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CANNOCK CHASE COUNCIL 

CABINET 

19 JULY 2007 

REPORT OF CHIEF EXECUTIVE 

RESPONSIBLE PORTFOLIO –SAFER AND STRONGER COMMUNITIES LEADER 

GENDER EQUALITY SCHEME (GES) 

1. Purpose of Report 

1.1 To adopt a Gender Equality Scheme (GES) for Cannock Chase Council. 

2. Recommendations 

2.1   It is recommended to adopt the Gender Equality Scheme attached as Annex 1 to this 
report. 

3. Key Issues -- The Gender Equality Scheme (GES). 

3.1 The Equality Act 2006 amends the Sex Discrimination Act (SDA) 1975 to place a statutory 
duty on public authorities, when carrying out their functions, to have due regard to the 
need: 

o to eliminate unlawful discrimination and harassment and 

o to promote equality of opportunity between men and women. 

3.2 This is known as the ‘general duty’ and came into force on 6 April 2007. 

3.3 The duty applies to all public authorities in respect of all of their functions. This means it 
applies to policy-making, service provision, employment matters, and in relation to 
enforcement or any statutory discretion and decision making. It also applies to a public 
authority in relation to services and functions which are contracted out. 

3.4 Public authorities are expected to have ‘due regard’ to the need to eliminate unlawful 
discrimination and harassment and promote equality of opportunity between men and 
women in all of their functions. Due regard comprises two linked elements; proportionality 
and relevance. The weight given to gender equality should therefore be proportionate to its 
relevance to a particular function. The greater the relevance of a function to gender 
equality, the greater regard which should be paid to it. 

3.5 To support progress in delivering the general duty, there is also a series of ‘specific duties’ 
which apply. In brief, these duties are:  
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o To prepare and publish a Gender Equality Scheme (GES), showing how it will meet its 
general and specific duties and setting out its gender equality objectives. 

o In formulating its overall objectives, to consider the need to include objectives to 
address the causes of any gender pay gap. 

o To gather and use information on how the authority’s policies and practices affect 
gender equality in the workforce and in the delivery of services. 

o To consult stakeholders (i.e. employees, service users and others, including trade 
unions) and take account of relevant information in order to determine its gender 
equality objectives. 

o To assess the impact of its current and proposed policies and practices on gender 
equality. 

o To implement the actions set out in its scheme within 3 years, unless it is 
unreasonable or impracticable to do so. 

o To report against the scheme every year and review the scheme at least every 3 
years.  

3.6. Attached as Annex 1 is the current draft of Gender Equality Scheme (GES). 

3.7. As a first step towards involving stakeholders the Council developed its Gender Equality 
Scheme in partnership with Staffordshire County Council and a number of other 
Staffordshire authorities including East Staffordshire Borough Council, Lichfield District 
Council, South Staffordshire District Council, Stafford Borough Council and Staffordshire 
Fire & Rescue Service.  

3.8. In addition, approximately 90 letters have been sent to gender groups across the county to 
invite them to be involved in the development of this scheme. It is also planned to run 
focus groups and /or round table discussions in order to give people an opportunity to 
comment on our services from a gender perspective. 

3.9. The scheme has been published on the Council’s website together with a form to record 
comments. 

3.10. Unfortunately to date no comments have been received and the Staffordshire Equality 
Network are looking at ways of developing consultation processes, including using the 
local voluntary sector organisations to hold awareness raising events in local areas. 

3.11. Although the GES has been developed separately from the race and disability schemes 
any identified actions have been consolidated and incorporated in the Council’s Corporate 
Equality and Diversity Action Plan approved by Cabinet on 14 June 2007 
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3.12. It is a legal requirement to produce and publish GES by 30 April 2007. However, due to the 
timings of meetings and the ongoing consultation process it has not been possible to bring 
the scheme to Cabinet before this date. 
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Section 1 

Background 

From April 2007 The Sex Discrimination Act (SDA) 1975 has been amended to place a duty on all 
public sector authorities to promote gender equality. This affects all public bodies, from local 
councils to government departments, from universities to hospitals. 

The Gender Equality Duty requires the public sector to actively promote gender equality, and is 
similar to the existing duties on race and disability equality. All three have the same spirit and 
intention behind them, requiring public authorities to take action to tackle discrimination, to prevent 
harassment, and to ensure that their work promotes equality of opportunity across all their 
functions.  

The Act sets out what is known as the General Duty which requires public authorities to adopt a 
proactive approach, mainstreaming gender equality into all decisions and activities. When carrying 
out their functions, all public bodies must have due regard to the need to: 

 Eliminating unlawful discrimination 

 Eliminating harassment 

 Promoting equality of opportunity between men and women. 

These three parts support each other, and in practice may overlap. For example, promoting 
equality of opportunity may also eliminate or prevent unlawful discrimination and harassment. 

“Due regard” means that authorities should give due weight to the need to promote gender equality 
in proportion to its relevance. It requires more than simply giving consideration to gender equality. 

In addition to this general duty, certain public authorities are subject to what are known as “specific” 
duties, laid down in regulations. A full list of organisations covered is included in the Equal 
Opportunities Commission Code of Practice “Gender Equality Duty”. District Councils are subject to 
these duties which set out a framework to assist them in planning, delivering and evaluating action 
to meet the general duty and to report on these activities.  

Central to the development of the GES is the Equality and Diversity Project Action Team who are 
responsible for overseeing and co-ordinating the Council’s work on all equality and diversity issues 
including implementing the Gender Equality Scheme, the Disability Equality Scheme, the Race 
Equality Scheme and the Equality Standard. 

The Team comprises key employees from all departments and directorates with particular 
expertise in general equalities, disability, gender, race, religion, project management, self 
assessment systems, audit, research, human resources and management information systems.  

The GES has been developed in partnership with other Councils across Staffordshire and rather 
than developing a further separate action plan the Equality and Diversity PAT have included any 



ENCLOSURE 11.6 

required actions in with the Council’s consolidated Corporate Equality and Diversity Action Plan 
approved by Cabinet on 14 June 2007 

In broad terms, as with Race Equality, responsibility for Gender Equality in each service will lie with 
the relevant Director/Head of Service. The specific changes and practices required for each service 
area will be identified as part of the Impact Assessment process undertaken by each Head of 
Service. 

Section 2 

Details of Matters to be Considered  

Set out in the key issues section of this report. 

Section 3 

Contribution to CHASE 

The Council has adopted objectives based on the CHASE acronym which stands for: 

• C –Children & Young People 
• H  - Healthier Communities, Housing and Older People 
• A –Access to Skills, Economic Development & Enterprise 
• S –Safer & Stronger Communities 
• E  - Environment  

 
• Building an Excellent Council 

 
Within the previous Social Inclusion and Housing Objective which is now incorporated in Safer and 
Stronger Communities the aim is still to continue to work to reduce inequality within the District and 
will involve more people in the work of the Council 
 
The purpose of the GES is to ensure equality of opportunity for all residents in Cannock Chase, 
employees and members of the Council and, our approach is to mainstream activities across all 
services in order to ensure that everyone is able to access and use services, and is not 
discriminated against, directly or indirectly, as a result of their gender. 
 
Our GES sets out the framework within which we can achieve this. 

Section 4 

Seciton 17 (Crime Prevention) Implications 

There are no identified implications in respect crime prevention arising from this report.  
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Section 5 

Human Right Act Implications 

The Human Rights implications arising from this report are complex, but the essential point is that 
all the rights set out in the Convention have to be applied to everyone; 

 ..without discrimination on any ground such as….race, colour, language, 
religion… national or social origin, association with a national minority… 
birth or other status.  

      Art 14 European Convention on Human Rights 

By not adopting a Gender Equality Scheme it could be difficult to demonstrate that the Council was 
otherwise respecting the Convention rights in its dealings with its customers, employees and the 
public generally. The proposal contained within this report would avoid this situation. 

Section 6 

Data Protection Act Implications 

There are no identified implications in respect of the Data Protection Act arising from this report. 

Seciton 7 

Risk Management Implications 

The risks involved in not adopting this GES are that the Council will be in breach of legisaltion 
either in terms of not employing someone because of their gender without justification or in respect 
of unequal access to Council services, which could consequently lead to costly discrimination 
claims against the Council. 

Approval of the GES will not in itself address all of the risks the Council faces but it does provide a 
clear framework to help ensure that the Council does not breach the legislation. Training will be 
provided to help ensure employees understand their responsibilities and minimise any risk of 
breaches, which will also be monitored by establishing monitoring mechanisms.  

        
      Section 8  

Legal Implications 

The Equality Act 2006 places a legal duty on all public authorities to produce and publish a three 
year Gender Equality Scheme (GES).  
 
The GES attached as Annex 1 to this report ensures that the Council meets the requirements of 
the new Gender Equality Duty introduced by the Equality Act 2006. (‘the 2006 Act’). 
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The 2006 Act places specific duties and responsibilities upon the Council. The Council does not 
have any discretion in determining which duties or responsibilities it wishes to discharge. The 2006 
Act requires the Council to be proactive in its approach and demonstrate its commitment to 
promoting gender equality. 
 
There is a specific legal requirement for the Council to produce a GES. The GES must be reviewed 
periodically (every three years). Such a requirement clearly indicates the importance and 
significance the 2006 Act has placed upon the Council (and other public bodies) in promoting 
gender equality.  
 
Failure on the part of the Council to fully embrace and implement all necessary requirements 
imposed by the 2006 Act would expose the Council to potential criticism and liability. 
 

Section 9 

Financial Implications 

There are no financial implications arising directly from this report. 

There may be financial implications for individual service as they identify areas through equality 
impact assessments where they may need to make changes or adjustments to the way that 
services are delivered. Wherever possible any financial implications arising from the actions 
resulting from the GES will be incorporated into the service planning process and existing budgets. 

Any additional costs that cannot be met from existing budgets will be the subject of further reports 
to Cabinet. 

Section 10 

Human Resource Implications 

The general duty to promote gender equality is a duty, not just on the Council as a corporate body, 
but also upon every individual within it.  The promotion of equality is not simply a matter of 
developing appropriate written policies and procedures but is heavily dependent upon all 
employees having an understanding and awareness of equalities issues and having a willingness 
to grasp and address those issues in their everyday interactions with service users.  Arising from 
the action planning process it is likely that additional training will be required both for members of 
the Project Action Team driving forward the equalities agenda. 

The objectives identified in the Gender Equality Scheme and the targets set within the Corporate 
Equality and Diversity Action Plan will require a significant commitment in time and energy from all 
services represented.   

 

 



ENCLOSURE 11.9 

Section 11 

Equality Implications 

An initial impact and needs requirement assessment has been carried out on the introduction of the 
Gender Equality Scheme, the outcomes of which are considered to have a positive impact upon all 
people. The introduction of the GES will assist in eliminating unlawful discrimination and in 
ensuring that all members of the community, can access employment opportunities and use the 
services and facilities provided by the Council. 

Section 12 

Conclusion 

That the recommendation at paragraph 2.1 be approved. 

Section 13 

Background Papers 

Equal Opportunities Commission Code of Practice “Gender Equality Duty” 

Impact and Needs Requirement Assessment –Gender Equality Scheme 

Annexes 

Annex 1 - Gender Equality Scheme 
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Annex 1 

 
Gender Equality 

Scheme 
 
 
 
 
 
 
 
 
 
 
 
 

 
 

 

If you need a copy of this information in large print, Braille, another 
language, on cassette or disc, please ask us by contacting insert 
name and telephone number".
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Foreword  
 
We are very pleased to introduce Cannock Chase Council’s first Gender Equality 
Scheme (GES).   This Gender Equality Scheme is a part of our overarching 
equality and diversity plan, which aims to eliminate unlawful discrimination and to 
promote equal opportunities for all people, regardless of ethnicity, gender, 
disability, age, faith, or sexual orientation. 
 
This scheme is a joint venture between Cannock Chase District Council, East 
Staffordshire Borough Council, Lichfield District Council, South Staffordshire 
District Council, Stafford Borough Council, Staffordshire County Council, and 
Staffordshire Fire & Rescue Service.  
 
Equality between men and women has advanced significantly since the Sex 
Discrimination Act of 1975. In order to build upon that progress, the Equality Act 
2006 places a statutory duty to promote gender equality. Although much has 
been achieved, there is still a long way to go to achieve full equality for all.  
 
We welcome the Act and are fully committed to eliminating unlawful 
discrimination and harassment and promoting equality of opportunity between 
men, women, boys’, girls’ and transgender people.   The act gives us a real 
opportunity, as a public body, to undertake an honest self-assessment of our role 
as a purchaser, service provider, policy adviser, planner, regulator and 
responsible employer.  We aim to ensure that when we deliver services we will 
think about how we can meet gender needs.    We will also continue to 
acknowledge the skills and abilities of all genders that apply for jobs or are 
employed by the Council. 
 
Working with our partners, we will strive to ensure that our priorities reflect the 
differing needs of the male, female and transgender members of our 
communities, where they exist.  This Scheme sets out what we will do to tackle 
gender inequality issues. It is important that employees and residents across 
Staffordshire are involved in the development and delivery of the Scheme, as this 
will ensure that the duty leads to real outcomes and practical improvements.  
 
In our view the review of our services and ensuring action will not only help us 
embed gender issues as part of our core business but will make it a reality for 
everyone.  Our services and facilities should be developed from the beginning 
with the aim to meet the needs and requirements of all genders. 
 
This is very much the beginning of the process; we cannot produce a Scheme 
without involving people from all genders.  We want you to tell us what we need 
to do better or differently and your views about this Scheme are very much 
welcomed. 
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We are firmly committed to promoting equality across the district and in making a 
positive difference to the lives of all members of the community. 
 
 
NEIL STANLEY       STEPHEN BROWN 
LEADER OF THE COUNCIL     CHIEF EXECUTIVE 
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1. Introduction 
 
Gender roles and relationships structure men’s, women’s, transgender people’s, 
boys’ and girls’ lives.  Women are frequently disadvantaged by policies and 
practices that do not recognise their greater caring responsibilities, the different 
pattern of their working lives, their more limited access to resources and their 
greater vulnerability to domestic violence and sexual assault. Men are also 
disadvantaged by workplace cultures that do not support their family or childcare 
responsibilities, by family services that assume they have little or no role in 
parenting, or by health services, which do not recognise their different needs.  
Both sexes experience from stereotyping of their roles and needs.   
 
The term ‘sex’ is used to describe biological differences between women and 
men. 
 
The term ‘gender’ refers to the wider social roles and relationships, which 
structure men and women’s lives 
 
All public authorities are legally required, when exercising their functions, to have 
due regard to the need to: 
 

• To eliminate unlawful discrimination and harassment that is unlawful under 
the Sex Discrimination Act 1975 (SDA) and discrimination that is unlawful 
under the Equal Pay Act 1970 (EqPA) 

 
• To promote equality of opportunity between men and women 
 

“Due regard” means that authorities should give due weight to the need to 
promote gender equality in proportion to its relevance to a particular service or 
function. 
 
The Duty covers all services, functions and activities, not just employment and 
service delivery but also budget setting, procurement, regulatory functions and 
setting the framework within which the organisation will deliver services and also 
frameworks for decision making. This places a positive, proactive responsibility 
on authorities to work towards a more equal society by thinking about the needs 
of men and women when developing services and functions, rather than 
adjustments at the end. 
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What is a Gender Equality Scheme?   
 
In order for the Council to meet the requirements of the General Duty the Specific 
Duties are: 
 

• to prepare and publish a Gender Equality Scheme by 30 April 2007 
showing how it will meet its general and specific duties and setting out its 
gender equality objectives 

 
• in formulating its overall objectives, to consider the need to include 

objectives to address the causes of any gender pay gap 
 

• to gather and use information on how the public authorities policies and 
practices affect gender equality in the workforce and in the delivery of 
services  

 
• to consult stakeholders (i.e. employees, service users and others, 

including trade unions) and take account of relevant information in 
order to determine its gender equality objectives 

 
• to assess the impact of its current and proposed policies and 

practices on gender equality 
 

• to implement the actions set out in its scheme within three years, 
unless it is unreasonable or impracticable to do so 

 
• to report against the scheme every year and review the scheme at least 

every three years 
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2. National and Local Context  
 
National Context 
 
For further information on the national context please refer to the EOC’s guide 
‘Facts about Women and Men in Great Britain 2006’ which can be found at 
http://www.eoc.org.uk/pdf/facts_about_GB_2006.pdf  
 
 

Local Context  
 
Some facts about women and men living in Cannock Chase District drawn from 
the 2001 census: 

 
• Of the Cannock Chase District population of 92,126, there are 45,375 

males and 46,751 females representing 49% and 51%.    
 
• There are more females aged 75 years+7% than males 5%.   

 
• More women have limiting long term illness 10% as compared to men 9%.    

 
• 18% of women and 12% of men do not have access to a car.   

 
• The majority of part time workers are women who make up 87 per cent of 

such employees.   
 

• Of all economically active 16 – 74 year old women, high proportions of 
White British females 37% work part-time, compared to all other ethnic 
groups 1%.   

 
• Women have much lower levels of self-employment 6% than men 16%. 

 
• More men 8% than women 2% occupy professional jobs (higher 

managerial and professional occupations aged 16-74 years). 
 

• 36% of females have no qualifications as compared to 34% of males 
(aged 16-74 years).    

 
• There are more female than male lone parent households with 

dependent children, 5% of total households compared to 1% for 
males. 

 
*  Please refer to State of Cannock Chase Report for more detailed information 
on the local context.  Copies of the State of Cannock Chase Report are available 
from Lisa Coates, Research and Information Officer. 

http://www.eoc.org.uk/pdf/facts_about_GB_2006.pdf
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Trans-gender Community  
 
The data available regarding transgender communities is scarce, limiting 
people’s ability to understand problems and their causes, set priorities and track 
progress.  Further involvement and consultation with transgender communities 
will be a priority for 2007 to help us identify further actions. 
 
• There are estimated to be 5,000 Trans Men and Trans Women in the UK  

(Press For Change website) 
 
• 30% of Trans Men and Trans Women reported feeling forced out of 

employment following transition.  (‘Employment Discrimination and 
Transsexual People’ survey 2001 Stephen Whittle) 

 
• Many Trans Men and Trans Women report feeling they are working at below 

their skill levels due to discrimination, and managing pressures of being a 
Trans individual in the workplace 

 
• 1 in 10 Trans Men and Trans Women faced harassment daily in work at the 

time of transition, and even after a move of job, 25% still faced harassment.  
(‘Employment Discrimination and Transsexual People’ survey 2001 Stephen 
Whittle) 

 
• Trans Men and Trans Women face workplace harassment by employers, 

customers, or suppliers.  
 
• At time of transition, 6% had suffered serious harassment and physical 

abuse. 
 
• Although unemployment rates post transition have reduced from 1992, from 

35% to 8.7%, there is a significant rise in the numbers of Trans Men and 
Trans Women claiming sickness or disability benefits, and those retired.  The 
numbers who are self employed have also increased.  The 2001 
employment discrimination survey, has speculated that these trends may be 
due to the pressures experienced by Trans Men and Trans Women in the 
transition process. 
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3. Shared Priorities  
 
This Scheme sets out the framework, within which we can promote gender 
equality for all our service users and our employees. The following objectives are 
intended to support and complement this framework and have been developed 
as part of our joint venture: 
 
Objective 1 – We will eliminate unlawful discrimination by: 
 

• Ensuring that no existing, potential employee or service user will receive 
less favourable treatment than another on the grounds of gender or 
gender re-assignment 

 
• Seeking to ensure that when we commission services, work in partnership 

or procure goods or services that the organisations that we work with 
understand, adhere to and practice equal opportunity policies 

 
• Encourage applicants from all members of the community 

 
• Ensuring that transgender employees have confidence in our procedures 

and feel supported  
 

Objective 2 – We will eliminate harassment by: 
 

• Ensuring that Service users and employees are treated with dignity and 
respect at all times regardless of their gender  

 
• Providing a positive and supportive work environment for all employees 

which is free from harassment and where individuals are encouraged to 
realise their full potential 

 
Objective 3 – We will promote equality of opportunity by: 
 

• Undertaking Equality Impact Assessments on all new, proposed and 
existing (where reasonable) functions, policies and reviews 

 
 Ensuring all employees receive equal pay for work of equal value    

 
• Delivering gender equality training where appropriate 
 
• Encouraging all genders to participate and provide feedback in any of the 

changes or improvements made. 
 

• Ensuring that gender equality is embedded throughout our strategic 
objectives and Corporate Plans 
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• Promoting equality in the delivery of services in both access, provision and 

in employment 
 

• Increasing the numbers of male and female employees taking up flexible 
working options 

 
• Increasing the number of women sitting on decision making bodies, 

panels and committees 
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4. The Council’s Priorities and Targets 
 
Our Vision 
 
The Council’s Vision is: 
 
“By 2015, Cannock Chase District will be recognised as a place where 
everyone’s lives are enriched by a strong cultural identity, vibrant local 
economy and pride in the outstanding natural environment”. 
 
Creating a strong cultural identity, vibrant local economy and outstanding 
environment is dependent on all parts of the community and local organisations 
and agencies working together in a ‘joined up’ way.  Since our first Performance 
Plan in 1999 we have used the acronym CHASE to identify our objectives, which 
will enable us to achieve our Vision:     
 
CHASE stands for: 
 
 Children and Young People 
 Healthier Communities, Housing & Older People 
 Access to Skills, Economic Development & Enterprise 
 Safer and Stronger Communities 
 Environment 

 
 Within the Social Inclusion and Housing Objective we have identified that “We 
will continue to work to reduce inequality within the District and will involve more 
people in the work of the Council” 
 
We have identified the following groups as being “at risk” requiring specific action 
to ensure that they are socially included within our society: 
  
• Young unemployed 
• Lone parents 
• Long term unemployed 
• Disabled 
• Elderly people 
• Homeless people 
• People from black and other ethnic minorities 
 
One of the most important issues is the exclusion of these “at risk” groups from 
the activities that many of us take for granted. We are working closely with 
various agencies and the voluntary sector, in particular, to tackle the problems 
faced by these groups and to help us build communities that promote diversity in 
all aspects of life. As a community leader we are building an organisation that 
promotes diversity in all of our services and functions. 
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The Council’s approach is to mainstream activities across all services in order to 
ensure that all genders are able to access and use services, and are not 
discriminated against, directly or indirectly, as a result of their gender.
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5. How the council will implement the scheme? 
 

• The District Council has overall responsibility for the Gender Equality 
Scheme 
 
• The Chief Executive and Heads of Service are responsible for ensuring 

that the Scheme is put into action across the Council 
 

• Members (Councillors), employers, managers of the Council and our 
colleagues in partner agencies have a role to play in helping us meet the 
duty to promote gender equality 

 
Equality and Diversity Project Action Team (E&DPAT) 
 
This scheme proposes the Council’s E&DPAT will be responsible for overseeing 
and co-ordinating the Council’s work on implementing the Gender Equality 
Scheme.  The team comprises representatives from each of the Council’s service 
areas and chaired by a Head of Service who is accountable to the Council’s 
Directors Management Team. 
 
The E&DPAT will monitor the progress of the implementation of the Scheme and 
carry out the annual review on behalf of the Council. 
 

Equality Impact and Needs Assessments (EINA) 
 
Meeting the General Duty 
 
We need to understand whether our services are meeting everyone’s needs and 
that people who need our services have access to them.  To help us to do this 
we carry out an Equality Impact Assessment.  
 
Why do we carry out Equality Impact Assessments? 
 

The SDA 1975 places a duty on Public Authorities to assess the impact of its 
policies and practices, or the likely impact of its proposed policies and practices, 
on equality for disabled persons; this will be carried out in this Scheme through 
Equality Impact Assessments (EIA). 
 
All Public Authorities are also subject to the Comprehensive Performance 
Assessment (CPA) and the equality dimensions of this assessment are being 
enhanced to ensure that any lack of progress in this assessment is addressed. 
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What are Equality Impact Needs Assessments? 
 
An Equality Impact Needs Assessment is a way of deciding whether an existing 
or proposed policy, procedure, practice or service does (or may) affect people 
differently, and if so, whether it affects them in an adverse way.  
 

Assessments will be carried out on new policies and services, as they are 
developed and over time on existing policies and services.  Gender issues will be 
considered alongside the other five equality strands (race, disability, faith, sexual 
orientation and age).  
In committing ourselves to conducting these assessments and undertaking 
detailed work in every part of the Council, we have embarked upon an endless 
journey that will build gender equality considerations into everything we do. 
The assessment of all existing functions and policies will help us to prioritise 
those areas where most urgent action is needed and where we can have the 
greatest impact on promoting gender equality.  Those functions or policies that 
clearly have a high impact and relevance to disability equality will be addressed 
first with a rolling programme developed over the period of the Scheme to 
address all of the other functions and policies. 
Current guidance to officers on conducting Equality Impact and Needs 
Assessments will be revised and the process of additional training has now 
commenced.  A summary of the results of the Equality Impact and Needs 
Assessments and involvement exercises will be reports a part of the annual 
review of the Gender Equality Scheme. 
 
A summary of the results of the Equality Impact Assessments, Action Plans, and 
consultation exercises will be reported as part of the annual review of the Gender 
Equality Scheme.  
 
Any actions on our Gender Equality Scheme can be found in Cannock Chase 
District Council, Equality and Diversity Action Plan 2007/09. 
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6. Community Engagement 
 
We recognised from the outset, that to create a Scheme that really made a 
difference to the people of Staffordshire; we needed to involve the people who 
really matter…our service users, employees, members of the community and 
voluntary and community sector organisations.  
 
We believe our partnership approach in producing the Disability Equality Scheme 
involving East Staffordshire Borough Council, Keele University, Lichfield District 
Council, Newcastle-under-Lyme Borough Council, South Staffordshire District 
Council, Stafford Borough Council, Staffordshire County Council, Staffordshire 
Fire & Rescue Service and Staffordshire Police led us to achieve more 
meaningful engagement with disability organisations and groups as we pooled all 
our contacts together into one database enabling us to contact over 284 local 
organisations and groups across Staffordshire inviting them to be involved in the 
creation of the Scheme. 
 
We have decided to adopt the same approach in terms of carrying out 
engagement activities for the gender scheme. We have sent out letters to over 
90 gender groups across the county of Staffordshire to invite them to be involved 
in our scheme.  From this we will be running a number of focus groups asking 
people to give their opinions on accessing our services.  
 
In terms of engagement with the transgender community, we have recently 
become sponsors of the Gender Advisory Bureau who provide transgender 
training, consultation and who will assist with the facilitation of our involvement 
activities.   
 
Feedback from all of the involvement events will be forwarded to partner 
organisations to enable them to identify what issues are relevant to their own 
individual organisations.  We will also inform all who have taken part in being 
involved in the development of the scheme, of the actions that have been 
highlighted from the focus groups or round table discussions. 
 

Employee Involvement  
 
Cannock Chase Council is committed to actively involving employees in the 
development of the Gender Equality Scheme, by utilising various communication 
mechanisms: 
 
• Core brief (monthly) 
• Paperchase (monthly) 
• Intranet 
• Team meetings (weekly) 
• Moving Forward Together - 6 monthly CE sessions to all employees 
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• Global email to all employees/members 
• Message facility on payslips 
• Employee surveys (annual) 
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7. Achievements to Date  
 
The Council is making significant process with regards to the implementation of 
its Equality and Diversity agenda and has achieved some tasks towards the 
Corporate Equality & Diversity Action Plan 2007 – 10: 
 
• Single status pay and grading review 
 
• Review of job application forms 

 
• Willing to consider part-time (but not job share) working 
 
• Flexible working hours 

 
• Grievance Policy 
 
• Harassment Policy 

 
• Domestic Violence Policy 

 
• Equal Opportunities Policy 

 
• Management training / development programme 

 
• A minimum of 1 Refuge House per 10,000 population 

 
• Corporate Equality & Diversity Policy 

 
• Corporate Equality & Diversity Action Plan 

 
• Disability Equality Scheme 

 
• Participation in Staffordshire Equality Network 

 
• Dialogue with consultants as part of National Diversity in Districts 

Programme 
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8. Monitoring, Evaluation and Review  
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Monitoring will help the Council to assess whether its functions and policies are 
discriminating against anyone on the basis of their gender, the gathering of 
information and statistical data to assist in monitoring will provide a reliable 
source to establish whether discrimination is taking place. 
 
The Council also operates a separate comment and complaints system and this 
source will also be used when trying to establish whether discrimination has 
taken place. 
 
Equality and Diversity P.A.T informs Directors Management Team of equality 
and diversity priorities. Directors Management Team then incorporates them into 
Directorate priorities.  Equality and Diversity Group sets strategy and targets and 
conducts an internal self-assessment. 
 
 
Directors Management Team provides leadership and direction for the 
organisation. 
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Cabinet makes most of the day-to-day decisions of the Council.  It compromises 
of the Leader, Deputy Leader and 5 other members (known as Portfolio Leaders) 
with individual responsibilities for:  Children & Young People; Healthier 
Communities, Housing and Older People; Access to skills, Economic 
Development and Enterprise; Safer and Stronger Communities; Environment. 
 
Overview and Scrutiny reviews the work of decisions of the Cabinet, reviews all 
areas of the Council’s work, carries out specific projects and investigates any 
mater, or service provided by an outside organisation, which affects residents in 
the district 
 
Consultation & engagement methods will provide the external challenge and 
accountability  
 
Equal Opportunities Commission will undertake enforcement of all Gender 
Equality Schemes.   
 
Commission for Equality and Human Rights will replace the Equal 
Opportunities Commission at the end of the year. 
 
Training 
 
It is essential that all Council Members and employees have a good 
understanding of the principles surrounding equalities and in promoting equal 
opportunities for all people, regardless of ethnicity, gender, disability age, faith or 
sexual orientation. 
 
In 2005 all employees received Customer Care training, which included 
reference to all equality and diversity principles, including gender discrimination. 
 
However, training is an ongoing process and as such actions will be contained 
within our three-year plan to review and evaluate the original Equalities and 
Diversity Training Strategy and Plan, developed as part of the Council’s Race 
Equality Scheme. 
 
Publication 
 
The Gender Equality Scheme will be published on the Council’s website 
www.cannockchasedc.gov.uk; distributed to representative organisations and 
made available in all accessible information points throughout the District 
including other Council offices and Libraries.   
 
One of the strengths of the Gender Equality Scheme is the transparency it brings 
in reviewing our actions in promoting disability equality.  By regularly publishing 
the results of our assessments and our performance against targets, we will 
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ensure that local communities are informed of and have the opportunity to 
comment upon our progress.  
 
We will publish assessments of progress against the Scheme and our Action 
Plan in our Annual Report on the Gender Equality Scheme, as well as in our Best 
Value Corporate Performance Plan. 
 
This yearly review, which will be conducted by the Council’s Equality and 
Diversity P.A.T will summarise the consultation and involvement carried out with 
disabled people and show what has changed as a result of this involvement and 
as a result of our Action Plan. 
 
The Council will conduct a full assessment and review of its Disability Equality 
Scheme every 3 years.  This review will look at how the Council’s current and 
proposed polices impact on the promotion of gender equality.  The Council will 
involve all genders both internally and externally out as to how effect the Scheme 
has been, particularly in mainstreaming gender equality. 
 

The Equality Standard for Local Government 
 
In order to deliver our overall commitments on equality and diversity, the council 
has adopted the Equality Standard for Local Government. 
 
The Equality Standard provides a framework through which local authorities can 
meet their legal obligations under anti-discrimination legislation.  There are five 
levels of the Standard, with Level 1 being the lowest and Level 5, the highest. 
 
Level 1 – Commitment to a comprehensive Equality Policy 
Level 2 – Assessment and consultation 
Level 3 – Setting Equality objectives and targets 
Level 4 – Using information systems and monitoring against equality targets 
Level 5 – Achieving and reviewing outcomes 
 
The standard is about making equalities part of our day-to-day activities and the 
Council is working towards achieving the higher levels of the standard and the 
outcomes of our assessment against the Equality Standard will provide 
information for the E&DPAT to review the Gender Equality Scheme. 
 
 
 
 
 
 
 



ENCLOSURE 11.31 

Further information and enquiries 
 
For further information on the Gender Equality Scheme contact: 
 
Mike Edmonds, Chair of Equality and Diversity P.A.T 
Cannock Chase Council, Civic Centre, PO Box 28, Bee croft Road, Cannock, 
Staffs. WS11 1BG or by email: mikeedmonds@cannockchasedc.gov.uk 
 
If you require further information on the State of Cannock Chase Report contact: 
 
Lisa Coates, Research and Information Officer 
Cannock Chase Council, Civic Centre, PO Box 28, Bee croft Road, Cannock, 
Staffs. WS11 1BG or by email: lisacoates@cannockchasedc.gov.uk 
 
If you would like to participate in consultation contact: 
 
Martin Drayton, Community Engagement Officer  
Cannock Chase Council, Civic Centre, PO Box 28, Beecroft Road, Cannock, 
Staffs. WS11 1BG or by email: martindrayton@cannockchasedc.gov.uk 
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