
Version 15,  Final  March 2012 

  

    
 
 
Equality Strategy 
 
March 2012 – March 2016 (updated in June 2011 in line 
with the Equality Act 2010 and the Public Sector Equality Duty.   
Equality Objectives and Action Plan updated in March 2012) 
 
 



  2 
 

CONTENTS 
 Paragraph 
Introduction 
 

1 

Approach to Equality and Diversity 
 

2 

How our Services are Delivered 
 
Our Role in the Community and Working in Partnership 
 
Profile of Surrey Heath Community 
 
Protected Characteristics 
 

3 
 
4 
 
5 
 
6 

Legal Framework 
 
Equality Framework 
 

7 
 
8 

Our Objectives for Equality  
 
How We Deliver our Equality Objectives 
 
Action Plan 
 
Equality Impact Assessments and Actions 
 
Equality Champions 
 

9 
 
10 
 
11 
 
12 
 
13 

Equality Working Groups 
 

14 

Performance Management and Monitoring 
 
Recruitment and Employment 
 
Publishing Staff Equality Monitoring Data 
 
Training 

15 
 
16 
 
17 
 
18 

 
Service Delivery 
 
Procurement and Grants 
 
Complaints 
 
Community Engagement 
 
Consulting People with Disabilities 
 
Legal Framework 
Action Plan 
 
 

 
19 
 
20 
 
21 
 
22 
 
23 
 
Annex A 
Annex B 



  3 
 

  
INTRODUCTION 
 
 
1. SURREY HEATH’S VISION AND OBJECTIVES 
 

The Council’s vision is that the distinctive characteristics of the Borough will 
be maintained where right and improved where desired. Our people will live 
in good quality homes, our children will attend excellent schools, employers 
will want to locate to the area, health care will be easily accessible, public 
services will be of the highest standard, crime rates will still be low and 
everyone, young and old, will be playing a full and active role in the global 
challenge of reducing the harmful effects of climate change so ensuring 
sustainable resources for our children’s children.   
 
Underpinning our vision and to help us live out the Council’s 2020 Strategy 
(Corporate Plan) are our Objectives and our Key Priorities for delivery.   
 
Delivery of Equality Objectives under the 2020 Strategy 

The (Council’s 2020 Strategy) demonstrates our commitment to embedding 
equality in everything we do.  

Corporate Objective - ‘we will build and encourage communities where 
people can live happily and healthily’ we will do this by: 

Key Priority - 'helping older and vulnerable people to live independently 
and remain in their homes for as long as possible',  

Key Priority - 'by protecting the general health and wellbeing of the 
community through our services, our health promotion and community 
development work',  

Key Priority - 'engaging with young people to help improve and sustain 
their leisure opportunities whilst encouraging them to take responsibility'.  

2. APPROACH TO EQUALITY AND DIVERSITY 
 

The Council takes responsibility to ensure that equality is integrated into 
both the service delivery and employment practices of the authority. 
Recognising equality and accessibility is an integral part of our way of 
working.   
 
The Council complies with the legal framework set out by the Equality Act 
2010 which states what we have to do.  We use the Local Government 
Equality Framework to measure our progress on mainstreaming equality 
and diversity into service delivery and employment and to adopt an equal 
life chances approach.  The Council gained the ‘Achieving’ level of the 
Equality Framework in 2010. 
 
This Strategy demonstrates our commitment to continue to embed equality 
and diversity in employment practices, services of the Council and work 
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with partners to set equality objectives.  The Council works to prevent 
discrimination, harassment and victimisation and recognise that people 
have different needs and treat them fairly. We also work to ensure that all 
individuals/groups are given an opportunity to participate in the community, 
to promote equality of opportunity, improve the accessibility of services for 
the public and to abide by legislation. 

 
3. HOW OUR SERVICES ARE DELIVERED 

 
Surrey Heath Borough Council is composed of 40 Members representing 
16 Wards elected for a 4-year term and works with a Leader and Executive 
for decision making, including policy. 
 
The Chief Executive and the Corporate Management Team have the 
overall responsibility for delivery of services and are tasked with effective 
implementation of the decisions and policies agreed by Council or the 
Executive, ensuring that services are provided efficiently within identified 
resources, and to meet the needs of the service users.   
 
The Council’s 2020 Strategy (Corporate Plan), is reviewed annually and 
sets out our corporate objectives and key priorities.  All current and future 
Council key strategies and policies will take account of equalities issues 
and aim to be fair to all. 

 
4. OUR ROLE IN THE COMMUNITY AND WORKING IN PARTNERSHIP 

 
The Council’s approach to equality and accessibility is reflected in our work 
within and for the community, in all our partnerships and wherever we work 
with contractors.   
 
The Sustainable Community Strategy includes themes on Children and 
Young People and Health and Wellbeing.  It states that the Surrey Heath 
Partnership ‘will seek to embed equality for all and to recognise and 
celebrate diversity and to promote equality of opportunity to all parts of the 
borough'. 

 
5. PROFILE OF THE SURREY HEATH COMMUNITY   
 

The population of the Borough is approximately 83,900 (National Statistics 
mid 2009 estimate).  More detailed breakdowns are available in the Surrey 
Heath Borough Council Evidence Base on the Council’s web site. 

 
6. PROTECTED CHARACTERISTICS 
 

The Public Sector Equality Duty covers eight protected characteristics 
which are (the duty also covers marriage and civil partnerships but only for 
the first aim of the duty):  
 
Race 

Race refers to a group of people defined by their race, colour, and 
nationality (including citizenship) ethnic or national origins.   
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Disability 
 

A person has a disability if they have a physical or mental impairment and 
this impairment has a substantial and long term adverse effect on their 
ability to carry out normal day to day activities.   

 
Sex 
 
This is in relation to gender equality between men and women and to 
eliminating sex discrimination.  
 
Gender Re-assignment  
 
Gender re-assignment includes anyone who is proposing to undergo or has 
undergone a process (or part of a process) to reassign their sex.   
 
Pregnancy and Maternity 

Pregnancy is the condition of being pregnant or expecting a baby. 
Maternity refers to the period after the birth, and is linked to maternity leave 
in the employment context. 

Age 

Discrimination on the grounds of age in relation to goods and services is 
not unlawful until 2012 but discrimination in relation to employment and 
vocational training is unlawful.  Where this is referred to, it refers to a 
person belonging to a particular age or range of ages.  

Religion or Belief 

Religion has the meaning usually given to it but belief includes religious 
and philosophical beliefs including lack of belief (e.g. Atheism). Generally, 
a belief should affect your life choices or the way you live for it to be 
included in the definition. 

Sexual Orientation 
 
Sexual orientation refers to a person's sexual attraction whether this is 
towards their own sex, the opposite sex or to both sexes.   
 
Marriage and Civil Partnerships 

Marriage is defined as a 'union between a man and a woman'.  Same-sex 
couples can have their relationships legally recognised as 'civil 
partnerships'.  Civil partners must be treated the same as married couples 
on a wide range of legal matters. 
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7. LEGAL FRAMEWORK – what we have to do 
 

Equality Act 2010 and the Public Sector Equality duty 
 
The Equality Act 2010 replaces the separate pieces of legislation relating to 
the different equality groups.  As a public sector organisation the Council 
has certain duties under the Equality Act 2010.  We must have due regard 
to these when going about our business.  These are: 
 
• Eliminate unlawful discrimination, harassment and victimisation and 

other conduct prohibited by the Act. 
• Advance equality of opportunity between people who share a 

protected characteristic and those who do not.  
• Foster good relations between people who share a protected 

characteristic and those who do not.  
 
A summary of the legal framework under the Equality Act 2010 and the 
Public Sector Equality Duty is attached as Annex A.  The Equality Strategy 
sets out how we meet the requirements of the Equality Act 2010. 

 
8. EQUALITY FRAMEWORK – how it’s measured 
 

The Equality Framework (originally the Equality Standard) provides 
guidance for local authorities to mainstream equality and diversity into 
Council policy, services and employment.  The Framework also advocates 
an equal life approach to provide fair opportunities for the whole 
community. 

 
The Framework has 5 main areas: 

 
• Knowing our Community – Equality Mapping 
• Place Shaping, Leadership, Partnership and Organisational 

Commitment 
• Community Engagement and Satisfaction 
• Responsive Services and Customer Care 
• Modern and Diverse Workforce 

 
The Equality Framework has 3 levels: 

 
Levels 
Developing 
Achieving 
Excellent 

 
The Council achieved Level 1 of the Equality Standard in January 2007 
and Level 2 in October 2008.   
 
In September 2010 after undertaking a self assessment, creating a 
Narrative of our equality journey and undertaking a Diversity Peer 
Challenge by external assessors involving interviews with staff, members 
and stakeholders the Council was awarded the 'Achieving' Level of the 
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Framework. The Council is now working towards implementing the 
recommendations made in the Diversity Peer Challenge report. 

 
9. OUR OBJECTIVES FOR EQUALITY AND DIVERSITY ARE: 
 

Positive Culture 
 
1. To further enhance the organisational culture which reflects, 

recognises and respects people’s differences, their needs and treats 
them fairly 

Engagement with Communities 
 
2. To ensure that consultation is representative of the community and 

that consideration is given on how to consult hard to reach groups 
and positively learn from responses 

Access to Services 
 
3. To ensure that every effort is taken to provide access to our services 

for all members of the community  
 

Workforce 
 
4. To ensure that all our employees and potential employees are 

treated equally and fairly and aim to create a work environment that 
challenges all forms of discrimination, victimisation and harassment  

 
10. HOW WE DELIVER OUR EQUALITY OBJECTIVES 
 

Set out below is how the Council incorporates equality into services and 
employment and meets our equality objectives and the requirements of the 
legislation. 
 

11. ACTION PLAN 
 
 The equality objectives are delivered by an Action Plan (attached at Annex 

B) and are therefore specific and measurable. The recommendations 
resulting from the Diversity Peer Challenge (as part of the assessment as 
to whether the Council had met the ‘Achieving’ level of the Equality 
Framework for Local Government) form the main basis of the Action Plan. 
 

12. EQUALITY IMPACT ASSESSMENT AND ACTIONS 
 

The Council uses equality impact assessments on its services, policies 
(including HR policies) etc to demonstrate that equality is considered in the 
decision making process.   Equality impact assessments are conducted in 
relation to all the protected characteristics.   
 
Equality impact assessments scheduled for the year and actions resulting 
from previous assessments are fed into the Annual Plan for 
implementation. 
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13. EQUALITY CHAMPIONS 
 

The Leader of the Council and the Organisational Development Portfolio 
Holder champion equality and diversity for the Council.  The Chief 
Executive takes responsibility to ensure that the Equality Strategy and 
legislation is integrated into both service delivery and employment.   

 
14. COUNCIL EQUALITY WORKING GROUPS 
 
  Equality Working Group - working group of the Executive 
 

The councillor Equality Working Group has been set up to demonstrate 
high level commitment to equality. 

 
Corporate Equality Action Group – officer working group 

 
The Corporate Equality Action Group leads on Council wide equality impact 
assessment of functions and polices.  The membership of the group 
represents all services, HR and the Trade Union. 

 
15. PERFORMANCE MANAGEMENT AND MONITORING 
 

Surrey Heath’s performance management system TEN is used to monitor 
equality performance indicators and equality impact assessments. 
 
Executive reports include an ‘equality impact heading’ ensuring that 
consideration is given to this area. 
 
The Executive, the Corporate Management Team and the Policy and Audit 
Scrutiny Committee receive an annual update report on moving forward 
with equality and diversity and reaching the Levels of the Equality 
Framework. 

 
16. RECRUITMENT AND EMPLOYMENT 
    

The Council ensures that all relevant Human Resources documents and 
policies comply with the Equality Act 2010 and reflect the standards in this 
Equality Strategy.  The Council is committed to investing in and developing 
its staff. The Council was accredited for Investors in People (IIP) in 2010 
and achieved the Bronze recognition.  The Council’s People Strategy 
2009 - 2014 drives Organisational Development so that Surrey Heath 
Borough Council becomes a sustainable organisation, employer of choice 
and an excellent place to work. 
 
Policies and procedures are in place to ensure that concerns over 
discrimination, harassment and victimisation from staff are addressed and 
that staff are treated equally and fairly (these can be found in the 
Conditions of Service for Officers on the Council’s Intranet). 
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If a member of staff feels they or another member of staff has been 
discriminated harassed or victimised then they should challenge this, report 
it to their manager or alternatively seek advice from HR. 
 

17. PUBLISHING STAFF EQUALITY MONITORING DATA 
 

The Council currently publishes annual performance indicator information 
of overall staff figures broken down by: race, disability and gender.  The 
Council undertakes more in depth equality monitoring through a staff 
survey. 

 
18. TRAINING 
 

The Council provides equality and diversity training for all staff and 
Members.  Equality and diversity training is also part of the induction 
process for new staff and Members. 

 
19. SERVICE DELIVERY 
 

In delivering services, the Council is aware of its responsibilities to be fair 
to all in the provision of those services and the ability to access services.  
We aim to provide the public with access to services and service 
information as widely as possible. 
 
The Customer Care Standards have been developed to address equality 
and fair access.  
 
Data relating to the profile of service users is collected e.g. through 
satisfaction surveys.  The Council’s Narrative of our ‘equality story’ 
provides information across our services and the Surrey Heath Evidence 
Base provides demographic population data. 
 

20. PROCUREMENT AND GRANTS 
 

An organisation who is not a public authority but who exercises public 
functions must, in the exercise of those functions, have due regard to the 3 
aims of the Public Sector Equality Duty.  Equality is embedded in our 
Procurement Strategy and procedures.  Contractors are required to meet 
best practise equality standards developed as part of the Procurement 
Toolkit.  The EIA template also includes a section on procurement.  As part 
of the contract review process for major contracts, contractors are now 
required to confirm that they comply with our equality criteria in the Toolkit. 

 
21. COMPLAINTS 
 

We are committed to high standards of service delivery, but we recognise 
that mistakes are made and would wish to learn from our mistakes.  
Members of the public can use the Council’s Complaints procedure 
available on the web site to raise any equality issues.   
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22. COMMUNITY ENGAGEMENT 
 

The Council’s Consultation Strategy demonstrates the Council’s 
commitment to ensure that consultation conducted is representative of the 
community and that consideration is given on how to consult hard to reach 
groups, in order to develop services and policies that are fair to all. 
 
The Council’s has a consultative approach with staff on service delivery 
and policy development in terms of equality and diversity.   
 
The Statement of Community Involvement (SCI) sets out how the Local 
Planning Authority intends to achieve continuous community involvement in 
the preparation of the Local Development Framework (LDF) and 
determination of planning applications within Surrey Heath.  The SCI 
outlines the Council’s methods of involving all Borough residents in 
consultations as outlined above. 

 
23. CONSULTING PEOPLE WITH DISABILITIES 
 

In consultation on changes to policies and services particularly concerning 
people with disabilities this is undertaken at a time when proposals are at a 
formative stage.  Sufficient options, reasons and information are given to 
allow those consulted to give full consideration and adequate time for a 
response.  If any impacts are identified through this process action is taken 
to try and mitigate them. 
 

 
 
ANNEXES 
 
Annex A Legal Framework 
Annex B Action Plan 
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Annex A 
 

Legal Framework 
 

Summary of the Requirements of the Equality Act 2010 and the Public 
Sector Equality Duty 

 
 
1. The Equality Act 2010 came into force on 1 October 2010 and replaces the 

separate pieces of legislation relating to the different equality groups.   
 

2. The public sector equality duty consists of a general equality duty, which is 
set out in section 149 of the Equality Act 2010, and specific duties which 
are imposed by secondary legislation. The general equality duty came into 
force on 6 April 2011. The specific duties came into force in September 
2011.  

 
Protected Characteristics 

 
3. The general equality duty covers eight protected characteristics which are: 

age, disability, gender reassignment, pregnancy and maternity, race, 
religion or belief, sex and sexual orientation.  The duty also covers 
marriage and civil partnership, but only for the first aim of the duty (to 
eliminate discrimination etc). 
 
Equality Act 2010 
 

4. The Equality Act 2010 provides a new cross-cutting legislative framework 
to protect the rights of individuals and advance equality of opportunity for 
all. 
 
Discrimination, Harassment and Victimisation 

5. The Equality Act 2010 introduces a basic framework of protection against 
direct and indirect discrimination, harassment and victimisation in services 
and public functions etc.  

Discrimination  
 
This occurs when someone is treated less well than someone else in the 
same situation because of their equality group 
 
Harassment 
 
This occurs when unwanted behaviour towards someone causes them to 
feel intimidated, degraded humiliated or offended 
 
Victimisation 
 

http://www.opsi.gov.uk/acts/acts2010/ukpga_20100015_en_1
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This occurs when a person treats another badly because they have or 
intend to make a complaint against them in relation to being discriminated 
against or harassed 
 

 Indirect discrimination 
 

This occurs when a policy which applies in the same way for everyone has 
an effect which particularly disadvantages people from an equality group 
 
Discrimination by Association 
 
This occurs when a person is treated less favourably because of their 
association with a person who has a protected characteristic, this can be a 
husband, wife, partner, friend, child or primary carer. 
 
Discrimination due to Perception 
 
This occurs if someone is treated less favourably because another person 
thought that they had a protected characteristic even though they didn’t.  
 
Discrimination Arising from Disability 

A new concept of ‘discrimination arising from disability’ has been 
introduced by the Equality Act.  There is a requirement to make reasonable 
adjustments for people with disabilities. 
 
Employment – Health Related Questions 
 

6. Employers will only be able to ask prospective candidate’s health related 
questions to enable a decision to be made as to whether reasonable 
adjustments are needed for the person in the selection process and 
whether an applicant can carry out an essential function of the job.  It is 
unlawful to ask a candidate or referee verbal or written questions about the 
health of a candidate prior to an offer being made.   

 
Public Sector Equality Duty 

 
The Aims of the General Equality Duty 

 
7. In summary, those subject to the equality duty must, in the exercise of their 

functions, have due regard to the need to: 
 
• Eliminate unlawful discrimination, harassment and victimisation and 

other conduct prohibited by the Act. 
• Advance equality of opportunity between people who share a 

protected characteristic and those who do not.  
• Foster good relations between people who share a protected 

characteristic and those who do not.  
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8. The Act explains that having due regard for advancing equality involves:  
 
• Removing or minimising disadvantages suffered by people due to 

their protected characteristics. 
• Taking steps to meet the needs of people from protected groups 

where these are different from the needs of other people.  
• Encouraging people from protected groups to participate in public life 

or in other activities where their participation is disproportionately 
low.  

 
9. The Act states that meeting different needs involves taking steps to take 

account of disabled people’s disabilities. It describes fostering good 
relations as tackling prejudice and promoting understanding between 
people from different groups. It states that compliance with the duty may 
involve treating some people more favourably than others.  
 

10. The general equality duty therefore requires equality considerations to be 
reflected into the design of organisation’s policies and the delivery of 
services, including internal policies, and for these issues to be kept under 
review. 
  
The Specific Duties: 
 

11. In summary, a public authority covered by the specific duties (listed body) 
is required to:  
 
Publish information  
 
• Publish sufficient information to demonstrate its compliance with the 

general equality duty across its functions. This must be done by 31 
December 2011, and at least annually after that, from the first date 
of publication.  (The general duty to have due regard requires local 
authorities to have an adequate evidence base for its decision 
making.) 

 
This information must include, in particular: 
 
• Information on the effect that its policies and practices have had on 

people who share a relevant protected characteristic, to demonstrate 
the extent to which it furthered the aims of the general equality duty 
for its employees and for others with an interest in the way it 
performs its functions.  

• Evidence of analysis that they have undertaken to establish whether 
their policies and practices have (or would) further the aims of the 
general equality duty.  (Case law demonstrates that the analysis 
must include consideration as to whether there is any detrimental 
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impact and how this can be mitigated.  This should be in a written 
format before a decision is made.) 

• Details of the information that they considered in carrying out this 
analysis. 

• Details of engagement that they undertook with people whom they 
consider to have an interest in furthering the aims of the general 
equality duty.  

 
 Prepare and Publish Equality Objectives  
 

12. A public authority covered by the specific duties (listed body) is also 
required to:  
 
• Prepare and publish one or more objectives they think they should 

achieve to do any of the things mentioned in the aims of the general 
equality duty, by 6 April 2012, and at least every four years 
thereafter 

• Ensure that those objectives are specific and measurable.  
• Publish those objectives in such a manner that they are accessible 

to the public 
 

13. The following principles from case law on the previous equality duties will, 
however, continue to apply for the new duty. In order to comply with the 
general equality duty, a public authority must ensure that: 
 
• Those who exercise its functions (for example, its staff and 

leadership) are aware of the duty’s requirements. Compliance 
involves ‘a conscious approach and state of mind’. This means that 
decision-makers must be fully aware of the implications of the duty 
when making decisions about their policies and practices.    

• The duty is complied with before and at the time that a particular 
policy is under consideration and a decision is taken. A public 
authority cannot satisfy the duty by justifying a decision after it has 
been taken.  

• Consideration of the need to advance equality forms an integral part 
of the decision-making process. The duty must be exercised in such 
a way that it influences the final decision.  

• Any third parties exercising public functions on its behalf are 
required to comply with the duty, and that they do so in practice. This 
is because the duty rests with the public authority even if they have 
delegated any functions to a third party. 

• Regard is given to the need to advance equality when a policy is 
implemented and reviewed. 
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Publishing Employee Equality Monitoring Information 
 

14. Listed bodies with 150 staff or more also need to publish information in 
relation to their employees. 
 
Bodies with 150 staff or more are expected to publish the below 
information: 
 
• the race, disability, gender, age breakdown and distribution within 

your workforce  
• indication of likely representation on sexual orientation and religion 

or belief, provided that no individuals can be identified as a result  
• an indication of any issues for staff who are proposing to undergo or 

have undergone a process (or part of a process) to reassign their 
sex based on your engagement with staff or voluntary groups  

 
16. In relation to services, the Equality and Human Rights Commission would 

normally expect to see the information that you routinely publish broken 
down by protected group. This will obviously depend on what services you 
deliver but would usually include:  
 
• performance information relating to functions relevant to furthering 

the aims of the duty 
•  access to services  
• satisfaction with services, and  
• complaints (broken down by protected group, with an indication of 

reasons for complaints).  
 
Procurement and Grants 
 

17. The general equality duty applies to other organisations who exercise 
public functions.  This will include private bodies or voluntary organisations 
which are carrying out public functions on behalf of a public authority.  The 
duty therefore applies to where the Council has contracted out a service or 
is considering contracting out or is decommissioning a service.  It also 
applies to the allocation or withdrawal of grants. 
 

18. The specific duty on information requires listed bodies to publish 
information about their compliance with the duty across all of their 
functions, including contracted-out functions.  Where a function is 
contracted out, there maybe a need to specify in the tender documentation 
what information the contractor should collect and report on, in order for the 
Council to m 
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Equality Strategy Action Plan (Recommendations from Diversity Peer Challenge – September 2010)     Annex B 
 

Recommendation Areas to consider Council Action Completion 
date 

Responsible 
officer 

 
Access to Services 

    

For effective service 
planning that is 
capable of meeting 
changing customer 
needs and 
expectations there 
should be better use 
made of base data to 
analyse and 
compare service 
take-up – this will be 
achieved by 
improved service 
equality monitoring.  

Using data: 
 
Services to make more use of 
data and intelligence about the 
borough when considering their 
priorities. 
 
 
There are data gaps in relation 
to changes in the local 
population. 
 
Need to make more use of 
qualitative data about the 
borough – speak to voluntary 
and community sectors.  
 
Some equality champions worry 
that they have insufficient time 
to champion equality issues 
within departments. A clearer 
corporate approach across all 
departments to data collection, 
quality, monitoring and review 
needs to be achieved  

 
 
BCD officers to raise with Service 
Heads the issue of using data more 
effectively during their 1-1 
performance meetings  starting in 
October 2011.  
 
Update SH Evidence Base using 
Surrey I database 
 
 
Approach Voluntary Services, CAB 
etc 
 
See above. BCD officers will also ask 
Service Heads to ensure Equalities is 
a standing item on team meeting 
agendas, areas to be discussed – 
equality hot topics and discussing 
what equality and diversity means 
with new staff. Also discussed at 
Equality Action Group 19th October 
2011 – members to update their team 
meetings on work of the group. 

 
 
Completed 
 
 
 
 
 
August 2012 
 
 
 
December 
2012 
 
 
Completed 

 
 
J Hardy, J 
Boitoult/Service 
Heads 
 
 
 
BCD team 
 
 
 
BCD Team 
 
 
J Hardy, J 
Boitoult/Equality 
Action Group/ 
Service Heads 
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Engagement with 
Communities 

    

Examine 
engagement 
methods used in the 
Heatherside project 
to see if best practice 
can be used 
elsewhere. Continue 
to explore new 
innovative ways of 
engaging such as 
the mobile diary 
room (MIPOD) and 
youth football 
tournaments, while 
bearing in mind that 
different methods of 
engagement may 
suit different 
communities. Thus, 
all the council needs 
to be aware that ‘one 
size doesn’t fit all’.  

Engagement: 
 
 
 
 
 
 
 
Cultural Engagement Strategy to 
demonstrate a more systematic 
approach to consultation and 
engagement  
 
 
 
 
 
 
 
 
 
 
 
 
 
Fast track the plan to hold 
regular meetings and lunches 
with faith leaders. 
  

Media and Marketing Department to 
draw up a template reflecting the best 
practice used during the Heatherside 
consultation to be rolled out to the 
rest of the authority as the model for 
consultation exercises in the future. 
 
Changes have been made to the 
Prevent Strategy, does the Council 
wish to adopt the new strategy or 
continue with its own Cultural 
Engagement Strategy? (Executive 
Equality Group decided to continue 
with the Cultural Engagement 
Strategy) 
 
Cultural Engagement Strategy to be 
reviewed by Surrey Heath 
Partnership (SHP) 
 
Although one meeting has taken 
place there has not been any further 
progress in this area – Churches 
Together Camberley to be 
approached to take a lead on this. 
 
Some success in engaging with 
groups; Muslim Association and 
Nepalese community. Further work to 

 
 
 
 
 
 
 
 
 
 
Completed 
 
 
 
 
 
 
July 2012 
 
 
 
 
Dec 2012 
 
 
 
 
 
 

Media and 
Marketing Team 
 
 
 
 
 
 
 
 
BCD team 
 
 
 
 
 
 
 
BCD team 
 
 
 
 
BCD team/ 
Police/ 
Churches 
Together 
Camberley 
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More clarity and awareness 
about the spectrum of 
engagement activity available.  
 
 
Scope for improving the range of 
joint engagement activity 
through the pooling of resources 
from relevant stakeholders.  
 
 
 
More effort could be expended 
on developing systematic 
engagement mechanisms with 
black and minority ethnic (BME) 
groups.  
 
 
Use example of recent work to 
provide a joined-up Council 
service to Gypsies as a good 
example for developing effective 
engagement with other 
communities.  
 
Use methods from Heatherside 
project to see if best practice 
can be used elsewhere.  

be done. 
 
Discussions on-going with Surrey 
Heath Commissioning Group with 
regard to joint areas of work, (joint 
engagement with the Old Dean 
community continuing). 
 
Some efforts made, see above 
although more could be done. 
Something for the Surrey heath 
Partnership to consider when it 
carries out its review. 
 
See above with respect to a template 
to be drawn up for future 
consultations. 
 
 
See above. 

 
 
 
 
On- going 
 
 
 
 
July 2012 

 
 
 
 
 
 
BCD team 
 
 
 
 
BCD team 
 
 
 
 
 
Media and 
Marketing Team 
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Make more use of 
current/existing 
community 
development officers 
to help identify needs 
of hard-to-reach local 
communities.  

Work with SHVS and other 
community partners to develop 
new engagement initiatives. 
Make use of their intelligence 
networks to tailor engagement 
methods. 

Discussions with SHVS and ODCoG 
taking place. Re-establish a 
resident’s association at ODCOG 
AGM in March 2012. 
 
St Michael’s group re-established in 
January 2012. 

Completed 
 
March 2012 

BCD team 

Make use of the 
current goodwill and 
enthusiasm of 
voluntary sector 
partners to engage in 
community led 
initiatives. This 
movement will 
inevitably create a 
range of new 
contributors, each of 
whom will have their 
own expectations 
about involvement.  

Work with SHVS and other 
community partners to develop 
new engagement initiatives. 
Make use of their intelligence 
networks to tailor engagement 
methods. 

BCD to discuss with SHVS. Localism 
Bill will also be a reference source. 
Discuss with SHVS. 

TBC BCD team 

Use the results of 
satisfaction surveys 
to find out whether 
different 
communities are 
more or less satisfied 
than others, and 
increasingly refine 
the survey process.  

Link with consultation 
programme.  

As per the discussions with Service 
Heads – to be an outcome. 
 
Develop a corporate customer 
satisfaction survey template, 
including equality monitoring 
questions (TBC). 

 
 
 
 
TBC 

 
 
 
Media and 
Marketing 
Team/BCD 
team 
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Workforce/Positive 
Culture 
Explore ways of 
making working for 
the Council an 
attractive career and 
work experience 
proposition for 
younger people.  

Progress work experience, 
apprenticeships  

As per on-going work with partners, 
including SHP, with regard to 
apprenticeships, work experience etc. 
 
Working with SHAPE on behalf of 
local secondary schools to place 
students on work experience at the 
Council. 
 
Council has developed its own 
Apprenticeships Scheme. 
 
The Apprenticeship Scheme should 
be rolled out in the new financial year 
2012. 

On-going 
 
 
 
On-going 
 
 
 
 
Completed 
 
 
2012 (TBC) 

BCD team 
 
 
 
HR 
 
 
 
 
HR 
 
 
HR 

Consider how all 
staff can be kept 
informed about 
equality and diversity 
news, developments 
and initiatives, 
perhaps through a 
newsletter, staff 
magazine or the 
Intranet.  
 

StaffScene, Intranet updates To action Staff Scene and intranet 
options.  
Use Staff Notice Boards to promote 
equality information. 

On-going 
 
 
May 2012 
and on-going 

Media and 
Marketing/BCD 
team 

Review equality and 
diversity training and 
tailor it to meet the 

As per recommendation Member and staff training conducted 
in spring/summer 2011.  
 

Completed 
 
 

HR 
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different needs of 
new staff, officers, 
members and 
partners. Introduce 
e-learning equality 
and diversity 
modules to train staff 
and partners at any 
time or location. 
Consider making 
training on equality 
and diversity a 
mandatory 
requirement for both 
staff and members. 

HR to roll out e-learning modules on 
Introduction to Diversity, Equality and 
Discrimination and to add equalities 
to staff induction process 

 
TBC 

HR 

Check that 
monitoring of, and 
reporting on all HR 
activity e.g. 
applicants for posts, 
disciplinaries, 
grievances, leavers 
etc. complies with 
current legislation 
and the new public 
sector Equality Duty. 
Regular reviews of 
HR practice should 
ensure compliance is 
maintained. 

As per recommendation 
 
Staff Equality Monitoring survey 
completed and data published 
on SH Equality and Diversity 
web pages by 31 January 2012. 

HR to lead.  
 
 
HR 

TBC 
 
 
Completed  

HR 
 
 
HR 

Involve the trade As per recommendation Unison rep formally acknowledged. Completed BCD team 
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unions in the 
Corporate Equality 
Group, and ensure 
the widest 
representation within 
the group.  

 
Minority Ethnic group staff 
representative joined the group. 

 
Completed 



Version 15,  Final  March 2012 

 
 
Please contact us if you would like the Equality 
Strategy in another format  
  
Surrey Heath House  
Knoll Road 
Camberley 
Surrey  
GU15 3HD 
 
01276 707100 
 
www.surreyheath.gov.uk - the Equality Strategy is also 
available on the web site. 
 
 

    

 
 
 
 
 

  
 

http://www.surreyheath.gov.uk/
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