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Introduction 
The Local Government Association Equality Framework for 
Local Government (EFLG) was updated in 2020 to reflect the 
latest legislation affecting equality, such as Gender Pay Gap 
reporting, GDPR, the changing context of the local 
government sector, the equality in Britain and in response to 
other significant issues which might affect equality, including 
the UK’s decision to leave the European Union. 

The EFLG 2020 is intended to help Councils: 

a) Deliver accessible and responsive services to customers 
and residents in their communities including those with 
protected characteristics under the Equality Act 2010 
which are: Race, Sex, Gender Reassignment, Disability, 
Sexual Orientation, Religion or Belief, Marriage or Civil 
Partnership, Age and Pregnancy and Maternity explicitly. 

b) Employ a workforce that reflects the diversity of the area 
they are serving. 

c) Provide equality of opportunity for all staff. 

d) Meet the requirements of the Public Sector Equality 
Duty.  

The EFLG sets out four 
modules for improvement 

1. Leadership and Commitment 

2. Understanding and working with your 
communities 

3. Responsive Services and Customer 
Care 

4. Diverse and Engaged Workforce.  

This Equality, Diversity and Inclusion Action 
Framework has used these four modules to 
form equality, diversity and inclusion 
objectives to develop a working document for 
the Council which can be monitored and 
updated on a regular basis. 
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Leadership and Commitment  

OBJECTIVE ACTIONS OUTCOMES 

Leadership 

The Council should gain a 
reputation within the community 
and with all its partners for 
championing equality, diversity 
and inclusion, while balancing 
competing interests and fostering 
good relations. 

The Council should demonstrate 
success in working with partners 
in the public, private, community 
and voluntary sectors to address 
equality diversity and inclusion 
priorities, which are then 
reviewed on a regular basis. 

The Council should take steps to 
safeguard the human rights of 
individuals where these have been 
threatened. 

Senior leaders must have 
knowledge of local equality 
priorities and how and why 
they are being addressed. 

The Council must aim to 
demonstrate that 
improvements in equality, 
diversity and inclusion 
outcomes are being 
delivered though effective 
equality impact 
assessments. 

Partnership review 
mechanisms will be in place 
and reported on.  

Senior leaders will be ambassadors for the 
equality, diversity and inclusion agenda, by 
challenging inequalities in line with our 
commitment to Anchor Collaborative 
Charter and driving improvement agenda. 

Although the Socio-economic duty of the 
Equality Act 2010 has not been activated by 
the Government, the Council will continue 
to actively take duty regard to Socio-
economic inequality and deprivation in 
Barrow and will amend this strategy and 
fully implement the duty if the legislation 
changes.  

The Council will report on equality impact 
assessments annually and demonstrate 
improvements in equality, diversity and 
inclusion. 

The Council will report evidence that cross-
departmental and Council learning and 
training is taking place. 

The Council will make use of Members’ links 
with different communities depending on 
circumstances.  
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Responsive Services and Customer Care 

OBJECTIVE ACTIONS OUTCOMES 

Commissioning and 
Procurement Services 

The Council should demonstrate 
that commissioning and 
procurement services are helping 
to achieve its equality, diversity 
and inclusion priorities. 

The Council should be able to 
demonstrate general 
improvements and equality, 
diversity and inclusion outcomes 
are delivered throughout Council 
services. 

The Council should have systems 
in place to use monitoring data 
and citizen feedback to redesign 
and adapt service plans.  

  

There must be evidence that 
contracts are being monitored and 
will aim to publish quantitative and 
qualitative analysis. 

There must be evidence of 
contractors meeting the Council’s 
equality, diversity and inclusion 
objectives. 

The Council aim to assess the 
social value from its contracts and 
where possible aim for local 
procurement, to positively 
influencing the local economy. 

Business plans must review past 
performance, demonstrate how 
past objectives have been 
achieved, review performance and 
set new objectives. 

The Council will aim to provide 
evidence of improved or improving 
outcomes, where appropriate to 
demonstrate the effects on 
different communities/protected 
groups. 

Contractors’ commitment to equality, 
diversity and inclusion will be 
monitored annually. 

Service Plans will be designed and 
written with equality diversity and 
inclusion objectives in mind. 

Contractors staff will be required to 
receive equality, diversity and 
inclusion training within the 
organisation, or will be offered 
Council run training where 
appropriate. 

The Council will identify gaps in terms 
of who may not be using a service and 
why and action will be planned to 
make changes in services to response. 

The Council will report on examples of 
how different customers’ experiences 
are analysed and acted upon. 

Understanding and working with our communities 

OBJECTIVE ACTIONS OUTCOMES 

Effective Community 
Engagement 

Formal and informal interactions 
should take place between the 
Council and its diverse 
communities. 

Communities from across the 
protected groups should be 
actively participating in and 
influencing decision making. 

The Council should have a 
sophisticated approach to 
fostering good relationships in 
diverse communities. 

The Council’s leaders should 
maintain a high profile in 
community relations. 

  

The Council aim to continue to 
develop a range of innovative 
approaches involving communities, 
including arrangements to meet 
specific or individual needs, such 
as mobility and access issues. 

The Council aim to ensure 
vulnerable people/communities 
are participating, including the 
hardest to reach in the community. 

The Council aim to work with 
others to improve performance on 
good relations between diverse 
communities. 

The Council already has sophisticated 
knowledge of its communities in some 
areas of operation (such as Housing), 
this knowledge and understanding 
will be shared across all Council 
departments. 

The Council will monitor the levels of 
involvement of diverse groups in 
developing services within the 
community and targeted groups 
should be encouraged to become 
involved. 

Key decision makers will be involved 
in the engagement process with the 
diverse communities in Barrow. 

The Council will report good examples 
of how effective communication and 
engagement with diverse groups 
within the community has enabled it 
to prevent or manage tensions 
between different equality groups. 
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Diverse and Engaged Workforce 

OBJECTIVE ACTIONS OUTCOMES 

Workforce Diversity and 
Monitoring

The Council should actively 
ensure the profile of its 
workforce broadly reflects the 
communities it serves and 
demonstrate that equality, 
diversity and inclusion outcomes 
for the whole workforce are 
being achieved. 

The Council should ensure 
equality, diversity and inclusion 
outcomes are communicated and 
understood by the whole 
workforce. 

The Council should have robust 
and comprehensive sets of 
employment data and use this to 
inform its workforce planning. 

The Council has an excellent set 
of policies and procedures in 
place which must continue to be 
actively promoted to staff and 
used by managers to promote 
equality, diversity and inclusion. 

The Council will aim to provide 
appropriate examples of positive 
action to improve equality, 
diversity and inclusion. 

Good use must be made of 
flexible working arrangements 
and career pathway initiatives to 
address potential barriers and 
under representation. 

  

The Council will monitor and report on 
the workforce profile at all levels to 
demonstrate it broadly matches the 
local labour market/community profile. 

Workforce data will include a wide 
range of information and protected 
characteristic profiles, including pay 
levels, training opportunities and 
appraisal ratings. 

The Council will consider pay gaps 
across areas of inequality such as 
religion or belief/ race - ethnicity/ age, 
and disability. 

The Council will report satisfaction 
levels across all staff groups in respect 
of staff engagement. 

The Council will recognise good 
performance in the appraisal process 
and more generally. 

Learning and development 

The Council should have training 
and development strategies in 
place that are proven to be 
making a significant difference to 
the wider equality, diversity and 
inclusion agenda for employees 
and for workforce diversity. 

  

The Council must make sure that 
services are provided by 
knowledgeable and well trained 
staff who are equipped and 
understand equality, diversity 
and inclusion to meet the diverse 
needs of local communities. 

The Council will aim to monitor 
feedback from service users in 
protected groups to make sure 
that they are positive about the 
skills of staff in dealing with their 
diverse issues. 

Staff will feel their skills are 
continuously improving and that they 
are able to fulfil their duties and relate 
effectively with a diverse range of 
clients. 

The Council will make sure issues 
relating to protected characteristics and 
equality, diversity and inclusion practice 
are challenged confidently and 
effectively by managers. 

Staff will be able to answer questions 
about the Council’s equality, diversity 
and inclusion priorities and policies. 

Health and Wellbeing 

There should be positive health 
and wellbeing policies and 
cultures at all levels and areas of 
the Council. 

The Council should have positive 
health and wellbeing policies and 
procedures at all levels and areas 
of the Council to combat stress 
and boost the wellbeing and 
performance of our diverse 
workforce. 

The Council must make sure 
approaches to health and 
wellbeing are innovative and that 
there have been significant 
outcomes in the health and 
wellbeing of all staff, including 
those with protected 
characteristics. 

There are high satisfaction levels 
with the working environment 
across all staff groups, particularly 
those with protected 
characteristics. 

The Council has a designated Health & 
Wellbeing Group to ensure staff feel 
supported to perform at their best and 
stay healthy in the workplace.  

The Council has adopted the social 
model of disability. 

The Council will continue to have high 
satisfaction levels across all staff groups 
in respect of staff engagement. 

Harassment and bullying at work will be 
dealt with effectively and staff will be 
treated with dignity and respect. 


