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[bookmark: _Toc140754587]PURPOSE 
The purpose of an annual equality report is to provide an overview of an organisation's progress and efforts in promoting equality, diversity, and inclusion (EDI) within its operations and workforce. It serves as a means of transparency and accountability by documenting the organisation's commitment to these principles and tracking its performance over time.
[bookmark: _Int_Dp9B1oPz]Monitoring progress: The report allows organisations to assess their progress in achieving equality objectives and targets. By examining relevant data and metrics, such as workforce demographics, representation at different levels, pay gaps, and employee feedback, organisations can evaluate their performance and identify areas for improvement.
[bookmark: _Int_6H5QiSqh]Highlighting achievements: The report provides an opportunity to showcase successes and initiatives that have contributed to advancing equality, diversity, and inclusion within the organisation. It allows organisations to recognize individuals, teams, or departments that have made significant contributions in this regard and share best practices.
Identifying areas for improvement: Through data analysis and self-assessment, an annual equality report helps identify areas where the organisation may be falling short of its EDI goals. It can help pinpoint disparities, biases, or barriers that exist within the organisation and guide future strategies and interventions to address them effectively.
Promoting accountability: By publishing an annual equality report, organisations demonstrate their commitment to transparency and accountability in their efforts to promote equality. It provides stakeholders, including employees, customers, investors, and the wider public, with an insight into the organisation's EDI practices, progress, and challenges.
Engaging stakeholders: The report serves as a communication tool to engage and inform various stakeholders about the organisation's EDI initiatives. It enables organisations to maintain an open dialogue with employees, customers, partners, and other interested parties, fostering trust, understanding, and collaboration in promoting equality.
Compliance with legal and regulatory requirements: In some authorities, organisations may be legally required to produce annual equality reports as part of their obligations under anti-discrimination and equal opportunity legislation. These reports help demonstrate compliance with legal requirements and show a commitment to fulfilling legal obligations.
An annual equality report plays a vital role in driving organisational change, promoting transparency, and fostering a culture of equality, diversity, and inclusion. It enables organisations to measure their progress, identify areas for improvement, celebrate achievements, and engage stakeholders in their journey toward creating a more equitable and inclusive environment.
[bookmark: _Toc140754588]THE EQUALITY ACT 2010
The Equality Act 2010 is a comprehensive piece of legislation in the United Kingdom that aims to protect individuals from discrimination and promote equality across various characteristics. It replaced and consolidated previous anti-discrimination laws to provide a more unified and consistent approach.
[bookmark: _Int_EWxqoi3K]The Equality Act 2010 covers discrimination on the basis of nine protected characteristics, which are age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex, and sexual orientation. It prohibits both direct and indirect discrimination, harassment, and victimization related to these characteristics.
The Act is built on three key principles: equality, diversity, and inclusion. It aims to eliminate discrimination, advance equality of opportunity, and foster good relations between individuals with different protected characteristics.
The Act introduces a Public Sector Equality Duty, requiring public bodies and certain other organisations to actively promote equality and eliminate discrimination. It entails conducting equality impact assessments, setting equality objectives, and publishing information on compliance with the duty.
Since its enactment, the Equality Act 2010 has undergone some amendments and updates to address emerging issues and improve its effectiveness. It is important to stay updated with any legislative changes and guidance issued by the government or EHRC.
The Equality Act 2010 serves as a crucial framework for promoting equality and protecting individuals from discrimination in various areas of life. Its strategic goals include fostering an inclusive society, ensuring equal opportunities, and challenging discriminatory practices based on protected characteristics.
[bookmark: _Toc140754589]BACKGROUND 
In October 2020 Gwent Police agreed a Joint Strategic Equality Plan (JSEP) in partnership with the Office of the Police and Crime Commissioner. It outlines the Police and Crime Commissioner’s (PCC) and Chief Constable’s commitment to ensure that respect for equality, diversity, inclusion, and human rights underpins everything Gwent Police does. The plan is effective from 2020 until 2024 and ensures that Equality, Diversity, and Inclusion are priorities for both organisations. 

The plan aims to achieve the following four strategic equality outcomes and has an associated tactical delivery plan to aid delivery. 

Supporting Vulnerable People: To investigate and achieve justice for crimes with the greatest impact on vulnerable people, ensuring effective support for victims.  

Legitimacy and Fairness: To ensure that Gwent Police and the OPCC carry out their activities in a way that is proportionate and non-discriminatory and fosters positive relations between communities and policing.  

Access, Engagement, and Inclusion: To ensure that the services delivered by Gwent Police and the OPCC respond to the views, experiences, and needs of people who identify with protected characteristics, and the work the Force does promotes inclusion and cohesion.  

Creating an Inclusive Workforce and Promoting Fairness: To work towards a representative workforce and an inclusive workplace culture and ensure that everyone working for Gwent Police and the OPCC are treated fairly and without discrimination. 

[bookmark: _Toc140754590]PERFORMANCE 
The JSEP, a core part of delivery across Gwent Police and the OPCC is governed through the Force’s Legitimacy meeting. The plan in place across both Gwent Police and the Office of the Police and Crime Commissioner is in-place until 2024 when it will be reimagined to reflect the changing nature of policing and the communities of Gwent. The current plan remains under delivery across Gwent and forms part of all strategic plans developed within the force. 
[bookmark: _Int_Vuoc7m6z]From records, the force performance as at the end of the financial year 2021-2022 was as follows:
	64% 
73 MEASURES  
	21% 
31 MEASURES 
	9% 
10 MEASURES 

	Measures either delivered or consistently being managed through business-as-usual functions 
	Measures remain under development with planned delivery 
	Measures are yet to be introduced 



[bookmark: _Int_vSYkLuac]Following a review, the force performance as of the end of the financial year 2022-2023 was as follows
	78% 
89 MEASURES  
	21% 
24 MEASURES 
	1% 
1 MEASURES 

	Measures either delivered or consistently being managed through business-as-usual functions 
	Measures remain under development with planned delivery 
	Measures are yet to be introduced 

	14% increase

	Maintained

	8% reduction








[bookmark: _Toc140754592]EQUALITY OBJECTIVE ONE | SUPPORT VULNERABLE PEOPLE  

Focusing on how the police supports vulnerable groups across Gwent and works with partners. This sub-objective is set across the following area: 

· violence against women, domestic abuse and sexual violence​ 
· hate crime and disability-related harassment​ 
· early intervention and prevention​ 
· supporting victims ​ 
· criminal exploitation of children and other vulnerable people​ 
· modern day slavery and human trafficking​ 
· fraud and cyber-crime​ 
· crimes against older people 


	22 MEASURES  
	8 MEASURES 
	0 MEASURES 

	Measures either delivered or consistently being managed through business-as-usual functions 
	Measures remain under development with planned delivery 
	Measures are yet to be introduced 



Over the past year, the Force has made satisfactory progress under objective one, focusing on continually improving the services provided to vulnerable people. Since the adoption of the victim contact unit, officers, staff, and victims have been able to access enhanced support which ensures correct signposting, greater emphasis on a person’s wellbeing and more timely contact. 

Looking at specific areas of work, like many forces across the country, Gwent Police have invested in the development of a strategic approach to tackling violence against women and girls. In addition to improvements to the handling of information and investigations linked to violence against women and girls, the force has delivered an external facing campaign which shines a light of the perception of women and girls and ask society to make a change. 
The force has also recently completed an external rape review the findings of which have been reflected in organisational learning as well as a dedicated rape action plan. 
Hate crime is also an area which impacts those potentially vulnerable and living their lives with a protected characteristic (as defined under the Equality Act 2010). The force has recently refreshed the strategic plan for delivery as well as the associated action plan. Following extensive support by the Strategic Equality and Diversity Manger, with additional support from the LPA PC Harm and Vulnerability Officers the following measures has been developed:

· Hate crime lessons plans planned and delivered in local schools and other third sector settings.
· Weekly, monthly, and quarterly quality reviews embedded within governance.
· Improved external scrutiny panel which is aligned to HMICFRS inspection criteria.
· [bookmark: _Int_HngrGeoN]Embedded additional scrutiny through the CPS Hate Crime Rejuvenation All-Wales Board. 
· Dedicated external facing events to provide a bespoke message to those more likely to be a victim of a hate crime.
· Recruitment of dedicated points of contact to support victims and officers dealing with hate crime.
· Deep dive into quality through an independent dip sample of 50 hate crimes, broken down by LPA and hate crime strand. 
· Delivered training to officers and staff which reflects lived experience and third sector testimonials. 
· Refreshed induction training to better equip officers with information to support them engaging with victims of hate crime. 
The previously mentioned independent dip sample of 50 hate crimes found that, based on HMICFRS grading the force performed as follows:
	Outstanding 
	0 
	0% 

	Good 
	7 
	14% 

	Adequate 
	33 
	66% 

	Requires Improvement 
	10 
	20% 

	Inadequate 
	0 
	0% 



Point of success  
· 98% were allocated to appropriate resources 
· 88% included a clear investigation framework  
· 82% maintained regular victim contact  
· 94% resulted in a proportionate outcome  
Points of learning 
· 58% completed the required Niche template  
· 22% of investigated crimes considered additional witnesses  
· 1% were allocated an enhanced service at initial point of recording and review 
· 46% of victims were known to the suspect  
· 28% were repeat victims of crime 
· Less than 1% were considered from evidence-led prosecution  
· 28% provided evidence of supervisory oversight  
· 10% of outcomes considered an alternative disposal pathway  
· 22% of outcomes recorded a clear justification for closure outside of the criminal justice process. 
The force has designed a fast improvement plan to ensure that points of success are continuously improved, and points of learning challenged. 
[bookmark: _Int_fZfpLuHK]Through the work delivered in partnership between EDI and local policing teams, early intervention and prevention have also been a driving force behind delivery. As part of business as usual, proactive engagement within local education authorities has resulted in visits to local schools to discuss – crime, reporting, misogyny and other areas of criminality 
The force has also delivered improvement to the way in which policing actively engages and work with members of our GRT community. The force has developed a GRT quarterly forum which actively seeks to perceptions and issues of those living a GRT lifestyle. The forum has resulted in the co-production of a joint authorised encampment policy as well as additional recruitment internally of dedicated officers who are trained to work with GRT communities as they go about fully embodying GRT heritage. 
[bookmark: _Toc140754593]EQUALITY OBJECTIVE TWO | LEGITIMACY AND FAIRNESS 

This objective ensures that actions and activities undertaken by Gwent Police and the Office of the Police and Crime Commissioner are legitimate and fair, acting on behalf of the communities of Gwent. There are six independent areas which make up this key objective:
 
· stop & search and use of force ​ 
· community confidence in the use of police powers ​ 
· vulnerable people in custody ​ 
· public complaints ​ 
· public satisfaction ​ 
· transparency 


	18 MEASURES  
	8 MEASURES 
	0 MEASURES 

	Measures either delivered or consistently being managed through business-as-usual functions 
	Measures remain under development with planned delivery 
	Measures are yet to be introduced 



The strategic importance of policing acting with legitimacy, fairness, and on behalf of community wishes cannot be overstated. Police forces play a crucial role in maintaining public safety, upholding the rule of law, and fostering trust between the police and the communities they serve. 
Policing based on legitimacy and fairness builds trust within communities. When agencies operate in a manner that is perceived as just and equitable, community members are more likely to cooperate with the police, report crimes, and provide crucial information. Trust and cooperation are vital for effective crime prevention and solving cases.
When police act with legitimacy and fairness, communities feel safer. Residents are more likely to engage in proactive measures to prevent crime, such as participating in community watch programs or providing learning to local officers. Additionally, police legitimacy helps deter potential criminals, as they perceive a higher risk of being caught and face consequences for their actions.
Policing practices that respect community wishes and values can help mitigate tensions and reduce conflicts between the police and the public. By actively engaging with communities and considering their concerns, the police can address underlying issues, reduce discrimination, and prevent the escalation of conflicts. This fosters social cohesion and harmony.
Policing based on community wishes involves understanding the specific needs, priorities, and concerns of different neighbourhoods. This knowledge allows officers to focus their resources and efforts on addressing the most pressing issues faced by the community. By aligning their actions with community expectations, police can implement targeted strategies that are more effective in solving problems and improving quality of life.
[bookmark: _Int_54L38QJg]Acting with legitimacy and fairness enhances the authority and credibility of police officers, staff and the wider organisation. When the public perceives the police as legitimate, they are more likely to comply with laws, respect police authority, and accept the outcomes of policing interventions. This contributes to maintaining social order and stability within communities.
By acting with fairness, policing can minimise bias and discriminatory practices. Treating all individuals with equal respect and dignity, irrespective of their race, ethnicity, religion, or social status, helps build trust and prevents the erosion of community support. This approach also reduces the likelihood of legal challenges and public backlash against the police.
The strategic importance of policing with legitimacy, fairness, and responsiveness to community wishes lies in its ability to foster trust, enhance public safety, reduce conflicts, address community-specific challenges, maintain authority, and prevent bias. These principles not only contribute to effective law enforcement but also create a foundation for healthy and thriving communities.
Across Gwent Police, as well as UK Policing, this has been a theme of challenge and acceptance for change. One priority which should be highlighted is the multiple action plan that have been developed to tackle racism by becoming an anti-racist service. 
The term, an anti-racist organisation means; Actively identifying and eradicating the systems, structures and processes that produce radically differential outcomes for ethnic minority groups.
It involves acknowledging that even when we do not regard ourselves as ‘racist’ we can, by doing nothing, be complicit in allowing racism to continue.
It is not about changing the understanding or perceptions of communities, but rather about fixing systems that have not benefited and at times even damaged ethnic minority people.
Gwent Police are focused on three plans, these are:
· [bookmark: _Int_Xk3HV96l]NPCC Race Action Plan
· CJS All-Wales Anti-Racism Plan
· Welsh Government Pledge
It has been agreed across Wales that the following areas will be focused on to deliver real change through action:
· Improve the method and compliance of the recording of equality monitoring information, especially ethnicity. 
· Engaging and utilising neighbourhood policing with build links with under-serviced communities. 
· Establish opportunities to engage with the school’s programme Engage and encourage more members of our under-serviced communities to take part in scrutiny. 
· Understand any challenge any disproportionality in vehicle stops. 
· Fully embrace the strict criteria for the use of body worn video. 
· Actively review taser incidents.
· Ensure talent management to encourage retention of diverse officers and staff.
· Act as a listener ear to the experience of Gwent’s diverse workforce.
· Encourage all officers and staff members to set and achieve diversity objectives to deliver their own professional development. 
To align expectation with the importance of change, the force has delivered a local plan, which is locally owned and locally delivered. This plan sets out areas of action required within force to change perceptions, challenge long-held thinking and create a service which is truly equal. 
Already the force has developed work in the following areas:
· Community based approach to recruitment through robust and bespoke positive action. 
· Reimagined strategic mapping of community voices at the heart of decision making, with additional community members forming part of scrutiny groups. 
· Delivered training to officers and staff from those with lived experience (GRT engagement and Black Culture/ Heritage)
· Acceptance that existing data principles do not provide officers and staff with the best information to adopt an anti-racism mindset, with a national drive to standardised data recording standards. 
· Co-production approach with internal and external stakeholders while creating measures to tackle bias and disproportionality. 
· Acceptance that owing to a lack of challenge and understanding that policing has created an environment in which racism has existed with a commitment to create new ways of developing a new mindset and approach across policing in Gwent. 
· Delivery of a new equality impact assessment which enables policy leads to fully realise the potential outcomes of services and create measures to actively overcome any disproportionate outcomes. 
[bookmark: _Toc140754594]EQUALITY OBJECTIVE THREE | ACCESS, ENGAGEMENT, AND COHESION  

A core part of policing by consent is how the police engage with key stakeholders and members of the community. This equality objective considers: 

· access to policing services and information​ 
· working with partners​ 
· community inclusion and cohesion​ 
· community engagement​ 
· children and young people​ 
· access to victims’ services 

	31 MEASURES  
	4 MEASURES 
	1 MEASURES 

	Measures either delivered or consistently being managed through business-as-usual functions 
	Measures remain under development with planned delivery 
	Measures are yet to be introduced 



Actively engaging with all communities is crucial for policing because it:
· Builds trust and confidence between the police and the public.
· Promotes inclusivity and representation within policing.
· Enhances problem-solving and crime prevention efforts.
· Helps prevent bias and discrimination.
· Strengthens community partnerships.
· Contributes to overall public safety.
Active community engagement enables police officers and staff to understand community needs, foster positive relationships, and work collaboratively towards safer and more cohesive communities.

Over the past year there has been a concerted effort between EDI and local policing teams to build community engagement networks across Gwent. This has required extensive outreach and relationship building with local influences and third sector organisations who proudly served Gwent’s’ most under serviced communities. The approach taken, with co-production at its heart has allowed policing across Gwent to engage with communities who previously shied away from proactive engagements with local policing. This engagement has included:
· More than 10,000 community members engaged with regarding equality diversity and inclusion, specifically around the services on offer for those vulnerable as well as those more likely to be victim of a hate crime.
· Facilitated and attended more than 500 community events.
· Increased community contacts by 70%.
· Increased community representation on external scrutiny meetings by 40%.
· Responded and mitigate more than 150 complaints which did not result in formal process is and instead focused on learning and perception.
To ensure a sustained and resilient approach to community engagement, EDI have created a cultural calendar which accounts for local events as well as culturally sensitive celebrations to enable the wider organisation to improve understanding but also actively participate in events to truly illustrate the inclusive nature of policing across Gwent. The cultural calendar will continue to be a staple in the strategic delivery for the organisation, continually learning from lived experience as well as those actively participate in and engaging with members of Gwent’s local communities.
[bookmark: _Int_sxl7t6JX]Another area of delivery under this objective is the forces commitment to tailor services to better engage with members of Gwent’s communities living with a disability or with career responsibilities. Over the past year the EDI team have resourced a number of community engagement sessions specifically focused on delivering supportive messages around living with disability and how members of our vulnerable community can effectively engage with policing.
Through the Herbert, Elm and Trinity protocol, Gwent Police has ensured that local officers are able to effectively respond to reports and incidents involving members of our disabled community. 
Accessibility is also a fundamental right and a core part of the organisations public service equality duty, over the past year the EDI team has procured dedicated software which enables complex forms of communications i.e., forms, to be transposed into easy read documents using pictorial icons.
It is also important to reference the work carried out by the EDI team as part of the humanitarian response to refugees displaced through the Ukrainian conflict. working with partners the EDI team created and translated a range of publications which focused on introducing the policing style and services to Gwent’s newest arrivals. As part of this work Gwent Police arranged a welcoming event with partners from across the civil service, as well as the charity sector. The aim of this welcome event was two ensure a smooth transition an integration of those displaced into the white population.







[bookmark: _Toc140754595]EQUALITY OBJECTIVE FOUR | CREATING A REPRESENTATIVE WORKFORCE AND PROMOTING FAIRNESS  

[bookmark: _Int_5vvIsWvq]Building a workforce which represents the communities of Gwent is a core part of building trust and confidence, as well as developing a culture which champions difference. This objective focuses on the work of communications, recruitment and training covering: 

· positive action​ 
· gender equality​ 
· wellbeing in the workplace​ 
· staff engagement​ 
· education and training​ 
· socio-economic deprivation 

	19 MEASURES  
	7 MEASURES 
	0 MEASURES 

	Measures either delivered or consistently being managed through business-as-usual functions 
	Measures remain under development with planned delivery 
	Measures are yet to be introduced 



Creating a representative workforce within policing promotes fairness and equality which is crucial. 
A diverse workforce builds trust within communities by reflecting their diversity and experiences. When people see officers who understand their backgrounds, they are more likely to trust and cooperate with the police.
It builds a range of perspectives and cultural insights that improve understanding and effectiveness. Officers from diverse backgrounds can better relate to and address the unique challenges faced by various communities.
Officers who share common cultural and linguistic backgrounds can communicate more effectively, breaking down barriers and building stronger relationships. This improves collaboration and information sharing between policing and the public.
A diverse workforce is better equipped to address community-specific needs and concerns. Officers who come from the same communities can offer valuable insights into local dynamics, enabling targeted strategies and initiatives.
[bookmark: _Int_q78ILjy8]Promoting diversity helps reduce biases and discriminatory practices. Officers from different backgrounds offer alternative perspectives, fostering fair and equal treatment for all individuals.
A truly representative workforce, which reflects local communities improves public perception of policing. Communities are more likely to trust and engage with a police force that reflects their diversity, leading to stronger community partnerships.
By achieving a representative workforce promotes trust, cultural understanding, effective communication, targeted approaches, fairness, and positive community perception. These factors contribute to better policing outcomes and foster a sense of fairness and equality within society.
Within Gwent, there has been a concerted effort to achieve improved workforce representation through recruitment but also those already within the service disclosing their equality monitoring information. The following section sets out the driver behind greater workforce representation but also the current force performance and overall workforce data. 

[bookmark: _Toc140754596]WORKFORCE REPRESENTATION
Building an inclusive and representative organisation is of paramount importance for several strategic reasons. 
An inclusive and representative organisation brings together individuals from diverse backgrounds, experiences, and perspectives. This diversity fuels creativity and innovation as it allows for a broader range of ideas, insights, and problem-solving approaches. When employees feel valued and included, they are more likely to contribute their unique perspectives, leading to enhanced innovation and adaptability.
Inclusive organisations foster a sense of belonging and psychological safety, where all employees feel valued and respected. When employees feel included and able to bring their whole selves to work, they are more likely to be engaged and motivated. This, in turn, positively impacts productivity, job satisfaction, and overall organisational performance.
[bookmark: _Int_kDsfb1kq]Based on year ending figures (financial year) for 2022 and 2023 – the overall headcount of the organisation grew by 5% over the 12-month period, showing an increase of 107 employees. Through Operation Uplift, total establishment grew by 107 officers (this considers those exiting the organisation). Staff number have also grown slightly with a 19 increase, whereas Community Support Officers have dropped by four. 
[bookmark: _Int_BWwwb0cF]Looking at gendered representation, this is a fluid picture due to the commonality of society moving away from fixed labels which often do not best reflect a person’s gender identity and/ or expression. Available information shows that those declaring themselves as of female sex grew by 6.63% between the close of the two financial years. Male sex grew by 3.35% which is still the dominant sex throughout the organisation. The number of people preferring not to disclose their gender identity also grew in this time by 104.24% representing 369 of the workforces. Sexual identity has also seen significant changes with the number of people not disclosing their sexual identity dropping by more than 10%.
[bookmark: _Int_soCr5afE]Sexual orientation has also seen changes, those choosing to not disclose their orientation has dropped by nearly 10% with bisexual increasing by 20.4% and gay by 12.05%.
Age is a common concern across many organisations but particularly the police. Data shows that the biggest changes in workforce establishment come from the polar-ends of the age spectrum. Under 26 has grown by 15.14% as have the over 55s which has grown by 15.12%. The largest age demographic continues to be 41- 55 representing 855 employees. 
Ethnicity and workforce representation has improved over the 12-month period. Officers and staff from a Black, Asian, Minority Ethnic heritage has grown by 9.09% which equates to a headcount of 84. White continues to form the largest portion with more than 2370 officers and staff declaring this ethnicity. 
Looking at disability, there appears to be a mixed picture. Overall prefer not to disclose has dropped by 4.12% however those specifically not declaring any position has increased by 5.20%. Looking at available data more than 6.4% of the organisation identify themselves as living with a disability as defined under the Equality Act 2010. Looking at the recent Census data the average across Gwent stands at around 20%, showing a potential disparity in our own workforce. 
Welsh language has continued to develop in the organisation with new learners up by 13.36% however owing to leavers, more advanced levels of Welsh learners and speakers have dropped on average by 3.5%. Importantly, those identifying as having no Welsh language ability has dropped by more than 66%. 
[bookmark: _Int_J28Z22XT][bookmark: _Int_IHTbf3Yl]Christianity continues to be the dominate disclosed religion however shows a downward trend, which is similar to other religions which are on average are down by 7%. Those stating they have no religion represents the largest cohort within our workforce and shows a clear upward trajectory with a nearly 13% increase over the last 12-months. 


[image: ]


[bookmark: _Toc140754597]CO-PRODUCING A PLAN FOR THE FUTURE 
As the organisation steps into the final phase of the current JSEP, involving community groups and staff networks when developing a new equality plan is of significant strategic importance.
Developing diverse perspectives - Community groups and staff networks bring diverse perspectives and lived experiences to the development of an equality plan. By involving them, organisations gain insights into the unique challenges and needs of different communities and employee groups. This diversity of perspectives ensures that the equality plan is comprehensive, relevant, and addresses the specific concerns of those it aims to serve.
Building stakeholder engagement - Involving community groups and staff networks demonstrates a commitment to stakeholder engagement and collaboration. It creates a platform for open dialogue, enabling organisations to listen to the voices of those directly affected by the equality plan. This inclusive approach builds trust, strengthens relationships, and enhances the organisation's reputation as a responsible and responsive entity.
Increasing ownership - By involving community groups and staff networks, organisations foster a sense of ownership and buy-in among stakeholders. When individuals and groups are actively involved in the development of the equality plan, they feel a greater sense of responsibility and are more likely to support its implementation. This increases the likelihood of successful adoption and long-term commitment to the plan's goals and objectives.
Bespoke approach - Community groups and staff networks possess valuable insights and expertise that can inform the development of tailored solutions within the equality plan. Their input ensures that the plan addresses specific needs and challenges faced by different communities and employee groups. This leads to more effective strategies, policies, and initiatives that are better aligned with the realities on the ground.
Making a real difference - Involving community groups and staff networks ensures that the equality plan remains relevant and impactful. Their involvement helps identify emerging issues, gaps in existing approaches, and opportunities for improvement. By keeping the plan up to date and responsive to evolving needs, organisations can maximize its effectiveness and create positive change within the organisation and the wider community.
Partnership approach - Engaging community groups and staff networks create opportunities for collaboration and partnership. By working together, organisations can leverage the strengths, expertise, and resources of these groups to develop and implement the equality plan. This collaborative approach enhances the organisation's capacity to achieve its equality goals and promotes collective impact.
Identifying and managing risk - Involving community groups and staff networks in the development of the equality plan helps mitigate risks associated with potential blind spots or unintended consequences. By seeking diverse perspectives and conducting thorough impact assessments, organisations can identify and address potential risks, ensuring that the plan is fair, inclusive, and avoids any inadvertent discriminatory outcomes.
Our values - Involving community groups and staff networks in the equality plan development process demonstrates an organisation's commitment to its stated values of diversity, inclusion, and social responsibility. It sends a powerful message to both internal and external stakeholders that the organisation is genuinely interested in promoting equality and respects the voices and contributions of all involved.
Involving community groups and staff networks in the development of a new equality plan brings strategic benefits, including diverse perspectives, stakeholder engagement, increased ownership, tailored solutions, improved relevance and impact, collaboration opportunities, risk mitigation, and the demonstration of organisational values. It enables organisations to create a more inclusive, responsive, and effective equality plan that has a meaningful and positive impact on the organisation, its employees, and the wider community.
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ALL ALL

Headcount % Headcount % Headcount % Headcount % Headcount % Headcount % Headcount % Headcount % Headcount % Headcount Headcount Headcount %

Female 505 35.27% 564 36.65% 59 11.68% 555 66.71% 576 67.69% 21 3.78% 86 48.86% 82 47.67% -4 -4.65% 1146 1222 76 6.63%

Male

927 64.73%

975 63.35% 48 5.18% 277 33.29% 275 32.31% -2 -0.72% 90 51.14% 90 52.33% 0 0.00% 1294 1340 46 3.55%

1432 100.00% 1539 100.00% 107 7.47% 832 100.00% 851 100.00% 19 2.28% 176 100.00% 172 100.00% -4 -2.27% 2440 2562 122 5.00%

Female 435 30.38% 384 24.95% -51 -11.72% 485 58.29% 432 50.76% -53 -10.93% 31 17.61% 29 16.86% -2 -6.45% 951 845 -106 -11.15%

Male 740 51.68% 662 43.01% -78 -10.54% 251 30.17% 218 25.62% -33 -13.15% 40 22.73% 37 21.51% -3 -7.50% 1031 917 -114 -11.06%

Not Stated/Unknown 177 12.36% 434 28.20% 257 145.20% 73 8.77% 184 21.62% 111 152.05% 104 59.09% 105 61.05% 1 0.96% 354 723 369 104.24%

Prefer Not to Say 76 5.31% 56 3.64% -20 -26.32% 23 2.76% 17 2.00% -6 -26.09% 1 0.57% 1 0.58% 0 0.00% 100 74 -26 -26.00%

Prefer to self-describe

4

0.28%

3 0.19% -1 -25.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 4 3 -1 -25.00%

1432 100.00% 1539 100.00% 107 7.47% 832 100.00% 851 100.00% 19 2.28% 176 100.00% 172 100.00% -4 -2.27% 2440 2562 122 5.00%

Female

416 29.05% 475 30.86% 59 14.18% 464 55.77% 490 57.58% 26 5.60% 30 17.05% 36 20.93% 6 20.00% 910 1001 91 10.00%

Intersex

2 0.14% 2 0.13% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 2 2 0 0.00%

Male

719 50.21% 788 51.20% 69 9.60% 243 29.21% 243 28.55% 0 0.00% 33 18.75% 47 27.33% 14 42.42% 995 1078 83 8.34%

Not Stated/Unknown 208 14.53% 195 12.67% -13 -6.25% 94 11.30% 88 10.34% -6 -6.38% 111 63.07% 87 50.58% -24 -21.62% 413 370 -43 -10.41%

Other 4 0.28% 4 0.26% 0 0.00% 3 0.36% 3 0.35% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 7 7 0 0.00%

Prefer not to Say

83 5.80% 75 4.87% -8 -9.64% 28 3.37% 27 3.17% -1 -3.57% 2 1.14% 2 1.16% 0 0.00% 113 104 -9 -7.96%

1432 100.00% 1539 100.00% 107 7.47% 832 100.00% 851 100.00% 19 2.28% 176 100.00% 172 100.00% -4 -2.27% 2440 2562 122 5.00%

Under 26

174 12.15% 230 14.94% 56 32.18% 75 9.01% 63 7.40% -12 -16.00% 35 19.89% 34 19.77% -1 -2.86% 284 327 43 15.14%

26 to 40

702 49.02% 739 48.02% 37 5.27% 283 34.01% 302 35.49% 19 6.71% 78 44.32% 74 43.02% -4 -5.13% 1063 1115 52 4.89%

41 to 55

534 37.29% 539 35.02% 5 0.94% 311 37.38% 303 35.61% -8 -2.57% 43 24.43% 42 24.42% -1 -2.33% 888 884 -4 -0.45%

55 and Over

22 1.54% 31 2.01% 9 40.91% 163 19.59% 183 21.50% 20 12.27% 20 11.36% 22 12.79% 2 10.00% 205 236 31 15.12%

1432 100.00% 1539 100.00% 107 7.47% 832 100.00% 851 100.00% 19 2.28% 176 100.00% 172 100.00% -4 -2.27% 2440 2562 122 5.00%

BAME

48 3.35% 55 3.57% 7 14.58% 17 2.04% 16 1.88% -1 -5.88% 12 6.82% 13 7.56% 1 8.33% 77 84 7 9.09%

Not Stated/Unknown 5 0.35% 5 0.32% 0 0.00% 4 0.48% 6 0.71% 2 50.00% 0 0.00% 0 0.00% 0 0.00% 9 11 2 22.22%

Prefer not to Say

79 5.52% 68 4.42% -11 -13.92% 28 3.37% 24 2.82% -4 -14.29% 1 0.57% 2 1.16% 1 100.00% 108 94 -14 -12.96%

White

1300 90.78% 1411 91.68% 111 8.54% 783 94.11% 805 94.59% 22 2.81% 163 92.61% 157 91.28% -6 -3.68% 2246 2373 127 5.65%

1432 100% 1539 100.00% 107 7.47% 832 100.00% 851 100.00% 19 2.28% 176 100.00% 172 100.00% -4 -2.27% 2440 2562 122 5.00%

Asian / Asian British

16 1.12% 21 1.36% 5 31.25% 9 1.08% 9 1.06% 0 0.00% 7 3.98% 6 3.49% -1 -14.29% 32 36 4 12.50%

Black / African / Caribbean / Black British

7 0.49% 6 0.39% -1 -14.29% 3 0.36% 3 0.35% 0 0.00% 1 0.57% 3 1.74% 2 200.00% 11 12 1 9.09%

Mixed / Multiple Ethic Groups

21 1.47% 24 1.56% 3 14.29% 3 0.36% 2 0.24% -1 -33.33% 3 1.70% 3 1.74% 0 0.00% 27 29 2 7.41%

Not Stated/Unknown 5 0.35% 5 0.32% 0 0.00% 4 0.48% 6 0.71% 2 50.00% 0 0.00% 0 0.00% 0 0.00% 9 11 2 22.22%

Other ethnic group

4 0.28% 4 0.26% 0 0.00% 2 0.24% 2 0.24% 0 0.00% 1 0.57% 1 0.58% 0 0.00% 7 7 0 0.00%

Prefer not to Say 79 5.52% 68 4.42% -11 -13.92% 28 3.37% 24 2.82% -4 -14.29% 1 0.57% 2 1.16% 1 100.00% 108 94 -14 -12.96%

White

1300 90.78% 1411 91.68% 111 8.54% 783 94.11% 805 94.59% 22 2.81% 163 92.61% 157 91.28% -6 -3.68% 2246 2373 127 5.65%

1432 100.00% 1539 100.00% 107 7.47% 832 100.00% 851 100.00% 19 2.28% 176 100.00% 172 100.00% -4 -2.27% 2440 2562 122 5.00%

African

1 0.07% 1 0.06% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 1 0.57% 3 1.74% 2 200.00% 2 4 2 100.00%

Any other Asian background

1 0.07% 2 0.13% 1 100.00% 2 0.24% 3 0.35% 1 50.00% 2 1.14% 2 1.16% 0 0.00% 5 7 2 40.00%

Any other Black / African / Caribbean background

3 0.21% 4 0.26% 1 33.33% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 3 4 1 33.33%

Any other ethnic group

3 0.21% 3 0.19% 0 0.00% 2 0.24% 2 0.24% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 5 5 0 0.00%

Any other Mixed / Multiple ethnic background

6 0.42% 6 0.39% 0 0.00% 2 0.24% 2 0.24% 0 0.00% 1 0.57% 1 0.58% 0 0.00% 9 9 0 0.00%

Any other White background

44 3.07% 46 2.99% 2 4.55% 22 2.64% 19 2.23% -3 -13.64% 10 5.68% 8 4.65% -2 -20.00% 76 73 -3 -3.95%

Arab

1 0.07% 1 0.06% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 1 0.57% 1 0.58% 0 0.00% 2 2 0 0.00%

Bangladeshi

7 0.49% 7 0.45% 0 0.00% 3 0.36% 3 0.35% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 10 10 0 0.00%

Caribbean

3 0.21% 1 0.06% -2 -66.67% 3 0.36% 3 0.35% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 6 4 -2 -33.33%

Chinese

1 0.07% 2 0.13% 1 100.00% 1 0.12% 1 0.12% 0 0.00% 1 0.57% 0 0.00% -1 -100.00% 3 3 0 0.00%

Gypsy or Irish Traveller

1 0.07% 2 0.13% 1 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 1 2 1 100.00%

Indian

5 0.35% 6 0.39% 1 20.00% 1 0.12% 1 0.12% 0 0.00% 3 1.70% 2 1.16% -1 -33.33% 9 9 0 0.00%

Irish

3 0.21% 4 0.26% 1 33.33% 2 0.24% 2 0.24% 0 0.00% 1 0.57% 1 0.58% 0 0.00% 6 7 1 16.67%

Not Stated

5 0.35% 5 0.32% 0 0.00% 4 0.48% 6 0.71% 2 50.00% 0 0.00% 0 0.00% 0 0.00% 9 11 2 22.22%

Pakistani

2 0.14% 4 0.26% 2 100.00% 2 0.24% 1 0.12% -1 -50.00% 1 0.57% 2 1.16% 1 100.00% 5 7 2 40.00%

Prefer Not To Say

79 5.52% 68 4.42% -11 -13.92% 28 3.37% 24 2.82% -4 -14.29% 1 0.57% 2 1.16% 1 100.00% 108 94 -14 -12.96%

Roma

0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0 0 0.00%

Welsh/English/Scottish/Northern Irish/British

1252 87.43% 1359 88.30% 107 8.55% 759 91.23% 784 92.13% 25 3.29% 152 86.36% 148 86.05% -4 -2.63% 2163 2291 128 5.92%

White and Asian

5 0.35% 6 0.39% 1 20.00% 1 0.12% 0 0.00% -1 -100.00% 1 0.57% 1 0.58% 0 0.00% 7 7 0 0.00%

White and Black African

4 0.28% 5 0.32% 1 25.00% 0 0.00% 0 0.00% 0 0.00% 1 0.57% 1 0.58% 0 0.00% 5 6 1 20.00%

White and Black Caribbean

6 0.42% 7 0.45% 1 16.67% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 6 7 1 16.67%

1432 100.00% 1539 100.00% 107 7.47% 832 100.00% 851 100.00% 19 2.28% 176 100.00% 172 100.00% -4 -2.27% 2440 2562 122 5.00%

Bisexual

38 2.65% 47 3.05% 9 23.68% 10 1.20% 11 1.29% 1 10.00% 1 0.57% 1 0.58% 0 0.00% 49 59 10 20.41%

Gay/Lesbian

57 3.98% 67 4.35% 10 17.54% 20 2.40% 21 2.47% 1 5.00% 6 3.41% 5 2.91% -1 -16.67% 83 93 10 12.05%

Not Stated/Unknown 83 5.80% 81 5.26% -2 -2.41% 40 4.81% 39 4.58% -1 -2.50% 46 26.14% 38 22.09% -8 -17.39% 169 158 -11 -6.51%

Other Sexual Orientation 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0 0 0.00%

Prefer Not to Say

145 10.13% 131 8.51% -14 -9.66% 62 7.45% 57 6.70% -5 -8.06% 5 2.84% 4 2.33% -1 -20.00% 212 192 -20 -9.43%

Prefer to self-describe 3 0.21% 3 0.19% 0 0.00% 0 0.00% 1 0.12% 1 0.00% 0 0.00% 0 0.00% 0 0.00% 3 4 1 33.33%

Straight/Heterosexual

1106 77.23% 1210 78.62% 104 9.40% 699 84.01% 722 84.84% 23 3.29% 118 67.05% 124 72.09% 6 5.08% 1923 2056 133 6.92%

1432 100.00% 1539 100.00% 107 7.47% 832 100.00% 851 100.00% 19 2.28% 176 100.00% 172 100.00% -4 -2.27% 2440 2562 122 5.00%

No

1196 83.52% 1315 85.45% 119 9.95% 703 84.50% 730 85.78% 27 3.84% 162 92.05% 161 93.60% -1 -0.62% 2061 2206 145 7.04%

Not Stated/Unknown 7 0.49% 4 0.26% -3 -42.86% 2 0.24% 0 0.00% -2 -100.00% 3 1.70% 2 1.16% -1 -33.33% 12 6 -6 -50.00%

Prefer Not to Say

131 9.15% 127 8.25% -4 -3.05% 56 6.73% 54 6.35% -2 -3.57% 7 3.98% 5 2.91% -2 -28.57% 194 186 -8 -4.12%

Declared Disabled

98 6.84% 93 6.04% -5 -5.10% 71 8.53% 67 7.87% -4 -5.63% 4 2.27% 4 2.33% 0 0.00% 173 164 -9 -5.20%

1432 100.00% 1539 100.00% 107 7.47% 832 100.00% 851 100.00% 19 2.28% 176 100.00% 172 100.00% -4 -2.27% 2440 2562 122 5.00%

Career Break

2 0.14% 2 0.13% 0 0.00% 2 0.24% 1 0.12% -1 -50.00% 0 0.00% 1 0.58% 1 0.00% 4 4 0 0.00%

Deployable

1356 94.69% 1440 93.57% 84 6.19% 789 94.83% 818 96.12% 29 3.68% 165 93.75% 161 93.60% -4 -2.42% 2310 2419 109 4.72%

Long Term Sickness

48 3.35% 52 3.38% 4 8.33% 26 3.13% 14 1.65% -12 -46.15% 10 5.68% 6 3.49% -4 -40.00% 84 72 -12 -14.29%

Maternity

14 0.98% 25 1.62% 11 78.57% 14 1.68% 15 1.76% 1 7.14% 1 0.57% 3 1.74% 2 200.00% 29 43 14 48.28%

Paternity

0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0 0 0.00%

Seconded Out

0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0 0 0.00%

Suspended

12 0.84% 20 1.30% 8 66.67% 1 0.12% 3 0.35% 2 200.00% 0 0.00% 1 0.58% 1 0.00% 13 24 11 84.62%

1432 100.00% 1539 100.00% 107 7.47% 832 100.00% 851 100.00% 19 2.28% 176 100.00% 172 100.00% -4 -2.27% 2440 2562 122 5.00%

Not Stated/Unknown 55 3.84% 18 1.17% -37 -67.27% 24 2.88% 11 1.29% -13 -54.17% 3 1.70% 0 0.00% -3 -100.00% 82 29 -53 -64.63%

Welsh - Level 1

1155 80.66% 1330 86.42% 175 15.15% 680 81.73% 773 90.83% 93 13.68% 149 84.66% 146 84.88% -3 -2.01% 1984 2249 265 13.36%

Welsh - Level 2

36 2.51% 66 4.29% 30 83.33% 17 2.04% 23 2.70% 6 35.29% 6 3.41% 8 4.65% 2 33.33% 59 97 38 64.41%

Welsh - Level 3

27 1.89% 26 1.69% -1 -3.70% 4 0.48% 2 0.24% -2 -50.00% 0 0.00% 2 1.16% 2 0.00% 31 30 -1 -3.23%

Welsh - Level 4

30 2.09% 35 2.27% 5 16.67% 10 1.20% 11 1.29% 1 10.00% 2 1.14% 5 2.91% 3 150.00% 42 51 9 21.43%

Welsh - Level 5

31 2.16% 30 1.95% -1 -3.23% 9 1.08% 9 1.06% 0 0.00% 1 0.57% 0 0.00% -1 -100.00% 41 39 -2 -4.88%

Welsh - No Skill

98 6.84% 34 2.21% -64 -65.31% 88 10.58% 22 2.59% -66 -75.00% 15 8.52% 11 6.40% -4 -26.67% 201 67 -134 -66.67%

1432 100.00% 1539 100.00% 107 7.47% 832 100.00% 851 100.00% 19 2.28% 176 100.00% 172 100.00% -4 -2.27% 2440 2562 122 5.00%

Any Other Religion

0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0 0 0.00%

Buddhist

5 0.35% 4 0.26% -1 -20.00% 5 0.60% 5 0.59% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 10 9 -1 -10.00%

Christian (All Denominations)

473 33.03% 466 30.28% -7 -1.48% 328 39.42% 324 38.07% -4 -1.22% 38 21.59% 37 21.51% -1 -2.63% 839 827 -12 -1.43%

Hindu

2 0.14% 1 0.06% -1 -50.00% 1 0.12% 2 0.24% 1 100.00% 1 0.57% 1 0.58% 0 0.00% 4 4 0 0.00%

Jewish

1 0.07% 2 0.13% 1 100.00% 1 0.12% 1 0.12% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 2 3 1 50.00%

Muslim

9 0.63% 12 0.78% 3 33.33% 4 0.48% 3 0.35% -1 -25.00% 5 2.84% 5 2.91% 0 0.00% 18 20 2 11.11%

No Religion

688 48.04% 799 51.92% 111 16.13% 374 44.95% 403 47.36% 29 7.75% 73 41.48% 80 46.51% 7 9.59% 1135 1282 147 12.95%

Not Stated/Unknown 79 5.52% 83 5.39% 4 5.06% 38 4.57% 36 4.23% -2 -5.26% 47 26.70% 39 22.67% -8 -17.02% 164 158 -6 -3.66%

Other

31 2.16% 33 2.14% 2 6.45% 20 2.40% 18 2.12% -2 -10.00% 4 2.27% 3 1.74% -1 -25.00% 55 54 -1 -1.82%

Pagan

0 0.00% 1 0.06% 1 0.00% 0 7.21% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 1 1 0.00%

Prefer Not to Say

141 9.85% 134 8.71% -7 -4.96% 60 7.21% 58 6.82% -2 -3.33% 7 3.98% 7 4.07% 0 0.00% 208 199 -9 -4.33%

Sikh

3 0.21% 4 0.26% 1 33.33% 1 0.12% 1 0.12% 0 0.00% 1 0.57% 0 0.00% -1 -100.00% 5 5 0 0.00%

1432 100.00% 1539 100.00% 107 7.47% 832 100.00% 851 100.00% 19 2.28% 176 100.00% 172 100.00% -4 -2.27% 2440 2562 122 5.00%
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