Appendix G: Action Plan

Takingthe Vision, Strategic Principles and the Objectives into account, we have devised a 12-month Action Plan for the Council. This plan seeks to build on
each of these areasto help the Council move from atheoretical understanding to practical implementation. Our recommendations (both internal and

external) are presented using a RAG system to indicate the timescales within which we recommend West Berkshire Council should implementthe
suggested improvements:

- (Short-term) - To be completed within the next 3months;
Amber (Medium-term) - To be completed within the next 6 months;
Green (Long-term) - to be completed withinthe next 12 months.

In developing this Action Plan, we have produced a set of recommendations that take into account the limited resources available in the Council. Whilewe
recommend that the Council pursues an ambitious approach to become community leaders forinclusioninthe future, itisimportantthat the actions set
out inthis 12 month plan focus on enabling the Councilto meet the PSED.

The colour coding systemis not used to indicate level of importance - all activities set outin this Action Plan should be considered priority areas of focus for

the nextyear. The actions are colour coded to reflect the fact that some of the actions can be taken more quickly than others. There are a number of
actions which TEG can supportthe Council to achieve, denoted by an asterisk (*), and others that we believe the Council should lead.

We have left the ‘Suggested Responsibility’ column blank to provide the Council with the opportunity to agree the most appropriate department foreach
action to sit with. We strongly recommend that this forms part of the stakeholdertesting and decision-making process as a key way of building
accountability forthe Action Plan’s success.



Recommendation

Justification

Associated

Objectives

Suggested
Responsibility

Timeframe

External [1] Identify (and build an approach | Several respondentsindicated to us that the Council’s community 2,3,4 Equalities
to engage with) local engagement has been limited and narrow in approach thusfar. There Officer
underrepresented community | was a general sentiment thatthe Council has not made the most of BCT Team
groups/ networks the opportunity to build relationships with the wide variety of
community networksinthe local population. PublicHealth
Early Years
We recommend that the Council particularly considers how best to Adultsocial
engage with the following groups: Care
e LGBT+ Communities Engagemen't
strategy built
e GRT communities and
s commenced
e Disability networks within6
e Young mums months
e Carers
e ArmedForcesand Veterans
External [2] Establish an external EDI An EDI communications strategy aims to simplify the approach to 1,3 CommsTeam Within 12
comms strategy sharing EDI updates and plans with stakeholders (in this case, Equaliti months
residents and partners). This willhelp to ensure thatthe Council hasa O?c;ielrles

consistent and joined-up approach toits external messaging. Regular
communications should aid the Council in: conveying the importance




of EDI, raisingawareness of future plans, and empowering local
communities todrive positive change.

The types of information the Councilwishes to share is to be agreed
internally, butit may be helpful to consider:

e Eventsthat the Councilis celebrating;

e Actionsthe Council hastaken or plansto take to embed EDlin
its wider strategy;

e The positive work of ERGs withinthe Council;
o EDI statementsfromthe Executive Team;
e LearningsfromEDI training;

e Updatesto processesthat will help to make West Berkshire a
more inclusive place tolive and work.

It isimperative to ensure thataninclusive approach to external
communicationsis atthe heart of any agreed strategy (particularly
ensuring that the method of communication does not create or
exacerbate digital exclusion, and considers accessibility). Conductinga
light-touch EqlA here may help the Council to mitigate againstany
equalities risks for particular groups.

External [3]

Seektounderstand the barriers
to standingforlocal election
for underrepresented groups

The Council should seek to be representative of the local population it
serves. Where particular groups appearto be standingin low
numbers, we advise that the Council explores the barriers (and
interventions required to overcome them) through continuous
engagement. ltcanalso helpto considerif there is overrepresentation

Equalities
Officer

Within 12
months




from particular demographicsin orderto considera) do those groups Democratic
have access to additional resources and what can be done to redress Services
the balance; b) what is positive about their experienceand whether
this be retained/ replicated; c) how can those from demographics
that are well represented or overrepresented be engaged to mitigate
this by representing others?
This process should resultinanincreased awareness of the lived
experiences of marginalised communities, and feeds into the
‘Everyone isunderstood’ StrategicPrinciple.
External [4] Review commissioned services | We recognise thatthe Council is facing budgetary constraints. This Procurement— | Ongoing
(suchas Educafe) to highlights the need to strategically evaluate the success of previously all
understand what worked and commissioned services (particularly of Educafe) to replicate success commissioned
how to replicate the and ensure any future spendingis driven by asense of ‘what works’.
success/expand the service
Equalities
Followingreview, the Councilshould seek toidentify how the Officer-
approach can be replicated orexpanded. There isaneedto consider Educafe
whethersuch services can also be made available outside of main
hubs such as Newbury, soas to allow forfurtherrural integration
(perhapsthrough the use of mobile units).
External [5] Considerthe feasibility of According to the EDI Needs Assessment, 36% of residents live in rural Transport Within 12
fortnightly ‘community areas and small settlementsin West Berkshire. Inadequate and months

transport’ days whereby those
living rurally are provided with

expensive transportation was repeatedly mentioned as abarrier for
rural residents. Recognising that the Council can only do so much
within one year, we suggest that fortnightly ‘community transport’




free travel into the main social
hubs

days, especially where these are aligned with particular
social/celebration events, are trialled.

We recommend thisisdone fora period of 3 monthsinitially to see
whetherthe activity has achieved its desired aim of rural integration
and community building. Failing this, the Council should seek to
explore additional barriers.

While ideally both Action4and 5 would be implemented, Action5is
of increased importanceinthe absence of Action 4.

External / Sign up to the Disability Our engagement with staff, residents and partnersrevealed ageneral | 2,3, 4 Alreadyinplace

Internal [6] ConfidentScheme sentimentthatdisability is nottreated as a priority for the Council. and managed
The Disability Confident Scheme’s tiered approach allows forclear by HR
direction and progression metrics to create a more intentional
approach to disability inclusion.

External / Identifyan EDI calendarto roll | An EDI Calendarsets outawareness days, months and eventsforthe | 4,8 Equalities

Internal [7] out across the Council year. We recommend that the Council adopts the use of an existing Officerfor
calendarand sharesthisinternally to raise awareness and promote external work
education. Externally, we recommend that the Council shares supported by
community posts aboutthe events contained in the Calendar to Staff EF and
promote community inclusion. Comms Team.

HR could take
responsibility
for theinternal
objective but



https://www.gov.uk/guidance/disability-confident-how-to-sign-up-to-the-employer-scheme
https://www.gov.uk/guidance/disability-confident-how-to-sign-up-to-the-employer-scheme
https://www.theequalgroup.com/resources/2022-edi-calendar

have no
dedicated
resource to do

this at present.

External /
Internal [8]

Review the Council’s approach
to EqlAsand identify areas for
improvement*

EqlA’s helpto ensure thatall new policiesand procedures are
designed with inclusion at their core and thatany potential adverse
effects can be accounted for and mitigated. Whilst the Council is not
legally obligated underthe PSED to conduct EqlA’s, they can help to
demonstrate compliance. We strongly recommend thata consistent
and holisticstructure around conducting these is agreed within the
Council, ensuringall stakeholders responsible for conducting them are
informed of the why, the how and the when.

Based on the findings of TEG’s engagement process, the EDI Needs
Assessment, and otherrecentlegislative changes, the Council should
consideraddinginadditional groups tothe EqlA process.

1,56

Legal

Equalities
Officer

External /
Internal [9]

We are aware that the Council (alongside Voluntary and Community
Sector partners) have already made positivestrides to engage with
various rural communities, presenting a strong opportunity to build
on the work that has been done to date. We recommend thata
guidance documentis produced and shared with those engagingin
outreachto ensure a standardised approach to sign-posting and
outreach methods. The guidance should also seek to encourage the
regularsharing of information between outreach officers to ensure an
informed approach on ‘whatworks’.

Equalities
Officer




Internal [10]

Developaspecific‘Reasonable
Adjustments’ policy*

Whilstthe Council has a Reasonable Adjustments Flow Chartto
provide guidance on access tofunding, notall staff who could benefit
fromreasonable adjustments may be aware that they are entitled to
them. Creatinga policy will help to ensure thatall staff who require
adjustments due to a disability are informed about what the process
isand what supportthey are entitled to.

Furthermore, a policy will provide assurance to staff that, evenif they
do not want/need adjustments due to adisability at present, they will
be able to access theminthe future should this change overtime. Itis
crucial that the Council is aware that insufficient understanding
and/orapplication of this process could resultin atype of disability
discrimination underthe Equality Act 2010. In an effortto increase
awareness, the Council may wishtofirstengage intrainingto better
understand reasonable adjustment processes.

6,8

Alreadyinplace
and managed
by HR

Internal [11]

Develop atraining programme
to promote EDI awareness*

Throughout our engagement process, we identified an acute needto
improve understanding of particular characteristics, including but not
limited to:

e Neurodiversity (Neurodiversity can, in many circumstances,
fall within the definition of disability under The Equality Act);

e Disability; and,

e GRT communities.

7,8

Some aspects
are alreadyin
place and are
led by HR using
the Corporate
Training budget.
An offerto
coverthe
neurodiversity
training




We recommend that this trainingis first conducted with senior
leaderstoensure those directingand deliveringon the key aspects of
the Council Strategy are equipped with the knowledge, skillsand
encouragementtoembody EDIin their day-to-day responsibilities.

We alsorecommend that EDI trainingis followed up with areflection
session forattendeesto discuss whatthey have learned, how it can

positively impact the Council’s priorities and also how the learnings
can be furtherdisseminated throughout the workforce.

required has
beenmadebya
company called
Cognassist.
Trainingis £10K
and budget can
be allocated
fromthe
Corporate
Training budget.
Any additional
training could
alsobe
procured
through use of
the corporate
training budget
if budget
currently puton
holdisallowed
to be usedfor
this purpose.
Thereisalso a
new LMS being
implemented
and at date of
writingitis
unknown what
EDI trainingis
available to

Expansion of
the EDI
Awareness
training to
managers
within6
months




supportthis
objective.

Internal [12]

Establish an approach to
engaging with Employee
Resource Groups (ERG)*

ERGs bring lived experience and, when supported, can help to fostera
sense of collectiveresponsibility, as per Strategic Principle 3. We
understand thatthere are a number of ERGs already set up at the
Council, butthatthere is nota structured approach to engaging with
them.

We suggest that Executive Directors orotherrelevantseniorleaders
withinthe Council conveneto agree an approach to this. The Council
should seek to establish OKR’s with each ERG, understand how
frequently they gather (and whetherthisisin theirlunch breaksorin
paidtime), and what level of engagement they would like with senior
leaders.

Once the above has been established, we recommend that an
Executive Sponsorisagreedforeach ERG, and that thisindividual will
be responsibleforattending meetings (frequency as perthe group’s
desire) and taking suggestions/recommendations to othersenior

7,8

Already a Staff
Equalities
Forumin place
whichis
managed by the
Equalities
Officer.
Women'’s
Networkand
Managers’
Networks
(aboutto start)
are led by the
Wellbeing
Business
Partner. This
postis currently
an FTCto the
315t March

Within 6
months




leaders where budget can be discussed and agreed to support
initiatives.

2024. Inorder
to ensure this
objective ismet
(and those lead
by HR) itis
suggested that
a 0.5FTE K/)
grade postis
createdas an
Employee
Engagement
and Equalities
post that would
sitin HR and
manage all of
the employee
EDI
responsibilities.
Without this
resource these
objectives
cannot be
delivered. It
should be noted
that as of the 1%
April 2024 there
will be 0.2FTE of
the current K
Grade Equalities
Officer post




that will be
vacant and
could
contribute to
the building of

the new 0.5FTE
post.
Internal [13] Establish aninternal EDI Much like an external EDI Communications strategy, aninternal 7 Equalities Within 6
Communications strategy* strategyisabout building asense of collective responsibility and Officerornew | months
ensuringclarity around EDI plans. For an internal strategy, greater Employee
focus should be placed on establishing accountability metrics, such as Engagement
who will own the action and when progressis expected to be post.
achieved.
The Executive Team may find it helpful to use this Action Planasa
base to develop acommunications strategy, agreeingwho willshare
updates, how frequently updates will be shared and the supporting
narrative thatwill sitalongside progress updates. We recommend
that communications convey both the successes and also where
improvements stillneed to be made - thisis a key aspect of becoming
more visible and transparent about the work the Council is doing.
Internal [14] Conducta policy and procedure | EDI (and all other people-related policies and procedures) should 56 A review action | Within 12
review* ideally be reviewed every 1-2years to ensure they are up to date, fit planforall months
for purpose andinline with best practice. An EDI-focused reviewaims peoplerelated
to address any words, phrases, tonality or format that could policiesis

(indirectlyordirectly) discriminate against particular

currently being




individuals/groups. We would recommend that grievance and drawn up.

disciplinary policies and processes that underpin the Council’s Howeverthe HR
approach to discrimination, harassment and victimisation are subject team has other
to reviewwithan EDI lens. As perAction 13, the Council should share priorities with
any updatesto policies and/or procedures with staff as part of any the

agreed communications strategy. implementation

of anewHRand
Payroll System
so reviews will
only be possible
without
additional
resource when
time allows. Itis
intended this
will howeverbe
overthe next
12 months.




Appendix A: Associated policies/strategies

Policy/Strategy

Context

Gender Pay Gap Data

The Councilislegallyrequiredtoreport
on Gender Pay Gap data each year.

‘ Comments

Completed by HR.

Maternity Procedure
[HRMAT] V.2.3 Nov 2019

This procedure setsout the entitlements
and responsibilities that apply to

employees who are pregnant and give
birth.

No change

Menopause Policy [HRMP] V.1
Sept 2020

The purpose of this policyisto raise
awareness, encourage open conversation
and supportworkersto continue to be
effectiveintheirjobs while experiencing
menopause.

Also a Menopause Awareness group
isin place and isled by the current
Employee Wellbeing Business
Partner.

Sickness Absence —Reporting
and ManagementPolicy,
Procedure and Guidance
[HRMSA1] V.1.9 Aug 2022

The purpose of this policyisto support
the effective reporting, recording and
management of sickness absence to
reduce itsimpacton service delivery and
provide appropriate supportto
employees.

Subjecttoreviewin 2023

Shared Parental Leave Policy
[HRSPLP]V.1March 2015

The purpose of this policyisto set out
how the Council will handle the
discretionary aspects of Shared Parental
Leave and Pay.

No change

Transgender Policy [TRPV1]
V.1Sept2018

The purpose of this policyisto set out the
Council’s commitmentto ensuring that
transgenderpeopleare treated with
dignity and are not unlawfully
discriminated against ordisadvantagedin
the workplace.

No change at present

Draft Council Strategy 2023-
2027 Forward Together [For
Consultation Jan 2023]

A Council Strategyis a business planning
documentthatsets out future priorities
and planned outcomes. A new Strategy is
produced every fouryears.

Currently subjecttoreviewin 2023.

Capability Procedure
[WBCPCR] V.4 Dec 2022

This procedure is to be used to manage
performance thatfalls below the required

Subjecttoreviewin 2023




standard due to ‘lack of aptitude, skill or
ability’.

Disciplinary Procedure [HR
Disc] V.4 Dec 2022

The Disciplinary Procedure is designed to
help and encourage employees to achieve
and maintain standards of conduct.

Subjecttoreviewin 2023

Equality in Employment Policy
[Norefgiven] V.3 March 2016

The purpose of this policyisto set out

West Berkshire Council’s approach to
diversity and equality inemployment.

Subjecttoreview but will be based
on resource availability

Equality Policy [Noref given]
V.1Jan 2018

The purpose of this Policyisto setout
West Berkshire Council’s visionand
commitmentto equality of opportunity
and respectfordiversity.

Subjecttoreview but will be based
on resource availability

Reasonable Adjustments for
Staff with Disabilities Flow

Chart [Norefgiven] V.3 May
2016

A Corporate Process for Accessing

Fundinginthe application of reasonable
adjustments for staff with disabilities.

New policy and procedure
implemented in 2022.




