
 
 

Report to: Policy and Resources Committee, 22nd March 2022 
 

Report of: Corporate Director – Planning and Governance 
 

 
Subject: A NEW EQUALITY, DIVERSITY AND INCLUSION STRATEGY FOR THE 

COUNCIL 
 
1. Recommendation 

 
That the Committee: 

 
1.1 Notes the work undertaken to develop a new 3-year Equality, Diversity and 

Inclusion Strategy for the Council; 

1.2 Approves the proposed Strategy and Annual Action Plan at Appendix 1 and 
Appendix 2 and authorises the Corporate Director- Planning and Governance 

in consultation with the Chair and Vice Chairs of this Committee to finalise 
an accessible version for publication; 

1.3 Approves for immediate publication the Council’s Equality Objective, to 
achieve Excellence, as set out in the Strategy; 

1.4 Agrees to recommend to Council the appointment of a Member Champion 

for Equality Diversity and Inclusion; and 

1.5 Notes that the Personnel and General Purposes Sub-Committee will oversee 

the Annual Action Plan and report back to this Committee on progress with 
the Strategy annually. 

2. Background 

 
2.1 Last February the Policy and Resources Committee agreed that the Council’s 

equalities strategy was due for renewal and agreed a work programme to develop a 
new approach. The Committee also recognised the Council’s legal obligations in this 
regard and approved specific Equality Objectives for the previous year.  

2.2 Equality, diversity and inclusion impacts on every individual in Worcester and 
responsibility is therefore universal. The list of characteristics protected under the 

Equality Act 2010 (“the protected characteristics”) encompasses everybody and 
there may be an event in any person’s life where they are subject to discrimination 
(less favourable treatment) or harassment or victimisation, on the basis of one of 

these protected characteristics:  

 Age 

 Disability 
 Gender Reassignment 
 Marriage and Civil Partnership 

 Pregnancy and Maternity 



 Race 
 Religion and Belief 

 Sex 
 Sexual Orientation 
 

2.3 All businesses and employers are subject to the Equality Act prohibitions on 
discrimination, victimisation and harassment. In addition for the Council, there are 

enhanced obligations under the public sector equality duty, s149 of the Equality Act 
2010. This places a specific statutory duty on public sector bodies to eliminate 
unlawful discrimination, advance equality of opportunity and foster good community 

relations. The Council is also under a duty to collect and monitor information about 
the diversity of its population of customers as well as its workforce. Each year the 

Council must publish equality objectives, identifying the priority areas it has decided 
to focus on in order to meet its legal obligations. 

2.4 Moving beyond the language of compliance, the concepts of diversity and inclusion 
are helpful to the Council in converting its legal duties into actions which can actually 
deliver measurable impacts and improve the Council’s performance. A focus on how 

to recognise and increase diversity both amongst the users of Council services and 
also Council’s workforce, should help the Council meet its legal obligations while 

improving levels of satisfaction and performance. Ensuring that services, policies and 
outcomes are designed in a way which is inclusive of a diverse population should 
mean that the Council can demonstrate it is actively listening and responding to the 

needs of Worcester people. 

2.5 The Committee agreed that one of the Council’s Equality Objectives for last year 

should be to undertake a self-assessment of the Council’s performance on equality, 
diversity and inclusion using the Local Government Association’s Equalities 
Framework. The Committee will recall there are four areas of focus in the LGA’s 

Equalities Framework with may detailed sub-criteria sitting beneath each area. 
Councils can assess whether their performance ranks as “developing”, “achieving” or 

“excellent”. The four areas are: 

 Understanding and Working with Our Communities 
 Leadership, Partnership and Organisational Commitment 

 Responsive Services and Customer Care 
 Diverse and Engaged Workforce 

2.6 Since the Committee’s decision, more than 50 Council staff have participated in 
workshops to contribute to the self-assessment exercise and they have worked 
through the extensive set of standards set out in the LGA document, to produce 

evidence of best practice and identify areas for improvement. This work has then 
been supported by two sessions with councillors. In the first session, a group of 

Members from this Committee worked through the LGA’s module on Leadership, 
Partnership and Organisational Commitment. The second session was an all-Member 
session in which feedback from the self-assessment exercise overall was shared and 

themes discussed. 

2.7 A scoring methodology was applied to the self-assessed exercise, evidence collated 

and gap analysis undertaken. The overall outcome was that the Council is assessed 
as averaging out as an “achieving” council overall, taking account of some excellent 
practice at a local service level but also taking account of the fact that there are 

some areas where the Council is still “developing”, particularly around the use of 
customer data to inform service planning.  



A systematic and corporate focus on equality diversity and inclusion is required if the 
Council is going to become excellent overall. 

2.8 Some highlighted examples of excellent recent practice include: 

 Targeted work with communities in Worcester to increase up-take of Covid 
vaccines, include proactive role of the Council in running of clinics and building 

links with community leaders and use of different languages and modes of 
communication; 

 Worcester Life Stories bringing different communities together and supporting 
dementia research; 

 Specific recruitment campaigns to encourage care leavers and members of 

minority groups to apply for particular job roles; 
 Application of very local knowledge to support frail elderly customers and 

those with mental health needs access routine Council services; 
 Recognition of impact of health needs and caring responsibilities on the 

workforce, particularly during the Covid pandemic; 
 Wide range of community and civic events supported by the Council with a 

genuine commitment to getting more groups involved;  

 Work with a range of settled migrant communities and use of face to face 
services and different communications to build deeper relationships; 

 Work of the youth outreach team to build relationships with different 
organisations as well as the young people they work with. 

2.9 Some highlighted examples of areas for improvement include: 

 Need for corporate datasets of information about the demographics of the 
Council’s customers which are then actively used to inform service planning 

(proactively not just reactively); 
 Need for a clear position on what our accessibility standards and translation 

services are (again proactively not just reactively); 

 Recognition that staff and councillors would welcome more training and 
learning opportunities to ensure they feel knowledgeable and confident to 

make their own contribution to equality diversity and inclusion practice; 
 Need to ensure equality impact assessments can inform service planning at an 

early enough stage of design not just decision-making; 

 Need to refresh customer engagement approach and reach those groups who 
may be able to help the Council improve its equality diversity and inclusion 

practice, but do not connect with the Council at the moment; 
 Recognition that more work needs to be done to ensure the Council’s 

workforce is reflective of the diverse communities that it serves. 

 
3. Preferred Option  

 
3.1 The preferred option is to adopt the Strategy and Annual Action Plan which are set 

out in draft at Appendix 1 and 2 of this report. These documents attempt to 

provide a clear and practical framework for the Council to work towards becoming 
“excellent” in equality diversity and inclusion practice, which is proposed as the 

Council’s new Equality Objective for the coming 3 years. 

3.2 The Strategy also sets out proposed arrangements for the Member oversight and 
sponsorship of this work programme, particularly the role of Personnel and General 

Purposes Sub Committee in keeping a performance focus on the officer 
responsibilities set out in Annual Action Plan and reporting annually to this 



Committee on progress. Recognising that all Committees have a role to play, there is 
also a proposal for a new Member Champion for Equality Diversity and Inclusion. 

This Champion would act as a sponsor of the improvement actions set out in the 
Strategy and raise the profile of this work particularly with other councillors. 

3.3 The draft Strategy and Action Plan would need to be produced in formats which are 

accessible and can be easily publicised by the Council through a range of methods, 
alongside contact routes for people to give their feedback on specific actions or 

improvements which could lead to improved outcomes. These can then be 
considered by officers and Members as the Annual Plan is progressed and reviewed 
each year. 

4. Alternative Options Considered 
 

4.1 The alternative options are either to take no further action or take a different 
approach. Neither of these options are recommended, for the reasons explained 

above: the LGA Equalities Framework provides a structured approach which the 
Council will supplement with local measures and an Annual Action Plan.  

4.2 On further review, the option of consulting publicly on the draft Strategy and Action 

Plan was considered but discounted, in favour of the preferred option set out above 
and in the Strategy, namely that the Council will attempt to establish a more regular 

dialogue on equalities matters with a wide range of organisations and communities 
including those who may not regularly connect with the Council and make sure that 
people feel comfortable to offer feedback and suggestions during the term of the 

Strategy. 

5. Implications 

 
5.1 Financial and Budgetary Implications 

 

There are no significant financial and budgetary implications in adoption of the new 
Strategy at this stage. Budget implications arising from specific actions will be 

brought forward to the relevant Committee for approval to the extent that they are 
not already within approved budget allocations (for example, training). 
 

5.2 Legal and Governance Implications 
 

The legal and governance implications are described above. 
 

5.3 Risk Implications 

 
There are no significant risk implications identified in this report. Taking a systematic 

approach to equality, diversity and inclusion in the Council’s decision-making process 
should have a beneficial impact on risk management.  
 

5.4 Corporate/Policy Implications 
 

The implications are as set out above; this Strategy aligns with the objectives of the 
new City Plan to support an inclusive and diverse city. 
 

 
 

 



5.5 Equality Implications 
 

The Strategy is designed to help the Council address a wide range of equality 
implications. The Strategy and Annual Action Plan will be produced and promoted in 
accessible formats. 

 
5.6 Human Resources Implications 

 
The Strategy and Annual Action Plan proposed in this report is intended to have 
positive implications for the Council’s workforce. 

 
5.7 Health and Safety Implications 

 
There are no significant health and safety implications identified in this report.  

 

5.8 Social, Environmental and Economic Implications 

 

The benefits of recognising the diversity of the city, in the delivery of the Council’s 

services, are set out in the draft Strategy. 

 

Ward(s):   ALL 
Contact Officer: Sian Stroud, Corporate Director- Planning and Governance 

 Tel: (01905) 722019 
 Email: sian.stroud@worcester.gov.uk 
 

 
 

Appendix 1: Equality Diversity and Inclusion Strategy 2022-2025 (draft) 

Appendix 2: Annual Action Plan (year 1: 2022) 


