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Notes:

Work has recently commenced on development of a new Equalities Policy.

Our current policy is out of date with regards to some legal references, 
although in practice we are complying with all requirements – so in effect, 
the policy needs to catch up with practice within the Council

Because of the changes since the current policy was adopted, the 
presentation starts by giving a brief  update/refresh on equalities 
legislation, which will set the scene for the review we are undertaking. 

Within the presentation Members will see the “new” symbol to draw 
attention to requirements that will be new within the updated policy.

New



Notes:

The Equality and Human Rights Commission was established in 2010 and 
replaces the former Commission for Racial Equality and Equal 
Opportunities Commission.

Remember: Equal Opportunities is not about treating everyone the same –
its about treating everyone fairly and with respect and giving people an 
equal and fair chance of opportunities, access to services and to fulfil their 
potential.
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Notes:

Prior to 2010 there was lots of pieces of equalities related legislation in 
place.

The main pieces of legislation and the ones Members are probably most 
familiar with are listed on the slide.
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Notes:

In 2010 these previous pieces of legislation were replaced by one single 
act – the Equality Act.

The Equality Act brings all types of discrimination under one umbrella.

The Equality Act ensures consistency of approach across all groups. 

The Equality Act establishes nine ‘protected characteristics’ – these are 
the groups now protected in law.
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Notes:

The 9 ‘protected characteristics’ cover the following:

• Age (including actual age, age bands, young and old)

• Disability – a disability is defined as “a physical or mental impairment 
which has a substantial and long term adverse effect on your ability to 
do normal day to day activities” 

• Gender – covers both women and men

• Gender re-assignment – anyone in the process of transitioning from 
one gender to another

• Marriage and civil partnership – (including same sex marriage)

• Pregnancy and maternity (includes maternity leave and breastfeeding)

• Race (covers race, colour, nationality, ethnic or national origin)

• Religion or belief – belief includes religious and philosophical beliefs 
including lack of belief (such as Atheism) 

• Sexual orientation – covers gays, heterosexuals, lesbians and bi-sexual
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Notes:

The slide shows a dictionary definition of the term ‘discrimination’

Definition 1 describes the type of discrimination that is unlawful – the 
synonyms used here are useful in terms of understanding what is meant.

Definition 2 describes the type of discrimination that you use in everyday 
life – for example, to determine which cake to chose in a shop or which 
pair of shoes to wear, in the morning. 

Clearly in terms of equalities it is Definition 1 we are interested in, and 
need to protect against.
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Notes:

The following gives a brief description of each of the types of discrimination:

• Direct discrimination - treating someone with a protected characteristic less 
favourably than others

• Indirect discrimination - putting rules or arrangements in place that apply to 
everyone, but that put someone with a protected characteristic at an unfair 
disadvantage

• Discrimination by Association – treating someone less favourably because of 
their association with another person who has a protected characteristic.

• Perception Discrimination - treating someone less favourably because you 
mistakenly think that they have a protected characteristic. Discrimination 
arising from a Disability - occurs when you treat someone unfavourably 
because of something connected with their disability and cannot justify such 
treatment. The reason for the treatment does not matter; the question is 
whether the person has been treated unfavourably because of something 
connected with their disability.

• Harassment - unwanted behaviour linked to a protected characteristic that 
violates someone’s dignity or creates an offensive environment for them

• Victimisation - treating someone unfairly because they’ve complained about 
discrimination or harassment
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Notes:

The Equality Act also introduced the ‘Public Sector Equality Duty’ which 
applies to all public sector organisations.  

Previously we had specific duties in relation to race, disability and gender 
and had to produce ‘schemes’ to support each of these strands of 
equalities. So again the effect of the Equality Act has been to harmonise 
equality duties and extend these across all protected characteristics.

The broad purpose of the Public Sector Equality Duty is the integrate 
consideration of equality and good relations in the day to day business of 
public authorities.

Compliance with the duty is a legal obligation.
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Notes:

The slide outlines what a public sector body has to demonstrate to comply 
with the Public Sector Equality Duty.

These are known as the three aims or arms of the general equality duty.
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Notes:

Assessing the impact of equality on policies and practices is an important 
part of complying with the general equality duty.

How to do this is not specified within the Act, but the concept of Equality 
Impact Assessments (EIA) have evolved from this requirement.

Members will recognise the term EIA from Cabinet report headers – this is 
how Members can check that the equalities implications of a proposal 
have been taken into consideration.

We have developed a toolkit and associated forms for Managers to use to 
help them undertake EIA’s.

Case law indicates that these assessments should be completed before 
decisions are made and that a written record is useful for demonstrating 
compliance.
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Notes:

Completion of an Equality Impact Assessment should be an integral part 
of policy development. 

In addition to satisfying the legal requirement, an equality impact 
assessment will help to improve policies, strategies, procedures, functions 
and reviews for the whole community and not just minority groups.

As the slide outlines, there are two stages to an Equality Impact 
Assessment.
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Notes:

The Public Sector Equality Duty also sets out some ‘specific duties’ which 
public bodies must comply with.

We have an annual employment monitoring report provided to CPP to 
comply with the employment aspects of the specific duty.

We also have published equality objectives, which will be refreshed as 
part of the development of the new policy.
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Notes:

The slide outlines what the law says about equality objectives.
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Notes:

The slide gives some examples of our current equality objectives for 
services.

Our equality objectives are published in full on the Council web-site.

These will be refreshed as part of the policy update.
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Notes:

The slide gives some examples of our current equality objectives for 
employment.

Again these are published in full on the Council web-site.

These will also be refreshed as part of the policy update.
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Notes:

The slide summarises the key obligations of the Council with regards to 
equalities which are reflected in the current policy and will be included in 
the updated version.
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Notes:

The slide summarises the key obligations of the Council with regards to 
employment, again which are reflected in the current policy and will be 
included in the updated version.
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Notes:

The terminology around hate incidents and/hate crimes is relatively new 
and will need to be included in the updated policy.

If a person believes something is a hate incident it should be recorded as 
such by the person receiving the complaint.

All police forces record hate incidents based on the five personal 
characteristics listed in the slide.

Anyone can be the victim of a hate incident. For example, you may have 
been targeted because someone thought you were gay even though 
you’re not, or because you have a disabled child.

The Council has developed a specific procedure to investigate hate 
incidents and this will be reflected in the new policy.
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Notes:

This slide gives further explanation of the term “hate crime”.

Incidents which are based on other personal characteristics, e.g. age, 
are not hate crimes under the law. You can still report these, but they will 
not be prosecuted specifically as hate crimes.
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Notes:

The slide summarises the policy statement within the Council’s current 
Equality Policy – these will be included in the new policy.
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Notes:

This slide summarises the main reasons for the review and what we will 
be working on in the coming weeks. 
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Notes:

This slide summarises the work that is now underway to review the current 
policy.
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Notes:

This slide summarises the aims of the review, and what we will be striving 
to ensure is reflected in the revised policy.
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Notes:

This slide outlines the key content that is being developed for the policy.
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Notes:

Continues from previous slide.
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Notes:

Continues from previous two slides.
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Notes:

This slide outlines the timetable for adoption of the new policy.

At CPP on 30th August it was agreed that, because of the technical issues 
which prevented this full presentation being delivered, the item would 
come back to that Panel on 9th October. 

Rather that give this presentation on 9th October, by which time 
development of the new policy will have significantly moved on,  there will 
be an update on progress.  This will still give Panel members the 
opportunity to ask questions and contribute to the development of the 
policy before the final draft comes back to panel in November.
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Notes:

This slide shows the question Members were left with at the panel 
meeting, and this will be picked up on 9th October when the item comes 
back for a further update.  

If any Member has particular questions or comments prior to 9th October I 
would be happy to respond to these, and again these points could then be 
included in the update at the next panel meeting.
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