being given the choice between a paper
based review to be undertaken by an independent expert, or an appearance before
an appeals panel comprising an independent expert and a representative from the
Council’'s Strategic Housing section.

WORCESTERSHIRE LOCAL AREA AGREEMENT — UPDATE AND NEXT STEPS

Consideration was given to a report which gave an update on the latest
developments in relation to the Worcestershire Local Area Agreement and to steps to
be undertaken in forthcoming months. It was

RESOLVED: that the progress made be noted

COUNCIL PLAN 2007/ 2010

The Cabinet gave consideration to a report which set out an approach to facilitating
the development of a Council Plan for 2007/2010 and to updating the existing
Recovery Plan. Following discussion, it was

RESOLVED:

(a) that the CPA key lines of enquiry and what is required to achieve a score of level
2 be noted,;

(b) that it be noted that on the advice of the Government Monitoring Board, the
Council will need to go through a CPA rating in order to come out of voluntary
engagement;

(c) that the need to be able to deliver a significant shift in performance in order to
achieve an improved CPA rating be noted;

(d) that it be agreed that the existing Recovery Plan be extended and updated to
match recommendation (c) above and that in particular, it be noted that a stronger
emphasis on performance improvement and customer service will be required;

(e) that it be noted that the development of a Council Plan 2007/2010 which is
intelligence led, holistic and supported by resources and managed through a robust
performance management framework will be a key component to achieving an
improved CPA rating;

(f) that the delivery of an updated Recovery Plan and Council Plan 2007/2010 to
include consultation with partners, scrutiny and staff be agreed and that subject to
the amendment of the date of the next meeting of the Government Monitoring Board
to 18th July 2006, the timetable and actions set out in the report be approved ;

(g) that the engagement of 1&DeA to undertake this work in order to make the best
use of the remaining Top Team development days, to provide continuity with work
previously undertaken and provide value for money, be approved,;

(h) that the Council use a balanced scorecard as a technique to develop the Council
Plan 2007/2010 and to prioritise the budget process;

(i) that the offer from Walsall MBC to work with Cabinet and Management Team to
update the Recovery Plan in accordance with the response to the Minister’s letter be
accepted;

() that in view of the timescale involved, public consultations already programmed
such as the 2006/07 budget consultation be utilised for consultation on the Council
Plan 2007/2010;

(k) that future consideration be given on how to engage “hard to reach” groups.

-3-
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MODERN COUNCILLOR PROGRAMME

Consideration was given to the report on the development of the Council’s “Modern
Councillor Programme”. The report referred to the roles and responsibilities of
Members and to the “essential” and “desirable” training requirements for each of
the roles. The work undertaken on this matter by the Interim Head of Human
Resources and Organisational Development and Group Leaders was
acknowledged. Following discussion, it was

RECCOMMENDED:

(a) that the roles and responsibilities for Councillors together with the training
requirements for each role, as contained in Appendices A and B to the report
respectively, be approved in principle, subject to the establishment on a cross
party basis of a small Group of Members with delegated authority to finalise the
details of the roles and responsibilities for Councillors and to progress the
development programme;

(b) that the roles and responsibilities as finalised by the Group referred to in (a) be
adopted as part of the Council’s Constitution;

(c) that the procurement of a provider to work in partnership with the Council to
deliver its member training requirements be approved;

(d) that the intention to gain external accreditation in respect of the member
development programme be approved,;

(e) that the intention to progress towards the achievement of the 1&DeA national
charter on member development be approved;

(f) that a set of protocols be compiled to cover the working relationships between
members and between members and officers; and

(g) that members be required to undertake the appropriate training programme in
relation to their particular role either prior to becoming a member of a Committee
or Board, or if this is impractical within three months of becoming a member of that
Committee or Board and that if a member does not undertake the appropriate
training they be removed from the Committee or Board in question.

SECTION 151 OFFICER

Consideration was given to the need to appoint an alternative Section 151 Officer
on a temporary basis. It was

RECOMMENDED:_that Ms. J. Pickering be appointed as the Council’'s Section 151
Officer whilst Mr. K. Dicks is in the role of Acting Chief Executive.

PROPOSED ITEM FOR SCRUTINY

The Leader of the Council raised the possibility of establishing a Cabinet Advisory
Group to consider the cumulative effect of some of the Council’'s Planning Policies
in certain areas of the District. Whilst individual applications had been approved
this had resulted in a change of the character of the area. Following discussion and
in view of the commitment to focus on improving performance, it was

RESOLVED: that no action be taken in relation to this matter at the present time.

AMENDMENTS TO CAR PARKING ORDER

Consideration was given to a report relating to a number of minor amendments to
the Car Parking Order. Following discussion, it was

RESOLVED:

(@) that a maximum waiting time of two hours be applied to Catshill Car Park,
Golden Cross Lane, Catshill;

(b) that the cost of applications to change concessionary parking permits before
the expiry of that permit be discounted by an amount equal to one twelfth of
the Annual fee for each whole calendar month remaining;
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(c) that the changes referred to in (a) and (b) above be implemented from 1st

September 2006 and in accordance with Appendices A and B to the report
respectively.

RECOMMENDED: that the Head of Street Scene and Waste Management, in
agreement with the Head of Legal and Democratic Services and the relevant

Portfolio Holder be authorised to make amendments to the Car Parking Order with
the exception of alterations to car parking charges.

The Meeting closed at 7.55 p.m.

Chairman



BROMSGROVE DISTRICT COUNCIL

MEETING OF THE PERFORMANCE MANAGEMENT BOARD

Friday, 14th July 2006 at 2.00 p.m.

PRESENT: Councillors Mrs. J. Dyer M.B.E., (Chairman), Mrs. S. J. Baxter, A. N. Blagg,
Miss D. H. Campbell JP, and J. A. Ruck

21/06 APOLOGIES
Apologies for absence were received from Councillors Mrs. J. D. Luck and P.
M. McDonald.

22/06 MINUTES

The Minutes of the Meeting of the Board held on the 16th June2006, were
submitted.

RESOLVED that, subject to the comments referred to above, the Minutes be
approved and confirmed as a correct record.

2.3/06 CUSTOMER SERVICE CENTRE PERFORMANCE

Consideration was given to a Report from the Head of eGovernment &
Customer Services on (i) the current performance of the telephony service
provided by the Customer Service Centre, and (ii) the actions planned to
provide realistic, sustainable improvements in telephony performance. Mr.
Roger Horton, Customer Services Manager, who was also present, was able
to supplement the information before the Board, and, following a number of
questions from Members, it was

RESOLVED that both the Performance Report and the planned actions for
improving telephony performance be noted and approved.

24/06 LEGAL SERVICES — TEAM PLAN

Further to the brief, verbal report made at the last Meeting, the Head of Legal
Services submitted a more detailed report on the anticipated outcomes it was
hoped would be achieved following the recent additional appointments made
to the Legal Section Team.

RESOLVED that the Report be noted.

25/06 IMPROVEMENT PLAN

The Acting Chief Executive gave a brief verbal update on the current position
relating to the Improvement Plan, which was to be circulated at this meeting,
but, due to its volume, would be included on the agenda for the next meeting.
The document, which takes the Council forward from its earlier Recovery
Plan, was comprised of a number of headings, with key sections including
Corporate and External; Planning and Environmental; Culture and
Community; Street Scene and Waste Management; e-Government; Human
Resources, and Financial Services.
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Within the first of those headings (Corporate and External), officers would be
looking to improve the image of the Council; introduce effective
communication and consultation; bring about a more modern and inclusive
Council, embracing the Equalities and Diversity agenda; have a clear
strategic direction; improve Partnership working (through the Local Strategic
Partnership); more public involvement with our decision-making process
(through PACT, etc.); embrace more of a Performance culture within the
Council, through Service Business planning processes, having priorities in
place for staff at every level.

Members were also advised of some of the issues which would be addressed
throughout the various Service areas within the Council.

The Chairman congratulated the officers on the work carried out to date in
this regard, and it was

RESOLVED that the verbal Report be noted

COUNCIL RESULTS 2005/2006

The Assistant Chief Executive submitted a report/outturn statement on the
Council’s results for 2005/2006, and, in so doing, highlighted a number of
specific areas where the Council would be concentrating in order to effect
improvements over the coming months.

RESOLVED

(i) that, notwithstanding the assurance given that the Council’'s new Head of
Organisational Development and Human Resources was putting in measures
to address the increase in the average number of working days lost due to
sickness (Indicator BV12 refers), this matter be the subject of a report be
submitted to the next meeting of the Board; and

(ii) that, in all other respects, the report be noted and approved.

SERVICE BUSINESS PLAN REVIEW

Further to Minute No. 16/06 of the last meeting in this regard, the Assistant
Chief Executive submitted a report outlining the proposed changes to the
Business Planning process through the creation of a standard template,
which was appended to the Report. The template covered the following
areas, i.e., Introduction from Portfolio Holder and Head of Service; 2006/07
Performance Review; Context; Service Strategy; Key Deliverables, Indicators
and Project/Task Milestones; Customer First; Resources; Risk Management,
and Benchmarking.

Managers would also receive Guidance Notes with this new document, and
would also receive appropriate training in its application. This was noted.
Whereupon it was

RESOLVED that the proposed Business Planning process, as set out in the
Report, be endorsed.

The Meeting closed at 3.25 p.m.

Chairman



PERFORMANCE MANAGEMENT BOARD
14th July 2006




AGENDA ITEM NO. 6(a)

BROMSGROVE DISTRICT COUNCIL

EXECUTIVE CABINET

2ND AUGUST 2006

CONSULTANTS TASK GROUP — SCRUTINY REPORT

Responsible Portfolio Holder Councillor R. Hollingworth

Responsible Head of Service Acting Chief Executive

1.

11

2.1

3.1

3.2

3.3

3.4

SUMMARY

To consider the findings and recommendations made by the Consultants Task
Group which were approved by the Scrutiny Steering Board and are contained
within the attached report.

RECOMMENDATION

Members are requested to agree and implement the recommendations contained
within the attached report, as amended by the Scrutiny Steering Board which is
outlined in 3.3 below.

BACKGROUND

At the Meeting of the former Policy and Strategy Scrutiny Committee on 31st
January 2006, it was decided a Task Group would be formed to consider the use of
consultants by this Council and Councillor D. C. Norton was appointed Chairman.

At its meeting on 4th July 2006, the Scrutiny Steering Board considered the
attached report.

To ensure there was no misunderstanding, the Acting Chief Executive clarified that
Heads of Service did include consultants’ fees in their budget if they were aware
that their service area would require such expertise within the following financial
year. The use of consultants was also included in Business Plans compiled by
each Head of Service. However, as typically consultants were not used, Heads of
Service did not, as a matter of course, include consultants’ fees in their budget.
Where the need to use consultants was identified during the course of the year and
therefore, they was no budget provision, a report would be submitted to the
Executive Cabinet and ultimately on to Council which, in the opinion of the Acting
Chief Executive, constituted good financial management.

The following was resolved by the Scrutiny Steering Board:

i. that the wording of the first sentence of the first recommendation on page 2 of
the report be amended to read: “any work involving costs up to £2,000 in any
one financial year..."”;

ii. that Councillor Mrs. R. L. Dent be named in the report as a member of the Task
Group;
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ii. that the clarification given by the Acting Chief Executive, relating to consultants’
fees being included in the budget if the head of Service was aware that their
service area would require such expertise within the following financial year, be
noted; and

iv. that, subject to the inclusion of (i) and (ii) above, the report be approved and
submitted to the Executive Cabinet requesting that the recommendations
contained within the report be implemented.

4.  EINANCIAL IMPLICATIONS

4.1 If members are minded to concur with the recommendations, there would be
improved financial controls over the use of consultants in the future.

5. LEGAL IMPLICATIONS

5.1 There could be an increased demand on staff time within the Legal Section but this
demand should be met following recent recruitments made in that Section.

6. CORPORATE OBJECTIVES

6.1 The attached report is in accord with the Council’s objective to be an efficient and
effective Council.

7. RISK MANAGEMENT

7.1 There are no risk management issues associated with this report.

BACKGROUND PAPERS

None.

CONTACT OFFICERS

Name: Andy Jessop, Committee Services Officer
E Mail: andy.jessop@bromsgrove.gov.uk
Tel:  (01527) 881406

Name: Della McCarthy, Committee Services Officer
E Mail: d.mccarthy@bromsgrove.gov.uk
Tel:  (01527) 881407
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APPENDIX |

bromsgrove council

www.bromsgrove.gov.uk

SCRUTINY REPORT

CONSULTANTS

SCRUTINY REPORT

Task Group Report —
Scrutiny Steering Board
July 2006

Andy Jessop
Committee Services Officer
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The Consultants Task Group comprises of five Members, i.e. Councillors D.C.
Norton (Chairman), G.H.R. Hulett, Mrs. J.D. Luck, N. Psirides J.P., and E.C.
Tibby and have met on six occasions (i.e. 16"™ March, 4™ April, 26™ April, 2™
May, 11™ May and 24™ May 2006 — see Minutes, enclosed as Appendix 1).
After something of a false start — by virtue of the original terms of reference
stating that the Group should scrutinise the use of both Consultants and
Interim Officers — the work eventually undertaken was that of an investigation
“into the use of Consultants over the last two years, and to consider means of
controlling their use in the future.”

At the first meeting, the Chairman circulated a list of the range of information
which he felt would be appropriate to request from Heads of Service and it
was agreed that such should be drawn up into a pro-forma and circulated to
all Heads of Service for their appropriate attention. Task Group members
were also given a copy, for background information, of a Scrutiny Report on
the use of Consultants by Worcestershire County Council (see Appendix 2).

The Group considered the completed questionnaires from the various Heads
of Service at their meeting held on the 4™ April when it was agreed that, in
order to attain a fuller picture, the various officers be invited to attend future
meetings of the Group to answer any questions members might have had on
their replies and/or to expand on the information given to date (see Appendix
3). At that meeting it was also agreed to approach a like-sized neighbouring
local authority to carry out a comparison of their use of Consultants over a
similar period (see Appendix 4).

Over the course of the next two meetings (26™ April and 2" May 2006), each
senior officer was asked a range of similar questions as members sought to
establish what processes were employed in considering the possible use of
Consultants. During the discussion with the Head of Legal and Democratic
Services in this regard, it was established that, due to his interpretation of
what was actually meant by “Consultants”, all of the required information was
not set out in his return. Accordingly, having clarified what information was
required, further, more detailed, lists of outsourced legal work were provided )
over the next two meetings, held on the 11" and 24" May 2006 (see
Appendix 5).

During their last meeting, the Group also interviewed Mrs. Claire Felton, Head
of Legal Services, on her perception of the use of Consultants by that Section
in the future, and were encouraged to hear that, other than in extreme or
urgent cases, or due to the complexity of a particular subject, she was
confident that, in all other respects, the work could be carried out “in-house”.
Also at this meeting, members examined each others thoughts and comments
which had been requested to be put down in writing by the Chairman (see
Appendix 6), and the following observations and recommendations were
made:-

It is the opinion of the Group that, in the past, the use of Consultants has been

excessive, and it appears that any Head of Service who has employed
Consultants has been able to do so without any checks being in place. Itis,
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however, acknowledged that a significant amount of the Consultancy work
undertaken for the Authority over the last year or so has been due to the
Council being subject to the Voluntary Engagement/Recovery process, and it
is expected that such use will tail off significantly in due course.

In order to retain an element of control in the future, any Head of Service
wishing to avail themselves of any specialist legal knowledge should initially
approach the Head of Legal Services but should that Section be unable to
provide the necessary help or advice, the Head of Service should be notified
and advised to approach the appropriate Portfolio holder, with a robust
business case, for subsequent consideration by the Executive Cabinet. In this
regard, it is formally recommended that

(1) any work involving costs up to £2,000 — Departments should be
allowed to continue to carry out their own “consultation” work,
seeking advice when appropriate from Legal Services, but funding
such facility from their own Departmental budget;

(i) work costing between £2000-£5000 — the appropriate Portfolio
holder should be consulted; and

(i)  work over £5000 — appropriate Portfolio holder should submit the
request (with a robust business case) to the Executive Cabinet for
determination.

(iv) A formal monitoring process should be introduced, i.e., a Portfolio
holder should be involved, and there should be some form of
progress monitoring. Also, at this level, stage payments should be
introduced.

Arising out of the discussions with the various Heads of Service referred to
earlier in the Report, the Group would wish to actively discourage the practice
currently employed by Financial Services whereby, it was reported that, as a
matter of policy, Consultants fees were not included in their Budget, but
monies were drawn from balances as required instead.

In conclusion, the Group wish to make a statement expressing their concern
over the haphazard way that the hiring of Consultants had been approached
by this Authority in the past, and hope that things will change in the future. A
further concern was expressed about the previous lack of Member
involvement and monitoring at any stage of the process — which has been
addressed in the recommendations above.

It was also recommended that the senior officers of the Council should be
encouraged to channel their knowledge and expertise of their particular
discipline in such a way as to possibly generate an income for the Council (in
the same way that the Council had done previously in the Housing Benefit
field). Finally, the Group felt that the Council should not continually employ/re-
employ a firm of Consultants “because we have always used them”, and
should be mindful of Best Value/value for money.

| commend the above Report for your consideration,
Councillor D.C. Norton, Chairman of the Consultants Task Group
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NOTES OF A MEETING OF THE CONSULTANTS TASK GROUP
HELD IN THE CABINET ROOM, THE COUNCIL HOUSE, BROMSGROVE
ON 16'" MARCH 2006, AT 2.00 P.M.

PRESENT: Councillors of Councillors D. C. Norton (Chairman), G. H. R. Hulett, Mrs. J. D. Luck, N.

Psirides J.P. and E. C. Tibby.

APOLOGIES
No apologies for absence were received

TERMS OF REFERENCE

The group considered the initial terms of reference which had been initially approved by the
Scrutiny Steering Board. it was AGREED that the terms of reference be amended to be as

follows:-
“To scrutinise the use of consultants and interim officers by the Council over the last two
years and to consider means of controlling their use in the future.”

INFORMATION GATHERING

Members considered the range of information they would need to carry out their work., The

Chairman circulated a list of the range of information he felt may be appropriate to request

from Heads of Service. The information would give members:-

e an understanding of the numbers of consultants and interim officers employed by the
council over the last two years

« the cost of employing them

¢ the reasons why they were employed

o the benefits their employment brought to the council

o details of who approved their employment :

It was AGREED that

(iy the list of information shouid be drawn up in to a pro-forma

(i) the draft pro-forma shoutd be circulated to alt members of the task group for comments
and that any comments would be submitted to the officers by 21 March

(iii) the pro-forma would be circulated to the Chief Executive, Corporate Directors and all
Heads of Service on 22 March and that they be asked to complete and return them to
officers by the end of 29 March.

DATE OF NEXT MEETING

It was agreed that the next meeting of the task group would be held on 4™ April 2006 at 2pm.

The Meeting closed at 3.30 p.m.




NOTES OF A MEETING OF THE CONSULTANTS TASK GROUP
HELD IN THE COMMITTEE ROOM, THE COUNCIL HOUSE, BROMSGROVE

ON 4'" APRIL 2006, AT 2.00 P.M.

PRESENT: Councillors of Councillors D. C. Norton (Chairman), Mrs. R. L. Dent, Mrs. J. D. Luck, N.
Psirides J.P. and E. C. Tibby.
1. APOLOGIES
No apologies for absence were received

2. MINUTES

The Minutes of the Meeting of the Group held on 16" March 2006 were submitted.

RESOLVED that the Minutes be noted and approved as a correct record.

3. INFORMATION ON USE OF CONSULTANTS AND INTERIM OFFICERS

Members considered a range of information returned by the various Heads of Service as
contained in the agreed pro-forma, and the following general points were made:

Members were alarmed to see in some instances the comment “no paperwork”, and
stressed that it was surely good practice to have a recorded paper trail

Concerns were expressed that there was no Member input when appointing Consultants
Members would like a more detailed breakdown on how the amounts quoted were
calculated, i.e. hourly, daily, set fee, etc

Does every Department budget for Consultants throughout the year?

Apart from regular “one-to-one’s”, there appeared to be no other reports on the progress
of the Consultants work

It appeared that, on a couple of the responses, some of the questions/answers appeared
to be missing

It was AGREED

@

(i)

That, in order to attain a fuller picture, the various Heads of Service be invited to attend
future meetings of the Group to answer any questions Members may have on their replies
and to expand on the information given to date; and

That, by way of a comparison, Wychavon District Council be asked to provide details of
their staffing levels and how many Consultants they may have employed during2004/05
and 2005/06..

The Meeting closed at 2.47 p.m.




NOTES OF A MEETING OF THE CONSULTANTS TASK GROUP
HELD IN THE COMMITTEE ROOM, THE COUNCIL HOUSE, BROMSGROVE
ON 262 APRIL 2006, AT 2.00 P.M.

PRESENT: Councillors D. C. Norton (Chairman), Mrs. R. L. Dent, G.H.R. Hulett, Mrs. J. D. Luck
and N. Psirides J.P.

1. APOLOGIES

An apology was received from Councillor E.C. Tibby.

2. MINUTES
The Minutes of the Meeting of the Group held on 4" April 2006 were submitted.

RESOLVED that the Minutes be noted and approved as a correct record.

3. INFORMATION ON USE OF CONSULTANTS AND INTERIM OFFICERS

In accordance with the wishes of the Group as expressed at the last meeting, the following
Heads of Service were invited to attend to answer questions from members on their earlier
written responses to a questionnaire on the use of Consultants:-

Mr. M. Bell, Head of Street Scene and Waste Management
Mr. D. Hammond, Head of Planning and Environmental Services
Mr. A.R. Burton, Head of Legal and Democratic Services

Each officer was asked a range of (similar) questions as members sought to establish (inter-
alia) what processes were employed in considering the employment of Consultants.

During the interview with Mr. Burton, it became apparent that, following clarification of the
definition of what was meant by “Consultant”, the figures contained within his report would be
incorrect, and it was AGREED that revised figures should be submitted to the Group at the
earliest possible opportunity.

At the conclusion of the meeting, members held a brief general discussion, and concern was
expressed over the apparent lack of monitoring of outsourced work.

It was also reported that the information requested from Wychavon District Council (for

comparative purposes) had still not been received, and that further efforts would be made to
obtain this as soon as possible.

The Meeting closed at 4.20 p.m.




NOTES OF A MEETING OF THE CONSULTANTS TASK GROUP
HELD IN THE CONFERENCE ROOM, THE COUNCIL HOUSE, BROMSGROVE
ON 282 MAY 2006, AT 2.00 P.M.

PRESENT: Councillors D. C. Norton (Chairman), Mrs. R. L. Dent, G.H.R. Hulett, Mrs. J. D. Luck, N.
Psirides J.P. and E.C. Tibby

1. MINUTES
The Minutes of the Meeting of the Group held on 26" April 2006 were submitted.

RESOL VED that the Minutes be noted and approved as a correct record.

2. INFORMATION ON USE OF CONSULTANTS

Further to the meeting held on 26" April 2006, the following Heads of Service were also
invited to attend to answer questions from members on their earlier written responses to a
guestionnaire on the use of Consultants:-

Mr. R. Hazlehurst, Head of Culture and Community
Mr. K. Dicks, Corporate Director (Resources)

Mr. Dicks advised the Group that he had prepared (i) the Corporate response; (ii) the E-
Government & Customer Services paper (as Ms. D. Poole had only recently taken up her
post), and (iii) the Human Resources & Organisational Development Services paper (as there
was currently only an Interim officer in post). He explained that he had also had a significant
input into the Financial Services submission, but indicated that, notwithstanding the above
comments, both Ms. J. Pickering, Head of Financial Services and Ms. D. Poole,, Head of E-
Government and Customer Services, who were in attendance, would be willing to take
guestions from members.

Accordingly. each officer was asked a range of questions, as before, as members sought to

establish what processes were put into place when considering the employment of
Consultants.

3. DATE OF NEXT MEETING

It was AGREED that the next meeting of the Group be held on Thursday, 11" May 2006, at
2.00 p.m. in the Committee Room, The Council House, Bromsgrove. At that meeting, the
Chairman would invite members of the Group to submit their written comments on what they
had heard to date, and how they felt the question of the use of Consultants should be handled
in the future.

Also at that meeting it was hoped to have (i) Mr. A.R. Burton’s “revised” figures, together with
some “comparative” figures from Wychavon District Council, as previously discussed, to
conclude the Group’s deliberations.

From this information it was then intended to prepare a “draft” report, which would be

circulated to all members of the Group prior to submission to the Scrutiny Steering Board for
consideration.

The Meeting closed at 4.00 p.m.




NOTES OF A MEETING OF THE CONSULTANTS TASK GROUP
HELD IN THE COMMITTEE ROOM, THE COUNCIL HOUSE, BROMSGROVE
ON 11TH MAY 2006, AT 2.00 P.M.

PRESENT: Councillors D. C. Norton (Chairman), Mrs. R. L. Dent, G.H.R. Hulett,
Mrs. J. D. Luck and N. Psirides J.P.
1. APOLOGIES
An apology for absence was received from Councillor E.C. Tibby
2. MINUTES
The Minutes of the Meeting of the Group held on 2nd May 2006 were submitted.
RESOLVED that the Minutes be noted and approved as a correct record.

3. INFORMATION ON USE OF CONSULTANTS

It was agreed at the last meeting that, at this meeting, the Chairman would invite
members of the Group to submit their written comments on the information they had
heard to date, and how they felt the question of the use of Consultants should be
handled in the future.

Unfortunately, none of the members present were in a position to submit any written
representations, but each member gave, in turn, a verbal opinion as to how they saw
the situation, and all agreed to provide a written response to the Chairman along these
lines as soon as possible.

Consideration was, however, given to a further list provided by Andrew Burton, Head of
Legal and Democratic Services, which was requested at the last meeting, setting out a
breakdown of outsourced legal work. Notwithstanding this, it was AGREED that (i) Mr.
Burton be requested to provide further clarification of the information now provided;
and (ii) that the Head of Planning Services be requested to provide details of what
proportion of his budget was vired to Legal Services.

Members were also informed that communication would continue to be made with
Wychavon District Council in an endeavour to as certain information to enable a
comparison to be made with a “like-sized” Authority.

4. DATE OF NEXT MEETING

It was AGREED that the next meeting of the Group be held on Wednesday, 24th May
2006, at 2.00 p.m. in the Conference at that Room, The Council House, Bromsgrove.
At that meeting, it was intended that, the Chairman would present a “draft” report for
consideration by the Group prior to submission to the Scrutiny Steering Board.

The Meeting closed at 3.15 p.m.




Appendices

Unfortunately, electronic versions of Appendices 2 to 6 are
not available. However, hard copies of these documents are
available upon request from the Council House and will be
available at the Committee Meeting.

Please contact Andy Jessop on 01527 881406 for a copy of
the full task group report with appendices



AGENDA ITEM NO. 6(b)

BROMSGROVE DISTRICT COUNCIL

EXECUTIVE CABINET

2ND AUGUST 2006

PASSPORT TO LEISURE TASK GROUP — SCRUTINY REPORT

Responsible Portfolio Holder Councillor Mrs. J. M. L. Griffiths

Responsible Head of Service Head of Culture and Community Services

1.

11

2.1

3.1

3.2

3.3

4.

4.1

SUMMARY

To consider the findings and recommendations made by the Passport to Leisure
Task Group which were approved by the Scrutiny Steering Board and are
contained within the attached report.

RECOMMENDATION

Members are requested to agree and implement the recommendations contained
within the attached report, as amended by the Scrutiny Steering Board which is
outlined in 3.3 below.

BACKGROUND

At the Meeting of the former Health and Leisure Scrutiny Committee on 9th
December 2003, it was decided a Task Group would be formed to consider the
development of a Passport to Leisure Scheme and Councillor Mrs. J. M. Boswell
was appointed Chairman.

The Scrutiny Exercise Scoping Checklist stated that:
“Existing similar schemes in similar authorities to be evaluated to determine
‘best practice’ to enable proposals and recommendations to be made to the
Executive Cabinet prior to any scheme being introduced in Bromsgrove.”

At its meeting on 4th July 2006, the Scrutiny Steering Board considered the

attached report and the following was resolved:

i. that the following be added as recommendation (d): “Steps be taken to consult
neighbouring authorities with regard to reciprocating arrangements”; and

ii. that, subject to the inclusion of (i) above, the report be approved and submitted
to the Executive Cabinet requesting that the recommendations contained within
the report be implemented.

FINANCIAL IMPLICATIONS

Please refer to the “Financial Implications” section in the attached report.
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5. LEGAL IMPLICATIONS

5.1 Please refer to the “Legal Implications” section on the last page of the attached
report.

6. CORPORATE OBJECTIVES

6.1 It should be emphasised that the attached report is directly linked to the Council’s
corporate objective of promoting a healthy community and our aim to provide
services to all regardless of the ability to pay.

7. RISK MANAGEMENT

7.1 Please refer to the “Risk Management Consideration” under “Other Implications”
section on the last page of the attached report.

BACKGROUND PAPERS

None.

CONTACT OFFICERS

Name: Robbie Hazlehurst, Head of Culture and Community Services
E Mail: r.hazlehurst@bromsgrove.gov.uk
Tel:  (01527) 881292

Name: John Godwin, General Manager Sports Services
E Mail: .godwin@bromsgrove.gov.uk
Tel:  (01527) 881720

Name: Della McCarthy, Committee Services Officer
E Mail: d.mccarthy@bromsgrove.gov.uk
Tel:  (01527) 881407
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APPENDIX |

BROMSGROVE DISTRICT COUNCIL

SCRUTINY STEERING BOARD

4TH JULY 2006

PASSPORT TO LEISURE COCESSIONARY SCHEME

Responsible Portfolio Holder ClIr June Giriffiths
Responsible Head of Service Robbie Hazlehurst
1. SUMMARY
1.1 The following report of the Passport to Leisure Task Group sets out the potential to set up a

2.1

3.1

3.2

3.3

3.4

Passport for Leisure scheme in the district and outlines the aims & objectives,
organisational arrangements and operational requirements for the introduction of such a
scheme.

RECOMMENDATIONS

Members are recommended to: -

a) Agree the aims and objectives of the scheme, the organisational and operational
arrangements to implement and operate it and the proposed charges as outlined in the
report and,;

b) Note the estimated costs of implementing and operating the scheme and;

c) Submit the report to the Executive Cabinet.

BACKGROUND

The former Health & Leisure Scrutiny Committee established a cross party working group
to contribute to the development of a “Passport to Leisure” scheme for Bromsgrove.

As a result Members and officers have reviewed and appraised several similar schemes
operated by other local authorities and have attended presentations by recognised industry
experts to establish what is considered “best practice” in this area, what operational
aspects need to be considered to deliver an effective scheme and what barriers to
participation need to addressed/removed to ensure the scheme meets its agreed aims and
objectives.

As part of the review two other local authorities were invited to make presentations to
demonstrate the benefits of such a scheme, the financial implications and the practical
requirements that would be placed upon the Council should it chose to implement such a
scheme.

Members and officers as a result have developed a scheme that they believe will meet the
needs of Bromsgrove and deliver real benefits to local residents as follows:

What are the Scheme’s Aspirations?
= The scheme will deliver greater sporting and recreational opportunities for target
groups (concessions) as specified later in the report, increase participation and

associated health benefits and provide equality of access for all.

It has been established that “Physical Inactivity is a cause of some of the UK’s
biggest killer diseases — heart disease, stroke, diabetes and bowel cancer as well as
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a range of other health problems, from depression to osteoporosis. This does not of
course cover Obesity were in the past 20 years the UK’s obese population has
trebled, through the increase of sedentary activities. It is projected in the next 10
years based on the current trend at least 50% of children will be obese. Fat Children
all too often become fat adults.

Inactivity among older people is another major health worry. Not only is it adding to
the burden of cardiovascular disease, it is also contributing to frailty and dependence
in old age and an alarming increase in the number of falls and fractures.

The promotion of active living has been described as “the best buy in public health”
by Professor Jerry Morris, one of Britain's most eminent researcher in the filed -
source: NHS, Health Development Agency and British Heart Foundation — Lets Get
Moving.

Excising for half an hour at least twice per week during midlife can significantly cut a
person’s risk of dementia later in life. People in their late 40’s and early 50's who do
this could reduce their risk of dementia by about 50%, those who are genetically
prone to Alzheimer’'s disease could see a reduction of about 60%, according to a
study in Lancet Neurology, Sweden.

This issue is further compounded as public sector leisure facilities are used less by
those who have social, economic and other hardships than those who are more
afrfluent and mobile, sources Leisure & Recreation Management — George Torkildsen
5" Edition.

Increasing activity levels by 10% could save 600 lives and £50 million a year in the
West Midlands, source Sign up for Sports- Sport England West Midlands regional
Plan 2004 —2008.

The scheme will increase the Council’'s knowledge of its users to enhance marketing
functions. Introduce performance monitoring of marketing activities and assist in the
collation of statistical information for the Cultural block of CPA.

It will allow the restructuring of fees and charges to financially assist target groups and
the socially disadvantaged to access sporting and recreational activities and
opportunities whilst also providing local residents with financial benefits in the form of a
range of membership packages.

It will allow the Council to efficiently & effectively target users groups to meet the
objectives of the Community Plan, the Corporate Plan and the Equalities and Diversity
Policy.

Who is the scheme aimed at?

The ‘passport to leisure’ scheme will be set up to provide opportunities for the following
groups of people:

Those entitled to a concession based on their ability to meet the criteria, as identified
later in the report.

Those who become centre members via the direct debit system. This system is
already operating but will be expanded to include a number of activities not currently
covered in the centre’s membership packages, for example full centre members will
pay a one off monthly fee for all activities, with set exclusions that may or may not be
discounted to promote usage (e.g. Parties etc).

The establishment of extended membership packages will be developed following the

completion of the Phase 2 refurbishment of the Dolphin Centre. It is however
envisaged that the scheme will consist of 3 membership levels offering differential
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packages with the existing scheme being the middle level, the scheme may also
include membership categories for individuals, couples and families.

Is a charge to be made for the card?

It is proposed that the following charges be made for the different elements of the scheme:

a) Concession Scheme - £2.00 per initial application based on administration costs, then
£0.00 per renewal until the card expires/is not renewed.

Should a member/card holder wish to reapply or change their category of concession,
the card will be classed as a renewal and be subject to the £2.00 initial fee.

For concession users with more than one card (families/dependants) the charge will be
based on the one card charge at £2.00.

The concession scheme will allow for family/dependant discounts subject to the criteria
proposed later in the report.

b) Centre/Health & Fitness Memberships — There will be no changes at present to the
existing system of Direct Debit's (DD’s) where a joining fee of £24.00 is charged for the
initial membership. Further annual membership charges are not currently applicable
provided DD’s are maintained, but this will be reviewed as part of a regular review of
the membership package.

c) Pay and play users — will continue to be charged an annual membership fee of
£24.00, should a member of the fitness suite then wish to join the membership scheme
as DD, they will be entitled to the full discounts for that card and be charged a £5.00
conversion charge to cover the administration fees applicable (DD payment forms, new
card and system reprogrammed).

Do we wish to charge for annual renewals, lost or damaged cards?
It is proposed that: -

a) Concession and Fitness Suite members (DD’s) who maintain their memberships will
not be charged for the renewal of memberships. Should individuals allow their
membership to expire or they fail to maintain agreed payment plans they will be
required to reapply for membership.

b) Lost or damaged cards for all valid membership and concession categories will be
charged for, at the concession rate card of £2.00 per card. Couples/Family
memberships will be charged in these circumstances at the above rate per new card
required.

¢) Annual renewal charges will remain in place for all Fitness Suite play and pay
members.

Do we wish to limit the times were discounts/concessions are available to peak/off
peak sessions, weekdays or weekends?

It is proposed that all membership schemes will be available at all times for all users to
ensure that the scheme is effective in the delivery off its aims and objectives and provides
real benefits users.

Will the discount be available to the immediately family of the individual
concerned/card holder?

It is proposed that
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a) Concessions - Dependant upon the nature of the concession and the ability to meet
the criteria, the family will be entitled to the discount proposed later in the report. The
system will be set up to show the applicant as the main user with other family members
(living in the same house) having secondary cards for management, monitoring and
marketing purposes. Once a child/dependant reaches the age of 16 yrs they will be
consider an adult and be exempt from the scheme unless they remain in full time
education.

b) Fitness Suite Memberships — This system is already set up in respect of ‘couple’
memberships. However due to the nature of the activities on offer at the sites family
memberships which are currently unavailable will be developed for introduction once
the phase 2 Dolphin Centre refurbishment works have been completed.

Are Carers and Personal Assistants they to be included?

It is proposed that because a carer and personal assistant does not participate in the
activity for their own benefit but supports the user in the activity, they will be provided with
free of charge usage/access to the sites, provided they attend site with the card holder.
Instructed/coached activities

It is proposed that Instructed classes/session (those where a staffing cost is incurred to run
the activity) will be discounted/given at a concessionary rate as per the normal scheme to
ensure continuity and to prevent unwanted barriers to participation.

Membership/Concessions discounts

It is proposed that membership/concessionary discounts be agreed as follows to be based
on: -

Category Discount | Comments
Single Session Usage Yes N/A
If a holder of a couples or family card wish
Multi  User Activities - for | No to make a booking for the family/couple
example badminton then yes, provided that no none card holder
participates in the activity.
Commercial Bookings No N/A
Block Booking No N/A
Club Bookings No N/A

It is proposed that all other centre membership schemes will be removed as part of the
introduction of the Passport to Leisure scheme this process. This relates to advanced
booking memberships for activities such as badminton. To ensure advanced bookings are
available the following benefits will be offered to those who become ‘Passport to Leisure’
card holders:

= 7 Day advanced bookings on all activities,
= Free of charge equipment hire
= Free of charge spectator entrance

Are premium rates to be charged and if so do we take the existing fee and discount
down or increase the fees then discount down?

The Service will continue to conduct its annual fees and charges review as normal and
base core fees and charges on local comparison, CIPFA information and upper quartile
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pricing objectives. This will ensure the transparency of process discount agreed and fees

charged.

Number and type of Concession Categories.

It is proposed that the scheme will be banded into groups as detailed below to ensure ease
of access, accurate monitoring and to ensure that there is no stigma attached to becoming

a member.

Group A = Individual with 50% Concession

Description Proof Required Discount Duration/
% Timescales
(Months)
Students in Full time NUS Card or Letter from Head 50% 12
education 16+ Teacher
Incapacity Benefits Letter from benefits agency or 50% 12
other appropriate proof
Group B = Individual with 30% Concession
Description Proof Required Discount Duration/
% Timescales
(Months)
Industrial Disablement Letter from benefits agency or 30% 12
Allowance other appropriate proof
Disablement Benefit Letter from benefits agency or 30% 12
other appropriate proof
Widows Pension Letter from benefits agency or 30% 12
other appropriate proof
Disability Living Letter from benefits agency or 30% 12
allowance other appropriate proof
Disabled Tax Credit Letter of confirmation from 30% 6
Inland Revenue
War Widows Pension Letter from benefits agency or 30% Ongoing
other appropriate proof
Group C = Family with 50% Concession
Description Proof Required Discount Duration/
% Timescales
(Months)
Job Seekers Allowance | JSA Booklet ES40 50% 3
Income Support Letter from benefits agency or 50% 6
other appropriate proof
Severe Disability Letter from benefits agency or 50% 12
Allowance other appropriate proof
Invalid Care Allowance | Letter from benefits agency or 50% 12
other appropriate proof
Pension Credit Letter from benefits agency or 50% Ongoing

other appropriate proof
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Group D = Family with 30% Concession

Description Proof Required Discount | Duration/Tim
% escales
(Months)
Council Tax Benefit Letter from BDC 30% 6

(single occupancy
discount does not
apply)

Housing Benefit Letter from BDC 30% 6

Group E = Individual with 25% Concession or Free Of Charge

Description Proof Required Discount | Duration/Time
% scales
(Months)
Young People on Letter from employer or youth 25% 12
Training Schemes or training scheme
Modern
Apprenticeships
County Level Sports | As per Sports Dev. Scheme FOC 12
Person (FANS scheme)
GP Referral Letter from GP FOC 3

Loyalty Scheme

It is proposed that a loyalty scheme will be developed for all areas of the scheme where
points will be awarded for attending session. An agreed range of promotional gifts will then
be established with a point's value associated with the gift. Once the points thresh hold has
been reached the users will be able to claim the gift (one per 12 month period) or continue to
save points for the next gift. If a gift is claimed the points are then wiped and the collation
process resumes again.

Points

Gift Requirements
Pen 25
Drinks Bottle 50
Towel 75
T Shirt 100
Umbrella/Draw  String 125
Bag

An example of the points system would be that a swim is worth 1 point, a fitness suite
session (aerobics or fitness suite) 2 points and coaching/instruction course 3 points.

This will help to promote our various sites/services around the District, as all gifts will be
branded, reward attendance on site/at sessions and challenge users to continue with health
and fithess programmes to achieve the gift they most desire. The system will be set up to
run as long as the card is valid, should the card become invalid the points will then be
frozen at that point. The member will then have up to two months to renew the card before
the points are lost and the membership details deleted from the system.

Please note should users attend the centre for swimming 3 times per week it would take

them 9 weeks to achieve a pen. A cost calculation in this area is as follows, a pen will cost
£0.31 but the income from a full paying adult will be £72.90 over the period required to gain
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enough points. In terms of a concession user at the highest level of discount applicable the
Council would attract income of £36.45 over the period.

Targets/Performance Monitoring?

To ensure the scheme is successful it must be monitored effectively and the information used
to improve the scheme and increase it relevance to those we are endeavouring to help (make
it more users focused).

Detailed below are the proposed performance indicators for the scheme and a brief
explanation as to why they have been chosen:

a) Total cards in use per year, shown on a month-by-month uptake. This will track the
effectiveness of the marketing and uptake levels of the scheme on a monthly basis to
ascertain user patterns for example when are the cards most popular, is the scheme
having long term benefits (repeat usage) etc.

b) % Breakdown of total cards in use for example concession cards and centre
memberships. This will enable the headline figures to be broken down into categories to
measure the effect of the scheme and ensure marketing resources are allocated to the
Council’s priority areas for example if the uptake of concession cards is low in certain
categories and there is an awareness from our demographic data that there are a high
number of residents in this category it will be possible to conduct a postcode review and
target marketing/promotions in these areas more effectively.

c) Breakdown of users/usage by categories e.g. low incomes, people with disabilities.
As per the above but allowing the concession groups of users to be broken down into
individual categories and again targeted based on Council priorities. This will also allow
user consultation to be undertaken to ascertain any barriers to usage that exist for
example times, price etc.

d) Equalities monitoring/uptake levels — from the application form/database process we
will be able to measure the uptake and usage within key groups such as ethnic
minorities, people with disabilities etc., to meet the Council’s equalities and diversity
objectives and take appropriate action similar to that identified above to re-dress as
participation issues.

e) Financial — The cost of the scheme in terms of loss of income/additional expenditure
against the (perceived) increase in usage, health and well being by those accessing the
facilities more frequently or for the first time.

Future Expansion Opportunities

Initially it is expected that the scheme will cover all Sports Services sites, Sports
Development & Arts Development and Sanders Park activities. However the scheme as
proposed has the potential to expand to include the Artrix and other local service providers for
example; sports shops, cinemas, and local tourist/visitor attractions over the next 3 years.
Other areas of associated benefit could include shops, super markets and retail outlets etc
who could be persuaded to provide discounts to ‘passport to leisure’ cardholders.

It is however recommended that initially (12 to 18 months) the scheme be limited to those
services within the remit of the Culture and Community Services Department, to ensure the
scheme is managed effectively, meets its objectives and can demonstrate its worth before
attempting to expand it into other areas.

Having proved its worth it is anticipated that the scheme will be expanded to offer additional
benefits to partner organisations e.g. Worcestershire County Council Adult and Children’s
Services including Youth Services, Health related projects including cardio rehabilitation and
corporate organisations wishing to offer health lifestyles to their employees.
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4.1

Financial Implications

Due to the diverse nature of the Leisure/Fitness industry, the fact that no local authority
profile is the same and that this is a new scheme for Bromsgrove the following costing are the
best possible estimates based on information received from other authorities running similar
schemes.

It is proposed that the scheme is set up to run initially for a two year period to ascertain its
viability and true costing, at this point the scheme can then be revised in the light of
operational experience or to meet any changes to the Council’'s Corporate objectives.

Members should be aware that as the scheme becomes more popular the overall level of
subsidy provided to cardholders may increase due to increased usage of facilities from target
groups. This may generate a reduction or loss of income if all existing users are found to be
entitled to concessionary rates, however, this is considered unlikely. It also needs to be
recognised that if the scheme is a success concessionary users may prevent full paying
users from accessing the facilities thus reducing income. In order to manage this matter,
particularly in the early days of the scheme it is proposed that a differential booking period be
implemented between centre members (DD’s) and concession users as highlighted earlier in
the report, this will ensure that there is a balance of full paying and concessionary users
particularly at peak times and allow mangers a degree of freedom to manage the scheme
effectively.

What is difficult to predict at this stage is whether or not the increased profile and benefits of
such a scheme will increase income generation by attracting new users to the facilities. The
aim of the scheme is to attract new users particularly from target groups who previously may
have been excluded from the sports and recreational facilities and opportunities due to
financial constraints/barriers. However based upon research of other schemes, usage is
anticipated to increase linked to small increases in income generation but the full impact
would not be known until the scheme had been operating for at least 12 months

Bbased upon the experience from other similar schemes the table below outlines the
estimated impact on Sports Services budgets based on the concessionary schemes element
only:

Income:

Year One Year Two Year Three
Description Up Take Income | Up Take Income | Up Take Income

£

Joining 3% - 2635 £5,270 | 5% - 4392 £3,606 | 6% - 5,720 £1,664
Fees
Additional 15,810 £21,738 26,352 £36,234 34,320 £47,190
fees
Total N/A £27,008 N/A £39,840 N/A £48,854

Income projections:

Joining Fees - based on a Population of 87,837 (census 2001 Bromsgrove Profile), a £2.00
charge per card and the national average figure of uptake for concessionary schemes of
between 4% and 10% of local population. As we are not charging for annual membership the
year 2 & 3 income shows new members only.

Additional Usage Fees — the above figure is based on each concession user using the
Dolphin Centre once a month for a swim at the discounted rate (£1.38). This figure has then

-5/8 -



been multiplied by twelve months to show a projected annual income, these figures have then
been reduced by 50% to take into account the number of existing users who may be entitled

to the concession rate.

Expenditure:

Description Year Year Year Comments
One £ | Two£ | Three£
Staffing — Scheme Manager | 37,880 | 39,206 | 40,578 | Based on top of scale and a
(SC6) & Administrative Staff 3.5% Increase in staffing
(SC2 — 20hrs) cost year on year. Includes
on costs.
Administration Costs 3,365 3,482 3,604 Based on 15,000
information packs being
sent out per year. A 3.5%
increase has been applied
year on year.
Marketing & Publicity 15,204 | 11,130 | 11,520 Based on a launch
programme, with campaign
reduced once established.
3.5% increase in place year
on year.
Promotional Gifts 9,385 11,415 11,120 Purchase levels based on
uptake levels above and
the progression of users.
IT Infrastructure 1,348 1,395 1,444 Base on User licences for
Leisure Flex system as per
Sports Services sites. 3
additional licenses required
for the Council House,
Customer Service Centre
and Sanders Park.
Misc N/A N/A N/A Any miscellaneous
unforeseen costs will be
meet from existing Sports
Services budgets.
Total 67,182 | 66,628 | 68,266
Predicted Net Costs:
Description Year One Year Two Year Three
Income £ 27,008 39,840 48,854
Expenditure £ 67,182 66,628 68,266
Net Cost £ 40,174 26,788 19,412
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In recognition of the current financial position of the Council and in view of the forthcoming
phase 2 refurbishment of the Dolphin Centre which it is predicted will generate substantial
additional income for the Council, it is proposed, subject to Members agreeing to the
implementation of the ‘Passport for Leisure’ Scheme, that its implementation be planned to
coincide with the opening of the phase 2 refurbishment of the Dolphin Centre in order to

offset the costs.

5. Legal Implications

5.1 There are no legal implications

6. Other Implications

6.1

Personnel Implications

New staff required and training implications for existing staff.
New staffing cost could be mitigated as outlined above

Governance/Performance
Management
Considerations

The introduction of the ‘Passport for Leisure’ Scheme will have
a positive impact on the Council’s ability to address equalities
and diversity issues

Community Safety
Considerations

The scheme would contribute to the reduction of anti social
behaviour by targeting young people and providing access to
sporting opportunities thus reducing “time on street corners”.

Risk Management
Considerations

Maintenance Costs, due to the nature of the scheme and
increased usage, costs will increase through
damage/vandalism and increased usage.

Loss of Income (dependant upon uptake) based on Redditch
BC and Telford & Wrekin BC presentations - between £25,000
and £40,000 per annum directly related to discounts provided.

Loss of Income relating to loss of existing users due to lower
standard facilities if maintenance budgets not increased

Policy Considerations

Would emphasise the Council’s corporate objectives of
promoting a health community and our aim to provide services
to all regardless of the ability to pay.

Equalities Implications

The introduction of the ‘Passport for Leisure Scheme will have
a positive impact on the Council’s ability to address equalities
and diversity issues.

Background Papers

Game Plan — DCMS 2002

Sign Up For Sport — Sport England West Midlands 2004

Let's Get Moving — NHS, Health Development Agency & British Heart Foundation
Leisure Card Survey Results — Glasgow Caledonian University

Passport to Leisure Schemes — ISRM & The University of Sheffield

Contact Officers

Robbie Hazlehurst — Head of Culture & Community Services
e mail: r.hazlehurst@bromsgrove.gov.uk

Tel:  (01527) 881292

John Godwin — General Manager Sports Services
e mail: .godwin@bromsgrove.gov.uk

Tel:  (01527) 881720
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AGENDA ITEM NO. 7

BROMSGROVE DISTRICT COUNCIL

EXECUTIVE CABINET

2N2 AUGUST 2006

EQUALITY SCHEME

Responsible Portfolio Holder Cllr Mrs C Spencer
Responsible Head of Service C L Felton, Equality & Diversity Officer
1. SUMMARY
1.1 To seek approval of the Council's Inclusive Equalities Scheme for 2006-2009
2. RECOMMENDATION
2.1 That the Scheme be approved and that authority be delegated to the Legal
Services Manager to make all necessary changes as a result of the consultation
exercise and subsequent legislative changes.
3. BACKGROUND
3.1 Members will be aware that in 2002 laws came into force requiring Councils to

3.2

3.3

prepare Race Equality Schemes, to show how they intended to ensure that Race
Equality became embedded into every facet of their organisations. The Council's
first-ever Race Equality Scheme was published and provided a good basis for work
which was undertaken in the following years, including the establishment of service-
specific Equality Champions in 2004, and programmes of awareness training and
impact assessment training.

With the passage of time, and with the gaining of experience and expertise about the
whole subject of Equality and Diversity, the duties placed upon Councils have
developed. Similarly, and perhaps more significantly, the Council itself has
recognised that Equality and Diversity should be ingrained into its corporate
existence, irrespective of any external compunction so to do. With that in mind,
therefore, the 2006 restructure of the Council created a new post of Equality &
Diversity Assistant, being for the first time the allocation of dedicated resources to a
post specifically to assist the Council with further developing its Equality and
Diversity programme, and an invaluable means of support to the work undertaken by
the writer as Equality & Diversity Officer.

The national agenda on Equality & Diversity has broadened beyond the field of racial
equality, and legislation is either already in place or expected shortly to extend duties
to other aspects of equality — sex, disability, marital status, religious belief, age,
gender preference, or geographical location/income group.
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3.4 Therefore the bold step has been taken of preparing a new all-embracing Equalities
Scheme, to cover all aspects of the subject in considerably greater detail than has
ever been the case previously. This scheme is attached for Members™ consideration.
It is not proposed in this report to outline each particular section but Members will
observe how the Scheme has been constructed. The Scheme sets out the Council's
commitment to Equality generally, and then moves into a consideration of each
sphere in turn beginning with geographical location & income gouping.

3.5 The preparation of the Scheme has involved a considerable amount of work by the
Equality & Diversity Officers, and has the full support of the Council’s Management.
All Heads of Service have been consulted in detail about their parts and roles, and
the document can be said to represent a major leap forward in the Council’s Equality
and Diversity actions, and shows how the Council will continue to do so in the years
covered by the Scheme.

3.6 Once the scheme has been approved by the Council it will be subject to an
extensive consultation exercise with key partners and community representatives.

4. Financial Implications

4.1 There have been no costs associated with preparing or launching the scheme
other than staff costs. It will be necessary for the Council to undertake a major
consultation exercise about the scheme, following its adoption by the Council.
Costs and budget provision for this exercise are being explored.

5. Legal Implications

5.1 Publication of the Scheme meets the Council’s legal obligations in respect of the
new Disability Standards to do so by December 4™ 2006.

6. Corporate Objectives

6.1 The subject of Equality and Diversity must not be thought of as being one of the
Council’s Corporate Objectives or priorities. This is because it has to be a
fundamental and integral part of each corporate objective and priority, rather than
being something in its own right. It is to be part of how the Council works, in every
aspect.

7. Risk Management

7.1 There are no implications.

Background Papers

None

Contact officer

Name C L Felton, Equality & Diversity Officer
E Mail: c.felton@bromsgrove.gov.uk
Tel:  (01527) 881429
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Bromsgrove District Council

Inclusive Equalities Scheme
4" December 2006 to 3" December 2009

Introduction

We are pleased to introduce this new Inclusive Equalities Scheme for Bromsgrove District
Council. This Scheme represents the most far reaching commitment to equalities that has
ever been made in this Council’s history and it should be seen as a major step forward in the
way we are approaching our responsibilities in this District and it demonstrates our
commitment to making equality and diversity a reality for all who live and work here.

The production of this Scheme follows a considerable amount of research, policy and function
scrutiny and consultation and involvement with a wide range of partners and we are proud to
say that the results reflect well on these efforts in achieving a tool for the practical
implementation of the full range of equality issues.

Every individual in the area served by Bromsgrove District Council expects and should
receive fair and equal treatment when accessing our services

Employment opportunities with us should be fair and we recognise that our workforce
should represent the diverse nature of the communities we serve.

In everything we do, we aim to remove unfairness and promote equality of opportunity,
equal access for all and good relations between people from all backgrounds.

We recognise that people are often treated differently on the basis of many factors —

race or colour, nationality, ethnic or national origin
disability

gender, marital status

sexual orientation

religion, belief or culture

age

geographical location and income group

We decided sometime ago to produce an Inclusive Equalities Scheme that incorporates all
our legal responsibilities for both service delivery and employment. The Scheme goes beyond
the minimum that the law requires and takes into account good practice in all areas of
equality.
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In the Scheme, we start with our overall Equalities commitment, encompassing geographical
location and income group in Chapter One — see pages 4 to 8. Then we address each of the
other equality issues in separate chapters, dealing with specific needs relating to each one.

There is much talk about moving towards “Diversity” as a unifying approach to all equality
issues but it is our view that until we are certain that we have removed all practical barriers
that exist for an individual arising because of the separate equality issues, we cannot truly say
that we are achieving an approach that relies on treating a person as an individual.

However, by working through our programme of commitments set out in the Scheme, we
hope to work towards a more inclusive social model where diversity is understood, accepted
and valued, and becomes the norm.

We have some challenging times ahead with new legislation coming into effect this and next
year and the establishment of the proposed Commission for Equality and Human Rights.

We look forward to playing our part and combining this with the implementation of our
Inclusive Equalities Scheme.
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Chapter One —

The Equality Standard for Local Government

1.1 Bromsgrove District Council’s Equalities Approach

In 2005, we revisited our Race Equality Scheme and the processes that it had put in place, to
ensure that services meet the needs of the community as a whole and that the basis of
delivery is fair and equitable.

This review also presented us with an opportunity to re-examine our long-standing
commitment to equality of opportunity and to accept that notwithstanding this commitment,
this had been isolated to specific areas and services and consequently it had not always been
an integral part of the day-to-day working of this authority.

In order to redress the balance, we embarked on an ambitious journey toward social
inclusion. Our definition of social inclusion is a society which

Has a shared vision and shared values

Improves the quality of life for all by reducing inequalities
Tackles unfair and unlawful discrimination

Builds strong cohesive communities

Acknowledges that diversity brings added value to the lives of all who live and work
and travel to the area

This means that in addition to addressing the statutory requirements, we also have moral
duties. Thus, we established that an Inclusive Equalities Scheme would make extremely good
business sense. Our Scheme incorporates our Race Equality Scheme (see Chapter Two —
pages 9 to 23) and the two new forthcoming duties described as our Disability Equality
Scheme (see Chapter Three — pages 24 to 37) and our Gender Equality Scheme (see
Chapter Four — pages 38 to 47).

Our Inclusive Equalities Scheme also covers the statutory requirements in relation to The
Employment Equality Regulations - Sexual Orientation, Religion or Belief and Age and should
be seen to apply across the wider social spectrum including important local issues such as
urban/ rural mix, income group and geographical location.

We intend that our Inclusive Equalities Scheme will lay a firm foundation upon which we will
continue to build on the promotion of our all embracing approach and thus provide us with a
robust framework for evolution and learning. It also provides us with a framework of actions
and evidence gathering to achieve nationally recognised standards through The Equality
Standard for Local Government.
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We will therefore examine everything that we do through the processes described in our
Action Plans at the end of each Chapter and in this way seek to demonstrate that over time,
we will meet the needs of all minority groups in our district, all men and women, and people
with disabilities and of all age groups.

1.2 Our Vision and Values
Our Vision is simple:

“Bromsgrove District will be an attractive, clean, healthy, safe,
and prosperous District where an improving quality of life is
enjoyed equally by all.”

Our vision is underpinned by a set of values that is shared by members and officers.
Our Values: -

Putting our citizens first

Being honest, open and fair at all times
Valuing and respecting people
Demonstrating integrity and accountability
Ensuring quality customer service
Seeking to achieve value for money
Working together

Recognising the need for improvement
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1.3 The Local Government Equality Standard (LGES)

The Equality Standard recognises the importance of fair and equal treatment in local
government services and employment and this will help us achieve Our Vision and Values
and to implement the commitments made in this Inclusive Equalities Scheme.

The Standard has been developed as a tool to enable authorities to mainstream gender, race
and disability into council policies and practices at all levels. However, Bromsgrove District
Council intends to apply them in addition to sexual orientation, religion or belief and age. We
also have a commitment to fairness of treatment in relation to geographical location and
income group and consider the effects of rural/ urban mix.

The Standard promotes a framework for delivering an integrated and mainstreamed approach
to equality and diversity in employment and training, service delivery, corporate policies and
community consultation.

It aims to:

provide a systematic framework for mainstreaming of equalities

meet legal obligations

integrate equalities policies and objectives with Best Value

tackle institutional discrimination and develop anti-discrimination practices
over time, improve performance

The Standard is achieved by working through five levels starting with Level One through to
Level Five for excellence. The five levels are :

Level One - Commitment to a comprehensive equality policy
Level Two - Assessment and Consultation

Level Three - Setting equality objectives and targets

Level Four - Information systems and monitoring against targets
Level Five - Achieving and reviewing outcomes

1.4 What we have already achieved
We achieved Level One at the end of year 2005 — 2006 by demonstrating that :

- we are improving equality practice at both corporate and departmental level

- we are ear marking specific resources for improving equality practice

- we are carrying out equality action planning and equality target setting within all
departments and service areas

- we are conducting systematic consultation

- we have a fair employment and equal pay policy

- we have an impact and needs/ requirements assessment

- We are progress monitoring

- we audit and scrutinise ourselves
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1.5 What we intend to do to achieve Level Two — Assessment and Consultation
We are committed to achieving Level Two by the end of year 2006-2007.
To achieve Level Two, we will have to demonstrate that :

- we have engaged in an impact and needs/ requirements assessment

- we have engaged in consultation with designated community, staff and stakeholder
groups

- we have engaged in the development of information and monitoring systems

- we have engaged in an equality action planning process for employment, pay and
service delivery

- we are developing a system of self assessment, scrutiny and audit

Bromsgrove District Council — Inclusive Equalities Scheme — 19" July 2006 7



The Equality Standard for Local Government —

Corporate Action Plan

Objective Actions/ Targets By Whom Time Frame |
To achieve Level Quarterly assessment of Equalities Continuous action to
Two Best Value Performance Officer and collect data
Indicator 2a Assistant with
input from all Level Two to be
Departments achieved by end of
and CEO performance year
2006- 2007
To achieve Level
Three we will be able
to demonstrate that:
e we have completed | Quarterly assessment of Equalities Continuous action to
a full and systematic | Best Value Performance Officer and collect data
consultation process | Indicator 2a Assistant with
with designated input from all Level Three to be
community, staff and Departments achieved by end of
stakeholder groups and CEO performance year
2007- 2008
e we have set As above As above Level Three to
equality objectives for achieved by end of
employment, pay and performance year
service delivery 2007- 2008
based on impact and
needs/ requirements
assessment and
consultation
e equality objectives | As above As above Level Three to
have been translated achieved by end of
into action plans with performance year
specific targets 2007 - 2008
e we are developing | As above As above Level Three to
information and achieved by end of
monitoring systems performance year
that allow us to 2007 - 2008
assess progress in
achieving targets
e action on achieving | As above As above Level Three to

targets has started

achieved by end of
performance year
2007 — 2008
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Chapter Two - Race

21 Introduction

This is Bromsgrove District Council’s Race Equality Scheme for 2006 — 2009. It supersedes
our original Scheme which was adopted in May 2002 and updated in May 2005.

We are committed to the promotion of Racial Equality in the way that we deliver our services
and in our quest to become a preferred employer. We aim to recognise the cultural, ethnic,
religious and linguistic diversity that our District and society reflect.

This document has been designed to demonstrate how we will put into practice our
commitment to the promotion of Race Equality and in particular how we intend to address our
Statutory Duties under the Race Relations (Amendment) Act 2000.

2.2 The Race Relations Act 1976

The Race Relations Act 1976 brought into being a number of controls to eliminate
discrimination based on race. Race is defined as “race, colour, nationality, national or ethnic
origin.” Discrimination could be direct, indirect, or by victimisation or harassment - all forms
are equally unacceptable and likely to be unlawful.

In 1999 the Report of the Stephen Lawrence Inquiry by Sir William MacPherson was
published which identified the fact of “institutional racism” in one of Britain’s main public
services.

“Institutional racism” is defined as :

“The collective failure of an organisation to provide an appropriate and professional
service to people because of their colour, culture or ethnic origin. It can be seen

or detected in processes, attitudes and behaviour which amount to discrimination
through unwitting prejudice, ignorance, thoughtlessness and racist stereotyping which
disadvantage minority ethnic people.”

In the course of the Inquiry it became apparent that the 1976 Act left a number of gaps
because some elements of public functions were not classed as a service and so failed to
deal with situations when a person might suffer prejudice but was unable to take action about
it because a “service” was not being provided to that person at the time.

2.3 The Race Relations Amendment Act 2000

In order to close this gap the Race Relations (Amendment) Act 2000 was passed and
became law on 2" April 2001. This widens the scope of the original 1976 Act and outlaws
racial discrimination in all public functions. It requires all public authorities to follow a
minimum standard, signaling that racial discrimination in the way an authority works is
unacceptable and must be eliminated.
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One of the specific duties set down by the Act is the requirement to publish a Race Equality
Scheme and we did this in May 2002 and updated it in May 2005. Our Race Equality Scheme
is set out in this Chapter and now forms part of our Inclusive Equalities Scheme.

Our Race Equality Scheme sets out how we intend to continue to meet the requirements of
the Act and specifically our arrangements for:-

Meeting the General Duty

how we will eliminate unlawful racial discrimination

how we will promote equality of opportunity

how we will promote good relations between persons of different racial groups
Meeting the Specific Duties

to produce a Race Equality Scheme which sets out the way we intend to meet
the General Duty and the associated Specific Duties

to assess our functions and policies for relevance to race equality
to monitor our policies for impact on race equality
to assess and consult on new policies

to publish the results of any consultation, monitoring or assessment carried out
in relation to any current or new policies

to ensure that the public have access to the information and services we provide
to train our staff on the requirements of the Act
Meeting the Employment Duty

to monitor existing staff (and any applicants for jobs, promotion, or training) by
their racial group.

This will include monitoring and analysing, according to racial group, all examples of:-

grievances lodged
disciplinary action
performance appraisals
training

staff leaving the Council
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24 Bromsgrove — geographical location and population breakdown

Bromsgrove is a geographically diverse community - urban and rural — centred around an old
Market town with a large commuter population.

The 2001 Census showed :-

Bromsgrove Worcestershire West England
Midlands
White:
British 95.7 95.5 86.2 87.0
Irish 1.0 0.8 1.4 1.3
Other White 1.1 1.3 1.2 2.7
Mixed :
White and Black
Caribbean 0.3 0.3 0.8 0.5
White and Black African | 0.1 0.0 0.1 0.2
White and Asian 0.2 0.2 0.3 0.4
Other Mixed 0.2 0.1 0.2 0.3
Asian or British Asian:
Indian 0.6 0.3 3.4 2.1
Pakistani 0.1 0.5 2.9 1.4
Bangladeshi 0.0 0.2 0.6 0.6
Other Asian 0.1 0.1 0.4 0.5
Black or Black British:
Caribbean 0.3 0.2 1.6 1.1
African 0.1 0.1 0.2 1.0
Other Black 0.0 0.0 0.2 0.2
Chinese or other ethnic
group:
Chinese 0.2 0.2 0.3 0.5
Other ethnic group 0.1 0.1 0.3 0.4
Source: 2001 Census see www.statistics.gov.uk

Worcestershire has a traditional population of Romany Gypsies including a small number of
Irish Travellers. The Council operates a static travellers™ site at Wythall, in the District of
Bromsgrove. We can also put an adjacent transit site into operation on demand within 24
hours.

In May 2006 The Commission for Racial Equality (CRE) published “Common Ground” —
Equality, good race relations and sites for Gypsies and Irish Travellers”. This is a
detailed report of the CRE’s year long enquiry into the provision of services to Gypsies and
Travellers and the responses of local authorities in meeting the needs of those communities.

Bromsgrove District Council — Inclusive Equalities Scheme — 19" July 2006 11



http://www.statistics.gov.uk/

Bromsgrove District Council replied to the original request for information from the CRE and
we have included in our action plan our arrangements for reviewing the recommendations of
the report and examining our services and policies in relation to this significant minority ethnic
group in the area which we serve. See page 22.

2.5 Roles and Responsibilities

Bromsgrove District Council is a statutory local government body serving a population of
87,826. We are one of the largest employers in the District employing 450 people. The
Council provides a number of services to the District and its communities.

The Council believes that, as a responsible employer and service-provider, we should
continue to place racial equality at the very heart of our corporate being. This is demonstrated
by policies, practices, service given, manner of behaviour, decisions taken.

Therefore everyone - members of the public, visitors, external organisations or bodies,
Councillors, staff — will be treated in the same way in whatever dealing they may have with
the Council. Decisions or actions will not be influenced by any form of racial prejudice.
Conditions and requirements will not be imposed, or policies adopted, which in any way lead
to comparatively unfavourable treatment between racial groups. On the contrary — the
Council will continue to strive to ensure that its conduct actively promotes equality at all times
and in all areas.

2.6 How and when will we meet the general and specific duties?

In our first Race Equality Scheme we listed all our functions and duties but as these have
changed over time, we have produced a new list which now includes our assessment of the
relevance of each function and duty to race equality. See Appendix C - pages 74 to 82.

This is only the first step of a lengthy procedure which will lead to a further, more detailed
Impact Assessments for which we have developed a toolkit for use in each department. See
Appendix D — pages 83 to 93.

The Council has identified and trained an Equalities Champion in every Service Department.
The role of the Champions is to support and guide each manager responsible for the
completion of the impact assessment. It is also the role of the Champion to act as equality
monitoring officer and ensure that the impact assessments are being carried out in
accordance with their department’s three-year rolling Equalities Action Plan.

To assess the level of relevance of a particular function or policy to the general and specific
duties, we use the following measurements: -

What evidence is there?

This is assessed by using research information, outcomes of consultation, ethnic
monitoring of service delivery and whether or not we receive any complaints.

Is there public concern, especially among ethnic minority communities, that
certain functions/policies are discriminatory or racist?
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This is assessed by using research information, outcomes of consultation, complaints
and ethnic monitoring of service delivery.

Since our first Scheme we have set up The Equality and Diversity Forum which is used for
consultation and measurement of our progress on improving the delivery of our services to
the public. They meet every six weeks and play an active part in scrutinising our progress
towards meeting the objectives of this Scheme.

2.7

How we will review our plan and timetable

It is our firm belief that this Scheme should not be thought of as being set in stone. In order to
maintain its usefulness and validity, it will be reviewed and updated regularly in the light of
both comments received on it and our experience in implementing it. It is therefore reviewed
in the following ways: -

2.8

The Equality Champions™ Working Group reviews and monitors impact
assessments undertaken in respect of all the functions and services of the Council

The Equalities & Diversity Forum undertakes the evaluation of the Impact
assessment outcomes and scrutiny.

Wider Community Consultation — we will embark on a programme of wider
community consultation towards the end of this year.

The Scheme is linked strategically to the priorities of Worcestershire County and West
Midlands region through the Council’s representation on the Worcestershire Equalities
Forum and the West Midlands Regional Assembly on Equality and Diversity

Our Racial Equality Performance Indicators and Targets

A number of national Best Value Performance Indicators have been set up specifically to
address racial equality within the Corporate framework these are:-

BVPI 2a The Equality Standard for Local Government

This records the level of the Standard to which the Authority conforms. The Council
has achieved Level One and aims to achieve Level Two by 2006-7. For further details
of how we intend to do this see Chapter One.

This Performance Indicator is the responsibility of Legal and Democratic Services.

BVPI 2b Duty to Promote Race Equality

This measures the effectiveness of our Race Equality Scheme and records the
progress being made against the targets in the Scheme.
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Spread over a range of criteria the Council has achieved 71% for 2005-06 against a
target of 53% and aims to achieve 80% for 2006-07 and 85% for 2007-08.

This Performance Indicator is the responsibility of Legal and Democratic Services.
BVPI 17

This relates to the percentage of local authority employees from minority ethnic
communities compared with the percentage of the economically active ethnic minority
community population in the authority area.

At Bromsgrove District Council, we analyse the overall numbers of the different ethnic
groups that make up our workforce. The overall non white minority ethnic proportion of
our workforce in 2006 is 0.99%, which is lower than the non white minority ethnic
proportion of the Bromsgrove District area which, in 2001 stood at 2.3 %. The total in
2001 was 4.4% when adding white and non white minority ethnic groups.

Source: 2001 Census see www.statistics.gov.uk

This Performance Indicator is the responsibility of Human Resources and
Organisational Development.

BV Pl 174
This relates to the number of racial incidents recorded by us per 100,000 population.

“Racial incidents” are any incidents regarded as such by the victim or anyone else. The
indicator applies to all of our services including employment.

BV PI1 175

This relates to the percentage of racial incidents that resulted in further action.
Subsequent action must be recorded in writing and would entail such things as:

Detailed investigations e.g. interviews with alleged perpetrator(s)
Referral to the police or other body (CRE, CAB etc.)

Mediation

Warning to the perpetrator which if oral must be recorded at the time
Relocation of the victim

Removal of graffiti
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Traditionally, the reporting of such incidents has been low in the Bromsgrove District.
However, because we are taking an ever more proactive stance on this we are seeking to
improve our procedures for recording and responding to such incidents. See page 21.

BVPI 174 and 175 are the responsibility of Culture and Community Department.

Our performance on all of these indicators is published in Council Results every June.

29 Training

It is essential that all Council members and staff have a good understanding of the principles
of the Race Relations (Amendment) Act 2000 and its important implications for service

delivery. In view of this the Council has implemented training in the following areas: -

General equalities awareness training for all staff through drama workshops provided
by Theatre In.

Specific training for line managers and those responsible for undertaking equality
impact assessments with refresher training and impact assessment “surgeries” for
managers.

Specific equality training for Equality Champions which has also been made available
to Members

Training and Development needs for all Elected Councillors are currently being
analysed as part of the Modern Councillor Programme. Equality and Diversity training
will be included as part of this process.

210 Contact details and Consultation Arrangements

For details of how to contact us see Appendix A, page 67 to 71.

For details of our consultation arrangements see Appendix B pages 72 to 73.
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The General Duty |

Race Equality Scheme -

Corporate Action Plan
4" December 2006 to 3™ December 2009

Actions/ Targets

By Whom

' Time Frame ||

To demonstrate that
Bromsgrove District
Council meets the
General Duty by

good relations
between persons of
different racial groups

activities and
partnerships

The Equality and
Diversity Forum

The Black History Month
supported by Probation
Service, Police, BDHT
and Bromsgrove Black
History Group

The Holocaust Event

The Equality Champions
Working Group

Officer and Assistant

Equality Officer and
Assistant

Culture and Community

Services

Culture and Community

Services

Equality Officer and
Assistant

explaining :
e how we will by implementing the CEO Continuous
eliminate unlawful Specific Duties — see Leader of the Council
racial discrimination below All Departments
supported by Equality
Officer and Assistant
e how we will promote | by implementing of the CEO Continuous
equality of opportunity | Specific Duties — see Leader of the Council
below All Departments
supported by Equality
Officer and Assistant
e how we will promote | Through various local To be led by Equality Continuous

Forum meets
every six
weeks

Black History
month annual
event in
October

Holocaust
Event every
November

Meet every
quarter
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The General Duty
Corporate support for
the work to meet the
General Duty and
Specific Duties

Race Equality Scheme -

Corporate Action Plan ctd.
4" December 2006 to 3™ December 2009

Actions/ Targets
Commitment to Race
Equality to be
incorporated in the
Corporate Plan

| By Whom
CEO

Leader of the
Council

Time Frame
Immediate and
continuous

Corporate Policy
Review

Equality Impact

Assessments are carried

out in respect of every

policy function, process

and procedure.

Results are fed into
service business
planning process.

New policies will be
formulated giving
consideration to the

Corporate Commitment

to Race Equality

Equality Impact

Assessment “surgeries”

will be held to assist
managers with the
process

All Departments
supported by
Equality Officer and
Assistant

As above

As above

As above

Continuously in line
with Departmental

3 years rolling
Equality Action
Plans

Annual business
planning cycle

Continuous

8", 18" and 27"
September 2006

and then ad hoc as

required
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The General Duty |

Race Equality Scheme -

Corporate Action Plan ctd.
4" December 2006 to 3™ December 2009

Actions/ Targets

Time Frame

Consultation

Through the Equalities
and Diversity Forum

Table a discussion with
the with the Bromsgrove
Partnership

Through web site and

diversity page

Wider Community
Consultation

Equality Officer and
Assistant

CEO

Equality Officer and
Assistant with
IT Department

Equality Officer and
Assistant

The Forum meets
every six weeks

The Inclusive
Equalities Scheme
will be published for
wider community
consultation by 1st
of October 2006 for
conclusion by 18"
November 2006 for
final publication 4™
December 2006

Training and
Development

Equalities training offered
to all members and line
managers

Training and Development
needs for all Elected
Councillors are currently
being analysed as part of
the Modern Councillor
Programme. Equality and
Diversity training is
included as part of this
process

HR OD with support
from Equality Officer
and Assistant

HR OD and Legal
and Democratic

Managing Equality
and Diversity
Training
programme from
October 2006 to
January 2007
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Race Equality Scheme -

Corporate Action Plan ctd.
4" December 2006 to 3™ December 2009

The Specific Duties |

Actions/ Targets

Time Frame

Produce a Race
Equality Scheme
which sets out the way
we intend to meet the
General Duty and the
associated Specific
Duties

Review and
improve existing
Race Equality
Scheme

Equality Officer and
Assistant

To be presented to
Leaders Group on 12"
July 2006

To be presented to
Cabinet in August
2006

To be presented to full
Council by September
2006

To be ratified by full
Council by September
2006

To be published for
wider community
consultation by 1st of
October 2006 for
conclusion by 18"
November

To be published by 4"
December 2006

e assess our functions
and policies for
relevance to race
equality

Undertake Equality
Impact
Assessments

Offer Equality

All Departments with
the assistance of
Equality Officer and
Assistant

Equality Officer and

In line with the
Business Planning
process and the 3 year
Equality Rolling Action
Plans

8" 18" and 27"

analysing data

Democratic and
support of CEO

Impact Assistant September 2006 and
Assessment then ad hoc as
“surgeries” required

e monitor our policies | Develop All Departments with | Continuous

for impact on race proportionate the assistance of

equality means of Equality Officer and
collecting, Assistant Legal and
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Race Equality Scheme -

Corporate Action Plan ctd
4" December 2006 to 3™ December 2009

Specific Duties ctd.

Actions/ Targets

Time Frame

e assess and
consult on new
policies

Undertake Equality
Impact Assessments

Equalities and
Diversity Forum to be
provided with
Executive Summaries

Inform other partners
e.g. Bromsgrove and

All Departments
with the
assistance of
Equality Officer
and Assistant

Equality Officer
and Assistant

Corporate Policy
and Performance

As and when required

The Forum meets every
six weeks

Bi-monthly meetings of
B.A.R.N

Redditch Network with Equality
(B.A.R.N.) Officer and
Assistant
e publish the results | Through Intranet and CEO In Council Results every

of any consultation,
monitoring or
assessments carried
out in relation to any
current or new
policies

website pages

Communicate to the
Equality and Diversity
Forum and publish in
Council Results

Equality Officer
and Assistant

CEO
Equality Officer
and Assistant

June
Forum meets every six
weeks

In Council Results every
June

e ensure that the
public have access
to the information
and services we
provide

Contract with Ethnic
Access Link for
interpreting services

“Signpost” to go on all
our leaflets, booklets
and letters offering
alternative formats

CEO
Equality Officer
and Assistant

CEO
Equality Officer
and Assistant

Ongoing

e to train our staff on
the requirements in
respect of the
Specific Duties Act
in relation to service
delivery

Equalities training
offered to all members
and line managers

Equality Impact
Assessment
“surgeries”

HR OD with
support from
Equality Officer
and Assistant

Equality Officer
and Assistant

Managing Equality and
Diversity Training
programme October
2006 to January 2007

8", 18" and 27"
September 2006 and ad
hoc as required
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Other
To review the
recommendations of
the CRE’s Report
“Equality, good
relations and sites for
Gypsies and Irish
Travellers

Race Equality Scheme -

Corporate Action Plan ctd
4" December 2006 to 3™ December 2009

Actions/ Targets
Identify relevant
officers and services
and arrange a short
term Working Group

Bring summary of
report to the attention
of partners

Involve the Equality
and Diversity Forum
Bromsgrove and
District Network

By Whom
Equality Officer and
Assistant with other
identified relevant
departments and
service providers

Time Frame
Group to be set up
by October 2006

Group to report
back by end of
January 2006

To review and
improve the reporting
and recording
procedures for racial
incidents

Involve the Equality
and Diversity Forum
and other interested
parties

Arrange review
meetings

Equality Officer and
Assistant with other
identified relevant
departments and
service providers

Group to be set up
by October 2006

Group to report
back to end of
January 2007
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Race Equality Scheme -

The Employment Duty Action Plan
4" December 2006 to 3™ December 2009

Specific Duties Actions/ Targets Time Frame
To demonstrate that To monitor, analyse and HR OD with Continuous
Bromsgrove District report on :- Equality Officer
Council meets the and Equality
Specific Duty for e existing staff Assistant
Employment e all applications for jobs at

all stages of the process
e applications and delivery

of training
by ethnic group.

As above To research the feasibility | HR OD with Research to be
of a system to monitor, Equality Officer completed by end
analyse and report on and Assistant of September
promotion by ethnic group 2006

As above Monitor, analyse and report | HR OD with Continuous
on all examples of:- Equality Officer

and Assistant
e grievances lodged
e disciplinary action
e performance appraisals
e staff leaving the Council

by ethnic group
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Race Equality Scheme -

The Employment Duty Action Plan ctd.
4" December 2006 to 3™ December 2009

Specific Duties ctd.

Actions/ Targets

Time Frame

To demonstrate that
Bromsgrove District

General equalities
awareness training made

HR OD with
Equality Officer

Managing Equality
and Diversity

Council meets the available to all staff and and Assistant Training

Specific Duty for members programme from

Employment October 2006 to

January 2007
All staff involved with HR OD Policy in place for
recruitment and selection those involved in
receive relevant training Recruitment and
Selection

Equality impact Equality Officer | 8", 18" and 27™
assessment “surgeries” will | and Assistant September 2006
be offered to all line and ad hoc as
managers and equalities required
champions

As above Investigate positive HR OD with Continuous
measures if areas of under- | Equality Officer
representation are and Assistant
identified in the monitoring
process

To support the Monitor complaints of HR OD with Continuous

Specific Duty for harassment and take Equality Officer

Employment remedial measures as and Assistant

Bromsgrove District
Council will seek to
eliminate harassment
on the grounds of race

needed
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Chapter Three - Disability
3.1 Introduction

This chapter sets out Bromsgrove District Council’s Disability Equality Scheme as it will be
launched on 4" December 2006 and looking further forward to 3™ December 2009. It
describes the way that we will meet our legal duties under the Disability Discrimination Act
2005.

In its 2005 report “Improving the Life Chances of Disabled People”, the Government sets out
its vision of disability equality as follows:

“By 2025, disabled people in Britain should have full opportunities and choices to
improve their quality of life and will be respected and included as equal members of
society”.

At present disabled people do not have the same opportunities or choices as non-disabled
people. Nor do they enjoy equal respect or full inclusion in society on an equal basis. The
poverty, disadvantage and social exclusion experienced by many disabled people is not the
inevitable result of their impairments or medical conditions, but rather stems from attitudinal
and environmental barriers. This is known as ‘the social model of disability’, and provides a
basis for the successful implementation of the duty to promote disability equality.

Whilst many people have positive attitudes towards disabled people, some express pity, fear,
lack of respect, contempt and even sometimes hostility and aggression. These attitudes are
hurtful, can lead to discrimination and can also place unnecessary restrictions on disabled
people.

Bromsgrove District Council recognises that we have an opportunity to make an enormous
contribution towards removing the barriers to equal opportunities for disabled people. We
intend to do this by addressing the way in which we run our services and how we employ
people. We can also exert influence in the community at large, for example when we provide
leisure and other services, when we regulate the activities of others, when we award licenses
or planning permission, and when we inspect the performance of other organisations.

All of our functions are listed in Appendix B (pages 72 to 73) and are subject to the duty to

promote disability equality. They have all been provisionally assessed for their relevance to

disability equality on a matrix of High (H), Medium (M) or Low (L). A more in depth Equality

Impact Assessment will be carried for those functions which have been assessed as having
High or Medium Relevance to Disability Equality. Our Equality Impact Assessment Toolkit is
included as Appendix C (pages 74 to 82).

Bromsgrove District Council is committed to fulfilling this new duty in the delivery of all our
services because we know that one in six of the population has an impairment or a condition
and thus a significant proportion of our customers and employees are disabled within the
meaning of the Disability Discrimination Act.
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We believe that by implementing the requirements of the disability equality duty we will benefit
in the following ways :

better targeted policies

representation of different groups at all levels

improvements in perceptions of services, and more satisfaction with services
greater confidence in services

filling gaps in services

better involvement and more participation by service users and members of the
public

In terms of policy and service delivery we will benefit from implementing the duty because it

will :
[ ]

encourage our policy makers to be more aware of issues concerning particular
groups

encourage better co-ordination across our departments and functions (for
example, planning, leisure services and customer services)

contribute to more informed decision-making
ensure that our policies are properly targeted

improve our ability to deliver suitable and accessible services, and to carry out
our functions so that they meet various needs

encourage greater openness in our policy-making

increase involvement of disabled people in our policy-making

Meeting the duty will also bring advantages to us in terms of our employment functions - it will

help us to :

achieve a more representative workforce
attract able staff

avoid losing or undervaluing able staff
improve staff morale and productivity
improve staff management

identify and develop good practice
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The 2001 Census showed the following relevant statistics for the area covered by
Bromsgrove District Council :

Health and provision of care ]

| Bromsgrove England and Wales |
Good 71.1 68.6
Fairly good 21.2 22.2
Not good 7.7 9.2
With a limiting long term
illness 16.7 18.2
Provide unpaid care 11.6 10.0
Permanently sick or disabled | 3.6 5.5
Source: Census 2001 see www.statistics.gov.uk

3.2 The Disability Discrimination Act 2005

The Disability Discrimination Act 1995 has been amended by the Disability Discrimination Act
2005 so that it now places enforceable duties on all public authorities which they must have
due regard to when carrying out their functions.

The General Duty and the Specific Duties come into force on 5" December 2006.

The General Duty

This duty requires all public authorities to adopt a proactive approach, mainstreaming
disability equality into all decisions and activities. It specifically requires us to :

° promote equality of opportunity between disabled persons and other persons
° eliminate discrimination that is unlawful under the Act

° eliminate harassment of disabled persons that is related to their disabilities

° promote positive attitudes towards disabled persons

° encourage participation by disabled persons in public life; and

° take steps to take account of disabled persons’ disabilities, even where that

involves treating disabled persons more favourably than other persons.

The overarching goal of the general duty is to promote equality of opportunity, and, the other
elements of the duty both support this goal and require due regard in their own right.
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The underpinning principle of the duty is the need to take steps to take account of a disabled
persons’ disabilities, even where that involves treating disabled persons more favourably than
other persons.

This underlines the fact that equality of opportunity cannot be achieved simply by treating
disabled and non-disabled people alike.

The Disability Discrimination Act 2005 also sets out further specific duties which are designed
to help us meet the General Duty.

The Specific Duties

To produce a Disability Equality Scheme demonstrating how we intend to fulfill the
general duty and specific duties

Involve disabled people in the development of the Scheme

Include a statement in the scheme of

° the way in which we have involved disabled people in the development of the
Scheme

° our methods for impact assessment

° the steps we are going to take towards fulfilling the general duty in the form of

an action plan

° our arrangements for gathering information in relation to employment, and
delivery of our services

° our arrangements for putting the information gathered to use, in particular in
reviewing the effectiveness of our action plan and in preparing our subsequent
Disability Equality Schemes

Within three years of our Scheme being published, we must have taken the steps set out our
action plan and put into effect the arrangements for gathering and making use of information.

We must also publish an annual report containing a summary of the steps taken under the
action plan, the results of our information gathering and the use to which we have put the
information.

Our Disability Equality Scheme will be published by 4™ December 2006.
It should be noted that the general and specific duties do not create individual rights for
disabled people. However, a breach of the general duty can be the subject of a claim for

judicial review of a public authority’s action (or inaction). If the specific duties are not met, the
Disability Rights Commission can take enforcement action.
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However a member of the public should always try to contact us in the first instance to give us
an opportunity to address your concerns.

We would like to hear what you have to say about this scheme, and the Council’s
performance in the field of Disability Equality in general, whether your comments are critical
or positive.

3.3 Bromsgrove District Council — our ongoing actions in relation to disability
equality

As an area with a higher than average age than the general population we, at the Council, are
aware of the increasing likelihood of acquiring disabilities due to age, or existing disabilities
worsening, again due to age. It is estimated that as many as 1 in 6 of the population have a
condition or impairment although many of those people will not see themselves as disabled
within the meaning of the Disability Discrimination Act.

We have already taken many steps which will help us to demonstrate that we are meeting the
General and Specific Duties which come into effect on 5" December 2006 :-

° The Bromsgrove Disabled Access Group meets bi-monthly and we have regular
contact with this group. The Group recently carried out a car parking users survey
entirely on their own initiative and sent us their report to which we have responded. We
are currently identifying solutions to the issues raised in the report.

° The Bromsgrove Disabled Access Group is also represented on the Equality and
Diversity Forum who meet every six weeks and who have been consulted and involved
in the drawing up of each of the sections of this Inclusive Equalities Scheme.

° We will set up a Disability Forum along the lines of our Equality and Diversity Forum
and will approach a wide range of partners in the voluntary and community sector to
become involved to help us steer this Disability Equality Scheme through its stages
and turn the commitments we are making here into reality.

° We participate in the North Worcestershire Care and Repair service which also
provides a Safety Check Inspection to help prevent trips and falls. There is a radio
control for Life Line which is a scheme where residents who join scheme can activate
the emergency services through a monitor which they wear continuously.

° We have links with Chadsgrove School for disabled children and this year have
successfully piloted a Work Experience Programme placement for students with
mobility impairments. This programme will continue and will be expanded in the future
and is line with our commitment to improve equality on age grounds and attract more
younger people to work in local government — see Age Equality Policy pages 59 to
66.
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3.4

We already link with national disability awareness campaigns and plan to continue in
the future to link with other national campaigns and support and publicise them
throughout Council functions and services. We will also seek to develop local
campaigns based on our research with the community to address the issues that they
have brought to the fore.

Of all our services, Street Scene is guaranteed to have contact with every household in
the District. Because of this, we currently operate a scheme in relation to removal of
household waste where because, of disability or age infirmity, our Street Scene
workers will provide extra services to the householder in order to safely remove
household waste.

In July 2006 we will complete a comprehensive disability access audit of all our
buildings with the assistance of one of our partners, SCOPE and will respond to the
results of the audit by improving our premises and access to our services over a period
of time.

We also provide Disabled Access Grants where, subject to certain criteria, a
householder can be Grant Aided in order to make adaptations to their property in order
to retain their independence. In addition we only charge half fees for such Planning
Applications.

We administer the Blue Badge Scheme for the District and we are currently seeking to
appoint a Disabled Access Officer.

Because we are committed to increasing employment opportunities and attracting
more disabled job applicants we are working with Jobcentre Plus to achieve the
Positive About Disability Two Ticks Symbol by the end of September this year. This will
then be seen on all Council literature.

We run a Shopmobility Scheme based at the side of the car park on the Asda site in
Bromsgrove Town centre from which we loan a range of mobility vehicles free of
charge. This provides better access for disabled people and helps to break down
barriers caused by social isolation. We are currently arranging for a landline to be
connected at the Shop to make it easier for the public to make contact by phone and
responding to the request from users for additional vehicles with specific adaptations

We have sought to follow best practice guidelines from the Royal National Institute for
the Blind in the production of this Scheme and are seeking to follow the guidance
produced by the RNIB in all our forms, letters and publications. The Scheme and
associated documents are available in alternative formats on request.

Contact details and Consultation Arrangements

For details of how to contact us, see Appendix A, page 67 to 71

For details of our consultation arrangements, see Appendix B, pages 72 to 73.
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Disability Equality Scheme —

Corporate Action Plan
4" December 2006 to 3™ December 2009

The General Duty Actions/ Targets | By Whom Time Frame| |
To promote equality | By implementing the Specific CEO Continuous
of opportunity Duties — see below All Departments
between disabled with
persons and other Equality Officer and
persons Assistant
To eliminate By implementing the Specific CEO Continuous
discrimination that is | Duties — see below All Departments
unlawful under the with Equality Officer
Act and Assistant
To eliminate Develop relationships with All Departments Continuous
harassment of various representative groups with Equality Officer
disabled persons and improve access for disabled | and Assistant
that is related to people, e.g. Bromsgrove
their disabilities Disabled Access Group,

Bromsgrove and Redditch
Network, BDHT
Make disabled Equality Officer and | By end of
people aware of Setup a separate Disability Assistant September
their right not to be Forum involving the Primary 2006
harassed Care Trust and other relevant
local groups
Conduct research on | Appoint a Disabled Access Legal and Immediate
the incidence of Officer Democratic
harassment in the
District
To promote positive | Identify role models CEO Continuous
attitudes towards
disabled persons
Ask local disabled people about | CEO - All by 18"
what kind of positive images Departments with November
should be used Equality Officer and | 2006
Assistant
Promote and support national CEO - All Ongoing
and local disability equality Departments with
campaigns Equality Officer and
Assistant
Research issues within the local | Equality Officer and | by 18™
community and devise and run Assistant November
locally based campaigns 2006
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The General Duty

Disability Equality Scheme —

Corporate Action Plan ctd.
4" December 2006 to 3™ December 2009

Actions/ Targets

Time Frame

ctd.
To promote positive
attitudes towards
disabled persons

Disability Equality
Training based on the
social model of
disability

HR OD with
Equalities Officer
and Assistant

Ongoing

To encourage
participation by
disabled persons in
public life; and

Identify Councillor role
model

Use positive images
of disabled people

Promote and support
national disability
awareness campaigns

CEO

CEO

All Departments
with Equality Officer
and Assistant

CEO

All Departments
with Equality Officer
and Assistant

By December 2006

To take steps to take
account of disabled
persons’ disabilities,
even where that
involves treating
disabled persons more
favourably than other
persons

Complete access audit
to all BDC buildings to
be carried out by
SCOPE

Implement
recommendations of
access audit

Policy for collection of
household rubbish in
place for identified
customers on grounds
of disability and age

Devise Customer
Satisfaction
Questionnaire for
Shopmobility Scheme

Legal and
Democratic

CEO

All Departments
with Equality Officer
and Assistant

Street Scene and
Waste Management
Services

Equality Officer and
Assistant

July 2006

To be completed by
September 2007

Continuous

To be completed
and ready for use
by end of
September 2007
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The Specific

Disability Equality Scheme —

Corporate Action Plan ctd.
4" December 2006 to 3™ December 2009

Actions/ Targets

Time Frame

Duties
To produce a
Disability Equality
Scheme
demonstrating how
we intend to fulfill
the general duty
and specific duties

To achieve formal
ratification of All
Inclusive Equalities
Scheme incorporating
the Disability Equality
Scheme through the
Council procedures

Equality Officer and
Assistant with
support from CEO
and all Departments

To be presented to
Leaders Group on12"
July 2006

To be presented to
Cabinet in August
2006

To be presented to
full Council by
September 2006

To be ratified by full
Council by September
2006

To be published for
wider community
consultation by 1st of
October 2006 for
conclusion by 18"
November

To be published by 4"
December 2006

Involve disabled
people in the
development of the
Scheme

Involve Equality and
Diversity Forum and the
Bromsgrove Disabled
Access Group

Use Wider community
consultation

Engage all groups in the
development and
finalisation of the
Scheme

Equality Officer and
Assistant

Equality Officer and
Assistant with IT
and Culture and
Community
Services

Equality Officer and
Assistant

Equality and Diversity
Forum meet every six
weeks and the
Disabled Access
Group meet

Wider Community
involvement and
consultation to take
place between 1%
October 2006 and 18"
November 2006
Publish All Inclusive
Equalities Scheme by
4™ December 2006
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Disability Equality Scheme —

Corporate Action Plan ctd.
4" December 2006 to 3™ December 2009

The Specific Duties

Actions/ Targets

Time Frame

ctd.
Include a statement
the scheme of :

The way in which we
have involved disabled
people in the
development of the
Scheme

Document the
discussions with
The Equality and
Diversity Forum
and with The
Bromsgrove
Disabled Access
Group

Equality Officer and
Assistant

Equality and Diversity
Forum meets every
six weeks

Disabled Access
Group meets bi-
monthly

Our methods for
Impact
Assessment

Through the use of
the Equality Impact
Assessment Toolkit

All Departments with
Equality Champions
and Equality Officer
and Assistant

Continuous process -
results are included in
the 3 year Rolling

Equality Action Plans

The steps we are
going to take towards
fulfilling the general
duty in the form of an
action plan which are :

e our arrangements for
gathering information

Analyse existing
data and produce a

All departments with
Equality Officer and

Over the next 12
months

putting the information
gathered to use, in
particular in reviewing
the effectiveness of
our action plan and in
preparing our
subsequent Disability
Equality Schemes

implement plans to
act on the data

the Equality Officer
and Assistant

in relation to gap analysis Assistant

employment*, and

delivery of our services

e our arrangements for | Discuss and All departments with | Over the next 12

months

*see Disability Equality Scheme - Employment Action Plan pages 35 to 37
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Disability Equality Scheme —

Corporate Action Plan ctd.
34 December 2006 to 2" December 2009

The Specific Duties

ctd.

Actions/ Targets

Time Frame

Within three years of our
Scheme being
published, we will have
taken the steps set out
this action plan and will
have put into effect the
arrangements for
gathering and making
use of the information.

Continuous work to
improve the content
and awareness of
the Scheme

Provide assistance
to Equality
Champions with
Equality Impact
Assessments

CEO

Equality Officer and
Assistant with the
support of all
Departments

Equality Champions
with Equality officer
and Assistant

To be reviewed and
revised by

4" December 2007
4" December 2008

4" December 2009

We will also publish an
annual report containing
a summary of the steps
taken under the action
plan, the results of our
information gathering
and the use to which we
have put the
information.

Feed in results of
Equality Impact
Assessments and
documents their
subsequent actions
and outcomes

CEO

All Departments with
Equality Officer and
Assistant

To be published by
4" December 2007
4" December 2008

4" December 2009
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Disability Two Ticks

Symbol

Disability Equality Scheme —

Employment Action Plan
4™ December 2006 to 3" December 2009

Actions/ Targets

Time Frame

To achieve the Produce evidence of the HR OD with To achieve the
standard awarded by | actions taken to meet the Equalities standard by end
Jobcentre Plus to use | Two Ticks standard Assistant of August 2006
the Disability Two
Ticks Symbol on all Meet with Jobcentre Plus HR OD with August 2006
Bromsgrove District Disability Access Officer to Equalities
Council publicity confirm award of standard Assistant
material
To publicise the award of the | Publicity By end of
Two Ticks Symbol September 2006
Interview all disabled Review our current practices | HR OD with Already in place
applicants who meet in relation to content of job Equalities
the basic criteria for a | descriptions and person
job and consider them | specifications
on their abilities
All vacancies to be HR OD Continuous
advertised internally and
externally
All managers have been HR OD Already in place
given recruitment and
selection training and
guidance on best practice in
relation to all areas of
equality
Explicit reference made to HR OD with From September

the Councils commitment to
the Disability Two Ticks
Standard within the
information sent to
prospective candidates

Investigate positive
measures if areas of under-
representation are identified
in the monitoring process

Equality Officer
and Assistant

HR OD with
Equality Officer
and Assistant

2006 onwards

Continuous
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Disability Two Ticks

Symbol ctd.

Disability Equality Scheme —

Employment Action Plan ctd.
4" December 2006 to 3™ December 2009

Actions/ Targets

By Whom

Time Frame

Provide a chance at Ensure that this is incorporated | HR OD Continuous
least once a year for in the annual performance All line
disabled employees to | review and any interim reviews | managers
discuss what we can e.g. during probation
do for them to ensure
that they can develop | Conduct surveys of disabled HR OD with Timetable to be
and use their abilities employees for feedback Equalities agreed
Officer and
Assistant
Make sure reasonable HR OD Continuous
adjustments are made in all All line
cases managers
Make every effort to Ensure that this is incorporated | HR OD In line with
keep people in a job if | inthe annual Performance All line Annual
they become disabled | Development Review and managers Reporting Cycle
whilst working for us ensure that similar
opportunities are made
available at any time an
employee acquires a disability
or an existing disability
worsens
Make sure reasonable HR OD Continuous
adjustments are made in all All line
cases managers
Make sure all Publicise to all employees via | CEO Follow up
employees have the Core Brief HR OD with sessions for
right level of disability Equality Officer | new staff
awareness needed to and Assistant
make this scheme
work
Equality and Diversity training | HR OD Continuous
including disability has already commitment
been delivered to all staff
Equality including disability is HR OD Continuous
included in Induction commitment

procedures
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Disability Two Ticks

Disability Equality Scheme —

Employment Action Plan ctd.
4" December 2006 to 3™ December 2009

Actions/ Targets

Time Frame

Symbol ctd.
Review the scheme
yearly and plan ways
to improve, letting staff
and Jobcentre Plus
know about progress
and future plans.

Conduct an internal survey of
users of the Scheme

Inform Jobcentre Plus of the
results and resulting actions

HR OD with
Equality Officer
and Assistant

HR OD with
Equality Officer
and Assistant

Internal review 3
months before
anniversary
date of award of
the Symbol by
Jobcentre Plus

Develop arrangements
for gathering
information in relation
to employment

Analyse existing data and
produce a gap analysis

All departments
with Equality
Officer and
Assistant

Over the next
12 months
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Chapter Four - Gender

4.1 Introduction

This chapter sets out Bromsgrove District Council’s Gender Equality Scheme. It describes
the way that we will meet our anticipated legal duties under Part 3 of the Equality Act 2006
and how we intend to advance equality between women and men.

It has been 30 years since the Sex Discrimination Act came into force. Since then, great
strides have been made in achieving equality between the sexes and tackling sex
discrimination. For example, more women are in the labour market and are helped by flexible
work patterns and increased childcare provision. Having said that, there is still a long way to
go. Women still come second too often in the workplace and other spheres of life, while men
face inequalities too, particularly in their increasingly clear wish to play a full role as fathers
and get a better balance between work and personal life.

Nationally, women are still being paid less than men and in some instances face
discrimination at work despite record numbers of tribunal cases. In the past 30 years there
have been 250,000 employment tribunal cases related to sex discrimination and 67,000
linked to equal pay. Record numbers of cases have been heard in the past five years, but
gender equality problems remain "stubbornly persistent" according to the Equal Opportunities
Commission who have calculated that individuals spent £51 million taking tribunal cases last
year, while employers forked out £68 million to defend themselves.

At Bromsgrove District Council, 19.2% of the top 5% of the workforce are women. This is
recorded in BVPI 11a.

Part-time women workers earn almost 40% less per hour than full-time men, a figure which
has barely changed since the 1970s. Most part-time women workers are stuck in jobs below
their potential, partly because of lack of flexible working at more senior levels, said the report.

The gender equality duty should also be seen in its context of fitting into the broader equality
picture. Women and men, including transsexual people, will experience different forms of
disadvantage depending on their age, ethnicity, colour, religion and belief, sexual orientation,
marital or civil partnership status and whether or not they have a disability. For example, only
47% of disabled women are in employment, compared with 53% of disabled men. Of the
disabled women in employment, only 52% work full-time. This compares with an employment
rate of 75% for non-disabled women and 86% for non-disabled men.

Source - Facts about women and men in Great Britain 2005 - The Equal Opportunity
Commission — see www.eoc.org.uk

In order to understand and address questions of gender equality under the duty, we will

consider that complexity and whether particular groups of women or men are experiencing
particular disadvantages.
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Here at Bromsgrove District Council we recognise that we have an opportunity to make a
difference by playing our part in the continuing struggle to remove these barriers and achieve
the full and equal participation of women and men in the workplace and in society. We also
intend to play our part in making our services more responsive to women and men'’s different
needs as this will increase opportunities, reduce inequalities and improve quality of life for all.

All of our functions are listed in Appendix C ( pages 74 to 82) and are subject to the duty to
promote gender equality. Our Equality Impact Assessment Toolkit is shown in Appendix D
(see pages 83 to 93).

4.2 The Equality Act 2006

The gender equality duty aims to make gender equality central to the way that public
authorities work, in order to create :

° Better informed decision making and policy development
° A clearer understanding of the needs of service users

° Better quality services which meet varied needs

° More effective targeting of policy and resources

° Better results and greater confidence in public services
° A more effective use of talent in the workforce

This creates new enforceable duties for public authorities which we must have due regard to
when carrying out our functions. These come into effect on 6™ April 2007.

4.3 The General Duty

This duty will require us to adopt a proactive approach, mainstreaming gender equality into all
decisions and activities. It will specifically require us to :

° Eliminate unlawful discrimination and harassment based on gender
and
° Promote equality of opportunity between men and women

This means being conscious of our obligations under the Sex Discrimination Act and the
Equal Pay Act and taking steps to ensure compliance. It also means taking active steps to
promote gender equality when carrying out our functions and activities.
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4.4 The Specific Duties
To help us meet the General Duty, further Specific Duties are set out as follows:-

To produce a Gender Equality Scheme identifying gender equality goals and showing
the action we will take to implement these goals

Consult employees and stakeholders as appropriate in drawing up the Gender Equality
Scheme

Publish the Gender Equality Scheme setting out the goals and planned outcomes
Monitor progress and publish annual reports on progress
Review the Gender Equality Scheme every three years

Develop and publish a policy on developing equal pay arrangements between men and
women including measures to :

° promote equal pay

° ensure fair promotion

° ensure fair development opportunities
° tackle occupational segregation

Conduct and publish gender impact assessments consulting appropriate stakeholders

covering :
° all primary legislation
° significant secondary legislation
° all major proposed developments in

¢ employment
¢ policy
¢ services

Develop and publish arrangements and criteria for identifying developments that justify
conducting a formal gender impact assessment.
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4.5 Aim of the Duties

The aim of the duties is not to establish processes but to make visible and faster
progress towards gender equality. In preparing our Gender Equality Scheme and the
associated Gender Equality Action Plan we will use the following indicators of progress:

° Gender equality issues, and their budgetary implications, are considered at the
beginning of policy making

° It is easy to find a wide variety of data and information to assess effectively how certain
actions will affect women and men

° Women and men from all groups of the community feel effectively engaged in
decision and policy making around issues that have a direct effect on them

° Service users notice that services are delivered more appropriately and service
outcomes by gender begin to improve

° Women and men are making greater use of services that their sex had previously
under-used

° Women and men are represented at all levels of the workforce and in all areas of work

° Sexual and sexist harassment of staff and service users is dealt with promptly

and systematically, according to agreed procedures, and tolerance of
harassment drops within the organisation as a whole

° There is no discrimination against pregnant women and women returning from
maternity leave

° The gap between women and men's pay narrows and is eventually eliminated
° Employees and service users with caring responsibilities are receiving greater

support from us organisation, including flexible and part-time working
opportunities at all levels of work

° Transsexual people feel supported and valued as employees and potential
employees

° Barriers to the recruitment and retention of transsexual staff have been identified and
removed
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Employees are

. aware of the gender equality duty
. understand how it will affect their work
¢ are trained in gender equality issues at a level appropriate to their role

and responsibilities
5. Bromsgrove District Council — our ongoing actions in relation to gender equality

Provision of Maternity leave — we provide the statutory minimum of paid leave plus
dependant on length of service, we also provide additional maternity benefits.

Provision of two weeks Paternity leave

Flexible working hours to help full and part time staff with childcare or other care
responsibilities

We offer a £3.00 a day subsidy per child for full time nursery or other childcare costs
subject conditions. This is available to mothers or fathers and continues as long as the
child (or children) are in full time nursery care until they are in school. If the child is
minded for 2 day only, the amount of assistance given will be £1.50 a day.
For childcare arrangements in school holidays, parents may claim £2.00 per child per
full day or £1 per child for half a day.

Our provisional Gender Equality Scheme will be published by 4" December 2006.

The new duty will be enforceable by law by the Equal Opportunities Commission and
subsequently by the Commission for Equalities and Human Rights.

6. Contact details and Consultation Arrangements
For details of how to contact us, see Appendix A, page 67 to 71

For details of our consultation arrangements, see Appendix B, pages 72 to 73.

Bromsgrove District Council — Inclusive Equalities Scheme — 19" July 2006 42



Gender Equality Scheme —

Corporate Action Plan
4" December 2006 to 3™ December 2009

The General Duty |  Actions/ Targets By Whom Time Fame
Eliminate unlawful By implementing the CEO Continuous
discrimination and Specific Duties — see
harassment based on | below All Departments
gender with Equality Officer

and Assistant
Promote equality of By implementing the CEO Continuous

opportunity between
men and women

Specific Duties — see
below

All Departments
with Equality Officer
and Assistant
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Specific Duties

Gender Equality Scheme

Corporate Action Plan ctd
4" December 2006 to 3™ December 2009

Actions/ Targets

Time Frame

To produce a Gender
Equality Scheme
identifying gender
equality goals and
showing the action we
will take to implement
these goals

Draft Scheme
involving all
Departmental
Managers in the
Action Planning

Formal ratification of
All Inclusive Equalities
Scheme through the
Council procedures

Equality Officer and
Assistant

To be presented to
Leaders Group on
12™ July 2006

To be presented to
Cabinet in August

To be presented to
full Council by
September 2006

To be ratified by full
Council by
September 2006

Consult stakeholders
as appropriate in
drawing up our
Gender Equality
Scheme

Through the Equality
and Diversity Forum
and other local
relevant forums and
partners

Equality Officer and
Assistant

The Equality and
Diversity Forum
meets every six
weeks

Publish our gender
equality scheme
setting out our goals
and planned outcomes

To review the draft
Gender Equality
Scheme against the
finalised Code of
Practice and the
guidance produced by
the EOC and revise
the Scheme
accordingly

Equality Officer and
Assistant

Dependant on
further guidance to
be published by the
EOC

To be published for
wider community
consultation by 1% of
October 2006 for
conclusion by 18"
November

To be published by
4th December 2006
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Gender Equality Scheme

Corporate Action Plan ctd.
4" December 2006 to 3™ December 2009

Time Frame

Specific Duties ctd.
Monitor progress and
publish annual reports
on progress

Actions/ Targets
Analyse existing data
and produce a gap
analysis

Publish results

All Departments
with Equality Officer
and Assistant

CEO

Departmental 3 Year
Rolling Equality
Action Plans

Council Annual
Report every June

Review our Gender
Equality Scheme
every three years

Regular feedback
through the Equality
and Diversity Forum

Equality Officer and
Assistant with input
from All
Departments

Equality and
Diversity Forum
meets every 6
weeks

Review to be
completed between
15t July and 18™
November 2009

Results published by
3 December 2009

Conduct and publish
gender impact
assessments
consulting appropriate

stakeholders covering:

Equality Champions
using the Equality
Impact Assessment
Toolkit

All Departments
with Equality Officer
and Assistant

Results included in 3
Year Rolling Equality
Action Plans

Results fed into
Business Planning in
the planning cycle

e all primary Identify the potential Equality Officer and | As need arises
legislation impact Equality Assistant
e significant Equality Champions to | Equality Officer and | As need arises

secondary legislation

identify and refer to
Legal and Democratic
Services

Equality Assistant

e all major proposed
developments in
employment, policy
and services

Equality Champions
using the Equality
Impact Assessment
Toolkit

All Departments
with Equality Officer
and Assistant

Results included in 3
Year Rolling Equality
Action Plans

Results fed into
Business Planning in
the planning cycle
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Specific Duties ctd.
Develop and publish
our arrangements and
criteria for identifying
developments that
justify conducting a
formal gender impact
assessment.

Gender Equality Scheme

Corporate Action Plan ctd.
4" December 2006 to 3™ December 2009

Actions/ Targets
Through the use of the
Equality Impact
Assessment Toolkit

CEO
Equality Officer and
Equality Assistant

Time Frame
In line with the 3

Year Rolling Equality

Action Plans

To be published in
Council Results
every June
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Specific Duties

Gender Equality Scheme —

Employment Action Plan
3" December 2006 to 2" December 2009

Actions/ Targets

Time Frame

Consult employees as Plan and carry out CEO with HR By 18" November
appropriate in drawing | consultation of Inclusive OD, Equality 2006
up our Gender Equality | Equalities Scheme Officer and
Scheme Equality
Assistant
Develop and publish a | Equality Impact HR OD See Job Evaluation
policy on developing Assessment timescale
equal pay
arrangements between | Publish results CEO
men and women
including measures to :
e promote equal pay Job Evaluation Scheme in | HR OD Spring 2007
progress
e ensure fair promotion | Linked to Job Evaluation HR OD Spring 2007
and PDR
e ensure fair Linked to Job Evaluation HR OD Spring 2007
development and PDR
opportunities
e tackle occupational Linked to Job Evaluation HR OD Spring 2007
segregation and PDR
Conduct and publish Equality Impact HR OD In line with 3 year
gender impact Assessments to be carried Rolling Equality
assessments consulting | out and fed into business Actions Plans
appropriate planning process
stakeholders covering
all major proposed
developments in
employment and policy
affecting staff
Other employment Review of Recruitment HR OD October 2006
actions and Selection
As above Review of advertising HR OD October 2006
As above Review of Job HR OD October 2006
Descriptions and Person All Services
Specifcations Departments
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Chapter Five — Sexuality

5.1 The Employment Equality (Sexual Orientation) Regulations 2003

From 1% December 2003, the Employment Equality (Sexual Orientation) Regulations came
into effect. The aim of the Regulations is to eliminate unfair discrimination based on sexuality
in employment and vocational training.

Those protected are :

all workers including the self employed, contract workers, office holders, the police and
members of trade organisations.

people taking part in or applying for employment related vocational training, re-training
or work experience including all courses at Further Education and Higher Education
Institutions and training provided by employers or private and voluntary sector
providers.

Those not protected are :

members of the regular armed forces, full-time and part-time reservists and
unpaid volunteers

5.2 Definition of Sexual Orientation
Sexual orientation is defined as —

Orientation towards persons of the same sex (lesbians and gay men)
Orientation towards persons of the opposite sex (heterosexual)
Orientation towards persons of the same sex and the opposite sex (bisexual)

Gender reassignment is a separate issue and unrelated to sexual orientation despite a
common misunderstanding that the two issues are part of the same picture. It is unlawful to
discriminate against or harass anyone on the grounds that the person intends to undergo, is
undergoing or has undergone gender reassignment. These issues are already covered by the
Sex Discrimination (Gender Reassignment) Regulations 1999. See Chapter Four, our Gender
Equality Scheme — pages 30 to 47.

5.3 Unlawful Discrimination
The Regulations make it unlawful for employers to :-

discriminate against job applicants, employees or former employees,

in the recruitment and selection for employment process

in the terms of employment afforded to employees

in the opportunities afforded to employees for promotion, transfer, training or receiving
any other benefit

in dismissing or subjecting employees to any other detriment
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54 Unlawful Discrimination

The Regulations describe the following ways in which discrimination can occur — these are
the same definitions as for other anti-discrimination legislation (except for disability).

Direct Discrimination
deciding not to employ someone because of their sexuality
dismissing someone because of their sexuality
Indirect Discrimination
pension benefits are only payable to an opposite sex partner
Discrimination by way of victimisation

if a manager dismissed an employee who had given evidence on behalf of another
employee who had claimed sexual orientation discrimination

Discrimination by means of Harassment
When someone is subjected to unwanted conduct on the grounds of sexual orientation which

has the purpose or effect of: violating their dignity or creating an intimidatory, hostile,
degrading, humiliating or offensive environment for them.

5.5 Other Relevant Legislation

5.5.1 The Sexual Orientation (Provision of Goods and Services) Regulations

The Equality Bill 2006 includes an order making power that will allow Regulations to be made
to prohibit sexual orientation discrimination in the provision of goods, facilities and services, in
education and in the execution of public functions.

The Government recognises that discrimination faces lesbian, gay and bisexual people in this
area in their day-to-day lives and is keen to ensure that the Regulations have effect where
they are most needed. There is no date yet for the implementation of this proposed
legislation and the guidance is not yet available from the DTi.

For further information see www.dti.gov.uk
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5.5.2 Civil Partnerships

The Civil Partnership Act 2004 came into force on 5 December 2005 allowing two non-related
adults of the same sex to register a civil partnership, which has many of the same rights and
responsibilities as marriage.

From 5 December the Employment Equality (Sexual Orientation) Regulations 2003 will allow
employers to restrict employment benefits to married people and people in a civil partnership
to the exclusion of those who hold neither status. The Regulations will also require spouses
and civil partners to be treated equally in the workplace and for vocational training.

Employers must check that any benefits they provide for spouses of employees, or benefits
contingent on marriage such as health insurance for a spouse, or time off before or after a
marriage are also available to an employee in a civil partnership, or to their civil partner, if
appropriate.

There is no requirement to offer these benefits more widely than spouses and civil partners —
i.e. to unmarried opposite-sex couples and unregistered same-sex couples.

Employers must also amend human resource systems and forms and outward facing material
and forms to reflect the introduction of civil partnership. Where there is a reference to ‘spouse’
or ‘marriage’ there should also be a reference to ‘civil partner’ or ‘civil partnership.’

They should avoid making people identify themselves as either married or in a civil
partnership. In most situations because the treatment given to civil partners and married
people is the same, there should be no need to identify them separately.

Be aware that some people may want to change their name upon registering a civil
partnership, or hyphenate their name with their partners.

5.6 Contact details and Consultation Arrangements
For details of how to contact us, see Appendix A, page 67 to 71

For details of our consultation arrangements, see Appendix B, pages 72 to 73.
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Sexuality —

Corporate Action Plan

Corporate Actions/ Targets By Whom Time Frame |
Corporate Commitment to Equality on | CEO Continuous
the grounds of sexuality and
the promotion of a culture of | All Departments
acceptance and freedom
from harassment to be
incorporated into the
Corporate Plan
Corporate Policy Equality Impact All Departments | In line with 3
Review Assessments will be carried | with Equality years
out in respect of every Officer and departmental
policy function, process and | Assistant rolling Action
procedure. Plans
Results will be fed into the | As above
service business planning
process
New policies will be As above

formulated giving
consideration to the
Corporate Commitment to
Equality on the grounds of
sexuality

Legal and Democratic

Monitoring of developments
in legislation in relation to
sexuality

Adjust action plans
accordingly

Equalities Officer
and Equalities
Assistant

As above

Ongoing
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Employment
Recruitment and
Selection

Sexuality —

Employment Action Plan

Actions/ Targets
All vacancies to be advertised
internally and externally

All managers given recruitment
and selection training and
guidance on best practice

Explicit reference made to the
Councils commitment to
Equality on the grounds of
sexuality within the information
sent to prospective candidates

By Whom |
HR OD

As above

As above

Time Frame
Continuous

Training and
Development

General equalities awareness
training made available to all
staff and members

All staff involved with
recruitment and selection to
receive relevant training

Equality Impact assessment
“surgeries” will be offered to all
line managers and equalities
champions

Training opportunities to be
published in the Councils
Training Directory

Equalities training offered to all
members

HR OD

As above

As above

As above

As above

Continuous
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Chapter Six - Religion or Belief

6.1 Introduction

The 2001 Census was the first Census to ask a question on religion and the results
expressed as percentages for Bromsgrove District were as follows :-

Religion | Bromsgrove England and Wales
Christian 80.1 71.8

Buddhist 0.1 0.3

Hindu 0.2 1.1

Jewish 0.1 0.5

Muslim 0.3 3.0

Sikh 0.3 0.6

Other religions 0.2 0.3

No religion 11.8 14.8

Religion not stated 6.8 7.7

Source: 2001 Census Office for National Statistics www.statistics.gov.uk

There is little variation between the different wards with all showing the majority religion as
Christianity from the lowest at 76.2% (Tardebigge) to the highest at 82.8% (Hagley).
Tardebigge has the highest recorded minority religion of 1.5% Muslims followed by Linthurst
with 1.0% Sikh.

6.2 The Employment Equality (Religion or Belief) Regulations 2003

On 2nd December 2003, the Employment Equality (Religion or Belief) Regulations come into
effect. The aim of the Regulations is to eliminate unfair discrimination based on religion or
belief in employment and vocational training.

Those protected are :

all workers including the self employed, contract workers, office holders, the police and
members of trade organisations.

people taking part in or applying for employment related vocational training, re-training
or work experience including all courses at Further Education and Higher Education
Institutions and training provided by employers or private and voluntary sector
providers.

Those not protected are :

members of the regular armed forces, full-time and part-time reservists

unpaid volunteers
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6.3 Definition of Religion or Belief

Religion or belief is not explicitly defined in the Regulations. In most cases it will be clear what
is or is not a religion or a similar belief. It will be for the courts to decide in cases where this is
in dispute. Factors to be considered are whether there is collective worship, a clear belief
system and a profound belief affecting way of life and view of the world. The protection
against discrimination extends to all the well known religions and other beliefs such as
Paganism and Humanism. The Regulations also cover those without specific religious or
similar beliefs.

6.4 Unlawful Discrimination
The Regulations make it unlawful for employers to :-

discriminate against job applicants, employees or former employees,

in the recruitment and selection for employment process

in the terms of employment afforded to employees

in the opportunities afforded to employees for promotion, transfer, training or receiving
any other benefit

in dismissing or subjecting employees to any other detriment

The Regulations describe the following ways in which discrimination can occur — these are
the same definitions as for other anti-discrimination legislation (except for disability).

Direct Discrimination
At interview it becomes apparent that a job applicant is a Muslim — although the person
has all the skills and competencies required for the job, the employer decides not to
offer the applicant the job because of their religion

Indirect Discrimination
Drivers for a delivery company like to wear baseball caps. The Manager applies a “no
headwear rule”. This rule disadvantages Sikhs who wear a turban for religious
reasons.
A high street clothing retailer has a uniform requirement that female sales assistants
must wear a skirt that shows the legs below the knee and does not allow matching
trousers to be worn underneath. This rule disadvantage women who are Muslims.
A group of employees working for a small company based in a rural area ask for
facilities to observer Muslim prayers. The Managing Directors office is often used for
meetings but their request is refused.

If the refusal was unreasonable this could be unlawful.

Bromsgrove District Council — Inclusive Equalities Scheme — 19" July 2006 54



Discrimination by way of victimisation

After giving evidence to an Employment Tribunal on behalf of a colleague who had
brought a claim of discrimination on the grounds of religion or belief, an employee
applies for promotion. The application is rejected even though the evidence shows all
the necessary skills and experience. The manager says that the application was
rejected because the employee is perceived to be a troublemaker.

Discrimination by means of Harassment

When someone is subjected to unwanted conduct on the grounds of religion or belief which
has the purpose or effect of: violating their dignity or creating an intimidatory, hostile,
degrading, humiliating or offensive environment for them.

An employee is subject to continuous remarks about his partner’s religious convictions.
He finds this offensive and distressing and complains to his manager. He is told not to
be so sensitive and the remarks are only harmless workplace banter.

6.5 Religious Observance in the Workplace

The Regulations do not say that employers must provide time and facilities for religious or
belief observance in the workplace. However, Bromsgrove District Council will consider
whether our policies, rules and procedures indirectly discriminate against workers or
employees of particular religions or beliefs and where there is a risk that this might occur,
consider what changes can be made.

Many religions or beliefs have a special festival or spiritual observance days. An employee or
a worker may request holiday to celebrate festivals or attend ceremonies. Bromsgrove District
Council will sympathetically consider such requests where it is reasonable and practical for
the employee/ worker to be away from work and they have sufficient holiday entitiement in
hand.

6.6 Other relevant legislation

6.6.1 The Equality Act 2006 Part 2

This is expected to come into force by October 2006. It will extend protection against
discrimination on the grounds of religion or belief in the provision of goods, facilities and
services, the management and disposal of premises, the exercising of public duties and in

education.

In these areas it will be unlawful to discriminate against an individual on the grounds of the
religion or belief (or lack of it) of that person or of someone with whom they are associated.

There are a number of exceptions, for example for organizations which have a purpose

related to a religion or belief. Further detailed guidance will be available from the Home Office
website before the commencement of these provisions.
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6.6.2 The Racial and Religious Hatred Act

This Act was passed by Parliament in 2006 and is expected to become law later this year.
The Act creates an offence of “incitement to religious hatred” to protect against extremists
stirring up religious hatred because of people’s religious beliefs or lack of religious beliefs.
Examples of religious hate crime include :

° using threatening words or behaviour or displaying threatening material with the
intention of stirring up religious hatred

° religiously aggravated assault
6.7 Contact details and Consultation Arrangements
For details of how to contact us, see Appendix A, page 67 to 71

For details of our consultation arrangements, see Appendix B, pages 72 to 73.

Bromsgrove District Council — Inclusive Equalities Scheme — 19" July 2006 56



Religion or Belief -

Corporate and Service Delivery Action Plan

Corporate Actions/ Targets Time Frame
Corporate Commitment to eliminating CEO Continuous
discrimination on the grounds
of religion or belief to be All Departments
incorporated in the Corporate
Action Plan
Commitment to the promotion | CEO Continuous
of a culture of acceptance and
freedom from harassment to All Departments
be incorporated into the
Corporate Plan
Services Equality Impact Assessment Line Managers in | By end of
of all services with relevance conjunction with September 2006
to Religion or Belief will have | Equalities Officer
been done to ensure that any | and Equalities
risk of unlawful discrimination | Assistant
in the provision of goods,
facilities and services
including housing will have
been identified and as far as
possible eliminated
3 Year Departmental Rolling As above As above

Equality Action Plans will have
been updated
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Religion or Belief -

Employment Action Plan

Employment Actions/ Targets By Whom | Time Frame ||
Employee Needs Consult on the need to provide | HR OD with Immediate
a permanent Ecumenical Room | Equality Officer
and Assistant
Employee Needs Develop and consult on a HR OD with By end of
Religion or Belief Observation Equality Officer | September 2006
Policy and Assistant
Recruitment and Review our current practices in | HR OD Ongoing
Selection relation to content of job
descriptions and person
specifications
All vacancies to be advertised
internally and externally
All managers given recruitment
and selection training and
guidance on best practice
Explicit reference made to the
Councils commitment to
Equality of Religion or Belief
within the information sent to
prospective candidates
Training and General equalities awareness HR OD Ongoing

Development

training made available to all
staff and members

All staff involved with
recruitment and selection to
receive relevant training

Impact assessment workshops
will be offered to all line
managers and equalities
champions

Training published in the
Councils Training Directory

Equalities training offered to all
members
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Chapter Seven - Age
7.1  Introduction
By 2006, in the UK, half of everyone aged 16 or over will be over 50.

Currently only 70% of people aged between 50 and state pension age are in work compared
to 81% of those aged between 25 and 49.

Increased life expectancy combined with shortfalls in pension will mean increasingly that
people will want to retire later.

Around 1 million people choose to work beyond state pension age already.

In local Government 62% of employees are aged over 40 compared to 48% in the economy
as a whole and only 8% are aged under 25 as against 16% generally. This clearly shows that
Local Government generally, will have to be more attractive to younger people as an
employer now and in the future.

Source: Age Positive, Age Partnership Group see www.agepositive.gov.uk

The 2001 Census data for Bromsgrove District Council area showed that of the Resident
Population, the spread of age groups across the District by percentage was :-

AGE GROUP | BROMSGROVE ENGLAND AND WALES
Under 16 19.3 20.2

16 to 19 4.3 4.9

20 to 29 9.2 12.6

30 to 59 44 .3 41.5

60 to 74 14.8 13.3

75 and over 8.0 7.6

Average age 40.7 38.6

Source: 2001 Census Office for National Statistics www.statistics.gov.uk

There were some interesting results for the separate Wards showing some with a higher or
lower than average age for the District with Hollywood and Majors Green the highest average
age at 44.8 yrs and Stoke Heath with the lowest average age at 34.0 yrs.

Forthcoming legislation to make discrimination on the grounds of age unlawful will only apply
to employment and vocational training — there will be no protection against discrimination in
areas such as access to goods facilities and services including housing.

However, Bromsgrove District Council is committed to ensuring equality of service provision
for all age groups and will actively seek to ensure that any particular needs of any age group
are met. All Council polices are regularly assessed for their impact on the grounds of age —
see Appendix C (pages 74 to 82) for our Equality Impact Assessments Toolkit.
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7.2 The Employment Equality (Age) Regulations 2006

From 1st October 2006, the Employment Equality (Age) Regulations come into effect. The
aim of the Regulations is to eliminate unfair discrimination based on age in employment and
vocational training.

Those protected are :

all workers including the self employed, contract workers, office holders, the police and
members of trade organisations.

people taking part in or applying for employment related vocational training, re-training
or work experience including all courses at Further Education and Higher Education
Institutions and training provided by employers or private and voluntary sector
providers.

Those not protected are :
members of the regular armed forces, full-time and part-time reservists
unpaid volunteers

7.3  Unlawful Discrimination

The Regulations make it unlawful for employers to :-
discriminate against job applicants, employees or former employees,
in the recruitment and selection for employment process
in the terms of employment afforded to employees
in the opportunities afforded to employees for promotion, transfer, training or receiving
any other benefit

in dismissing or subjecting employees to any other detriment

The Regulations describe the following ways in which discrimination can occur — these are
the same definitions as for other anti-discrimination legislation (except for disability).

Direct Discrimination

not including a manager in a group attending a new company management
development initiative on the grounds that he or she is too old

deciding not to employ someone because of their age

dismissing someone because of their age
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Indirect Discrimination

where for a job specification states “must be recently graduated” as relatively few
people in an older age group are likely to meet this performance criterion.

where a job advert requires a specified number of years of a particular type of
experience which a younger candidate might be very unlikely to have.

Discrimination by way of victimisation

if a manager dismissed an employee who had given evidence on behalf of another
employee who had claimed age discrimination.

if someone was ignored or “cold shouldered” by colleagues because they claimed that
they were not selected for promotion because of their age.

Discrimination by means of Harassment
When someone is subjected to unwanted conduct on the grounds of age which has the
purpose or effect of: violating their dignity or creating an intimidatory, hostile, degrading,

humiliating or offensive environment for them.

name calling or teasing or tolerance for a general culture where, for example, the
telling of ageist jokes in accepted

bullying of a younger worker by always giving him or her unpleasant or unpopular tasks
that should reasonably be shared between colleagues with the same role and
responsibilities

having nicknames for older workers for example “granddad” or dinosaur” if it makes
that person feel demeaned or insulted

7.4 Retirement

The regulations set a default retirement age of 65 for both men and women — this is to be
reviewed in 2011.

This means that an employer can retire employees at or above the age of 65, but not before,
unless an employer can satisfy the test of objective justification.

It is not unlawful to discriminate on the grounds of age when, at the time of the person’s job
application, he or she is over the employer’s normal retirement age.

Employers will normally be able to dismiss on the grounds of retirement, employees who are
over the age of 65 without this being regarded as age discrimination.

Employees will have the right to request to continue working beyond their retirement date -
their employer will have a duty to consider such requests.
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7.5 Fair Retirement
Bromsgrove District Council is committed to abiding by the process of “Fair Retirement”.
A fair retirement is one that:
takes effect on or after our normal retirement age
BDC will give the employee written notice of the date of their intended retirement and
tell them about their right to request to continue working. This will be given between 6
and 12 months before the intended retirement date.
For employees retiring on or shortly after 1st October 2006 transitional arrangements for
these employees have been produced by the Department for Trade & Industry and can be

found on the DTi website.

We also have an Early Retirement Scheme where, in special cases, retirement before normal
retirement age is allowed.

7.6  The National Minimum Wage

It will be lawful to follow the age bands and minimum wage levels set out in the national
minimum wage legislation.

7.7 Service Related Benefits

An exception is included in the Regulations which allows employers to continue to award
benefits to employees using the criterion of length of service. However, for any worker whose
service exceeds 5 years, any disadvantage experienced by that worker when compared with
another person in receipt of a service related benefit, must reasonably appear to fulfill a
business need. (for example, by encouraging loyalty or motivation or reward the experience,
of some or all workers). Employers affected by this provision should refer to Regulation 32

7.8 Unfair Dismissal, Redundancy and Statutory Sick Pay

The regulations remove the current age limit for unfair dismissal, statutory redundancy
payments and statutory sick pay. It will continue to be lawful for the amount of redundancy
payments to be calculated using employee’s age, length of service and weekly pay. It will
also be legal to make enhanced payments. Employees affected by this provision should refer
to Regulation 33.

7.9 Occupational Pensions

The regulations will generally allow occupational pension schemes to continue as before.
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7.10 Contact details and Consultation Arrangements
For details of how to contact us, see Appendix A, page 67 to 71

For details of our consultation arrangements, see Appendix B, pages 72 to 73.
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Corporate
Corporate

Age Equality —

Corporate Action Plan

Actions/ Targets
Commitment to Age
Equality and a culture of
acceptance and freedom
from harassment to be
incorporated into the
Corporate Plan

By Whom
CEO

All Departments

Time Frame
Continuous

Corporate Policy
Review

Equality Impact
Assessments will be
carried out in respect of
every policy function,
process and procedure.

Results will be fed into the
service business planning
process

New policies will be
formulated giving
consideration to the
Corporate Commitment to
Age Equality

All Departments
with Equality
Officer and
Assistant

As above

As above

In line with 3 year
Departmental Rolling
Equality Action Plans

As above

As above

Consultation

Through the Equalities and
Diversity Forum

Link with the Bromsgrove

Partnership

Through our Web page

The Bromsgrove Disabled
Access Group

Wider Community
Consultation

Equality Officer
and Assistant

Assistant CEO

Equality Officer
and Assistant
With IT
Department

Equality Officer
and Assistant

Equality Officer
and Assistant

The Forum meets
every six weeks

Bromsgrove
Partnership meets bi-
monthly

By 23 September
2006

Group meets bi-
monthly

23" September to
18" November

Training and
Development

Equalities training offered
to all members

HR OD with
Equality Officer
and Assistant

Ongoing
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Age Equality -

Employment Action Plan

Employment

Actions/ Targets

By Whom

Time Frame

Consultation will be Staff surveys HR OD and Ongoing
undertaken through Equality
Team meetings Officer and
Assistant
Equality Champions Working
Group
Monitoring Review and define the definition | HR OD with Ongoing
of age groups used for data Equality
collation Officer and
Assistant
Monitoring statistics and As above
reporting the results to SMT.
Job Evaluation Job evaluation to ensure that HR OD Ongoing
posts are graded fairly and
consistently throughout the
Council
Recruitment and Review our current practices in HR OD Ongoing

Selection

relation to content of job
descriptions and person
specifications

All vacancies to be advertised
internally and externally

All managers given recruitment
and selection training and
guidance on best practice

Explicit reference made to the
Councils commitment to Age

Equality within the information
sent to prospective candidates

Investigate positive action
initiatives if areas of under
representation are identified in
the monitoring process
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Age Equality -

Employment Action Plan ctd.

Employment ctd. Actions/ Targets By Whom Time Frame
Training and General equalities awareness HR OD Ongoing
Development training made available to all staff

and members

All staff involved with recruitment and | HR OD Ongoing
selection to receive relevant training

Impact assessment workshops will
be offered to all line managers and HR OD Ongoing
equalities champions

Training opportunities are published HR OD Ongoing
in the Councils Training Directory
Retirement Develop and implement a process HR OD By 1% October
enabling employees to continue 2006

working after current normal
retirement age

Make job opportunities open to job HR OD By 1% October
applicants already over normal 2006
retirement age
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Appendix A How to contact us

How we will deal with complaints

We view any complaint, whatever the subject-matter and whatever the source, with the
utmost seriousness. The Equality and Diversity Forum and our other equality activities
(training, employee awareness, benchmarking for the Local Government Equality Standard
etc.) enable a meaningful and direct means of assessing any complaints received and any
gaps in provision to be identified.

We also operate a direct Complaints procedure enabling representations to be made in
writing or via email to the Equality Officer — see contacts below.

Compilaints or representation made through our Customer Service Centre, or to any officer
regarding any section so the Inclusive Equalities Scheme or associated policies, will be fed
through these channels.

What do you think?

We would like to hear what you have to say about this Scheme, and the Council's
performance in the field of equality in general, whether your comments are critical or positive.

If you have any suggestions we'd love to hear from you. Please contact the following:

Person Role Telephone E-mail

Mrs Claire Felton | Equalities Officer | 01527 881429 c.felton@bromsgrove.gov.uk

Miss Fiona Scott Equalities 01572 881719 f.scott@bromsgrove.gov.uk
Assistant

Mr Kevin Dicks Acting Chief 01527 881487 k.dicks@bromsgrove.gov.uk
Executive

You can write to any of us at: The Council House, Burcot Lane, Bromsgrove, B60 1AA
Or you can complete the contact and consultation form on pages 67 to 71.

A textphone service is available by using telephone number 01527 881291.
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Giving Feedback on the Scheme

We welcome comments and compliments about this document and the action we propose.
People who are dissatisfied with the content of our Inclusive Equalities Scheme for any
reason or have a suggestion about how we could do things differently are encouraged to let
us know.

Please tick the appropriate box and complete the section below and overleaf.
This is a Complaint O Comment O Compliment O

If a comment/ compliment, tick here if you do not want a reply OJ

Your name

Your address

Postcode

Daytime telephone number

E-mail address

Please give details of your complaint/ comment or feedback

What would you like us to do about it?

Signature

Date
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Hand this form in at any council reception area or send it to :

Mrs Claire Felton or Miss Fiona Scott
Equalities Officer Equalities Assistant
At

The Council House, Burcot Lane, Bromsgrove, B60 1AA

A textphone service is available by using telephone number 01527 881291.

Q1

Q2

Q3

Q4

Q5

Q6

What did you find most interesting about the Inclusive Equalities Scheme?

What did you find least interesting about the Inclusive Equalities Scheme?

Were you able to find what you were looking for?

Yes O
No O
Don’t know O

If you could not find what you were looking for please explain.

What, if anything, was your particular personal interest in the Scheme?

If you have any further comments please state them here.

Thank you for taking the time to reply to this questionnaire.
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Completion of this section of the questionnaire is optional, however we would be grateful if
you would tell us a bit about yourself. This information will only be used for statistical
purposes.

Are you Male O Female O

What is your age group?

Under 18 O 40 - 49 O
18 — 29 O 50 - 59 O
30 -39 O 60 — 65 O
Over 65 O
What is your Ethnic Group?
White
White British O
White Irish O
Other White O
Mixed
White and Black Caribbean O
White and Asian O
Other mixed O
Asian or British Asian
Indian O
Pakistani O
Bangladeshi O
Other Asian O
Black or Black British
Caribbean O
African O
Other Black O
Chinese O
Other Ethnic Group O
( please specify ) O
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Do you consider yourself to have a disability?

Yes OJ No [J Please briefly describe
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Appendix B Consultation Arrangements

The formal consultation period for the Inclusive Equalities Scheme will commence on
Saturday 23" September 2006 and close on Saturday 18" November 2006. The Scheme
will then be formally published and launched on 4" December 2006.
D.1 Internal Consultation
Internal consultation will be undertaken in the following ways :
a copy will be sent to all Heads of Departments who will brief staff at team meetings
a copy will be published for all employees via the intranet
a copy will be sent to representatives of the Council’s Trade unions
a copy will be sent to the Council’s Staff Network representatives
All comments and responses will be collated by Claire Felton and Fiona Scott.
D.2 External Consultation
External consultation will be undertaken in the following ways :

the Scheme will be published on Bromsgrove District Council’s internet website

the Scheme will be published on www.worcestershire.whub.org.uk in the Ask Me! —
Consultation Planner and Finder

a consultation launch event will take place at Bromsgrove District Council House on
Saturday 23™ September 2006 - attendance will be by invitation only

copies will be sent to :

Members of the Bromsgrove District Council Equality and Diversity Forum
Members of the Bromsgrove Disabled Access Group

The Commission for Racial Equality

The Worcestershire Racial Equality Group/ Worcester Race Equality Council
Worcestershire County Council

All Worcestershire District and Borough Councils

Members of the Bromsgrove and Redditch Network ( B.A.R.N. )
Members of the Bromsgrove Partnership

Bromsgrove Jobcentre

The West Midlands Regional Assembly

Advantage West Midlands

SCOPE

MIND
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copies will be available for distribution to the general public :

in reception at the Council House, Burcot Lane, Bromsgrove

at the Customer Service Centre, in the Dolphin Centre, School Drive,
Bromsgrove

in the Leisure Centres at Woodrush and Haybridge

in the local libraries in

Alvechurch
Bromsgrove
Catshill

Cofton Hackett
Hagley

Rubery

St. Johns
Wythall

All comments and responses will be collated by Claire Felton and Fiona Scott.

If anyone requires this document in large print, Braille or any other format or in another
language, please contact :

Person ~ Telephone
Mrs Claire Felton | Equalities Officer | 01527 881429 c.felton@bromsgrove.gov.uk
Miss Fiona Scott Equalities 01572 881719 f.scott@bromsgrove.gov.uk
Assistant

A textphone service is available by using telephone number 01527 881291.
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Appendix C List of Functions

Street Scene and Waste Management Services

Function Disability Gender Sexuality Religion/ Age Income/
Belie Locati

Refuse & ° ° ° ° e | o °

Recycling

Collection

Grounds ° ° o ° ° ° )

Maintenance

MOT Testing ° ° ° ° ° ° °

services

Vehicle ° ° ° ° ° ° °

maintenance

Drainage work PY ° ° ° ° o )

and Cesspool

emptying

Street ° ° ° ) ) ) )

Cleansing

Crowd Control Py ° ° ° ° ° )

Environmental PY ° ° ° ° ° )

Protection

Sustainable ° ° ° ° ™ ° °

Development

policies and

Agenda 21

Car Parking ° ° ° ° ° ° °

Street furniture

Car park and ° ° ° ° ° ) )

town centre

lighting

Environmental ° ° ° ° ° ° )

enhancement

projects

Street naming ° ° ° ° ° ° °

and numbering

Christmas PY ° Py ° ° ° )

lighting

Cemetery ° ° ° ° ° ° °

Maintenance

Private Sector | ¢ ° ° o | ° °

Housing

Pollution of

air/land/ water ° ° ® ° ° °

including noise

Food Safety ° ° ™ o |0 ° °
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Planning and Environment Services

Function Disability  Gender  Sexuality Religion/ = Age Income/

Locat

Pest Control PY PY ° ol e ® °

Infectious
Diseases

Health
nuisance
Control

Food
inspection of
shops and
restaurants
Inspection of
premises for
hygiene/health
& safety
standards
Inspection of
dwellings for
fithess for
occupation
Disabled
Persons
Grants

Health ° ° ° ° oo °
Promotion
Inspection
licensing and
registration of
tattooists, g
acupuncturists,
riding
establish-
ments, pet
shops,
caravan sites
Quality
monitoring of
public and
private water
supplies

Local Plans
and future
development
within the
District
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Planning and Environment Services ctd.

Function Race Disability Gender  Sexuality Religion/ | Age Income/

Belief Location

Development
Control and use
of land in
accordance with L ® ° ° ° ° °
current plans and
policies (both
local and
national)
Encouragement
of sustainable
development
making best use L ® [ ° ° ° °
of resources and
minimisation of
environmental
impact
Preservation of
the District’s
heritage of
buildings,
landscapes, and
spaces of special
value

Ensuring that
buildings are
constructed in a
suitable and safe
manner through
Building Control
Regulations
Strategic ° ° ° ° . | o .
Housing
Local Land ° ° ° ° ° o o
Charges

Licensing of
private hire
vehicles or taxis,
and all forms of
statutory
licensing
Administration of
the Council
Shared
Ownership ¢ ¢ ® e o ® ¢
Property scheme
Emergency
Planning
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Financial Services

Function Race Disability Gender  Sexuality Religion/ Age
Belief

Income/
Locati

Recording of
all income and
expenditure of
the Council

Production of
annual
Revenue and
Capital
Budgets

Production of
annual
statements of
accounts

Calculation
and issue of
Council Tax
and Non-
Domestic
Rate invoices

Recovery of
unpaid
invoices, or
unpaid
Council
Tax/Non-
Domestic
Rates

Procurement

Audit

Council Tax
and Housing
Benefit
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E-Government and Customer Services

Issue of Bus
Passes and car
park permits

Operation of a
Cash Office

Customer-facing
Revenues &
Benefits

Customer-facing
Depot Services

Customer-facing
Environmental
Health

County function
— Blue Badge

Printing,
Photocopying,
and Stationery

Infrastructure of
IT equipment

Software
provision and
support

Communications
including
telephones,
email, internet
and intranet
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Function

Culture and Community Services

Disability | Gender  Sexuality Religion/
Belief

Age

Income/
Locati

Allotments

Arts Services

Marketing

Museums

Play Areas

oo (0|0 O |
[ ]

Parks and
Open Spaces

[ ]
(K BN EE BN EE N

Sports
Development

Sports
facilities and
Leisure
Centres
including Dual
Use Schemes

Tourism

CCTV
Schemes

Lifeline
Services

Community
Safety

Cemeteries
Administration
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Legal and Democratic Services

Function Disability Gender Sexuality Religion/ Age Income/

Belief

Electoral
Registration
and Voting
Committee
Support and
administration
Valuation of
Council
Properties
and assets
Interactions
with the Local
Government
Ombudsman
Register of
Members
Interests
Purchase and Y o Y o Y Y Y
sales of land

Prosecution Y Y Y ) Y ) )
of offences

Debt 'Y ° ° Y Y Y Y
collection

Leases and PY PY Y ° ° ° )
Licences
Asset & ° ° ° ° ° ° )
Facilities
Management
Data ° ° ° ) ) ) )
Protection
Town &
County
Planning
Agreements
Employment | ¢ ° ° ° ° °
Law
Equalities and | ¢ ° ° ° ° °
Diversity
Monitoring PY P Y ° ° °
Officer

Corporate ° ° ° ° ° o
Law

Risk ° ° ° ° ) )
Management
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Human Resources and Organisational Development

Function

Disability Gender  Sexuality Religion/
Belief

Age

Income/

L

ocati

Recruitment

People
Strategy and
Workshop
Planning

Training and
Learning

Health &
Safety at
Work

Payroll

Councillor
Development

People
Management
Policy and
Procedures
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Function

Chief Executive Services

Belief

Disability Gender Sexuality | Religion/

Age

ocati

Income/

Corporate
Strategy

Performance
input

Corporate
Complaints
Monitoring

Partnership
Working

Communications
Strategy

Customer First
Strategy
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Appendix D Equality Impact Assessment Toolkit

1. Introduction

Bromsgrove District Council is committed to providing equality in our service provision and
employment opportunities. We value the contribution of individuals and recognise that
different groups may have different needs. Our approach to equalities therefore recognises a
range of different groups within our society and seeks to ensure fair and equitable services
are provided to all. A list of those groups recognised under the policy is listed on page 89.

We have a legal duty to ensure that our policies and practices are fair and equitable. In order
to achieve this we need to undertake impact assessments for all our policies and practices.
Since our Equality Policy recognises a range of different groups, we have extended our
impact assessments to include these other groups.

Equality impact assessments take account of equality dimensions, such as race, disability,
gender, sexuality, religion/ belief, age, income and geographical location, marital status if
relevant and appropriate will be included in gender and/ or sexual orientation.

It is also important because the Council has adopted the Equality Standard for Local
Government (see Chapter One — pages 4 to 7) which is a framework for auditing across all
equality issues not just race.

This toolkit has been produced to help you to complete equality impact assessments. There is
a form at the end of these guidance notes to help you think about the questions you need to
consider when undertaking an impact assessment. For a glossary of terms see Appendix F —
see page 97.

An impact assessment is a way of finding out whether a policy (or proposed policy),
affects different groups of people in different ways. It should be part of the normal
policy making process. For the purposes of this guidance, the term policy refers to any
activity the council does, be that a service we provide, an initiative we run, a policy we
write or a procedure we observe.

2, The benefits of undertaking an assessment
By undertaking an impact assessment, we are able to:

e take into account the needs, experiences and circumstances of those groups of people
who will be affected by our policies and procedures;

¢ identify the real and possible inequalities people will experience if the council goes
ahead with a proposed policy or procedure;

e think about the other ways in which we can achieve the aims of our policy which will
not lead to inequalities;

e increase transparency in the things that we do and improve the public’s confidence in
the fairness of our policies and procedures;

e generally develop better policy-making, procedures and services;

e become more accountable to the people that we serve.
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Impact assessments, and the need to undertake them, stem from the Race Relations
(Amendment) Act 2000. The need however has now increased considerably because of the
two new duties coming into force — The Disability Equality Duty (5™ December 2006) and the
Gender Equality Duty (6™ April 2007).

The relevant Acts all places a general duty on the Council, as a public authority, to proactively
promote race, disability and gender equality. The relevant Acts also place

specific duties on us, which include assessing and consulting on the impact of policies,
undertaking regular monitoring and publishing the results of impact assessments and
consultation. The duties are not optional; everyone must undertake equality impact
assessments.

3. Who needs to undertake an assessment?

The council expects the relevant service managers to undertake equality impact
assessments. However, support is available from Equality Champions in your own service.
These Champions have received training to help you and your service areas undertake
assessments. They also serve on the Council’s Equality Reference Group, which is ensuring
a co-ordinated approach to our equality activity across the Council. As well as helping service
areas undertake impact assessments, the Equality Champions will also be monitoring
compliance and will report on progress on a quarterly basis to the OMT.

Managers - are required to undertake the impact assessments for their service area

Equality Champions — can assist with impact assessments, through providing advice,
guidance and information. They will be able to find the answers to any questions that
might arise as you undertake your impact assessments.

The law requires all service areas to undertake impact assessments on every service we
provide (both to external and internal customers). We recognise that this work will take
valuable time, you therefore have three years to undertake all of the impact assessments in
your area. You are advised to prioritise which services are to be assessed first. The
assessments and their outcomes will be pulled together into a 3-year action plan. Each
Service area within the Council is required to produce their own action plan.

We recognise that there is a cost involved in undertaking an impact assessment, not least in
terms of your time, so service areas are advised to be realistic in their approach. Your
Equality Champion can provide advice on prioritising your impact assessments.

4. Which policies need to be assessed?

All existing policies and procedures need to be assessed for an adverse impact. We also
need to carryout impact assessments where we intend to introduce a new service or change
an existing service.

As a priority, managers in service areas will be expected to carry out impact assessments on
changes in policy or procedure, which affect service delivery. Personnel Services will carry
out impact assessments on changes of policy or procedure which affect the employment of
staff.
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5. How do | complete an assessment?
There are three types of impact assessment:
° Initial Impact Assessment - based on existing information

° Partial Impact Assessment - builds on existing data, outlines the risks and benefits,
and takes into account the views of experts and interested groups.

° Full Impact Assessment - builds on the work done in the other assessments, but also
includes the results of external consultation, final recommendations, and arrangements
for monitoring and evaluating the policy and its impact.

6. Screening for likely impact — an initial assessment

Always begin with an initial assessment. You may already be collecting data from monitoring
exercises. You can use any of the relevant data you already have to inform the impact
assessment process.

If you are providing a service, which you are not yet monitoring, then you must begin at the
very least, to gather data from ethnic monitoring in order to comply with the law. As
Bromsgrove District Council is committed to equality for all sections of our communities, you
are encouraged to monitor for other groups.

As part of this initial assessment, you must ask a number of questions:

(i) Is there any evidence or reason to believe that some groups of people could be
differently affected by the policy you are considering or changing?

(See Equalities Impact Assessment Form pages 90 to 93 for a list of those groups of
people we have included in our Inclusive Equalities Scheme). A policy is said to have
an adverse impact if it disadvantages one or more group of people. You need to think
about the following:

(ii) Does the evidence show different outcomes between people of different groups
in terms of race, gender, age, disability, and if relevant, in terms of sexual
orientation or faith/religious belief, etc?

(iii) Do the differences amount to adverse impact, and if so, which groups are
affected?

(iv) Could the policy/service/project or procedure directly or indirectly discriminate
against any group of people?

Clearly some policies are more likely to have equality implications than others. For example,
developing a new procurement strategy for the Council is likely to have serious equality
implications (and the Commission for Racial Equality has published guidance on those
implications).
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7. What sort of data can | use?

To begin, you may want to look at whether you have had any complaints of discrimination or
unfair treatment from the public; whether any of the information you have from surveys or
consultations suggest that differential rates of user satisfaction; or if staff have raised
equalities issues about it. Also check all relevant groups have had sufficient opportunity to
raise any issues/give feedback.

If there is evidence from an initial assessment of an adverse impact on equality, then the
relevant service manager must go onto the next stage, which is to undertake a partial impact
assessment.

8. One step further — a partial assessment

A partial assessment goes a step further and takes into account the risks and benefits of the
policy. It is a formal assessment. It takes account of the views of stakeholders (these are all
the interested parties) and “experts”. By experts we mean some managers only consult with

“‘experts” where they need specialist advice or where there is a significant gap in knowledge.

Given the results of this assessment, you may need to go on to undertake a formal
consultation (because you have identified an adverse impact), if this is the case, then you
need to proceed to undertake a full assessment.

9. A full assessment

A full assessment builds on the picture you already have of the policy, and it may involve
formal consultation with the people who are most likely to be affected. It will also include
arrangements for monitoring and evaluating the policy and its impact at a later date.

For a full impact assessment, you must set out your own arrangements for consulting with
people who are likely to be affected by your policy, and you should publish the results of
these consultations.

10. What happens if | do find an adverse impact?

If your assessment does show that your policy is likely to have an adverse impact on some
groups of people, you need to think of ways to deal with this. Before making a decision you
should also check that by adopting an option that reduces the adverse impact on one group of
people, you are not, creating an adverse impact on another group of people. If this however,
is unavoidable, think whether you can justify this legally (advice in this situation can be sort
from the Equalities Champions Group)
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11. Reporting

You should use the attached form to assist you in conducting the impact assessments. The
Council has to publish the results of every formal equality impact assessment (i.e. partial and
full assessments) — (the Equality Champions Working Group will provide advice on
appropriate medium for this). A copy of your form must be sent to your Equality Champion,
who will ensure that this is collated corporately. A copy of that report will be held corporately,
as failure to record formal assessments will put the Council at risk. There is no need for
officers to report back on any initial assessment or screening. It is suggested, however, that
you keep good records to demonstrate an audit trail for initial assessments.
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Equalities Impact Assessment Form

How to use the form

Question 1

Give the name of the policy/function — e.g.:- “Car Parking Strategy”

Question 2

Provide a brief description of aims and objectives of policy/service. When completing the
assessment, always make notes of any changes where a policy is being replaced or
reviewed.

Question 3

List your customers (whether internal or external) and how you believe you know who they
are.

Question 4
For example — has anyone written in or telephoned?

Is there any staff survey evidence or feedback from consultation to identify any concerns
about the fairness of the policy or service?

Question 5

List all actions already undertaken to address Question 4 — e.g.: letters written etc.
Question 6

Look at Equality Groupings listed on the Form.

Are there any groups that are treated differently (either directly or indirectly)?

If so, state how and why.

Question 7

It is understood that there will be some differences in how different groups are treated, but
you need to be clear that these are fair and evidenced. All reasons must be listed and
supported, where possible. If you identify unfair practice, this must be listed and then
managed through the Departmental 3 Year Rolling Equality Action Plan - see end of the

Assessment Form. If you have ticked the “None of These” option in Q6, you will need to show
the evidence for this decision.
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Question 8

If you are aware of legitimate justification for any unfairness identified in Q7, then you must
provide supporting information.

If all adverse impact has been clearly justified, please go directly to Q13.
Question 9

Who are your user groups/customers?

How did you gather their feedback on the policy service provision?
Question 10

Having gathered feedback, how did you use it to assess fairness?
Question 11

Having consulted your user groups about the policy or service, where and how will you report
or publish the results?

This may be to the customer or the council. This question is designed to ensure that we
communicate to our customers that we will positively act on the issues or information
identified.

Question 12

It may be that you have identified areas of unfairness that can not be justified. Here you must
list how you intend to eliminate or minimise this.

Question 13:

This is to be completed by Direct Services Departments only.

Question 14:

How do you intend to regularly monitor this policy or service for fairness?

ACTION PLAN:

Your findings to the above questions now need to be structured in your Action Plan. This

must include timescales and it must identify the action that is requested and by whom. This
action plan should thus ensure this policy or service is now fair.
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BROMSGROVE DISTRICT COUNCIL
Equality Impact Assessment Completion Form

Please note that you must complete this form if you are undertaking a formal impact
assessment. You may also wish to use this form for guidance to undertake an initial
assessment or screening. Use this form for new and existing policies. Where a question is not
applicable to your assessment, please indicate.

1. What is the name of the service/policy/procedure/project etc to be assessed?
2. Briefly describe the aim of the service/policy etc?
What needs or duties is it designed to meet?

3. Who are the Service users and how have you identified them?

4. Have you received any specific information identifying or suggesting this policy is unfair
to any equality group?

Yes No
Race / Minority Ethnic Groups O O
Disability O O
Gender (Male /Female) O O
Gender Re-assignment (Trans-sexual) O O
Marital Status O O
Sexual Orientation O O
Religion/ Belief O O
Age O O
Income group O O
Rural/Urban mix O O
None of these O O
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How did you deal with the issues identified in Q.47
Race / Minority Ethnic Groups
Disability

Gender (Male /Female)

Gender Re-assignment (Trans-sexual)
Marital Status

Sexual Orientation

Religion/ Belief

Age

Income group

Rural/Urban mix

None of these

Does this policy/service affect any of the equality Groups
adversely?

Yes
Race / Minority Ethnic Groups
Disability
Gender (Male /Female)
Gender Re-assignment (Trans-sexual)
Marital Status
Sexual Orientation
Religion/ Belief
Age
Income group

Rural/Urban mix

O ooooooogoogogao

None of these
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7. Please detail the information you have gathered to support your
answer to Question 6.

Race/ Minority Ethnic Groups

Disability

Gender

Gender Re-assignment

Marital Status

Sexual Orientation

Religion or Belief

Age

Income Group

Rural/Urban Mix

None of these

8. What are the legitimate justifications for any adverse impact?

(If all adverse impact has been justified, please go direct to Q13)

9. Who have you consulted and what methods have you used?

10. What have you done with the results i.e. how do you intend to use the information
gathered as part of the consultation?

11.  Have you published the results of that consultation, if so, where?
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12. If the impact, identified in any of the above questions, cannot be
justified, how do you intend to deal with it?

13.  Are your Support Services adversely affecting your ability to provide a fair Service (for
Front-Line Services only)

14.  Provide separate evidence of how you intend to monitor in future

Action Plan Established (based on answers given):-

Action By By Signed when Priority Outcome
Required Whom When completed Of Action

Signed by the manager undertaking the assessment

Full name (in capitals please)

Position in the council

Dated

When you have completed this form, please retain a copy and give a copy to your Equalities
Champion, so that they can report to the Head of Service and the Equalities Group.
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Appendix E Useful contacts and websites

Chapter One — Local Government Equality Standard

Government Equality Standard

IDeA ( Improvement and Development Agency ),
Layden House,

76-86 Turnmill Street

London EC1M 5LG

Switchboard: 020 7296 6600
Information: 020 7296 6880
www.idea.gov.uk

Local Government Association
Local Government House,
Smith Square,

London SW1P 3HZ

Tel: 020 7664 3000
Fax: 020 7664 3030
www.lga.gov.uk

The Bromsgrove District Equality and Diversity Forum
For details contact Claire Felton or Fiona Scott
Chapter Two — Race Equality

Commission for Racial Equality
3rd floor, Lancaster House

67 Newhall Street

Birmingham B3 1NA

Tel: 0121 710 3000
Fax: 0121 710 3001
www.cre.gov.uk
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Chapter Three - Disability

The Disability Rights Commission

You can contact the DRC Helpline by phone, fax, by post, or by using one of our mail forms.
Telephone: 08457 622 633

Textphone: 08457 622 644

You can speak to an operator at any time between 8am and 8pm, Monday to Friday)

Fax: 08457 778 878

Post: DRC Helpline

FREEPOST MID02164

Stratford upon Avon,CV37 9BR

www.drc.org.uk

Office for Disability Issues

6™ Floor, The Adelphi

1-11 John Adam Street
London WC2N 6HT
www.officefordisability.gov.uk

The Bromsgrove District Disability Access Group - for details contact
Claire Felton or Fiona Scott at Bromsgrove District Council

Chapter Four — Gender

The Equal Opportunities Commission
Arndale House, Arndale Centre
Manchester

M4 3EQ

Email: info@eoc.org.uk

Fax: 0161 838 8312

Tel: 0845 601 5901

WWW.E0C.0rg.uk

www.womenandequalityunit.gov.uk

Chapter Five — Sexuality

Stonewall

Address:

46 Grosvenor Gardens
London SW1W OEB
Telephone: 020 7881 9440
Fax: 020 7881 9444
Minicom: 020 7881 9996

www.stonewall.org.uk
www.womenandequalityunit.gov.uk/civilpartnership/
www.ecu.ac.uk/ guidance/sexualorientation/
www.dfes.gov.uk/sreandparents/
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Chapter Six - Religion or Belief
For online day to day calendar of religious festivals see

www.diversiton.com

For statistical data on religions

Religion in Britain www.statistics.gov.uk/cci/nugget.asp?id=293

Religion in local authorities in England and Wales
www.statistics.gov.uk/downloads/census2001/KS LA E&W_part1.pdf

Religious affiliation broken down according to ethnicity

www.statistics,gov.uk/cci/nugget.asp?id=460

www.homeffice.gov.uk/equality-diversity/faith-and-religion/

Chapter Seven - Age

The Employers Forum on Age www.efa.org.uk

The Age and Employment Network www.taen.org.uk

Age Positive www.agepositive.gov.uk
Help the Aged www.helptheaged.org.uk
Age Concern www.ageconcern.org.uk
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Appendix F

BARN
BDAG
BDC
BDHT
BV
BVPI
CAB
CEHR
CEO
CMT
CRE
DDA
DES
DRC
ECWG
EOC
GES
HROD
IES
LSP
PCT
PDR
RES
RRA
RRAA
SDA
SMT

Glossary of Terms

Bromsgrove and Redditch Network
Bromsgrove Disabled Access Group
Bromsgrove District Council
Bromsgrove District Housing Trust
Best Value

Best Value Performance Indicator
Citizens Advice Bureau

Commission for Equality and Human Rights
Chief Executive Officer

Corporate Management Team
Commission for Racial Equality
Disability Discrimination Act
Disability Equality Scheme
Disability Rights Commission
Equality Champions Working Group
Equal Opportunities Commission
Gender Equality Scheme

Human Resources and Organisational Development
Inclusive Equalities Scheme

Local Strategic Partnership

Primary Care Trust

Performance Development Review
Race Equality Scheme

Race Relations Act

Race Relations Amendment Act

Sex Discrimination Act

Senior Management Team
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Summary of Consultation
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AGENDA ITEM NO. 8

BROMSGROVE DISTRICT COUNCIL

EXECUTIVE CABINET

224 AUGUST 2006

LOCAL CODE OF CORPORATE GOVERNANCE

Responsible Portfolio Holder Councillor Margaret Taylor
Responsible Head of Service Head of Financial Services

1.  Summary

1.1 To present the updated Local Code of Corporate Governance and Statement of
Assurance for 2005/06.

2.  Recommendation

2.1 The Executive Cabinet is recommended to note and approve the updated Local
Code of Corporate Governance and Statement of Assurance for 2005/06.

3. Background

3.1 Corporate governance is “the system by which Local Authority’s direct and control
their functions and relate to their communities”.

3.2 On the 18" May 2005, the Executive Cabinet approved the introduction of a Local
Code of Corporate Governance. The document enables Bromsgrove District
Council to evidence its commitment to the principles of good corporate
governance, to operate in an open and accountable manner and demonstrate high
standards of conduct and self governance. The three main principles of corporate
governance are:

. Openness and inclusivity.
. Integrity.
° Accountability.

3.3 As part of the Accounts and Audit Regulations 2003 there is a requirement for the
Authority, as part of its corporate responsibility for the financial management and
accounting control systems, to review annually its internal control systems and
make a statement on the adequacy of internal control.

3.4 As part of this review, the Authority produces a Statement of Assurance, which

allows the Council to demonstrate its commitment to corporate governance. The
statement summarises how the Council’s business is conducted in accordance
with the law and proper standards, that public money is safeguarded and properly
accounted for, and used economically, efficiently and effectively.
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3.5

4.1

4.2

51

The Local Code of Corporate Governance underpins the Statement of Assurance
and provides the supporting documentation to enable the statement to be
produced.

Local Code of Corporate Governance

The Local Code of Corporate Governance is consistent with the principles and
reflects the requirements of the CIPFA/SOLACE Framework - Corporate
Governance in Local Government: a Keystone for Community Governance.

The five key dimensions included in the CIPFA/SOLACE guidance are:

Community Focus - by demonstrating that the Council is working for and with the
communities, exercising community leadership and promoting the “well being” of
the area.

Service Delivery Arrangements - by having arrangements in place to deliver the
right services to the right people in the right way and making sure we continue to
improve.

Structures and Processes - by maintaining an appropriate political and
managerial structure, as well as having up to date and effective processes that
support decision making.

Risk Management and Internal Control - by having arrangements in place to
identify, manage and minimise risk.

Standards of Conduct - by regulating the behavior of members and officers and
promoting the highest standards of conduct.

During May 2006, a review was completed of the governance arrangements the
Authority has embedded, updated or introduced during 2005/06. Following the
review, a number of documents have been added to the Local Code of Corporate
Governance:

Customer First Charter.

Audit, Scrutiny and Performance Management Boards.
Housing Strategy Statement.

Health and Safety Awareness Training.

An updated version of the Local Code of Corporate Governance has been attached
in Appendix A.

Statement of Assurance

Following the governance review, the Statement of Assurance was prepared for
2005/06. The main areas included in the statement are the:

Authority’s commitment to the principles of good governance.

Current review mechanism for the Local Code of Corporate Governance.
Areas that the Authority has shown improvement during 2005/06.

Areas that require further attention during future financial years.
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5.2

6.1

7.1

8.1

9.1

10.

10.1

A copy of the draft 2005/06 Statement of Assurance has been attached in
Appendix B.

Financial Implications

None outside existing budgets.

Legal Implications

The Council is required under Regulation 6 of the Accounts and Audit Regulations
2003 to “maintain an adequate and effective system of internal audit of its
accounting records and of its system of internal control in accordance with the
proper internal audit practices”.

Corporate Objectives

To be an efficient and effective Council.

Risk Management

The Council is required under Regulation 6 of the Accounts and Audit Regulations
2003 to “maintain an adequate and effective system of internal audit of its
accounting records and of its system of internal control in accordance with the
proper internal audit practices”. Not fulfilling this requirement would have a
negative impact on the Authority.

Other Sub Headings

Procurement Issues None

Personnel Implications None

Governance / Performance Management Enables the Authority to
Considerations evidence good

corporate governance.

Community Safety Considerations None

Policy Considerations None

Environmental Considerations None

Equalities Implications None

Background Papers

Executive Cabinet agenda and reports — 18" May 2005.

Contact officer

Neil Shovell - Audit Services Manager
E Mail: n.shovell@bromsgrove.gov.uk
Tel: (01527) 881667
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1. Introduction

Corporate Governance “is the system by which organisations are directed and
controlled” (Cadbury report 1992). The main document regarding corporate governance
within Bromsgrove District Council are the Articles of Constitution and their associated
procedures and frameworks, which was adopted during 2002and updated in 2006.

This code sets out and describes the Council’s commitment to corporate governance,
and identifies the arrangements to ensure its ongoing effective implementation and
application in all aspects of the Council’'s work.

In order to achieve effective corporate governance, the Council has adopted the
guidance contained in the Guidance and Framework documents published by
CIPFA/SOLACE early in 2001, entitled “Corporate Governance in Local Government”,
henceforth referred to as the CIPFA/SOLACE Framework.

Bromsgrove District Council is committed to the principles of good corporate governance
and confirms its ongoing commitment and intentions through the development, adoption
and continued maintenance of a “Local Code of Corporate Governance”.

This document, Bromsgrove’s “Local Code of Corporate Governance”, therefore sets out
and describes the Council’'s commitment to corporate governance, and identifies the
arrangements that have been made, and will be made, to ensure its ongoing effective
implementation and application in all aspects of the Council’'s work.

2. What is Corporate Governance?

Corporate governance is “the system by which Local Authority’s direct and control their
functions and relate to their communities”.

Bromsgrove District Council recognises that effective local government relies upon
establishing and maintaining the public’s confidence in the elected councillors and staff
and that the setting of high standards of self governance provides a clear and
demonstrable lead to both our existing and potential partners, and therefore provides the
basis of effective community governance.

3. What is a Local Code and why is it needed?

Bromsgrove District Council is committed to the principles of good corporate governance
and recognises the importance of operating in an open and accountable manner and
demonstrating high standards of conduct and self governance.

By publishing a Local Code we are able to show how the principles of good corporate
governance will be applied by Bromsgrove District Council and we can demonstrate our
commitment to these principles, namely:

e openness and inclusivity.
e integrity.
e accountability.
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Fundamental to these principles is the concept of leadership and effective and up to
date systems and processes.

This “Local Code of Corporate Governance” covers the five key aspects of our business,
specifically:

Community Focus - by demonstrating that the Council is working for and with the
communities, exercising community leadership and promoting the “well being” of the
area.

Service Delivery Arrangements - by having arrangements in place to deliver the right
services to the right people in the right way and making sure we continue to improve.

Structures and Processes - by maintaining an appropriate political and managerial
structure, as well as having up to date and effective processes that support decision
making.

Risk Management and Internal Control - by having arrangements in place to identify,
manage and minimise risk.

Standards of Conduct - by regulating the behavior of members and officers and
promoting the highest standards of conduct.

4. How will the Council know it has “good corporate governance”?
To satisfy ourselves that our approach is both adequate and effective, we will:

e Set out a series of local procedures and practices which create a framework for
good corporate governance in line with best practice.

e I|dentify and agree the policies and procedures that are essential to
demonstrating compliance with this Code.

o Establish systems, processes and documentation to provide evidence that these
are effective and up to date.

¢ Nominate both a Member and an Officer “Corporate Governance Champion” to
promote and support effective corporate governance arrangements.

As further evidence of our corporate commitment to good governance we will issue an
annual statement of assurance. This statement will set out the arrangements that we
have put in place to improve governance and also highlight those areas requiring further
work.

This statement can then be used to gauge our year on year improvement in
implementing a governance framework and our compliance with our Local Code. This
statement will be published within our annual Best Value Performance Plan.
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5. Conclusion

Bromsgrove District Council is fully committed to the principles of corporate governance
and through the measures outlined within this “Local Code of Corporate Governance”
will ensure that adequate arrangements are made for its continued implementation,
monitoring and review.

Signed: Signed:

K. Dicks R. Hollingworth

Acting Chief Executive and Officer Leader of the Council and Member
Champion Champion

Bromsgrove District Council Last reviewed May 2006
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REQUIREMENTS OF THE LOCAL CODE

Dimension 1: Community Focus

When carrying out our general and specific duties and responsibilities, including our
ability to exert a wider influence, we undertake to:

Work for and with our community.

Exercise leadership in our local community, where appropriate.

Act in an ‘ambassadorial’ role to promote the well-being of the area through the
maintenance of effective arrangements:

or explicit accountability to our stakeholders for our performance and
our effectiveness in delivering services and the sustainable use of
resources.

to demonstrate integrity in our dealings in building -effective
relationships and partnerships with other public, voluntary and private
agencies.

to demonstrate openness in all our dealings.

to demonstrate inclusivity by communicating and engaging with all
sections of our community to encourage active participation.

to develop and articulate a clear and up to date vision and corporate
strategy in response to community needs.

We will demonstrate these arrangements by the following:

Requirement

Achieved

Publish an annual report presenting an objective, | Annual Accounting and Financial

understandable account of our:

Statements and Financial Report

activities & achievements. Best Value Performance Plan
financial position and performance. Budget Book

Corporate Plan

This report will include statements: C_ouncil Tax Leaflet
explaining our responsibility for the | Risk Management Strategy

financial statements.

confirming that we comply with relevant
standards and codes of corporate
governance.

on the effectiveness of our system for risk
management and internal control.

Publish an annual performance plan presenting an | Best Value Performance Plan
objective, balanced and understandable account | Community Plan

and assessment of: Corporate Plan
e our current performance in service | Local Development Plan
delivery.
e our plans to maintain and improve service
delivery.

Introduce arrangements for the independent | External Audit Letter
review of the financial and operational reporting | External Inspectorate Reports

processes. Internal Audit Function
Overview and Scrutiny Procedure
Rules
Audit / Scrutiny / Performance
Management Boards
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Introduce arrangements to encourage individuals
and groups from all sections of the community to
engage with, contribute to and participate in the
Council’'s work.

Additionally, implement an appropriate monitoring
process to ensure that the arrangements work in
practice.

Best Value Performance Plan
Community Plan

Corporate Plan

Council Internet and Intranet Sites
Customer Panel

Equalities Policy

Local Strategic Partnerships
Local Development Plan

Section Business Plans

Spotlight Meetings

A commitment to openness in all of our dealings,
subject only to the need to preserve confidentiality
in those specific circumstances where it is proper
and appropriate to do so.

By our actions and communications deliver an
account against this commitment.

Articles of Constitution

Best Value Performance Plan
Corporate Plan

Scheme of Delegation
Publication of Council Minutes

Clear channels of communication with all sections
of our community and other stakeholders, and
have proper monitoring arrangements to ensure
that these channels operate effectively.

Articles of Constitution
Communications Working Group
Complaints Procedure
Corporate Plan

Council Internet and Intranet Sites
Customer Panel

Equalities Policy

Local Strategic Partnerships
Press and Media Section
Publication of Council Reports
Spotlight Meetings

Customer First Charter

The vision for our local communities, strategic
plans, priorities and targets, are developed
through robust mechanisms with the local
community and other key stakeholders, and that
they are clearly articulated and disseminated.

Best Value Performance Plan
Corporate Plan

Local Development Plan
Performance Plans

Recovery Plan

Housing Strategy Statement
Homelessness Strategy

Private Sector Housing Strategy
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Dimension 2: Service Delivery Arrangements

We will seek continuous improvement in our service delivery. We will endeavor to
implement agreed policies and make decisions as quickly as possible. We will do this by

implementing and maintaining arrangements which:

discharge our accountability for service delivery at a local level.

e ensure effectiveness through setting targets and measuring performance.
demonstrate integrity in dealings with service users and in developing
partnerships to ensure the ‘right’ provision of services locally.

e demonstrate openness and
stakeholders, including service users.

inclusivity through consulting with our key

e are kept up to date and can be adapted to accommodate change and user

needs.

We will demonstrate these arrangements by the following:

Requirement

Achieved

Set standards and targets for performance in
service delivery on a sustainable basis and with
reference to equality policies.

Best Value Performance Plan
Equalities Policy
Performance Plans
Recovery Plan

Section Business Plans
Customer First Charter
Health &  Safety
Training

Awareness

for
for

Introduce  sound  systems
management  information
measurement purposes.

providing
performance

Internal Audit Function
Performance Management
Performance Plans

Monitor and report performance against agreed
standards and targets and develop
comprehensive and understandable performance
plans.

Best Value Performance Plan
External Audit Letter
Performance Plans

Performance Reports to Members
Recovery Plan

Introduce arrangements to allocate
according to priorities.

resources

Budget Process
Capital Programme
Corporate Plan

Foster effective relationships and partnerships
with other public, private and voluntary sector
agencies, and consider outsourcing where it is
efficient and effective to do so, in delivering
services to meet the needs of the local
community.

Introduce processes to ensure that they operate
effectively in practice.

Corporate Plan

External Audit Function
External Inspectorate Reports
Local Strategic Partnerships
Local Development Plan
Performance Plans

Respond positively to external audit and statutory
inspectors’ recommendations and put in place
arrangements for the effective implementation of
agreed actions.

Annual Audit Letter
External Inspectorate Reports
Internal Audit Reports
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Dimension 3: Structures and Processes

We need to establish effective political and managerial structures and processes to
govern decision making and the exercise of authority within the Council. We will

therefore maintain arrangements to:

o define the roles and responsibilities of members and officers to ensure
accountability, clarity and ordering of our business.
e ensure that there is proper scrutiny and review of all aspects of performance and

effectiveness.

e demonstrate integrity by ensuring a proper balance of power and authority.

o document clearly such structures and processes and to ensure that they are
communicated and understood to demonstrate openness and inclusivity.

e ensure such structures and processes are kept up to date and adapted to

accommodate change.

We will demonstrate these arrangements by the following:

Requirement

Achieved

Introduce clearly documented protocols governing
relationships between members and officers.

Articles of Constitution

Members Codes of Conduct

Officer — Member Protocol

Officer Employment Procedure
Rules

The roles and responsibilities of members and
officers are clearly defined.

Articles of Constitution
Job Descriptions
Scheme of Delegation

Ensure that members meet regularly on a formal
basis to set the strategic direction for the authority
and to monitor service delivery.

Articles of Constitution
Performance Management
Recovery Plan

Meetings Calendar

Introduce a scheme of delegated powers, which
includes those powers that are specifically
reserved for the collective decision of the authority
or specific members.

Articles of Constitution
Scheme of Delegation

Introduce clear, documented and understood

processes for policy development,
implementation, review, decision-making,
monitoring, control and reporting; and formal

procedural and financial regulations to govern the
conduct of the Council’s business.

Budget and Policy Framework
Council Procedure Rules
Financial Standards
Regulations

Performance Management
Performance Plans

Scheme of Delegation

and

Introduce an effective member scrutiny process to
ensure accountability of decision makers, support
the development of policies and initiatives and
contribute to continuous improvement in service
delivery.

Council Procedure Rules
Overview and Scrutiny Procedure
Rules

Ensure that members are properly trained for their
roles and have access to all relevant information,
advice and resources as necessary to enable
them to carry out their roles effectively.

Articles of Constitution
Members Codes of Conduct
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Ensure that the role of any executive member(s) is
defined in writing to include responsibility for
providing effective strategic leadership to the
authority and for ensuring that the authority
successfully discharges its overall responsibilities
for the activities of the organisation as a whole.

Articles of Constitution
Scheme of Delegation

Ensure that the roles and responsibilities of all
members, together with the terms of their
remuneration and its review are clearly defined in
writing

Articles of Constitution
Members Codes of Conduct
Scheme of Members Allowances

The Chief Executive will be responsible for all
aspects of operational management.

Articles of Constitution — Article 12
Conditions of Employment / Service
Functions of the Head of Paid
Service

Scheme of Delegation

A senior officer will be responsible for ensuring
that appropriate advice is given on all financial
matters, for keeping proper financial records and
accounts, and for maintaining an effective system
of internal financial control.

Annual Accounting Statement
Articles of Constitution — Article 12
Functions of the Chief Financial
Officer

Scheme of Delegation

A senior officer will be responsible for ensuring
that agreed procedures are followed and that all
applicable statutes, regulations and other relevant
statements of good practice are complied with.

Articles of Constitution — Article 12
Functions of the Monitoring Officer
Scheme of Delegation

Ensure that roles and responsibilities of all our
senior officers, together with the terms of their
remuneration and its review, are defined clearly
and in writing.

Appraisal Process

Codes of Conduct

Conditions of Employment / Service
Employee Handbook
Equalities Policy

Job Descriptions
Officer Employment
Rules

Statutory Officer responsibilities

Procedure

Adopt clear protocols and codes of conduct to
ensure that the implications for supporting
community political leadership are acknowledged
and resolved.

Articles of Constitution
Codes of Conduct
Employee Handbook
Members Codes of Conduct
Officer — Member Protocol
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Dimension 4: Risk Management & Internal Control

We need to establish and maintain a systematic strategy, framework and processes for
managing risk. These arrangements will:

¢ include making public statements to our stakeholders on our risk management
strategy, framework and processes to demonstrate our accountability.

¢ include mechanisms for monitoring and reviewing effectiveness against agreed
standards and targets and the operation of controls in practice.

¢ demonstrate integrity by being based on robust systems for identifying, profiling,
controlling and monitoring all significant strategic and operational risks.

o display openness and inclusivity by involving all those associated with planning
and delivering services, including our partners.

¢ include mechanisms to ensure that the risk management and control process is
monitored for continuing compliance to ensure that changes in circumstances are
accommodated and that it remains up to date.

We will demonstrate these arrangements by the following:

Requirement

Achieved

Develop and maintain robust systems for identifying
and evaluating all significant risks which involve the
proactive participation of all those associated with
planning and delivering services.

Best Value Performance Plan
Member Reports
Performance Plans

Risk Management Strategy
Scheme of Delegation

Introduce effective risk management systems,
including systems of internal control and an internal
audit function, to ensure compliance with all
applicable statutes, regulations and relevant
statements of best practice

This will ensure that public funds are properly
safeguarded and are used economically, efficiently
and effectively, and in accordance with the statutory
and other authorities that govern their use.

Comprehensive Performance
Assessment

Internal Audit Charter

Internal Audit Plan

Performance Management

Risk Management Strategy

Services are delivered by trained and experienced
people.

Appraisal Process
Job Descriptions
Training Plans

Introduce an effective arrangements for an objective
review of risk management and internal control,
including internal audit.

External Audit Function
Internal Audit Function
Performance Management

Maintain an objective professional relationship with
our external auditors and statutory inspectors.

External Audit Letter
Internal Audit Manual

Publish on a timely basis, within the annual report,
an objective, balanced and understandable
statement and assessment of the authority’s risk
management and internal control mechanisms and
their effectiveness in practice.

Best Value Performance Plan
Annual Accounting and Financial
Statements and Financial Report
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Dimension 5: Standards of Conduct

The openness, integrity and accountability of individuals within the Council form the
cornerstone of effective corporate governance. The Council’'s reputation depends on the
standards of behaviour of everyone in it, whether members, employees or agents.

Therefore, members and officers will;

o exercise leadership by conducting themselves as role models for others within
the authority to follow.

o define the standards of personal behaviour that are expected from members and
staff and all those involved in service delivery, and put in place arrangements to
ensure:

- accountability, through establishing systems for investigating breaches
and disciplinary problems and taking actions where appropriate,
including arrangements for redress.

- effectiveness in practice through monitoring their compliance.

- ensure that objectivity and impartiality are maintained in all relationships
to demonstrate integrity.

- ensure that such standards are documented and clearly understood to
display openness and inclusivity and are reviewed on a regular basis

to ensure that they are kept up to date.

We will demonstrate these arrangements by the following:

Requirement

Achieved

Develop and adopt formal codes of conduct
defining the standards of personal behavior to
which individual members, officers and agents of
the authority are required to subscribe.

Introduce appropriate systems and processes to
ensure that they are complied with.

Anti Fraud and Corruption Strategy
Articles of Constitution

Employee Handbook

Gifts and Hospitality Code

IT Members Code

Licensing Code of Practice
Members Codes of Conduct
Members Training Program

Officer — Member Protocol
Planning Code of Practice

Introduce arrangements to ensure that members
and employees of the Council are not influenced
by prejudice, bias or conflicts of interest in
dealing with different stakeholders.

Introduce appropriate processes to ensure that
they continue to operate in practice.

Anti Fraud and Corruption Strategy
Articles of Constitution

Complaints Procedure

Contracts Procedure Rules

Gifts and Hospitality Code

IT Members Code

Licensing Code of Practice
Members Codes of Conduct
Officer — Member Protocol
Planning Code of Practice

Procedures and operations are designed in
conformity with appropriate ethical standards,
and we will monitor their continuing compliance
in practice.

Avrticles of Constitution
Equalities Policy

Members Codes of Conduct
Officer — Member Protocol

Introduce arrangements for whistle blowing to
which staff and those contracting with the
Council have access.

Confidential Reporting Code
Employee Handbook
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APPENDIX B
BROMSGROVE DISTRICT COUNCIL
Local Code of Corporate Governance
Statement of Assurance 2005-06

Bromsgrove District Council is responsible for ensuring that its business is conducted
in accordance with the law and proper standards, and that public money is
safeguarded and properly accounted for, and used economically, efficiently and
effectively. In discharging this accountability, members and senior officers are
responsible for putting in place proper arrangements for the governance of the
authority’s affairs and the stewardship of the resources at its disposal.

To this end, the authority has adopted a code of corporate governance, which is
consistent with the principles and reflects the requirements of the CIPFA/SOLACE
Framework Corporate Governance in Local Government: a Keystone for Community
Governance. A copy of the code is on our website at www.bromsgrove.gov.uk or can
be obtained from The Council House, Burcot Lane, Bromsgrove, Worcestershire,
B60 1AA.

Bromsgrove District Council continues to put in place appropriate management and
reporting arrangements to enable it to satisfy itself that its approach to corporate
governance is both adequate and effective in practice. The Council’'s Senior
Management Team is responsible for:

e Overseeing the implementation of the code and monitoring the way it operates;

e Reviewing the way the code operates; and

e Reporting annually to the Executive Cabinet on compliance with the code and
any changes that may be necessary to maintain it and