
 

 
 
 

Bassetlaw District Council 
in partnership with A1 Housing (Bassetlaw) Ltd 

 
 
 
 
 
 

RACE EQUALITY SCHEME 
 
 
 
 

2005 – 2008 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
Approved by: Cabinet 1st November 2005 

 



 2 

Contents 
 
 

Foreword ........................................... ....................................................3 

Background and Introduction........................ ......................................4 
What is a Race Equality Scheme? .................... .................................................................4 
About Bassetlaw .................................... ..............................................................................5 
Bassetlaw’s ethnic diversity profile............... ....................................................................5 

Progress to date (2002 – 2005) ..................... .......................................7 
Progress on Race Equality .......................... .......................................................................7 
Progress on equality and diversity ................. ...................................................................7 

Corporate vision, aims and objectives.............. ..................................9 
Strategic Plan 2005-2007........................... ..........................................................................9 
Bassetlaw Approach and Mission Statement........... ........................................................9 

Bassetlaw Approach:..........................................................................................................9 
Mission Statement: .............................................................................................................9 

Bassetlaw Local Strategic Partnership .............. .............................................................10 
Bassetlaw’s performance management framework ....... ...............................................10 

Service planning and review ............................................................................................11 
Key Council Strategies .....................................................................................................11 

Monitoring and Review.............................. ........................................................................14 
Performance indicators ....................................................................................................14 
Review of the Race Equality Scheme..............................................................................16 

How we intend to meet the duties of the RR(A)A ..... ........................17 
General duty ....................................... ................................................................................17 

Assessment of Relevant Functions and Policies to the Promotion of Race Equality .....17 
Monitoring of race equality impacts..................................................................................18 
Consultation & Engagement.............................................................................................19 
Publication of Results of Assessments, Consultation and Monitoring ............................20 
Access to information and services..................................................................................20 
Training.............................................................................................................................21 

Specific (employment) duty......................... .....................................................................22 
Framework for staff monitoring ........................................................................................23 

Public accountability .............................. ............................................26 
Complaints......................................... .................................................................................26 
General publishing arrangements .................... ...............................................................26 

Community languages......................................................................................................27 
Other formats....................................................................................................................27 

Appendices ......................................... ................................................28 
Appendix 1: Diversity & Equality Policy Statement.. .....................................................29 
Appendix 2: Organisational structure ............... ..............................................................31 

Political level .....................................................................................................................31 
Officer level.......................................................................................................................34 

Appendix 3: Listing of Functions & Policies (for pr ioritisation) Error! Bookmark not 
defined. 
Appendix 4: Corporate Race Equality Action Plan .... ....................................................36 
Appendix 5: BLSP Tackling Diversity Group – Terms o f Reference ...........................44  

 



 3 

Foreword  
 
This Race Equality Scheme has been produced as a requirement of the duties (both general 
and specific) arising from the Race Relations (Amendment) Act 2000. 
 
Bassetlaw D.C. has a legal obligation, when carrying out its duties and powers, to aim to 
“eliminate unlawful racial discrimination, promote equality of opportunity and promote good 
relations between people from different racial groups”. 
 
This Race Equality Scheme brings together our approach – setting out our ideas and aims, 
outlining a plan of action, indicating how we will consult at various stages and how we will 
assess and inform people of our progress. 
 
Whilst this plan is specifically about race equality, the Council will also be addressing 
national acknowledged equality standards (the Equality Standard for Local Government) – 
which also addresses equality and diversity - for example; disabled people, women and 
other groups (see also Bassetlaw District Council’s Diversity & Equality Policy). 
 
We believe this is a major step to improving the quality of our services to all our communities 
– men/women, families, rural/urban based, young and old, visitors and residents, rich and 
poor, black and white, able bodied and disabled.  Treating everyone the same does not 
always meet the actual or particular needs and requirements of all our communities. 
 
The challenge is considerable and we recognise the need to question existing and 
established practices and to provide leadership to our staff and within the wider Bassetlaw 
community. 
 
We aim, through implementing this scheme, to: 

· Integrate equality into other management and political processes so that it has a 
focus and can be incorporated into planning and review arrangements. 

· Work with partner agencies in order to develop approaches which recognise the 
needs of different groups in our communities. 

· Involve key stakeholders – communities of interest and some groups who have not, 
thus far, had the opportunity to speak out; so that different views are reflected in our 
approach & delivery of services. 

· Measure and assess how well we progress in a variety of ways.  It is vital that we 
begin to monitor, with your help, how this initiative is developing. 

 
Finally, we do recognise that there is considerable scope for improvement in our approach 
and our performance though we are convinced that the benefits for all our citizens will bear 
fruit. 
 
Your views are welcomed and you are encouraged to give feedback on this document which 
could further assist Bassetlaw Council to meet its duties and obligations. 

 
 

LEADER OF THE COUNCIL CHIEF EXECUTIVE 



 4 

 
This plan includes the commitment and actions of th e Council and A1 Housing 
designed to meet their legal obligations under the Race Relations (Amendment) Act 
2000. 
 
 

As part of the consultation process A1 Housing have  assessed their obligations and 
strategic drivers and these are reflected in the Ac tion Plan (see Appendix 3).  These 
actions will be monitored by the Council.  
 
 

 

Background and Introduction  
 

What is a Race Equality Scheme? 
 
The Race Relations (Amendment) Act [RR(A)R] 2000 strengthens the Race Relations Act 
1976 and imposes a duty on all local authorities and many other local public bodies, to 
promote race equality.  This duty applies to the Council’s community leadership role, its 
service delivery role and its status as a major employer in the area. 
 
This statutory duty requires race equality to be made a key part of the way Bassetlaw District 
Council (and other public bodies) work by putting race equality at the centre of our policy-
making, service delivery and employment practice. 
 
The Council is required to: 
 

· Promote equal opportunities 
· Eliminate unlawful racial discrimination 
· Promote good relations between people from different racial groups 

 
This ‘general duty’  requires the Council to prepare and publish a Race Equality Scheme 
(RES) summarising the Council's approach to race equality, its vision and its corporate 
strategic priorities.  The RES is monitored annually and re-published every three years. 
 
This is Bassetlaw District Council’s second Race Equality Scheme.  The first was published 
in 2002 and covered the period 2002-2005.  Key progress during this period is summarised 
on pages 6 & 7. 
 
Bassetlaw District Council's RES provides a strategy and a realistic action plan outlining our 
approach to race equality, our vision, values and strategic priorities. It sets out how we plan 
to carry out each part of the specific duties and our arrangements for consolidating and 
monitoring progress by: 
 

· Examining our services to decide which are most relevant to race equality 
· Assessing and consulting on the likely impact of our proposed policies on the 

promotion of race equality 
· Monitoring our policies for any adverse impact on the promotion of race equality 
· Publishing the results of such assessments and consultation 
· Ensuring public access to information and our services 
· Training our staff on race equality issues 
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The Council also has a ‘specific duty’  to monitor, by reference to the racial groups to which 
they belong, the numbers of: 
 

· Employees in post 
· Applicants for employment, training and development, and promotion 
· Employees who 

o receive training and development 
o benefit or suffer detriment from performance review procedures 
o are involved in grievance or disciplinary procedures 
o or cease employment with the Council 

· and to publish the results of that monitoring annually. 
 
An action plan detailing the tasks to be undertaken, the timescale and giving an indication of 
accountability can be found at Appendix 4. 
 
 

About Bassetlaw 
 
Bassetlaw District Council is located in north Nottinghamshire and serves a population of 
approximately 108,500 people (mid-2004 estimate), in an area of almost 64,000 hectares 
(the largest district in Nottinghamshire). 
 
The area contains a mixture of traditional market towns, country villages and the ‘Dukeries’ 
estates, and is close to major cities such as Sheffield and Nottingham. 
 
The main towns are Worksop in the west and Retford in the east, however, over a third of 
the population live in rural areas. 
 
The District borders South Yorkshire to the north, Lincolnshire to the east, and Derbyshire to 
the west.  There are excellent road and rail links, with the A1 and East Coast Mainline 
running through the District, and the M1 within easy reach.  The international Robin Hood 
Doncaster Sheffield Airport opened in spring 2005, and further enhances the District’s 
communication links. 
 
 

Bassetlaw’s ethnic diversity profile 
 
The District comprises of a relatively small black and ethnic minority community – 
approximately 1.25% of the total population according to the latest Census data in 2001. 
 
Clearly this presents a challenge in terms of delivering services and in the overall ability of 
the Council to consult effectively with relatively dispersed community groups. 
 
However, since this is a pre-requisite for improving our performance around the issue of race 
equality, we intend to continue our efforts to develop and refine our approach.  The Council 
has recently commissioned a piece of research to identify and define the District’s ‘hard to 
reach’ groups, engage with the hard to reach groups once identified and work with them to 
formulate a strategy for continued engagement. 
 
The Council is aware that longstanding communities (eg those from Eastern European 
countries such as Poland) and newer and more transient communities, whilst posing 
different challenges, also come within the scope of the Race Equality Scheme. 
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Total population 107,713 
White 98.55% 
Asian 0.5% (including 0.33% muslim) 
African/ Caribbean 0.5% 
Mixed heritage (including Caribbean/Black 
British) 

0.25% 

Source: 2001 Census 
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Progress to date (2002 – 2005)  
 

Progress on Race Equality 
 
We have: 

· Continued our use of ‘Language Line’ for multi lingual translation services 
· Undertaken appropriate training for our Cemetery Service staff and made provision 

for appropriate burial services 
· Established an ‘on-line’ system for recording racial incidents and generally reviewed 

and strengthened the reporting system (including staff training) 
· The Council acts as a racial incident reporting centre.  Reports are monitored for 

progress (in 2003/04, 100% of reports resulted in further action) 
· Incorporated the Commission for Racial Equality’s ‘Code of Practice’ into the 

Communications Strategy 
· Developed a range of ‘Help Points’ across the District using interactive video 

conferencing to overcome difficulties of access and isolation 
· Assessed the impact on our personnel practices of the new Employment Regulations 

(2003) concerning religion and belief 
· Insisted that all applications for the Grant Aid Scheme now include a race equality 

declaration 
· Encouraged the involvement of ethnic minorities in the neighbourhood regeneration 

of Manton 
· Ensured that there are appropriate translated materials for ‘ethnic’ food businesses 

eg food hygiene guidance 
· Made translations of Council Tax bills and information in appropriate languages eg 

for the Chinese community 
· Endeavoured to assist the housing arms length management organisation for 

Bassetlaw (A1 Housing) in meeting its race equality requirements 
· Participated in and supported the former Bassetlaw Race Awareness Forum, which 

merged with the Bassetlaw Local Strategic Partnership’s Equal Opportunities 
Taskgroup in February 2005 to form the ‘Tackling Diversity Group’.  The group’s 
terms of reference are attached at Appendix 5. 

 

Progress on equality and diversity 
 
We have: 

· Undertaken a review of our Equality policy and developed a corporate equality plan 
· Developed our policies and initiatives such as Community Cohesion & Social 

Inclusion 
· Introduced a revised performance management framework 
· Worked towards achieving Level 1 of the Equality Standard for Local Government 
· Purchased an interactive IT based training package (focused on equality) 
· Provided leadership training for members and senior managers on the equality 

programme 
· Established an Equalities Steering Group to champion corporate developments and 

help review progress 
· Appointed external consultants to support our initiatives and provide technical as well 

as strategic support 
· Addressed equality within the Procurement Strategy and process 
· Created a ‘One stop shop’ facility at our Worksop offices, to compliment the existing 

one stop shop at Retford. 
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· Volunteered to take part in the national ‘Diversity in the Districts’ pilot project and 
received targeted support from the Office of the Deputy Prime Minister (ODPM) to 
help us mainstream equalities and diversity into the Council’s management 
processes. 

 
We recognise that much more needs to be done to ensure genuine equality for everyone in 
Bassetlaw, and that this requires enthusiasm, commitment and hard work from the Council 
throughout the lifetime of this document. 
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Corporate vision, aims and objectives  
 

Strategic Plan 2005-2007 
 
In June 2005 the Council launched its refreshed Strategic Plan, “Bassetlaw has a bright 
future…”.  This updated the previous Strategic Plan (2002-2007), “Building a Better 
Bassetlaw”, in the light of changing local circumstances. 
 
The refreshed Strategic Plan introduced three new corporate priorities: 

· Community Safety (our main priority) 
· Community Prosperity 
· Community Engagement 

 
Equality, both within the Council and within the District as a whole, is an essential 
prerequisite in order to achieve any of these priorities. 
 
The Strategic Plan identifies 21 ‘key projects’ (along with many other projects) which will 
help the Council achieve the above priorities.  Many of these will have a positive impact on 
race equality. 
 

Bassetlaw Approach and Mission Statement 
 
Bassetlaw Approach:  
 
“To make progress through a definite style of publi c service. 
 
One which involves: 

· A caring partnership with a community that allows all to see how decisions are made. 
· Equality of service which gives pride to those doing the job and satisfaction to those 

receiving the service. 
· A belief and respect for individuals and communities and the ability to adapt to 

change in circumstances 
 
and relies on: 

· Employees who are well motivated and trained with working conditions which help 
them to provide services with CARE, QUALITY AND FAIRNESS." 

 
Mission Statement:  
 
"We aim to secure the best possible quality of life for everyone in Bassetlaw. 
 
This can be achieved through working with others – from as many organisations as will help 
– to provide the widest range of services our means will allow.” 
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Bassetlaw Local Strategic Partnership 
 
Bassetlaw Local Strategic Partnership (BLSP) is a district-level partnership made up of key 
public, private and community organisations.  Membership includes: Police, Primary Care 
Trust, Nottinghamshire County Council, Bassetlaw District Council (chair), Bassetlaw 
Community & Voluntary Service, Nottinghamshire Wildlife Trust, Wilkinson Ltd, and many 
more. 
 
The BLSP has developed and published its Community Strategy (2003-2007), containing the 
following themes/ priorities: 

· A prosperous place 
· A learning place 
· An attractive place 
· A healthy place 
· A fair place 
· A safe place 
· Children and young people 

 
The Community Strategy states “Bassetlaw will be a place where everyone has the 
opportunity to live, work, learn and enjoy leisure time and take a pride in creating a safe, fair 
and healthy environment”. 
 
The BLSP has also adopted an Equality Policy and begun to address race relations issues. 
 
The LSP Board has identified equality and diversity as a key issue and its ‘Social & 
Community Development Group receives regular reports from the Tackling Diversity Group. 
 
More information about the BLSP can be found at www.visionbassetlaw.net 
 

Bassetlaw’s performance management framework 
 
The diagram below shows the links between Government and community priorities, and how 
these are translated into various Council strategies, priorities and plans.  Ultimately, these 
feed down into individual employees’ targets at annual development appraisals.  Equality 
underpins all of these links, as it is a fundamental premise of good performance. 
 
The Audit Commission assesses the Council’s overall performance via the national 
framework of Comprehensive Performance Assessment (CPA).  The Council was assessed 
in 2003 as ‘Fair’, on the following scale: 

· Excellent 
· Good 
· Fair 
· Weak 
· Poor 

 
The Council implemented an Improvement Plan to address areas for improvement that were 
highlighted in the CPA report. 
 
The CPA methodology is currently being revised and all indications are that diversity issues 
will feature prominently in the new assessment framework. 
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Service planning and review  
 
Future Best Value reviews will have a requirement to consider equalities.  Impact 
Assessments (as required by both the Race Relations legislation and the Equality 
Standards) will be undertaken, where possible (but not exclusively), within these Best Value 
review arrangements. 
 
Service planning guidance is produced to ensure that all service delivery plans are 
consistent and address key corporate issues such as race equality, for example progress on 
completing Equality Impact Assessments. 
 
Key Council Strategies  
 
A number of Council strategies and initiatives support the Race Equality Scheme and help to 
create a culture of equality across the Council.  These are outlined below: 
 
Diversity & Equality Policy 
This is our ‘overarching’ equality and diversity policy which covers race and other categories 
eg disability, age, gender, sexuality.  The policy has been prepared to meet the requirements 
of the Equality Standard for Local Government. 
 
The Council intends to reach Level 2 of this Standard by March 2006 (although this may not 
be possible due to resource constraints).  The Council’s long-term aim is to continue to 
improve through to Level 5. 
 
An action plan is included within the policy, which clearly shows what the Council will do to 
achieve Level 2. 
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The Diversity & Equality Policy and its action plan underpin our commitment to achieving our 
corporate aims and providing a blueprint for action to implementing them. 
 
“Unity” – Combined Community cohesion/ Social inclu sion/ Rural/ Sustainable 
Communities strategy 
Community cohesion has an important part to play in the RR(A)A’s requirement that the 
Council “promotes” good relations between people from different racial/ethnic groups. 
 
A ‘cohesive’ community is defined as one where: 

· There is a sense of belonging for all alongside a common vision 
· The diversity of difference is positively valued 
· Those from different backgrounds have similar life opportunities, and 
· Strong and positive relationships are being developed in a variety of settings eg 

schools & neighbourhoods 
 
The Home Office published “Race Equality and Community Cohesion” in 2005 with the 
following aims: 

· Promoting citizenship, identity and belonging and enabling cohesion within 
communities 

· Tackling inequalities and promoting opportunity for everyone 
· Eradicating racism and extremism 

 
This ties in with the equalities agenda and the overall approach to race equality.  For 
example there will be investment in skills for ethnic minority businesses; methods developed 
to resolve conflict in the community; a need to address the accommodation needs of 
travellers and gypsies; and further measures to tackle race hate crimes. 
 
In 2004/05 there were several initiatives taken in Bassetlaw: 

· The Council and Bassetlaw LSP adopted the Home Office’s national indicators to 
measure community cohesion 

· The Council joined with other councils in the East Midlands to form a network to 
promote good practice 

· Nottinghamshire County Council established a county–wide community cohesion 
Board which will take a lead in developing a partnership approach.  This Council will 
be involved in that approach 

· A detailed survey was undertaken, using the Citizen’s Panel (see brief 
results/findings below) 

 
Results of the Bassetlaw Citizens’ Panel Survey (September 2004): 
The September 2004 Citizens’ Panel survey asked 5 of the Home Office’s 10 indicator 
questions to assess community cohesion. 
 
Two of the 5 questions related directly to race and ethnicity: 
 
To what extent do you agree or disagree that this l ocal area (within 15-20 minutes 
walking distance) is a place where residents respec t ethnic differences between 
people? 
Definitely disagree  4% 
Tend to disagree  22% 
Tend to agree  41% 
Definitely agree 3% 
Don’t know 29% 
Not provided 1% 
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In which of the following situations, if any, would  you say you regularly meet and talk 
with people of a different ethnic origin to you? 
At restaurants, pubs, cinemas, community centres etc 42% 
At local shops 40% 
At work 38% 
In your neighbourhood 18% 
On buses or trains 18% 
At none of these 16% (highest among older respondents) 
At sports or fitness activities 14% 
At a relative’s home 13% 
At a place of study 11% 
At a place of worship 11% 
At other places 7% 
At youth clubs 2% 
Don’t know 1% 
Not provided 2% 

 
This provides a baseline of measurable and comparable data for the Council’s race equality 
approach within the context of community cohesion and relationships between diverse racial 
groups.  It also gives an indication of the overall scale of the task ahead. 
 
The strategy also aims to develop community and partnership links to tackle social exclusion 
and promote social inclusion.  Poverty; age; mental health; ethnic background and 
geographical location are all cited as determinants for social exclusion.  An action plan is 
developed annually. 
 
One local initiative, in partnership with the Manton Community Alliance, is the development 
of a neighbourhood management approach to empower the community to tackle key 
deprivation and exclusion issues in one of the most deprived neighbourhoods in the District.  
Government funding of £2.5m over 7 years has been secured for this project. 
 
Access Strategy 
This policy sets out the Council’s commitment to, and policy programme towards, combating 
discrimination and promoting equality of opportunity in the services it provides. 
 
It is currently under review to bring it in line with the revised corporate equality programme 
and this (Race Equality) Scheme. 
 
Much of the current focus is on access in respect of disability. 
 
 
Community Safety Strategy 
The Council works in partnership with a variety of agencies, including Police; Primary Care 
Trust; Drugs and Alcohol Action Team; Bassetlaw Women’s’ Aid; Probation Service etc in 
the Bassetlaw Community Safety Partnership. 
 
Every three years the Partnership produces a strategy containing targets for reducing crime 
and making Bassetlaw a safer place to live. 
 
Racial equality, tackling race hate crimes and ensuring that people from black and ethnic 
minority backgrounds feel safe are key priorities in the work of the Partnership. 
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Human Resources Strategy 
The Council’s HR Strategy has prioritised the specific duties under the RES within its action 
plan.  A key building block within the Strategy is ‘being an employer of choice’ which 
recognises the need for a strategic objective to recruit and retain a diverse workforce 
representative of the community. 
 
Community Engagement Strategy 
To support the Council's strategic priority of Community Engagement, during 2004/05 we 
conducted a cross-cutting review of how the Council engages with the community.  The 
review addresses how we could communicate better with diverse communities, how we can 
involve the community in setting priorities and planning our services, and how we can further 
develop our consultation arrangements. 
 
The Improvement Plan covers 3 years and includes the following key actions: 

· Revise and update the Council's existing Consultation Strategy  
· Produce a 'rough guide' to community engagement for front-line staff 
· Create an internal network of staff who undertake community engagement as part of 

their job, with links to external partners 
· Carry out training for staff and elected Members 
· Maintain and develop the Bassetlaw Citizens' Panel 
· Produce an annual community engagement plan containing activity by all services 
· Explore more proactive ways of engaging the community and our partners in local 

service provision 
· Adopt a common definition and approach to meeting the needs of 'hard to reach' 

groups 
· Create a system to record and monitor engagement activity (for example customer 

feedback, complaints and the results of consultation) 
· Develop a telephone contact centre 
· Use the Council's website, and other electronic means, to engage with the 

community  
· Create further 'Help Points' around the District, where the public can access Council 

services via a video-link 
The success of the approach will be evaluated annually to ensure that the Council makes 
the best possible use of the community's needs and views. 
 
Procurement Strategy 
Where the Council enters into partnership with others to do work, or contracts with others to 
do work or provide goods or services on the Council’s behalf, we will: 

· Ensure that they have an equal opportunities policy. This must be in compliance with 
national and EU Public Procurement legislation 

· Work together to ensure that services provided in partnership comply with this policy 
· Require compliance with equalities legislation and good practice 
· Take action where necessary to ensure this happens 

 

Monitoring and Review 
 
Performance indicators  
 
The Council monitors a range of national equal opportunities performance indicators (PIs) on 
a quarterly basis and reports these to the Performance Improvement Scrutiny Committee 
(PISC); Corporate Management Team and Cabinet where appropriate.  Several of the 
performance indicators have been categorised as ‘key’ by the Council – demonstrating a 
commitment to improve and monitoring progress closely. 
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PI Definition 
2003/04 
Outturn 

2004/05 
Outturn 

2004/05 
Target 

2005/06 
Target 

2006/07 
Target 

2007/08 
Target 

BV2a 
The level (if any) of the Equality 
Standard for Local Government 
to which the authority conforms 
Key 

Level 0 Level 1 Level 1 Level 2 Level 2 Level 3 

BV2b 
The duty to promote race 
equality Key 

52.6% 52.6% 63.2% 68.2% 84.2% 100% 

BV11b 
Percentage of top 5% of earners 
from black and minority ethnic 
communities 

0% 3.45% 2.44% 3.45% 3.45% 3.45% 

BV17a 
Percentage of local authority 
employees from ethnic minority 
communities 

0.56% 0.90% 0.74% 1.22% 1.34% 1.46% 

BV17b 
Percentage of the economically 
active ethnic minority population 
in the authority area 

1.4% 1.4% 1.4% 1.4% 1.4% 1.4% 

BV74b 
Satisfaction of black and 
minority ethnic tenants of council 
housing with the overall service 
provided by their landlord  

0% 
(unweighted) N/A N/A N/A N/A N/A 

Base Number 2      

Confidence Interval +/- 0.0%      

BV74c 
Satisfaction, as above, of non-
black and minority ethnic tenants 

75% 
(unweighted) N/A N/A N/A N/A N/A 

Base Number 692      

Confidence Interval +/- 3.24%      

BV75b 
Satisfaction of black and 
minority ethnic tenants with 
opportunities for participation in 
management and decision 
making 

50% 
(unweighted) N/A N/A N/A N/A N/A 

Base Number 4      

Confidence Interval +/- 49.0%      

BV75c 
Satisfaction, as above, of non-
black and minority ethnic tenants 

62% 
(unweighted) N/A N/A N/A N/A N/A 

Base Number 553      

Confidence Interval +/- 4.04%      

BV164 
Does the authority follow the 
Commission for Racial Equality's 
code of practice in rented 
housing and follow the Good 
Practice Standards?  

Yes Yes Yes Yes Yes Yes 



 16

PI Definition 
2003/04 
Outturn 

2004/05 
Outturn 

2004/05 
Target 

2005/06 
Target 

2006/07 
Target 

2007/08 
Target 

BV174 
Number of racial incidents 
recorded by the authority per 
100,000 population 

2.76 0.91 N/A N/A N/A N/A 

BV175 
Percentage of racial incidents 
that resulted in further action 

100% 100% 100% 100% 100% 100% 

 
To compliment the suite of national PIs concerned with race equality, the Council will 
develop a set of local PIs for collection from 2006/07 onwards to track the progress of the 
Council in meeting its duties under the RR(A)A. 
 
Review of the Race Equality Scheme  
 
This Race Equality Scheme will be reviewed in a variety of ways, by a variety of people: 

· Service level achievements will be scrutinised by PISC on a six-monthly  basis 
· The corporate Equality Steering Group will review progress annually  and report to 

Cabinet, Corporate Management Team and the Joint Employee Committee 
· The overall effectiveness of the RES will be comprehensively reviewed every three 

years , after which a new RES will be published to take the Council forward.  The 
Council will consult with partner organisations and black and minority ethnic groups 
in the district to ensure their views are registered as part of this review. 

 
The full three-year review will take into consideration issues such as: 

· Whether or not Bassetlaw District Council has complied with its general duty  of the 
RR(A)A 

· How the three sections of the general duty  (in eliminating racial discrimination, 
promoting equality of opportunity and promoting good race relations between 
persons of different racial groups) have been advanced in relation to the discharge of 
the Council's functions 

· Whether or not the Council has complied with its specific duty  under the RR(A)A 
 
Any review will help us to identify gaps where we need to make adjustments to existing 
policy or practices.  The following questions will be asked: 

· Has the council taken account of race equality, and equality considerations generally, 
in our policies and the way we deliver our services – including the procedures, rules 
and operating systems applied? 

· Have the results of monitoring, complaints, consultation and the impact assessment 
process helped to make improvements to the Council’s overall approach to (race) 
equality? 

· Has the training provided, and other support systems, developed our employees’ 
ability to meet the requirements of the Race Relations Act (and our equality 
programme generally)? 

· Have our employment, recruitment and personnel policies and practices improved to 
better reflect the needs and aspirations of our staff as well as the citizens in the 
District? 
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How we intend to meet the duties of the RR(A)A  
 
An action plan  detailing our approach to implementing this Race Equality Scheme is 
attached as Appendix 4. 
 

General duty 
 
The Council is required to: 

· Promote equal opportunities 
· Eliminate unlawful racial discrimination 
· Promote good relations between people from different racial groups 

 
Assessment of Relevant Functions and Policies to th e Promotion of Race Equality  
 
 
 
 
 
 
 
 
 
 
 
The Council has carried out an individual listing and assessment of all its functions and 
policies to determine their relevance to the general duty. 
 
The degree of relevance determines whether the functions are considered to be high, 
medium or low priority. The priority given determines the Council's three-year action plan. 
 
Those functions and policies that have been given a high priority will be addressed in year 
one of the three-year plan, medium priority functions and policies will be addressed in the 
second year and those given low priority are scheduled for assessment in the third year. 
 
The prioritisation of functions and policies can be found at Appendix 3 
 
The housing service is now carried out by an arms length management organisation (ALMO) 
called A1 Housing Bassetlaw, which, though not statutorily obliged to produce a Race 
Equality Scheme, has decided to do so and to closely follow the Commission for Racial 
Equality (CRE) and Housing Corporation race equality guidelines. 
 
New functions and powers of the Council now include licensing premises for the sale of 
alcohol and this will be considered under the Scheme as it has obvious implications for local 
ethnic minority businesses. 
 
A list of policies introduced since the first RES was initiated in 2002 will be compiled to 
ensure that all have been assessed for relevance under the General and Specific Duties. 
 
 
 
 

Definitions:  
 
'Functions' means the full range of the authority's duties and powers. 
 
'Policies' means the full range of formal and informal decisions that your authority makes 
in carrying out its duties and using its powers. 
 
'Relevant' means 'having implications for' (or affecting) race equality. 
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How will we assess the impact of Functions and Poli cies on the promotion of race 
equality? 
 
The Council will use 'equality impact assessments' as a practical tool.  It will be another way 
of finding out how different parts of the community might be affected by new proposals with 
an equality dimension. 
The RR(A)A requires that these assessments are undertaken systematically, and include a 
race analysis. 
 
The list of functions and policies initially determined to be relevant to the general duty will be 
subject to equality impact assessments during the period October 2005 to April 2008. The 
Council may combine some functions/policies within one impact assessment in order to 
make best use of resources or it may work with relevant partners who jointly, or under 
contract, deliver that service. 
 
The equality impact assessment of functions and policies will generally be an integral aspect 
of any thematic Best Value Review identified as most closely linked to the specific function/ 
policy (although it should be noted that the Council does not have any Best Value reviews 
scheduled in the short/ medium term). 
 
All equality impact assessments have been timetabled to be carried out during the three-
year period of the RES.  The equality impact assessments will seek to identify whether the 
function or policy under consideration adversely impacts on some racial groups or is in any 
way detrimental to the promotion of equal opportunities and good race relations. 
 
If an impact assessment indicates that a particular existing or planned function or policy 
results in significant adverse impact, or where opportunities arise allowing the promotion for 
greater equality of opportunity, the Council will prepare options, consult and, where 
necessary, revise or adapt the policy. 
 
To establish the impact of a function or policy on the ethnic minority community, the Council 
will do some or most of the following: 

· Use existing research, statistics and management data; and, if necessary, 
commission new data. 

· Consult individuals and establish interest group's including specialist ethnic minority 
organisations 

· Consult with users/ non-users of the service 
· Consult front-line Council staff who are to undertake the function or are themselves 

affected by the policy 
 
When making a decision with respect to a function or policy adopted or proposed to be 
adopted, the Council will take into account any equality impact assessment and consultation 
carried out in relation to that particular function/ policy.  The results will also be fed into the 
annual service planning cycle and reviewed during the Council’s consideration of that 
service area or function. 
 
A summary of the findings of the equality impact assessment and consultation will be 
included in the record of the equality considerations of that specific function/ policy area.  
The summary will also be publicly available, for example via the Council’s website. 
 
Monitoring of race equality impacts  
 
Monitoring is an important way of measuring the effects of policies and practices and 
assessing progress.  Knowledge of the take-up of services provided by the Council and the 
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impact of its functions/ policies on the black and ethnic minority communities will be of 
assistance in assessing progress towards equality of opportunity.  Without ethnic monitoring 
data there is no way of knowing whether discrimination is taking place. 
 
The Council will establish or improve systems to monitor the impact of functions/ policies on 
the District’s black and ethnic minority communities, taking into account resource 
implications, the sensitivity of information, and the willingness of the public to supply it. 
 
Other data sources that may be used for the purpose of monitoring include the 2001 
Census; Labour Force Survey and published research reports. 
 
The Council will maintain a detailed record of where data on black and ethnic minority take 
up of services is collected. 
 
The Council may consider using the following methods to monitor and analyse the impact of 
policies and services on racial groups: 

· Statistical analysis of ethnic monitoring data  
· Satisfaction surveys analysed by racial groups 
· Random or targeted surveys 
· Data on complaints analysed by racial group 
· Meetings, focus groups or consultation panels 

 
If the results of the monitoring shows that one of the policies was having an adverse impact 
on particular users or on the promotion of race equality, and if it prevented the authority from 
meeting its general duty, then the authority will consider other ways of meeting its aims, 
adapting the policy and meeting the needs of different racial groups. 
 
Consultation & Engagement  
 
The Council uses a range of consultation methods with its employees and residents.  We 
consult with all relevant stakeholders, both inside and outside the authority.  This approach 
is linked to our Community Engagement strategic priority. 
 
In October 2005 this RES was presented to the LSP Board for comments.  The comments 
received were incorporated into the document. 
 
We will continue to engage with our strategic partners; business community; community 
groups; residents and the CRE, and learn from this process to identify the best ways of 
obtaining their views and to build capacity for further consultation.  This may involve face-to-
face meetings, focus groups, surveys, questionnaires and other methods considered 
appropriate. 
 
The RES is a living document, with the opportunity to incorporate the results of engagement 
at the annual review stage.  These will be clearly identified and appended to the document.  
When the RES is fully reviewed and re-published in 2008, the feedback from Bassetlaw 
stakeholders will again be considered. 
 
The Council and other partner agencies will work with ethnic minority communities to remove 
barriers to effective, meaningful consultation by ensuring that information is available in 
accessible formats and in a timely fashion.  To help enhance participation, issues such as 
the appropriateness of venues and the time of day at which meetings are scheduled to take 
place will also be considered.  If consultation shows that a policy/ function is likely to have an 
adverse impact or harm race equality, then the authority will determine whether the outcome 
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will be direct or indirect discrimination and take immediate steps to change the policy to 
prevent unlawful discrimination. 
 
Stakeholders who participate in the consultation stage of equality impact assessments will 
receive a copy of the finished report. 
 
Publication of Results of Assessments, Consultation  and Monitoring  
 
The Council will prepare detailed written reports/ results on every assessment, consultation 
and monitoring exercise and these will be made available on request. 
 
The following material will be available on the Council's website at www.bassetlaw.gov.uk : 

· Summaries of the reports and results will be published and will be available, on 
request, in a variety of formats e.g. translation into languages other than English, 
large print or audio tape. 

· The Council will publish the results of equality impact assessments , stating the 
aims of the functions and policies to which each assessment relates; any 
consideration given to measures which might mitigate any adverse impact of the 
functions and policies on the promotion of racial equality; and, where relevant, 
introduce alternative policies which might better achieve the promotion equality of 
opportunity. 

· Details of any consultation  will be available - stating why and how the consultation 
was carried out; a summary of the replies received from those consulted, an 
assessment of the policy options and what action will follow the consultation. 

· Details of any monitoring will also be published, making clear where there is 
evidence of discrimination, and how the results are to be used to develop future 
policy and practice. 

 
Access to information and services  
 
The Council will ensure that all sections of the community have access to information about 
Council services and access to the services they require. 
 
Details of the specific services assessed as particularly relevant to the general duty are 
outlined in Appendix 3. 
 
Currently, the Council uses a variety of methods to promote services, including: 

· A-Z of Services 
· Community newspaper (Bassetlaw News) 
· Local media 
· One stop shops in Retford & Worksop 
· Video-conferencing facilities provided at ‘help points’ across the District 
· Leaflets and posters in a variety of public places including retail, community and 

Council premises 
· The Council’s website www.bassetlaw.gov.uk . 

 
We will assess the value of these methods for particular ethnic minority citizens. 
 
The Council will also seek to ensure that both users and potential users who may experience 
barriers to accessing information and services are reached, and the barriers removed since 
it is committed to effective communication with the public and equal access to Council 
services. 
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Service managers will have the responsibility of ensuring any identified barriers are 
addressed and these will be reported to relevant Service Committees.  Impact assessment 
systems, consultation and specific monitoring will be used to evaluate the effectiveness of 
our approach. 
 
To ensure equality of opportunity in accessing information and services, the Council will 
ensure that information is available to meet the needs of those who are not fluent in English; 
ensure that all of its services are fully relevant and accessible to all sections of the 
community; that all Council premises and staff promote a welcoming and harmonious 
environment; and that the Council's employees providing services, reflect the demographic 
profile of the District’s black and ethnic minority communities. 
 
To meet the duty of providing access to information , we will: 

· Make information available in other languages, have interpreters and/or translations 
available when needed.  

· Provide information at the right time and place to the right people. .  
· Improve the quality of information made available 
· Encourage involvement and participation in a wide range of council activities. 
· Ensure employees have the necessary skills, information and understanding to deal 

fairly and equally with all clients. 
 
To meet the duty of providing access to services , we will: 

· Ask local communities what services they need and how they want them provided 
· Provide services to particular groups in an environment and style they are familiar 

with 
· Work with local community organizations representing or working with different 

communities 
· Use the equality impact assessment process to gather information on accessibility to 

services and feed the results into Council policy. 
 
Training  
 
In order to deliver our responsibilities under the Race Relations (Amendment) Act 2000, we 
will need to ensure that all staff, managers and Elected Members are aware of the legislation 
and our duties within it. 
 
The Council is conscious that effective training will play key role in the implementation of the 
Race Equality Scheme. 
 
The Council is therefore committed to the development of a training and development 
strategy and detailed training plans for each department which will be designed to ensure 
that appropriate information and training is provided which takes account of individual's 
responsibilities. 
 
In the first year of this Scheme, we will identify key people and post-holders requiring 
training, give guidance to those undertaking staff appraisals, develop our planning 
arrangements and ensure departmental actions meet minimum standards. 
 
Specific training plans  will aim to achieve the following objectives: 

· Raise awareness of-current legislation to promote racial equality.  This will include an 
explanation of the duties and their implications for all employees and will form part of 
the induction training for all new staff 
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· Integrate race equality into other training programmes where appropriate eg 
supervisory and management training, customer care, service planning/review, 
recruitment/selection. 

· Provide those employees who have special responsibilities for managing and 
implementing the Council's Race Equality Scheme with the necessary skills to do the 
work required effectively for screening of policies, functions and duties, carrying out 
impact assessments, dealing with complaints in relation to the RES and carrying out 
consultation and monitoring exercises 

· Equip Human Resources staff specifically to undertake the employment duties (see 
employment duty  below) 

· Provide senior managers of the Council with the necessary skills to enable them to 
effectively ensure that employees in the organisation are aware of their 
responsibilities in relation to the legislation to promote racial equality 

· Address areas of under-representation of ethnic minority staff in the Council's 
workforce by the provision of awareness training skills development and monitoring 

· Ensure Elected Members of the Council are aware of their responsibilities in relation 
to the legislation to promote racial equality as part of the Member development 
programme. 

 
Training will be provided by a combination of internal and external trainers.  It will be linked 
to an interactive IT-based training package already purchased to promote awareness of 
equality issues. 
 
Specialist training will be provided by an accredited consultant from DIALOG (the Local 
Government Employers organisation – equality unit).  This training is ongoing and 
commenced in 2005. 
 

Specific (employment) duty 
 
In order to meet the employment duty in the Race Relations (Amendment) Act 2000, the 
Council will monitor staff by ethnicity in the areas below and will publish the results of its 
monitoring annually. 
 
This information includes: 

· staff in post 
· applicants for employment, training and promotion 
· those who receive training 
· those who benefit or suffer detriment as a result of performance assessment 

procedures 
· those involved in grievance procedures 
· those who are the subject of disciplinary procedures 
· those who leave the Council's employment 

 
The Council believes that its employees are its most valuable resource, and that the quality 
of the Council's services depends on the performance of its diverse workforce and the way 
in which it is treated. 
 
The Human Resources Service takes the lead role in terms of HR strategy, employment 
policies and training provision. 
 
The Council's annual workforce profile for April 2004 to March 2005 indicates that the 
Council employs 777 people and that 0.9% of the workforce are from the black and ethnic 
minority community (BV17a). 
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A1 Housing’s annual workforce profile for April 2006 to March 2007 indicates that 1.40% of 
the workforce are from the black and minority ethnic community 
 
The Council recognises that all its staff must be free of unjustifiable constraints on their 
performance and, in addition, that a diverse citizen profile can be better served by an equally 
diverse workforce which more adequately reflects the make up and profile of the wider 
community. 
 
The HR Service and the Council’s employment policies are central to the delivery of (race) 
equality.  For this reason, arrangements will be kept under constant review by the Cabinet. 
 
Framework for staff monitoring  
 
The Council is currently developing the capacity to improve, through IT systems, both its 
workforce profile monitoring and its recruitment process outcomes. 
 
As a result of monitoring such data, the Council has reviewed its policies and practices at 
regular intervals.  The Council will report annually to the Joint Employment Committee and 
publish these results. 
 
Each year an annual report outlines progress made by the Council on equal opportunity 
policies over the past year and will intend to establish realistic equality targets for the 
forthcoming and subsequent years. 
 
The monitoring information gathered in the areas specified under the specific duty will be 
analysed to see if black and ethnic minority employees are adversely affected.  Where it is 
identified that policies and practices result in inequality, the Council will take necessary 
action and set targets to remove barriers and take action to promote equal opportunities 
within the Council's workforce. 
 
In addition, the requirement to promote good relations between employees from different 
ethnic groups will underpin our management approach. 
 
Staff in Post – profiles 
The Council has robust systems in place to monitor staff in post by race, gender and 
disability and by the pay band groupings. 
 
It monitors annually the profile of its staff by department and submits these results to the 
Council's Joint Employment Committee, Cabinet and Corporate Management Team for 
consideration. 
 
The staff profile indicating employee type by gender, race and disability is collected and 
analysed quarterly.  The Council will identify workforce profile monitoring showing full-time 
and part-time staff - to appear in the 2006 Annual Report. 
 
Recruitment 
The Council undertakes applicant monitoring by department and pay band at every stage of 
the recruitment and selection process, i.e those applying for jobs with us, those short-listed 
for selection and those appointed and rejected at the different stages. 
 
The 2001 census ethnicity categories have been used for all recruitment and selection 
monitoring.  The system used ensures that personal monitoring data is separated from 
candidate application details so that officers making the selection do not have access to this 
information. 
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The Council's recruitment and selection procedure requires that all members of recruitment 
panels must have received appropriate training in the Council's recruitment and selection 
procedures.  The Council has programmed a series of recruitment and selection training 
courses for staff and HR staff will receive specialist training in order to be aware of best 
practice in (race) equality - eg interview assessments and questions. 
 
The HR Service manages and monitors the whole recruitment process for all Council posts 
to ensure compliance at every stage with the recruitment and selection procedure, e.g. 
review of job description and person specification, composition of recruitment panel, short-
listing criteria, testing, interview format and questions and method of assessment. 
 
During the first year of this Scheme, the HR Service will put processes in place to further 
refine recruitment and selection monitoring in order to distinguish between external and 
internal candidates. 
 
In addition we will be proactive about (race) equality issues when using employment 
agencies as well as reviewing other advertising sources for candidates. We intend to 
introduce effective and creative methods to attract a wider diversity of candidates and 
improve our ‘diversity’ catchment. 
 
Our main thrust in 2005/06 will be to develop more proactive analysis of the data collected 
and set up effective feed back and reporting arrangements. 
 
Another priority is to review person specifications to incorporate equality elements into the 
skills, experience and attitudes of staff we seek to employ. 
 
Applicants for Promotion 
The Council uses existing monitoring systems, ie. workforce profile, applicant monitoring and 
will, within the next year, develop additional processes to monitor career progression and 
promotion of existing employees by ethnicity. 
 
Applicants for training and employees who receive t raining 
The Council will monitor the take up of formal internal and corporate training, professional 
qualification training and development activities by ethnicity. 
 
In addition, further areas that the Council is likely to monitor by ethnicity are career 
development opportunities e.g. 'acting up' opportunities, secondments and work shadowing. 
It will put in place systems to capture this data. 
 
Employees who suffer a detriment or benefit as a re sult of performance assessment 
The Council operates a staff development scheme for its employees.  This system is based 
on mutually agreed targets and objectives, and the outcomes are monitored by 
management. 
 
We intend to commence (in year 2005/06) monitoring of the staff development scheme to 
ensure that there is no adverse impact on individual black and ethnic minority staff members. 
 
Employees who lodge formal grievances or who are su bject to disciplinary action 
The Council monitors grievances, disciplinary investigations, disciplinary hearings and 
harassment complaints by ethnicity and the outcomes of these internal processes including 
appeals (and their result). 
 
The Council will, in the first year of this Scheme, consider introducing monitoring of other 
factors that are of direct relevance to equality eg, number of complaints related to racial 
harassment and discrimination, victimisation or workplace bullying. 
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Employees who leave the Council's employment 
The Council has systems in place for monitoring dismissals, redundancy and early 
retirements and reports these statistics annually to Members.  There are systems in place to 
capture data on employees leaving the Council and our reporting arrangements will present 
all data by ethnicity of the employees leaving. 
 
The Council will monitor the information obtained from exit interviews and analyse this to 
ascertain whether there is a racial dimension to employees' reasons for leaving. 
 
The Human Resources Service will: 

· Publish results of any employment matters which have been monitored annually (eg 
employment profile, job applicants, leaver data) 

· Address any adverse impact highlighted by monitoring and analysis 
· Consult regularly with the Trade Unions and with Heads of Service 
· Seek feedback on our achievements and performance 
· Commission external specialist support for training and specialist consultancy 
· Introduce, develop and review policies and procedures which promote equality and 

ensure that equality and diversity underpin the introduction of all new arrangements, 
for example: 
o Recruitment and Selection training refinement 
o Induction information for new employees 
o Revised recruitment advertising and job promotion activities 

· Review and develop existing consultation mechanisms for staff, particularly those 
from black and ethnic minority backgrounds 

· Begin the process of setting of race equality targets for under–represented areas of 
employment 

 
The Head of Human Resources presents an Annual Report  to the Joint Employment 
Committee (of the Council) for the previous year activity and this outlines in more detail the 
Council’s performance in respect of the specific employment duty. 
 
The Annual report is available from the Human Resources on Service 01909 534136.  
Publication of the workforce profile details and summary information about our employment 
performance is also available on the Council's website and intranet. 
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Public accountability  
 

Complaints 
 
The Council positively welcomes feedback and complaints on the way it is implementing 
both the specific and general duties under Race Relations legislation. 
 
In common with the Council's agreed procedures, complainants are asked to contact the 
nominated complaints contacts in the first instance.  The Council is aware however, that for 
those sectors of the community who have difficulties in accessing services the Council's 
formal complaints procedure may be similarly inaccessible. 
 
Our objective in having a complaints procedure is to ensure that all citizens’ concerns are 
addressed and a prerequisite for this is that all sectors of the community have confidence in 
the responsiveness of the Council. 
 
If the concern is not able to be resolved through the standard Council complaints 
procedures, complaints that allege that service delivery or policies are in some way 
discriminatory will be considered by the appropriate Executive Director who will investigate 
and produce a brief report which will be available to the complainant. 
 
If the complaint is substantiated it will be reported to the Council's Cabinet (and the PISC) 
with recommendations for action to follow which may include amendments to policy or 
procedures as appropriate. 
 
The complaint will also be considered when reviewing the appropriate function in our overall 
equality programme. 
 
The complainant will be kept informed of the results of their complaint and advised of their 
right to take the complaint to the Local Government Ombudsman and/or the Commission for 
Racial Equality (CRE). 
 
Complaints about discrimination and harassment at work brought by an employee of the 
Council will be dealt with through the employee grievance process. 
 
All complaints raised by applicants for posts with the Council will be considered by the Head 
of Human Resources unless the complaint concerns that department’s actions, in which 
case an Executive Director or external investigator will undertake or supervise any 
investigation. 
 

General publishing arrangements 
 
After agreement of the RES by Cabinet, this document will be made as widely available as 
possible to employees; Elected Members; Trade Unions; partners; and the community: 

· The RES will have dedicated pages on the Council’s website www.bassetlaw.gov.uk 
with an interactive element requesting community feedback. 

· We intend to distribute it to all major partners and all known community agencies and 
groups (in hard copy format) with a specific request for feedback. 

· We intend to follow up known BME groups and involve them in the whole process as 
part of the wider Community Engagement project. 
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· Copies of a summary RES will be available at customer contact points in Council 
buildings.  These will also give information of how to obtain a copy of the full 
document. 

· The Council’s PR Unit will also develop a media strategy to raise the general profile 
of the RES and associated initiatives being taken. 

 
Community languages  
 
Bassetlaw District Council has been using Language Line for a number of years.  This 
service is designed to help remove language barriers and provide both council officers and 
the public with interpreting services, translations and ‘text to speech’. 
 
The RES can be made available in Hindi, Urdu, Punjabi, Cantonese or other locally used 
languages on request. 
 
Other formats  
 
The RES can also be made available in large print and Braille on request from: 
 
Head of Community Engagement and Performance 
Bassetlaw District Council 
Queens’ Buildings 
Potter Street 
Worksop 
Nottinghamshire 
S80 2AH 
 
�  01909 535609 
 
�  policy@bassetlaw.gov.uk  
 
 
Customer Services Manager 
A1 Housing (Bassetlaw) Ltd 
Carlton Forest House 
Hundred Acre Lane 
Carlton Forest 
Worksop 
Nottinghamshire 
S81 0TS 
 
�  01909 534520 
 
�  customer.services@a1housing.co,uk  
 
 



 28

Appendices  
 
1 Diversity & Equality Policy Statement 
 
2 Organisational Structure 
 
3 Corporate Race Equality Scheme action plan 
 
4 BLSP Tackling Diversity Group – Terms of Reference 
 
 
 
 
 
 

 
 
 
 
 



 29

 

Appendix 1: Diversity & Equality Policy Statement  
 
The Council’s diversity and equality programme aims  to: 
 

· Ensure that diversity is recognised and valued within its policies, practices and 
operating standards. 

· Promote and encourage diversity and recognise the value that respecting difference 
brings. 

· Promote an environment where equality of treatment for all its citizens, customers 
and stakeholders can be continuously improved and developed. 

· Ensure that quality services meet the requirements and expectations of all its diverse 
communities – throughout the District – regardless of their personal circumstances 
and background. 

· Develop policies and practices, as an employer, which recruit and retain staff with the 
ability and skills to deliver services effectively to a diverse range of citizens. 

· Promote diversity and equality issues where we work in partnership or have influence 
with other bodies that are service providers/contractors and with other key 
organisations in the district – with the overall aim of promoting the value and purpose 
of equality and diversity programmes. 

 
The Council acknowledges that the existence of ‘institutional’ discrimination, inappropriate 
treatment, misunderstanding and ignorance can lead to unfairness and injustice for specific 
groups within our society.  
 
The Council believes that diversity and difference should be valued, so that everyone can 
play a full and active part in community and social life, free from fear, discrimination and 
restricted opportunity. 
To support this we have specific local policies covering social inclusion, community 
cohesion, community engagement and access to services. 
 
To further our specific commitment to promoting equality of opportunity we will review and 
assess the impact of existing Council policies and operational practices so as to ensure that 
those from diverse circumstances and backgrounds, or whose needs have been less well 
met in the past, have the opportunity to participate fully and are not at a disadvantage. 
 
As a provider of important local services, we want to make sure these services meet our 
citizen’s needs. We will carry out research and consultation to understand your needs and 
the impact of any service changes or new policies being proposed.  
 
We will use this information to ensure we do not unfairly discriminate on any grounds. We 
are committed to reviewing and where necessary changing how we do things to address 
disadvantage and to continuously improve overall equality performance levels within the 
Council. 
 
In order to provide high quality services, knowledgeable, skilled and motivated employees 
are needed, aware of the organisation’s attitude to customer and community relations and 
with the ability to serve a range of customers from diverse backgrounds. 
 
As an employer, we will ensure that the Council meets and exceeds all its legal requirements 
and becomes a workplace where equality of opportunity is a model of good practice and 
where discrimination is eliminated in all employment practices. 
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The Council’s approach to diversity intends to involve everyone according to their particular 
circumstances and individual needs. In other words, to aim for an inclusive approach where 
no member of the community feels left out or unable to participate in community affairs or 
council activities. 
 
The equality programme, however, does also recognise that there are individuals (and 
groups) who are identified within statutory legislation and/or generally accepted guidelines, 
as being subject to past (or perhaps existing) levels of discrimination and exclusion.  Such 
barriers often result in an inability to fully participate in or to access specific opportunities or 
‘rights’ and the Council has a legal duty to address them and to take appropriate action. 
 
These groups include: 
 

· Those defined by their colour, race, nationality, ethnic or national origin. (Including 
asylum seekers & travellers). 

· Those affected by their gender or marital status (or sexual orientation/preference) 
including those with maternity or child-caring responsibilities. 

· Those covered by disability legislation who have statutory rights for which public 
organisations must consider making ‘reasonable adjustments’ to enable them to 
access, use and participate effectively (e.g. sensory impairment/learning difficulties). 

· Those who may be excluded or affected by reason of their religion (or belief). 
· Those who consider that their age may be used as a defining factor (unjustifiably) 

resulting in treatment, which adversely affects them. 
· Those whose sexual orientation may disadvantage them by reason of impact of 

policy, practice or attitude. 
 
In order to achieve our aims, we will, as necessary, develop specific equality programs to 
address the issues raised by these specific groups, which are often known as ‘communities 
of interest’.  
 
Bassetlaw also commits itself fully to a programme of action set out as a Corporate 
Diversity and Equality Plan,  which is an action programme devised to ensure we achieve 
the overall objectives of its policy. 
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Appendix 2: Organisational structure 
 
Political level  
 
In 2002, the Council adopted a Cabinet system with a Council Leader providing overall 
direction and political leadership. 
 
A new constitution was adopted at the same time.  At Cabinet level, the Leader takes 
responsibility for equal opportunity issues – including the Race Equality Scheme and matters 
pertinent to racial equality within the council’s influence. 
 
Other ‘full’ Cabinet members are responsible for a ‘portfolio’ of different council service 
areas.  The Cabinet collectively makes key decisions about policy and sets overall priorities. 
 
Specific committees of the Council consider certain function eg Planning, Licensing. 
 
In addition, the Council's Cabinet is itself subject to scrutiny by other Elected Member bodies 
and the following areas are relevant to race equality: 
 
Overview & Scrutiny Committee – examines, monitors and challenges policy of the Cabinet. 
It can appoint specific ‘Panels’ to examine issues and report back.  It may then make 
recommendations to Cabinet for its consideration. 
 
Performance Improvement Scrutiny Committee - monitoring the progress of the Authority's 
Cabinet in the achievement of its objectives, targets, performance indicators and the delivery 
of Best Value. 
 
The Council also has a Standards Committee to ensure the actions of all councillors are in 
accordance with "good practice" and with the National Code of Local Government Conduct.  
This specifically requires that an Elected Member must, ”promote equality by not 
discriminating unlawfully against any person". 
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Scrutiny Structure at Bassetlaw District Council   

 

COUNCIL 

OVERVIEW AND SCRUTINY 
COMMITTEE 

 
· Audit and Inspection 
· Call In 
· Co-ordination of Work Programme 
· Health 
 

12  
(To include the chair of the Performance 
Improvement Scrutiny Committee with 

V/C as Sub) 

PERFORMANCE 
IMPROVEMENT SCRUTINY 

COMMITTEE 
 

16 

SELECT 
PANEL 1 

 
11 

SELECT 
PANEL 2 

 
10 

SELECT 
PANEL 3 

 
10 

SELECT 
PANEL 4 

 
10 

HEALTH 
PANEL 

 
 

10 
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Officer level  
 
At officer level, the Chief Executive is responsible for the implementation of Council policy 
and any action plans in support of that as required. The Chief Executive discharges this duty 
by: 

· Designating a member of the Corporate Management Team with specific 
responsibility for equality matters which is currently the Executive Director of 
Professional & Customer Services. 

· The establishment of a Corporate Equalities Group (chaired by the Executive 
Director of Professional & Customer Services) to ensure that race, gender, disability 
and in particular the delivery of the Equality Standard for Local Government is 
progressed.  The Group has developed a specific role in respect of the development 
and monitoring of the whole equality project.  Membership also includes senior 
Elected Members (including a nomination from the opposition party), senior 
managers from all parts of the Authority as well as trade union representatives. 

 
The responsibility for ensuring lawfulness and fairness of decision-making is assigned to the 
Council's Statutory Monitoring Officer which is currently the Council's Head of Law & 
Scrutiny Services.  This includes advising whether Cabinet decisions are within the policy 
framework. 
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Chief Executive 
(Head of Paid Service) 

 
David Hunter 

Head of Support 
Services 

 
Vacant    

 

Director of Corporate 
Services  

(Monitoring Officer) 
Ros Theakstone 

Director of Community 
Services 

(Deputy Chief Executive) 
Pauline Elliott 

Director of Resources  
(S151 Officer) 

 
Neil Taylor 

Head of Revenues & 
Customer Service  

 
Andy Burton 

Head of Finance and 
Property 

 
Ray Bowmer 

Head of Environment 
& Housing 

 
Chris Shaw 

Head of Community 
Prosperity 

 
David Armiger 

Head of Community 
Engagement  & 

Performance  
Sarah Pearson 

Finance 
Accountancy 
Exchequer 
Insurances 

Payroll 
Creditors 

Property Development 
Estates 

Asset Management 

Internal Audit 
 

Cashiers 
Revenues 
Benefits 

Council Tax 
NNDR 

Debt Recovery 
One Stop Shops 

Benefits Investigation 
Concessionary Fares 

Tourist Information 
Centre’s 

Legal/Licensing 
Land Charges 
Procurement 

IT Policy  
(E-Gov, GIS, etc) 

IT Support (Operations) 
Telecommunications 

Administration 
Caretakers, Cleaners, etc. 

Mail Room 
Courier 
Printing 

Graphics 

Performance 
Improvement 
Partnerships 

CPA, Best Value, Service 
Inspections 

Community Safety 
Communications/PR 

Crime & Disorder 
Complaints 

‘People’s Agenda’ 
Member Support 
Chairman’s Office 

Elections 
Risk Management 

Scrutiny 

Building Control 
Development Control 

Planning Policy &  
Conservation 
Shopmobility 

Economic Development 
Tourism (Policy) 
Leisure Centres 
Leisure Projects 
Town Centres 

Museums 
Markets 

Car Parks 
Sports Development 

Manton CA  
 

Environmental Health 
Parks & Open Spaces 

Refuse/Waste 
Street Cleaning 

ASB 
Safety & Emergency 

Planning 
Homelessness 

Housing Strategy 
Housing Grants 

 

A1 Liaison 

Head of Human 
Resources 

 
Len Hull 

CABINET MEMBER  
Terry Yates 

CABINET MEMBER  
 

CABINET MEMBER  
Chris Wanless 

CABINET MEMBER  
Mike Quigley 

CABINET MEMBER  
Keith Isard 

CABINET MEMBER  
Mike Pugsley 

Bassetlaw District Council – Organisational Structu re  
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Appendix 3: Corporate Race Equality Action Plan 
 

Action Timescale Accountability Monitored by Comment Outcome 

Assessment of functions & policies for relevance  

Initial screening December 2005 Heads of Service CMT (Corporate 
Management Team) 

Guidance from external 
consultant 

Prioritised list of 
functions and policies 

Review of prioritisation January 2006 Heads of Service CMT Standard format 
devised 

Consistent application 
of prioritisation criteria 

Assessment & consultation on likely impact  

Undertake specific 
Impact Assessments 

January 2006 to April 
2008 

- Year 1 complete 
- Ongoing 

Heads of Service CMT/ESG 
Service Committees 

Training supported by 
consultant 

Impact assessments 
carried out according to 

prioritisation and 
timetable 

Undertake specific 
impact assessment 

January 2006 to April 
2008 

- Ongoing 

Director of Strategy 
and Change 
A1 Housing 

Equality Sub Group ditto ditto 

Feed results into policy 
process 

Annual Service Review 
Cycle 

 
Heads of Service with 

 Head of Customer 
Engagement & 
Performance 

 

Service Committees 
Cabinet 

Link to Best Value 
Performance Plan 

Information fed into 
service planning and 
policy review process 
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Action Timescale Accountability Monitored by Comment Outcome 

Monitoring existing functions & policies for advers e impact  

Audit of Existing 
Practice December 2005 Heads of Service with 

Head of HR CMT 
Note any External 

Driven Requirement to 
Monitor Ethnicity 

Identify policies that do 
not conform to required 

standards 

Introduce Monitoring 
Systems as Required 

December 2005 -April 
2006 

Heads of Service 
(SERVICES) 
Head of HR 

(EMPLOYMENT) 
Cabinet 

CMT 
Report to Service 

Committee(s) 
(As Required) 

Evidence-based policy 
making 

Ethnic origin 
monitoring for key 

service areas 
June 2006 CMT 

A1 Housing 
SMT 

A1 Housing 
Equality and Diversity 

sub group  

Monitoring existing functions & policies for advers e impact (cont.)  

Devise additional 
methods of measuring 
performance (eg local 

PIs) 

October 2007 Heads of Service 
Head of Customer 

Engagement & 
Performance 

Research Best Practice 
 

More relevant local 
measures of progress 

in Bassetlaw 
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Action Timescale Accountability Monitored by Comment Outcome 

Local PI’s introduced 
for resident 

involvement, 
complaints  

satisfaction surveys, 
employment 

May 2007 
Director of Corporate 

Services 
A1 Housing 

SMT/Board 
A1 Housing 

Report to Equality and 
Diversity Sub group  

Collect data for BVPIs Ongoing (Annual 
Returns) 

Head of Customer 
Engagement & 
Performance 

Cabinet 
CMT 
PISC 

Published annually in 
Best Value 

Performance Plan 
(BVPP) 

Comparable measures 
which can be used to 
benchmark with other 

local authorities 

Publish results of assessments, consultation & moni toring  

Devise corporate 
standard (proforma) Ongoing Heads of Service CMT  

Ensures consistency of 
information published 

across the Council  

Regular publication Ongoing Heads of Service Executive Directors 
Reports within 3 

months of completion 
of Impact Assessment 

Demonstrates the 
Council’s accountability 

Public access to information & services  

Audit current 
information 

mechanisms 
December 2005 Project Board CMT Review effectiveness 

of language services 

Ensures information 
and services are being 
provided appropriately 
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Action Timescale Accountability Monitored by Comment Outcome 

Develop intranet & 
website information 

requirements 
April 2006 IT Service SMT Links to IEG Strategy 

Ensures information on 
the intranet and 
website is being 

provided appropriately 

Develop language 
facility on A1 website January 2007 Corporate Services 

A1 Housing 
SMT 

A1 Housing 

Linked to 
Communication and 

Access and Customer 
Services Strategies 

 

 

Analyse results of 
consultation & 

engagement with the 
public 

Quarterly 

Head of Customer 
Engagement & 
Performance 

(with Heads of 
Services) 

Executive Directors 
Analyse results by 

ethnicity where 
possible 

Identifies any 
differences in response 
by ethnic grouping, eg 
are black and minority 
ethnic residents more 
or less satisfied with 
Council services? 

Introduce ethnic 
monitor and analysis 
for all satisfaction and 

general surveys, 
complaints 

Quarterly 
Director of Strategy 

and Change 
A1 Housing 

SMT/ESG 
A1 Housing   

Review all current 
methods for 

effectiveness 
December 2005 Corporate Projects 

Manager CMT  

Identifies whether 
existing methods are 
appropriate for people 
from different ethnic 

backgrounds 
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Action Timescale Accountability Monitored by Comment Outcome 

Develop customer 
panel A1 Hundred club 

to absorb ethnic 
minority focus group 

November 2006 
Director of Strategy 

and Change 
A1 Housing 

SMT/ ESG 
A1 Housing   

Devise new methods  April 2006 Corporate Projects 
Manager CMT Research best practice 

Ensures effective 
consultation and 

engagement with all 
sectors of the 

community 

Training staff in duties & responsibilities  

Devise training 
programme content 

September 2005 
- Complete Head of HR CMT Guidance from external 

consultant 
Ensures all relevant 
areas are covered 

Integrate with existing 
interactive training 

package 

October 2005 
- Complete Head of HR CMT 

Links to general 
'Equality & Diversity' 

awareness  

Duplication of effort 
minimised 

Identify priority 
participants December 2005 Head of HR CMT  

Training targeted 
where it will be most 

effective 

Deliver training Commence December 
2005 Heads of Service CMT  

Trained staff. 
Equalities issues 

mainstreamed into how 
staff do their job 
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Action Timescale Accountability Monitored by Comment Outcome 

Complete on line 
training for all A1 
employees, board 

members 

February 2007 
Director of Strategy 

and Change 
A1 Housing 

SMT/ESG 
A1 Housing   

Integrate within 
induction training December 2008 Head of HR ESG  All new starters receive 

training 

Integrate within all 
other relevant training 

programmes 
April 2006 (& Ongoing) Head of HR ESG  

Equality awareness 
embedded and 

reinforced 

Employment duty  

Staff profiles December 2005 Head of HR ESG  
Baseline of up-to-date 

information on staff 
profiles 

Annual survey of staff 
profile December 2006 

Director of Corporate 
Services 

A1 Housing 

ESG/SMT Board 
A1 Housing   

Review non-
completion By April 2006 Head of HR CMT  Ensure information is 

complete and accurate 

Develop staff monitoring data  
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Action Timescale Accountability Monitored by Comment Outcome 

PI returns Quarterly (Ongoing) Head of HR CMT  

Management 
information available 

with which to measure 
progress 

Collate all other 
employment/ staff data By April 2006 Head of HR CMT  

Information available 
with which to measure 

progress 

Review all employment policies  

Audit impact Prioritise by December 
2005 (ongoing) Head of HR CMT 

JEC Benchmark externally 
Impact of employment 

policies on race 
equality known 

Publish results  

Annual Report December 2008 Head of HR JEC 
Cabinet 

Reviewed by ESG & 
CMT 

Progress robustly 
monitored 

General RES management  

Complete 2005-2008 
RES October 2005 Head of HR CMT Endorsed by Cabinet 

Continued commitment 
from political 
leadership 

Consult on 2005-2008 
RES 

October/ November 
2005 Head of HR CMT  Feedback informs 

annual review of RES 
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Action Timescale Accountability Monitored by Comment Outcome 

Publicise RES November 2005 
(Ongoing) CMT CMT All Heads of Service   

to contribute 

Community and 
stakeholders aware of 

RES and Council’s 
commitments 

Review of RES March/May 2008 CMT 
 

Cabinet 
PISC 

Use external resources 
(validation) 

Progress against 
actions/ commitments 
in RES monitored and 

reported. 
Feedback received 
from stakeholders 

considered.  

Produce new RES 
2008-2011 May/June 2008 Head of Service? Chief Executive Note CRE guidance 

pertaining 
Progress built on in 

future years 
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Appendix 4: BLSP Tackling Diversity Group – Terms o f Reference 
 
 
Objectives 
 

1. To promote the types of support available to local people/ organisations, 
including information sessions, which showcase specialist support and examples 
of good practice.  

 
2. To facilitate, where possible, mutual training sessions across organisations within 

the District.  This will include recommendation of good training providers, and 
sharing evaluation of training sessions. 

 
3. To ensure a co-ordinated approach to consultation with Bassetlaw residents, 

whether general or targeted to a specific community or group of residents.  This 
will ensure consultation is not duplicated and hopefully encourage all Bassetlaw 
residents to become more involved with service delivery.   

 
To collate current data on the population of the District, the needs of different 
communities to give an understanding of the current situation.  This will enable us 
to identify areas for improvement i.e. where communities are excluded or 
discriminated against, or where members simply do not engage.   

 
4. To have a co-ordinated approach to consultation, which will also enable local 

organisations to be consistent in developing policies and procedures, which 
ensure that differences in religion, culture, race, age, nationality, gender, 
disability, and sexual orientation are accepted and accommodated wherever 
possible. 

 
Membership  
 
The current membership is: 
A1 Housing 
Bassetlaw District Council 
Bassetlaw Primary Care Trust 
North Notts College 
Notts County Council Social Services 
Notts County Council Equalities 
Notts Police B Division 
BCVS 
Afro and Caribbean & Asian Forum 
Women’s Aid 
North Notts Lesbian, Gay & Bisexual Development Group 
Nottinghamshire Racial Equality Council  
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This is subject to amendment should other partners wish to be come involved with the 
Diversity agenda on a District-wide basis. 
 
Frequency of Meetings and Venues 
 
Meetings will be held every quarter and will be hosted by the member organisations in turn. 
 
 
 
 
Administration 
 
The task of producing minutes of meetings will be assigned on a rotational basis. Meeting 
arrangements will be notified by Bassetlaw District Council, on behalf of Bassetlaw Local 
Strategic Partnership. 
 
Reporting Arrangements 
 
The Group will report to the Local Strategic Partnership and member organisations by 
means of reports. 
 
 

Agreed as at June 2005 
 

 


