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FOREWORD

As Chairman of Cheshire Police Authority, | am very pleased to introduce
our Equality Scheme for 2009 to 2012.

The Authority will treat everyone fairly and with respect for each individual’s
needs and in doing so, the Authority will comply with equality legislation and
in accordance with its duty to promote diversity.

The Authority is committed to ensuring equality and respect for all, and this
document sets out our ongoing commitment towards:-

eliminating unlawful discrimination;

promoting equality of opportunity;

promoting good relations with the communities of Cheshire; and
ensuring that the service we deliver meets the needs of those
communities.

This Scheme has been developed to reflect the progress the Authority has
made, in partnership with Cheshire Constabulary, towards developing a
service where equality is integral to all we do. The Authority has supported
the development of the Independent advisory group and actively works with
them to address issues relating to diversity. The Authority believes in
compassion and respect for all people, and this Scheme aims to promote
equality of opportunity and good relations irrespective of race, religion,
gender, sexual orientation, disability or socio economic group.

The Authority has:-

- consulted widely with the diverse communities of Cheshire about
policing services, priorities and funding;
supported the development of an Independent Advisory Group;
worked in partnership with the Constabulary, in the development of an
Equality, Diversity and Human Rights Board, whose aim is to drive
forward the equality agenda; and
put scrutiny and governance procedures in place to ensure that
equality remains at the forefront of the police service and that the
people of Cheshire are safe and feel safe.

This Scheme is a transitional document which outlines how the Authority will
continue to meet its own statutory duties and monitor those of the
Constabulary as required by the Disability, Gender and Race legislation, and
how, in preparation for the Single equality Bill it will adopt a more
encompassing approach to equality.

Margaret Ollerenshaw
Chairman

This scheme was approved for consultation by Engagement Committee on 3
November 2009
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GLOSSARY OF TERMS

ACPO Association of Chief Police Officers

APA Association of Police Authorities

BME Black and minority ethnic

CHAWREC Cheshire, Halton & Warrington Race Equality Council
DLR Discrimination Law review

EIA Equality impact assessment

GEO Government Equalities Office

HRA Human Rights act

IAG Independent Advisory Group

LGB&T Lesbian, gay, bisexual and trans (gender or sexual)

MOSAIC Community profiling software developed by Experian

ONS Office of National Statistics

PCSO Police Community Support Officer
PO Principal Officer

PSA Public service agreement

SM Senior Manager

So Senior Officer

UNISON Trade Union for police staff
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THE ROLE OF CHESHIRE POLICE AUTHORITY

Cheshire Police Authority’s primary role is to maintain an effective and
efficient police service. It is recognised that this role can only be effectively
achieved if unlawful discrimination is eliminated, both from the organisation
and the community as a whole. This Scheme will therefore aim to promote
equality of opportunity and good relations irrespective of race, religion,
gender, sexual orientation, disability or socio economic group.

The Authority is committed to ensuring equality of opportunity in the
provision of its services to all people and communities. The Authority strives
to ensure that its policies and practices help to promote equality of
opportunity and will endeavour to address and eliminate unlawful
discrimination in relation to all of its functions.

The Authority works to ensure fair provision of its services to everyone, that
its practices are equitable and the public is consulted in an open, transparent
and appropriate way.

MISSION

To work in partnership with Cheshire Constabulary and others to create
safer communities; and increase confidence and satisfaction in policing.

VISION

To ensure an efficient and effective police service, that is built on
neighbourhood policing and tackles all levels of criminality, and makes the
citizens of Cheshire safe and feel safer.

AIMS

To assist in achieving a consistently high performing force

To ensure improvements in performance and scrutiny, underpinned
by robust governance structures and appropriate Member support
To provide better and more effective engagement with stakeholders
To improve partnership working (both with the Constabulary and
externally)

To be a community leader in policing and community safety

MAKE UP OF THE AUTHORITY

The Authority is a representative group of 17 Members, (5 women and 12
men) of which 9 are elected local authority representatives, 8 are
independent members appointed through public advertisement, one of which
is a magistrate.

In recruiting Independent members to the Authority, applications are

positively encouraged from members from diverse communities and
backgrounds and are advertised by organisations such as the Race Equality
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Council. Information about vacancies are placed on the Authority’s website
and advertised through the local media.

The Authority employs 8 staff (3 men and 5 women) to support Members.
There is no discrepancy in pay differential between men and women, each
vacant post has been Hay Graded in accordance with the National Core
Competency Framework and applications are encouraged from diverse
communities and backgrounds. Each member of staff is appointed according
to the skills and experience evidenced through application form and
interview.

All applicants for jobs with the Authority are asked to declare a disability. The
information is analysed to establish any patterns or indicators of inequality.
Where any inequalities are found to be present, swift action will be taken to
address the problem.

DIVERSITY PROFILE FOR CHESHIRE

In order to ensure that the Authority understands the profile, make up and socio
demographics of the communities on behalf of which it holds the Chief Constable to
account, the Authority actively works to seek the views of the individuals who live,
work or visit the area.

There are over 450,000 households in Cheshire, some of which are located in the
most affluent areas of the country attracting some high profile, high earning
residents whilst others are located in areas amongst the top 10% areas of
deprivation and lowest educational attainment. There is a vibrant mix of rural and
urban communities, each with their own needs and expectations of policing
services.

Cheshire Constabulary uses a rich data set of MOSAIC profiles, vulnerable
localities indices, crime, incident and partner data to map and understand its
communities. The information has been provided to Members of the Authority as
local profiles and there is a wealth of information shared with Members by local
Neighbourhood Policing Inspectors during one to one meetings.

As part of the Confidence Strategy, the Authority has supported a detailed
telephone survey of 4000 people in 2009 which will provide information about
people’s satisfaction and confidence in their policing service to a 7% confidence
interval at neighbourhood level. The results of this survey will be mapped onto the
data outlined above and will be used to better inform the Authority’s Contact Plan.

An overview of the profile of Cheshire residents is provided as Appendix 1.

A profile of police officers and staff employed by the Authority is provided as
Appendix 2.
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STATUTORY DUTIES

This Scheme is a transitional document which outlines how the Authority will
continue to meet its own statutory duties and monitor those of the
Constabulary as required by the Disability, Gender and Race legislation, and
how, in preparation for the Single equality Bill it will adopt a more
encompassing approach to equality.

The Scheme provides a framework that will be developed throughout its
three-year life and sets out how the Authority will:-

identify policies and procedures to which equality legislation
applies;

assess and where appropriate consult on the likely impact of our
proposed policies with regard to the promotion of diversity and
equality;

make arrangements for monitoring our policies for adverse impact;
make arrangements to publish the results of our assessments;
train our staff;

meet our specific duties in relation to employment;

monitor the Constabulary; and

promote diversity within the Constabulary and the Authority.

The Authority will continue to meet its own statutory duties and monitor those
of the Constabulary through the relevant Acts of Parliament and relevant
regulations across the six core “strands” of diversity, which are:

Race

Disability

Gender

Sexual orientation
Age

Religion

The Single Equality Scheme

The Single Equality Bill was published on 27 April 2009 following the
Discrimination Law Review (DLR) which was launched in February 2005 to
consider “the opportunities for creating a clearer and more streamlined
equality legislation framework which produces better outcomes for those
who experience disadvantage while reflecting better regulation principles.”

The DLR culminated in June 2007 with the publication of the consultation
paper: A Framework for Fairness: Proposals for an Equality Bill for Great
Britain which outlined the DLR’s proposals to simplify, modernise, and
increase the effectiveness of discrimination law.

The purpose of the Equality Bill is to ensure everyone has a fair chance in

life. The Bill promotes equality, fights discrimination in all its forms, including
age discrimination, and introduces transparency in the workplace.
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The Bill has two main purposes:- to harmonise discrimination law, and to

strengthen the law to support progress on equality. The Bill brings together

all current legislation and strengthens the law in a number of areas. It:-
places a new duty on certain public authorities to consider socio-
economic disadvantage when taking strategic decisions about how
to exercise their functions;

extends the circumstances in which a person is protected against
discrimination, harassment or victimisation; and

creates a duty on listed public authorities when carrying out their
functions to have due regard to eliminate conduct which the Bill
prohibits.

Current Legislation requires the Authority to produce relevant equality
schemes for Race, Disability and Gender. The specific action plans for the
Single and each individual Scheme is provided as Appendix 3. The general
and specific duties in respect of these areas are set out below.

Race

The Race Relations (Amendment) Act 2000 imposes a general duty on the
Authority when carrying out its functions, to have due regard to the need to:-

eliminate unlawful racial discrimination;
promote equality of opportunity; and
promote good relations between persons of different racial groups.

Specific duties are to: -

- produce a Race Equality Scheme, stating, in particular: those
functions and policies, or proposed policies, which have been
assessed as relevant to performance of the duty;
make arrangements for assessing and consulting on the likely
impact of proposed policies on the promotion of race equality;
monitor policies for any adverse impact on the promotion of race
equality;
publish the results of such equality impact assessments,
consultation and monitoring data;
ensure public access to information and services;
train staff in connection with the duties; and
monitor, by racial group; the number of staff in post and applicants
for employment, training and promotion.

Disability
The Disability Discrimination Act 1995 has been amended by the Disability
Discrimination Act 2005 and stipulates a general duty when carrying out our
functions, to have due regard for the need to:-

promote equality of opportunity between people with disabilities

and other persons;
eliminate discrimination that is unlawful under the Act;
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eliminate harassment of people with disabilities that is related to
their disabilities;

promote positive attitudes towards people with disabilities;
encourage participation by disabled persons in public life; and
Take steps to take account of people’s disabilities, even where
that involves treating them more favourably than other persons.

The definition of disability is that which is used in the Disability Discrimination
Act. This covers people with a wide variety of visible and non-visible
disabilities.

Disability occurs because barriers hinder people from taking a full part in the
community. This is the social model of disability and is defined as;

“the recognition that primarily it is the loss or limitation of opportunities, due
to environmental and social barriers, that prevents people who have
impairments from participating in society on an equal level with others.”

Specific duties are to:-

publish a Disability Equality Scheme demonstrating how it intends
to carry out its general and specific duties

involve people with disabilities in the development of the Scheme
include a statement of :-

- the way in which people with disabilities have been involved
in the development of the Scheme

- methods for impact assessment

- steps taken towards fulfilling its general duty (the "action
plan™)

- arrangements for gathering information in relation to
employment, and, where appropriate, its delivery of
education and its functions

- use of the information gathered in particular in reviewing
the effectiveness of its action plan and in preparing
subsequent Disability Equality Schemes.

This Scheme and Action plan goes beyond a “ramps and lifts” approach
to disability and seeks to:-

improve the effectiveness and efficiency of the Constabulary by
ensuring that the resources invested, benefit all those they are aimed
at, or who need them. Making services accessible and effective for
people with a disability will also benefit other service users.

enable the Authority to make a real and positive change to the lives of
people with a disability.
Increases public confidence in policing services.

Gender
The Equality Act 2006 amends the Sex Discrimination Act 1975 and requires

that, when carrying out our functions, we must have due regard for the
need:-
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to eliminate unlawful discrimination and harassment; and
to promote equality of opportunity between men and women.

The general duty relating to gender came into effect on 6 April 2007.
Specific duties are to:-

prepare and publish a gender equality scheme, showing how it will
meet its general and specific duties and setting out its gender
equality objectives;

consider the need to include objectives to address the causes of
any gender pay gap;

gather and use information on how the public authority's policies
and practices affect gender equality in the workforce and in the
delivery of services;

consult stakeholders (i.e. employees, service users and others,
including trade unions) and take account of relevant information in
order to determine its gender equality objectives;

assess the impact of its current and proposed policies and
practices on gender equality;

implement the actions set out in its scheme within three years,
unless it is unreasonable or impracticable to do so; and

report against the scheme every year and review the scheme at
least every three years.

The Sex Discrimination (Gender Reassignment) Regulations 1999 set out
measures to prevent discrimination against transsexual people on the
grounds of gender in pay and treatment in employment and vocational
training. It extends 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’
(Women & Equality Unit, ‘A guide to the Sex Discrimination (Gender
Reassignment) Regulations 1999’).

The Gender Recognition Act 2004 for the first time gives transsexual people
all the rights and responsibilities appropriate to their acquired gender. The
Act gives transsexual people the right to marry, from the date of recognition,
in their acquired gender; to be given a birth certificate that recognises the
acquired gender and to obtain the equivalent benefits and state pension of
the acquired gender.

Actions for the Authority in its role of Constabulary scrutiny include:
To monitor the progress of the Constabulary against the Gender Equality
Action Plan
To carry out regular Constabulary employment monitoring, and publish
relevant data on an annual basis.
To examine any difference in pay between men and women based only
on their sex and setting objectives for the Constabulary to reduce the
difference.
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To monitor any pay gap between men and women doing the same job
and scrutinise positive action initiatives to reduce barriers to prevent men
and women going into a particular area of work

To monitor appropriate training on recruitment, gender reassignment and
Positive Action

To Monitor the promotion and evaluation of Constabulary positive action
initiatives

To monitor work/life balance policies including flexible working

To scrutinise the Constabulary’s family friendly policies including
managing pregnancy and return from pregnancy, adoption issues,
paternity and maternity rights in readiness for the Families Bill.

Sexual Orientation

Employment Equality (Sexual Orientation) Regulations 2003 regulations
outlaw discrimination (direct or indirect discrimination, harassment or
victimisation) in employment and vocational training on the grounds of
sexual orientation. It covers people whether they are gay, bisexual or
heterosexual. Discrimination on the grounds of perceived sexual orientation
is also unlawful. The legislation also protects those people who are
discriminated against because of the sexual orientation of the people with
whom they associate.

The Civil Partnership Act 2004 allows a legal relationship to be formed by
two people of the same sex and is distinct from marriage. It gives same sex
couples the ability to obtain legal recognition for their relationship. The Act
came into force on 5 December 2005.

Age

Employment Equality (Age) Regulations 2006. From 1 October 2006, the
law protects workers from age discrimination. The Employment Equality
(Age) Regulations make it illegal for employers to discriminate against
employees, trainees or job seekers because of their age and ensure that all
workers, regardless of age, have the same rights in terms of employment-
related training (including further and higher education courses) and
promotion. The regulations cover direct discrimination, indirect
discrimination, harassment and victimisation.

The Children Act 2004 cites police authorities as “relevant partners” who
have a duty Under Section 10 of the Act to make arrangements to co-
operate with local authorities to improve the well being of children and young
people. The Act places duties on police authorities in terms of cooperating
with the children’s services authority to ensure that their functions are
discharged having regard to the need to promote the welfare of children and
this should be reflected in their plans.

Religion or Belief

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

The Human Rights Act 1998 incorporates rights under the European
Convention of Human Rights into domestic law. Individuals can bring claims
under the HRA against public authorities for breaches of Convention rights.
UK courts and tribunals are required to interpret domestic law, as far as
possible, in accordance with Convention rights.

The Police and Justice Act 2006 states that Police authorities shall monitor
the performance of the police force maintained for its area in complying with
the duties imposed on that force by the Human Rights Act 2008.

Stop & Search

Recommendation 63 of The Lawrence Report stated that police authorities,
as the link between the police and the public, should make people aware of
their rights when stopped and searched. Authorities will involve local
communities in scrutinising 'stops' and 'stop and search’ so that together
discriminatory practices can be eliminated.

DISCHARGE OF DUTIES AND RESPONSIBILITIES
Governance

Policing in England and Wales is governed under a tripartite arrangement
between the Home Secretary, Chief Officers of police and local Police
Authorities.

The Chief Constable is responsible for delivering Police Services, which is
done through officers and staff employed by the Police Authority but under
the direction and control of the Chief Constable. The Police Authority has a
responsibility to ensure that policing is provided in an efficient and effective
way that meets the needs of our communities.

Duties and Responsibilities

In securing an efficient and effective police service, the Authority has the
following key responsibilities to:-

consult widely with the public on policing matters and priorities; and
promote the engagement of local communities in the reduction of
crime and disorder and antisocial behaviour;

agree policing objectives and targets in consultation with the Chief
Constable;

monitor force performance and report back that performance to the
local communities;

publish the 3 year Policing Plan;

publish an annual Local Policing Summary and ensure delivery to
every household in the Authority’s area; and

approve the Police budget and decide the amount of council tax
that should be raised to finance policing in Cheshire.
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The objectlves set for Cheshire Constabulary for 2009 / 2010 are to:-
increase public confidence in policing
respond effectively to the public when in need
work in partnership to create strong and vibrant communities
prevent and investigate crime and disorder
protect vulnerable people
protect the public from serious organised crime and terrorism

Monitoring Arrangements

1. Authority decisions are made at meetings of the whole Authority or by
Committees acting under delegated powers. All formal meetings of
the Authority are held in public and papers are available to members
of the public except where the subject matter is confidential

2. Monitoring of Equality, Diversity and Human Rights is contained in the
Terms of Reference of Engagement Committee.

3. Two lead Members for diversity have been appointed and an
additional Lead Members for Human Rights. Lead members play an
active role at the Equality, Diversity and Human Rights Board. Lead
Members actively engage with the Constabulary (as providers of
policing services) on issues of diversity and have regular meetings
with the Constabulary’s Diversity Directorate.

4. Employment data and complaints are monitored quarterly by Staff
Committee.
5. Lead Members ensure that there is no disproportionality taking place

by the Constabulary in its practices at the Diversity Monitoring Group.

The Equality, Diversity and Human Rights Strategy Board is made up of
Lead members of the Authority for diversity and human rights, Constabulary
senior officers and staff and members of the independent advisory group,
UNISON and the Police Federation. Chaired by the Chief Constable, the
Board sets the strategic direction equality, diversity and human rights
matters and is responsible for the successful implementation of the
Constabulary’s Equality Schemes and associated local strategies and
ensures that the General and Specific Duties are met by monitoring the
relevant Action Plans.

The Board ensures that in its provision of services and its interaction with the
public, the Constabulary treats all members of the public with dignity and
respect in accordance with the statement of common purpose and values
and has in place policies and practices which enable the force to meet the
policing needs of the communities it serves, including minority groups.

It is intended that the Board will commission and approve an Equality and
Diversity Strategic Threat Assessment which will objectively assess the risks
to Cheshire in relation to these issues, determine priority areas for action
and monitor progress against those actions. It is anticipated that the Equality
Standard for the Police Service will be one tool for collecting this information.
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Monitoring Data

The Authority monitors the following data by the relevant Committees and
panels of the Authority:-

Satisfaction of victims of racist incidents with respect to the overall
service provided

Comparison of satisfaction for white users and users from minority
ethnic groups with respect to the overall service provided

The percentage of ‘stop and searches’ that lead to arrest for
persons of minority ethnic groups (with comparable figures for
white persons)

The percentage of ‘violence against the person’ offences for
victims of minority ethnic groups detected and where sanctions
have been taken against the offender (with comparable figures for
white victims)

The percentage of police recruits from minority ethnic groups
(compared with figures for the % of the economically active
population from ethnic minority groups)

The percentage of female police officers.

Socio-Economic Deprivation

The policing area covered by the Authority is a rich mix of urban, rural,
affluent and deprived communities. Family background, financial
circumstances and the geographical location of where a person is born
exercises considerable influence on life chances for the future.

The Authority identified a need to segment communities based on socio
demographics and has driven work to consider the needs of males aged
between 15 and 24 years from deprived areas who place a demand on
policing services that is disproportionately high for the demographic size of
the group. This demand is as victims, offenders, and other significant
consumers of Constabulary resources. The Authority will continue to monitor
the policing response to this community and strives for positive outcomes.

The Authority has supported the development of CO-STAR, an information
sharing hub with access to a wealth of multi-agency data. The system is
designed to enable the better targeting of resources in the fields of
community safety and Neighbourhood Management by identifying hotspot
areas and trends.

Using the Indices of Multiple Deprivation, crime, incident, partner and
confidence data, communities will be mapped according to policing and
communications intervention required and give the best opportunity of
identifying a cohort which can be targeted. The activity will be developed and
implemented through the Confidence Strategy.
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Police Equality, Diversity & Human Rights Strategy

The National Police Improvement Agency is developing a national tripartite
(Home Office, Association of Police Authorities and Association of Chief
police Officers) strategy to set a framework for the delivery of respect,
equality and dignity at the heart of policing. The strategy sets out the
objectives for delivering improved performance in three key areas:-
operational service delivery, workforce development and organisational
performance. The objectives highlight the priorities for improvement over the
next three years; sets out the action that will be taken nationally to address
these challenges and provides a framework for local action by police forces
and police authorities. Consultation on the strategy is still in progress and will
be influenced by the final context of the Crime and Policing Bill. However,
key actions for the Authority are likely to be:-

The setting of local diversity employment targets

The duty to consider levels of socio-economic deprivation

To develop a mechanism to monitor and review progress; and
The duty to monitor the effectiveness of Equality Impact
Assessments.

Equality Standards for the Police Service

Cheshire Constabulary will adopt the Equality Standard for the Police
Service which is a project driven by the National Policing Improvement
Agency (NPIA) with Association of Chief Police Officer (ACPQO) approval.

The primary purpose of the Equality Standard for the Police Service is to
embed equality into the performance management systems of police forces.
It is a framework for continuous improvement which will be used by
individual police forces to embed equality activities within all business

areas. It will also be used by police forces and police authorities in
consultation with local communities to identify and set their local equality
objectives. The Standard has been developed to be flexible enough to allow
for new legislation and policing initiatives without needing extensive revision.
It is set at a strategic level and supports the delivery of national policing
priorities. It is expected to be launched nationally in December 2009.

The standard is intended to:-

improve overall performance and contribute to community
confidence;

integrate police equality activity across all business areas;

demonstrate activity and outcomes beyond basic legal
compliance;

build organisational capability via a diverse workforce, better
reflecting communities served; and

support bench-marking and spread good practice.

The standards have been piloted in several forces from April 2009, and will
be subject to HMIC scrutiny in 2010/11. The Authority will ensure that there
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is a compliance monitoring mechanism in place and will ensure that
community consultation has been carried out.

Equality Impact Assessments

All Authority policies are equality impact assessed and published on the
website and Lead Authority Members have received training in undertaking
ElAs.

Lead Members for diversity dip sample Constabulary Equality Impact
Assessments to check for quality, compliance and disproportionality.

An overview of the assessment framework used to conduct is provided as
Appendix 4 along with a guide to the decision making process (Appendix 5).
The Equality Impact Assessment for this scheme is provided as Appendix 6.

Hate Crime

A Hate Incident is: “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 Incident becomes a Hate Crime if it
constitutes a criminal offence.

Developed by ACPO these definitions are broad and inclusive, considering
factors that encompass race, religion, sexual orientation, disability, gender
and transgender.

In September 2009, the Home Office published a cross-Government action
plan to tackle hate crime and support hate crime victims in England and
Wales over the short to medium term. The Hate Crime Action Plan resulted
from a commitment made in the Tackling Violence Action Plan 2008-11 to
produce a strategy to assist local partners in developing their responses to
hate crime and incorporates into a single high-level document all actions
across Government to address this area of crime.

The plan re-invigorates an existing cross-Government framework for
handling hate crime in order to ensure a more comprehensive, cohesive and
explicit response and also reflects the two main approaches of the recently
updated Crime Strategy 2008-11, namely:

Addressing crime at all points in the cycle, from prevention and
early intervention, through to stopping offenders from re-offending;
and

Tackling the root cause of crime.

The strategic objectives and underpinning actions in the plan are intended to
address a range of challenges in tackling hate crime, which were identified
through engagement with stakeholders including ACPO. These challenges
include:

Under-reporting
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The need to improve guidance, tools and standards to improve
prosecutions and bring more offenders to justice

Limited evidence on the nature and extent of hate crime
Empowering and supporting victims

The Authority monitors the number, severity and outcomes of hate crime at
the Diversity Monitoring Group.

Community Contact

The Authority’s Contact Plan 2009-1012 outlines how communication,
consultation, involvement and feedback will reach the diverse communities
of Cheshire. The Contact Plan Action Plan is monitored quarterly by
Engagement Committee. Community engagement is actively targeted at
diverse groups and focus groups have been held to seek their views on
policing.

Training

Members have undertaken training on diversity issues and Diversity is a
mandatory element of the Authority’s training plan.

Recruitment of Independent Members

The membership of the Authority is reflective of the community it serves, and
the Authority does all it can to encourage applications from a wide range of
communities. Vacancies are widely advertised to all communities in
Cheshire and appointments of independent Members to the Authority are
made purely on the ability of the individual to fulfil the skills and
competencies required to be a member of the Authority.

Custody Visitors

The Authority maintains and effective custody visiting scheme and each of
the Constabulary’s 3 custody suites is visited twice a week, resulting in
approximately 300 visits a year. The visits are all recorded and logged
centrally by the Authority and issues of concern raised with the appropriate
officer. Engagement Committee receives a report on the work of the custody
visitors on a six month basis.

Complaints Monitoring

Complaints received by the Police Authority relating to its statutory
obligations on equality issues (as distinct from the Chief Constable’s
obligations) are initially investigated by the Chief Executive to the Police
Authority and the complainant will be advised of the outcome of the
investigation and any actions proposed. If the complainant is not satisfied, a
report is presented to the Standards Committee of the Police Authority and
the complainant will be advised of the outcome.

Any complaints relating to the Authority or to an individual Member of the
Authority will initially be investigated by the Chief Executive and, if
appropriate, will be referred to the Authority’s Ethical Standards Committee.
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Complaints Procedure

If anyone believes that they have been directly affected by a failure of the
Police Authority to comply with the statutory requirements of the Act, they
should complain to:

Chief Executive

Cheshire Police Authority
Constabulary Headquarters
Clemonds Hey

Oakmere Road

Winsford

Cheshire

CW7 2UA

Tel: 01244 614001
Email: police.authority@cheshire.pnn.police.uk
Website: www.cheshirepa.police.uk by completing the online contact form

Complaints can be made in writing or by electronic means. If you wish to
discuss a possible complaint or other issue please contact the Chief
Executive.

The Authority will acknowledge all complaints on receipt and will make every
attempt to contact the complainant to discuss the most appropriate way to
progress and deal with the problem. The Authority undertakes to complete
an initial investigation and respond to the complainant within 20 working
days.

All complaints made in respect of this Scheme will be monitored by the Chief
Executive and reported to the Authority by way of the quarterly report on the
Scheme. Where a complaint relates to the actions of an individual member
of staff this will be dealt with under disciplinary procedures.

Where a complaint relates to the actions of an individual member of the
Authority this will be dealt with in the first instance by the Standards
Committee that will refer the matter, where necessary, to the Standards
Board for England.

This procedure applies to the Police Authority only. Complaints about the
Constabulary or Constabulary staff need to be made, in the first instance, to
the Constabulary’s Professional Standards Department. More information
on how to make a complaint about the police can be viewed at the
Independent Police Complaints Commission’s website at
www.ipcc.gov.uk/index/makingacompaint.htm

Employee Support

The Constabulary has a Diversity Unit to advise, influence and support
employees across the organisation in policy implementation, employment,
training, strategic planning and consultation. In addition the Unit supports
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force champions in ensuring that we continue to meet the equality
objectives.

The Constabulary has a number of support networks established:-

Disability Support Network
LGB&T Network

Black Police Association
Women’'s Network
Christian Police Association
Men’s Forum Group

Independent Advisory Group

In addition to this, the Authority has supported the development of an
Independent Advisory Group (IAG), which provides the organisation with a
diverse body of people who act as “critical friends” and provide feedback,
advice and guidance on policy, procedure and activity. The IAG assessed
the Authority’s 2005-2008 Race Equality Scheme and awarded it an “A”
grade. Engagement Committee receives regular updates on the work of the
IAG and the diversity leads for the Authority have a regular dialogue with its
Members. The IAG are invited to attend meetings of the Police Authority to
update it on its work, and Members and Authority staff attend meetings of
the IAG as necessary.

Following ACPO/APA Guidance on IAGs in 2008, the Authority undertook a
review of the structure and effectiveness of the Cheshire IAG. The
contribution made by the Group was commended. As a result of the review,
it was agreed by Engagement Committee on 26 August 2008 (Minute26) that
in order to ensure public accountability, the Authority would agree the IAG
annual priorities in conjunction with the Chief Constable, publish a summary
of IAG meetings on the Authority website and review IAG members
expenses.

Critical Incidents

The Authority has agreed a protocol with the Chief Constable on critical
incidents which includes those incidents likely to generate significant national
press interest or serious internal incidents involving staff.

When the on call ACPO officer becomes aware of a critical incident, the
Chief Constable or in his absence the Deputy Chief Constable will be
informed and he will in turn discuss the matter with the Chief Executive to
the Police Authority (or in his absence the Deputy Chief Executive). They
will discuss whether and how other Members of the Authority are to be
informed taking into account that a Member local to a particular incident will
have a special interest and may have become aware by other means. The
matter of whether other key figures such as local MPs need to be informed
will also be considered.

The command and management of such incidents will follow the procedures
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laid down in national manuals and codes of practice. Procedures for
ensuring that HMIC are aware of those incidents likely to be of interest to
Ministers will be followed. Partner agencies and GONW will be involved as
the incident and procedures require.

Where a Gold Group is formed to oversee a particular critical incident then
the Chief Constable and Chief Executive will agree whether a Member will
join that Gold Group. The role of such a Member is in relation to the
oversight and public consultation duties of the Authority. If any Member feels
that they have a conflict of interest, they should declare it and withdraw.
Police Authority Members local to an incident will be consulted when
community impact assessments are being considered.

The Independent Advisory Group (IAG) has a particular role in relation to
critical incidents as laid down in national guidance but this does not replace
the statutory role of the Police Authority including oversight and public
consultation.

Public Access to Information

Cheshire Police Authority is committed to ensuring that its work is open and
transparent, and that the services it provides are accessible to all
communities in Cheshire. In order to achieve this, and ensure that there are
no barriers to effective communication with the public, the Authority will
undertake to do the following:-

circulate agendas for meetings to all main public libraries across
Cheshire, Halton and Warrington, at least five working days prior
to the meeting;

post all agendas for meetings, together with their reports, on the
Authority’s website at least five working days prior to the meeting;
circulate its Local Policing Summary annually to all households in
Cheshire;

provide copies of “Your Policing” in large text and /or on audio
cassette;

offer copies of “Your Policing” in a number of languages;

circulate copies of this Scheme to those individuals/groups who
have been consulted upon it;

provide regular updates on the actions being taken to address the
Action Plan contained in the scheme to those individuals/groups
who have been consulted upon it;

regularly liaise with the Authority’s lead members on Diversity,
CHAWREC and the IAG on the development of the Scheme.

There will be occasions when it will not be possible to provide information
that has been requested, this will be because the information has been
deemed to be restricted. Where this is the case, the applicant will be given
the full reasons for the withholding of that information. The information that
is available to the public is set out in more detail in the Authority’s Freedom
of Information Publication Scheme, which is available on the Authority’s
website www.cheshirepa.police.uk.
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Although it is acknowledged that not all individuals and communities have
access to computers, the Authority will ensure that as much information as
possible is made available via its website. This does not, however, mean
that this will be the only medium used, and an assessment will be made of
each case to assess whether publication via other means is required.

Preventing Violent Extremism

The Authority is playing its part in the delivery of the Governments
CONTEST 2 Strategy to counter international terrorism. The Constabulary’s
and Authority’s contribution to the four elements of the strategy:- Prevent,
Pursue, Protect and Prepare are monitored by the relevant Committees and
panels. Whilst the Authority has worked within the framework of preventing
violent extremism and the risks of radicalistaion amongst people of the
Muslim faith, it is cognisant of the need to do this without discrimination,
prejudice or causing unnecessary concern.

TARGETS TO ACHIEVE
Local Employment Targets

The Crime and Policing Bill proposes that local employment targets relating
to race and gender should be agreed locally by police authorities and forces
in consultation with communities. This proposal was confirmed in the
Government’s review of the green paper consultation, stating that
“...ambitious targets should be set on the most important issues locally. The
police authority will set the targets, which should be agreed with the force,
and the target setting process must involve police officers, police staff and
local communities.”

Since 1999, the police service has been aspiring to meet a 10 year 7% BME
police officer and staff strength target, as introduced following the Stephen
Lawrence Inquiry. Although the service has doubled its BME police officer
representation to 4.1% in 10 years, it has become clear that local targets
reflecting local circumstances and community needs would be more
beneficial.

Association of Police Authorities Guidance will build on the responsibility of
authorities to:-

consider setting targets for their force to record and monitor
employment data beyond simply gender and race;

involve police officer, police staff and local communities in local
employment target setting;

involve IAGs in both analysing local mapping and assessment
exercises, as well as in developing appropriate local employment
targets;

set longer term stretch targets for inclusion in policing plans
alongside annual milestone targets;
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set employment targets for police staff (including PCSOs)
alongside those for police officers;

consider setting targets not just for recruitment, retention and
promotion; but also representation on specialist units; and
develop an appropriate communications strategy, which targets
internal and external communities, to promote the commitment
and drive of the authority in ensuring the local police force has a
more representative workforce.

Employment targets for 2009/10 were set and agreed by Staff Committee on
1 September 2009 (Minute 26) and are available on the Authority’s website
www.cheshirepa.police.uk

Public Confidence

The Government has set a national police target to increase public
confidence by 15% so that the crime and anti-social behaviour issues that
matter to people locally are being addressed. Confidence levels, which are
measured by the British Crime Survey, vary across the country, with the
latest national average at 46%. In Cheshire, the public level of confidence
measured in this way, is 43.5% with a target to increase this to 58.5% by
2012. The Authority and Constabulary are implementing a Joint Confidence
Strategy to meet this target.

Public Service Agreements

The Public Service Agreement (PSA15) specifically on equalities addresses
the disadvantage that individuals may experience because of their gender,
race, age, sexual orientation. Priorities for PSA 15 are to:-

reduce the gender pay gap from 12.6%;

tackle barriers which are due to gender, disability or age that limit
people’s choice and control in their lives;

increase participation in public life by women, ethnic minorities,
disabled people and young people; and

reduce discrimination in employment due to gender, race,
disability, age, sexual orientation, religion or belief.

The Government Equalities Office (GEO) will lead on this PSA and will work
with Government Departments, local authorities, Government Offices and
the Equalities and Human Rights Commission to agree the approach to
assisting public bodies in complying with the duties.
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CONSULTATION

Consultation about this scheme will be undertaken during its life with a representative sample of the people of Cheshire. Where
possible, this consultation will take place in conjunction with community interest groups. The monitoring of consultation will be

undertaken through the Engagement Committee quarterly update of the Contact Plan.

In developing the Race, Disability and Gender equality schemes, the following consultation took place:-

RACE

GENDER

DISABILITY

The Authority worked closely with a
number of bodies in the development of
the scheme including the Association of
Police Authorities, Police Authorities
Equality and Diversity Officer Network,
Cheshire Constabulary, The Independent
Advisory Group, North Wales Police and
Police Authority, Cheshire, Halton and
Warrington Race Equality Council and the
public of Cheshire.

The IAG carried out an independent
assessment of the scheme. They stated
that “The document is well written
incorporating excellent clear concise
language and limited use of jargon. The
aims, objectives and purpose of the
scheme are clearly outlined.” They
awarded an overall score of “A”

Cheshire Police Authority and
Constabulary worked together to consult
with employees and members of the
public.

Over 3000 surveys were distributed to a
representative sample of the public, the
survey was also placed on the Authority,
web site. A total of 826 (27.6%) of the
surveys were returned.

Focus Groups were held with;
- Cheshire Domestic Abuse
Partnership and Women'’s Aid
The Independent Advisory Group;
and

UNIQUE, a trans gender
community group.

Staff consultation was led by the

Cheshire Police Authority worked with other
public agencies to conduct multi-agency
consultation and involvement in the
preparation of this Scheme. Over 200
individuals with a disability from Cheshire,
Halton and Warrington were involved from:-

One voice

A to B Access Group
Leonard Cheshire
Iris

Redesmere

Firdale Centre

Flat Lane Centre
Link up Club

Day Service Network

Hebden Green School

The Hilary Centre

Learning Difficulties
Physical Disabilities
Physical Disabilities
Visual Impairment

Physical Disabilities
Learning Difficulties
Learning Difficulties
Physical Disabilities
Learning Difficulties
Physical Disabilities
Physical Disabilities

Involvement and consultation took the form of
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SCORE FOR EACH AREA

Tools, Monitoring

Scheme Development, Consultation A
and Review

Identification of General and Specific | A
Duties

Implementation B
Impact Assessment, Consultation A

Compliance and complaints

Constabulary’s Diversity Advisory Unit
with the involvement of the Authority.
Methods of consultation included;
an intranet survey
“Gender Agenda 2" Events
The Constabulary Women’s
Network
“Where Have All The Women
Gone?” — Events to develop action
plans to provide equal
opportunities for male and female
officers in specialist policing roles.
Consultation with trans gender
staff who scrutinised custody
procedures.

focus groups and workshops and covered
guestions about disability, barriers to using
public services and improvements that could
be made.
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CONTACTING THE POLICE AUTHORITY

If you would like a copy of this Scheme, or wish to discuss any aspect of i,
please do not hesitate to contact the Chief Executive, the contact details of
which are set out above. The Scheme is also available on the Authority’s
website at www.cheshirepa.police.uk , in your local library and local Race
Equality Council.

The ability to contact the police authority anonymously is also available via
the website. Individuals do not need to give their personal contact details if
they wish and can forward their concerns to the Authority who will action the
concern appropriately.

Attached at Appendix 7 is a feedback form on which you can return your
comments on this Scheme to the Authority. This can be done by post, fax or
email.

THE EQUALITY AND HUMAN RIGHTS COMMISSION

The Equality and Human Rights Commission is an independent advocate for
equality and human rights in Britain, the Equality and Human Rights
Commission aims to reduce inequality, eliminate discrimination, strengthen
good relations between people, and promote and protect human rights.

The commission challenges prejudice and disadvantage, and promotes the
importance of human rights.

The commission enforces equality legislation on age, disability, gender, race,
religion or belief, sexual orientation or transgender status, and encourages
compliance with the Human Rights Act.

The Commission and individuals are given the right by the Act to take legal
action against public authorities for unlawful racial discrimination. Where a
public authority has not met the general duty the Commission or a person
with an interest in the matter can challenge their actions by applying for a
judicial review. Powers to conduct formal investigations, and to serve
‘compliance notices’ on public authorities that are not complying with their
specific duties are also invested in the Commission.

In the event of any investigation the Authority undertakes to co-operate fully
and provide access to any relevant documentation as may be required by
the Commission.

Written complaints and requests for copies of the Code of Practice on the
Duty to Promote Race Equality should be made to the Equality and Human
Rights Commission

The Equality and Human Rights Commission helpline will give information
and guidance on discrimination and human rights issues. Contact:- Arndale
House, The Arndale Centre, Manchester, M4 3AQ

Telephone 0161 829 8100

Fax 01925 884 000

www.equalityhumanrights.com
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APPENDIX 1
DIVERSITY PROFILE FOR CHESHIRE

BLACK AND MINORITY ETHNIC (BME) COMMUNITIES

According to Cheshire Halton and Warrington Race Equality Council
(CHAWREC) 2007 report on the organisational and development needs of
BME groups “Reaching Out”, and from the 2001 Census data, it is estimated
that there are similar proportions of people from BME communities in all of
the policing areas of Cheshire, Halton and Warrington.

The 2007 estimates provide by the Office for National Statistics (ONS)
indicate that the resident population of Cheshire, Halton and Warrington is
1,003,500 compared to the 2001 census figure of 983,076, indicating a rise
of 20,424 people or 2%. The ethnic structure of Cheshire, Halton and
Warrington is estimated to be around 3.3% compared to 1.6% in 2001. This
compares to 5.4% of the Northwest and 8.8% of England and Wales
population being from BME groups.

White Population | Asian or Population | Black or Population
Asian Black
British British
White 944,500 Indian 5,800 Caribbean 1,700
British
White 7,800 Pakistani 3,700 African 2,600
Irish
Other 17,700 Bangladeshi 1,500
White
Other Asian 1,700 Other 400
Black
Mixed
White & 2,700 White & 1,300 White & 2,800
Black Black Asian
Carribean African
Other 2,100 Other 3,000
Mixed Ethnic
Group
Chinese 4,200 | | TOTAL 1,003,500

There are also significant white minority populations within Cheshire,
including Romany Gypsies and an emerging Polish migrant worker
population. This is not identified in the census information. It is estimated
that 96% of the resident population were born in the United Kingdom.

AGE / GENDER PROFILE

In the Cheshire policing area, 22.8% of the total population is under 18 years
old. 15% are aged 65 or more and the number of people aged 85+ is
forecast to double between 2006 and 2026.

49% of the population is male.
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RELIGION / FAITH

The majority of Cheshire residents follow the Christian faith and 10% of
people follow no religion.

Cheshire (%) Halton (%) Warrington (%)
Christian 80.50 83.83 82.03
Buddhist 0.16 0.10 0.12
Hindu 0.15 0.08 0.19
Jewish 0.12 0.03 0.06
Muslim 0.36 0.13 0.58
Sikh 0.05 0.03 0.14
Other religion 0.15 0.10 0.14
No religion 11.84 8.69 10.26
Religion not stated 6.67 7.00 6.48

ECONOMIC ACTIVITY
The table below illustrates that the majority of Cheshire residents are

employed (full or part time) or retired.

16 -74 Cheshire (%) Halton (%) Warrington (%)
Employed - Full 41.67 40.04 43.96
Time
Employed - Part 12.52 12.40 13.06
Time
Self Employed 8.69 462 6.57
Unemployed 253 453 292
Full Time Student 248 2.08 2.35
Retired 1535 12.85 13.51
Unemployed 3.54 371 3.02
Student
Looking after 599 6.88 5.49
home/family
Permanently sick / 494 9.76 6.20
disabled
Unemployed- other | 2.30 315 2.92
EDUCATIONAL ATTAINMENT
16 -74 Cheshire (%) Halton (%) Warrington (%)
No qualifications 25 66 34 67 2687
Lower level 44 53 46.73 46.37
qualifications
Higher level 23.04 11.31 19.73
qualifications
Unknown level 6.77 7.29 7.02

DISABILITY

The table below illustrates the general health of residents, 19% describe
themselves as having a long term illness.

Cheshire (%) Halton (%) Warrington (%)
General Health — 7056 66 .52 70.59
Good
General Health — 20.91 2183 20.35
Fairly Good
General Health — 853 11.65 9.06
Not Good
Limiting long-term 17.40 21.52 17.89
illness
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APPENDIX 2

EMPLOYEE DATA

The Authority employs 4466 members of staff (Data correct as of the 31
March 2009). The breakdown by gender is as follows:

Police Officers Total Male Gender Female
Grade/Rank
No. % No. %
ACPO 4 4 100.0% 0 0.0%
Chief
Superintendent 8 8 100.0% 0 0.0%
Superintendent 17 15 88.2% 2 11.8%
Chief Inspector 30 26 86.7% 4 13.3%
Inspector 133 112 84.2% 21 15.8%
Sergeant 378 311 82.3% 67 17.7%
Constable 1623 1156 71.2% 467 28.8%
Total 2193 1632 74.4% 561 25.6%
Police Staff Total Male Genuer Female
Grade/Rank
No. % No. %
ACPO/SCO 2 2 100.0% 0 0.0%
SM 19 8 42.1% 11 57.9%
PO 156 76 48.7% 80 51.3%
SO 98 56 57.1% 42 42.9%
4-6 1086 || 478 44.0% 608 56.0%
1-3 514 139 27.0% 375 73.0%
Total 1875 || 759 40.5% 1116 59.5%
: Gender
Special
Constabulary Male Female
No. | % No. | %
1 0 0.0% 1 100.0%
0 0 0.0% 0 0.0%
1 1 100.0% | O 0.0%
3 2 66.7% |1 33.3%
5 5 100.0% | O 0.0%
29 21 | 72.4% |8 27.6%
225 133 159.1% |92 |40.9%
264 162 | 61.4% | 102 | 38.6%
Rosiee Total Male e Female
Grade/Rank
No. | % No. | %
Total 236 133 | 56.4% 103 | 43.6%
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APPENDIX 3
EQUALITY, DIVERSITY & HUMAN RIGHTS: ACTION PLAN

This Scheme is a transitional document which outlines how the Authority will continue to meet its own statutory duties and monitor
those of the Constabulary as required by the Disability, Gender and Race legislation, and how, in preparation for the Single equality
Bill it will adopt a more encompassing approach to equality.

Therefore, this action plan contains actions that are equally applicable to all six main strands of diversity. Subsequent action plans
contain actions that are applicable to the Race, Disability and Gender Equality Schemes, which will continue to be monitored until the
enactment of the Single Equality Bill. .

No. | Action | Frequency |  Success Criteria | STATUS (2009) | Owner

Employment

1.1 | Set local employment targets Annually | Employment targets set | Targets set and agreed Staff Committee
and published on Targets on website
website and in Policing | To be included in policing
Plan plan 2010-2011

1.2 | Collect and publish monitoring data Annually | Monitoring data COMPLETE Engagement

in respect of Authority Members, published. Manager

staff and Independent Custody
Visitors complying in particular with
the race monitoring duty.

1.3 | Maintain records of monitoring data Ongoing | Monitoring data COMPLETE Member
in respect of applicants for retained. Services
Independent Member positions staff Manager
and Independent Custody Visitors.

1.4 | Review recruitment processes to As Job applicant data COMPLETE Chief Executive
attract candidates from more Required | shows a more diverse
diverse backgrounds. To include mix of applicants.

sites where vacancies are
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No. Action Frequency Success Criteria STATUS (2009) Owner
advertised to include all under-
represented groups, and the
consideration of methods of
increasing awareness.
1.5 | Monitor arrangements to comply Annually | Regular reports COMPLETE Chief executive
with the employment monitoring and received on recruitment,
duties, including regular reports of quarterly | staff profile and turnover
the makeup of the workforce. to HR lead member
Age Legislation
1.6 | Agree and publish a ‘Statement of Statement agreed COMPLETE Lead Members
Commitment’ to Age legislation The Authority has both an for Diversity &
Age Statement of Engagement
commitment and a separate | Manager
commitment to children and
young people published on
the website.
The Authority has
established a joint Children
and Young people’s Board
and strategy and also,
developed an older people’s
outcomes matrix
Community Contact
1.7 | Consider Cheshire geo and socio Ongoing | Decisions reflect needs | Vulnerable Localities Indices | Engagement
demographics in key decisions of diverse communities | agreed and mapped Manager
Local profiles in development
Work to monitor effect of
policing on young white

Version - Draft

-32-




‘“Your policing provided in
audio format

Stop and Search Information
available in multi language.
Focus Group conducted
using BSL.

BSL provided at Have Your

No. Action Frequency Success Criteria STATUS (2009) Owner
males ongoing
1.8 | Consider the needs of diverse Ongoing | Contact Plan includes Engagement
communities in setting the priorities methods of engaging Manager
for policing with identified diverse
communities and
actions monitored
Equality Impact Assessments
1.9 | Complete generic equality impact As Impact assessments COMPLETE Engagement
assessments of all high priority Required | completed Manager
functions and policies. Prepare an
action plan to resolve areas of
adverse or differential impact.
Public access to services and information
1.10 | Publish an annual local policing Annually in | Delivered to every COMPLETE Engagement
summary July household Manager
1.11 | Review the content, presentation Monthly | Website reviewed and Ongoing Engagement
and format of the Authority’s website upgraded where Manager
necessary
1.12 | Ensure information is available in Ongoing | No identified needs un- | “Your Policing’ Assessed by Engagement
accessible formats met plain English Campaign Manager
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No.

Action

Frequency

Success Criteria

STATUS (2009)

Owner

say meeting.

Authority was part of ODI
Accessible Information
Project

Readspeaker on website to
be developed

Stop & Account / Search

1.13

Publicise people’s rights

Ongoing

Consultation feedback
suggests that the
majority of people

understand their rights.

Stop & Search Scrutiny
Group 2008 made
recommendations for
improvement which were
implemented.

Consultation undertaken with
young people via
Connexions.

Website contains info and
complaints processes.

Stop and Search featured as
workshop in Speak Out
Young people’s Conference.
Information provided at public
events e.g. Have Your say
meeting & Roadshow

Engagement
Manager

Traini

ng for Members and staff

1.14

Formulate and implement an
equality and diversity training plan

To include further coaching for

for Members, staff and volunteers.

Annual

Training and
development needs
met.

COMPLETE

Engagement
Manager
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Scheme

approved by Members

No. Action Frequency Success Criteria STATUS (2009) Owner
people carrying out impact
assessments.
1.15 | All PDRs to include specific Annual Equalities included in Chief Executive
consideration of equalities. PDRs
1.16 | Formulate and implement an As required | New members training COMPLETE Members
egualities induction training plan for needs met Services
new members Manager
Reviews of this Scheme
1.17 | Consult on this Equality Scheme February | Amendments Engagement
with members of all communities, 2010 incorporated into Manager
encompassing Race, Religion, scheme/action plan
Sexual Orientation, Gender,
Transgender, Disability, Age and
differing Socio-economic groups
1.17 | Review this Scheme Every 3 Full review by March Engagement
years 2012 Committee
1.18 | Review this Action Plan Annually | Action Plan Updated Engagement
Committee
2. MONITORING THE CONSTABULARY
2.1 | Monitor and Review the Annually | Scheme Reviewed to Engagement
Constabulary Single Equality satisfaction and Committee
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No. Action Frequency Success Criteria STATUS (2009) Owner
2.2 | Monitor key Human Rights Ongoing | Annual report to COMPLETE Engagement
Engagement Manager
Committee.
2.3 | Monitor Complaints Quarterly | Complaints reviewed to | ONGOING Staff Committee
satisfaction. Complaints
about staff conduct
declining.
2.4 | Monitor satisfaction data Quarterly | Victims of crime data Satisfaction of victims of racist| Performance
monitored incidents with respect to the | Panel
overall service provided
monitored.
Comparison of satisfaction
for white users and users
from minority ethnic groups
with respect to the overall
service provided monitored
2.5 | Monitor Stop & Account/Search data | Quarterly | Data monitored and Ongoing Diversity
reasons for Monitoring
disproportionality Group
understood
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No. Action Frequency Success Criteria STATUS (2009) Owner
2.6 | Monitor hate Crime Quarterly | Hate Crime and Monitoring takes place at Lead Members
outcomes monitored to | Diversity Monitoring Group
satisfaction of lead
Members
2.7 | Review data and information Quarterly | Employment Data Ongoing Staff Committee
reporting to ensure that members monitored.
have the necessary information to
make informed decisions/judgments | Quarterly | Diversity Activity Engagement
on equalities and diversity issues. Monitored Committee
2.8 | Review procurement policies and Annually | Satisfactory response to | Ongoing Service
procedures and reporting/monitoring consideration of Improvement
to ensure that they reflect equality diversity in procurement Panel
and diversity responsibilities processes.
2.9 | Agree annual priorities and monitor Annually IAG Meeting summaries Lead Member
expenses of IAG and published on website. for Diversity
quarterly Expenses monitored by Lead

Member quarterly
Lead member provided

foreword in IAG annual report
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RACE EQUALITY SCHEME: ACTION PLAN

ACTION from Race Equality Scheme

PROGRESS TO DATE

Status

Owner

1. | Produce a list of activities that are
relevant to the general duty to promote
race equality. Prioritise the list of
activities according to their adverse
impact upon race equality

Equality Impact Assessments have been
undertaken of all Authority Policies and action
taken if necessary to better promote race equality
— Two Authority Officers and two Members have
been trained by IODA in Equality Impact
Assessment.

ElAs are available on Authority website.

COMPLETE

Engagement
Manager

2. | Review and consolidate the work of the
Independent Advisory Group

In partnership with the Constabulary, an
Independent Advisory Group (IAG) was
established in February 2004 to provide a ‘critical
friend ‘ relationship with the community at times of
increased tensions, and help develop the
Authority’s and Constabulary’s policies and
procedures.

The Group includes representatives of the many
diverse communities in Cheshire. The Authority’s
Engagement Manager regularly consults the IAG
on diversity issues such as the Local Area
Agreements, Disability and Gender Equality
Schemes and Celebr8 don’t Discriminate event.

COMPLETE

Engagement
Manager

3. | Dip Sample Constabulary EIAs

Review of Constabulary’s EIAs and Community
Impact Assessments of policies, procedures and
operational orders.

January
2010

Engagement
manager with lead
members for
Diversity
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ACTION from Race Equality Scheme

PROGRESS TO DATE

Status

Owner

4. | Monitor the Statutory Performance
Indicators (SPIs) relating to race issues

The Authority continues to monitor the suite of
SPIs relating to race issues on a quarterly basis
and request detailed reports on areas of concern.
These SPIs include detected violent crime by
ethnicity, satisfaction of victims of racist incidents,
general satisfaction levels, stops and stop/search
data, recruitment and retention

Ongoing —
Bi- monthly
scrutiny

Performance Panel

5. | Review consultation and engagement
mechanisms

An annual review of the Authority Contact Plan is
undertaken by Engagement Committee.

The Authority Contact Plan was approved by
Engagement Committee in May 2009 which
prioritises diverse groups with whom to consult
and sets out an action plan.

In 2007, the Authority carried out scrutiny of its
stop and search duties.

In May 2009, Young people from Connexions
undertook a survey about Stop & Search
experiences

May 2010

Engagement
Committee

6. | Ensure Members are briefed on Race
Equality issues

Members Equality, diversity & Human Rights
Training is mandatory.

October
2009

Engagement
Manager

7. | Consultation on Policing Objectives and
Priorities

Members of ethnic minority communities will
continue to be consulted on the policing objectives

Annually

Engagement
Manager
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ACTION from Race Equality Scheme

PROGRESS TO DATE

Status

Owner

and representatives of those groups will be
specifically targeted for their views.
The Authority has consulted widely with BME
communities about policing services, in particular,
a series of Focus Groups have taken place with:-

Cheshire Halton & Warrington Race Equality

Council

Chester Asian Council

Crewe Polish Association

Warrington Ethnic Women’s Group

Muslim women

Ongoing

8. | Publish information to a wide audience

The Authority’s Local Policing is circulated to all
households in Cheshire. Alternative formats of the
report are also offered.

Agendas for Authority meetings are widely
available through local libraries, from the Authority
offices and on the website.

Information is provided in a number of accessible
formats to encourage access to Authority
information.

A summary leaflet on the Race Equality Scheme
was produced in association with the Constabulary
and made available on line, in libraries, Citizens,
Advice Bureaus, CHAWREC and other public
outlets.

Ongoing

Engagement
Manager
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ACTION from Race Equality Scheme

PROGRESS TO DATE

Status

Owner

9. | Maintain an effective Independent
Custody Visiting Scheme

The Scheme was reviewed by the Chief Executive
and conforms with Home Office Guidance

The IAG were consulted on the custody visiting
scheme in June 2007 and described the document
as “excellent”

Ongoing

Member Services
Manager

10. | Seek feedback on policing services

In partnership with the Constabulary, the Authority
receives feedback on satisfaction surveys of users
of police services. This includes issues raised by
members of the ethnic minority communities and
seek further clarification on any adverse issues
which may impact on Authority and Constabulary

policy

Ongoing

Performance Panel

11. | Employee profile of Authority and
Constabulary

The Authority monitors the profile of the Authority’s
staff, Members and Constabulary staff to ensure
that they reflect the diverse communities of
Cheshire. When vacancies arise in the Authority’s
independent membership the Selection Panel
seeks applications from all sections of the
community.

Diversity is a key strand of all chief officer
appointments in accordance with the National
Competency Framework and candidates are
tested against this competency. Diversity is a key
element of Chief Constable’s personal

Quarterly
monitoring of
employment
data

Chief Executive
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ACTION from Race Equality Scheme

PROGRESS TO DATE

Status

Owner

development plan, which is appraised by the
Chairman.

12. | Oversight of discipline and grievance
procedures

The Authority has appropriate mechanisms in
place to ensure effective oversight and monitoring
of:-
disciplinary action against ethnic minority
officers/staff
the reporting of incidents of racial
discrimination via the internal confidential
reporting facility
grievance procedures and employment
tribunals relating to ethnic minority officers/staff

Quarterly

Chief Executive

13. | Open discussions with staff associations

Opportunities are provided for staff associations
and union, including the Black Police Association,
to meet with the Authority and discuss race related
issues - Meetings continue to be held with various
internal groups, chaired by the Authority
Chairman.

Bi-annually

Chief Executive

14. | Internal Cultural Audit

The results and subsequent actions taken in
response to annual internal cultural audits
including race related issues are monitored by the
Authority

Annually

Chief Executive

15. | Scrutiny of the delivery of training

The Constabulary’s implementation of the national
Police Race and Diversity Learning and
Development Programme (PRDLDP) is reviewed
in the annual HR strategy to ensure compliance

Annually

Chief Executive
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ACTION from Race Equality Scheme PROGRESS TO DATE Status Owner
with APA guidance.
16. | Liaison with outside bodies on race Liaison with the Association of Police Authorities Ongoing Engagement
equality Equality and Diversity Officers Network will Manager
continue to ensure that the Authority is updated on
race equality issues.
The Authority’s two lead Members on Diversity Lead Members
issues take an active part in race equality issues
and attend various meetings locally and nationally.
17. | Review Policing Plan Ongoing review of Policing strategy to ensure it Annually Chief Executive
remains pertinent to the needs of the diverse
communities of Cheshire
18. | Freedom of Information The Freedom of Information Act came into force Ongoing Deputy Chief
on 1 January 2005. Members of the public are Executive
able to request a wide range of information held by
the Authority.
19. | Partnership working ‘The Authority monitors its work on the Local Ongoing Engagement
strategic Partnerships, Crime and Disorder Manager

Reduction Partnerships and Children’s Trusts to
ensure its compliance with the duty to promote
race equality.
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DISABILITY EQUALITY SCHEME: ACTION PLAN

ACTION from the Disability Equality Frequency/ | STATUS Owner
Scheme Deadline
Ensure that Authority members and staff are | October Member Equality, Diversity & Human | Engagement
aware of the general and specific duty of the | 2009 Rights Training to be provided as Manager
Disability Discrimination Act mandatory
Conduct Equality Impact Assessment of December COMPLETE Engagement
Authority Policies and Procedures 2009 Manager
Ensure that all Authority consultation Ongoing Consultation will include: the DES Engagement
mechanisms include an opportunity to Action plans of the Authority, Manager
declare a disability and express barriers to Constabulary, policing objectives,
using police services caused by the disability budget and service improvement.
Provision of Police Authority Quarterly This will include venues for public Engagement
Communications in accessible formats and meetings and documents produced | Manager
locations for internal and external
stakeholders.
Conduct consultation with police service Ongoing Surveys, focus groups. A web link to | Engagement
users with disabilities. Particular emphasis a multi-agency questionnaire will be | Manager
will be placed on barriers to accessing police was made available on the Police
services caused by disability. Authority website.
Monitor the satisfaction levels of members of | Ongoing Undertaken as part of ongoing Engagement
the community with a declared disability Contact Plan Manager
Review the progress of the Constabulary Annually Monitored by Engagement Authority’s
Disability Action Plan Committee two lead
Members on
diversity
Monitor the employment of Constabulary Quarterly Recruitment HR
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ACTION from the Disability Equality Frequency/ | STATUS Owner
Scheme Deadline
staff with a declared disability Learning & Development
Complaints
Grievance, Discipline,
Bi-annually Harassment
Leavers
Part/time working
9 | Monitor the numbers of people with a As Required COMPLETE TO DATE Chief
disability applying for Authority posts. Executive
10 | Number of grievances raised formally under | Quarterly COMPLETE TO DATE Staff
a grievance procedure (including Fairness at Committee
Work / Respect) citing disability
discrimination
11 | Complaints of bullying, harassment or Quarterly COMPLETE TO DATE Staff
discrimination due to a disability Committee
12 | Informal complaints about disability Quarterly COMPLETE TO DATE Staff
discrimination Committee
13 | No of Employment Tribunal applications on Quarterly COMPLETE TO DATE Staff
the grounds of disability discrimination Committee
14 | Monitor exit interviews with staff leaving for Quarterly COMPLETE TO DATE Staff
reasons given which cite disability as the Committee
reason.
15 | Applications by people with a declared Quarterly COMPLETE TO DATE Staff
disability for: Committee
Flexible working
Part time working
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GENDER EQUALITY SCHEME: ACTION PLAN

ACTION from the Gender Equality Frequency/ | Status Owner
Scheme Deadline
Ensure that Authority members and Oct 2009 Member Equality, Diversity & Human Rights Engagement Manager
staff are aware of the general and Training to be provided as mandatory
specific duty of the Equality Act
Publish the Authority Gender Equality | COMPLETE | The scheme was published on the Authority’s Engagement Manager
Scheme website, sent to the groups with which we
consulted to develop the action plan, and made
available to the general public through libraries
and Citizen’s Advice Bureaus.
Conduct Equality Impact Assessment | COMPLETE | The Authority’s Engagement Manager, Deputy Engagement Manager
of Authority Policies and Procedures Chief Executive, two lead members for diversity
(all of whom completed EIA training in
November 06) complete EIAs
Ensure that all Authority consultation | Ongoing Consultation will include: the GES Action plans | Engagement Manager
mechanisms include an opportunity of the Authority, Constabulary, policing
to declare discuss gender related objectives, budget and service improvement.
issues and express barriers to using
police services
Provision of Police Authority Quarterly This includes venues for public meetings and Engagement Manager
Communications in accessible documents produced for internal and external
formats and locations stakeholders.
Conduct consultation with police Ongoing Surveys and focus groups. Engagement Manager
service users.
Monitor the satisfaction levels of Ongoing This will be assessed through the Confidence Engagement Manager
members of the community. Strategy
Review the progress of the Quarterly As required through Engagement Committee Authority’s two lead Members
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ACTION from the Gender Equality Frequency/ | Status Owner
Scheme Deadline
Constabulary Gender Action Plan on diversity
9 Monitor the gender and work/life Quarterly Recruitment Staff Committee
balance issues of Constabulary staff Learning & Development
Complaints
Grievance, Discipline, Harassment
Bi-annually Leavers
Part/time working
10 | Monitor the gender of applicants for | As Required COMPLETE TO DATE Chief Executive
Police Authority posts.
11 | Number of grievances raised formally | Quarterly COMPLETE TO DATE Staff Committee
under a grievance procedure
(including Fairness at Work /
Respect) citing gender discrimination
12 | Complaints of bullying, harassment Quarterly COMPLETE TO DATE Staff Committee
or discrimination due to gender
13 | Informal complaints about gender Quarterly COMPLETE TO DATE Staff Committee
discrimination
14 | No of Employment Tribunal Quarterly COMPLETE TO DATE Staff Committee
applications on the grounds of
gender discrimination
15 | Monitor exit interviews with staff Quarterly COMPLETE TO DATE Staff Committee
leaving for reasons given which cite
gender issues as the reason.
16 | Applications for: Quarterly COMPLETE TO DATE Staff Committee

Flexible working
Part time working
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APPENDIX 4
EQUALITY IMPACT ASSESSMENT FRAMEWORK AND TEMPLATE

Police Authorities are required to carry out Equality Impact Assessments on
all policies. The duty to carry out race equality impact assessments was
created by the Race Relations (Amendment) Act 2000 (RR(A)A). Through
the subsequent introduction of other legislation impact assessments are also
required to be carried out in respect of disability and gender.

What is an Equality Impact Assessment?

An Equality Impact Assessment (EIA) is a way of systematically and
thoroughly assessing, and consulting on, the effects that a proposed policy
is likely to have on people, due to factors such as their ethnicity, disability
and gender. It can also be used as a way of estimating the likely equality
implications of existing functions or policies.

An EIA should help the Authority anticipate and identify the equality
consequences of a policy, function or practice. The Authority can then take
steps to amend the policy or the ways in which it is implemented so that any
possible negative consequences are either mitigated or eliminated
altogether.

The main purpose of an EIA is to pre-empt the possibility that any proposed
policy, function or practice could affect some groups unfavourably.

What is a Policy?

A policy is ‘the set of principles or criteria an organisation develops to help
carry out its functions or role and to meet its duties’. In addition policies
include formal and informal decisions made in the course of their
implementation.

Policies do not affect everyone in the same way. Policy development and
decisions are made in full recognition of the diverse needs, circumstances
and concerns of the people who will be affected by them.

When should Equality Impact Assessments be Undertak en?

An EIA should be carried out when developing any relevant new policy,
initiative or procedure.

Equality Impact Assessments should only be carried out on relevant
functions, policies or procedures. An equality impact assessment consists of
two stages:

Stage 1 involves screening the policy or proposals to see if they are relevant.
All policies should be screened.

Version - Draft - 48 -



Stage 2 involves fully assessing policies as identified as being relevant to
make sure they do not have any adverse effects on any groups.

If the initial screening at stage 1 reveals that a function, policy or practice is
relevant to the duty, then it will need to be fully assessed to see if it could
have any adverse effects on people from different groups, and to make
changes or consider supplementary measures, to mitigate any negative
effects.

Both the initial screening and full assessment stages should be based on
regular consultation with people who are likely to be affected by any
proposed policy, or who have an interest in it, as well as formal consultation
when the draft policy is nearing completion.

Conducting Equality Impact Assessments

The initial stage 1 assessment will be made by a trained Police Authority
Officer using a standard assessment template.

Police Authority officers directly responsible for the relevant function, policy
or practice will carry out full stage 2 EIAs.

The Chief Executive has a specific delegation cited in Standing Orders ‘to
approve the Authority’s Equality Impact Assessments after consultation with
the Chairman of Engagement Committee.’

A completed EIA template is required to accompany all new policies of the

Authority and are published on the Authority’s website
www.cheshirepa.police.uk

Version - Draft - 49 -



APPENDIX 5
EQUALITY IMPACT ASSDESSMENT PROCESS
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APPENDIX 6

EQUALITY IMPACT ASSESSMENT

POLICY SINGLE EQUALITY SCHEME
Aims
Description The Scheme sets out the way in which the Authority will meet its own

statutory duties and monitor those of the Constabulary outlined in the
relevant Acts of Parliament and relevant regulations across the six core
“strands” of diversity. The Scheme provides a framework that will be
developed throughout its three-year life and sets out how the Authority will:-

identify policies and procedures to which equality legislation applies;
assess and where appropriate consult on the likely impact of our
proposed policies with regard to the promotion of diversity and
equality;

make arrangements for monitoring our policies for adverse impact;
make arrangements to publish the results of our assessments;

train our staff;

meet our specific duties in relation to employment;

monitor the Constabulary; and

promote diversity within the Constabulary and the Authority.

Which individuals and organisations are likely to h ave an interest in or
likely to be affected?

Any member of the public or employee likely to come into contact with the
Authority in the execution of its duty

General comments:-
The Authority is committed to ensuring equality and respect for all, and this
document sets out our ongoing commitment towards:-
eliminating unlawful discrimination;
promoting quality of opportunity;
promoting good relations with the communities of Cheshire; and
ensuring that the service we deliver meets the needs of those
communities.

This Scheme has been developed to reflect the progress the Authority has
made, in partnership with Cheshire Constabulary, towards developing a
service where equality is integral to all we do. The Authority believes in
compassion and respect for all people, and this Scheme sets out how the
Authority intends to address those areas of its work which could impact on
particular areas of the community.
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DOES THE ACTIVITY INCLUDE MECHANISMS TO:-

Promote equality of opportunity Yes
Eliminate discrimination that is unlawful. Yes
Eliminate harassment Yes
Promote positive attitudes Yes
Encourage participation Yes
Take steps to meet people's needs, even if this requires more Yes
favourable treatment.
Provide an opportunity for people to highlight the barriers presented Yes
by this policy?

DIVERSITY/GROUP IMPACT | REASONS/ COMMENTS

H/M/L

Race L The impact should be positive

Gender L The impact should be positive

Disability L The impact should be positive

Age L The impact should be positive

Sexual orientation L The impact should be positive

Religious belief L The impact should be positive

Transgender or L The impact should be positive

transsexual individuals

Could any high impact be justified on the grounds of promoting equality Yes

of opportunity?

Is a full assessment necessary? No

Could any high impact amount to an adverse impact in this policy? No

| am satisfied that this policy has been successfully impact assessed.

| understand the impact assessment of this policy is a statutory obligation
and that, as owners of this policy, we take responsibility for the completion
and quality of this process.

Signed (completing officer) Date
Signed (Chief Executive) Date
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APPENDIX 7

SINGLE EQUALITY SCHEME FEEDBACK FORM

The Authority will regularly review the Equality Scheme’s Action Plan to ensure that it
remains relevant and up-to-date. Your comments are welcome on anything that you
feel should be included in the scheme, or any changes that you would like to see
made.

Your comments/suggestions

Do you find the Police Authority’s Single Equality Scheme helpful? Yes/No

If no, what changes would you like to see made to the scheme?...........ccccccceiiiiiiiinnn.

Is there anything you believe that the Authority needs to add to this Scheme or its
ACTION PIANTY. .. ettt e e e e e et e e e e e e e e e et n e e e e e e s

Any other
(00 0 011 LT £

If you would like a response, please provide your contact
details........coovviiiiiii i

Please forward your comments to:-
Cheshire Police Authority (ref: SES), Constabulary Headquarters, Clemonds Hey,
Oakmere Road, Winsford, Cheshire, CW7 2UA

Email using the online contact form at www.cheshirepa.police.uk
Telephone: 01244 614001 or fax: 01244 61400
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