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1.   Introduction 
 
Breckland Council’s vision is “to make Breckland a better place with a brighter future”.  We recognise and value diversity and the contribution that 
people from different backgrounds and cultures bring to the development and wellbeing of our district and are committed to principles of equality 
as an employer and service provider to all sections of the community.   
 
The Council’s Comprehensive Equality Policy and Action Plan sets out how we will promote equal opportunities throughout the authority and how 
we will achieve Level 3 of the Equality Standard for Local Government by March 2010 – as set out in our Business Plan 2008-2014.     
 
This statutory Race Equality Scheme is incorporated in the Comprehensive Equality Policy, together with the Disability Equality Scheme and the 
Gender Equality Scheme. 
 
The Stephen Lawrence Inquiry Report (Macpherson, 1999), highlighted the way that institutional discrimination can influence how organisations 
operate and the way services are provided.  Institutional racism is defined in the Report (para 6.34) as:  “the collective failure of an organisation 
to provide an appropriate and professional service to people because of their colour, culture and ethnic origin.  It can be seen or detected in 
processes, attitudes and behaviour which amount to discrimination through unwitting prejudice, ignorance, thoughtlessness and racist 
stereotyping which disadvantage minority ethnic people”.   
 
With the aim of providing a proactive and systematic approach towards anti-discrimination, this Race Equality Scheme is one among others that 
underpins our commitment to equality of opportunity and valuing diversity as a service provider and a major employer in the Breckland district by 
identifying how all members and staff can contribute to our aims.  It also outlines how we will mainstream race equality issues consistently 
throughout the Council; continuously improve our performance on race equality by identifying where improvements are needed; monitor and 
review our performance to meet our aims and objectives; and consult with key stakeholders to ensure our policies meet their needs. 
 
Our initial Race Equality Scheme was published in May 2002, which has formed the basis of this updated and revised Scheme.   
 
2. Breckland’s Diverse Community 
 
Breckland is one of the largest rural districts in England with a population that is primarily white (98.5%), covering over 1,305 square kilometres, 
and is one of the most sparsely populated (0.9 people per hectare). The size and spread of the district has a major impact on service delivery 
and presents challenges in terms of access and community engagement, especially with ‘hard to reach’ communities.  The 2001 Census claims 
that 0.92% of the Breckland population are from an ethnic background.   
 
Two of the largest ethnic communities in Breckland are the Migrant Worker and the Gypsy/Traveller Communities.  The Breckland Social 
Inclusion Strategy (SIS), which was developed for Breckland’s Local Strategic Partnership and published in August 2007, identified specific 
characteristics of deprivation and social exclusion for Migrant Workers and, Gypsies and Travellers.  At this stage, there is no up to date data of 
how many of these migrant workers make up the population in the district, and it is understood that many are hidden in the Census data.  These 
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workers, who are generally found working in the low paid agriculture and factory work sectors, are being disadvantaged with regards to their 
health, housing, education, skills, employment and their vulnerability to low pay. Travellers and Gypsies also suffer disadvantage and deprivation 
with regard to their health, education and skills.  This underlines that minority ethnic groups generally have a poor take up of services and suffer 
some of the worst educational, health and economic outcomes, making our very local approach to community cohesion through the Sustainable 
Community Strategy for Breckland even more important. 
 
As at 26th February 2008, the total workforce at Breckland Council comprised 0.86% (3 people out of 354) members of staff from an ethnic 
background.  There are no Black and Minority Ethnic (BME) staff members in the top 5% of earners within the authority.  With this relatively small 
workforce, we will focus on developing an organisational culture that values diversity and embraces the equality principles.   
 
3. Aim 
 
Everyone has the right to be treated with dignity and respect and we are committed to the elimination of unfair and unlawful discrimination in all 
our policies, procedures and practices to ensure that no member of the public, employee or job applicant will be discriminated against because of 
their ethnic origin. The aim of this Race Equality Scheme is to ensure we meet our general and specific duties under the Race Relations 
(Amendment) Act 2000.   
 
4. Priorities 
 
Norfolk Ambition and Breckland’s Sustainable Community Strategy have developed clear links between the priorities of local people, partners 
and the Government, and have provided a strong body of evidence to inform concerted and positive action.  We have brought these priorities 
together in the following themes in our Business Plan: 
 
Building safer and stronger communities 
Building prosperous communities 
A clean and green environment 
An entrepreneurial council 
“Your Council, your services”  tailored services for local people 
 
The ‘building safer and stronger communities’ theme focuses on ensuring that communities are safe, secure, integrated with fairness and 
equality of opportunity for all and this is reflected in our strive to uphold our value of equality, whereby we will ensure that everyone is treated 
equally and with dignity.  Local people have expressed concern about the need to promote a better understanding between Breckland’s different 
communities, especially those who have moved to the area recently.  This objective is closely linked with the need to reduce inequalities in the 
health and wellbeing of different groups of people and access to services. 
 



 

4 

5. Our Race Equality Standards 
 
The Council’s Comprehensive Equality Policy sets out a set of equality standards, which in turn support the values, aims and priorities of our 
Business Plan.  Specifically in relation to race equality, we will: 
 

• listen to the needs of all people visitors and residents and will respond to them accordingly, regardless of their racial, ethnic or national 
background; 

• actively encourage BME people who receive our services to participate in decision making and to shape future service delivery; 

• provide, where possible, information in alternative formats and different languages at the appropriate time;  

• follow our racist incidents reporting procedures for all incidents, witnessed or experienced which is perceived to be racist by the victim or 
any other person; 

• actively encourage people from ethnic minorities to apply for employment with the authority; 

• positively demonstrate and promote race equality in all relevant areas of our work; 

• identify and remove any policies and practices which may have an adverse impact on any person due to their race, and/or religion/belief; 
and 

• ensure that any bullying or harassment in the workplace because of racial, ethnic or national background is dealt with in a serious, 
sensitive and confidential manner through the harassment and grievance procedures so that it is resolved as quickly as possible for all 
concerned. 

 
6.  Race Equality Policies 
 
It is the Council’s policy to: 
 

• ensure that all policies, functions and procedures carried out by the Council are assessed for any adverse impact the may have on 
different racial groups, and where necessary, are changed to eliminate adverse impact (EQIAs); 

• ensure that contractors/organisations that deliver services on our behalf are procured in a way that ensures their service delivery is 
consistent with our Comprehensive Equality Policy; 

• ensure that our policies on equal opportunities and employment are effective in preventing discrimination and disadvantage experienced 
by people from BME communities (Equal Opportunity in Employment Policy, Recruitment and Selection Policy, Harassment and Bullying 
Policy); and 

• ensure that, where appropriate, services are accessible through using interpretation services (INTRAN). 
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7. Meeting our Duties 
 
The General Duty 
 
This places a requirement on us that in carrying out our functions, we must: 
 

• eliminate unlawful racial discrimination; 

• promote equality of opportunity; and 

• promote good relations between people of different racial groups. 
 
The aim is to make the promotion of race equality central to the way we work.  The General Duty expects all public authorities to take the lead in 
promoting race equality and prevent unlawful discrimination.   
 
Elimination of unlawful racial discrimination 
 
All of our functions have been assessed for their relevance to racial equality (see Appendix 1 of the Comprehensive Equality Policy), and a 
programme of Equality Impact Assessments (EQIAs) is underway.   The results of these assessments and any subsequent consultation and 
monitoring will be provided on the Council’s website and intranet.   
 
EQIAs assist us in implementing this Race Equality Scheme, the Disability Equality Scheme and the Gender Equality Scheme to ensure 
compliance with our Comprehensive Equality Policy and current equality legislation and codes of practice.  The EQIAs are used to systematically 
review all our service activities, policies and practices with regard to all aspects of diversity, to identify where we may be discriminating against 
vulnerable people in our services and employment practices.   
 
When an EQIA identifies a policy or procedure as having potentially or actually having an adverse impact on anyone due to their race, age, 
disability, gender, sexual orientation and/or faith/belief, the policy or procedure is reviewed and revised where appropriate.  This could include the 
need to collect further data to confirm the adverse impact and if so, to take positive action to remove or reduce the cause of the adverse impact.  
These actions are added to the Equality Action Plan, together with an explanation for its entry, the proposed outcome(s), and details of how 
progress will be monitored through the Council’s performance management system. 
 
Promotion of equality of opportunity 
 
In March 2006, all of our Equal Opportunities in Employment policies and procedures, including our Recruitment and Selection Code of Practice 
were revised to promote equality of opportunity and our Harassment and Bullying Prevention policy was developed to ensure any reports of 
incidents of harassment and bullying on racist grounds will be dealt with seriously and confidentially and resolved as quickly as possible for all 
concerned. 
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Promotion of good relations between people of different racial groups 
 
In 2004, Breckland Council agreed to host the post of Community Liaison Officer (CLO) which was originally funded by the Keystone 
Development Trust through Connecting Communities funding from the European Union but is now fully funded by Breckland Council.  The CLO 
helps promote social integration and assist with community projects by increasing the trust and confidence between BME communities and 
public authorities.  As there are often language difficulties in understanding the requirements for example, around claiming benefits and providing 
documentation to support applications for benefit or work, the CLO helps these members from ethnic communities access public services and 
employment opportunities.  This is in addition to the advisory and advocacy role the CLO undertakes within a range of issues regarding housing, 
employment and unemployment, debt, education, training, childcare, family/relationship problems and crime.  The CLO role helps to inform the 
Council’s awareness on the needs and cultural requirements of BME communities in order to ensure appropriate service delivery and 
employment practice.  A recent Audit Inspection held up the role of the CLO as an example of good practice. 
 
In addition to the above, we are an active partner in the Norfolk wide Community Cohesion Network, working on joint initiatives where possible 
and we give grant support to the Norwich and Norfolk Racial Equality Council.   
 
Specific Duties 
 
In addition to these general duties, the Council has Specific Duties which require us to: 
 

• monitor functions and policies for any adverse impact and act on the results; 

• assess the potential impact of proposed policies and consult on the findings; 

• publish results of monitoring, impact assessments and consultations; 

• ensure all sections of the community have access to information about Council services and access to these services; 

• train staff responsible for managing and delivering our Race Equality Scheme in the requirements of the general and specific duties; and 

• explain in our Scheme what we will do to set recruitment and representation targets to increase diversity at all levels in the community.   
 
Race Equality Scheme 
 
This Scheme states our aims, policies and actions in relation to racial equality and includes a programme of Equality Impact Assessments.  We 
will commit necessary resources (people, time and money) to ensure that the General and Specific Duties are complied with and that actions 
(identified in the Equalities Action Plan) are implemented by: 
 
Staff participating in training, engaging with the community, challenging existing cultures and traditions and carrying out  EQIA’s supported by 
accurate and meaningful data to confirm their diagnosis that there is, or is not adverse impact within their function, policy and procedures. 
 
Elected Members providing leadership and support via their own awareness of equality and diversity issues, knowledge of their community, 
allocation of resources, scrutiny and engagement within their local community.  
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Breckland Local Strategic Partnership providing external accountability, developing the equality planning process for the district and participating 
in service design, delivery and scrutiny using their local knowledge, and disseminating information and using their combined resources to tackle 
disadvantage experienced by minority groups. 
 
Staff and public are consulted during the development of this Scheme.  
 
Employment 
 
All staff and members are obliged to undergo general equalities’ awareness training (including race relations) via a training workbook, 
“Grassroots”, and are tested online or by telephone on their knowledge and awareness on completion of the workbook.  They also receive 
training to ensure they have relevant knowledge of the general and specific duties under the Race Relations (Amendment) Act 2000. In 
partnership with the Police, we also provide joint training sessions to staff on identifying Race Hate Crime and Third Party Reporting. 

 
The Council’s Human Resources section collects and monitors information about the ethnic background of staff and applicants for employment, 
training and promotion arrangements as follows: 
 

o Number of staff in post  
o Applicants for employment  
o Staff who receive training 
o Applicants for promotion  
o Employees who benefit or suffer detriment as a result of Breckland Council performance assessment procedures 
o Staff involved in grievance procedures  
o Staff subject to disciplinary procedures  
o Staff who cease employment with the Council  
 

Our employment application form has been amended to collect information about promotional opportunities for internal candidates, and we 
publish the results of employment monitoring in our Best Value Performance Plan.  As a responsible employer, we ensure that privacy is not 
compromised when monitoring and reporting on grievance, discipline, dismissal or other reasons for leaving which would otherwise cause a 
barrier when reporting on matters of this nature. 
 



 

8 

8. Race Equality Targets 
 
The Best Value Performance Indicators (BVPIs) in relation to race equality are as follows:  
  

Performance Indicator Actual Target 

 05/06 06/07 07/08 08/09 09/10 

BVPI 2a 
The level of Equality Standard for the Local Government to which the 
authority conforms in respect of gender, race and disability 

2 2 2 2 3 

BVPI 2b 
The duty to promote race equality 

58%  
(target 85%) 

79% 
(target 79%) 

89% 
(target 79%) 

95% 95% 

BVPI 11b 
% Top 5% earners that are from BME communities 

7.14% 
(target 6.7% 

5.50% 
(target 
13.30%) 

3% 3% 3% 

BVPI 17 
% of local authority employees from BME communities compared with 
the % of economically active BME community population in the area 

1.01 
(target 
0.9%) 

0.62% 
(target 
1.2%) 

1.02% 1.02% 1.02% 

BVPI 174 
The number of racial incidents reported to the local authority, and 
subsequently recorded per 100,000 population 

44.66 
(target 0) 

0 (target 45) 0 0 0 

BVPI 175 
% of racial incidents reported to the local authority that resulted in 
further action 

100% 100% 100% 100% 100% 

 
From April 2008 local authorities will no longer have to report performance against BVPIs.  The council will, however, keep the majority of those 
listed as local indicators in either the Annual Delivery Plan or Service Team Plans.  BVPIs will be replaced by a single set of 198 National 
Indicators, representing what Government believes should be the national priorities for local government.  The national indicator set will be the 
only measures on which central government will performance manage outcomes delivered by local government working alone or in partnerships. 
 
For District Councils, a reduced set of 64 Indicators selected from the National Indicators will be used to measure performance.  The Council will 
be responsible for many other services and activities valued by local people: these are not directly reflected in the national indicator set. It does 
not mean those activities should stop.  Instead, where previously the performance in these areas was measured against targets outlined earlier, 
now the commitment to work in areas such as equalities will be reflected in the views of its citizens captured through the new Place Survey. 
Actions to support the implementation of this Scheme are set out in the Equality Action Plan. 
 
 
 



 

9 

9. Achievements 
 

• Since our original Race Equality Scheme, which was adopted by Council in October 2003, we have provided equalities’ training for all staff 
and members.  Each service area includes equalities’ targets within their Service Team Plans which are monitored on a monthly and 
quarterly basis.   

 

• Equalities monitoring procedures have been developed and we have implemented and improved systems for ethnic monitoring on service 
delivery and employment via our Compliments and Complaints procedures. 

 

• The Council subscribes to an electronic performance management system (E-S@T), which measures the authority’s progress throughout 
the Standard.  Each Service Area is assigned their own workbook, which provides an audit trail of any supporting evidence they have with 
regard to their own service area’s progress.  

 

• We actively publicise the availability of the translation INTRAN for all our service areas, and provide on-going training via the INTRAN 
network for staff on the use of interpreting systems.   

  

• Through the Breckland Local Strategic Partnership, we will develop this Race Equality Scheme throughout the next three years with our 
partners such as the Police, Fire and Rescue Services, Learning and Skills Council, Voluntary Organisations and the Area Partnerships.  
This will help us to make full use of interagency working and harness local knowledge to promote better relations among the diverse 
communities in Breckland. We intend as we work out the purpose of the Race Equality Scheme, continue to contribute to other projects 
within the LSP, particularly the Social Inclusion Action Plan and the Strategy’s findings on Migrant Workers and, Traveller and Gypsy 
Communities; these two groups come within the definition of BME groups. 

 

• Public involvement for BME communities has been improved through an inter-agency approach with the Community Cohesion Network 
and participation as a third party reporting agency within the Norfolk Multi-Agency Protocol for Racist Incidents Reports. 

 

• Supported the development of migrant worker community groups by fully funding the post of the Community Liaison Officer. 

 

• In partnership with the Police, we have provided joint training sessions to staff on identifying Race Hate Crime and Third Party Reporting; 
there is an ongoing programme to ensure that all Breckland Council and Anglia Revenues Partnership staff receive this training. 

 

• Equality Impact Assessments form a core documents for all reports going through the Council’s decision making process. 
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10. Reviewing this Scheme and Publishing Results 
 

The Overview and Scrutiny Commission will review this Scheme every three years and monitor progress with the associated Equality Action Plan 
annually.  The review will take account of any guidance given in the interim by the new Equality and Human Rights Commission and will include 
an assessment of how we have complied with the duties under the Race Relations (Amendment) Act 2000. We will also consult with the Norfolk 
and Norwich Racial Equality Council (NNREC) and any other persons and/or groups recommended by the NNREC before completing the review. 
 
11. Reporting Racist Incidents and Dealing with Complaints 
 
The Council is a third party reporting agency within the Norfolk Multi-Agency Protocol (MAP) for Recording and Reporting Racist Incidents.  
Norfolk MAP allows members of the public to report a racist incident to any authority which has signed up to the duty of being a reporting agency.  
We can help any member of the public with filing a racist incident report.  For further information, contact Peter Dinsmore, Policy Officer 
(Equalities) on (01362) 656870 or e-mail equalities@breckland.gov.uk . 

Recommendation 12 of the Stephen Lawrence Inquiry Report suggests the following definition of a racist incident:  “any incident which is 
perceived to be racist by the victim or by any other person”. 

Breckland constantly aims for excellent standards in dealing with all customers. If sometimes our service fails to reach this high level we want to 
put things right as quickly as possible.  The Council’s compliments and complaints procedure provides a consistent approach that ensures all 
comments are logged and fully investigated, and answered or acknowledged within five working days.   

 
12. Suggestions and Feedback 
 
This RES and summary leaflet are available on our website:  www.breckland.gov.uk. We welcome feedback on any aspect of Breckland 
Council’s functions and policies. If you have experienced a problem with our service delivery or staff, including services delivered under contract 
arrangements, and believe there to be a dimension of discrimination, please telephone the Human Resources Team at the Council’s offices on 
(01362) 656870 and ask for the Equalities Officer or e-mail equalities@breckland.gov.uk.   Employees should contact their line manager in the 
first instance, their Operational Manager or the Corporate Policy Team. 
 
 
 
Produced by the Corporate Policy Team, Cabinet Office 
March 2008 
 
 
 
G:\Policy and Equalities\worddata\Equalities\Race Equality\RES 2008-11\New Race Equality Scheme\New Race_2008-2011.doc 


