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Introduction 
 
Cannock Chase Council (the Council) has made a commitment to equality, diversity and social 
inclusion.  Our goal is for a District where inequalities cease to exist. We are working towards 
the goal to make Cannock Chase District (the District) a place where people want to live and 
work - a place where everyone has equal opportunities and choices.  We believe that this goal 
can only be fully achieved in partnership but also that, as the District’s democratically elected 
body, we have a duty to provide guidance and leadership on how to move collectively towards 
achieving and maintaining our vision.  We also recognise that we cannot improve the quality of 
life in the District without addressing inequality and discrimination; an important cornerstone in 
ensuring everyone living within and coming to the District benefits. 
 
We recognise that people suffer discrimination, disadvantage and exclusion, both in 
employment and in the delivery of services, for many reasons including: 
 
• race 
• colour 
• ethnic origin 
• gender 
• marital status 
• sexual orientation 
• poverty 
• social class 
• religious and other beliefs 
• age 
• disability 
  
 
This Equality and Diversity Policy has been developed to provide information about the 
Council's equality-related work and to demonstrate our commitment not just to meeting legal 
obligations but to developing services and opportunities which reflect the needs and concerns 
of all communities in the District. The Policy is set firmly in the context of a strong Community 
Strategy and the Council's own Corporate and Performance Plan 2006-2009. Both these plans 
stress the importance of action to address inequalities and to positively promote social 
inclusion and good community relations in our District. 
 
Our Equality and Diversity Policy recognises and responds to national requirements and seeks 
to make more explicit the actions we will be taking in relation to the different strands of 
equality. The Council believes that the essential principles underlying all aspects of its work on 
promoting equality and diversity should be brought together in one Policy. However, in 
recognition of statutory demands and public interest in specific areas of inequality, additional 
information and documentation relating to race and disability equality are also available. 
 
This Equality and Diversity Policy has been discussed and developed with the help and 
involvement of members of the public and Council employees. However, despite the need to 
set out and be accountable for our actions, we also see the Policy will need to evolve in order 
to continue to be responsive to local needs and concerns. For this reason we welcome your 
interest and your comments on its contents. 
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Why do we need an Equality and Diversity Policy? 
 
 
The aims of the policy are: 
 
• To promote equality of opportunity, social inclusion and good relations within the 

community by implementing strategies and procedures to enable the Council to identify any 
barriers that may exist in service delivery, access to services, information and employment 

• To meet the specific duties of the Race Relations (Amendment) Act 2000, the Disability 
Discrimination Act 2005 and prepare for similar future requirements in relation to other 
areas of equality. 

• To enable recommendations and solutions to be identified to ensure legal compliance and 
to develop the information systems to make this happen, to ensure the Council can identify 
community and employee profiles and find any indicators of any adverse impact 

• To ensure partners, contractors and suppliers of goods and services adopt the Authority’s 
approach to equality whilst working on behalf of the Authority 

• To identify roles and responsibilities for elected members and employees in relation to the 
implementation of the Council’s Equality and Diversity Policy 

 
 
 
Legislation and national requirements 
 
There is now a wide range of legislation and other national requirements in relation to equality 
and diversity. The Race Relations (Amendment) Act 2000 requires all public bodies to: 
 
• eliminate unlawful racial discrimination 
• promote equality of opportunity; and 
• promote good relations between people of different racial groups. 
 
There are also duties to similarly promote disability equality and gender equality and the 
government's proposed Commission for Equality and Human Rights may well extend those 
duties to other areas. Employment Equality regulations have been introduced to protect 
against discrimination on grounds of religion, belief, sexual orientation and age. 
 
These and other statutory requirements alert us to potential areas of discrimination and 
disadvantage. They do not preclude other forms of possible social exclusion or inequality, nor 
should they lead to an assumption about the particular circumstances within the District. They 
do however provide standards for all public bodies and a valuable common framework for 
action against which progress can be measured. 
 
In drawing up this Equality and Diversity Policy the Council has focused principally on the 
requirements of the Race Relations (Amendment) Act 2000, the Equality Standard for Local 
Government and the Disability Discrimination Act 2005.  These linked frameworks provide a 
firm foundation for informing and measuring progress towards our equality objectives at the 
same time as ensuring that we meet our statutory obligations. 
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The Race Relations (Amendment) Act 2000 
The Race Relations (Amendment) Act 2000 gives public authorities a new statutory general 
duty to promote race equality. There are also specific duties in the areas of policy-making, 
service delivery and employment. One specific duty is the requirement to publish a Race 
Equality Scheme.  
 
The Race Equality Scheme is being reviewed for 2007 to 2010. This will be published on the 
Internet and will include an action plan for implementation.  There is a need to ensure 
compliance with all of the duties under the Race Relations (Amendment) Act. In addition the 
Equality Standard, introduced in 2002, builds on the requirements of the Act and responds in 
equal measure to all areas of equality. 
 
The Disability Discrimination Act (1995) and the Disability Discrimination Act 2005 
The Disability Discrimination Act 2005 fits within the framework of previous disability 
discrimination legislation, the cornerstone of which is the Disability Discrimination Act 1995 
(DDA). The DDA prohibits discrimination against disabled people in a range of different 
situations including employment, education, and the provision of goods and services. The 
nature of protection varies according to the situation, but in broad terms the Act provides that 
disabled people should not be treated less favourably than non-disabled people; and that in 
certain circumstances reasonable adjustments must be made for disabled people. 
 
The Equality Standard 
In October 2001 the Employers Association published common standards for equality. The 
standards were introduced as the replacement framework for the Commission for Race 
Equality (CRE) Standards and as a national Best Value Indicator for Local Government. The 
Equality Standard supports a mainstreaming approach to equality by helping local authorities 
to introduce a comprehensive and systematic approach to dealing with equality issues.  It 
explains the steps that local authorities need to take to identify and remove barriers to ensuring 
fair and equal treatment in services and employment with regard to gender, race and disability. 
Local authorities are able to assess their progress based on five levels. 
 
The Council has set a target to achieve Level 1 of the Equality Standard for Local Government 
by March 2007 and Level 2 by March 2008.  The key criteria for each of the five levels are as 
follows: 
 
Level 1 Commitment to a comprehensive equality policy 
Level 2 Assessment and consultation 
Level 3 Setting equality objectives and targets 
Level 4 Information systems and monitoring against targets 
Level 5 Achieving and reviewing outcomes 
 
By achieving Level 2 the Council will have demonstrated not only leadership and commitment 
to equalities but also that it has developed appropriate systems, processes and partnerships to 
meet the challenges of the next stages of the journey. 
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Policy Statement 
 
We aim to ensure that our services meet the varied individual needs and expectations of local 
people and that everyone has equal access to services regardless of their race, ethnic origin, 
language, gender, disability, age, sexual orientation, marital status, race, religions or non 
religious belief, family background or any other individual characteristic which may limit a 
person's opportunities in life.  We recognise that services must be relevant, responsive and 
sensitive, and that the Council must be perceived as fair and equitable in its provision of 
services by our service users, by our partners and the wider community.  We aim to ensure 
that our contractors and others who deliver our services also share our vision and values. 
 
We also recognise that we work in a richly diverse community and understand the strategic 
importance of achieving a diverse workforce, which reflects the community.  We undertake to 
recruit, develop and retain people by valuing the varied skills and experiences they bring to 
Cannock Chase Council; by investing in their training and development; by treating employees 
fairly and equitably; by combating harassment and discrimination at work, and by encouraging 
an honest and open culture which values the differences between us. 
 
As a Council we recognise the important leadership role we have in promoting and 
encouraging tolerance, fairness and equality and in influencing other service providers and 
employers.  Cannock Chase Council undertakes to work closely with local people, businesses, 
employers, voluntary and community groups and our other partners to build a more tolerant, 
compassionate and respectful place in which we can all live and work. 
 
 
 
Who is responsible? 
 
Ultimate responsibility for the achievement of equality goals and objectives rests with the 
Council's Cabinet, which provides strategic direction on all equality issues.  The Council's aim 
is to fully embed equality and social inclusion objectives into all its work and we will ensure that 
this is reflected in our Corporate and Performance Plan, business planning and performance 
management frameworks. 
 
The Council’s Corporate and Performance Plan 2006-2009 sets out our strategic priorities and 
how we intend to achieve them. These priorities reflect issues identified by local people in the 
Community Strategy, feedback from our own staff and customers, and national government 
priorities. They are central to the well-being of all our communities and therefore to the 
achievement of our equality objectives. 
 
The Council’s Strategic Priorities: 
 
Culture and Sport - Increasing participation in culture and sporting activities 
Health - Developing a healthy community 
Access to Skills and Economic Development- A vibrant economy, A job for everyone, Learning 
opportunities for all 
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Social Inclusion and Housing- Reducing Inequality, Affordable Decent Homes for all 
Environment- A clean, safe and sustainable environment 
Building an excellent authority. 
 
Following the essential integration of equalities into our key plans and strategies, responsibility 
for the delivery of inclusive and equality sensitive services rests with the Council's Chief 
Executive, Directors, Heads of Service, Service Managers and employees. The Council 
however also recognises that specific structures and support mechanisms are required to help 
drive this challenging agenda forward and ensure progress.  
 
In 2002, the Council established a Project Action Team to oversee the development of the first 
Equality Scheme and the initial stages of its implementation.  Progress on addressing equality 
and diversity issues has been slow and in 2006, the Project Action Team was re-launched.  
The Project Action Team is now continuing this work and it provides a forum for discussion and 
a lead on the appropriate implementation of Council-wide equality strategies.  The Project 
Action Team also has a key role in reviewing overall progress and encouraging best practice. 
 
All services are represented on the Project Action Team and it is the role of those on the 
Project Action Team to ensure that corporate aims and objectives are conveyed to all 
managers and implemented within service teams.   
 
Principles 
 
In order to achieve our objective of a District where inequalities cease to exist and where 
people from all communities live and work together with mutual understanding and respect we 
will promote the following principles: 
 
 
As a service provider we will: 
 
• work with other Authorities and organisations to promote equalities, tackle discrimination, 

and to ensure that our policies and practices are in line with current legislation and good 
practice. 

• ensure our services meet the different needs of all sections of the community and that the 
services are delivered fairly and professionally.  

• provide easy access to public information in appropriate forms. 
• take positive action to allow all individuals irrespective of gender, sexual orientation, marital 

status, dependants, race, ethnic origin, trade union, political beliefs, religious beliefs, age, 
hours worked, disability or health, to have equal opportunities in the workplace and in 
service delivery. 

 
 
 
As an employer we will: 
 
• seek to employ a workforce which reflects the community at large, because it values the 

individual contribution of people, irrespective of gender, sexual orientation, marital status, 
dependants, race, ethnic origin, religious beliefs, age, hours worked or disability.  
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• treat all employees with dignity and respect and will provide a working environment free 
from unlawful discrimination, victimisation or harassment on the grounds of gender, sexual 
orientation, marital status, dependants, race, ethnic origin, religious beliefs, age, hours 
worked, disability or health. 

• not tolerate acts which breach this policy and all instances of such behaviour (or alleged 
behaviour) will be fully investigated and may be subject to the Authority’s disciplinary 
procedures. 

• make every effort, if an existing employee becomes disabled, to retain them within the 
workforce, wherever reasonable and practicable. 

• install facilities for people with disabilities in existing premises, whenever practicable to do 
so. Whenever the Authority invests capital in new or refurbished premises, every practical 
effort will be made to provide for the needs of people with disabilities. 

• promote fairness in all aspects of employment. Such as recruitment, training, promotion 
etc. and will take any necessary, positive/affirmative action to ensure every employee 
reaches their potential. 

• ensure that where appropriate all vacant posts are advertised to reach the widest possible 
community.  

 
 
 
 
Meeting our Equality Objectives 
 
We recognise that the District has areas of deprivation and inequality which prevent some of 
our citizens from fully participating in and benefiting from the opportunities the District has to 
offer.  ‘Narrowing the gap’ and developing culturally sensitive services which meet the needs of 
all our communities is not a one-off exercise but an ongoing journey of improvement. As the 
District’s democratically elected body, it is the Council's role to promote, lead and inspire 
District-wide activities which aim to reduce inequalities and increase social inclusion. Meeting 
these important challenges requires an ongoing dialogue with our partners and communities. 
Our long-standing and productive relationship with other public, voluntary and private sector 
agencies, particularly through the Local Strategic Partnership, is already helping to embed 
these principles into shared plans and activities. 
 
Feeding into the overarching Community Strategy, the Council and its partners are developing 
district delivery plans for the Staffordshire-wide Local Area Agreement which is focused 
strongly on closing the gap and reducing inequalities between communities. The Council's 
Corporate and Performance Plan and strategic priorities are making a leading contribution to 
those key outcomes. 
 
Equally importantly, as a major employer responsible for key public services, the Council must 
ensure that it is effectively promoting and delivering equality and diversity within the policies 
and functions for which it has lead responsibility. In order to do this effectively we take the 
following steps:  
 
Step one: When a new policy is planned or a current policy is subject to a review, the first step 
is to screen it for relevance to the promotion of race, gender and disability equality.  If the 
proposed policy is relevant we move to the next stage. 
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Step two: Before proposals are finalised, an equality impact and needs assessment of the 
policy must be undertaken. This means identifying the needs of users/potential users and the 
likely impact of the proposals on different sections of the community or our own workforce. The 
aim is to ensure that what we put in place is as inclusive as possible from the start. It is at this 
planning stage that key issues relating to access need to be addressed.  An important aspect 
of this initial assessment is the consultation and involvement of potential users. 
 
Step three: The results of the assessments and consultations are then built into the final 
proposals and published - usually within the final report.  
 
Step four: Although we aim to get it right first time, it is important that once the service is up 
and running we regularly monitor take-up and obtain feedback on its effectiveness in meeting 
its objectives and the needs of the target group(s). We try to ensure that the type of monitoring 
information we collect and the methods used for obtaining it are appropriate to the service, the 
users and the improvement process. 
 
Step five: Whenever unmet needs or inequalities in access or outcomes are found, these are 
addressed by setting equality improvement targets backed up by timetabled action plans. 
 
 
 
 
The Council will work to ensure that: 
 
• all customers and service users are aware of their rights to equality of consideration 
• barriers for all who need or wish to access services delivered by the Council, including 

barriers relating to language, accessibility, culture and attitude are eliminated 
• we consult with the different communities, including the Council’s own employees, to 

ensure that people participate in identifying needs, and the planning and delivery of 
services to meet those needs 

• when contracting out services to outside bodies they are made fully aware of the Council’s 
Equality and Diversity Policy and are committed to it;  

• community groups are afforded equal access and consideration in the information, advice 
and other forms of assistance they receive from the Council 

 
 
 
 
Consultation and involvement 
 
A crucial aspect of service improvement is consultation and involvement of different groups of 
service users.  We have consulted regularly with our Citizens Panel and used focus groups to 
help us to identify and overcome barriers to service provision.  A considerable amount of work 
is being undertaken to improve our consultation and involvement processes, with the 
development of a Community Involvement Network.  We are looking particularly at ways to 
make those processes as inclusive as possible ensuring that we include how to reach out to 
communities and groups whose voices are not always heard. 
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We have been working with service users and professionals within physical and sensory 
disabilities services to shape our Disability Equality Scheme and to develop action plans to 
remove barriers to services and information and we recognise that there is much work still to 
be done.  The Council will continue to seek a constructive dialogue with those many 
individuals, organisations and groups in the District already working hard to promote equality 
and social inclusion. 
 
Communication and access 
 
The way in which the Council communicates with its service users - and potential users - is of 
crucial importance to service development and delivery. Different methods of communication, 
appropriate to the circumstances and the needs of the customer, need to be used to provide 
information and to obtain feedback. If we get it wrong we may be inadvertently excluding 
certain individuals, or even wider sections of the community, from knowing about and 
benefiting from our services.  We are however aware that having an inclusive approach to 
service access extends beyond communication about the service to the actual point of 
delivery. Encouraging individuals to learn the English language, the provision of leaflets (and 
other written communications) in different languages, the availability of interpreters or signers, 
appropriate adaptations to the physical environment etc. can all play their part in improving 
service accessibility. Some of these improvements require the development of new policies 
and services. 
 
 
 
 
The Council will: 
 
• Regularly review its arrangements for consultation to ensure that the different needs and 

requirements of people are properly represented in its decision making processes, specially 
in relation to policies, practices, specific proposals and actions  

• Establish a full range of consultation techniques with organisations, groups and particular 
sections of the community including community learning forums e.g. direct consultation, 
conferences, workshops and questionnaires etc. 

• Make use of relevant translation and interpretation services as and when the need arises, 
whilst simultaneously encouraging and promoting greater integration amongst all 
communities 

• Widen the use of market surveys to find out what people feel and think about the Council 
and its services, and identify the opinions and needs of disadvantaged individuals and 
groups in the community 

• Monitor uptake of these surveys 
• Assist community groups, particularly those from disadvantaged sections of the community, 

to develop their knowledge of the Council’s policies and procedures and their consequent 
ability to influence the Department through the consultative processes. 
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The Council as an employer 
 
The way we recruit, train and treat our employees is central to achieving our equality 
objectives. 
The Council is at the forefront of equality in employment policies and practices and continually 
strives to further improve its work in this area. This means that we will: 
 
• ensure that equality principles are firmly embedded in all employment policies and 

practices,  
• ensure that managers understand the principles of diversity and have the skills to apply 

them.   
• listen to and act on views on barriers to employment and promotion 
• Demonstrate that we value and encourage the contribution of all employees 
• Promote open and fair employment policies and practices. 
 
Recent equality in employment legislation has rightly extended protection to employees 
experiencing discrimination as a consequence of their religion, belief and sexual orientation. 
Age discrimination legislation became effective from 1st October 2006.  These areas are 
already covered by the Council’s Equal Opportunities Policy and we recognise that more work 
needs to be done to fully address the key issues. 
 
 
The Council will: 
 
• wherever relevant, advertise vacancies as widely as possible  
• wherever possible advertise all vacancies simultaneously internally and externally 
• take steps to ensure that knowledge of vacancies reaches underrepresented groups 

internally and externally 
• ensure all vacancy adverts include an appropriate short statement on equal opportunity 
• keep selection criteria (job description and employee specification) under constant review 

to ensure that they are justifiable on nondiscriminatory grounds as being essential for the 
effective performance of the job 

• involve more then one person in the selection, interview and recruitment process, and all 
should have received training on equality and diversity.  

• record the reasons for selection and rejection of applicants for vacancies  
• encourage under-represented groups to apply for training and employment opportunities 

within the Council 
• wherever possible, provide special training for such groups to prepare them to compete on 

genuinely equal terms for jobs and promotion. However, actual recruitment to all jobs will 
be strictly on merit. 

• wherever possible, take action to identify and remove unnecessary/unjustifiable barriers 
and provide appropriate facilities and conditions of service to meet the special needs of 
disadvantaged groups 
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Monitoring  
 
We need to constantly check not only that we are making progress but that we are going in the 
right direction!  Managing our performance, publicising our progress and getting your feedback 
are all essential. Equality in employment monitoring, particularly in relation to workforce 
representation, has been well established in the Council for many years. The evidence of the 
past three years has however shown that more work needs to be done to improve the 
collation, interpretation and use of equality monitoring information in respect of service 
delivery. This is an area to which we will be giving particular attention over the next couple of 
years in relation to equality impact and needs assessments and the Council’s performance 
management framework. 
 
We are currently reviewing our approach to monitoring equality and diversity to put in place a 
range of strengthened systems and processes to improve the way we manage and monitor our 
performance. The new performance management framework will allow us to more effectively 
link partnership and strategic priorities with internal service improvement objectives and 
importantly with employees work programmes. When fully operational the Council’s 
performance management system will enable more effective tracking of progress on equality 
objectives and targets council-wide, therefore greater clarity on where inequalities and 
exclusion remain. 
 
Currently a wide range of targets and performance indicators are set out in the Council’s 
Corporate and Performance Plan. The Council's Scrutiny Committee and Select Committees 
also play a significant role in contributing to and monitoring our improvement programmes. 
 
Equality monitoring has been established to ensure that we obtain information about the 
impact of our key employment policies on different groups of employees. 
 
The Race Relations (Amendment) Act requires us specifically to monitor: 
 
• Employees in post 
• Applicants for employment, training and promotion 
• Employees in receipt of training 
• Employees who benefit or suffer detriment as a result of performance assessment 

procedures 
• Employees involved in grievance procedures 
• Employees subject to disciplinary procedures 
• Leavers 
 
We monitor not only in respect of race but also gender and disability and we are constantly 
trying to improve our processes of data collection by learning from other public bodies and our 
own managers and service users.  
 
Monitoring is not an end in itself. It is essential because it demonstrates where progress is 
being made and where further action is required. For this reason, we recognize that the results 
of equality in employment monitoring need to be fed back into the corporate and service group 
workforce planning processes.  
 

 11



The success of our work in reducing inequalities and social exclusion depends on the 
commitment and understanding of everyone who works for and with the Council. This includes 
Members, Directors, service managers and employees as well as those delivering services on 
our behalf.  Training, briefings, and written guidance on how to meet our statutory obligations 
and the council’s equality objectives are all essential aspects of an equalities awareness 
programme. 
 
 
 
The Council will: 
 
• ensure the services provided by the Council are monitored to measure progress towards 

full implementation of the Equality and Diversity Policy, with corrective action being taken 
where targets are not being achieved 

• keep a record of all employees’ and job applicants’, racial origins, gender and disability in 
order to ensure the effective operation of the equality and diversity policy (and for no other 
purpose).   

• monitor and regularly analyse such records to provide the basis for appropriate action to 
eliminate unlawful direct and indirect discrimination and promote equality of opportunity 

• periodically, enable employees to check/correct their own records of these details, 
otherwise access to this information will be strictly restricted according to Data Protection 

 
 
 
Training and development 
 
A range of equality learning and development activities have already taken place across the 
council, but we have recognised that further training is required. Briefings and discussions on 
the equalities agenda have been held with senior management teams and Council Directors 
have attended a workshop on national requirements and best practice. 
 
Complaints and Compliments 
 
Unfortunately things sometimes go wrong.  When this happens, our corporate Complaints and 
Compliments procedure provides a mechanism for dealing swiftly with your concerns and 
ensuring that the problem does not happen again. The complaints and compliments form is 
available at all council buildings and can also be accessed on the council's website: 
www.cannockchasedc.gov.uk. We will respond to you within ten days of us receiving your 
complaint to tell you who is dealing with it and their contact details. We will then send you a 
final response within 28 days. 
 
Communication and feedback about our services does not, of course, have to be formal. You 
are encouraged to contact us at any time with your views. The most important thing is that we 
remain open and receptive to your comments and act on them. 
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