Five case studies

Equality, Diversity, Inclusion, and Equity



South West

Equalities Network

As the Chief Executive champion for Equality,
Diversity, Inclusion, and Equity (EDIE) across
councils in the South West, | am delighted to

introduce these five case studies.

strongly believe that equality, diversity,
“ inclusion, and equity are central to

everything we do as public sector leaders
and officers. This starts with our own staff, since
recruiting a diverse workforce that mirrors the
rich diversity of the communities we serve, and
which has a strong sense of purpose and belonging,
makes it easier for us to understand different
perspectives and to create and sustain welcoming
and inclusive communities.

There is a history of collaboration around EDIE

in the South West, including through the South
West Equalities Network (SWEN), a vibrant officer
network that comes together to share knowledge
and expertise from across a diverse region, which
demands bespoke and nuanced approaches to
promoting equality, diversity, inclusion, and equity.
[ am proud to be the Chief Executive sponsor for
SWEN.

The five case studies showcased here were
developed following initial conversations that I
had with political and managerial leaders across
the region about equality, diversity, inclusion,

and equity. The case studies were produced in
collaboration with the South West branch of the
Local Government Association (the national voice
of Local Government) and South West Councils

(the politically led membership organisation for
councils in the South West), whom I would like to
thank, along with the Councillors and officers who
contributed so generously to their development, and
Anne Brinkhoff for bringing them together here.

The case studies represent the variety of places
and councils in the South West and illustrate

the importance, and indeed the connectivity, of
processes, infrastructure and mindset to bring
about better equality, diversity, inclusion, and
equity. Above all, they illustrate the importance of
political and organisational leadership.

[ hope you will enjoy reading about their work as
much as [ have and that you will be able to take
some learnings from the case studies into your own
organisations and communities.

Kathy O'Leary

Chief Executive, Stroud District Council
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The five case studies are:

Cornwall Council's Development and Decision
Wheel - an interactive, dynamic and digital

tool that helps to assess and mitigate the
environmental, social, and ED&I impact of
proposed projects in real time. Based on the
concept of Kate Raworth's ‘Doughnut Economics,
it is helping the Council to assess the impact

of proposed decisions based on facts, navigate
complexity, and understand and manage
unintended consequences these bring.

Plymouth City Council - introducing ‘Care
Experience’ as a protected characteristic to
improve outcomes for children in care. Guided

by a council motion in March 2023 and strong
political and managerial leadership, the council is
systematically reviewing its activities, with many
pledges from senior managers of the support they
will give within their services. These include the
provision of guaranteed interviews for those with
care experiences, employability initiatives, and a
free pastoral leadership programme for employers
of care-experienced young people. This corporate
initiative has led to a change in mindset with a
richer appreciation of how care experience might
affect people and what large (or small) things can
be done to mitigate this, creating a ripple effect
across the council and city.

Dorset Council's Equality, Diversity and
Inclusion Reference Group is a group made up
of representatives of 12 Voluntary & Community
Sector organisations, each reflecting a national
or local protected characteristic. Organisations
receive a small amount of core funding to take
on a critical friend’ role to the council, including
providing challenge on policies and projects as
well as engaging in events and campaigns, drawing
on the networks each of the members bring. The
group is rapidly morphing into a local institution
that gives authentic advice, training, and support
to those who want to educate themselves, their
communities, or organisations.

Stroud District Council's response to members

of the local community about the controversial
‘Blackboy Clock and Statue on a Grade II listed
and privately owned building in Stroud town
centre, committing to a review of monuments,
buildings, and street names in the district to
ensure they present the area’s inclusive values.
The Council established a Review Panel and
conducted extensive consultation that reflected the
communities strong and divided views and also
triggered significant national media attention and
political heat. The council were steadfast in how it
listened, negotiated, and focused on its community
leadership role in creating a public realm where
everyone feels valued and included. It invested in

a Community Taskforce to design and write an
interpretation plaque for the statue and to create

a community project that reflects the district’s
commitment to diversity.

North Somerset Council’s reverse mentoring
scheme was borne out of the events surrounding
the unlawful killing of George Floyd in May

2020, which prompted the Chief Executive to
initiate a BAME staff listening event later that
year to understand their feelings and emotions.
Many staff felt that there was an avoidance of
discussions about race at work because managers
didn't want to make staff feel different - so it
wasn't talked about. Piloted by the Council's
Corporate Leadership Team, the scheme was an
important initiative for white senior managers

to explore their own understanding, conscious
and unconscious attitudes, and beliefs about race
and racial inequality. The evaluation highlighted
many benefits for mentees, including learning
about current race-related issues and colleagues’
experiences of racism, and showed a profound shift
in what constitutes the norms around racism by
some.
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The Cornwall development
& decision wheel

Sustainable decision making in a world of complexities

ornwall faces a series of major challenges

that threaten to degrade the environment,

increase health disparities, and reduce
standards of living, Cornwall Council decided it
needed to improve the way it assessed and recorded
the impacts of decisions made throughout the
Council. This ensured a better understanding
of how decisions impacted the environment,
residents, and employees and provided the
opportunity to mitigate negative impacts where
possible. Given the multitude of factors, which are
often interdependent and sometimes in conflict,
this is hard to do. It required a new way of thinking
and a practical way of making sense of complexity.

This is where the Cornwall Development and
Decision Wheel comes in.

The wheel is based on doughnut economics, a
concept pioneered by economist Kate Raworth,
who has created a model which visualises that
between social and planetary boundaries lies an
environmentally safe and socially just space in
which humanity can thrive.

The Council has created a digital tool that asks staff
to plan for and review projects or decisions through
different lenses — environmental & social and
equality & inclusion.

The Environmental and Social Wheel

The CDDW helps to highlight the environmental
(outer wheel) and social (inner wheel) impact of
proposed decisions.

Each segment of the wheel covers a different area

This tool helps us to make decisions
based on evidence and data. It
helps us to step back and resist the
temptation to be led by emotions
and is vital to navigate complexity
and understand and avoid
unintended consequences.

Cllr Linda Taylor
Leader, Cornwall Council

of potential impact, which is assessed through a
series of specific questions for that segment. Users
are asked to provide data and information, and
the model will assess the impact on a five-point
scale. The modelling behind each of the segments
is extensive, drawing on current science yet
customising it for Cornwall. Each segment has an
area for the author to provide a narrative to explain
how they have answered each question, which
provides the context for informed decisions to be
made.

The Equality and Inclusion Wheel

The CDDW also ensures that the Council is giving
due consideration to the Equality Act, specifically
the Public Sector Equality Duty. It is the Council's
dynamic answer to equality impact assessments
and helps it to understand the impact of policies,
practices, and decisions on its diverse communities


https://vimeo.com/1003662211

and workforce. The segments in the

outer wheel reflect the nine protected
characteristics which are covered by
equality legislation. The Race and Ethnicity
characteristic also includes specific
consideration of the Cornish National
Minority (recognised through the Council
of Europe's Framework Convention for

the Protection of National Minorities).

The inner wheel segments reflect other
responsibilities and communities the
Council consider important and that should
be considered, for example, its armed forces
communities, people with experience of
care, and carers. Consideration is given to
research, evidence, and consultation before
an impact is decided upon.

A self-service portal-based digital
solution

The CDDW is accessed and completed via
an employee portal, which all Cornwall
Council employees have access to. It guides
the author through a series of questions
for each of the segments in the two wheels,
helping them reach a likely impact. The
digital nature makes the model dynamic.
The CDDW author can test out different
scenarios by changing values for each
segment to see how any amendments

to the decision / policy, or the addition

of mitigating actions, might improve or
worsen the impact. Practical features such
as setting up co-users and automated sign
off processes make the model smooth and
efficient, inviting collaboration. The CDDW
is supported by the Council’s Strategy

and Policy team, who provide guidance
and training for users. A recent survey
highlighted that the majority of users

find the tool easy to use and a good way

of navigating complexity when making
decisions.

Officers are increasingly using the CDDW
early in policy or project design as a
practical tool to help anticipate, assess,
and mitigate potential impacts of policies,
strategies, or projects. The tool is intended
to support the design process and will
stimulate actions, including conversations
with other Services (often outside

the Directorate), Members, Partners,

and Communities. Once the CDDW is
completed, the respective Directorate
Equality Action Group will carry out

a process of independent review and
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challenge with the CDDW
author. The tone of these
meetings is akin to action
learning - reflective and
advisory —and the ultimate
decision and responsibility
rests with the author(s) of
the CDDW.

For this to be
successful it can't
be half-baked.
Senior leaders must
really own it and
lead by example.
[t also requires
investment into the
model itself (and its
refresh) and the IT
application.
Finally, there must
be provision for
users to be trained.

Kate Evan-Hughes
Strategic Director, Children’s
Service, Cornwall Council

The CDDW is now an
integral part of informal
and formal decision-making
processes and features in
decision-making reports by
Cabinet, Strategic/Service
Directors, Overview and
Scrutiny, and Individual
Portfolio Holder decisions.
Indeed, Senior Managers
and Members are required
to consider the CDDW as
part of their reports. The
CDDW toolis an aid to
decision-makers to ensure
they have paid due regard
as required by the Public
Sector Equality Duty.
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The CDDW is part of decision reports to the council’'s Cabinet
meetings, Overview and Scrutiny committees, and other decision
makers, and reports and decisions can be found here alongside
other relevant papers.

Examples of how the CDDW has effected change include:
The development and approval of the Safer Cornwall Plan, where the
Equality and Inclusion elements of the CDDW highlighted that
responses to cases of unreported crime did not match the (hidden) scale
of the problem on some of the protected characteristics. This prompted
more proactive and targeted consultation as well as taking positive
action to drive up reporting, such as public awareness campaigns, making
it easier for people to report, and training staff to facilitate reporting.

The planning and decision-making for the ‘Cornwall Electric Vehicle
Infrastructure Strategy’ to plan for the transition to a zero-emission
vehicle fleet. It was highlighted older people and women may feel more
vulnerable charging an electric vehicle (EV) at night in a public location.
Street lighting and CCTV locations will be considered as part of locating
new EV points. It was also highlighted people with physical disabilities
may find it harder to plug in the cable to charge their EV. The installation
of higher-than-the-national accessibility standards in most areas will be
implemented, but it will not be possible for every location.

Cornwall Fire & Rescue Services' open appraisal when reviewing
efficiencies (and changes) to its Critical Control Centre in 2023. A CDDW
was completed for each option, informing viability and acceptability of each.

Using the CDDW when planning for and making decisions about changes
to the Music and Outdoor Education Services (Children's Services), which
helped the team to understand the impacts on different groups and how
to plan for ‘what’s next’. These informed the procurement exercise about
changes to the service.

Reflections and tips

[t takes time to perfect — give yourself 12 months to design such an app
and get leaders, decision makers, and users involved from the outset.

You need resources to invest in developing the tool, including the refresh
of modelling so it captures changes. It is an ongoing process.

Make it about learning. The CDDW is all about helping people to think
smarter about what they can do to reduce the adverse impacts of
decisions - it is all about experimentation and thinking more creatively.
[ts interactive nature helps massively with this.

Contact: Gail Bishop, Strategy and Partnership Specialist
(Equality and Diversity), Cornwall Council @ Gail.Bishop@cornwall.gov.uk



Wouth West

Equality
Network

—~—

Council

Dorset

Equality, diversity and inclusion
reference group: The importance

of a critical friend

What direct and representative connections do we have with the

communities we serve?

How can we approach communities in a genuine, open and non-directive way?

How do we genuinely find out how our policies, initiatives and projects
affect people with their circumstances?

orset’s Equality, Diversity and Inclusion

(EDI) Reference Group is instrumental in

shining light on some of these questions.
It is made up of twelve Voluntary & Community
Sector (VCS) organisations operating in Dorset,
each reflecting a National or Local Protected
Characteristic through its members and its work.
Collectively, they reflect the diversity of the County;,
each drawing on a wide membership.

The idea for a reference group emerged during
the Covid-19 pandemic as a means for VCSE
organisations to better engage and communicate
with Dorset Council to support their communities
at times of crisis. Likewise, the council wanted

to reach out quicker and more appropriately to
its diverse communities and recognised that it
lacked the infrastructure to do so. Funded by
COMF (Containment Outbreak Management
Fund), it was set up for an initial 2-year pilot and
has subsequently received funding for another 12
months.

Acting as a ‘critical friend' to the council:

The terms of reference articulate the role of the
Reference Group foremost as being a critical
friend to the council. The Group helps to deliver

We operate in a delicate space -
being paid to give our
expertise & being valued for this,
and being a contractor

EDI Group Member

the Council's ED&I strategy and Action Plan

and promotes inclusion, equality and diversity
across Dorset. It does this by providing feedback
on strategies, programmes and projects and
contributing to Equality Impact Assessments.
This happens as a collective — at meetings or at an
individual level — through written feedback.

Member organisations of the Reference Group are
paid a flat fee of £2,000 per annum for about 50
hours of support. Group members were appointed
by a selection panel consisting of officers and
members following an expression of interest
process. The group meets bi-monthly for 1.5 hours,




It's fantastic
that they are
asking — [ am
loving the fact
that the council
IS SO open and
prepared to have
their
blind spots
uncovered

EDI Group Member

with a lot of additional
work happening between
meetings. Individual
members of the group will
engage with campaigns
and events, drawing on
their members and wider
networks. The Group is
convened by the Council’s
EDI Project Officer who
skilfully balances the
planning, leading and
nurturing functions — always
being mindful of the group
needing to maintain its
independence.

Institution building has
become an important part
of the group and members
increasingly value access

to each other's expertise
and networks. The Equality
and Diversity Group is
much more than its name
—itis morphing into a

local institution that gives
authentic advice, training
and support to those who
want to educate themselves,
their communities or
organisations.
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Over the last 2

years the group

has reviewed an
impressive array

of policies and
strategies across
many services such
as Comms, Libraries,
Housing, Adult Social
Care and public
space. However, an
important part of its
focus is on changing
hearts and minds.

We sometimes have people come to
meetings with us who want us to
tick their boxes. It doesn't work like
that. We offer advice, perspectives
and invite council officers to take
this on board

EDI Group Member

The EDI reference group played an important part in shaping the Council’s ‘Big
Conversation'. The Council's engagement team presented their engagement plan
and received insights and many practical tips such as creating easy read versions
of the planned activities, ensuring seat provision and creating a zero tolerance
poster used at all events which acted as a ‘terms of engagement’ clearly stating
that there would be zero tolerance of discrimination. Through skilful questioning,
the EDI Reference Group provided insights on how the Council's Customer
Service team could support residents by facilitating responses over the phone. The
team received ideas not only for the event itself but also gained a lot of ideas as to
how it can plan future events, including locations and drawing on assets from the
participating
members of the EDI
group.

The Reference Group were a great
asset for us in creating our EQIA
and providing valuable insight
into the engagement events we
ran across the summer. We now
champion them to other services

and hope to work with them more

Recently, the
Reference Group
had some in-depth
engagement with
Moors Valley County
Parks Manager

who was keen to

get feedback on the

access, facilities, in the ]CLZ ture.
communication

and wider offer of Jed, Consultation & Engagement Officer.
the park and forest,

the largest country

park in Dorset - a

high footfall tourist destination. A presentation and discussion were followed
up with a tailored survey asking each member to give feedback from the
perspective of the group they represent.

Unsurprisingly it generated a wealth of ideas and detailed comments making
what was generally seen as a great resource more accessible to people with
protected characteristics. It led to widening car parking discount schemes to
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include carers, linking in with Neighbourhood Transport schemes and changing the style and tone of some
of the communication.

Here the manager reflects on the overall benefits of the Reference Group and stresses the positive experience
of engaging with them which made him feel positive, valued and wanting to take the feedback onboard:

“One of the biggest positives for me was meeting them and gaining them as a network of support. Each
member gives me an entrance point into other groups or networks who bring experience and knowledge.
Their knowledge and lived experience of protected characteristics is unique and I wouldn't have been able to
access this in the Council. The panel were complimentary and started off with the things the Country Parks
team are doing well (as opposed to pointing out what was wrong). It was really refreshing”

Kevin, County Parks Manager

Reflections and tips

Contact: Katherine Locke, Equality, Diversity and Inclusion Officer

Building trust between partners and the council takes time and develops
as relationships grow. Clarity of purpose is important, and partners will
want to have genuine opportunities to make contributions and influence
changes. Commenting on strategies and policies is part of this as is
changing hearts & minds and raising true awareness and building true
understanding of inequalities faced by different people.

Creating reliable feedback loops and a two-way dialogue (you said ...
we did) is vital to demonstrate results and impact for the council and the
organisations that make up the reference group.

Paying VCS organisations for their contribution is really important. It
shows respect, puts value on the work, acknowledges the financial
pressures many VCSE organisations are under and formalises
relationships.

The role of a council lead officer is hugely important and delicate. They
need help the group settle, find its purpose, manage the interface
between council officers and the group and be prepared to let go over
time.

Senior leadership is vital to build understanding within the council and
promote officer engagement.

Investing in continuous development and training is required to ensure
that organisations are familiar with jargon, policy context and council
processes and appreciate the various functions and services.

“Establishing the EDI
Reference Group has been
a really exciting piece of
work. Initially, there was
quite strong resistance from
some organisations in the
Voluntary and Community
Sector. They were concerned
that their voices wouldn't
be heard and that it was
just a tick box exercise.

As time has gone on, and
trust has been established
within the group, the level
of expertise offered, and
engagement received has
been really encouraging.
The group have attended a
number of training session
(on EQIA's for example),
which has helped increase
their knowledge and

take EDI issues back into
their organisations and
communities.”

Katherine, EDI officer.

Katherine.locke@dorsetcouncil.gov.uk

List of organisations involved and the protected characteristic they represent: Citizens Advice Dorset (Rural
isolation/deprivation), Dorset Mind (Mental Health), Dorset Parent Infant Partnership (Pregnancy and
Maternity), Dorset Race Equality Council (Race), Dorset Women CIC (Sex (Gender), Dorset Youth Association
(Age — Young People), Encompass (Physical and Sensory Disability), Prama Life (Age — Older People), Space Youth
UK (Gender Reassignment and Sexual Orientation), Currently there is a gap for Carers and Religion/Belief
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A reverse mentoring scheme

Helping leaders discuss race-related matters as part of

their anti-racism journey

ed by the Chief Executive and her team,

North Somerset has developed a deep

passion to become an anti-racist council. Its
journey was triggered by the events surrounding
the unlawful killing of George Floyd in May 2020
which prompted the Chief Executive to initiate
a BAME staff listening event in September to
understand their feelings and emotions. Some staff
highlighted that they felt there was an avoidance of
discussions about race at work because managers
didn't want to make staff feel different - so it wasn't
talked about. It also raised an absence of belonging
amongst many staff from minoritised ethnic
backgrounds.

The staff engagement triggered several initiatives,
including the development of a BAME Staff
Group for peer support and consultation, that was
championed by the Chief Executive for the first
two years. The Group — which has since renamed
itself as REACH (Race Ethnicity and Cultural
Heritage) - has become a key advisor to the council
to develop training, guidance, policy and strategy
and have become a ‘go-to’ place for practical
advice, for example the use of language and
images in communicating anti-racist practices and
recruitment. Training in particular has straddled
into uncomfortable areas such as addressing own
prejudice, white supremacy and having
uncomfortable conversations.

In April 2022, the Council approved an anti-racist
motion. It recognises the existence of racial

inequality, acknowledges the council’s leadership
role and commits the council to eradicate racism

10

The mentoring was a tremendous
gift. It was utterly non-judgemental.
As a result of the conversations and

my volunteering I started to get a

deep appreciation of how
inaccessible our services are when
you don't speak English

Mentee

and stand together unreservedly with Black, Asian
and Minority Ethnic people in Somerset. The
council's comprehensive Anti-Racist action plan
sets out the steps it will take to support the seven
commitments to becoming anti-racist.

The introduction of a pilot reverse mentoring
scheme (now called mutual mentoring) has been an
important initiative for white senior managers to
explore their own understanding, conscious and
unconscious attitudes and beliefs of race and racial
inequality.

Reverse mentoring is a professional development
approach where senior staff are mentees and learn
from junior staff. Mentors came from the Council’s
REACH group and mentored members of the
Corporate Leadership Team. Mentors were able to
share their lived experience and their experience
of working in the Council with the aim of
improving their mentees' fluency and confidence
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to discuss race related matters. They also had confidential space to explore anti-racist actions.
an opportunity to develop insights into senior Facilitated by the council's equality lead, the
leadership roles. Mentees had an opportunity to scheme was very flexible, allowing mentors
build awareness of the experiences of minoritised and mentees to define how they wanted to
ethnic staff, explore their own conscious and work and what issues they wanted to explore.
unconscious beliefs, and have a trusted and It was suggested that mentors/mentees meet

Impact

Each mentor/mentee relationship addressed unique learning objectives.

In one example, the mentor/mentee agreed to work through a publication! that provided a structure for
exploring the impact of white privilege and white supremacy on the life of the mentee. They would both
commit to read a chapter prior to a mentoring session and talk about it. They identified actions they
committed to and took notes of their conversation

and the impact it had. For the mentee it resulted in ((

profound realisations about the privilege they hold.

This led them to volunteer for a charity providing ‘life We used the session to Speak about

administration’ for individuals and families, which gave our antiracist work. includin g

them an opportunity to build relationships with people ti I d it all d
who are from other backgrounds. In another example, our daction pian, dnd It dtiowe

the relationship was used for the mentee to explore me to have some open and fl” ank
and sense check ideas about measures they wanted feedback whether we are pitCl’l ] ng

to implement to make the cquncil a more diverse qctions l”ight and whether we are
organisation. Some of these issues related to language

and communication and were driven by a deep desire tru ly genuitrie about it
to be authentic. Both mentees felt strongly that they Mentee

wished to give back and supported their mentors in

reflecting on their roles within the Council and how to ))

progress into senior roles.

The quality of the relationships was crucial to the mentoring scheme.
As one mentor reflects, “‘Open and honest relationships

are important, and we were both aware of the difference

in status and power — and managed to rise above this. [

was able to push my mentee to introduce some actions Reverse men toring discussions
I felt were needed and I was able to assure them about have reminded me that I have
their bold leadership and affirm their authenticity. I .

valued the opportunity to help them change perspective started to See this [ lack Of
and see the Council through my eyes and my life representation] as the norm
gEEGEs, rather than something to be

The council’s formal evaluation confirms these views, h d h Z l d d I h
with mentors reporting that they welcomed the changea or challengea an ave

opportunity to connect with senior leader through deep ~ SU bS@C] uently thou ght a lot about
conversations. They reported a ‘shift’ in understanding how [ can better support people

professional and personal experiences across the e s
council and reported personal benefits such as increased f rom BAME communities in iy

confidence and a greater sense of belonging and voice directorate or through the services
in North Somerset council. The evaluation highlighted we p rovide in North Somerset
many benefits for mentees, including learning about
current race related issues and colleagues’ experiences of
racism. They valued the relationships that had emerged
and were keen to sustain these as an opportunity to make
sense of issues as they e, Tlifene w7 2 profound shift 1'Me and White Supremacy: Combat Racism, Change the World and
in what constitutes the norms around racism by some. Become a Good Ancestor’ E,’y Leyla Said (2020) ;

Mentee
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monthly over a period of 6 months. There

was a lot of deliberation whether this was an
appropriate intervention for the Council given its
demographic context, whether this was asking
too much of members of the REACH group and
how this could be done with humility. This led

Reflections & tips

Go for it! Make a commitment and do it. Build
on and work with committed people in your
organisation.

Don't overplan or overprepare. Let mentors and
mentees find their own ways. Set some ground
rules and expectations and provide some training.

Think carefully about how to support the mentors.
They provide the emotional labour’ of education to
others in the context of marginalised identities and
possible trauma. Any scheme needs to explore how to
minimise and mitigate this and any potential harm.

Make sure that mentees give back and reward the
emotional labour provided by mentors.

Open, reflective organisational culture is crucial,
and it requires leadership from the Chief Executive.

I believe the success of Mutual
Mentoring is fundamentally based
on the safe and trusted relationship
that is created. To discuss personal
and professional lived experiences
gives minoritised staff a voice, it gave
me a voice to share experiences that
matter. It also creates space for safe
challenge, and I feel that we were
able to reflect with true depth and
meaning, to support the council on
its journey to become anti-racist.

Heena Crabb
Team Leader, UK Resettlement Team,
Co-Chair of REACH Staff group
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to the scheme being piloted by members of the
Corporate Leadership Team.

The trusted relationship we have
created has enabled my mentee to
give some confidential, challenging
feedback about parts of our
organisation that I would not
have otherwise known. This has
provided the catalyst for further
positive action to become an anti-
racist organisation.

Jo Walker
Chief Executive

Contact: Louise Roberts, Inclusion and Corporate
Development ManagerNorth Somerset Council
® louise.roberts@n-somerset.gov.uk
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CITY COUNCIL

Care experience as a protected

characteristic

Being led by the voice of lived experience

n the 31 March 2023, there were 500
m children in the council’s care. The council's
research highlighted that children in care
experience worse health outcomes and higher
rates of truancy and exclusion. It further showed
that care leavers are nine times more likely not
to be in education, training, or employment
and are more likely to experience challenges in
dealing with the emotional and practical upheaval
of living independently and finding suitable
accommodation.

On 27 March 2023, the Council unanimously
supported the motion to ‘treat care experience as

if it were a Protected Characteristic. Plymouth
became one of 29 Local Authorities across the UK

to take this position, although this number has

now reached over 80. It believes that it is vital to
recognise the additional challenges and barriers
that care-experienced individuals face. Though their
experiences will have varied, the challenges faced
by these individuals can have profound and lasting
impacts. Recognising care experience as a protected
characteristic provides the Council and other public
bodies with greater authority to put in place policies
and programmes which promote better outcomes
for care-experienced people.

The council defines care experience as .. someone
who has been looked after by the local authority at
any point, for any length of time. Care experienced
individuals include people with a wide range of
experiences including those who have lived with
Foster Carers, in Residential Children's Homes or
who have been adopted.’

13
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Many people lack confidence to
engage with people
with care experiences. They are
aware of the stigma and worry
about getting it wrong. Helping
employers to understand and
talk about what might have
happened in the lives of young
people with care experience
and how they can deal with it is
crucial and might be the make
or break’ of success.

Kevin McKenzie
Lead Officer for ED&I
Plymouth City Council

20
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Council motion and resolutions

The motion identified several resolutions which
guided the council's work:

® That all council making-decision
documentation considered the impact of
‘care experienced people’

To proactively seek out and listen to the
voices of care-experienced people when
developing new policies and, where possible,
produce them in partnership

Guaranteeing all care-experienced persons
an interview when they apply for council
roles where they meet the criteria

Engaging with other public bodies and
exploring how they can support the council’s
corporate parenting role

Lobbying nationally to recognise care
experience as a protected characteristic as
recognised by the MacAlister Review? and
bringing forward new legislation to broaden
corporate parenting responsibilities across a
wider set of public bodies

Report back on progress.

2 Independent review of children’s social care by Josh MacAlister,
published 23 May 2022

A new Equality Objective now reads:

Plymouth City Council will give specific
consideration to care experienced people in its
decision making to raise aspirations, increase
opportunities and seek to improve their

life outcomes, including access to training,
employment and housing, and will encourage
other organisations to do the same.

Activities and outputs

With strong leadership from the Cabinet and huge
passion from the Head of Service, the council is on
ajourney of implementing the recommendations
with some notable successes:

® Setting a new and explicit equality objective,
developing Equality Impact Assessment (EIA)
guidance, and training senior leaders to

make sure that they understand their roles and
responsibilities. Procurement guidance,
templates and commissioning processes are
being reviewed to give care-experienced people a
voice in the design of services.

Developing two new engagement networks with
people with care experiences — parents and
young people.

14

Equality
Network

e

The policy change has given us
a ‘hook’ to promote equality for
people with care experience in a
systematic and systemic way — in
this way it will produce a longer
lasting effect and impact as
opposed to a single-issue
campaign

Kevin McKenzie
Lead Officer for ED&I
Plymouth City Council

J2

@ Changing HR processes to provide guaranteed
interviews to those with care experience; the
2024 work experience programime now
prioritises children in care and care-experienced
young people; and there have been over 30
pledges from senior leaders of what they will do
differently or more to support people with care
experiences in their roles and departments.
Post-16 & skills services have developed a free
pastoral leadership programme for managers
and employers of care-experienced young
people. It includes short courses on
safeguarding, trauma-informed practice, and
mental health awareness and can be tailored to
teams or businesses with flexible delivery
options. A Your Future employability
programme has been established, which is open
to all care-experienced individuals.

Devon Home Choice have agreed a 6-month
pilot of automatic B&B for care leavers who are
assessed as tenancy ready, and there is further
engagement with local Housing Associations
inviting them to consider ring-fencing a
proportion of housing stock for care-
experienced young people.

The Council's performance management

framework now includes two new performance

indicators that allow progress to be measured:

® Percentage of care leavers engaged in education,
employment and training

® Percentage of children in care with up-to-date
health checks
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The biggest
Impact has
been the culture
change —an
appreciation
of how care
experience might
affect people
and what large
or small things
can be done to
mitigate this.
It is creating a
ripple
effect across the
organisation and

across the city.

Karen
Senior Sponsor
Plymouth City Council
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The Council's flagship ‘Plymouth Sound National Marine Park’ is an
integrated and collaborative programme of work to enable a new
relationship between city and sea, which benefits people and nature. It
includes an extensive programme of capital enhancements, activities, and
nature restoration. The EIA highlighted the importance of free activities and
free or low-cost travel, which resulted in a significant budget to support low-
income groups. It also resulted in the proposed volunteering, internships,
and employment and skills provision being designed to support people with
care experience to access education or employment.

Publicity for National Care Leavers Week launched a call for businesses

to consider offering a job opportunity to a care leaver with guidance and
support from the Council. It also showcased the positive work experience of
a young person with care experience at the Council and encouraged services
to create opportunities for others.

“It was an absolutely great experience to have spent the past week at
Plymouth City Council and being able to see how everything is done both at
the democratic level and at the administrative level. Especially coming from
a care leaver background, it really helps me build up my employment skills
and allowed me to explore future career options, such as local government.
I hope that going forward these work experience weeks can continue to

be done especially for those from disadvantaged backgrounds, as they can
make a massive difference for our futures.”

James, placement student

Reflections and tips

There is a fine line between positive promotion and sympathy or pity.
Young people’s past and stories are theirs, and they have a right to personal
information being personal. They don't want another label — these are
important considerations that need to guide any support and intervention,
with sensitive communication being really important.

Don't underestimate the amount of work it takes to implement this policy
change well so it ‘sticks’, through the right processes, guidance, training, and

awareness-raising amongst policy and decision-makers.

We needed to put our own house in order before we went out to partners in
the city.

Contact: Kevin McKenzie, Policy and Intelligence Advisor,
Plymouth City Council @ kevin.mckenzie@plymouth.gov.uk
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Ensuring inclusive and
welcoming public spaces

A review into street or building names and monuments and the
establishment of a community task force

he Black Lives Matter movement
E established itself worldwide in 2020
following the unlawful killing of George
Floyd, which highlighted the ongoing racial
injustice and discrimination experienced by
people across the world and here in the UK. It
brought a renewed focus on the appropriateness
of public commemorations of people and events
from history, who and what they represent, and
their relevance to today. In response to this,
Stroud District Council was one of the first of
many councils in the UK to commit to a review
of monuments, buildings and street names in
the district to ensure they represent the area's
inclusive values.

Responding to community concerns about a
controversial statue

The review responded to members of the local
community writing to Stroud District Council
raising concerns about a controversial statue on

a Grade II listed and privately owned building in
Stroud town centre. The Blackboy Clock and Statue
depicts an unusual example of a Jacquemart clock3
which is dated 1774, the Jack being a small Black
boy holding a club striking a bell on the hour.

In response, the council took proactive steps by
establishing a Review Panel which was comprised
of councillors, council officers, local historians
and members of the community. The Panel's task
was to assess the statue along with other street
names and monuments across the district and
consider whether it should be removed, altered or
contextualised.
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The ultimate purpose of the review
was to listen to the experiences and
views of people in our communities
so the Council can ensure that
public spaces are welcoming and
inclusive places. It asked important
questions about how the public
realm can better represent the full
history of the district and start a
conversation about how the district
wants to present its heritage in
light of its values.

Chair of the Review Panel

29

3 Ajacquemart is an animated, mechanised figure of a person which
strikes the hours on a bell with a hammer.
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The council conducted a public consultation
receiving a staggering 1,680 responses. They
reflected the communities’ divided views but
underscored a clear majority of people feeling
uncomfortable, ashamed or saddened and calling
for the statue’s removal or relocation. However,
due to complex planning laws associated with
listed buildings and the fact the statue was

in private ownership, the council had no legal
authority to remove the statue, despite public
pressure.

Recognising the complexity of the situation,

the Panel sought alternative ways to address

the community’s concerns and explored ways to
contextualise the statue while also responding
to the overwhelming public sentiment for
change. The Panel's final report recommended
establishing a community task force to engage
the public, address issues of inclusivity and
celebrate diversity. This approach allowed the
council to navigate legal constraints while
demonstrating leadership in promoting Equality,
Diversity and Inclusion (EDI) in the public realm.

BLACKBOY CLOCK

Whilstwe cannot change our past, we canshape our future.

We seek to create a more inclusive story so that in years to come, what
we stood for and how we sought to make meaningful changes will be
understood.

On the building opposite this plaque sits the Blackboy Clock. This Jack
clock incorporates a blackamoor figure. It was assembled in 1774 by local
watchmaker John Miles for the front of his now-demolished house at the
junction of Kendrick Street and the High Street.

In 1833, the Slavery Abolition Act was passed, and to commemorate this, a
privately funded Anti-Slavery Arch was built by Henry Wyatt in the Paganhill
area of Stroud in 1834. The Arch is the United Kingdom'’s oldest anti-slavery
memorial. It is now maintained by Stroud District Council (the Council).

The 2020 Black Lives Matter protests were
a catalyst for action worldwide and four
protests took place in Stroud town. In June
2020, the Council published a statement
setting out its intent to listen to local
communities’ views on tackling racism.

In Summer 2021, the Council launched a
review across the Stroud district to consult
with the community ‘on any street and
building names; statues and architectural
features (including the Blackboy Clock)
that may be considered offensive’.

The review gathered more than 1,600

responses and attracted national media

interest. Seventy-eight percent of those surveyed said the Clock should be removed and twenty-
two percent thought it should remain in place. Based on this strength of feeling, in April 2022,
district councillors agreed to pursue removal of the Clock with the intention of relocating it to a
local museum.

Guidance from Historic England on contested heritage was
updated in 2021 to include the ‘retain and explain’ policy. This,
together with the nature of the current planning system, and a
complex matter of ownership means it is not simple to move the
Blackboy Clock.

Not
everything
that is faced can be
changed, but nothing
can be changed until it

The Council continues to explore moving the Clock as well as ,
is faced.

acting on other initiatives that came out of the consultation and

James Baldwin,

American author,
1924 -1987

recommendations. The conversations about the Clock and the
systemic issues facing people from all backgrounds in the Stroud
district should continue to help ensure our local area is inclusive
and welcoming to everyone.

Glossa
Jack clock - a type of clock that

incorporates a moving figure whi
strikes a bell on the hour

Blackamoor - a European style of Stavery Abolition Act - an act of 2020 Black Lives Matter protests
inwhich i E

human fi ictedinastylised  ownership of slaves illegal within the
and ornate form British Empire” May 2020 in Minnesota, America

In 1844, after a brief move to a former pub on Nelson Street, the
Clock was bought by an early form of crowdfunding as the timepiece
for the newly-built Castle Street School where it remains today.

worldwide demonstrations sparked by
the death of George Floyd on the 25th of

Formation of the Community Task Force
Following the Review Panel's recommendation,
the council initiated an inclusive recruitment
process to form the community taskforce. The
goal was to involve a diverse range of voices,
including local community leaders, activists and
residents to ensure the taskforces’ work would
reflect the district’s broad perspectives on EDI.

Candidates were invited to interview and those
selected were offered £800 in remuneration,

paid over three instalments at the completion

of certain elements of the taskforce’s remit to
compensate for their time and contributions. This
ensured that individuals from all socioeconomic
backgrounds could participate without financial
barriers.

The council allocated a budget of £10,000 to the
task force to deliver this work. This covered the
costs of producing the community video and
designing and installing the interpretation plaque
(below), which was installed in December 2024.
This is reported here: New walking routes connect
Stroud's historical landmarks of the slave trade
and abolition.

The Blackboy Clock has a childlike figure with black
skin, red lips and a gold leaf skirt. We've chosen not
to replicate the image in all its detail here.

It was placed at
the top of the
building which
is now privately
owned and Grade
Il listed. The Clock
was renovated in
1977and2004.The
Council does not
own the building
nor the Clock.
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Blackboy Clock

- Historic England - the government’s Contested heritage - as of 2021, M’ STROUD
ador anhertage matrssuh k tructures, bulldings 4 DISTRICT  SDC Community
i conteste: stories
heritage or Meanings have becoma challenged ‘"@ COUNCIL j?elpr;gze;tatmn Taskforce.
www.stroud.gov.uk uly J
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https://stroud.moderngov.co.uk/documents/s4858/Item%207%20-%20Appendix%201%20-%20Review%20Panel%20Report.pdf
https://www.stroud.gov.uk/news/new-walking-routes-connect-stroud-s-historical-landmarks-of-slave-trade-and-abolition/
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The council facilitated the work of the taskforce
by supporting the administration, procurement
and organisation of the meetings as well as
monitoring the allocation of these funds to
ensure that the project was completed within
budget and to a high standard.

The importance of addressing equality,
diversity and inclusion in the public realm
This initiative highlights the importance

of addressing EDI in the public realm. By
forming the community taskforce, the council
demonstrated its commitment to engaging the
public and ensuring that diverse voices were
included in decisions about how the district’s
history is represented. The council's leadership
in this initiative also emphasized the importance
of finding solutions to complex historical
legacies, especially when legal constraints
prevent more direct actions, such as removing

or altering a monument. By contextualising the
statue and creating a community project that
celebrates diversity, the council sought to address
the community’s concerns while promoting
inclusivity in a meaningful way:.

The community taskforce was
given two objectives:

Design and write an interpretation plaque:
The taskforce was responsible for creating
an interpretation plaque to be placed

next the building with the statue. This
plague aimed to provide historical context,
explaining both the origins of the statue and
the broader social and historical changes
that have led to its re-examination.

Create a community project: In addition

to the plaque, the task force developed a
community project that reflected the district's
commitment to inclusivity. They chose to
produce a video showcasing the district's
diversity, featuring various community groups
to demonstrate how welcoming and inclusive
the area is. The task force worked with a local
production company and invited community
groups to submit videos that highlighted their
contributions to their area’s social and cultural
fabric.

Equality
Network

e

This is one of the biggest
community inclusion
Initiatives we have taken
as a Council. We were
steadfast at a time where
many people had strong
views, we received
national media attention,
and there was a lot of
political heat. We listened,
negotiated and focused
on our community
leadership role in creating
a public realm where
everyone feels
welcome and included
—one of our guiding
principles for what we do
as a Council

Cllr Catherine Braun,
Leader of the Council

Je
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The community taskforce's work highlights several key outcomes and impact:

Inclusive representation: the task force provided a platform for marginalised voices, allowing the
community to participate in shaping how the statue and other public markers are understood and

contextualised.

Community dialogue: the public consultation and taskforce initiatives created opportunities for
open dialogue about the district’s history, current values and commitment to EDIL.

Public engagement: the video project brought together different community groups to showcase the
district’s diversity, emphasising the councils role in fostering a sense of belonging and inclusion.

Reflections and tips

The council's work on this EDI initiative
demonstrates how local government can foster
a more inclusive society by addressing complex
historical legacies in the public realm. Despite
legal limitations preventing the removal of

the controversial statue, the council acted as a
community leader by creating spaces for public
involvement and dialogue.

Be very aware of the possible local and national
interest such a review may trigger, from anger
and outrage to trivialisation. Put measures in
place to protect panel members individually and
collectively.

Having a robust review methodology is critical.
Guidance is available from Historic England

(Checklist to Help Local Authorities Deal With
Contested Heritage Decisions | Historic England)
and the LGA Responding to calls for public realm
changes | Local Government Association.

Contact: Hannah Emery

Head of Corporate Policy and Governance
Stroud District Council
Hannah.emery@stroud.govuuk
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Make sure you resource the process adequately,
drawing in experts from council services such as
Heritage, Communities and Communications.

Allow community members to share their
experiences and perspectives and position
the council to co-create solutions with

the community to foster ownership and
empowerment.



https://historicengland.org.uk/advice/planning/planning-system/contested-heritage-listed-building-decisions/
https://www.local.gov.uk/topics/community-safety/statues/responding-calls-public-realm-changes

With thanks to:
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https://www.local.gov.uk
https://swcouncils.gov.uk
https://annebrinkhoff.com



