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Foreword by Mike Fuller, QPM, Chief Constable of Kent Police 

This Single Equality Scheme is a public commitment showing how Kent Police will meet its UK equalities legislation obligations: specifically the Disability Discrimination Act (2005), the Race Relations (Amendment) Act (2000) and the Sex Discrimination Act as amended by the Equality Act (2006). It also showcases actions we are taking to promote equality in respect of age, religion and belief and sexual orientation.

Meeting legislative requirements is the minimum standard Kent Police aspires to. In recent years the police service has made significant strides to embrace, and progress, equality and diversity. During this time Kent Police has developed an excellent reputation for this, as acknowledged by organisations such as Her Majesty’s Inspectorate of Constabulary, the Black Police Association and Stonewall.

Successful organisations understand the business case for equality and diversity. In a policing context this means understanding the needs of growing diverse communities so that we become aware and respond to their safety and security needs. This is also what Citizen Focussed Policing is all about:  improving the way we understand, communicate with and engage with our communities, whether as direct users of services or as members of the wider public. It is a way of working that puts the requirements of citizens at the heart of decision-making and is integral to everything we do.

We are also a major employer, with some 6,300 employees.  Our aim is to build a workforce, which reflects the growing diversity of the citizens of Kent.  This will help us deliver services to meet diverse needs. Regardless of background, everyone working for us has the right to reach their full potential and to have a working environment that is free from discrimination, harassment, bullying or victimisation.

I want Kent Police to be acknowledged as a police service that successfully meets the challenge of promoting equality and diversity and delivering Citizen Focussed Policing. The Chief Officer Team leads the championing of this and I expect all our employees to support our aims. Meeting the outcomes of this Scheme benefits both the public and our employees.
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Mike Fuller, QPM

Chief Constable, Kent Police 

This foreword appeared in the Scheme covering the period 2008 – 2011

INTRODUCTION TO PART ONE  

This part of the Single Equality Scheme shows how we go about meeting our statutory obligations to promote disability, gender and race equality. 

It also shows how we are compliant with the three current Codes of Practice published by the former Disability Rights Commission, the Equal Opportunities Commission and the Commission for Racial Equality. 

The Codes have common themes and in this section we address:

· The legislation

· Steps to meet the Duties

· Meeting the Duties in policy development

· Meeting the Duties in service delivery

· Meeting the Duties in employment and training

· Ensuring access to information and services

· Hate crime and harassment

· External partnerships

· Procurement and supplier diversity

· Preparing for, and publishing, the statutory equality schemes

PART ONE

SECTION ONE – The legislation

General Duties

Legislation introduced statutory General Duties to promote equality that apply to all public authorities in respect of all of their functions, including Kent Police, in respect of:

· Disability

· Gender

· Race.
Disability Discrimination Act 2005 -

The General Duties are to:

· Promote equality of opportunity between disabled persons and other persons
· Eliminate discrimination that is unlawful under the Act

· Eliminate harassment of disabled persons that is related to their disabilities

· Promote positive attitudes towards disabled persons

· Encourage participation by disabled persons in public life

· Take steps to take account of disabled persons’ disabilities, even where that involves treating disabled persons more favourably than other persons.
Equality Act 2006 (amongst other things, this Act relates to Gender Equality) -
This Act amends the Sex Discrimination Act 1975. The General Duties are to:

· Eliminate unlawful discrimination and harassment 

· Promote equality of opportunity between men and women.

The Race Relations (Amendment) Act 2000 -

The General Duties are to:

· Eliminate racial discrimination

· Promote equality of opportunity

· Promote good race relations.

Specific Duties   

The legislation also introduced a series of specific duties to promote equality. These specific duties are contained in a series of statutory instruments and set out steps that the authority must take to achieve equality. In particular, there are specific duties under:

· The Disability Discrimination (Public Authorities) (Statutory Duties) Regulations 2005

· The Sex Discrimination Act 1975 (Public Authorities) (Statutory Duties) Order 2006

· The Race Relations Act 1976 (Statutory Duties) Order 2001
This Single Equality Scheme shows how we go about meeting these specific duties.  The scope of the duties differs slightly under each head (in particular there are consultation duties with Gender which are not reflected in the Race and Disability provisions).

Disability:

· A public authority should prepare and publish a Disability Equality Scheme demonstrating how it intends to fulfil its general and specific duties across all its services 

· A public authority should involve disabled people in the development of the scheme.

The scheme should include a statement of:

· The way in which disabled people have been involved in the development of the Scheme 

· The authority’s methods for impact assessment 

· Steps which the authority will take towards fulfilling its general duty 

· The authority’s arrangements for gathering information in relation to employment, and, where appropriate, its delivery of education and its functions 

· A public authority must, within three years of the Scheme being published, take the steps set out in its action plan (unless it is unreasonable or impracticable for it to do so) and put into effect the arrangements for gathering and making use of information

· A public authority must publish a report containing a summary of the steps taken under the action plan, the results of its information gathering and the use to which it has put the information.

Gender:

· A public authority should prepare and publish a Gender Equality Scheme showing how the general and specific duties will be met and setting out gender equality objectives

The following specific matters should be considered or carried out:

· Involving stakeholders  (e.g. employees, service users and trades unions) by way of consultation and taking account of relevant information in order to determine gender equality objectives

· Considering the inclusion – within the Gender Equality Scheme – of objectives to address the causes of any gender pay gap

· Gathering and using information on how policies and practices affect gender equality in the workforce and in the delivery of services

· Assessing the impact of current and proposed policies and practices on gender equality

· Implementing the actions set out in the gender equality scheme within three years, unless it is unreasonable or impracticable to do so

· Reporting against the gender equality scheme every year and reviewing the scheme at least every three years.

Race:

· The Public Authority should prepare and publish a Race Equality Scheme that sets out those of its functions and policies, or proposed policies, which the authority has assessed as relevant to its performance of the duty imposed by section 71(1) of the Race Relations Act.

The following specific matters should be considered or carried out:

· Monitoring policies for any adverse impact on race equality 

· Assessing and consulting on the likely impact of proposed policies 

· Publishing the results of assessments, consultations and monitoring 

· Ensuring that the public has access to information and services

· Training staff on their duties under the Act.

It is important to note that legislation does not lay down specific requirements with regard to Age, Religion and belief or Sexuality. However, as a reasonable employer, and given the nature of the functions carried out by Kent Police, we believe that these are matters that should be addressed in any Equality Scheme and account is therefore taken of these matters in this Scheme.

SECTION TWO – Steps to meet the Duties

We have adopted the following steps to meet the General Duties: 

Gathering and analysing information

In order to understand which of our functions have the greatest relevance to equality, we gather and use information on how people of different backgrounds are affected by our activities. We monitor our service delivery and employment activities by six social identities:

· Age

· Disability

· Ethnicity

· Gender

· Religion and belief (employment only)

· Sexuality (employment only).

Undertaking Equality Impact Assessments

We Equality Impact Assess (EIA) our policies and practices against all the six social identities. The purpose of impact assessing all proposed and existing policies is to identify differential impact and to act upon what is found in order to minimise any adverse impact.    

New policies are impact assessed before implementation and existing policies are reviewed periodically. All policies are Equality Impact Assessed at least once every three years.  Pages 13-14 explain how we carry out impact assessments. 

Adopting equality objectives

The purpose of the General Duties is to achieve equality by bringing about positive change.  We shall focus on achieving outcomes – specific identifiable improvements in policies, in the way in which services and functions are delivered and for our employees.

The summary action plan at the end of this Scheme lists our current high-level disability, gender and race equality objectives. These objectives were identified following involvement and consultation with external and internal stakeholders (see pages 31-33)
Reporting progress: consultation and discussion

Every May we publish on our website an annual report on the progress we have made to meet our equality priorities. The progress we make against meeting our objectives is shared with our external and internal stakeholders through our regular community and consultative forums and internal diversity delivery mechanisms. This is done to ensure that ongoing consultation and feedback occurs throughout the duration of this Scheme.  

Key groups we use for involvement and consultation are: 

· Staff associations

· Staff support groups

· Community consultation forums

· Kent Police Disability Involvement Forum

· Kent Police E-Transgender Forum

· Kent Police Strategic Independent Advisory Group

· Kent Police Authority
Accountability and leadership

Everyone within Kent Police is expected to support our work to promote equality and diversity in service delivery and employment.

Senior staff play an important leadership role in ensuring that we successfully apply the General Duties to promote equality.  We have a robust leadership and accountability structure:

· The Performance Management Committee, which is chaired by the Deputy Chief Constable, has responsibility for overseeing the application of our Race and Diversity Equality Strategy and ensuring that our equality and diversity objectives are met.

· The Equalities and Standards Board, which is chaired by the Assistant Chief Constable (Human Resources and Learning and Development), has responsibility for agreeing actions to meet our equality and diversity objectives and monitors progress.

The summary action plans identify job-holders who are responsible for delivering our equality objectives.
Mainstreaming equality into everyday activity and the Equality Standard for the Police Service

Our work to promote equality and diversity to meet the General Duties has been brought into mainstream activities. This will benefit the expanding range of people we provide services to and also our workforce, which is growing to reflect Kent’s communities. Equality issues are considered in business planning processes, budget allocation, annual reporting and organisational initiatives.
In 2008 the National Policing Improvement Agency (NPIA) began developing the new Equality Standard for the Police Service (ESPS). Kent Police was a key player in the Standard’s development and we have since been invited to join the Standard’s national Editorial Board. The purpose of the Standard is to introduce a mainstreaming and benchmarking equality tool similar to the former Equality Standard for Local Government (ESLG), which had been adopted by local authorities across the country. 

Kent Police chose to implement the ESLG as its mainstreaming tool in 2007 and achieved Level 2 by April 2009. The purpose of applying the ESLG within Kent was to assist in the mainstreaming of equality and diversity throughout the Service following comment received from Her Majesty’s Inspectorate of Constabulary (HMIC) after its last inspection of our equality and diversity activity when we rated excellent.
The new Police Standard is being adopted by all police services in England and Wales and has the backing of the Home Office, Association of Chief Police Officers (ACPO), the Association of Police Authorities (APA) and HMIC and was launched in December 2009.  The ESPS will form part of HMIC’s inspection regime for assessing progress in furthering and mainstreaming equality and diversity. It is also a tool to support the new Home Office, APA and ACPO tri-partite Equality, Diversity and Human Rights Strategy for the Police Service and it also supports our own Strategy.  
The ESPS has 22 primary objectives. Each objective features a direction of travel, from baseline through to integrating then to excelling. These headings are:

· Operational Delivery –meeting the needs of diverse individuals and communities.  Objectives focus on community profiling, disproportionality, satisfaction levels, public protection and community safety.

· People and Culture – building an inclusive and supportive working environment.  Objectives focus on promoting and valuing equality, employment and development, equipment and clothing.

· Organisational Processes – integrating equality across business areas.  Objectives focus on monitoring progress against equality targets and measurable outcomes, procurement and estates and complaint handling. 

External verification of progress is central to the ESPS.  This will include: 

· Basic Command Units (BCU) to report progress to their BCU Independent Advisory Groups (IAG) and HQ departments to the Strategic IAG quarterly 
· Police Authority and Strategic IAG to review the whole of ESPS annually

· Essex Police has been invited to assess our progress annually

· HMIC to incorporate the ESPS within their existing inspection framework. 

Progressing the ESPS will assist us to meet the objectives we set ourselves within this Equality Scheme and to meet our statutory obligations. For more information about the Standard go to: http://www.npia.police.uk/en/11975.htm
Clear roles and responsibilities

The Diversity Support Team advises, influences and supports colleagues across the organisation in policy implementation, employment, training, strategic planning and consultation. In addition it provides a performance management role and reviews and provides updates to senior managers on diversity related matters, including progress on meeting our equality priorities. 

Many other people make important contributions too, including a Recruitment Positive Action Officer, Human Resource Advisers, members of Action Groups and our Community Liaison Officers. (For terms of reference for the relevant Action Group, see the appropriate chapter heading for the particular social identity).

Influencing our partners

We work in partnership with other public authorities and private and voluntary sector organisations. When working in partnership with public authorities we remain responsible for meeting statutory general and specific duties in our own right. These obligations cannot be delegated to another partner authority.

Cross-references from this section to the summary action plans:

Disability 
– 
Actions 7 and 9


Gender
– 
Actions 14 and 15

Race 

–
Actions 1 and 2

SECTION THREE - Meeting the Duties in policy development

Equality Impact Assessment

The Duty
The Duty requires us to assess the likely impact of new and existing policies to identify differential impact and to act upon what is found in order to minimise any adverse impact. The aim of conducting Equality Impact Assessments (EIAs) is to take proportionate action to ensure that all policies eliminate discrimination and harassment and to adapt them in order to promote equality. 

Our policies

All our policies are listed on our website, (www.kent.police.uk) where they can be accessed individually.

Taking into account information gathered around policies and practices on workplace and service delivery issues 

The specific duties require us to gather information on the effect our policies and practices have on disabled people, women, men and transgender people and people who are Black and Minority Ethnic (BME), and in particular the extent to which:

· They promote equality for these groups

· Services and functions we provide take account of the needs of these groups. 

The Kent Victim of Crime Survey is carried out by conducting telephone surveys to determine levels of customer satisfaction with a wide range of policing services. The data is broken down by ethnicity but can be analysed by age and gender.   

We also collect data on the profile of our workforce. This information is used to inform future positive action measures to address imbalances. In respect of gender, the type of data collected includes information on the patterns of full time and part time staff, the numbers of staff on flexible working patterns and those staff with caring responsibilities. This helps us to identify gender gaps and to provide extra support for employees who may want to access flexible working.

Our arrangements for equality impact assessing our policies and practices, or their likely impact, on promoting equality are:
Legislation requires us to EIA only in respect of disability, ethnicity and gender. We have extended this to include age, religion and belief and sexuality.

Monitoring the impact of policies ranges from the collection of statistics to direct feedback from individuals, consultative groups and stakeholders.

All policies are reviewed at least once every three years. The review process includes consulting with consultative groups and stakeholders when equality impact assessments are carried out.

Consultation enables us to identify the impact of our policies and practices. We regard consultation as an essential part of the monitoring process and, where adverse impact or discrimination is found, we ensure that we put measures in place to address the issues. This can result in:

·   Changes in service delivery

·   Additional training

·   Supervisor/manager intervention

·   Policy amendment.

Performance data is analysed for adverse impact and our duty to promote equality of opportunity and not to discriminate. A monthly Performance Data Pack is produced by the Business Information Unit, which is published on our intranet and sent to managers for review and action. 

We monitor, and analyse, the effects of relevant functions and policies, and the impact these have on the way in which different people access our services. Methods include: 

·   Statistical analysis of the social identities

·   Satisfaction surveys 

·   Random or targeted surveys

·   Meetings, focus groups or the use of our Citizen’s Panel.

The methods used are proportionate to the policy and its potential effect on different groups.
Annually we provide the Kent Police Authority (KPA) with the information and performance data it requires of us to enable it to scrutinise how well we are doing.

Publishing the results of Equality Impact Assessments:

Outcomes of Equality Impact Assessments (EIAs) are published on our website and are linked to our intranet.

Publishing the results of consultation:

We organise a number of community consultation forums that meet quarterly and are consulted on policies of relevance to them (see page 24-25).  A summary of discussions that take place at these meetings are published on our website and linked to our intranet. 

Results of internal consultation, such as staff surveys, are published on our intranet. We consult our staff support groups on policies of relevance to them.

Publishing monitoring reports:

The following are examples of key monitoring information that we publish:

	Monitored data:
	Where published/routinely made available to:



	Comparison of satisfaction between groups (SPI3a): measures the parity in satisfaction levels between Black and Minority Ethnic (BME) and White victims. 

This provides data in relation to race and is also capable of being analysed by gender and age, although this information is not routinely published.


	Internally in the monthly Business Information Unit (BIU) Management Summary Pack. Externally on the Home Office iQuanta website. It is also externally published annually in the Chief Constable’s Annual Report.



	Percentage of PACE stop/searches that lead to arrest (SPI3c): measures the parity in percentage of PACE stop/search leading to arrest between BME and White stop/searches.

This provides data in relation to race and is also capable of being analysed by gender and age, although this information is not routinely published.


	Internally in the monthly BIU Management Summary Pack.

Externally on the Home Office iQuanta website and annually in the Chief Constable’s Annual Report.



	Comparison of percentage detected of Violence Against the Person offences: measures the parity in percentage of PACE stop/search leading to arrest between BME and White victims.

This provides data in relation to race and is also capable of being analysed by gender and age, although this information is not routinely published.


	Internally in the monthly BIU Management Summary Pack. Externally on the Home Office iQuanta website and annually in the Chief Constable’s Annual Report.



	Satisfaction of victims of racist incidents (SPI3a): measures in percentage the satisfaction rates of police handling victims of racist incidents.

This provides data in relation to race and is also capable of being analysed by gender and age, although this information is not routinely published.


	Internally in the monthly BIU Management Summary Pack.  Externally on the Home Office iQuanta website and annually in the Chief Constable’s Annual Report.



	Complaints

Complaints data is broken down by age, disability, gender, race, religion and belief and sexuality.  
	Internally quarterly to the Force Standards Committee.

Externally quarterly to the Kent Police Authority Professional Standards Committee and in the Policing Kent publication.



	Employment


	Internally in the monthly BIU Management Summary Pack, by ethnicity:
· Police officers
· Police staff.

 

Externally in the Chief Constable’s Annual Report:

· Number of BME and White Police officers by rank

· Number of BME and White Police staff by grade

· Recruitment statistics by ethnicity.

Externally in the Race and Diversity Equality Annual review broken down (as information systems permit) by:

· Age

· Disability

· Ethnicity

· Gender

· Sexuality.

Showing:

· Police officers 

· Police staff

· Recruitment statistics 

· Promotions 

· Training applications 

· Disciplinary hearings 

· Grievances 

· Employees leaving us.



Cross-references from this section to the summary action plans:
Disability
– 
Action 9

Gender
– 
Action 14

Race

–
Action 10

 SECTION FOUR - Meeting the Duties in service delivery

We recognise that people have different needs when accessing our services because of their particular background or circumstance.  There may also be different groups of people who face particular barriers in taking up services e.g. some Muslim women, Gypsies and Irish Travellers or people who experience domestic violence.  Understanding and tackling these barriers helps us provide a policing service that is accessible to everyone. 

The Kent Police Standard sets out policing priorities and duties to which we work, including:

·  Reducing serious crimes such as murder and rape

·  Providing a service which responds to individual needs 

·  Quality victim and witness care

·  A commitment to accessibility 

To meet the duties in service delivery and design, we check available information on who is using our services and ask questions, such as:

· Is the data on service delivery disaggregated by social identity?  

· Do people from certain groups use our service in different ways?  

· What are the particular needs of people from certain groups?

· Are there particular groups (for example, disabled women, or men from particular ethnic groups, transsexual women and men) who do not use or under-use a service or who are less satisfied with it?  

· Is there evidence that a one-size-fits-all service is not appropriate?  

· Are there big discrepancies in the service outcomes for certain groups?  

Cross-references from this section to the summary action plans:

Disability
– 
Action 8

Gender
–
Actions 1, 4 and 5

Race

–
Action 8

SECTION FIVE - Meeting the Duties in employment and training

Monitoring the makeup of our workforce:

We monitor by:

· Age

· Disability

· Ethnicity

· Gender

· Sexuality.

We publish analysed data in our Annual Report by age, disability, ethnicity and gender by:

· Staff in post

· Applicants for employment, training and promotion

· Numbers who receive training

· Numbers who benefit/suffer detriment as a result of our performance assessment procedures

· Numbers involved in grievances

· Numbers leaving the service.

This information is also shared with the Kent Police Authority and our Strategic Independent Advisory Group.

Should analysis show disadvantage occurring for any group of employees, we analyse the cause and take action to ensure that causes for inequality occurring are removed.

Additional considerations in order to meet the Gender Equality Duty:

We recognise that job segregation exists in Kent Police; for example women occupy the majority of lower grade police staff roles, where as men predominantly occupy the senior police staff roles. We are developing a programme of activity aimed at addressing the: 
· Lack of information about rights 

· Inappropriate presentation of information that exists

· Lack of information about, or access to, support and advocacy
· Lack of empowerment to tackle discrimination and rights abuses
· Lack of information about, and access to, the means to address needs e.g. further training opportunities, childcare, dependant care.

Promoting and managing flexible working

We do this by: 

· Examining how we have met requests for flexible working and whether we respond in the same way to women and men

· Exploring whether we are able to go further and offer flexible working to all employees

· Providing training for managers on how to manage flexible workers and deal with requests for flexible working 

· Ensuring that employees are able to work flexibly as they receive promotion or work within specialist areas 

· Encouraging senior employees to work flexibly so that they are role models to encourage others to take up flexible working. 

Supporting part time employees

We do this by:

· Not limiting the potential of part-time employees by widening access to part-time work across the organisation where we can

· Not assuming that employees working on a part-time basis will want to do so indefinitely.

Supporting parents and carers

We do this by:

· Promoting the right to take parental leave

· Encouraging the take-up of paternity leave and parental leave amongst partners

· Applying employment policies fairly between women and men

· Monitoring the workforce to identify those with caring responsibilities for an adult friend or family member

· Promoting awareness of our carers’ policies. 

Supporting pregnant women and those returning from maternity leave

We do this by:

· Engendering a culture that is positive towards pregnancy and family responsibilities at all levels of management, and back this up with written guidance on managing pregnancy and maternity

· Monitoring return-to-work rates to show how well we are managing maternity policies 

· Ensuring that managers understand that good management of staff who become pregnant provides business benefits, including better employee retention rates and higher employee motivation. 

Managing grievance and discipline fairly

We do this by:

· Ensuring that both grievance and discipline procedures are applied equitably to women and men 

· Encouraging employees to be confident to raise grievances in the knowledge that they will be treated fairly and honestly

· Applying disciplinary sanctions so that employees feel confident that they will be treated fairly if they make a mistake.

Managing redundancy fairly

We do this by:

· Applying equitably to women and men our Employment Security and Redeployment Policy and minimise the need to make employees compulsorily redundant

· Monitoring, and analysing, any compulsory redundancies by gender 

· Giving highest priority to maintaining the employment security of our employees. 

Managing retirement

· We ensure that our Retirement Policy is applied fairly and equitably to women and men. 

Equal pay for women and men

We do this by:

· Conducting an equal pay review

· Recognising that equal pay is not just about salaries, but includes equality of access to job opportunities, job sizing, reward and recognition schemes and work patterns.

Gender specific duty - consider the need for gender pay gap objectives

This particular specific duty includes a requirement to have due regard to the need to eliminate discrimination that is unlawful under the Equal Pay Act 1970.  The specific duties require us, when setting our overall objectives, to 'consider the need to have objectives that address the causes of any differences between the pay of women and men that are related to their gender.’    

These requirements, taken together with the specific duty to collect and make use of information on gender equality in the workforce and the duty to assess the impact of policies and practices, mean that we have to undertake a process of determining whether our policies and practices are contributing to the causes of the gender pay gap.  This will be done in consultation with employees, staff associations and other key stakeholders. 

Ensuring fairness in training 

We do this by:

· Providing equality of opportunity between women and men for training and development, no matter where in the organisation a person works or what their work patterns are

· Reviewing our learning and development programme to ensure that all employees have the opportunity to benefit from it. 

Training: 

We have a Race and Diversity Training Strategy, which includes General Duty awareness.  The strategy is regularly reviewed by the Assistant Chief Constable (Human Resources and Learning and Development).  Reviews take into account:
·   Reactions to training

·   Changes to knowledge/skills/understanding as a direct result of the training

·   Ability to transfer the learning gained from the course back into the work place

·   Relevance to the workforce profile

·   Needs of different communities throughout Kent.

The Strategy is compliant with the Association of Chief Police Officers (ACPO) Training Outcomes and Structures published in January 2004. This training is delivered using three distinct but interlinked groupings. These are:

The six social identities (diversity strands):

·   Age

·   Disability

·   Gender (including gender identity)

·   Race (including issues relevant to Gypsies, Irish Travellers and New Arrivals)

·   Religion and belief

·   Sexual orientation.

Contextualised training:

This incorporates role/rank specific training, embedding the generic curriculum and ensuring that it is relevant to the workplace.

Training delivered locally:

· Incorporates knowledge, and understanding, of minority and marginalised groups.

Probationer Police Officer training courses include a comprehensive programme of diversity training, which includes diverse community placements and a requirement for each officer to meet the police National Occupational Standard (NOS) for Race and Diversity as part of their competency assessment process. 

All senior staff were required to have met NOS AA1 (Promote equality and value diversity) and AA2 (Develop a culture and systems that promote equality and value diversity) Occupational Standards by 31st March 2008. These Occupational Standards describe competent performance in terms of outcomes of an individual’s work and the knowledge and skills they need to perform effectively. They ensure assessment of competence against nationally agreed standards of performance, across a range of workplace circumstances for all roles.  By December 2010 all other staff will be required to meet NOS AA1.

Additional learning methods include briefings, performance appraisal, e-learning, themed workshops and regular articles in our employee newspaper.

Cross-references from this section to the summary action plans:
Disability
– 
Actions 1d, 2, 5 and 6

Gender
–
Actions 6, 7, 8, 9, 10, 11, 12 and 16

Race

–
Actions 11, 12, 13 and 14
SECTION SIX – Ensuring access to information and services and buildings

Partners and Communities Together meetings and local contacts

Local consultation takes a variety of forms. Our Neighbourhood Policing Teams organise Partners and Community Together (PACT) meetings. These meetings are designed to:

· Engage communities and partners to identify safety concerns 

· Agree the top priorities for neighbourhood action 

· Work with partners to deliver an agreed approach 

· Report back on a regular basis on what has been achieved.

PACTs provide the opportunity to tailor our services to meet local needs and ensure that the public has every opportunity to influence policing in their neighbourhood. 

Our website provides up-to-date information about PACT meetings and how you can contact our Neighbourhood Policing Teams.

Community Liaison Officers

Community Liaison Officers (CLOs) have regular contact with local communities and are to be found in all of our six Basic Command Units. They are the grass root contact with many minority and marginalised groups and speak to local people on a daily basis to hear their problems and concerns. They are also usually the first point of contact with community leaders who provide feedback from often overlooked groups. Through this they establish local liaison groups of members of the community and support organisations. These liaison groups help us to measure the effectiveness of the service in service delivery, test public opinion and provide feedback on the success or otherwise of policing initiatives. 

Along with other colleagues, CLOs regularly attend festivals, celebrations and events to provide an opportunity for the public to meet us in informal settings. Examples include the annual Horsmonden Gypsy Horse Fair, Gay Pride events, the Maidstone and Tunbridge Wells Mela and the annual Sikh festival of Vaisakhi in North Kent.

Details of how to contact our CLOs are published on our website.

Independent Advisory Groups
Independent Advisory Groups (IAGs) bring together volunteers of all ages from a diverse range of communities who provide us with impartial advice, helping us enhance the delivery of our services across Kent.  Independent advisory groups were introduced following recommendations from the Stephen Lawrence enquiry report. 
There is a Strategic group which meets with senior officers working from the police headquarters in Maidstone to consider matters that affect policing across the whole of Kent. Local groups also meet in each of our six Basic Command Units and meet with local senior officers delivering police services at the local level. 

IAGs are keen to  attract people that reflect the interests of: 

· Black and Minority Ehnic communities (including Gypsies and Travellers)

· Faith and non faith communities 

· Lesbian, gay, bisexual and transgender people 

· People with physical, sensory and/or learning disabilities 

· Refugees and asylum seekers.

Our website provides more details about our IAGs and how you could get involved. The Strategic IAG’s website can be found at: http://www.iag.kent.police.uk/
Other consultation forums:

A very active Disability Involvement Forum meets quarterly at locations across Kent. Details of these meetings can be found on our website. 

We also have an e-consultation network for Transgender people. Contact the Diversity Support Team for more information about this network.

Citizens’ Panel

The Citizens’ Panel finds out the views of Kent residents on a range of important policing issues. It allows us to consult members of the public quickly and helps us to understand the needs of local communities across Kent. Over a year panel members are invited to take part in anything from one to four exercises. This involves giving opinions in a relatively informal manner, and may include the delivery of questions by  e-mail, telephone and post or attendance at focus group meetings.

Youth Panel

The Youth Panel is made up of young people (aged 11 to 16) from across Kent who tell us what they think about a number of crime and policing matters. The Panel helps us to understand the views, and needs, of young people across Kent and we use this information to improve services. Panel members are invited to take part in up to four surveys a year or attend discussion groups. We ask for opinions by e-mail, telephone or post or arrange informal discussion groups.

We are keen to ensure that members of the Citizens’ and Youth Panels come from a range of diverse backgrounds and circumstances. Details about how to get involved can be found on our website.

Meeting the needs of people with additional needs

We recognise that people with a range of disabilities may be unable to easily communicate with us and in ways they prefer. There are many projects being explored to aid communication using adaptive technology and varying communication methods. 

We have adopted corporate guidelines on interpreting and translating, which includes meeting the needs of people with a sensory impairment. All our corporate publications state that they are available in alternative formats and can be explained in a range of languages.
Access to police buildings

Following disability access audits of all our properties we have an ongoing programme of funded improvements and adjustments to the physical features of our buildings. The last disability access audit of our estate was undertaken in 2009.

Many improvements have been completed in recent years. Estates Department continue to survey buildings to ensure that they are accessible to both visitors and staff. We also ensure that new buildings we commission, or purchase, meet access requirements. Estates Department attends meetings of our Disability Action Group and provides regular reports on progress being made to ensure that our buildings are increasingly accessible. 

We consult disabled people on building accessibility both during design stage and prior to hand-over before usage commences and will continue to do so.

Website

Our website provides a range of information including news on policing in Kent, statistics, crime prevention and employment vacancies. Web designers have used the Bobby World Wide Accessibility Tool to improve accessibility for people with a sight impairment. In addition, there is a text only version of our website.

During 2008 important pages and documents will begin appearing on our website in a range of community languages most commonly spoken in Kent.

We continue to refine and develop our website to ensure greater accessibility.

Cross-references from this section to the summary action plans:
Disability
– 
Actions 1a, 1b, 1c and 4

Gender
– 
Action 2

Race

–
Actions 5 and 6 

SECTION SEVEN – Hate crime and harassment

Hatred is a strong term that goes beyond simply causing offence or hostility. Hate crime is any criminal offence committed against a person or property which is motivated by an offender's prejudice or hate of someone because of their:

· disability

· gender or gender identity
· race, colour, ethnic origin, nationality or national origins 

· religion 

· sexual orientation 

Hate crime can take many forms including:

· physical attacks – such as physical assault, damage to property, offensive graffiti, neighbour disputes and arson 

· threat of attack – including offensive letters, abusive or obscene telephone calls, groups hanging around to intimidate and unfounded, malicious complaints 

· verbal abuse or insults - offensive leaflets and posters, abusive gestures, dumping of rubbish outside homes or through letterboxes, and bullying at school or in the workplace 

We define a Hate Incident as:

Any incident, which may or may not constitute a criminal offence, which is perceived by the victim or any other person, as being motivated by prejudice or hate.

A Hate Crime is defined as:

Any hate incident, which constitutes a criminal offence, perceived by the victim or any other person, as being motivated by prejudice or hate.

These definations are designed to ensure that we take full account of not only what the victims says, but their own perceptions and the perceptions of those who may have witnessed the incident and reported it, or are aware of the circumstances. This means that if any person feels that an incident is motivated in whole or in part by hatred, prejudice or a bias against an individual’s characteristics, then it should be recorded as such. 

In Kent, as is the case nationally, we know that Hate Incidents and Crimes are significantly under-reported. We want people to have sufficient trust and confidence in us so that they report all forms of hate incidents and crimes and to know that we will receive their reports seriously and deal with them sympathetically and sensitively.

Hate Crime Reporting Lines

Two Hate Crime Reporting Lines operate within Kent and are staffed 24/7 and 365 days a year:

· Homophobic and Transphobic Incident Reporting Line: 
0800 328 9162

· Racist Incident Reporting Line: 




0800 138 1624

These Reporting Lines are delivered in partnership with Community Safety Partnerships throughout Kent.

In an emergency you should dial 999. 

Specialist Officers dealing with Hate Crime

There are specialist hate crime investigating officers, who with Community Liaison Officers, deal with Hate Crime. These officers are based within all our six Basic Command Units.  Contact details for Community Liaison Officers can be found on our website.  

Crime against disabled people 

In September 2009 the Chief Constable opened a well-attended event organised by Kent County Council - The Disability Hate Crime Conference raising awareness of the need to recognise and report disability hate crime. This Kent conference, recent reports and the reported deaths of disabled people, including Fiona and Francesca Pilkington who died in exceptionally tragic circumstances in October 2007, will revitalise our work to address disability hate crime and incidents in Kent. Delegates raised the following matters with us which are of concern to them:


In the community -
· More uniformed Police Officers visible on public transport

· Publicise the work of victim support/dedicated hate crime investigators so that more disabled people know what support is available

· Work with Education and disabled people to inform pupils about hate crime, using existing curriculum.


Forging links /training -

· Build links to community groups which support D/deaf and disabled people

· Put in place an awareness training programme for police officers and staff covering different impairments. Involve disabled people as trainers

· Have a dedicated PCSO for D/deaf people in the community or have local surgeries where disabled people and their carers can report crime and find out about available support

· Identify areas where there are high levels of hate crime and offer workshops for young people and their parents, showing how to spot it, report it, prevent it.


Policy awareness -

· Raise awareness of Kent Police disability hate crime policy.

· Include flow chart of the reporting process on British Sign Language DVD. 

· Use new restraining orders against disability hate crime offenders 

· Use all forms of media to raise awareness of disability hate crime in the community (Radio is valuable but underused); use Kent TV, KM FM, newspapers, Kent Association for the Blind talking newspapers, social networking sites etc. 


Tailored advice -

· Produce an audio play with Kent Association for the Blind to go out with Talking Newspapers. This would be the equivalent for visually impaired people of the Skillnet video for people with learning difficulties. This could be a pioneering approach as there is little or no safety information targeted at people with sensory impairments.


Accessibility of services/reporting -

· Make sure interpreters are available in a timely manner whenever police officers and staff need to communicate with Deaf people, non English speaking people and people with learning difficulties

· Increase awareness among disabled people of reporting process for example by promoting voice identity for visually-impaired people  

· Train officers and front desk staff to communicate in basic sign language and give them a robust disability awareness training package

· Include awareness of disability hate crime within disability awareness and hate crime awareness training  

· Officers and staff need to know that if they get it wrong, they will be trained and supported, not penalised

· Improve communication between police and disability groups, to promote reporting of disability hate crime and to get feedback from disabled people of their experiences of the system 

· Ensure continuity of personnel dealing with the incident when a hate crime is reported, (i.e. try to avoid: ‘I’m afraid you need to speak to another person now, because the case has been moved to another team’) 

· Record low level incidents as well as full-blown hate crime.

· Have open days for victims 

· Put information about local police contacts on Kent police website and make sure all staff know where this can be found. 

Achieving confidence in the law -

· Keep victims of hate crime informed about the outcome of investigations. When they report let them know how and when this will happen

· Stop writing “vulnerable victim” – on crime reports, do not look at disability but the nature of crime

· Look for the disability hate and hostility elements in all crimes reported against disabled people so that more crimes will be recognized and prosecuted with appropriate use of Section 146 of Criminal Justice Act 2003 

· Use restorative approaches such as mediation between victims and offender (but both must be willing to take part)

· Deal robustly with people who commit hate crimes to reduce likelihood of further offences from them and others

· Make sure disabled people can report incidents in a safe comfortable environment and can be accompanied by a “friend” or appropriate adult

· Establish a red card/yellow card system for tackling low level incidents – A football analogy that young people understand.

· Look at the ‘Getting away with murder report’ and learn from its case studies

· Let the public know about your success stories.


To remember for training course -

· Believe disabled people when they experience hate crime.

· Take reported incidents of hate and hostility seriously at all times.

· Be mindful of dignity.

Many of the above matters are already acknowledged in our statutory Disability Action Plan (see Part Three of this Scheme). Where they are not, they will be considered for inclusion when the Plan is next reviewed.

The 2008 report ‘Getting Away with Murder’ launched by Scope, Disability Now magazine and the UK Disabled People’s Council (UKDPC) says that disabled people throughout the country are facing “a crisis of justice”. It reports that widespread casual and institutional disablism in Britain creates the conditions where disability hate crime can flourish without being recognised or challenged.  Despite a lack of official data on the prevalence of hate crime (the Police Service began collecting data on disability hate crime and incidents from April 2008) against disabled people, research by a number of charities shows that incidents of hate crime are widespread - disabled people are four times more likely to be violently assaulted than non-disabled people and almost twice as likely to be burgled. 

‘Getting Away With Murder’ sets out a series of recommendations aimed at tackling disability hate crime. They include:


· Tackle disablist attitudes and behaviours as soon as they start, especially at school 
· Eliminate casual and institutional disablism in wider society 

· Ensure disabled people have equal access to the criminal justice system 

· Empower disabled people and their organisations to co-produce effective responses to hate crime with statutory agencies

· Improve official data collection and research into the prevalence of disability hate crime.
Disabled people - domestic violence and sexual abuse
Disabled people can be extremely vulnerable in the domestic setting as they can be placed in situations of extreme dependency. 

The Royal Association for Deaf People says in its 2004 report, ‘Surviving Domestic Violence,’ that 12% of disabled women aged between 16 and 29 experienced domestic violence in 1995.  It is likely that domestic violence against disabled people is an under-reported crime. 

An important report on the sexual abuse of people with learning difficulties is the 2001 joint report by the charities Voice, Respond and MENCAP. This report highlighted that the incidence of abuse against disabled people is as much as four times higher than it is among the non-disabled population. People with a learning difficulty are at the highest risk.  The report also says:

· Disabled women are the most likely to experience domestic violence

· Many feel that the word of non-disabled family members will be taken more seriously

· Many disabled people, women especially, are in weak positions within the family home

· People with learning difficulties fear that their complaints will not be taken seriously

· Disabled people whose first language is not English feel that a complaint to the police about domestic violence is a waste of time. 

Racist and religious crime
A racist or religious hate crime is one where this forms a part of the crime or offence committed.  The courts have a duty to treat such offences as being of a more serious nature where there is evidence of the accused either demonstrating or being motivated by hostility towards the victim(s) because of the victim(s) belonging to a racial or religious grouping.  Incitement to racial hatred can feature behaviour that can be annoying, rude or offensive without necessarily being insulting.  Courts must also take into consideration evidence of racial or religious aggravation in any case, irrespective of whether the accused is charged with a hate crime or offence.  Where the victim(s) do not wish to pursue a prosecution the Crown Prosecution Service may still decide to continue if it is felt to be in the public interest to do so.

Crime against lesbian, gay and bisexual people 

During 2009 a number of Police Services across the country, including Merseyside, the Metropolitan and Strathclyde, reported an increase in the number of homophobic hate crimes and incidents. There were also a number of murders where it is believed that the victim was attacked because of their sexuality. In March 2009, the Metro Centre, Greenwich published a report called Branching Out – Kent and Medway Lesbian, Gay, Bisexual and Transgender Needs Assessment. This report says that 41.1% of people surveyed by Metro for the report had been the victim of a homophobic incident. We are now working with the Metro Centre, and other partners, to address those matters within the report that relate to LGB and Transgender community safety.

In 2008 Stonewall published its first British Gay Crime Survey. It found that:

· One in five lesbian and gay people have experienced a homophobic hate crime or incident in the last three years

· One in eight have been a victim in the last year

· Three in four of those experiencing hate crimes or incidents did not report them to the police

· Only six per cent reported them to third parties

· Seven in ten did not report hate crimes or incidents to anyone

· One in six experiencing homophobic hate incidents in the last three years experienced a physical assault

· Eight per cent of all Black and Minority Ethnic lesbian and gay people have experienced a physical assault as a homophobic hate incident, compared to four per cent of all lesbian and gay people

· One in six lesbian and gay people have been insulted and harassed in the last three years because they are gay

· One in eight lesbian and gay people experiencing homophobic hate incidents have experienced unwanted sexual contact as part of the incident

· Overall, three in five lesbian and gay people have been a victim of any crime or incident in the last three years.
We have noted that the Equality and Human Rights Commission’s 2009 policy report Beyond Tolerance says that the Commission will monitor progress public authorities subject to the expected new general duty in respect of sexuality make in progressing the10 point plan contained in the Stonewall 2008 British Gay Crime Survey.

Crime against women and transgender people 

The relevant Code of Practice requires us to indicate how we are addressing harassment and sexual harassment against women and transgender individuals.  This includes staff and potential staff.  Harassment and sexual harassment are unlawful under the Sex Discrimination Act 1975 and the General Duty requires public authorities to have due regard to the need to eliminate them.  The duty to have due regard to the need to promote equality of opportunity between women and men is also relevant to ensuring that measures are taken to prevent harassment before it occurs. 

Eliminating harassment against women

We do this by:

· Recognising that harassment on the grounds of gender will exist

· Developing further our policies for preventing and tackling sexual harassment between employees
· Actively promoting anti-harassment policies to ensure that everyone is aware of and understands them and knows what sanctions we will use if harassment is identified 
· Continually monitoring complaints and investigation procedures for dealing both informally and formally with sexual harassment for the number of complaints of harassment and their outcome

· Reviewing relevant practices and procedures to ensure that they are working effectively 

Eliminating discrimination and harassment of transgender staff and potential transgender staff

We do this by:

· Recognising that discrimination on the grounds of gender includes discrimination on the grounds of gender reassignment in employment and service delivery and include those who intend to undergo gender reassignment, those who are undergoing it and those who have undergone gender reassignment

· Reviewing employment policies and procedures to ensure that they adequately cover transgender employees – especially those dealing with recruitment, confidentiality, harassment, access to training and development

· Developing a transsexual staff employment policy to ensure that the right support mechanisms are in place for staff who are undergoing, have undergone or intend to undergo a gender transition process.

Transgender and Transsexual people’s experiences of inequality and discrimination were recently surveyed in the report ‘Engendered Penalties: Transgender and Transexual People’s Experience of Inequality and Discrimination’, published February 2007.  Some key findings include that 73% of respondents to the survey had experienced harassment and 10% have been victims of threatening behaviour in public places. 

Cross-references from this section to the summary action plans:

Disability
–
Action 3

Gender
– 
Actions 1 and 3

Race

–
Action 7

SECTION EIGHT:  External partnerships
The duty:

Public authorities may be involved in partnerships in order to better deliver their services – for example, community safety partnerships, or early years development and childcare partnerships.   Those authorities with duties under the Act must ensure that they give due regard to equality in relation to the work of the partnership by ensuring that it takes forward work to promote disability, gender and race equality.

Our arrangements to ensure our external partners give due regard to equality:

We recognise that to resolve long-term crime, disorder and quality of life concerns we need to work with communities and other organisations at local, Kent and regional level. Examples of how we do this are through:

· Medway Local Strategic Partnerships

· 13 Community Safety Partnerships 

· Drug and Alcohol Action Teams 

· The Kent Criminal Justice Board 

· Safer Shopping and Safer Socialising initiatives 

· Working with Kent County Council, Medway Council and other local authorities.

Kent Police is also an active member of the Kent Partnership, a countywide partnership involving leaders from the voluntary, charitable, religious, private and public sectors working together to make a positive difference to the community. We are also actively involved in the Kent Public Service Board, which brings together key public sector decision makers in the county to ensure effective and coordinated partnership working.

We will:
· Ensure that our partners understand our commitment to equality and support our aims. We shall also assist our partners in championing equality

· Recognise and support our partners, ensuring consistent representation and participation in partnership work 

· Provide appropriately skilled staff to key partnership roles

· Ensure that our commitment to partnership working is understood across the service.

Cross-references from this section to the summary action plans:
Disability
–
Action 3

Gender
– 
Action 1

Race

–
Actions 4 and 9

SECTION NINE: Procurement and supplier diversity

The duty

Sometimes the nature of a function, which is contracted out, will mean that the contractor is carrying out the public authority function. In such a case, the public authority will be responsible for meeting the duty in relation to the procurement process, and the monitoring of the contract. The contractor itself will be bound by the general duty in relation to its carrying out of the function.

In many situations the contractor will not be performing a public function, but will merely be providing services on behalf of the public authority. In such situations, the obligation to comply with the duty in relation to the function remains with the public authority that contracts out the function. This means that public authorities need to build relevant equality considerations into the procurement process, to ensure that the equality duties in relation to this function are met.

Our arrangements to build relevant equality considerations into our procurement process:
Procurement is undertaken by Kent Police under delegated powers from the Kent Police Authority. We undertake procurement jointly with Essex Police.

We expect people working on our behalf and those who provide us with goods and services to support the aims of our Race and Diversity Equality Strategy.

We review our procurement procedures to ensure that people we do business with can demonstrate that all reasonably practicable steps are taken to allow equal access and equal treatment in employment and service delivery.  Relevant questions are asked during the tendering process, and at the pre-qualification stage, when contractors are invited to submit relevant information which will be assessed before a contractor is included on the Kent Police select list.
Through our standard contract clause, contractors are made aware of their obligations to us so that they contribute towards meeting the aims of our Race and Diversity Equality Strategy.

Additional clauses relating to equality of opportunity in relation to service delivery are included, where for example the service is being provided to certain target groups.

Cross-references from this section to the summary action plans:

Disability
– 
Action 10

Gender
– 
Action 13

Race

–
Action 3

SECTION TEN – Preparing for, and publishing, statutory equality schemes

 We are required to publish a:

· Disability Equality Scheme (DES)

· Gender Equality Scheme (GES) 

· Race Equality Scheme (RES) 

and review them every three years.

This Single Equality Scheme (SES) incorporates our DES, GES and RES. 

In recent years equality legislation has been piecemeal and the review dates for the three statutory schemes differ. Like many organisations our decision to publish a SES has been driven by a desire to show how we are integrating equality practice. 

This Scheme supersedes our:

· Disability Equality Scheme
2006 – 2009 (including relevant sections of our Equality Scheme published in May 2008)

· Gender Equality Scheme 2007 - 2010

· Race Equality Scheme 2005 - 2008.

In publishing this SES we have been mindful of the need to be compliant against the requirements of the three supporting Codes of Practices produced by the former:

· Disability Rights Commission

· Equal Opportunities Commission

· Commission for Racial Equality.

To ensure continuing compliance with the Codes of Practices, the disability, gender and race elements of this SES will be reviewed in December 2009, April 2010 and May 2011, respectively. These review dates may change to meet any changes in equalities legislation. The DES Action Plan will be reviewed annually from December 2009.

This Scheme commits us to a set of priority objectives, selected according to the principles of proportionality and relevance.  We focus on the issues that have the greatest importance and impact on equality in relation to providing a Police Service.  

Consulting employees, service users and others

In preparing for the statutory element of this Scheme (disability, gender and race) we have consulted a range of people and organisations to identify priority objectives.   Our consultative process goes beyond the requirements of the legislation.

Disability  - our arrangements for involving disabled people in the development of our current (from December 2009) Disability Equality Scheme:

The involvement process:

We consulted through our Kent-wide Kent Police Disability Involvement Forum at our quarterly meeting on 8 September 2009. For those members of the Disability Involvement Forum who were unable to attend this meeting we also consulted by letter and email.

We also consulted through our strategic and local Independent Advisory Groups, Crystal Clear (our disability staff support group), the Service’s Disability Action Group, Level Playing Field (Kent County Council’s disability staff support group) and through the Kent Police Website

The consultation process took place for six weeks though September until 16 October 2009.

Deciding what our priorities should be:

From the work we had already done with our Disability Involvement Forum we knew that the following are areas of concern to many:

First Point of Contact -
Communication - staff understanding disability etiquette (in our Force Communication Centre, at our Front Counters and from Police Officers and Police Community Support Officers you may come into contact with) 

Accessibility -                 
Not only to our buildings, but to all our information including alternative ways to report crime 

Hate Crime -              
Reporting, recording and working in partnership with the Crown Prosecution Service to ensure the successful prosecution of Disability Hate Crimes.

We also knew that although we had made progress by applying our 2006/09 Disability Action Plan, but still had work to do in the following areas:

Custody  -    
Arrest, detention and transportation of people with       disabilities

Communication - 
Ensuring that disabled people are aware of the variety of ways available to access our services

Employment -   
Increasing the number of disabled people that we employ, ensuring that those staff who are disabled or become disabled have appropriate support and the same access to promotion and lateral career development as non disabled staff

Training - 
Ensuring that all our staff are appropriately trained in disability awareness.

These priorities, plus those raised through the involvement process, have shaped the first year of our Disability 2009-2012 action plan. This plan will now be updated in December of each year.

Gender - our arrangements for involving women, men and transgender people in the development of the Gender Equality Scheme:

External consultation was through our Strategic Independent Advisory Group, our Kent-wide Transgender E- Forum and the Kent Police Website. Internal consultation involved the Kent Network of Women (our gender staff support group) and our Gender Action Group. Consultation took place over a six-week period and commenced on February 1, 2010.

The results of our Kent Crime and Victimisation Survey (KCVS) also support the findings of the consultation with clear links to hate crime and domestic violence.   
Race  - our arrangements for involving people of different ethnicities in the development of our Race Equality Scheme:

We consulted with a range of organisations on the priorities for action in our revised summary action plan to support our Race Equality Scheme:

Externally:

· Independent Advisory Group

· Kent Police Minority Ethnic Consultative Forum

· Medway African Caribbean Society

· North West Kent Racial Equality Council

· Kent County Council’s UNITE – staff support group for BME employees
· Traveller Law Reform Project

· Gypsy and Traveller community representatives.

Internally:

· Kent Minority Ethnic Police Association

· Minority Ethnic Action Group

· Gypsy and Traveller Action Group.

Our website also encouraged people to make contact with us to help in the development of the Scheme.

Identifying equality objectives to support this Scheme

Our priorities to meet the specific duties are listed in our summary action plan and have been determined after consultation with service users and employees.  They take into account all relevant information and are under-pinned by proportionality and relevance.    

We aim to address and resolve all issues of inequality during the currency of each summary action plan.  This Scheme, and associated summary action plans are organic documents that address the significant priorities we have identified and are under regular review. 

Set an action plan for implementation 

Attached to the Scheme are summary action plans with goals and priorities.  The plans have both a service delivery and workplace focus with ownership and clear actions. 

The plans are monitored twice a year by the Diversity Support Team, with progress shown in our annual report. Overall progress is reported to the Diversity and Fairness Strategy Board (to be the new Citizen Focus Gold Group during 2008, see page 11).  

The plans have been drawn together in such a way to show what we are already doing towards championing disability, gender and race equality and additional activity to ensure that the plans will really make a difference.   
Review and revise the Scheme every three years

Every three years the relevant statutory sections of this Equality Scheme will be reviewed: Disability December 2009, Gender April 2010, Race May 2011 to ensure that they remain current, relevant and continue to progress our duty to promote equality.  

Cross-references from this section to the summary action plans:

Disability
– 
Action 4

Gender
–
See relevant text to this Section

Race

–
Action 1

INTRODUCTION TO PART TWO

This part of our Single Equality Scheme shows how we go about promoting equality for all the six social identities we address, in addition to those described in Part One (which describes what we are doing to meet the statutory public duties to promote disability, gender and race equality):

· Age

· Disability

· Gender

· Race

· Religion and belief

· Sexuality.

Each section is broken down by:

· Supporting legislation

· Information specific to Kent and Medway (where this has been identified)
· Our membership of supportive organisations 

· Terms of Reference of our social identity Action Groups

· Information about our Staff Support Groups (as appropriate)
· Reference to Action Group Action Plans.

AGE

Supporting legislation:

Age Discrimination Act 2006

The legislation outlaws any treatment which is less favourable on the grounds of age - and this applies not only to prevent older employees from being discriminated against, but younger employees as well.  Dismissal because an older worker is perceived to be too old, or rejecting a younger applicant on the assumption that they lack experience is not permitted. Compensation is unlimited, which means that tribunals can make awards based on the actual loss an individual suffers in consequence of discrimination, rather than a token sum.

Age profile in Kent
The age profile for the Kent County Council area is similar to that of England as a whole. However North Kent has the highest number of residents below the age of 20 years and East Kent has the highest number of residents over the age of 65 years.

East Kent districts have a higher population of residents aged 85 years and over. The highest population of people this age (3%) is in Thanet. 
Age profile in Medway

Medway is the largest unitary council, by population, in the south east.  With the exception of those aged over 65, the percentage of people by age is higher than the national average, significantly so for the working population which makes up 46.9% of the Medway population.  

Membership of the Employers’ Forum on Age


In 2007 we joined the Employers’ Forum on Age (EFA). The Forum is an independent network of leading employers who recognise the value of an age diverse workforce. In addition to supporting employers, the EFA influences Government, business and trade unions, campaigning for real practical change. Membership of the Forum allows us to share, and access, good practice and attract, and retain, valuable employees – whatever their age.

Terms of Reference for our Age Action Group

The Group has the following terms of reference.  To:

· Improve our service to members of the public who fall within the ‘age’ strand of diversity (young or old)

· Improve internal practices for all staff with regard to age

· Drive the Age Action Group action plan

· Report bi-annually on the action plan and any actions owned from the delivery action plan to the DFDG

· Identify areas of work in the organisation and in the community that needs to be carried out to meet the requirements of the age discrimination legislation introduced in October 2006

· Ensure that additional age discrimination legislation is acted on across the service

· Raise awareness of age issues throughout the service both internally and in the community

· Provide advice and support on the recruitment of new personnel and on the development and retention of existing staff.

Age Action Group Plan

The current Action Plan, which is reviewed annually, can be found on our website: www.kent.police.uk 

DISABILITY
Supporting legislation:
Disability Discrimination Act 1995
This Act deals with discrimination against disabled people and applies to all those who provide goods, facilities and services to the public. 

Disability Discrimination Act 2005
This Act amends/extends the provisions of the 1995 Act, including: 

making it unlawful for operators of transport vehicles to discriminate against disabled people, ensuring that discrimination law covers all the activities of the public sector and 

a duty for public bodies to promote equality of opportunity for disabled people. 

Disability in Kent

Kent’s population is expanding and as a result Kent County Council (KCC) report a substantial increase in demand for services for disabled people, particularly mental health services and services for people with learning difficulties:  

· The number of people with physical impairments accessing KCC social services has increased by 12% over the last five years outstripping population increases

· Of the 1,369,900 people who live in Kent, 13.1% of the population consider themselves to have a long-term limiting illness

· It is currently estimated that 1 in 100 people in Kent suffer from a severe mental illness and that this is rising.  By 2010 there are likely to be over 800 additional service users of mental health services

· Compared to the South East as a whole, Kent has a larger proportion of residents with a limiting long-term illness who say their health is ‘not good’

· According to recent research it is estimated that over the next fifteen years there will be at least a 10% increase in adults with learning disabilities known to social services and the estimated ‘true’ number of people with learning disabilities in Kent will increase by 15.6%

· There is expected to be a 25% increase in older people in Kent who live alone over the next 20 years

Disability in Medway

· One in five people nationally has an impairment (18.2%), this compares with just over one in six people in Medway (15.6% – approximately 38,000)

· Just over 40% of people taking part in a Citizens’ Panel study in Medway were ‘exposed’ to disability in some way; either they have an impairment themselves, or have experience as carers or through family and friends

· The Disability Rights Commission states there are around one million disabled people who want to work in the UK. Figures collected in Medway show that 12.9% (19,830) of people living in the area are ‘economically active’ disabled residents.

Membership of the Employers’ Forum on Disability

We joined the Forum in 2001. The Employers' Forum on Disability is the employers' voice on disability as it affects business. It is a not-for-profit membership organisation, funded and led by almost 400 private and public sector members, which between them employ around 25% of the UK workforce.

Membership of the Forum assists us in the recruitment, and retention, of disabled employees, providing services to disabled people and working in partnership with disabled stakeholders. The Forum is widely recognised for setting the standard for disability best practice in the UK.

Since 2007 we have participated in the Forum’s Workplace Disability Standard. Participating in the Standard allows us to benchmark ourselves against other employers.

Terms of reference for our Disability Action Group

The Group has the following terms of reference.  To:

· Drive the implementation of the Disability Action Group Plan

· Ensure that Kent Police is fully compliant with all aspects of the Disability Discrimination Act 2005 and meets the general duty to promote disability equality and the specific duties contained within the Act 

· Advise the Diversity & Fairness Strategy Board on disability issues relating to the working environment/employment and potential employment/service delivery

· Assist the service in ensuring that its policies and procedures take into account the needs of disabled people

· Provide support in the recruitment of new employees and progression of existing employees with disabilities to ensure that Kent Police is fully inclusive and to aid retention of employees with disabilities

· Raise awareness of disability issues throughout the service

· Liaise with external and partner organisations to ensure that appropriate advice and information is provided.

Supporting our disabled employees

Disabled employees, and carers, have a staff support network called Crystal Clear.

Crystal Clear is provided with financial support by the service, and subject to operational needs, members are given time off to meet. Its Chair regularly meets the Chief Constable, and other Chief Officers, during the year to raise matters which members of Crystal Clear wish to bring directly to the attention of senior management.

Staff support groups are important as they provide networking links, and support to their members, who may have traditionally experienced disadvantage in employment. The service benefits by the networks assisting in employee retention, providing specialised knowledge in some aspects of policing, e.g. critical incidents, and they are groups we can approach to consult on aspects of Equality Impact Assessments.

Our aim for disabled people

We will promote the social model of disability. We believe that disabled people should be able to participate fully in the economic, learning, social and cultural opportunities Kent has to offer. Services that work better for disabled people are more likely to work 

better for all service-users.                                                                                                                

In common with a number of authorities across Kent we have adopted this Disability Equality Vision which will help us understand better how the social model of disability will impact on service delivery.

	Towards:
	And away from:

	Recognising people as rights-holders
	describing disabled people as objects of charity

	Recognising people with disabilities as independent citizens and consumers
	describing people as patients

	Disabled people being independent decision-makers, taking responsibility for the issues which are of concern to them
	having professionals taking decisions on behalf of disabled people



	Removing barriers, revising social norms, policies, cultures and promoting accessible environments
	 focussing on individual impairments

	Emphasis on ability and the provision of active support measures
	labelling people as dependants or unemployable



	Designing a flexible world for the many
	designing economic and social processes for the few

	Integrating disabled people into the mainstream
	having unnecessary segregation in employment, education and other spheres of life

	Inclusion of disability policy in the planning of services and service- delivery
	having a disability policy as an issue that only relates to specialist services or are bolted on as an afterthought


Inspired by the Declaration of the European Congress of Disabled People, Madrid 2002.

Explanation of the social model of disability

The social model of disability recognises that some people have impairments which affect how they function physically or mentally. But it also argues that these impairments, or individual matters, are not the main cause of the difficulties disabled people face. People are ‘disabled’, not because of their impairments, but by the barriers that exist in a society that does not recognise their needs. These barriers may be in the physical, organisational or personal aspects of society - for instance, stairs without lifts, information not available in large print, or people’s negative attitudes. When these barriers are recognised and removed, disabled people are no longer disadvantaged. The social model sees disabled people as having the same range of desires, needs and aspirations as non-disabled people, but since all people are different, disabled people’s needs may have to be met in a different way. Disabled people should enjoy the same freedoms and choices as those who are non-disabled and be allowed equal responsibility in determining their life choices. Disability is not seen as something invoking pity or in need of a cure. Indeed it may be viewed as a positive asset. Equality for disabled people is seen in the same light as equality for other under-represented groups.

In the United Kingdom, the Disability Discrimination Act definition of disability uses the medical model - disabled people are defined as people with certain conditions, or certain limitations on their ability to carry out ‘normal day-to-day activities’. The requirement on employers and service providers to make ‘reasonable adjustments’ to their policies or practices, or physical aspects of their premises, follows the social model. By making reasonable adjustments, employers and service providers are removing the barriers that disabled people encounter, thereby offering the same opportunities to all, whether or not they have an impairment.

Disability Action Group Plan 

The current Action Plan, which is reviewed annually, can be found on our website: www.kent.police.uk 

GENDER

Supporting legislation:

Sex Discrimination Act 1975

This Act makes it unlawful to discriminate on the grounds of sex.  Specifically, sex discrimination is not allowed in employment, education, advertising or when providing housing, goods, services or facilities.
Sex Discrimination Act 1975 (Amendment) Regulations 2003
This Act makes it unlawful to discriminate against someone after a formal relationship with an employer has ended - if the discrimination arises out of, and is closely connected to, that relationship.  In addition, it makes Chief Officers of police liable for unlawful acts of sex discrimination, committed by police officers against other police officers, in the course of their duties. 

Sex Discrimination Gender (Reassignment) Regulations 1999
These regulations are a measure to prevent discrimination against transsexual people, on the grounds of sex, in pay and treatment in employment and vocational training. 

They extend the Sex Discrimination Act (1975), for the purposes of employment and vocational training, by making discrimination on the grounds of gender reassignment equivalent to discrimination on the grounds of sex. 

Gender Recognition Act 2004
This Act provides transsexual people with all of the rights and responsibilities appropriate to their acquired gender. For example, the right to marry in their acquired gender, birth certificates that recognise their acquired gender, and benefits and state pension of their acquired gender.

Equal Pay Act 1970 
This Act gives an individual a right to the same contractual pay and benefits as a person of the opposite sex in the same employment, where the man and the woman are doing like work, work rated as equivalent under an analytical job evaluation study or work that is proved to be of equal value. 

However, the employer will not be required to provide the same pay and benefits if they can prove that the difference in pay or benefits is genuinely due to a reason other than one related to sex.

Equality Act 2006

Amongst other things, the Act created a public duty to promote equality of opportunity between men and women and to prohibit sex discrimination in the workplace.

Our Gender Equality Aim is:

‘To generate a thriving police service where gender differences are respected and valued, so that women and men are supported in achieving their full potential in the workplace and make a contribution to policing that takes the differing needs of women and men into account’ 

Gender in Kent

The 2001 Census statistics show that there are similar numbers of men and women in Kent, 49% and 51% respectively out of a population of 1,369,900.  The exact number of transgender people living in Kent is not currently known.  The proportion of boys and girls under 16 is also well balanced, at 51% and 49% respectively.  However, the gender split amongst older people is very different, with significantly more women over the age of 75 (62% per cent) than men (38%).  Some other key facts include:

· Between January 2006 and December 2006, 24 gender hate incidents and seven transphobic hate incidents were reported to Kent Police.  

· Women in Kent are significantly more likely to be ‘economically inactive’ as a result of looking after home/family than men (13% compared to 1%) (the term ‘economically inactive’ also means people who are not working because they are full-time students, are retired or are unable to work due to long-term sickness or disability)

· Similar numbers of women and men in Kent have a limiting long-term illness (17% and 16% respectively)

· There are 8.5 times more female than male lone parent families with dependent children in Kent (32,000 as compared to 3,750)

· The Kent teenage pregnancy rate currently stands at 38.0 per 1000 females under 18, which is below the national average of 41.3 per 1000.  Evidence suggests that teenage pregnancy is particularly high in Swale and Thanet.  There is a clear and acknowledged link between teenage pregnancy and deprivation

· Young women between 16 to 19 years of age are far less likely than young men to take part in physical activity or sport (50% compared to 72%).  Similarly, women aged between 25 and 29 are also less likely than men to participate in sport (66% compared to 78%)

· Women in Kent (18%) are much more likely than men (11%) not to have access to a car.

· Overall, girls in Kent schools out-perform boys in terms of educational attainment.  

· In Kent, more men (32%) than women (23%) occupy professional positions, including higher and lower managerial and professional occupations

· Men in Kent (19%) are more likely than women (8%) to be self-employed

· The majority of Kent’s part time workers are women (87%).  Of all economically active females, a high proportion of White British women (24%) work part-time, compared to all other ethnic groups (18%)

· 27% of women in Kent work within 2km of their home, compared to 16% of men
· 30% of women in Kent have no qualifications as compared to males (27%).
Gender in Medway

Medway has a similar gender split overall to the national picture. There are slightly more women (0.6%) than the national figure. In the older age range Medway has a larger proportion of females from the age of 78 upwards. In England and Wales the proportion of women between the ages of 78 and 100 is 65.55%, for Medway it is 67.19%. Conversely of the under-three population, in Medway 47.4% is female whereas in England and Wales 48.8% is female. Similarly, Medway has a slightly higher proportion of women who are defined as being long term unemployed.

Terms of Reference for our Gender Action Group
 The Group has the following terms of reference.  To:

· Drive the implementation of the Gender Action Group Plan 

· Advise the Diversity & Fairness Strategy Board on issues relating to the working environment/employment and potential employment/service delivery as they affect women and transgender employees

· Assist the service in ensuring that its policies and procedures take into account the needs of female and transgender staff

· Provide support in the recruitment of new personnel and progression of existing personnel – female and transgender 

· Raise awareness of issues affecting women and transgender employees throughout the service

· Liaise with external and partner organisations to ensure that appropriate advice and information is sought in relation to female and transgender staff

· Assist the Force in ensuring that its policies and procedures take account of the needs of female and transgender witnesses, victims and offenders.

Supporting women employees

The Kent Network of Women (KNOW) is the staff support network for the female Kent Police workforce (men can be associate members). KNOW is provided with financial support by the service, and subject to operational needs, members are given time off to meet. Its Chair meets the Chief Constable, and other Chief Officers, during the year to raise matters which members of KNOW wish to bring directly to the attention of senior management.

Staff support groups are important as they provide networking links, and support to their members, who may have traditionally experienced disadvantage in employment.  The service benefits by the networks assisting in employee retention, providing specialised knowledge in some aspects of policing, e.g. critical incidents, and they are groups we can approach to consult on aspects of Equality Impact Assessments.

Gender Agenda 2

The National Gender Agenda was launched in 2001 by the British Association for Women in Policing (BAWP) as a series of long term aims designed to improve the policing workplace for women employees and the quality of service provided to women in the community.  As a result of the review on progress made against Gender Agenda 1, Gender Agenda 2 was launched in October 2006. It seeks continued improvement for women through increased dialogue and the creation of greater understanding about the challenges and dilemmas women face. The Agenda recognises and credits the police service for the positive progress it has made over the last five years. However, despite the progress, women still remain a minority group.

Gender Agenda 2 is championed by our Diversity and Fairness Strategy Board and the Gender Action Group. Many of the suggested actions contained within the document have been included in our action plan attached to this Scheme. We are already doing many of the stated activities of good practice.  By making Gender Agenda 2 an integral part of our Gender Equality Scheme, we will ensure that the Agenda is progressed, monitored and reviewed at a senior level.   

The long term aims of Gender Agenda 2 are:

· For the Police Service to demonstrate consistently that it values women working in policing

· To achieve a gender, ethnicity and sexual orientation balance across the rank and grade structure and specialisms, consistent with the proportion of women in the economically active population

· To have a woman’s voice in influential policy forums focusing on both internal and external service delivery

· To develop an understanding of the competing demands in achieving a work life balance and a successful career in policing

· To have a working environment and equipment of the right quality and standards to enable women to do their job professionally. 

Gender Action Group Plan

The current Action Plan, which is reviewed annually, can be found on our website: www.kent.police.uk
RACE

Supporting legislation:

Race Relations Act 1976 and Race Relations (Amendment) Act 2000
This Act, and its Amendment, makes discrimination on the grounds of race, colour, nationality (including citizenship), ethnic or national origin unlawful. It covers people from all racial groups, including White people. 

Following the Amendment (2000) Act, it includes more public authority functions and places a general duty on public authorities to promote race equality.

Race Relations Act 1976 (Amendment) Regulations 2003
This Amendment further enhanced the legislation, updating the definition of indirect discrimination.

Race in Kent

73,200 people (5.3%) in the Kent County Council (KCC) area were classified as Black Minority Ethnic (BME) in 2005. In 2001, the proportion was 3.1%. 

Between 2001 and 2005 the BME population in the KCC area has increased by 76.3%, which is equivalent to an additional 31,700 people. Gravesham Borough had the largest number of residents classified as BME; in 2005, 11,700 residents were estimated to be of BME origin. This was equivalent to 12.1% of all residents. 

People of Indian origin represented the largest BME group in the KCC area in 2005, with a total of 16,800 residents of this ethnic origin. These represented 1.2% of the total population in 2005. 

Between 2001 and 2005 the BME group which increased the most within the KCC area in both actual and percentage terms was Black African. During this time the number of Black African residents increased by 6,800, which was equivalent to a 294.6% increase. 

Race in Medway 

The total population of Medway is quarter of a million. A comparatively small proportion (5.4%) of people living in Medway come from minority ethnic groups. Of these, the largest group are people that class themselves as Indian (2%). None of the other groups have a percentage greater than 0.5%.

Medway has a relatively high proportion of residents born in the UK. Regionally it has a less than average number of residents born elsewhere in the EU. For residents born outside of the EU, Medway at 4.3% is slightly below the south-east average of 5.6%. (2001 data)

Gypsies and Irish Travellers in Kent

It has been estimated that around 8,200 (0.6%) of the population of Kent is a Gypsy or Irish Traveller.  Probably less than half of that number lives in a caravan or mobile home.  Kent County Council manages eight publicly-provided Gypsy and Traveller caravan sites in Kent. Other Authorities in Kent manage a further nine.

Migration

During May 2004 and September 2005, between 2,200 to 2,900 migrant workers from the European Union new Accession countries were registered in Kent.  Similarly to Norfolk, Lincolnshire, Cambridgeshire and the Grampians, Kent is one area of the country where there are significant concentrations of migrants employed in agriculture.

Terms of Reference for our Gypsy and Traveller Action Group
The Group has the following terms of reference. To:

· Drive the implementation of the Gypsy and Traveller Action Group Plan
· Engage with and treat Gypsies & Travellers in ways that strengthen their trust and confidence in Kent Police

· Advise the Diversity & Fairness Strategy Board on Gypsy and Traveller issues

· Provide support in the recruitment of new personnel and progression of existing personnel

· Assist the service in ensuring its policies and procedures take into account the needs of Gypsy and Traveller groups

· Raise awareness of Gypsy and Traveller issues throughout the service

· Liaise with external and partner organisations in discharging the statutory obligation to promote good race relations specifically in relation to English Gypsies and Irish Travellers who are recognised in law as ethnic minorities.  
Terms of Reference for our Minority Ethnic Action Group
The Group has the following terms of reference.  To:

· Drive the implementation of the Minority Ethnic Action Group plan

· Advise both the Diversity and Fairness Delivery Group and Strategy Board on Minority Ethnic issues relating to the importance of cultural diversity in employment and service delivery

· Assist the force in ensuring its policies and procedures take into account the needs of Minority Ethnic staff and communities

· Provide advice and support in the recruitment of new employees and the retention and progression of existing employees from Minority Ethnic backgrounds

· Raise awareness of race relations, racism and cultural diversity throughout the service

· Liaise with external and partner organisations to ensure appropriate advice and information is provided.
Supporting our Black and Minority Ethnic (BME) employees

The Kent Minority Ethnic Police Association (KMEPA) is the staff support network for Kent Police’s BME workforce.  KMEPA is provided with financial support by the service and subject to operational needs, members are given time off to meet. Its Chair regularly meets the Chief Constable, and other Chief Officers, during the year to raise matters which members of KMEPA wish to bring directly to the attention of senior management.

Staff support groups are important as they provide networking links, and support to their members, who may have traditionally experienced disadvantage in employment.  The service benefits by the networks assisting in employee retention, providing specialised knowledge in some aspects of policing, e.g. critical incidents, and they are groups we can approach to consult on aspects of Equality Impact Assessments.

Minority Ethnic Action Group Plan 

The current Action Plan, which is reviewed annually, can be found on our website: www.kent.police.uk 

RELIGION AND BELIEF

Supporting legislation:

Employment Equality (Religion or Belief) Regulations 2003
These Regulations outlaw discrimination (direct or indirect discrimination, harassment and victimisation) in employment and vocational training on the grounds of religious belief or similar philosophical belief. Non-belief is also covered by the Regulations.

Equality Act 2006

Amongst other things, the Act makes unlawful (apart from certain exemptions) discrimination on the grounds of religion or belief or sexual orientation in the provision of goods, facilities and services, the management of premises, education and the exercise of public functions. 

Racial and Religious Hatred Act 2006

This Act makes it illegal to threaten people because of their religion, or to stir up hatred against a person because of their faith. It is designed to fill gaps in the current laws, which already protect people from threats based on their race or ethnic background.

The final Bill was altered by the Lords in two key ways:

· Only threatening words or behaviour will be classified as criminal. Generally abusive or insulting words about religion that are not actually threatening will not be illegal; and 

· The burden will be on the prosecution to prove the speakers intended to stir up racial hatred – the Bill has strong safeguards for free expression. 

Prosecutions under the Act have to be approved by the Attorney General.

Religion and Belief in Kent

Religion was the only question in the 2001 Census that was optional.  75.1% of Kent residents stated that their religion was Christian, above the national average of 71.7%.  14.9% of Kent residents stated that they had no religion, very close to the national average of 14.8%.   After Christian and no religion the three most numerous groups were Sikh 0.6%, Muslim 0.5% and Hindu 0.4%, all below the national average.
Religion and Belief in Medway

With 72% of residents stating their religion as Christian, Medway is very similar to the rest of England & Wales that has an average of 71.7% Christian. The proportion of people in Medway who stated that they had no religion (16.7%) is the same as that for the region but is slightly higher than the national average.   After Christian and no religion the three most numerous groups were Sikh 1.2%, Muslim 1% and Hindu 0.7%.
Although the proportion of Medway’s population whose religion is Sikh is only 1.2% this is 5th regionally and 27th nationally.

Terms of Reference for our Religion and Belief Action Group
The Group has the following terms of reference.  To:

· Drive the implementation of the Religion and Belief Action Plan

· Advise the Diversity and Fairness Strategy Group on religion and belief issues relating to the working environment and service delivery

· Assist the service in ensuring that its policies, procedures, operational activities and accommodation takes into account the needs of staff from varying religions and beliefs

· Assist in the development of effective communication with faith communities in Kent and develop activity to increase the level of community intelligence received from these groups

· Monitor and provide advice on the investigation of hate crime committed against individuals because of their religion or belief and to develop strategies to assist its reduction

· Raise awareness of religion and belief issues throughout the service.

Supporting our employees

We have a Kent Branch of the Christian Police Association, which people of faith are able to join or associate with.

Staff support groups are important as they provide networking links, and support to their members, who may have traditionally experienced disadvantage in employment.  The service benefits by the networks assisting in employee retention, providing specialised knowledge in some aspects of policing, e.g. critical incidents, and they are groups we can approach to consult on aspects of Equality Impact Assessments.

We recognise some of our employees require Quiet Rooms where they are able to pray. Where there is demand for such facilities to be provided it is our policy to review accommodation usage to provide Quiet Rooms where this is possible.

Religion and Belief Action Group Plan

The current Action Plan, which is reviewed annually, can be found on our website: www.kent.police.uk 

SEXUALITY

Supporting legislation

Employment Equality (Sexual Orientation) Regulations (2003)
These regulations outlaw discrimination (direct or indirect discrimination, harassment and victimisation) in employment, and vocational training, on the grounds of sexual orientation. It covers people who are gay, lesbian, bisexual and heterosexual. 

The Civil Partnership (Act) 2004

This Act permits a legal relationship to be formed by two people of the same sex, which is distinct from marriage. It gives same sex couples the ability to obtain legal recognition of their relationship.

Equality Act 2006

Amongst other things, the Act makes unlawful (apart from certain exemptions), discrimination on the grounds of religion or belief or sexual orientation in the provision of goods, facilities and services, the management of premises, education and the exercise of public functions. 

Membership of Stonewall

In 2006 we joined the Stonewall Diversity Champions programme, a national good practice forum for sexual orientation where employers can work with Stonewall, and each other, to promote good practice on Lesbian, Gay and Bisexual issues in the workplace. As a member of Stonewall we gain access to best practice sharing, networking opportunities and research from the Diversity Champions. 

To benchmark ourselves against other employers, we participate in the annual Stonewall Equality Index. In 2008 we were ranked overall 26th in the Index, and 5th within our own employment sector and in 2009 ranked overall 4th and 2nd within our own sector. We also participate in ‘Starting Out,’ a recruitment guide distributed to all universities and colleges by Stonewall which lists employers who are keen to recruit, and retain, lesbian and gay employees. 

Metro Centre, Greenwich

During 2009 we developed links with the Metro Centre, Greenwich. This was a result of the Centre’s report of March 2009 Branching Out: Kent and Medway Lesbian, Gay, Bisexual and Transgender Needs Assessment 2008, which amongst other matters reported on community safety issues. 

We are now working with the Metro Centre to ensure the relevant policing matters their report highlighted are addressed by us.

Terms of Reference for our Lesbian Gay and Bi-sexual Action Group
The Group has terms of reference to:

· Drive the implementation of the Lesbian, Gay and Bi-sexual Action Plan
· Increase the trust in Kent police amongst Lesbian, Gay & Bi-sexual people in Kent

· Provide a self–supporting network in relation to internal issues and assist in removing the feeling of isolation amongst Lesbian, Gay & Bi-sexual staff

· Ensure that Kent Police actively demonstrates that it consistently values and supports Lesbian, Gay and Bi–sexual staff and gives them an influential voice, which will be listened to

· Assist Kent Police in an advisory/consultative capacity on matters affecting Lesbian, Gay and Bi–sexual staff and be a dynamic forum for positive action.

· Actively promote Kent Police as a career of choice for Lesbian, Gay and Bi–sexual members of the community.
Being lesbian, gay or bisexual (LGB) in Kent and Medway

No specific research has been conducted about the overall life experience of being LGB in Kent or Medway. However a Stonewall nationwide survey of over 2,000 lesbians, gay men and bi-sexual people, ”Less Equal Than Others,” showed that:

· 16% of respondents (1 in 6) had at least one experience of discrimination; a further 21% (1 in 5) suspected that they had. 8% had actually been dismissed because of their sexuality

· 48% of respondents (nearly 1 in 2) said they had been harassed because of their sexuality. The harassment described ranged from mild to very serious, including unwanted jokes, innuendo and loaded comments, verbal abuse, being ostracised, malicious gossip, name-calling, bullying and victimisation, being ‘outed’, false accusations of child abuse, graffiti, abusive phone calls, anonymous mail, damage to property, blackmail, violence and even death threats

· 24% of respondents (1 in 4) had avoided certain jobs, careers or employers for fear of discrimination because of their sexuality

· Two thirds of respondents who were working concealed their sexuality from people they worked with. 19% concealed their sexuality from some people. Only 11% of all respondents never concealed their sexuality at work. 

These statistics show that discrimination by employers is only part of the problem facing lesbians, gay men and bi-sexuals in the workplace. Harassment is probably the most serious problem. More Stonewall research has confirmed the extent to which lesbian and gay pupils experience hate crimes/bullying in schools.  This is something we are aware of as a result of the contacts we have with young people.  Discrimination avoidance, such as “being in the closet”, is the most common experience, affecting even those who have not actually suffered discrimination or harassment but fear they might if they were to ‘come out’.


Supporting our lesbian and gay employees

We respect the rights of individuals to be open or not about their sexual orientation.  Lesbian and gay employees in our workforce have a support network called the Kent Police Gay and Lesbian Support Group (KPGLSG). KPGLSG is provided with financial support by the service, and subject to operational needs, members are given time off to meet. Its Chair meets the Chief Constable, and other Chief Officers, during the year to raise matters which members of KPGLSG wish to bring directly to the attention of senior management.

Staff support groups are important as they provide networking links, and support to their members, who may have traditionally experienced disadvantage in employment.  The service benefits by the networks assisting in employee retention, providing specialised knowledge in some aspects of policing, e.g. critical incidents, and they are groups we can approach to consult on aspects of Equality Impact Assessments.

Lesbian Gay and Bisexual Action Group Plan

The current Action Plan, which is reviewed annually, can be found on our website: www.kent.police.uk 

INTRODUCTION TO PART THREE
Statutory Summary Action Plans – disability, gender and race

The duty

To meet the requirements of the relevant statutory instruments and Codes of Practice published by the three former equality commissions, statutory equality schemes must include an action plan setting out key actions which an authority will take to promote equality. The steps must be sufficient to demonstrate that the public authority is complying with the general duty i.e. having due regard to.  Appropriate weight must be given to the different elements of the duty.

The action plan should take full account of the needs of people who are potential employees or service users, as well as those people who are already employees and service users. It should include:

· Priorities as determined through involvement and consultation with stakeholders

· Strategic priorities of the authority, including reviewed business milestones and major projects to be implemented over the timescale of the scheme
· Evidence of where the problems and priorities lie

· Specific outcomes which the authority wishes to achieve to promote equality set out against a realistic timetable

· Measurable indicators of progress towards those outcomes

· Lines of accountability.
Some of the actions in the plan will be linked to other areas of the Scheme. 

The action plan is also likely to include specific measures to strengthen the capacity to work towards equality, such as training for staff in the equality dimension of their work, human resources policies and the development and implementation of effective harassment policies.

Gender Action Plan 2010-2013

Introduction:

Our first Gender Equality Scheme, and its associated Gender Action Plan, were published in April 2007 and covered the three-year period until April 2010. The plan contained 25 main actions and was subdivided into thirteen internal actions improving the working environment and twelve service delivery actions. 

In July 2008 we published our new Single Equality Scheme, which integrated the statutory Gender Equality Scheme with the statutory Disability and Race Equality Schemes into a single document – our first Single Equality Scheme. We have still maintained independent statutory Action Plans supporting this Scheme for Disability, Gender and Race.

As required by statute, we revised our Gender Action Plan in April 2010; this will be an ongoing plan, which will take us to April 2013. 

With the advent of the new Equality Act, we have decided that we will review our gender priorities on a yearly basis until 2013. This decision will be revisited once it becomes clear what will be required of us as a result of the Equality Act and as soon as the Equality and Human Rights Commission (EHRC) has published the supporting statutory Code of Practice. The advantages of taking this action are -

· We shall review our Gender Equality priorities in the light of the ECHR’s new Code of Practice

· A one year ongoing plan will be flexible, easier to update and refresh than one that is fixed for the next three years 

· It will give us the opportunity to synchronise the dates that the Disability, Gender & Race Action Plans cover which at the moment are all different

· We will have more flexibility to respond to your changing priorities - ‘You said ………we did’

This approach does not detract from our genuine commitment to promote gender equality in both service delivery and employment. Our desire to promote equality and diversity is not driven merely by the need to meet legislation. However, we will comply with all legislation promoting equality and diversity.

The involvement process:

External consultation was through our Strategic Independent Advisory Group, our Kent-wide Transgender E- Forum and the Kent Police Website. Internal consultation involved the Kent Network of Women (our gender staff support group) and our Gender Action Group. Consultation took place over a six-week period and commenced on February 1, 2010.

Deciding what our priorities should be:

Consideration was given to success, and areas of improvement, from the previous three-year Gender Action Plan and what we were told during the consultation process.

This new Action Plan also supports the national tripartite Equality, Diversity and Human Rights Strategy, our own Equality, Diversity and Human Rights Strategy and the Equality Standard for the Police Service. Actions are listed under the headings to be found in the strategies and the Equality Standard; Operational Delivery, People and Culture and Organisational Processes.
Gender Action Plan 2010-2013:  Year One 2010-2011

	
	Operational Delivery


	
	

	
	Priority


	 Lead
	Actions

	1
	Domestic violence
	Gypsy and Traveller Action Group


	To note the findings of the EHRC Research Report 12 Inequalities Experienced by Gypsy and Traveller Communities and mount a well attended event, involving partners, to raise awareness of domestic violence within these communities.

	2
	Communication
	Head of Media/ Marketing
	Produce effective media/ marketing campaigns that achieve perception/behaviour changes and increase the confidence of women to engage with Kent Police and seek employment within it.

	3
	Hate Crime – Transphobic
	BCU Commanders/

Gender Action Group.
	Transphobic Crime continues to be taken extremely seriously and is included in any Hate Crime Campaigns. This translates to increased  reporting of incidents to Kent Police.



	4
	Equal treatment
	BCU Commanders/

Head of Learning and Development.
	Ensure that people that have been granted a Gender Recognition Certificate are afforded the appropriate rights and courtesies of their gender without reference to transgender/ transsexual tags, being treated as any other member of their legal gender.

	5
	Victim and Witness care
	Head of Strategic Criminal Justice 
	The Witness Charter – monitor and improve witness care charter as introduced in November 2009. 

http://www.cjsonline.gov.uk/witness/coming_forward/standards_of_service/

	
	People & Culture


	
	

	
	Priority


	Lead
	Actions

	6
	Leadership
	Head of Recruitment and Talent Management/

KNOW/ Gender Progression Working Group.
	Develop positive female Role Models and Mentors from senior women throughout the service 

	7
	Training
	Head of Learning and Development
	All Diversity training to include good coverage of Transgender issues – trainers should not bury ‘T’ within Gender or LGB issues.

	8
	Gender progression barriers
	Head of HR/ Gender Progression Working Group
	Adopt activities to address all four National Policing Improvement Agency categories of Gender Progression Barriers as contained in the Force’s Gender Progression Working Group Action Plan.

	9
	Female under representation in the workforce 
	ACPO
	Set stretching gender targets that ensure the development of women across all ranks and staff at Grade F and above. (this links to Kent Police Policing Plan Targets and objective 15 of the Equality Standard for Police Service)

	10
	Culture 
	Head of HR/ Gender Progression Working Group
	Senior managers positively encouraging alternative working patterns, including flexible working and part time working, eliminating the demeaning culture of ‘you’re only part time.’ 

	11
	Staff development 
	Head of HR 
	Adopt activities to address actions contained within the Gender Progression Working Group Action Plan to ensure the positive development of female officers and staff.

	12
	Employment policy and practice
	Head of HR

BCU Commanders
	Ensure work continues to eliminate discrimination and harassment in all employment practices. Continue the active promotion of gender equality and positive attitudes to gender and transgender issues both in service delivery and employment.



	
	Organisational Processes


	
	

	
	Priority


	Lead 
	Actions

	13
	Procurement
	Head of Procurement
	Continue to review purchasing procedures to ensure fairness and take steps to encourage supplier diversity in meeting the Service’s purchasing and supplier needs.

	14
	Equality Impact Assessment
	Head of Policy Unit
	Continue the programme of Equality Impact Assessments to ensure that every new policy is Equality Impact Assessed against gender and transgender issues and that existing policies are re-assessed at least once every three years.

	15
	Governance
	Policy & Governance Manager
	Ensure all papers that are submitted to the Kent Police Authority are reviewed and commented on in relation to their potential impact on Gender or Transgender issues.

	16
	Gender Pay Audit
	Head of HR
	Ensure that audits are carried out, published and evaluated on a yearly basis as required by legislation.


KENT POLICE RACE EQUALITY ACTION PLAN: 2008-2011

	
	Action
	Lead
	2008/2009 Action
	2009/2010 Action
	2010/2011 Action

	
	Leadership and corporate commitment:


	
	
	
	

	1
	Chief Constable to publish and endorse the race element of the Single Equality Scheme 2008 –2011 and ensure arrangements are in place to re-publish a revised Scheme in May 2011.


	Chief Constable (CC)


	Commitment to Scheme published in Foreword.


	CC to provide continued commitment to the Scheme by ensuring an effective equality and diversity structure is in place.
	As 2009/2010

	2
	Meeting the race equality priority objectives within the Single Equality Scheme is regularly monitored by the Diversity and Fairness Delivery Group (DFDG) and progress annually reported to external and internal stakeholders.


	Diversity Manager


	Third quarter progress  reports:

By Minority Ethnic Action Group to DFDG.

To Minority Ethnic Community Consultation Forum and Independent Advisory Group.

To Kent Minority Ethnic Police Association.

Within the May Equality and Diversity Annual Review publication.
	As 2008/2009


	As 2009/2010

	3
	Continue to review purchasing procedures to ensure fairness and take steps to encourage supplier diversity in meeting the Service’s purchasing and supplier needs. (See also Action 4 of Disability Equality Scheme Action Plan and Action 12 of Gender Equality Scheme Action Plan).


	Head of General Services
	A supplier base is developed which builds relevant equality considerations

into the procurement process and the monitoring of contracts.
	Review progress in previous year and ascertain

if further work can be undertaken to ensure compliance.


	As 2009/2010

	
	Consultation and community development and scrutiny:


	
	
	
	

	4
	Include within the service’s Community Engagement Strategy a process that allows, in particular, new migrant communities, Gypsies and Irish Travellers and Asylum Seekers the opportunity to engage with us and help shape services.


	Assistant Chief Constable (Specialist Operations) 

Chair of Gypsy and Traveller Action Group 

Gypsies and Irish Travellers

Chair of Immigration and Asylum Action Group 

New Migrant Communities (including

Asylum Seekers)


	Hold regular meetings of the Action Group.

Undertake preliminary work to establish a Gypsy and Traveller Advisory Network.

Hold regular meetings of the Action Group.

Engage with UK Government policy on migration and work with partners to jointly achieve best policy solutions and effective delivery.

Develop actions arising out of recommendations of University of Kent at Canterbury ‘Without a Voice’ research project and also appropriate recommendations contained in the Institute of Public Policy and Research (IPPR) paper ‘Migration and Post-compulsory Education and Training
	Hold regular meetings of the Action Group.

Launch Gypsy and Traveller Advisory Network – holding quarterly meetings.

Hold regular meetings of the Action Group.

With partners, develop and apply local, regional and national initiatives and structures in support of Government policy.

Progress actions arising out of the ‘Without a Voice’ and IPPR research.


	Hold regular meetings of the Action Group.

Deliver quarterly meeting programme.

Meetings widely publicised.

Minutes of meetings circulated to members and published on website.

Hold regular meetings of the Action Group.

With partners, apply local, regional and national initiatives and structures in support of Government policy.

Progress actions arising out of the ‘Without a Voice’ and IPPR research.



	5
	Hold quarterly meetings of the Minority Ethnic Consultative Forum and Kent Faith Communities Safety Forum at which members have an opportunity to help shape services.


	Diversity Manager

Chair of Religion and Belief Action Group


	Meetings for 2008 to be held on:

7th July

22nd October

Meetings widely publicised.

Minutes of meetings circulated to members and published on website.
	Deliver quarterly meeting programme with Kent Police Authority.

Meetings widely publicised.

Minutes of meetings circulated to members and published on website.
	As 2009/10



	6
	All six Policing Areas have formal mechanisms in place, which actively engage with Black and Minority Ethnic (including new migrant) communities and provide an opportunity to help shape local services.
	Area Commanders
	Community Liaison Officers establish Area BME Partner And Communities Together forums.

Programme of quarterly meetings publicised and held.

Each Area BME PACT nominates a representative(s) to attend Minority Ethnic Consultative Forum meetings.
	Programme of quarterly meetings publicised and held.

Each Area BME PACT continues to send a representative to attend Minority Ethnic Consultative Forum meetings.
	As 2009/10



	
	Service delivery and customer care:
	
	
	
	

	7
	There is a consistent, and effective, level of service in the area of hate crime and that this is provided locally to Kent’s diverse communities.


	Head of Area Operations
	Maintain the running of the Hate Crime & incident Action Group (HCIAG) and associated sub groups.

Embed the principles of Hate Crime Satisfaction Policy M62a – improve and maintain service standards.

Explore avenues of Third Party reporting for victims of hate crime.

Develop methods of updating victims utilising available technology.

Keep key stakeholders informed of progress e.g Independent Advisory Group (IAG), the Minority Ethnic Consultative Forum (MECF) and the Kent Minority Ethnic Police Association (KMEPA). Include other public consultations forums as necessary.


	Maintain the running of the Hate Crime & incident Action Group (HCIAG) and associated sub groups.

Continue to monitor & review the compliance and effects of Hate Crime Satisfaction Policy M62a.

Explore/implement avenues of Third Party reporting for victims of hate crime.

Keep key stakeholders informed of progress e.g Independent Advisory Group (IAG), the Minority Ethnic Consultative Forum (MECF) and the Kent Minority Ethnic Police Association (KMEPA). Include other public consultations forums as necessary.


	Explore methods of engaging with often-overlooked communities to improve reporting levels and confidence.

Maintain the running of the Hate Crime & Incident Action Group (HCIAG) and associated sub groups.

Continue to monitor & review the compliance and effects of Hate Crime Satisfaction Policy M62a.

Continued review of reporting and recording processes to ensure optimum satisfaction/confidence.

Continual review and analysis of satisfaction surveys with a view to maximising confidence in the police and their ability to effectively and efficiently deal with all hate crimes and incidents.

Keep key stakeholders informed of progress e.g Independent Advisory Group (IAG), the Minority Ethnic Consultative Forum (MECF) and the Kent Minority Ethnic Police Association (KMEPA). Include other public consultations forums as necessary. 



	8
	Continually monitor the proportionate use of police powers and actively engage with Kent’s BME communities about the results of analysis and explain why disproportionality may occur.


	Deputy Chief Constable
	Report analysis of statistics relating to the proportionate use of police powers at least annually to the Independent Advisory Group, the Minority Ethnic Consultative Forum and the Kent Minority Ethnic Police Association.

Engage with existing, and other groups representing the interests of Kent’s BME communities, to explain why disproportionality may be occurring.

Ensure mechanisms are in place to identify individual officers who may appear to use their powers disproportionately and that cases are brought to the attention of senior management for review. 


	As 2008/09
	As 2009/10

	9
	Establish, maintain and co-ordinate effective partnerships with voluntary and community sector organisations representing the interests of Kent’s BME communities.


	Head of Partnerships and Crime Reduction
	Co-ordinate and quality assure activity across the Service to establish ‘social/diversity’ Partners and Communities Together (PACT) meetings across all Basic Command Units (BCU) in line with Neighbourhood Policing.


	Co-ordinate and quality assure activity across the Service to embed PACT meetings across BCUs.


	As 2009/2010

	10
	Ensure that policies (and standard operating procedures) are equality impact assessed in relation to the duty to promote race equality.


	Head of Policy

Diversity Manager
	Continue the programme of Equality Impact Assessments to ensure that every new policy is Equality Impact Assessed and that existing policies are re-assessed at least once every three years.

Annually provide training to people who write policy so that they have the skills to undertake equality impact assessments.


	As 2008/09

Introduce a system of dip-sampling to quality control Equality Impact Assessments and to share good practice
	As 2009/2010

	
	Employment and training:


	
	
	
	

	11
	Continue positive action measures to ensure that the entire workforce reflects the proportion of BME people in Kent who are economically active.


	Head of Resourcing


	Publication of Positive Action Strategy – Use of targeted marketing and recruitment media to attract new recruits to police and police staff roles

Engage in retention initiatives through the positive action plan making full use of volunteer resources and BCU staff for local support and development in direct assistance to the positive action officer

Draw upon support from Career Development to progress minority ethnic career progression through mentoring programmes and individual career plans.


	Continue as 2008 /09.

Continue the development of the action plan with appropriate monitoring of achievement against the race employment targets across all staff groups.


	Continue as 2009 /10.

	12
	Focus on the positive action programme to address race inequality in relation to:

· Senior ranks/roles in the organisation

· Occupational segregation in specialist roles.


	Head of Resourcing
	Remove potential barriers to promotion through the review of promotion processes introducing appropriate checks and balances to ensure individuals are not discriminated against and are actively encouraged to put themselves forward for development and subsequent promotion.

Develop targeted information days for specialist roles in order to promote and encourage applications for specialisms from minority ethnic candidates.


	Continue as 2008/09 Ensuring full implementation of the revised processes for Sergeant and Inspector promotions and changes to internal processes for senior ranks
	Continue as 2009 /10.

	13
	BME employees are supported in the workplace.
	Diversity Manager


	Service Level Agreement entered into with the Kent Minorities Ethnic Police Association (KMEPA) to provide:

- Paid time off to perform duties

- Facilities

- Annual budget.

KMEPA is supported by the Diversity Support Team (DST) in delivering an Annual General Meeting for its members.

KMEPA has quarterly meetings with the Chief Constable and the Assistant Chief Constable (HR&LD) to progress matters of joint interest.


	As 2008/2009
	As 2008/2009

	14
	Training arrangements are in place which ensure that staff, responsible for meeting the general and specific duties, are aware of these – and have the skills to carry them out.


	Head of Training
	Apply the Training Strategy to ensure all staff and officers receive appropriate race and diversity training for their roles:

All staff and officers to complete appropriate e-learning package relevant to their duties.

All new officers and Police Community Support Officers (PCSO) to receive classroom based training to reinforce earlier training.

All new Police Officers to complete 2 weeks of community and diversity placements, some of which will be with BME lead community and voluntary sector groups.

Continue the 4 day Senior Manager race and diversity training course so that all senior managers within the Service attend.

Assess all staff against the Diversity and Equality National Occupational Standard AA1 to demonstrate practical competence including their underpinning knowledge of their duties to perform their roles.


	As 2008/09
	As 2008/09


Kent Police Disability Action Plan 2009-2012: Year 1 2009/2010

	
	Priority
	 Lead
	Action 2009-2010

	1.
	Accessibility 

(inc communication)
	
	

	1a
	Buildings & Estate- including access, egress, acoustics, lighting etc
	Head of Estate
	Access audit of all of Kent Police Estate to be completed –findings of report to be assessed and prioritised for action

	1b
	Web design/ accessibility
	Head of Corporate communications/ISD
	Website to include BSL & easy read

Insite-personal modifications for those staff with visual impairments, dyslexia or other learning difficulties

	1c
	Leaflets & Information 
	Head of Corporate communications
	Availability of alternative formats including Braille, Audio, yellow paper, plain text, easy read

	1d
	First point of contact
	Head of Training/ Partnership & Communities
	Communication awareness skills for all front line or first point of contact staff including basic D/ deaf awareness, autism awareness, mental health & awareness of learning difficulties

	2
	Training
	FCC /Head of Training/ local ATO’S
	Disability awareness training for all staff but giving priority to first point of contact staff

	3 
	Hate Crime (inc fear of crime)
	BCU commanders/ Local Neighbourhood Teams


	Working with the community to encourage victims of Hate crime to report incidents and with the CPS to ensure cases are presented at court.

Neighbourhood officers being aware of those individuals on their wards who may potentially be more vulnerable to becoming the victim of crimes and working with them to build trust & confidence.

PCSO and Hate Crime Officers to work with schools to reduce harassment of and hate crime against disabled people

	4
	Effective consultation including effective feedback
	BCU Commanders - Local neighbourhood teams


	Involving disabled groups in policing at a local level taking consultation to groups & individuals rather than expecting them to join in general pact surgeries.



	
	
	BCU Commanders
	Ensure disabled representation on local IAG



	
	
	Diversity Support Team


	Disability Involvement forum to continue to meet, encouraging wider representation from other disability groups, on quarterly basis at various locations in the county including Medway.

Ensure disabled representation on strategic IAG

	
	
	Corporate Development
	Ensure disabled representation on Citizens Panel & Youth forum 

	5
	Development & Training of Supervisors & Line managers
	Head of Training


	Ensuring line managers have access to relevant disability awareness training including risk assessment.



	
	
	SMT’s


	Ensuring line Managers are adequately supported to manage staff with disabilities, health conditions or caring responsibilities

	6
	Employment of Disabled people
	Line Managers/ SMT’S/ Career Development/ Workforce planning
	Ensure that disabled staff are treated with dignity and respect, have appropriate support and equal access to promotion & lateral career development within the service as non disabled colleagues.



	
	
	Head of Recruitment & selection 


	Increase the number of disabled people that we employ



	
	
	Head of HR
	Encourage all disabled staff to declare their disability so that the force can provide meaningful information on equal pay audits, employment figures etc.



	7
	Leadership
	ACC HR/ Chair of DAG
	Continued support for Crystal Clear, disability staff support group, with executive having regular meetings with senior management to raise matters of interest/ concern for action.

	8
	Custody
	Strategic CJU/ Custody Inspectors
	Produce guidelines for the arrest, detention and transportation of people with disabilities ensuring that individuals are treated with dignity & respect and have accessibility to information and support as is required by their individual needs.

	9
	Equality Impact Assessment
	Head Of Policy Unit
	Continue the programme of Equality Impact Assessments to ensure that every new policy is Equality Impact Assessed and that existing policies are re-assessed at least once every three years.



	10 
	Procurement
	Head of General Services
	Continue to review purchasing procedures to ensure fairness and take steps to encourage supplier diversity in meeting the Service’s purchasing and supplier needs.


Appendix A 

Equality, Diversity and Human Rights Strategy 2010 - 2013

Introduction:

Kent Police is an inclusive and consultative organisation that is creating a workforce that reflects the population of Kent and a working culture that treats everybody with fairness, dignity and respect. Our working environment encourages and supports everyone to meet their full potential and challenges discrimination, harassment and bullying. 

We will meet the diverse needs of everyone living, working and visiting Kent by respecting their human rights, by delivering accessible and responsive services and providing opportunities for people to get involved in decisions that affect their lives.

Our aim:

To be acknowledged as a police service that focuses on the needs of all citizens and effectively meets the changing, and diverse needs, of Kent’s communities, visitors, and our workforce and maintains and improves their trust and confidence. 

Equality, Diversity and Human Rights strategic objectives: 

Our three strategic objectives are to: 

Objective One - Operational delivery – delivering services that are accessible, responsive and meet the needs of all communities
This includes –

· Providing high standards of citizen-focussed policing to everyone, regardless of their background or personal or social circumstances

· Improving trust and confidence in policing among all members of the community, especially those who may feel disadvantaged, excluded vulnerable, isolated or marginalised and because of age, disability, ethnicity, gender, race, religion or sexuality. 
· Engaging, consulting and communicating with local communities and partners. 

· Treating everyone as individuals, without prejudice, supporting and acknowledging their rights to be different in their abilities, culture, values, lifestyles and beliefs

· Working with diverse communities to minimise the impact that counter terrorism operations and activity can have on them, and to improve confidence levels. 

We will know when we are successful when –

· All communities tell us tell us they have confidence in us and they feel safe and secure

· All communities volunteer information, willingly engage with our policing initiatives and operations, and when we have acted on information provided
· Relevant communities and statutory and voluntary organisations work with us to produce joint initiatives.

Implementation will involve -

· Actively involving, and supporting, key stakeholders within our organisation, the Kent Police Authority, Independent Advisory Groups and Neighbourhood Policing community forums

· Actively consulting and engaging people from diverse and marginalised groups on any policies or procedures likely to affect them

· Placing emphasis on consulting and involving often-overlooked groups and communities, including Gypsies and Travellers and new and emerging communities

· Monitoring and reviewing our policies to ensure that we are not discriminating or disadvantaging any group
· Monitoring the use of our police powers, for example the power to stop and search, so that we are able to demonstrate fairness and proportionality in our approach.
Objective two - People and culture – building an inclusive and supportive working environment that encourages development and progression of all staff

This includes -

· Providing a working environment that values and respects the identity, ability and culture of each individual and that challenges discrimination, harassment, bullying and victimisation
· Employing, and developing, a workforce which reflects the diverse communities of Kent 

· Training and developing our workforce to recognise the value of equality and human rights for policing and that managers are meeting the needs of a diverse workforce

· Ensuring the public and workforce has confidence in our professional standards and disciplinary procedures.

We will know when we are successful when –

· Our workforce reflects Kent’s diverse communities 

· Our employees have been trained to appreciate, and are confident in their understanding, of key equality and human rights issues in policing and employment

· Our employees understand the value and strength of diversity and respect personal dignity and difference

· All our managers and supervisors have been trained, and understand, the performance appraisal and conflict resolution procedures

· Staff support groups for disability, gender, race, religion and sexuality, are in place and say that they are valued by the organisation

· When we have a confident working culture where prejudice and discrimination on the grounds of a person’s age, disability, ethnicity, gender, race, religion or sexuality, and others forms of unacceptable practices and behaviours, are challenged and not tolerated.

Implementation will involve -

· Effective employee/management partnership in relation to equality and diversity initiatives, with the active involvement of Staff Support Groups

· Monitoring our staff recruitment, retention and progression, including training, disciplinary and grievance procedures, to check for discrimination. Publish these results in our annual progress report, sharing information with our key stakeholders

· Giving our staff the necessary training.

Objective three – Organisational processes – embedding equality into organisational processes and the management of performance
This includes -

· Mainstreaming equalities and human rights activity into everything we do and applying the National Policing Improvement Agency’s Equality Standard for the Police Service as the major leverage to achieve this

· Applying our police powers fairly and monitoring them so we are able to identify any discriminatory practices

· Achieving consistently high standards of investigation into crimes where the perpetrator is motivated by hate

· Ensuring our practices, policies and procedures are fair, ethical, avoid institutional discrimination and are responsive to diverse needs

· Sharing our practices and procedures with other organisations and to become the role-model that other organisations, in both the public and private sectors can emulate to develop their own practices and procedures 

· Influencing the national agenda by responding to government consultations and to support organisations which promote fairness eg Stonewall, Employers’ Forum on Disability etc

· Not tolerating discrimination or exclusionary behaviours in any form and learning from our mistakes.
We will know when we are successful when -

· Equality, diversity and human rights considerations are embedded in everything we do
· We can demonstrate fairness in policing and employment practices

· External complaints, including from minority and marginalised communities, are resolved efficiently, fairly and within a reasonable time frame

· We work with other organisations to promote equality, diversity and human rights in service delivery and employment. 

Implementation will involve -

· Effective communication of this Strategy

· Publishing a Single Equality Scheme, (which will incorporate the statutory Disability, Gender and Race Equality Schemes), which we have consulted on and shows our objectives and how we will deliver them

· Monitoring progress to meet the objectives shown in our Single Equality Scheme, and saying what progress has been made in our Equality, Diversity and Human Rights Annual Report

· Devolving responsibilities from the Force Performance Management Committee through to the Action Groups (see below), and elsewhere within the organisation, so that local ownership of our diversity objectives is mainstreamed

· Considering, and responding to, recommendations made at government level, inquiries and inspections

· Ensuring appropriate resources are provided to manage the delivery of this Strategy.

Responsibilities and governance:

Whilst specific responsibilities are given to certain people, all our staff are personally responsible for observing and conforming to the aims of this strategy.

Chief Officer Team (COT):

The COT has collective responsibility to provide a working environment to support this strategy and to ensure it is consistently applied throughout the organisation.

Force Performance Management Committee (PMC) 

The PMC, which is chaired by the Deputy Chief Constable, has responsibility for overseeing the application of this Strategy and ensuring that our equality and diversity objectives are met.

Equalities and Standards Board

The ESB, which is chaired by the Assistant Chief Constable (Human Resources and Learning and Development), has responsibility for agreeing actions to meet our equality and diversity objectives and monitors progress.

Action Groups
A number of action groups, Chaired by senior employees, take forward different aspects of our equality and diversity objectives and ensure that they are consistently applied across the Service.

Kent Police Authority (KPA)

Kent Police is accountable to the KPA, which scrutinises our performance against objectives
Legislative duties:

Kent Police’s desire to promote equality, diversity and human rights is not driven merely by the need to meet legislation. However, we will comply with all legislation promoting equality, diversity and human rights, making discrimination illegal, on the basis of someone’s:

· Age

· Disability

· Gender 

· Race

· Religion and belief

· Sexuality.

For more information:
Diversity Support Team

Kent Police Headquarters

Sutton Road

Maidstone

Kent ME15 9BZ.

E-mail:
 diversity.team@kent.pnn.police.uk
Visit:

www.kent.police.uk

This document replaces the Race and Diversity Equality Strategy 2006 – 2009 and is available in alternative formats and can be explained in a range of languages. E-mail diversity.team@kent.pnn.police.uk It was adopted at the Force’s Planning Committee on March 16, 2010.

This Strategy also supports the tri-partite Police Service’s Equality, Diversity and Human Rights Strategy, jointly adopted in December 2009 by the Home Office, Association of Police Authorities the Association of Chief Police Officers. See: http://www.npia.police.uk/en/docs/edhr_strategy_for_the_police_service__english.pdf
Appendix B

Disability Discrimination Act - definition of disability

The Disability Discrimination Act (DDA) defines a disabled person as someone who has a physical or mental impairment that has a substantial and long-term adverse effect on her or his ability to carry out normal day-to-day activities.

For the purposes of the Act:

· Substantial means neither minor nor trivial 

· Long-term means that the effect of the impairment has lasted or is likely to last for at least 12 months (there are special rules covering recurring or fluctuating conditions) 

· Normal day-to-day activities include everyday things like eating, washing, walking and going shopping 

· A normal day-to-day activity must affect one of the 'capacities' listed in the Act which include mobility, manual dexterity, speech, hearing, seeing and memory. 

Some conditions such as a tendency to set fires and hay fever are specifically excluded.

Provisions allow for people with a past disability to be covered by the scope of the Act. There are also additional provisions relating to people with progressive conditions.

The DDA 2005 amends the definiton of disability, removing the requirement that a mental illness should be 'clinically well-recognised'.

People with HIV, cancer and multiple sclerosis will be deemed to be covered by the DDA effectively from the point of diagnosis, rather than from the point when the condition has some adverse effect on their ability to carry out normal day-to-day activities.

The Government published statutory guidance in 1996, primarily to assist adjudicating bodies like courts and tribunals in deciding whether a person is a disabled person for the purposes of the DDA. The guidance has been updated to reflect changes in the law.  The revised 'Guidance on matters to be taken into account in determining questions relating to the definition of disability' came into force from 1 May 2006.

Further information and advice can be obtained from the Equality and Human Rights Commission.  
Appendix C

Policing Kent and Medway
The service polices an area of 1,442 square miles (2,321 kilometers) in the southeast corner of the United Kingdom.

Our position as the gateway to Europe makes Kent a unique place to police. Kent and Medway has a population of around 1.6 million people with three quarters living in urban areas.  Some 100,000 people work in London and commute on a daily basis.

The demand for more and improved police services increases each year. To manage these demands Kent and Medway is divided into six areas. A chief superintendent commands each area and is responsible for:

· tackling issues of crime and disorder, including anti-social behaviour
· developing local partnerships with other agencies

· delivering targets within the Kent policing plan.

Work at police headquarters reinforces and supports area policing work, for example staff training, the Force Communications Centre, our forensic service and units in our specialist operations team.

Kent’s special branch is the second largest in England and Wales and plays a significant role in combating terrorism and immigration crime.

Giving you the best possible policing – Kent Police Authority

The Kent Police Authority (KPA) oversees the policing of Kent and Medway and is one of 43 police authorities in England and Wales. The authority is an independent body made up of a mix of local people who represent the public. The KPA has 17 members:

· nine elected councillors (seven from Kent County Council, two from Medway Council),

· three magistrates,

· five independent local people.

What they do:

· make sure that Kent Police is efficient and effective

· consult with local people about what they want the police to do

· set targets and objectives to improve police performance

· set the policing budget and decide how much council tax payers pay for policing,

· appoint the Chief Constable.
To help us over the next three years (2008/11) in delivering a first class service across Kent and Medway communities, we will focus on the following five priorities:

Building public confidence

We aim to provide a visible police service that meets the needs of all local communities across Kent and Medway and one which residents can rely upon to be responsive, effective and of the highest quality.

When we have achieved this goal, those who have had contact with us will be satisfied with the service they receive, and will feel that they have been treated with fairness, respect and dignity.

Effectively tackling crime

We aim to continue reducing all types of crime making Kent and Medway a safe county for all our communities. When crimes do occur, we will investigate these thoroughly in order to increase detections and the number of offenders brought to justice, thereby deterring further offending in the future.

We will have achieved our goal when crime and detection levels are better than in other similar areas in the country and we are in the top quartile nationally in reducing and detecting crime.

Making communities safer

We aim to ensure that residents regard their neighbourhood in Kent and Medway as a safe and harmonious place to live where quality of life issues are robustly tackled by the police through working effectively in partnership with a range of other agencies and communities themselves.

We will have achieved this when people perceive an improvement in the quality of life within their neighbourhood and feel safer in their local area, particularly at night.

Protecting the public

Through building our Protective Services capability and capacity we aim to protect Kent and Medway from acts of terrorism and organised crime whilst also minimising the risk posed by those offenders who threaten our safety and well-being.

We will have achieved this when the number of serious crimes has reduced still further in Kent and Medway, re-offending rates are lower than those for similar areas nationally and we can show that we meet national standards for our Protective Services.

Making best use of our resources
We aim to maximise the productivity and efficiency of our resources across the entire organisation in order to support the delivery of high quality services and achieve value for money.

We will have achieved our goal when increased resources from efficiency savings support greater numbers of frontline police officers enabling increased visibility and policing support across the communities of Kent and Medway.
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Diversity and fairness resources and making it happen 

Performance Management Committee (PMC):

The PMC, which is chaired by the Deputy Chief Constable, has responsibility for overseeing the application of this Strategy and ensuring that our equality and diversity objectives are met.

Equalities and Standards Board:

The ESB, which is chaired by the Assistant Chief Constable (Human Resources and Learning and Development), has responsibility for agreeing actions to meet our equality and diversity objectives and monitors progress.

Action Groups:

A number of action groups, primarily chaired by senior police officers,  take forward different aspects of our equality and diversity objectives and ensure that they are consistently applied across the service.

The existing groups are:

· Age

· Disability

· Fairness

· Gender and Transgender 

· Gypsy and Traveller

· Hate Crime and Incident 

· Immigration and Asylum 

· Lesbian, Gay, Bisexual

· Minority Ethnic 

· Religion and Belief

Staff Support Groups:

Staff Support Groups have existed in Kent Police for some time. Members are drawn from across all areas of the service and provide support to colleagues through informal meetings and by providing networking opportunities.

The service currently has five support groups:

· Christian Police Association (Kent Branch)

· Crystal Clear – Disabled Staff Group

· Kent Gay and Lesbian Support Group

· Kent Minority Ethnic Police Association

· Kent Network of Women

In addition we have a network of 61 Workplace Fairness and Grievance Advisers across the service who can provide advice and guidance to colleagues on work related matters and a team of 19 Workplace Mediators to support with conflict issues.

Community Liaison Officers
Each of the policing areas has a Community Liaison Officer (CLO). These are specially trained officers who work closely with their local communities and monitor hate crime and incidents to identify any underlying trends and assess any broader community impact. This includes reviewing incident records for any indication of a motivation driven by prejudice and ensures they have been recorded correctly. They provide information to their colleagues and Senior Management Teams.

Community Liaison Officers have regular contact with their local community groups. They establish local liaison groups from members of the community and support organisations. These liaison groups advise us on the effectiveness of our service delivery, provide feedback on the success or otherwise of initiatives and challenge us on all aspects of local policing. The CLOs are networked by a CLO Co-ordinator who also provides training and support and shares best practice across the service.

Diversity Support Team
The Diversity Support Team oversees adherence to fair practice in relation to equality and diversity matters within the service and provides support and guidance in relation to fair practice in service delivery. The Diversity Support Team consists of a Manager, Assistant Diversity Manager, a Diversity Administrator, a Diversity Chief of Staff and an Assistant Diversity Chief of Staff. The team reports to the Assistant Chief Constable (Personnel and Training) and liaises directly with the Deputy Chief Constable who chairs the Diversity and Fairness Strategy Board and who is the service’s Equality Champion.

Diversity Training Team
We have a Diversity Training Team. The Team is responsible for the creation and delivery of the Kent Police Race and Diversity Equality Training Strategy, which encompasses disability training. The Team consists of a training supervisor and three police officers. The team reports to the Head of Training within the Personnel and Training Directorate.

Positive Action Officer
A Positive Action Officer develops links with black and minority ethnic (BME) people and groups, and publicises the role of the police. This encourages BME people to apply to become employees so that our workforce will become representative of the communities we serve. The Positive Action Officer also provides support to BME employees so they are encouraged to progress within the service.

Diversity Placement Officer

All Kent Police student Police Officers spend two weeks in various community placements during their training. A Diversity Placement Officer co-ordinates these placements and tries to ensure that student officers experience people and groups they have little prior knowledge of. We currently have over 250 organisations supporting us in this work. If your organisation would like to participate in the placement programme, please contact the Diversity Support Team.

Appendix E

Complaints Procedure

If you believe that you have been affected by a failure of Kent Police to comply with this Equality Scheme you should tell us. Even in the best-run organisations there can be times when things go wrong and you are not happy with the service you receive. If this happens in your dealings with Kent Police then please let us know so that we can try to put things right for you and others. 

We value complaints because they help us to improve our service, so please do not worry about making a complaint.

Any complaint should be directed to your local Area Superintendent, or the Complaints Process Manager, Professional Standards Department, Kent Police Headquarters, Sutton Road, Maidstone, Kent ME15 9BZ

Telephone: 01622 652323

E-mail: professional.standards@kent.pnn.police.uk


We undertake to investigate all complaints swiftly and fairly and provide you with the result of our investigation.

If your complaint relates to the conduct of an employee and you are dissatisfied with the outcome of our investigation, you can contact the Independent Police Complaints Commission (IPCC).

The IPCC, a statutory body, may manage or supervise an investigation relating to the conduct of our employees or, in some cases, conduct the enquiry itself.

For more information visit www.ipcc.gov.uk or write to:

The Independent Police Complaints Commission,
90 High Holborn, London WC1V 6BH
Telephone: 08453 002002 (local rate)
Fax: 020 7404 0430
Email: enquiries@ipcc.gsi.gov.uk
Appendix F

Glossary of terms

A

Action Plan

A practical and realistic plan, with an agreed timetable, showing how a policy or strategy will be implemented.

Adverse impact
A significant difference in patterns of representation or outcomes between groups or individuals, with the difference amounting to a detriment for one or more groups or individual.   Any identified adverse impact in relation to social identities, such as age, gender, or sexual orientation, needs to be addressed when assessing policies or functions.

B

Bullying

Offensive, intimidating, malicious or insulting behaviour; an abuse of power which is meant to undermine, humiliate or injure the person on the receiving end.
C
Commission for Racial Equality

The Commission for Racial Equality (CRE) closed on 28 September 2007. Its responsibility for helping to secure civil rights for Black and Minority Ethnic people has been transferred to the new Equality and Human Rights Commission which opened for business on 1 October 2007.


Complainant
A person with a complaint of discrimination or harassment.

D

Direct discrimination
Treating a person less favourably, or more favourably, than others, on grounds that are not justifiable, such as race, gender, disability or other status.  This can include certain forms of harassment or abuse (see also ‘discrimination’ and ‘indirect discrimination’).

Disability

The definition of a disability is broad: “A physical or mental impairment which has a substantial and long term adverse effect on a person’s ability to carry out normal day-to-day activities.”

Disability Equality Scheme

A timetabled plan setting out how a public authority intends to meet its statutory general duty to eliminate unlawful discrimination against people with a disability and promote equality of opportunity and good relations between different groups. The scheme should indicate the functions and policies that have been assessed as being relevant to meeting the duty, and the arrangements that have been made to assess, consult on and monitor present and proposed policies for any implications they might have for promoting disability equality.

Discrimination

Unfavourable or detrimental treatment which consists of words or practices which disadvantage or advantage people because of their colour, culture or ethnic origin, nationality, religious belief, gender, disability, sexuality, age, geographical location or other status.

Disability Rights Commission

The Disability Rights Commission (DRC) closed on 28 September 2007. Its responsibility for helping to secure civil rights for disabled people has transferred to the new Equality and Human Rights Commission which opened for business on 1 October 2007.

Diversity

Diversity literally means “variety”. Valuing diversity means valuing people and recognising that everyone is unique/different but of equal worth.

E

Equality Action Plan
A practical and realistic plan, with an agreed timetable and targets, showing how an organisation is planning to achieve the aims of an equality policy.

Equality and Human Rights Commission

The Equality and Human Rights Commission champions equality and human rights for all, working to eliminate discrimination, reduce inequality, protect human rights and to build good relations, ensuring that everyone has a fair chance to participate in society.

Equality Impact Assessment (EIA)

A systematic way of finding out whether an existing or proposed policy or function has differential impact on particular persons and, if so, whether the differential impact is adverse or positive and whether it can be justified or not.   Assessments consider all aspects of equality, including age, sexuality, religion/belief, race, disability, and gender. 

Equality of Opportunity

This means treating people fairly without bias or discrimination, and always within the law.  Everyone should be entitled to the same opportunities without regard to race, gender, sexual orientation, religion/belief, disability, age or personal circumstances.

Equal Opportunities Commission

The Equal Opportunities Commission (EOC) closed on 28 September 2007. Its responsibility for helping to secure civil rights on the basis of a person’s gender has transferred to the new Equality and Human Rights Commission which opened for business on 1 October 2007.

Equality policy/Strategy
A statement of an organisation’s commitment to the principle of equality of opportunity for all.  Kent Police’s strategy affirms the commitment to tackle all forms of discrimination and promote equality of opportunity for all.

Ethnic group
Defined by the House of Lords as a group that regards itself or is regarded by others as a distinct community by virtue of certain characteristics that will help to distinguish the group from the surrounding community.   Two of these characteristics are essential:

a long shared history, of which the group is conscious as distinguishing it from other groups, and the memory of which it keeps alive; and a cultural tradition of its own, including family and social customs and manners, often but not necessarily associated with religious observance. 

Other relevant characteristics (one or more of which will commonly be found) are either:

· a common geographical origin or descent from a small number of common ancestors; 

· a common language, not necessarily peculiar to the group; 

· a common literature peculiar to the group; 

· a common religion different from that of neighbouring groups or from the general community surrounding it; and 

· being a minority or being an oppressed or a dominant group within a larger community, for example a conquered people 

Although the House of Lords emphasised the need to interpret the word ‘ethnic’ relatively widely, in a broad, cultural and historic sense, it also observed that ‘the word “ethnic” still retains a racial flavour’. On this basis, tribunals and courts have proceeded to rule that the English, Scots and Welsh, among others, are not racial groups by virtue of distinct ‘ethnic origins’. 

F

Functions
The full range of a public authority’s duties and powers.

G

General duty – disability

The duty given to public authorities, under the Disability Discrimination Act 2005, to have due regard to the need to eliminate unlawful discrimination and to promote equality of opportunity and good relations between disabled persons and other persons; elimate harassment of disabled persons that is related to their disabilities; promote positive attitudes towards disabled persons; encourage participation by disabled persons in public life; take steps to account for disabled persons’ disabilities, even where that involves treating disabled persons more favourably than other persons.

General duty – gender

The duty given to public authorities, under Part 3 of the Equality Act 2006, to have due regard to promote equality of opportunity between women and men and to prohibit sex discrimination in the exercise of public functions.

General duty -  race
The duty given to public authorities, under the Race Relations Act 1976, to have due regard to the need to eliminate unlawful discrimination and to promote equality of opportunity and good relations between people from different racial groups.

Gender Equality Scheme

A timetabled plan setting out how a public authority intends to meet its statutory general duty to eliminate discrimination aginst people on the grounds of their gender and promote equality of opportunity and relations between different groups. The scheme should indicate the functions and policies that have been assessed as being relevant to meeting the duty, and the arrangements that have been made to assess, consult on and monitor present and proposed policies for any implications they might have for promoting gender equality.

H

Harassment
A person (A) subjects another person (B) to harassment where, on the [prohibited] grounds, A engages in unwanted conduct which has the purpose or effect of (1) violating B’s dignity or (2) creating a hostile, intimidating, degrading, humiliating, or offensive environment.

Homophobia
A fear of or contempt for lesbians and gay men.  Behaviour based on such a feeling.
I

Indirect Discrimination
This is treatment that appears to be fair and is applied to everybody equally, but has an unjustifiable adverse impact upon a particular group or person, with particular characteristics, attributes or circumstances.
Institutional Discrimination

Term widely adopted by public authorities and first used by Lord McPherson, during the Stephen Lawrence Inquiry, to describe ‘the collective failure of an organisation to provide an effective and professional service to people because of their colour, culture or ethnic origin, nationality, religious belief, gender, disability, sexuality, age, geographical location or other status’.

K

Kent
In this Scheme, ‘Kent’ refers to the geographical area/boundary of Kent. Included within this boundary are the areas of Kent’s 12 district councils, Kent County Council and Medway Unitary Authority.
M

Medway

Within Kent, the geographic area within the boundary of Medway Council.

Monitoring
The process of collecting, analysing and evaluating information to measure performance, progress or change.

N

Nationality
An aspect of a person's identity conveying rights and duties, and defined by a specific legal relationship between an individual and a state, through birth or naturalisation, which is recognised by that state. Article 2 of the European Convention on Nationality defines ‘nationality’ as ‘the legal bond between a person and a state’ which ‘does not indicate the person’s ethnic origin’.

P

Policies
The sets of principles or criteria that define the different ways in which an organisation carries out its role or functions and meets its duties.  Policies also include formal and informal decisions made in the course of their implementation.

Positive action
Measures that employers may lawfully take under the RRA to meet particular needs or to train or encourage people from a racial group that is under-represented in particular work.

Practices
The customary ways in which intentions or policies are actually carried out. They include attitudes and behaviour that could amount to unlawful discrimination through unwitting prejudice, ignorance, thoughtlessness and stereotyping.

Prejudice

Literally means “pre-judgement”, forming a view about a person in advance. For example, racial prejudice is having a negative opinion or attitude about an individual or group based solely upon their race or skin colour.

Procurement
The process by which a person enters into a contract with an external supplier to carry out works or provide goods or services. The term encompasses the full range of contracts, including private finance initiative (PFI) projects and public private partnerships (PPP). 

Proportionate means
Means that are appropriate and necessary to achieve a legitimate business or other objective, such as meeting health and safety requirements.

Public authority
For the purposes of this Scheme, a body named, defined or described in schedule 1A to the Race Relations Act 1976 or, depending on the context, a body named, defined or described in one of the schedules to the Race Relations Act 1976 (Statutory Duties) Order 2001 or the Race Relations Act 1976 (General Statutory Duty) Order 2003. The term includes all central government departments and their executive agencies and non-departmental governing bodies, all NHS institutions, the governing bodies of schools and of further and higher education institutions, the Scottish Executive and the Welsh Assembly government.

R

Race
The Race Relations Act uses ‘race’ both to describe the catch-all class that receives protection under the Act, that is, ‘racial group’, and as one of five sub-classes that fall within it. The courts and employment tribunals have not so far been called on to define the term.

Race Equality Scheme
A timetabled plan setting out how a public authority intends to meet its statutory general duty to eliminate unlawful racial discrimination and promote equality of opportunity and good relations between different racial groups. The scheme should indicate the functions and policies that have been assessed as being relevant to meeting the duty, and the arrangements that have been made to assess, consult on and monitor present and proposed policies for any implications they might have for promoting racial equality.

Race relations
Relations between people of different racial groups. ‘Racial group’ means a group of persons defined by reference to colour, race, nationality, ethnic or national origins, and references to a person’s racial group refers to any racial group into which they fall.

Racial group
Racial groups are groups defined by racial grounds i.e. race, colour, nationality (including citizenship) or ethnic or national origins. All racial groups are protected from unlawful racial discrimination under the RRA. Romany Gypsies, Irish Travellers, Jews and Sikhs have been explicitly recognised by the courts as constituting racial groups for the purposes of the RRA.

A person may fall into more than one racial group; for example, a ‘Nigerian’ may be defined by ‘race’, ‘colour’, ‘ethnic or national origins’ and ‘nationality’.  (see also Ethnic Group)  The courts have held that a person’s actual racial group may be irrelevant to the way they are treated, and that their racial group may be defined by a discriminator’s perception of, or (incorrect) assumptions about, their ethnic or national origins.

Racism

Racism in general terms consists of conduct or words or practices which disadvantage or advantage people because of their colour, culture or origin.  

Racist Incident

A racist incident is one which is perceived to be racist by a victim or by any other person.
Religious discrimination
The Race Relations Act does not apply to discrimination on grounds of religion or belief, unless a person who has been discriminated against on grounds of religion or belief has also been discriminated against on racial grounds. Religious discrimination in employment and training is unlawful under the Employment Equality (Religion or Belief) Regulations 2003.

S

Segregation
Segregation on racial grounds is automatically regarded as treating the segregated person less favourably than others. It constitutes unlawful direct racial discrimination.

Specific duties
Duties placed on selected public authorities bound by the general duty (see above) under the Race Relations Act 1976 (Statutory Duties) Order 2001 or the Race Relations Act 1976 (Statutory Duties) Order 2003 and also Schedule 1 of the Disability Discrimination (Public Authorities) Statutory Duties Regulations 2005 and the Equality Act 2006.   The current list of authorities is available on the Equality and Human Rights Commission website. 

T

Training
A wide range of career development opportunities, which could include informal in-house training as well as more formal courses.  Kent Police has a programme of training which specifically tackles discrimination and promotes equality.

Transphobia

Aversions towards transexuality and transexual or transgendered people, based on the expression of their internal gender identity.  Many trans-people also experience homophobia from people who incorrectly associate the medically recognised condition of gender identity disorder as a form of homosexuality.

Appendix G

Your views
We aim to promote equality of opportunity in service delivery and employment. Our Race and Diversity Equality Strategy sets out how we aim to do this. Our Strategy is updated from time to time after consultation with residents, businesses, community and voluntary groups, faith communities and elected representatives.

We want to get things right, so your views and opinions on what we are doing are important to us. We look forward to hearing from you and working with you to develop our equality strategy and plans.

To comment, and to learn more about our Race and Diversity Equality Strategy, please e-mail diversity.team@kent.pnn.police.uk
Visit us at: www.kent.police.uk
Appendix H

History of our Equality Schemes

	Scheme
	Reason for publication



	Race Equality Scheme         2005 - 2008
	Race Relations (Amendment) Act 2000



	Disability Equality Scheme   2006 - 2009
	Disability Discrimination Act 2005



	Gender Equality Scheme      2008 - 2011
	Equality Act 2006



	Equality Scheme                 2008 - 2011
	Incorporated a revised Race Equality Scheme covering the period 2008 – 2011

Incorporated the Disability Equality Scheme 2006 – 2009

Incorporated the Gender Equality Scheme 2007 – 2010



	Equality Scheme December 2009 updated publication


	Incorporated a revised Disability Equality Scheme covering the period 2009 - 2012

	Equality Scheme April 2010 updated publication
	Incorporating revised Gender Equality Scheme covering the period 2010 - 2013


As this Scheme is an organic document, we also use updated versions to review its overall content to reflect up-to-date-developments and changes which are regularly occurring.

Appendix I

Contacting us

In an emergency dial: 





999

For all non-emergency calls: 




101
Text service for the Deaf or speech-impaired:

If you're deaf or speech-impaired, you can text Kent Police. Start the message with the word 'police' then leave a space and write your message including what and where the problem is. Send your text to 60066 (the Kent Police communications centre) and we will reply with a message. If you don't receive a message quickly, please try one of the other methods of communication on this page. (Please note this service is ONLY for the Deaf and speech-impaired.)
To find out information about your local Neighbourhood Team please view the Kent Police website at www.kent.police.uk and type in your postcode.  Alternatively please contact the Kent Police Force Communication Centre on 101 and ask to speak to your local neighbourhood team.

Kent Crimestoppers: 





0800 555 111

Anti-terrorist hotline:  





0800 789 321

National domestic violence hotline: 


0808 200 247

Kent Homophobic and Transphobic incident 

reporting line: 






0800 328 9162

Kent Racial incident reporting line: 



0800 138 1624

The above services are available 24 hours per day, 7 days per week.

You can also report minor crimes, such as theft and criminal damage, to Kent Police by logging onto the Kent Police Website at: www.kent.police.uk
This document is available in alternative formats and can be explained in a range of languages. Telephone 01622 652442 or email 

diversity.team@kent.pnn.police.uk
� Kent Police Standard


Gender Agenda 2





Equality Scheme 2008 – 2011

Page 103 of 103

